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different challenges that are being experience in ord
manageable, feasible and output oriented that will le i more researches
i an emphasis on

addressed. Data revealed that the faculty members need to ha
problems and address their needs in ¢ i train
order to help them cope up with the ide

researches. A

ute t@ the productivity and prosperity of a society.
an understanding of the current research by other scholars. It is a
bout four to five years for research findings to become full blown
text-book wis rdingly, a professor who is engaged in active research will be
contemporary in k edge but a professor who is inactive in research (and whose teaching has
to be largely based’on text-books) will probably lag by about four to five years. Thus, research is
important and integral to contemporariness in curriculum and teaching aside from a fact that
aside from instruction and extension, research is one of the trifocal functions of an institution of
learning.

According to Best & Kahn (1993) education in a research setting is done to improve
school practices and at the same time to improve those individuals who strive to improve those
practices. The importance of research in an educational setting is often overlooked. However, it
is now a must for faculty members to undertake research not only a way to earn tenure or remain
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in favor by the university that employs them but also to contribute to the body of knowledge to
fulfill their pedagogical responsibilities in their field of teaching interest. It is then the reason
why this study has to be undertaken to identify the needs of the faculty and staff of the university
leading to the creation of a research climate in this academic community. Several interventions
are now being undertaken by every higher education institutions in order to come up with a
teaching force capable of producing more and more researches which could either be an add on
to the body of knowledge, to improve teaching capabilities and pedagogies and also those
researches that give a meaningful impact not only to the educational ipstitutions but to the
society. Unique methodologies had also been conducted in order easure the research
proficiency and knowledge of every faculty members. But most use needs analysis in
order to identify the strengths and weaknesses of their faculty me

training and adult learning lexicon.

According to Judith Brown,
ongoing process of gathering data t@|determine what traihi
developed to help the organization i jecti

m. Often, organizations that develop
analysis, run the risk of overdoing

Brown
training pro : . -7 (1) to identify specific problem areas in the
ment support; (3) to develop data for evaluation; and (4) to

tion of performance deficiency, the next step is to determine what
ng and development.

In a related point, a needs assessment is a part of planning processes, often used for
improvement in individuals, education/training, organizations, or communities. It can refine and
improve a product such as training or service a client receives. It can be an effective tool to
clarify problems and identify appropriate interventions or solutions. By clearly identifying the
problem, finite resources can be directed towards developing and implementing a feasible and
applicable solution. Gathering appropriate and sufficient data informs the process of developing
an effective product that will address the groups’ needs and wants. Needs assessments are only
effective when they are ends-focused and provide concrete evidence that can be used to
determine which of the possible means-to-the-ends are most effective and efficient for achieving
the desired results.
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Training Needs Assessment refers to the organizational process of collecting and
analyzing data that supports decision making about when training is the best option (or not) to
improve individuals' performances, define who should be trained, and exactly what content
should be taught (Clarke, 2003). For Wright and Geroy (1992), TNA should be a systematic
process of collection, analysis and interpretation of data on individual, group and/or
organizational skill gaps. They should have seven key characteristics: (a) be based mainly on
culture and organizational philosophy; (b) be proactive instead of reactive; (c) have a method
that permits the distinction between situations that can be addressed through training and those
that cannot; (d) allow various organizational actors who are directly or 4adirectly interested and
involved in training to participate; (e) be based on observable er than leaders’,
managers' and professionals" perceptions; (f) consider the varied

t importance to describe

luating the methods and
theories employed until today and dr
Training Needs Assessment

esources to the areas of greatest need, those

goals and objectives, improving productivity

. The needs assessment is the first step in the
development Program. It is used as the foundation for

h always begins with a needs assessment. This is the reason why
in order to identify the research related problems and needs of the

THEORETICAL FRAMEWORK

In the past 50 years, needs assessment been an essential element of educational planning.
Over the past four decades, there has been a proliferation of models for needs assessment with
dozens of models to choose from. This is also the same basic process used in business under the
term "market research”. That is the process used to determine customer needs and wants for
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products and services. Other terms used somewhat interchangeably to describe this process
include needs analysis, market analysis, front end analysis, and discrepancy analysis.
A Needs Chain Model

A needs chain model is composed of aligned horizontal and vertical processes in which
there are four different kinds of needs that describe and identify the ultimate performance goal,
solutions, and what might affect these solutions. These needs include: (1) Performance need
which is a state of existence or level of performance required for satisfactory functioning; (2)
Instrumental need which entails an intervention, product, or substance that is required to obtain a
satisfactory level of functioning in a particular context; (3) Conscious need that are known to
those who have them; and (4) Unconscious need that is unknown to those who have them.

Also, it has four vertical factors that consider: (1) Organizational needs that usually
pertain to behavior or tangible outcomes, such as market share or sales target; (2) Individual
needs that usually pertain to the individual’s attitudes about the organization or himself, such as
job satisfaction; (3) the causes; (4) Level of objectivity for all needs that requires all needs to
have a certain level of objectivity and to be based on deep investigation or further analysis.

The Needs Chain Model provides tools that assist organizations in prioritizing resources
and identifying areas that require improvement.

A needs chain model is a framework that allows organizations to consider the individuals
needs within and organization as well as the organizations needs simultaneously in order to come
to solutions to prioritizing resources and areas of improvement for the organization. Once the
organization has completed the model, it gives them a better picture of the organization's
priorities in a timely manner. One of the benefits of this model is that it can be used to help
decision makers quickly come to solutions to priorities that may change over time.

In order to conduct a needs chain model, the organization must identify: Instrument
needs, performance needs, conscious and unconscious needs on the organizational level and the
individual level. The organizational level applies to behavior or outcomes, whereas the
individual level pertains to individual attitudes to things such as job performance or how they
view the organization. The data about each of these levels comes from different data collection
methods: (1) Organizational level: Goals of the organization; (2) Individual level: Surveys or
interviews.

The most difficult data to collect in this model are the unconscious needs. In order to
gather this information about the individual, careful methods must be used to allow for trust from
the individual while discussing sensitive topics about their thoughts on the organization.

Rouda & Kusy (1995) introduced the four steps in conducting a needs assessment. To

wit:

Step 1. Perform a “gap analysis”. The first step is to check the actual performance of our
organizations and our people against existing standards, or to set new standards. There are two
parts to this: (1) Current situation: This is to determine the current state of skills, knowledge,
and abilities of our current and/or future employees. This analysis also should examine
organizational goals, climate, and internal and external constraints; (2) Desired or necessary
situation: This is to identify the desired or necessary conditions for organizational and personal
success. This analysis focuses on the necessary job tasks/standards, as well as the skills,
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knowledge, and abilities needed to accomplish these successfully. It is important to identify the
critical tasks necessary, and not just observe our current practices. One must also distinguish the
actual needs from the perceived needs, and wants.

The difference in the "gap" between the current and the necessary will identify the needs,
purposes, and objectives.

The following are some questions to ask, to determine where HRD may be useful in
providing solutions: (1) Problems or deficits. Are there problems in the organization which
might be solved by training or other HRD activities?; (2) Impending changg. Are there problems
which do not currently exist but are foreseen due to changes, suc new processes and
equipment, outside competition, and/or changes in staffing?; (3) Op . Could we gain a
competitive edge by taking advantage of new technologies, traini

which we must comply?
Step 2. Identify priorities and
of needs for training and developm
eir importance to the organizational
identified needs are real, if they are

n? In other words, we perform a cost-benefit
requiring a solution? (For example, safety or
ive pressure: Does top management expect a solution?; (4)

re of relatively low importance, it has to be done better to devote
energies to [ man performance problems with greater impact and greater value.
Step 3. tify Causes of performance problems and/or opportunities. Now that
management has ized and focused on critical organizational and personal needs, it will
next identify specifiC problem areas and opportunities in the organization. One must know what
the performance requirements are, if appropriate solutions are to be applied. Two questions have
to be asked for every identified need: (1) Are our people doing their jobs effectively?; (2) Do
they know how to do their jobs? This will require detailed investigation and analysis of our
people, their jobs, and our organizations -- both for the current situation and in preparation for
the future.
Step 4. Identify possible solutions and growth opportunities. If people are doing their jobs
effectively, perhaps they should have to be left well enough alone. ("If it ain't broke, don't fix
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it."") However, some training and/or other interventions might be called for if sufficient
importance is attached to moving people and their performance into new directions. But if our
people are not doing their jobs effectively: (1) Training may be the solution, if there is a
knowledge problem; (2) Organization development activities may provide solutions when the
problem is not based on a lack of knowledge and is primarily associated with systematic change.
These interventions might include strategic planning, organization restructuring, performance
management and/or effective team building.

These solutions have to be looked into including training apd development and
organization development.

The following are techniques for investigating organizational

(1) Use multiple methods of Needs Assessment. To get
method. It is important to get a complete picture from many
some manager's word for what is needed.

There are several basic Needs Assessment tec
these, as appropriate: direct observation, questi
positions, and/or with specific knowledge, review

ived needs, or "wants".

ow what they need, but
may have strong opinions about w data in proposing HRD
solutions: (a) Use your data to mak i

ctivities; (b) Everybody should share
to everyone who was solicited for

ic "gap analysis™: (1) What are the costs if no
e costs of conducting programs to change the situation?; and

mplement the proposed HRD solution.
ysis include:
nalysis to identify the current skills, knowledge, and abilities of

e causes of performance problems and/or opportunities;
(4) Identify possible solutions and growth opportunities;
(5) Compare the consequences if the program is or is not implemented; and
(6) Generate and communicate the recommendations for training and development,
organization development, career development, and/or other interventions.
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Kaufman’s Need Assessment Model

Roger Kaufman first developed a model for determining needs defined as a gap in
results. This particular emphasis in results focuses on the outcomes (or ends) that result from an
organization's products, processes, or inputs (the means to the ends). Kaufman argues that an
actual need can only be identified independent of premature selection of a solution (wherein
processes are defined as means to an end, not an end unto themselves). To conduct a quality
needs assessment according to Kaufman, first determine the current results, articulate the desired
results, and the distance between results is the actual need. Once a need, is identified, then a
solution can be selected that is targeted to closing the gap. Kaufm model in particular
identifies gaps in needs at the societal level, what Kaufman calls " nning, along with
gaps at the Macro (or organizational) and Micro level (the

groups).

(as with the results of a clean environment or co
directly societal, but are delivered to society (suc

of the gap of respondents’ research —related problems and needs?
jéant differences between the selected personal profile and the identified
research related problems and research needs of faculty members of the university?
. What intervention plan can be done in order to address the research related problems and
research needs of the faculty members of the university?

HYPOTHESIS

There are no significant differences between the personal profiles of the respondents and
their research problems and needs.

145

INTERNATIONAL JOURNAL OF RESEARCH IN SOCIAL SCIENCES AND HUMANITIES



http://en.wikipedia.org/wiki/Roger_Kaufman
http://en.wikipedia.org/wiki/Roger_Kaufman

International Journal of Research in Social Sciences and Humanities http://www.ijrssh.com

(JRSSH) 2016, Vol. No. 6, Issue No. IV, Oct-Dec e-1SSN: 2249-4642, p-1SSN: 2454-4671
SCOPE AND LIMITATIONS OF THE STUDY

This study covered faculty members teaching at Rizal Technological University across
levels who determined and revealed the problems they encountered in coming up with a research
that served as basis for a proposed long - term training plan.

SIGNIFICANCE OF THE STUDY

Taking into consideration the relevance and impact of the study petrtinent to identifying
the teachers’ encountered problems and their training needs, the said st ay sound significant
to the following beneficiaries:

Administration. The results of this study would provi
on its faculty development training initiative to be plann

institutional goals.

Human Resource Development Center
information to the HRDO in formulating annual
services and functions research capability, instru
This may also guide the latter in planni lementing, monitoring and evaluating the said
plan.

Planning Office. Findings i ck certain information on
encountered problems along instructi t intended results. This would

further assess and analyze cases and thereby determine \fésolutions and intervention programs

of the training need assessment would
ntifying possible topics and constructs for

in every classroo e results of this study may help the latter in finding solutions and
interventions to the problems that they usually encounter in class using theory knowledge in
research with management support and assistance for training. With this, once the problems are
solved and related instances are reduced, effective teaching at most possible cause will be
realized. With this TNA, teachers’ encountered problem and concerns will be addressed
appropriately.

Students. Being the central core of every institutional endeavor, this study may be of
best beneficial to the latter as they may guarantee quality instruction that they will receive in the
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classroom. Through teachers’ training, students may get the best education in the school through
effective instructional delivery.

DEFINITION OF TERMS

For clarity and better understanding of this study, the following terms are hereby defined
as they are used in the investigation.

Analysis of Organizational Policy. It undermines reviewing the organization's policy on
training, and the amount and type of training offered to employees.

Appraisal Reviews. Within a performance review, questionin ployee about their
duties and training allows supervisor to uncover reasons for poor performa

Interviews. It includes series of predetermi
perceptions which allows the employee to comm
interviewer to ask in depth questions about perfor
Job Descriptions. It pertains to study of
employee’s expectations and responsibiliti
supervision.
Needs Assessment. Itis a systeématic process for
"gaps" between current conditions and'@esired iti .
Needs Chain Model. It is a lows " organizations to consider the
individuals needs within and«0fg rganizations needs simultaneously in

organization.
Observatjoh.

ovides data about a job or a group of jobs and the knowledge, skills,
ded to achieve optimum performance.

. It is more than the matter of only mastery of certain practical
knowledge, pedagogical skills, and techniques, but it also concerns teachers’ own perception
about the fields in which they don’t feel knowledgeable.

Training. Itis the acquisition of knowledge, skills, and competencies as a result of the
teaching of vocational or practical skills and knowledge that relate to specific useful
competencies. Training has specific goals of improving one’s capability, capacity,
productivity and performance.

Training Analysis. It is most often used as part of the system development process.
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Training Needs Analysis. It is the identification of training requirements and the most
cost effective means of meeting those requirements which should always be performed where a
major new development in policy, equipment acquisition or procedures is deemed to have
potential impact upon the current training regime.

Training Needs Assessment (TNA). It is an ongoing process of gathering data to
determine what training needs exist so training can be developed for the purposes of identifying
priorities and making decisions, and allocating finite resources in a manner consistent with
identified program goals and objectives to be accomplished.

REVIEW OF RELATED LITERATURE

Training Analysis: Grounded on Training Needs
Training can be described as “the acquisition of skil
improved performance within the job environment”. i
operational domain so that the initial skills, concep
system can be effectively identified and appropri
as a process often covers: (1) Training Analysig\i of the system
and the training
raining requirements.
K. Tara Smith proposed ods for an Integrated
Approach Design Integrated Training i
perational tasks. This approach also
lew proposed training and to provide

ti-user system a user-to-task map is often constructed to present the
relationship betweepthe tasks and the identified team structure and also to identify new groups
of users that would need to have an understanding of the system. The training gap is assessed by
a comparison between the goals and tasks undertaken by the individuals and the existing
training.

There is a wide variety of training media that can be used, ranging from traditional
lecture-based teaching to sophisticated simulators. Different media will be more or less
appropriate for different activities. It is necessary to determine the most suitable and cost-
effective training media for the different areas.
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There have been many different approaches defined; however, the system approach to
training has been the most successful.
Training Needs Assessment: A Provocative Concept

Training needs assessment is a systematic inquiry of training needs within an
organization for the purposes of identifying priorities and making decisions, and allocating finite
resources in a manner consistent with identified program goals and objectives. Though beginning
with training as the desired solution, it has been argued, diminishes the value of the needs
assessment, the popularity of the term "training needs assessment” has,made it part of the
training and adult learning lexicon.

Rouda & Kusy (1995) redefined needs assessment as a syste
things are and the way they should be. These "things" are usuall
and/or individual performance.

issues influencing performance; (5) Ensures sur
foundation for post-training evaluation.

Henceforth, conducting a training n 0 gauge what training is
needed for new employees or to identi lems with performance;
(2) New system, task or technology; efit from an opportunity;
and (4) Organizational training needs.

to any domain, such as automotive, consumer
it is not a business development tool, it can be

appen in the design process (i.e. where a design cannot

requirement conflicts); (2) User’s need based requirements are

iplinary design team; enabling them to meet their business case; (3)

uestions to do with the business plan that provide an indication of the human

Including the relative merit of functionality; (4) Always express these

findings from the uSer’s perspective; (5) Cross-relate these requirements to each other and to the
impactors on the activity; (6) Allocate sufficient time during the development process to check
and validate your user’s need based requirements; (7) Ensure that all user’s need based
requirements are derived as low level user requirements before being transposed into system
requirements; (8) Word your requirements precisely and ensure that you cover all categories of
human-related requirements; (9) Create test statements to validate the user’s need based
requirements, the concept and the implementation; (10) Prior to freezing your design, validate
your user’s need based requirements with users; (11) Accept that there still may be contradictory
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requirements; (12) Understand the nuances of the requirements and ensure that these are
reflected in the precise wording of the requirements; (13) Keep asking your users until you have
a true understanding of their requirements; and (4) Elegant design can only be created from
understanding the nuances of the requirements.

A needs assessment is a systematic process for determining and addressing needs, or
"gaps™ between current conditions and desired conditions or "wants". The discrepancy between
the current condition and wanted condition must be measured to appropriately identify the need.
The need can be a desire to improve current performance or to correct a deficiency.

A needs assessment is a part of planning processes, often u for improvement in
individuals, education/training, organizations, or communities. It e and improve a
product such as training or service a client receives. It can
problems and identify appropriate interventions or solutions.

product that will address the group’s needs and

when they are ends-focused and provide concrete

of the possible means-to-the-ends are most effe

results.

Training Need Analysis: Propelling

Training Needs Analysis (TN

and the most cost effective means o
ipment acquisition or procedures is
gime.

sessment will help direct resources to areas of greatest demand.
ss resources needed to fulfill organizational mission, improve
productivity, a ovide quality products and services. A needs assessment is the process of
identifying the "g ween performance required and current performance. When a difference
exists, it explores causes and reasons for the gap and methods for closing or eliminating the
gap. A complete needs assessment also considers the consequences for ignoring the gaps.
Likewise, a needs assessment can also be used to assist with: (1) Competencies and
performance of work teams; (2) Problem solving or productivity issues; (3) The need to prepare
for and respond to future changes in the organization or job duties.
The purpose of a training needs assessment is to identify performance requirements or
needs within an organization in order to help direct resources to the areas of greatest need, those
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that closely relate to fulfilling the organizational goals and objectives, improving productivity
and providing quality products and services.
Training Need Assessment: Process and Procedural Perspectives

The needs assessment is the preliminary step in the establishment of a training and
development program. It is used as the foundation for determining instructional objectives, the
selection and design of instructional programs, the implementation of the programs and the
evaluation of the training provided. These processes form a continuous cycle which always
begins with a needs assessment.

The first step in designing a training and development progra to conduct a needs

f everal ways but is

rganization
, and (3)
Existing and desired competencies and skills.
There are three levels of a training needs ass

the agency, as well as to
enhance strengths and competencies. I to consideration various
additional factors, including changi
economy.

owledge, and abilities required for
ntifies how and which occupational

its of Needs Assessment of which this part of the process will

akers and stakeholders understand the concept of the needs

assessment. based on the alignment of critical behaviors with a clear agency

mission will t for critical occupational and performance requirements to help your

agency: a) elimi redundant training efforts, b) substantially reduce the unnecessary

expenditure of traiming dollars, and c) assist managers in identifying performance requirements

that can best be satisfied by training and other developmental strategies. To go beyond learning

and actually achieve critical behaviors the agency will also need to consider how required drivers
will sustain desired outcomes.

Plan of which the needs assessment is likely to be only as successful as the planning: (1)

sets goals/objectives for the needs assessment; (2) evaluate organizational (agency) readiness and

identify key roles; (3) evaluate prior/other needs assessments; (4) prepare project plan; (5)
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inventory the capacity of staff and technology to conduct a meaningful training skills assessment
and analysis; (6) clarify success measures and program milestones.

Conduct Needs Assessment that entails the following processes; (1) obtain needs
assessment data; (2) analyze data; (3) define performance problems/issues; (4) occupational
group/individuals; (5) describe critical behaviors needed to affect problems/issues; (6) determine
and clarify why critical behaviors do not currently exist; (7) research integrated performance
solutions; (8) if training is the best solution, determine best training and development
approach(es); (9) assess cost/benefit of training and development approach(es); build a "business

affect problems/issues; (11) describe how the critical behaviors will
after implementation of the improvement plan.
The results of the needs assessment allow the manage

solutions, such as communicating expectations,
checking job fit. These interventions also are ne

Training Need Assessment: Executi
Christian and Reyntjens (1

y potential training candidates (= respondents): (1) Q1. A
andidates (personal history form); (2) Q2. A description of job
by potential training candidates; and (3) Q3. An assessment of the

be handed to selected staff only. The questionnaires are designed to provide
basic personal information, as well as being the main source of information for the assessment of
staff knowledge and need for training in related topics.

Questionnairel is designed to collect basic personal information. In Questionnaire 2,
respondents are presented with a list of the major job functions normally assigned to staff
involved in the assessment of available resources. In the list, respondents are asked to identify
the job functions that best correspond to the job functions in their present position. Under each
major job function, tasks are enlisted, that are normally performed by officers. Respondents are
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then asked to rate how often they perform each task; how important they rate the task compared
to other tasks; and whether they have difficulties in performing the task, by using rating scales.
In Questionnaire 3, respondents are asked to rate their competency, i.e. skills and knowledge, in
a number of disciplines and activities directly or indirectly related to the job functions and tasks
that have been identified in Questionnaire 2. Three questions are to be answered: (1) At what
level do you possess the skill or knowledge?; (2) How important is the skill or knowledge for
your present job?; and (3) How do you perceive your need for training in this discipline/subject?
Again, each respondent is asked to use a rating scale for their answers.
The Advent of Conducting Service Trainings: Opportunities and C
Rouda & Kusy (1995) identified the benefits uman Resource
the expected
projected
solutions.
The benefits of training needs assessments are:

foundation for post-training evaluation.
People are often in too much

attributable to the time spent by the
and/or organization development

process might entail the following: (1) Confirm the issue and
audiences; i planning team; (3) Establish the goals and objectives; (4)
Characterize i ; (5) Conduct information and literature search; (6) Select data
collection metho Determine the sampling scheme; (8) Design and pilot the collection
instrument; (9) Gathter and report data; (10) Analyze data; (11) Manage data; and (12) Synthesize
data and create report.
Training Need Assessment: Determining Outcome
The results of the needs assessment allows the training manager to set the training
objectives by answering two very basic questions: who, if anyone, needs training and what
training is needed. Sometimes training is not the solution. Some performance gaps can be
reduced or eliminated through other management solutions such as communicating expectations,
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providing a supportive work environment, arranging consequences, removing obstacles and
checking job fit.

The results of the needs assessment allows the training manager to set the training
objectives by answering two very basic questions: who, if anyone, needs training and what
training is needed. Sometimes training is not the solution. Some performance gaps can be
reduced or eliminated through other management solutions such as communicating expectations,
providing a supportive work environment, arranging consequences, removing obstacles and
checking job fit.

Christian and Reyntjens (1998) asserted that it is becoming wi recognized that the
outputs of informal and formal training activities will be enhanced by€ss the needs and the
level of skills and knowledge of potential participants before i

for the organization or external funding agencies
participate in specific courses or workshops. The i
a higher satisfaction of their immediate needs. Th

Formative research, also kn
information and data needed to plan

gram will be operating (political,
well as what resources are available,

‘ought’ to be. Therefore, needs assessments can be used to
lity of services available; enhance the knowledge and skills of
current knowledge and skill level against what is desired or

update or expand pational policies and plans to address the determined need by assessing the
current frameworks vis-a-vis a comprehensive, multi-sectoral response; improve the information
and data available by surveying existing data collection and analysis systems; and enhance the
capacities of organizations to implement their programs by assessing the knowledge and skills
and policies that are in place, and the infrastructure needed to carry out the program.

Much of the information for situation analyses and needs assessments can be collected from
existing sources, though primary research can also be conducted. If primary research is
undertaken, then it is critically important that safety and ethical standards are followed.
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Safety and ethical guidelines for conducting research to address issues; ensuring the
privacy and confidentiality of the interview; providing special training; providing a minimal
level of information or referrals for respondents in situations of risk; and providing emotional
and technical support for interviewers (United Nations, 2006).

Hence, situation analyses and needs assessments can also be seen as interventions as they often
initiate public discussion, raise awareness of the issue and its context, and opens dialogue
(http://www.endvawnow.org).

Assuming that the needs assessment identifies more than one training need, the training manager,

training and development program.
All three levels of needs analysis are interrelated an
critical to a thorough and effective needs assessment.
Christian and Reyntjens (1998) derived so
missions. To wit: (1) a description of the objectives and activities un
resource division(s) at each institute; (2) a brief Ipti

Il professional staff

file and analysis of the
performance of each member of s
activities; (5) recommendations for i

pertinent information for improving training
data essential for internal planning and strategy

elp faculty use technology to increase teaching efficiency
r Teaching Excellence are involved in new faculty orientation

to serve as sessi senters at the Center for Teaching Excellence and during the BEST
Institute. Many facilty members are implementing technology in useful ways to enhance student
learning, and faculty can learn from other faculty who have seen results in their own classrooms.
This would not only provide incentives to try new technology and techniques, but would serve as
a vehicle to promote awareness of the tools available to faculty and the ways these tools can be
used to enhance teaching and learning. Such a technology conference would broaden the impact
of seminars, sessions, and workshops to meet all of the faculty needs noted through this study
and provide recognition for innovative teaching with technology.
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Other institutions may learn from this research and identify the importance of meeting
faculty needs on their own campuses. Centers for teaching excellence at other universities can
draw from the data provided to offer seminars, workshops, grants, and other opportunities for
their faculty to enhance their teaching. Other centers for teaching excellence could also develop
their own needs assessment survey, whether based on technology or on seminars and workshops
specific to their faculty’s needs.

Further research to support this study should be conducted to measure whether the Center
for Teaching Excellence and BEST Institute events developed based on this data have met the
needs of faculty and improved the use of technology in the clas . Additionally, we
recommend conducting research on the departmental, unit, and admi levels to measure
willingness to invest in new technologies and their support.

Extensive Needs Assessment vs. Intensive Needs Assessme

. A variety
of data collection and decision making tools and including the
examples below (Watkins, West Meiers, Visser, 2

areas, available on a large numb

populations, allow trend analysis ove
extensive needs assessments is the
for direct feedback to the public as

g'assessment is SWOT analysis. SWOT stands for strengths,
threats. The basic process involves gathering information about
d outcomes within a set time period. The figure below lists a

K needs, it is important to develop ranking criteria. Feasibility is often used
as criteria, but it is often useful for a group to identify their own set of criteria. This part of the
research is not so much concerned with developing a detailed plan for solving the needs
situation, but rather for examining the depth of the need and potentially required resources. Force
field analysis, developed by Kurt Lewin, is one method for facilitating determining needs
feasibility.

A model force field analysis consists of (1) Recruit research group of 10-20 stakeholders
or core group members for one or more meetings lasting approximately two hours each; (2)
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Review the list of needs developed through a SWOT analysis or other procedure. Allow for
some limited discussions of each without dwelling on any; (3) Develop criteria for rating the
feasibility of meeting needs; (4) Using the feasibility criteria, collect information on facilitating
and impending forces inside the group or organization and outside it. This can be done through
separate data collection or in a meeting if the stakeholders are well informed; and (5) Apply the
data to determine the feasibility of meeting each need.

The use of surveys, however, can be appropriate for intensive, as well as extensive needs
assessments. Regardless of the method used, intensive needs assessments

as extensive needs assessments, they can be quite useful for determinifg
One method of data collection for intensive needs assessmen

the entire needs assessment process within the co
accounts for opinions, perceptions, and desires i
generates new ideas about an existing problem

inexpensive.
However, because intensive ngéds assessments typi
and planning in the data collection p i i

ber 1998 utilizing a series of methods are
eeds Assessment (TNA) for the gathering and
related to the job functions and tasks performed by staff

before the visits b ultants consisted of three separate questionnaires completed by potential
training candidate

The study covered the staff involved with marine resource assessment and related
activities at the national fisheries research institutes, and handed to selected staff only. The
questionnaires were designed to provide basic personal information, as well as being the main
source of information for the assessment of staff knowledge and need for training in topics
related to fishery resources assessment. (1) Questionnairel was designed to collect basic
personal information; (2) In questionnaire 2, respondents were presented with a list of the major
job functions normally assigned to staff involved in the assessment of natural resources at
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National Fisheries Institutes. In the list, respondents were asked to identify the job functions that
best correspond to the job functions in their present position. Under each major job function,
tasks were enlisted, that were normally performed by fisheries officers. Respondents were then
asked to rate how often they performed each task; how important they rated the task compared to
other tasks; and whether they had difficulties in performing the task, by using rating scales; (3)
In questionnaire 3, respondents are asked to rate their competency, i.e. skills and knowledge, in a
number of disciplines and activities directly or indirectly related to the job functions and tasks,
that had been identified in Questionnaire 2.

Three questions were answered: (1) At what level do vy
knowledge?; (2) How important is the skill or knowledge for your préSe
you perceive your need for training in this discipline/subject? Ea
a rating scale for their answers.

in identifying areas of improvement in their work
An international study Columbia Colleg

es to teaching and ¢
study propelled sp i

ing technology should have strong
ng technology has the potential to

y can share ideas and collaborate were a product of the
encouraged to create programs to improve teaching
have evolved over time into centers for teaching excellence or a

many faculty ers are at different developmental stages in striving for teaching excellence.
It has been note teachers must transition from Stage 1, teaching is telling; to Stage 2,
teaching is hopingstudents will learn; through Stage 3, teaching is transmitting knowledge; and
on to Stage 4, teaching is a complex interaction which is unique and dynamic. Therefore,
teaching centers should offer a variety of programs such as: (1) Observing and consulting in the
classroom; (2) Resources on teaching; (3) Campus events, lectures, and workshops; (4) Grants
for developing new courses, conducting research on teaching, or investigating instructional
strategies; (5) Mentoring programs for teaching improvement, tenure, and promotion’ (6) Centers
for teaching excellence must provide assistance in the transition as faculty become better

158

INTERNATIONAL JOURNAL OF RESEARCH IN SOCIAL SCIENCES AND HUMANITIES




International Journal of Research in Social Sciences and Humanities http://www.ijrssh.com

(JRSSH) 2016, Vol. No. 6, Issue No. 1V, Oct-Dec e-1SSN: 2249-4642, p-1SSN: 2454-4671

teachers; (7) Programs must also transition from a supportive resource to a large-scale
development program.

Like teaching and learning centers elsewhere, our center approaches faculty development
as an ongoing reflective practice for all faculty at all stages of their career, not simply as
remediation for faculty in difficulty, nor reserved for faculty new to teaching.

The center for teaching excellence at Columbia College Chicago emphasizes the need for
faculty to utilize the center for unfamiliar territories, content, and practices.

Survey participants provided feedback on survey items using the,following five-point
Likert scale. Participants were also asked to provide feedback on thedevel of helpfulness of

teaching skills.

The technology needs assessment survey
Approximately 77 percent were faculty, 11 percent
assistants. The remaining respondents selected "
only other demographic information gathered rel

other campuses.
Participants were also asked t

revealed a strong t in learning about electronic whiteboards and some disinterest in using
classroom responsg”systems. Results also revealed that participants are comfortable and do not
need help with word processing, presentation, and e-mail software. However, 43 percent of the
respondents reported needing assistance in learning web page design software.

Participants identified face-to-face training as a preference when learning about new
technologies. Such training sessions could include brainstorming sessions, a series of meetings,
and one-time events. Slight inconsistency with responses and comments provided suggest some
faculty are not aware of the capabilities of the various technologies, although that conclusion is
not clear in the study results.
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This survey has not only provided the Center for Teaching Excellence with information
about online, classroom, and software tools, it has made the director and staff aware of faculty’s
changing needs. An expansion to the University of South Carolina Center for Teaching
Excellence events has also led to Power Lunches for new faculty designed to assist them with
teaching needs and to help them stay on track for tenure and promotion through their research.
These events are supported by the vice provost for faculty development. This support keeps an
emphasis on the importance of excellence in teaching and research.

Results indicate that participants favor face-to-face training; the following types of
training received the highest responses as being helpful or extremelyfhelpful: (1) One-time

Integrated Training Service (ITS) of DPKO-DF
police and military personnel in peacekeeping mi
July 2013 the Expanded Senior Management Te

new peacekeeping training strategy.
An information and training
exports and processing was conducte
nd Livestock Production Services
ulture Adviser secured funding from

ave significant exports of fruits and vegetables but fourteen
ing the quality of agricultural products for the local market. This

important for the arket in all the PICTs. Commercial processing of agriculture products is
currently undertaken in only eight of the seventeen PICTs but nearly every PICT is interested in
developing processing for the local market, tourist market, and export.

The capacity for agricultural research to link up with rural radio is dependent on the
performance of individual researchers and broadcasters, who work together within a supportive
institutional environment. Researchers and broadcasters require both management and technical
roles to perform well as partners and to set and achieve common objectives.

Therefore, performance is a function of a person’s managerial knowledge and attitudes
on the one hand, and technical knowledge and specific skills on the other. Performance is also
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markedly influenced by the organizational constraints that affect an individual’s morale and
output. Programs to build capacity through training and other learning initiatives must respond to
actual gaps in managerial and technical knowledge, attitudes, and skills, so as to improve
performance and enhance supportive partnerships. ISNAR’s TNA approach provides the
opportunity to learn how to explore the strengths and weaknesses of one’s knowledge and skills,
as related to an individual’s on-the-job performance and contribution to achieving collaborative
activities.

The TNA framework and methodologies aim to document techpical and managerial
knowledge, attitudes, and skills, as well as organizational constraints t ffect performance, to
assess the kinds of training and non-training interventions needed to erformance. The
basic framework of the TNA comprises six steps: (1) Preseptation an ussion of the

and skills required for improving job performance
rural radio, and how these qualities influence
broadcasters—and, therefore, their morale and
the"jobs; (6) Definition
hnical and managerial
performance.
The TNA exercise entitled

0 identify common objectives, relates closely to the fifth
on objectives in relation to communities. The third priority, how

or existing partnegship (demonstrating added value) versus assessing the actual partnership
experience over the longer term (impact assessment). The third-highest priority, how to plan and
bring all the stakeholders together, reinforces the collaboration process.

(4) The participants reported that most of the gaps in managerial attitudes cover areas
related to communication between researcher, farmers, and broadcasters, which reinforces the
top priorities given to managerial knowledge development. The top attitudes were improving
their tact/diplomacy (in working together), willingness to invest in farmers, and being bold about
their initiatives.
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(5) With regard to the highest priorities in technical knowledge the three top ranked
priorities were each distinct. They were: techniques to evaluate the impact of rural radio and
research collaboration, how to write proposals for collaborative activities, and how to adapt,
translate and interpret information to respond to the needs of farmers. It was noted that each of
these three top priorities for technical knowledge reinforce the areas of managerial knowledge
development.

(6) Finally, the specific skills prioritized in the TNA reflect skills that are required to
access internet-based information, facilitate e-mail communication between researchers and
broadcasters, and analyze and present data. The top three priori were how to use

Scielo. Fifty-One articles were analyzed. The res
how to measure training needs; (b) most of the c
proactive way; (c)
e is little concern with

on individual professional roles, but
important in the future; (c) discuss

d methods.
Economic Communities and Mechanisms
are collaborating in a Training Needs Assessment
dentify the training needs for the military, police and civilian

n in Roadmap Il of the operationalization of the African Standby
e AU Specialized Technical Committee on Defense, Security and
Ordinary Meeting, held in Addis Ababa, Ethiopia, on 26 October

Need Assessment for international economic integration, so as the
information gathered was formulated as a primary data collected from numbers of sources,
different target groups within the sector. Data collections include face-to-face interviews driven by
standardized questionnaire forms, workshop group discussions with the participation of different
target groups. The questionnaire forms were designed in two types: (1) form for organization use,
designed to collect integration training need information of the organizations provided by their
leaders basing on the number of staffs and assessment of their organization (2) Individual used
form designed to collect relevant information on personal basis.
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The needs assessment by MoEF, DBT and BCIL in the last few years received feedback
from the participants in these programs through surveys conducted from time to time (for IBSCs,
state level officers, agriculture service providers, farmers etc.) as well as presentations made by
eminent experts have also been taken into account for assessment of training needs.

The field survey findings have been combined with the above to work out the requirements
of various stakeholders by drawing a training needs matrix, based on which the training modules
have been proposed. A stakeholder consultation was organized to discuss the field survey findings
with experts from government, industry, institutions, etc. The participants endorsed the field
survey findings and gave suggestions.

Results of the empirical studies on Libyan management practiCe ally, and MTD in
particular, indicate that the administrative functions are practise

organization that to be a leading expert on human needs in Silicon Valley. The report’s
purpose is to defing’and measure the most pressing needs in Santa Clara County.!

An example of an intensive needs assessment is a project conducted by the
Environmental Law Institute, titled Building Capacity to Participate in Environmental
Protection Agency Activities: A Needs Assessment and Analysis. In that study, in-depth
interviews with open-ended questions were conducted with experts on citizen participation in
environmental issues and community capacity building. The purpose of the interviews was to
identify: (1) areas most in need of an investment in capacity building; (2) capacity building tools
and techniques that are perceived to be effective by communities and citizens; (3) effective
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mechanisms for delivering capacity building tools; and (4) approaches that could be taken to
implement capacity building efforts.

After the interviews were conducted, the next step was to analyze each need and
approach that had been identified by the interviewees and accordingly identify possible
constraints and barriers to implementation, design issues, and potential efficacy for each
approach in addressing perceived capacity building needs. Another phase of this needs
assessment, occurring concurrently with the others and informing the construction and analysis
of the various approaches examined, was a literature review on public pagticipation relevant to
capacity building.

Tools for an effective CLNA project
There are a number of components in a community level

ncial requirements; and
emselves.
Community needs assessmen
ensuring that organizations meet gr

ds Assessment Kit outlines a three-phase generic
of Phase | (what's known, getting organized and determining

) explores developing effective instructional educational material.
' identifying a broad range of potential goals, prioritize goals,

training program. /Hannum and Hansen suggest identifying the purpose, sample data, and
expected impact for each of the following steps: organizational environment, baseline
performance data (what's the expected and actual level, target audience, training policy.
Robinson & Robinson (1995) applied a performance perspective to needs assessments.
The model includes developing a performance relationship map and identifying operational
business needs. Rossett (1987) formulated a guide to conducting a training needs assessment
using various data collection methods, analysis of findings, and implementation. Rothwell &
Kazanas (1992) applied typical needs assessment steps to identifying human performance
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problems, including clarifying objectives, target audience, sampling procedures, data collection
methods, instruments and protocols, data analysis methods, and description of action plan based
on data found. Witkin & Altschuld (1995) designed a three-phase model for conducting a needs
assessment to fit a variety of situations.

Just like any other training needs assessments, research assessment is a broad endeavour.
In its deepest sense, it serves as an attempt to measure the return on investment in every
scholarly works. Since research assessment does not confined in identifying the knowledge and
skills of the researcher, it also includes the evaluation of research quality and measurements of
research inputs, outputs and impacts, and embraces both qualifd@tive and quantitative
methodologies, including the application of bibliometric indicato apping, and peer
review.

As research performance is increasingly regarded

range of
administrators, and there is consequently an incre d excellence,
transparency, accountability, comparability and co

RESEARCH METHODOLOGY!

Research Method Used
This research used the descri od sihce collections of information

demonstrates relationship i isti tion of the topics being studied and

(13

suggest that descriptivegs i ch as “what is” or “what was.” De

quently used to summarize a study sample prior
. This provides information about the overall

variables in interest.

Since the study aimed to assess the research training that needs to be conducted to the
faculty members, the evaluation design of descriptive research method was used. According to
Chantrill et al. (1984), an evaluation design is done to determine the program strengths,
weaknesses or gaps with the purpose of improving it through modification. In addition,
evaluation design is the systematic process of collecting and analyzing data in order to make
decisions (Gay, 2006). It is also a process used to determine what has happened during a given
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activity or in institution which is evident in the objectives of the present study. The purpose of its
usage is to see if the quality assurance is being harness in the academic programs of the
university and complies with the qualifications frameworks and if an institution is successful
according to the goals set for it or if the original intent is being successfully carried out (Best and
Kahn, 1998).

Furthermore, the causal comparative design of descriptive research was used in
determining the differences on the responses of the different groups of respondents. According to
Wallen and Fraenkel (2008), causal comparative design is used to determine the cause or
consequences of differences that already exist between or among gro dividuals. It is also

Omrod, 2001).

Population and Sampling Technique
Since only those faculty members
identified to have problems in conducting resea

problem statements identified. In thi
characteristics because such characte
Table 1 shows the population

As shown from the tabl jori were from the College of Education

%. This was followed by the faculty

FREQUENCY PERCENTAGE

15 17.24

11 12.64

28 32.18

College of Engineer d Industrial

Technology (CEIT) 17 19.54

Institute of Physical Education (IPE) 16 18.40

TOTAL 87 100

from the College of Arts and Sciences while the last in rank were from the College of Business
and Entrepreneurial Technology with a frequency of 11 or 12.64%. Above data revealed that
College of Education has the greatest number of faculty members because the faculty members
of the laboratory high school have now been merged.
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Description of the Respondents

There were eighty eight faculty members of the Rizal Technological University who had
been the respondents of the study. They were classified according to their college, specialization,
age, sex, length of service and the number of researches made. Only those respondents who had
produced for at least one (1) research output had been chosen to be the respondents of the study
in order to identify the needs and difficulties encountered by them in preparation and
conceptualization of the research outputs.
Instruments Used

The instrument that had been used in this study was standardize

scales as shown below:
Responses Arbitrary Ranges

5 4.20-5.00

4 3.40-4.1

Serious

members and it can be answered using

the five-point Like

R ‘ Verbal Interpretation
Most Needed
Very Much Needed
2.60-3.39 Moderately Needed
1.80-2.59 Slightly Needed

1 1.00-1.79 Least Needed

Data Gathering Procedure

Questionnaire with a Likert scale and checklist was used to gather data in determining the
research need training assessment of the faculty members of the Rizal Technological University.
Distribution of questionnaires was the primary data collection technique that had been used to
determine the common problems encountered by the faculty members as well as their research
needs. The researchers had carefully explained the objectives of the research undertaking to the
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respondents after securing permit from the deans of the different colleges. The data gathered was
tallied, tabulated and analyzed.
Statistical Treatment of Data
The following statistical techniques were utilized in the processing of quantitative data of the
study:
Descriptive Statistics
1. Frequency Count and Percentage. These measures are as basic as counting the number of
responses and comparing them to the total number of responses and Jater convert them to

the research needs and the problems encountered by thé res

. Standard Deviation. This is used to determine variab
research-related problem and needs. A

. Kruskal-Wallis Test. A rank-based nonparametric test that can was used to determine if
there are statistically significant differences between two or more groups of an independent
variable on a continuous or ordinal dependent variable. This was applied in determining the
differences between then the research needs and problems encountered by the respondents

with that of their selected demographic profiles such as age, specialization and educational
qualifications. The formula used was:

k 2
I L (MR
nin+1) 43
Where, N
H = Kruskal-Wallis Test statistic
N = total number of observations in all samples
T; = Sum of the ranks assigned
. Mann Whitney U Test. This was used to compare differences between two
independent groups when the dependent variable is either ordinal or continuous, but not
normally distributed. In this study, it was used to determine the significant relationship
between gender and that of the research needs and problems encountered by the

respondents. The formula was:

!
U=%+—HZ('E+D—ZR

i=my+
Where:
U=Mann-Whitney U test
N; = sample size one
N2= Sample size two
Ri = Rank of the sample size
The data that were gathered were processed and analyzed through the

use of the Statistical Package for Social Sciences (SPSS) version 20.
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RESULTS AND DISCUSSION

This part presents analyses and interprets the data collected. The tables presented provide
the major results of the study and interpretations based on the specific problems raised in the
statement of the problem.

1. Profile of the Respondents

Table 2 presents the profile of the respondents according to age. As shown in the table, it
can be noted that only 13 or 15% belong to the age bracket 60 years old ahd above, while 15 or
17.2% have ages ranging from 20-29 years. Data further show that 1 5% are categorized
under the 40-49 age group while 18 or 20.7% belong to the 50-59 age br However, 24 or
20.7% fall under the age bracket of 30 — 39 years.

As a whole, the faculty members post a mean age o
they are in the prime of their lives as educators. As
development trainings to be provided by the uni
respondents gradually grow in the service which
more opportunities in training in order to develop
better not only in the teaching but also in cgming
another important function of a teacher in the tertiary level.

could perform
hich is said to be

Frequency and Percentage pondents According to Age

i
Age Frequency
20-29 15
30-39 24
40 - 49 17 19.5
50 - 59 18 20.7
60 and above 13 15
Total 87 100
Nean Average = 43.07 years
e distribution of the respondents ‘gender.
Table 3
entage Distribution of the Respondents According to Gender

Percent Rank
17.2 4
27.6

Table 3 show

Gender

Frequency

Percent

Rank

Male
Female
Total

34
53
87

39.1
60.9
100.0

2
1

As gleaned from the table, data show that only 34 or 39.1% of the faculty respondents are
males. Majority of these however were females as indicated by the frequency distribution of 53
or 60.9%. Data clearly reveal that teaching is still a female-dominated profession.
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Table 4 presents the frequency and percentage distribution of faculty respondents
according to Educational Qualifications.

As gleaned from the table, the respondents have diverse educational attainments. It be
noted that majority of the respondents were holders of master’s degree with a frequency of 51 or
58.6%. This is followed by the respondents with MA or MS units of 13 or 14.9%. While third in
rank were the

Table 4
Frequency and Percentage Distribution of the Respondents According to Educational
Quialifications

Educational Qualifications

Frequency

Percent

Bachelor Graduate

6

With MA/MS Units

13

Masters Graduate
With Doctorate Units
Doctorate Graduate
Total

10 or 11.5%. Data also

revealed that only few of the respond king their master degree

with a frequency of 7 or 8% while 6

Above data show that the
ting and hiring procedures of faculty

university has been very effective in

teaching in the university for 21 years and above

while 24 or 27. university for 6-10 years. Third in rank were the teachers

teachin@ in the univ
6
or5.7%

11-15 years. This indicates that there is a diverse

een teaching

Table 5
uency and Percentage Distribution of the Respondents
According to their Length of Service

Length of Service Frequency | Percent | Rank

5 Years and Below 17 19.5 3
6-10 Years 24 27.6
11-15 Years 5 5.7
16-20 Years 6 6.9

21 Years and above 35 40.2

Total 87 100.0
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group of faculty members teaching in the university and majority of which had been serving the
university for longer years. This only shows that though there were retirees, new faculty
members had already been hired to suffice the needed teaching force of the university.

Table 6 reflects the frequency and percentage distribution of the respondents according to
their field of specialization.

Table 6
Frequency and Percentage Distribution of the Respondents
According to their Field of Specialization

Field of

Specialization
Engineering 16 18.4
Sciences 22 25.3

Social
Sciences
Education 32
Total 87

Frequency | Percent

17

Tabular data reveals that majorit zed in Sciences of 22 or
25.3%. This is followed by 32 or 36. tion. Third in rank were
faculty members who are specialize i uency of 17 or 19.5% and
lastly are the faculty respondents w i ineering with a data of 16 or

18.4%. This shows that there i duct of research capability trainings
to increase the level of their research

presentations in ational conferences would demonstrate to the faculty that what they have
produced is valua Appropriate linkages with external funding agencies should be pursued
more actively. Because only a few institutions in the country have access to sufficient funding
for research, the CHED should plan strategic ways of offering financial assistance or grants for
individual and institutional research projects.

It is a common knowledge that the faculty in the higher education institutions has
traditionally been trifocal, consisting of teaching, research and community service/extension.
University faculty members are required to become teachers, researchers, and service-oriented
professionals. This
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Table 7
Means Obtained on the Research Related Problems of the Respondents

RESEARCH-RELATED PROBLEMS

WEIGHTED
MEAN

VERBAL
INTERPRETATION

. Coming up with a good research problem

3.69

Very Serious

. Identifying appropriate research methods

3.67

Very Serious

. Determining research guidelines and procedure

3.58

Very Serious

. Data gathering procedure

3.71

Very Serious

. Determining variables

3.46

ry Serious

. Formulating statement of the problem

3.50

Serious

. Formulating hypotheses

3.35

. Statistical hypothesis testing

Serious

OO N OO & W[IN -

. Designing research paradigm

10. Getting grounded theoretical framework

11. Identifying the beneficiaries of the study

12. Taking scope and limitation of the study

13. Developing a researcher-made questionnaire

14. Validation of questionnaire to experts and
specialists

15. Determining appropriate research desi

Serious

Very Serious

16. Getting respondents and the sampli

17. Distributing and retrieving question

18. Appropriate statistical treatment and ¢

Very Serious

Very Serious

Very Serious

19. Operational definition of i

Moderately Serious

20. Structuring a good ti

Very Serious

Very Serious

Very Serious

Very Serious

Very Serious

Very Serious

Very Serious

217.

Very Serious

28.

Very Serious

29. Deriving recommendations

Moderately Serious

30. Making Bibliography

Moderately Serious

31. Formatting conclusions

Moderately Serious

32. Editing of the manuscript

Very Serious

33. Time Management

Very Serious

34. Financial Constraints

Very Serious

35. Interest in Research

Very Serious
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traditional trinity is expected to operate in relation to the specific goals and mission of the
college or university. The strategic directions of the institutions influence the level of
concentration on each task to be given by faculty members. Moreover, each institution develops
criteria to assess the extent to which a faculty member is an efficient teacher, productive
researcher, and active university citizen. The challenge is in maintaining the trinity in sustaining
one’s academic career. It is undeniable that faculty discretion is exercised within the three
functions, but the questions of compliance and productivity become the heart and soul in
understanding the academic profession. Literature largely focuses on the teaching and research

s difficult as researchers are unaware
basis of what criteria‘they should choose it. The process of
of intereStswithi

t about the previous findings, perhaps as a result of some

necessitating the need for a confirmatory study with an improved

ious results are likely to need updating). Thus, as you review the

ou need to identify any limitations, deficiencies, or gaps in existing

knowledge or ice that need to be addressed. (http://www.ug.edu.au/student-
services/learning/lit-reviews-common-problems)

The succeeding table 8 portrays the means obtained on the research needs of the
respondents.

As seen on the table, all respondents rated their research needs in conducting research
across all areas of research process to be “very much needed”. Among the different areas in
preparation of research, “presentation, analysis and interpretation of data” has the highest mean
of 4.33. This show that in the preparation of research training, there should be a great emphasis
on this part since it allows the respondents on how to justify the results in a
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Table 8
Means Obtained on the Research Needs of the Respondents
WEIGHTED VERBAL
MEAN INTERPRETATION

RESEARCH NEEDS

A. Background on Research
1.Scope and purposes 4.19 Very Much Needed
. Kinds and classifications 3.89 Very Much Needed
. Characteristics of a good research 4.10 Very Much Needed
. Steps in scientific method 4.06 \/ery Much Needed
. Appropriate and correct title 4.07 Much Needed
. Validity and reliability issues and concerns 423 \Y ch Needed
GENERAL WEIGHTED MEAN 4.0 Very Needed
B. Research Problem

. Formulating hypotheses 4.06 Much
. Skill in hypotheses testing : ery Much Needed
. Formulating of statement of the problem Much Needed
. Determining variables and their types Ve Needed
. Theoretical and conceptual frameworks VeryMuch Needed
. Identifying significance of the study : Very Much Needed
. Scope and limitation of the study : ery Much Needed
. Definitions of terms Very Much Needed
GENERAL WEIGHTED . Very Much Needed
C. Review of Related Literature an

O N OO AW

Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed

Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
Very Much Needed
. Appropriate statistical treatment Very Much Needed
GENERAL WEIGHTED MEAN Very Much Needed

E. Presentation, Analysis and Interpretation of Data
1. Ways of presenting the data Very Much Needed
2. Analysis of data Very Much Needed
3. Interpretation of data and comparison of findings Very Much Needed
GENERAL WEIGHTED MEAN Very Much Needed

XN AW
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F. OTHERS

1. Summary, conclusion and recommendations 4.17 Very Much Needed
2. Bibliography 3.86 Very Much Needed
3. Appendices 3.68 Very Much Needed
4. Format and guidelines 4.02 Very Much Needed
5. Financial assistance and research grants 4.46 Very Much Needed
6. Incentives and motivation 4.35 Very Much Needed
GENERAL WEIGHTED MEAN 4.09 Very Much Needed

manner that it could intertwined with the existing results of the st other articles that

results.
According to Calma (2016) it has been
research in the Philippines. To do this, examinin
Research training is at the core of enhancing an
the strategic directions

that HEIs currently take. First, amongst HEIs, one of their ai n to attract international
students due to insufficient funding ublic_universiti

te universities. Second, universities

postgraduate education curricula and

pndents’ Research Problems and Needs
Table 9

Gap of Respondents’ Research Related Problems
PROBLEMS WEI\I/I(EQLED Standard Deviation

3.69 .98

3.67 .92
rch guidelines and procedure 3.58
. Data gathering procedure 3.71
. Determining variables 3.46
. Formulating statement of the problem 3.50
. Formulating hypotheses 3.35
. Statistical hypothesis testing 3.74
. Designing research paradigm 3.66
10. Getting grounded theoretical framework 3.63

ol N|lo|u| A~ w Nk
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11. Identifying the beneficiaries of the study 3.32 1.12

12. Taking scope and limitation of the study 3.31 1.23

13. Developing a researcher-made questionnaire 3.65 1.08

14. Validation of questionnaire to experts and

- 3.67 1.09
specialists

15. Determining appropriate research design 3.65 1.08

16. Getting respondents and the sampling techniques 3.63 1.00

17. Distributing and retrieving questionnaires 3.76 91

18. Appropriate statistical treatment and computations 3.86 1.00

19. Operational definition of terms 3.12 1.19

20. Structuring a good title 3.54

21. Getting related literature to support the study both
local and foreign

22. Getting related studies and their relevance to the
present study

23. Organizing and outlining the related literature
according to significance

24. Proper citation format

25. Appropriate way of presenting the data

26. Analyzing and comparing the data wi
reviewed literature

27. Taking the summary of findings

28. Formulating conclusions

29. Deriving recommendatio

30. Making Bibliography

31. Formatting concl

32.

33.

computed standard deviations obtained from the indicators

range from .089-1.34 and the average standard deviation is 1.07.

of the responses of the respondents is very slight. As reflected in

s, respondents have considered majority of their —related problems very

serious like; com ith good research problem, identifying appropriate research methods,

getting grounded/theoretical framework, gathering relevant studies, time management and
financial constraints.

On the two items, the university has started implementing already the policy on research
incentive like the reduction of the number of regular load who are conducting research and the
payment after complying the requirements for the manuscript. In spite of these, these are still
considered serious problems since number of part time loads for teachers are sometimes
uncontrollable. For the financial constraints, there is no amount allotted to be given in advance
as a working budget in the process of doing the study.
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Table 10
Magnitude of Gap of the Respondents’ Research Needs

WEIGHTED L
RESEARCH NEEDS MEAN Standard Deviation

A. Background on Research
1.Scope and purposes 4.19 0.81
. Kinds and classifications 3.89 0.82
. Characteristics of a good research 4.10 0.82
. Steps in scientific method 4.06 0.84
. Appropriate and correct title 4.07 0.59
. Validity and reliability issues and concerns 423 87
GENERAL WEIGHTED MEAN 4.0
B. Research Problem
. Formulating hypotheses 4.06
. Skill in hypotheses testing
. Formulating of statement of the problem
. Determining variables and their types
. Theoretical and conceptual frameworks
. Identifying significance of the study
. Scope and limitation of the study
. Definitions of terms
GENERAL WEIGHTED
C. Review of Related Literature an

O N OO AW

XN AW

. Appropriate statistical treatment
GENERAL WEIGHTED MEAN
E. Presentation, Analysis and Interpretation of Data
1. Ways of presenting the data
2. Analysis of data
3. Interpretation of data and comparison of findings
GENERAL WEIGHTED MEAN
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F. OTHERS

1. Summary, conclusion and recommendations 417 0.86

2. Bibliography 3.86 1.01

3. Appendices 3.68 1.09

4. Format and guidelines 4.02 0.88

5. Financial assistance and research grants 4.46 0.72

6. Incentives and motivation 4.35 0.80

GENERAL WEIGHTED MEAN 4.09 0.89

The table shows the variability of the responses of resp pertaining to their
training needs in research. Based on the standard deviation computat Background on
Research has an average standard deviation of 0.84, Resear Review of
Related Literature and Studies obtained 0.83, Research Met
Analysis and Interpretation of Data yielded 0.81 while others have

The average standard deviation of all the vasi
0.85 which means the variability is very slight.

Reflecting on the weighted mean table
considered all the indicators of the Research, Traini

This would prompt the admini 0 conduct trainings @A the identified research
needs of the faculty members whigh will eventually strgngthen research culture in the
university. Needless to mention, reseasch is Verysi tant be considered for AACUP
and SUC Leveling accreditations wher f the'state universities has to comply

also.
Needs of the Respondents with their
een the research needs and problems of the

Table 11
e Research Needs and Problems of the Respondents with
their Gender

U-values DECISION

.873 Not Significant

511 Not Significant

Research Needs on 219 Not Significant

Research Needs on the Review of related Literature .078 Not Significant

Research Needs on the Research Methodology 468 Not Significant

Research Needs in the Presentation and Analysis of .850 Not Significant
Data

Research Needs on the Other Areas of Research 259 Not Significant
Process

Overall Total of U Values on the Research Needs 253 Not Significant

Level of Significance = .05
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As depicted from the table, there is no significant difference between the research
problems and the research needs of the respondents when group according to their gender as
reflected by U values of .873 and .253 respectively, which are both greater than tabular value -
1.96 at level of significance of .05, thus accepting the null hypothesis. Results show that
regardless of gender, research problems and research needs are common to all respondents.

The next table presents the H values obtained between the research problems and needs
and when grouped according to their ages.

Result shows that the research problems of the respondents have no_gsignificant difference
with their age with H value of .092 higher than the alpha

Table 12
H- Values Obtained between the Research Needs and Prob ; pondents with
their Age

ITEMS H-values

Research Related Problems . ignificant

Research Needs on the Background of Research pificant

Research Needs on the Research Problem ) C ant

Research Needs on the Review of related Literature

Research Needs on the Research Methodology

Research Needs in the Presentation and An
Data

Research Needs on the Other Areas of R . Significant
Process

Significant

nificant difference between the ages of the
encounter is hereby accepted. However, the

forth as top priority in giving research trainings.
014), one of the many issues surrounding research amongst HEIs
g amongst supervisors (Brew & Peseta, 2004; Cryer & Mertens,

trainers’ an impougtant one. Academic staff can participate in a number of research training
activities that can enhance their technical (‘hard skills’) and interpersonal skills (‘soft skills’).
The challenge for HEIs is to provide these opportunities in a manner that best optimizes the
skillful combination of these skills.
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Table 13
H- Values Obtained between the Research Needs and Problems of the Respondents with
their Educational Qualifications
ITEMS H-values DECISION

Research Related Problems 195 Not Significant
Research Needs on the Background of Research .029 Significant
Research Needs on the Research Problem .096 Not Significant
Research Needs on the Review of related Literature .024 Significant
Research Needs on the Research Methodology 012 Significant
Research Needs in the Presentation and Analysis of 149 ot Sig
Data
Research Needs on the Other Areas of Research 225
Process
Overall Total of H Values on the Research Needs
Level of Significance = .05

As depicted from the table, research pro
educational qualifications of the respondents with
ional qualifications,
ondents. In terms of the
research needs, it was found out that
research background, review of rela

may be due to the fact that some
the research processes. Thus, the null

their Specialization
H-values DECISION
156 Not Significant
.285 Not Significant
Problem 267 Not Significant
iew of related Literature 717 Not Significant
.296 Not Significant
Research Needs in the Presentation and Analysis of .308 Not Significant
Data
Research Needs on the Other Areas of Research .255 Not Significant
Process
Overall Total of H Values on the Research Needs 429 Not Significant
Level of Significance = .05
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As shown in the table, there is no significant difference in the research problems and
research needs in their specialization with H values of .156 and .255 respectively which is higher
than the p value at .05 level of significance. Thus the null hypothesis is accepted. This means
that regardless of specialization, the faculty members of the university have been encountering
the same problems and that their research needs to be addressed were also similar.

5. Intervention Plan in Addressing the Research Related Problems and Research

Needs of the Faculty Members of the University

RESEARCH CAPABILITY BUILDING PROGRAM

A. Rationale of the Program
This research capability building program involves indivi

developing a research culture university and coming up
leading to positive research productivity. This resear
the abilities of individuals, organizations and syst
research efficiently and effectively.

B. Objectives of the Program

This research capability traini
Assist faculty members in th
Produce high impact/quality

school and the socie

mentors.
C. Program Ad

ho had been identified and participated in the study shall be
he research capability training program. However, it is within the
to include some other faculty member whom they think qualified and
willing to join the p in order to enhance further their research capabilities.
E. Program Implementation
Shown below are the details relating to the implementation of the aforementioned
intervention plan for the faculty members to address their research problems and needs in
conducting research.
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TOPICS

OBJECTIVES

DESCRIPTION
OF THE
ACTIVITY

RESOURCE
S NEEDED

TIME

FRAME

BUDGETARY
REQUIREME
NTS

Introduction
to Research,

Process and
Ethics

Familiarize the
basic elements
and cycle of
research  and
the importance
of ethics before
the conduct of
research.

An introductory
course that orients
the participants on
the process of
research.

Speaker /
Trainer

Training
Materials

Honoraria

Food and
Refreshment

4-5
hours

20,000

Writing a
Research

Proposal

Understand the
process of
writing a
research
proposal and
apply the
necessary
details in
writing a
proposal.

What is a research
proposal and what
does it entail?
This

Workshop

Education

methods i
guantitative
roach j

conducting
researches such as
survey,
correlational, and
experimental
studies
appropriate in the
field of education

Speaker /
Trainer

Training
Materials

Honoraria

Food and
Refreshments

Conducing
Quialitative

Researches

Apply the
appropriate
methods in the
gualitative

Emerging
qualitative
approaches in
research as

Speaker /
Trainer

Training
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in

Education

approach in
research

appropriate in
education will be
briefly discussed
in this session
(e.g. grounded
theory, life-story
method and
ethnography).

Materials
Honoraria

Food and
Refreshments

Sampling
Methods

for
Quantitative
and

Qualitative

Researches

Gain deeper
understanding
on sampling
methods for
different
approaches in
research

The focus of this
session is on the
selection of
participants in
guantitative and
qualitative
researches. The
significant
difference in
doing sampling

Speaker /
Trainer

Training
Materials

Data
Collection

Instruments
for

both
Quantitative

and
Qualitative

Researches

approaches in
research.

In this session, the
development and
validation of
various data
collection
instruments like
the questionnaire,
rating scales,
interview guide,
etc., will be
discussed.

Speaker /
Trainer

Training
Materials

Honoraria

Food and
Refreshments
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Data
Collection

Procedures
for

Qualitative

Researches

Be acquainted
with the
procedure in
data collection
for qualitative
research

How to conduct
focus group
discussion, in-
depth interview
and other modes
of data collection
for qualitative
researches will be
discussed in this
session.

Speaker /
Trainer

Training
Materials

Honoraria

Food and
Refreshments

2 days

30,000

Analyzing

Quantitative
Data

Using SPSS

Understand the
use of the
available
statistical
software for
data analysis
and
interpretation

Writing the

Research
Article for

Publication

particip
wit

Basic descriptive
and inferential
statistics are
covered. This
module is
designed for
faculty, staff and
researchers
interested ig

Speaker /
Trainer

Training
Mategi

onoraria

intréduction to the
conclusion.

Training
Materials

Honoraria

Food and
Refreshments

SUMMARY OF FINDINGS

1. The respondents according to their profile: majority of the respondents belong to the age
bracket from 30-39 which has 27.6 % while the lowest is 60 and above which has only
15%. On gender, females outnumbered males which have 60.9 % while males have 39.1
%. Pertaining to educational qualifications, majority of the respondents finished their
masteral degree program which has 58.6 % and still 6.9 % who did not enroll yet in the
graduate school. Also, majority of the respondents have stayed already in RTU for 21
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years and above which obtained a percentage of 40.2 while 5.7 % only for those who are
in their 11 to 15 years in service.

Lastly, respondents according to their field of specialization, education got the
highest percentage which is 36.8 % while engineering as the lowest has only 18.4 %.

On weighted mean tables for Research Related Problems of the Respondents, majority of
the problems identified considered as very serious except on the following; formulating
hypothesis, identifying the beneficiaries of the study, scope and delimitation of the study,
operational definition of terms, deriving recommendations, ing bibliography and
formatting conclusions which are considered as moderately serio

is verbally interpreted as very much needed.

On testing the magnitude of the gap of resp

first on research problems the computed standard deviations range
the items which indicates a very slight variaii

ained total computed U value is .002 which is
e null hypothesis tested is rejected.

sted null hypothesis is rejected.
differences between Research Needs and Problems of the

CONCLUSIONS

Based from the discussion of findings made from this study, the following conclusions

were drawn:
1. Teacher age mix has been maintained in the university in which there is an equal
distribution. Likewise, teachers in the university are dominated by females. Most
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teachers in the university have given high regards when it comes to pursuing graduate
school program while there is even distribution in the fields of specialization.

. The faculty members in the university are experiencing a very serious problem in
conducting as research. There is a need to conduct research training for the teachers
particularly in the different aspects of research.

. The magnitude of the variability of the respondents in terms of their research
problems and needs is very slight and so they have commonalities with their research
problems and needs.

. There are no significant differences between the research prablems and needs of the
faculty members with their gender and their area of speci while significant
differences have found in the research problems and
and educational qualifications.

RECOMMENDATIONS

. Research Capability Trainings should and
aspects of conducting the research;

. Strengthen the collaboration
encourage other faculty m
undertakings.

. The instrument of thegs

conductinE
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