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Abstract

This paper addresses the main issues of training and
development for private sector particularly educational
institutions. This Paper has been made to understand how
training and development in private educational Institutions
make a difference in the working style of employees. The
involvement of the private sector to foster the improvement of
the workforce can affect the entire economy. The operations
of the companies in the formulation and implementation of
the training is having its own potential to grow as a strategy.
This provided opportunity to the professionals deserves
an upgrading approach into their skills and to their careers.
The paper is based on the author’s personal experience with
more than 100 different training activities. The author has also
had in-depth conversations with hundreds of employees and
employers of private educational institutions.

INTRODUCTION

The study talks about the training and development
in theoretical as well as new concepts, which are in trend now.

Training refers to the teaching or learning activities
done for the primary purpose of helping members of an
organization to acquire and apply the knowledge skills,
abilities, and attitude needed by that organization and apply
the same. Broadly speaking, training is the act of increasing
the knowledge and skill of an employee for doing a particular
job.

A successful training development program must
include identification of training needs, establishment of
training objectives, and selection of appropriate participants,
lecturers, training materials, and instructional methods. All of
these must be well thought out before training begins.
Employee training tries to improve skills, or add to the
existing level of knowledge so that employee is better
equipped to do his present job, or to prepare him for a higher
position with increased responsibilities. However individual
growth is not an ends in itself. Organizational growth need to
be measured along with individual growth. So it is high time
for the organizations to realize that “train and retain is the
mantra of new millennium.” It is now necessary to raise the
skill levels and increase the versatility and adaptability of
employees.

OBJECTIVES OF THE STUDY
The specific objectives are:

1. To examine the effectiveness of training in overall
development of skills of workforce.

2. Toexamine the impact of training on the workers.

3. To study the changes in behavioral pattern due to
training.

4. To measure the differential change in output due to
training.

5. To compare the cost effectiveness in implanting
training programmes.

SCOPE OF THE STUDY
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The scope of the study covers in depth, the various training
practices, modules, formats being followed and is limited to
the private Coaching Institutes and its employees. The
different training programmes incorporated and facilitated in
these institutes through its faculties, outside agencies or
professional groups. It also judges the enhancement of the
knowledge & skills of employees and feedback on its
effectiveness.

TRAINING AND DEVELOPMENT

It is a subsystem of an organization. It ensures that
randomness is reduced and learning or behavioral change
takes place in structured format.

e It’s not what you want in life, but it’s knowing how
to reach it

e It’s not where you want to go, but it’s knowing how
to get there

e It’s not how high you want to rise, but it’s knowing
how to take off

e It may not be quite the outcome you were aiming
for, but it will be an outcome

e It’s not what you dream of doing, but it’s having the
knowledge to do it

e It's not a set of goals, but it’s more like a vision

e It’s not the goal you set, but it’s what you need to
achieve it

IMPORTANCE OF TRAINING AND
DEVELOPMENT

»  Optimum Utilization of Human Resources — It helps
in optimizing the utilization of human resource that
further helps the employee to achieve the
organizational goals as well as their individual
goals.

» Development of Human Resources — It helps to
provide an opportunity and broad structure for the
development of human resources’ technical and
behavioral skills in an organization. It also helps the
employees in attaining personal growth.

» Development of skills of employees — It increases
the job knowledge and skills of employees at each
level. It helps to expand the horizons of human
intellect and an overall personality of the employees

»  Productivity — It helps in increasing the productivity
of the employees that helps the organization further
to achieve its long-term goal

» Team spirit —It develops the sense of team work,
team spirit, and inter-team collaborations. It helps in
inculcating the zeal to learn within the employees

» Organization Culture — It develops and improves the
organizational health culture and effectiveness. It
helps in creating the learning culture within the
organization.

» Organization Climate — It builds the positive
perception and feeling about the organization. The
employees get these feelings from leaders,
subordinates, and peers.
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» Quality — Training and Development helps in
improving upon the quality of work and work-life.

»  Healthy work-environment —It helps in creating the
healthy working environment. It also helps to build
good employee, relationship so that individual goals
aligns with organizational goal.

» Health and Safety — Training and Development
helps in improving the health and safety of the
organization thus preventing obsolescence.

»  Profitability — It leads to improved profitability and
more positive attitudes towards profit orientation. It
also aids in organizational development i.e.
Organization gets more effective decision making
and problem solving. It helps in understanding and
carrying out organizational policies.

TRAINING AND HUMAN RESOURCE

MANAGEMENT

The HR functioning is changing with time and with this
change, the relationship between the training function and
other management activity is also changing. The training and
development activities are now equally important with that of
other HR functions. Gone are the days, when training was
considered to be futile, waste of time, resources, and money.
Now-a-days, training is an investment because the
departments such as, marketing & sales, HR, production,
finance, etc depends on training for its survival. If training is
not considered as a priority or not seen as a vital part in the
organization, then it is difficult to accept that such a company
has effectively carried out HRM.

Training actually provides the opportunity to raise
the profile development activities in the organization to
increase the commitment level of employees and growth in
quality movement (concepts of HRM), senior management
team is now increasing the role of training. Such concepts of
HRM require careful planning as well as greater emphasis on
employee development and long term education. Training is
now the important tool of Human Resource Management to
control the attrition rate because it helps in motivating
employees, achieving their professional and personal goals,
increasing the level of job satisfaction, etc. As a result training
is given on a variety of skill development and covers a
multitude of courses. Capital intensive and not dependent
upon profit margins and profitability. Although training needs
are identified much before training programmed actually
commence but still some crucial points are left some un-
addressed.

For example very little is done to know the opinion
of the employee about training need identified for him as to
what he feels about the same 99% cases employee is
nominated by higher authorities instead of chance  being
given to volunteer program under the notion that boss is
always right and he knows the best off. Taking this in context
there are many organization where some employee who are
earmarked are regularly nominated to attend training program.
“He is stressed out, why don’t pack him up for a training
program” approach.

STAKEHOLDERS IN TRAINING

There are three major stakeholders in training program

1. The Organization

2. The Trainee

3. The Trainer

Stakeholders in the training take a training plan forward,
perhaps over a period of one year, and sets parameters and
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priorities for the implementation stage. General Questions,
which are asked in relationships to the training systems, are:

» What type of training is required?

* Why the training is required?

* What is the budget of the training?

» What are the most sensitive and critical areas?

* How the training will be carried out?

* By whom the training program will be carried out?

* Where and when will the training program be carried
out?

METHODOLOGY OF THE STUDY

» Interview

»  Preparation of the summary expressed
» Recommendation of fall back site

»  Questionnaire design

RESEARCH DESIGN

To understand the training and development scenario at
GREY MATTERS and what the trainee really feels about the
training they have undergone and further what kind of training
they look for. Do they really look for any kind of training or
not? To study the above aspect we covered almost about 100
people from almost all the branches at of the company grey
matters

TOOLS USED FOR DATA COLLECTION

» Primary data collected through questionnaires and
informal interviews.
» Secondary data collected through magazines, journals,
websites, and other corporate publications

PROCEDURE FOR DATA COLLECTION

> Communication, asking questions and receiving a
response in person

> Visiting the various organizations, libraries, internet
and also preparation of the  questionnaire.

DATA ANALYSIS AND INTERPRETATIONS

QL1.Your Organization considers training as a part of
organizational strategy. Do you agree with this statement?

Response | No. of Respondents | Percentage
Agree 52 52
Disagree 4 4
Partly Agree 16 16
Can’t Say 28 28
Total 100 100
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Interpretation:-

The above graph indicates that Organization considers
training as a part of organizational strategy.

Q 2. How many training programmes will you attend in a
year?
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INTERPRETATION:-
Training is provided on the basis of requirement.

Q 4. What are all the important barriers to Training and
Development in your organization?

Number of No. of Percentage
Training respondents
Programmes

Less than 10 56 56
10-20 8 8
2040 24 24
More than 40 12 12
Total 100 100
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INTERPRETATION:-

The above chart indicates that less training programmes are
held in the organization.

Q 3. To whom the training is given more in your
organization?

Persons who got No. of Percentage
Training respondents

Senior staff 12 12
Junior staff 20 20

New staff 24 24
Based on 52 52
requirement

Total 100 100
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Barriers to No. of Percentage
Training and respondents
Development

Time 20 20
Money 16 16
Lack of interest by 24 24
staff
Non-availability of 40 40
skilled trainer
Total 100 100
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INTERPRETATION:-

The above graph indicates that the important barriers to
Training and Development in the organization are Non-
availability of skilled trainers.

Q 5. Enough practice is given for us during training session?
Do you agree with this statement?

Responses No. of Percentage
respondents

Strongly 56 56

Agree

Agree 8 8

Somewhat 24 24

agree

Disagree 12 12

Total 100 100
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INTERPRETATION:-

This graph indicates that enough practice is given for
employees during training sessions.

Q6. The training sessions conducted in your organization is
useful. Do you agree with this statement?
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The above graph shows that Employees are given appraisal in
order to motivate them to attend the training.

Responses No. of Percentage Q8. What are the skills that the trainer should possess to make
respondents the training effective?
Strongly agree 60 60 Skills of Trainer No. of Percentage
Agiee 20 20 respondents
Technical skills 32 32
Somewhat 20 20
Disagree 0 0 People skills or Soft 24 24
skills
Total 100 100 Generalist makes 24 24
better Personnel
managers than
Specialist
w 70 60
- Fond of talking to 20 20
% 40 people
; 20 20 3 Total 100 100
- Em
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INTERPRETATION:- & 20
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The above graph indicates that the training sessions conducted - B
in the organization is useful. 3, i
Q7. Employees are given appraisal in order to motivate them .;
to attend the training. Do you agree with this statement? Technicalskills  Peopie skills or Generalistmakes Fond of talking
Softskills  better Personnel o pacple
Respondents | No. of respondents | Percentage ’,.,a,,.m,:\,ﬂ,:m., o
Spenalist
Strongly Agree 56 56 Skilhsof Traieee
Agree 24 24
INTERPRETATION:-
Somewhat 12 12 The above graph indicates that the trainer should possess
technical skills to make the training effective
Disagree 8 8 Q9. What are the general complaints about the training
session?
Total 100 100
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Complaints about No. of Percentage
the Training respondents
Session
Take away precious time 25 25
of employees
Too many gaps between 40 40
the sessions
Training sessions are 15 15
unplanned
Boring and not useful 20 20
Total 100 100

Nage of resporses
1 . .

Complaints about the Trainéng Session

INTERPRETATION:-

The above graph indicates that there are two many gaps
between the training sessions.

Q10. Reason for shortage of skilled man power at workplace
are:

Reason for No. of Percentage
shortage of skilled | respondents

man power
Lack of planning 20 20
Lack of support from 40 40
senior staff
Lack of proper guidance 32 32
and training at
workplace
Lack of quality 8 8
education at primary and
secondary level
Total 100 100

Reiponws

Remons for shortage of skiled man power
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INTERPRETATION:-

The above graph indicates that reason for shortage of skilled
man power at workplace are lack of support from senior
staff.

LIMITATIONS

Every scientific study has certain limitations and the present
study is no more exception. These are:

1. The terminology used in the subject is highly
technical in nature and creates a lot of ambiguity.

2. All the secondary data are required were not
available.

3. Respondents were found hesitant in revealing
opinion about supervisors and management.

SUGGESTIONS

Under noted few suggestions cum conclusion can be taken as
for implementation to reap further benefits.

» Making training and development process and entirely in
house activity to reduce cost.

» It is found that the average age group of trainees are in
their twenties or early thirties which signifies that the
consumer durable industry need more of young blood as
enthusiasm is an integral part of the industry.

» The maximum emphasis is given to job instruction
methods where the trainee are made to understand their
job thoroughly and the role they are going to play in
performing their job.

» Lecture as well as the presentation is the major part of
imparting the education and training them.

» The training objective are in keeping with needs and
abilities of the trainee and it is this that proves to be the
major reason for success of the training as whole.

»  The trainee fill the feedback form and from time to time
test are conducted to know the gauge the effectiveness of
training to employee to check their memory if they retain
anything or not.

»  We think that time management is one of the thing on
which Reliance Mobile team must emphasis so
that there employee can be more productive as it was
found during the visit to the corporate office people they
lack in managing themselves.

» Stress management training is more important for
employee as it was observed that people are all the time
in tension like situation as to how to do what to do when
to do, no time and things like that which kept them
tensed all time.

Last but not least behavioral training is more important as
while doing the study it was found that people are less
cooperative and outgoing to help out.
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