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INTRODUCTION

                  Training and development plays a crucial role in an organization. It is an attempt to improve the current or future performance of an employee. Training is a systematic process of altering the behavior of employees in a direction to increase the organization’s goals (Reddy, 2005). Training must result in change in behavior of an individual through learning. It is an effort by the employer to provide opportunities for the employee to acquire job related skills, attitude and knowledge (Kenneth, 2010).

                 An appropriate training has to be imparted to match the required standards. This can be achieved by assessing the training needs of employees. Hence, arousal of training needs is a “condition of requirement” of moving to desired level of performance, behavior and attitude from existing level of performance, behavior and attitude (Aswathappa, 2010).

               The existence of problem may surface in the form of high rate of accidents, refusal to work situations or low productivity or poor quality.                    Larry (2003) states that training need assessment is a tool utilized to identify what educational course or activities should be provided to employees to improve their work productivity. An approach to training need assessment involves a number of logical steps; problem identification, identification analysis, identification of training needs, ranking of needs in order of urgency and setting of training goals and its objectives (William, 2003).

             According to Roger (2004), training need assessment is the breakdown of an identified need to determine its bases and causes, as well as relationship among identified need assessment and prioritization of training requirements. Need analysis is the first step in training process to determine who requires training, what kind of training is required and why a particular training is required. It is the starting process of human resource development and the training process.

             A need assessment can identify an organization’s goals and its effectiveness in reaching these goals; discrepancies or gaps between employees skills and the skills required to perform the job successfully in future and the conditions under which the human resource development activity will occur  (Naik, 2009). In training need assessment the causes of failure to perform the job successfully in future or non - performance, so as to see of whether inappropriate training was one of the reasons. Need analysis is very essential because lack of competency is not the only reason for failure. There could be other issues like the organizational climate, innovative strategies of business, rival companies and various other factors resulting in failure (Tiwari, 2005).

            Training need assessment provides information on where training is needed, what content of training is needed, what the content of training should be, and who within the organization needs training in certain kinds of skills and knowledge (Srinivas, 2001). Designing a training need assessment progaramme involves a sequence of steps that can be grouped into five phases: need assessment, instructional objectives, design, implementation and evaluation. To be effective and efficient all training programmes must start with a need assessment. Long before any actual training programme occurs the training manager must decide who, what, when, where, why and how of training (Taru, 2006).

A training need assessment gives the consensus of which of those critical skills are in need of training. It gives the consensus of what skills are actually aligned with strategy in the way the organization rewards. By assessing and analysis employee training needs, we can focused decide on a   safety training investment. Training should be specific, relevant and concise. The training needs can be determined through employee interviews job observation, questionnaires, etc. (Singh, 2000). The individual needs may be personal performance –related or career- related, and will include needs, amongst others for updating knowledge, skills and job related needs and competencies, increasing job satisfaction and fulfillment of personal goals making decisions about career choices and career progression, building self-awareness, self confidence and motivation (Ishwar, 2003).

The rationale for individual skills enhancement can be linked with organizational, task and job competency in the training needs assessment deliverable. At the organizational level, capacity building requires the elaboration and establishment of enabling management systems, structures, processes and procedures (Ishwar, 2003). Training Needs Assessment (TNA) takes cognizance of the needs to develop competent, resourceful and responsible personnel in the organization. Before training design issues are considered, a careful need analysis is required to develop a systematic understanding of where training is needed, what needs to be taught or trained, and who will be trained. Unless such a need assessment has been adequately performed, it may be difficult to rationally justify why the training activities should be done, and also show that training is, in fact, the best solution for the performance problem or development need (Pareek, 2000).

   A need assessment can be an important tool for any trainer or organization, planning a programme or course. Accurate need assessment can help develop a programme or course based on the real needs of the people that it is serving (Binder, 1999).

           Training need analysis is a diagnosis by the organization to know what the learning needs of its employees are. First and foremost the training programmes required for the organization to achieve its objective must be properly identified, prioritized. That is the purpose of training need assessment (Rothwell, 2002).

Scope of the study:

                 The study will help the organization design the training calendar, catering the needs of the employees. It will help the organization, cut down the cost contributed towards irrelevant training programmes.

The study will help the respondents disclose their opinion about the training programmes. This will help the employees improve their performance level, leading to total quality production.

The study will help the researcher know how to analyze the training needs, and also it will help the researcher know the competencies required to complete the given task successfully.

The gap between actual and expected performance, behavior and attitude leads to the emergence of training needs. But the main purpose of training is to attain that level of performance, behavior and attitude of employees which leads to the fulfillment of the objectives of the organization (Anderson, 2002).

Hence, this study is undertaken to map the training needs of employees with the following objectives as to,

1. know the socio economic profile of the employees

2. measure the level of job satisfaction the employees 

3. analyze the  level of satisfaction attained by the employees on the training programmes attended and 

4. assess the training needs of employees.

II REVIEW OF LITERATURE

The review of literature pertaining to the study on “Mapping the Training Needs of Employees in Sterling Biotech Limited” is discussed under the following heads:

A. Need for Assessing the Training Needs
B. Assessment of the Training Needs
C. Related Studies.
A. Need for Assessing the Training Needs of Employees

A training need is the gap between the knowledge, skills and attitude required and the knowledge, skills and attitude already possessed by the employee. It exists at all levels in an organization. If training is to be cost effective and relevant, it must meet the needs of the organization in terms of its target population (Chabbra, 2006).

Training for the sake of training is pointless and the planning of who is going to receive training is essential. It is also important to plan how much well receive and when. Considerations of who will carry out the training and the facilities that the company has at its disposal are the important factors in the planning phase. However, the obvious first step may be to formulate a training policy, and to be successful, this should come from the highest level of decision making in the organization (Drucker, 2005).

Assessment of training needs is essential if the firm wishes to build an accurate picture of the gaps in the knowledge and  skills of the workforce. The 

three major areas where such gaps may be seen are (a) when their performance in their present position do not match the required standards (b) when the requirement of the job changes due to changed circumstances. (c) when the present job ceases to exist or the job holder changes jobs, thereby creating gap in the new job(Rao, 2007).

Training needs assessment provides information on where training is needed, what content of the training is needed, what and who within the organization needs training in certain kinds of skills and knowledge   (Yoder, 2002).

As training is primary for improving the performance of a person   on the current job, it is necessary to collect the following data, which can be made use of in identification of training needs. The trainee must prioritize the needs, in order to satisfy them. One has to see whether they are potential needs, pending needs or current needs, which have been overlooked (Thakkar, 2007).

B.  Assessment of the Training Needs in Industries

Training needs can be identified through the following three types of analysis:

· Organizational analysis

· Task analysis

· Individual analysis

Organizational Analysis

         According to Sujatha (2004), organizational analysis involves the study of entire organization in terms of its objectives, its resources, the utilization resources in order to achieve the stated objectives and its pattern of interaction with the environment. The important elements that are closely examined in this connection are explained below.

Analysis of Objectives

In the analysis of objectives the short and long term objectives framed in the organization is studied. The strategies will be charted out, so as to meet those objectives at various levels in an organization, within a specific period of time (McGhee, 2003).

Resource utilization analysis

The main focus of resource utilization analysis is to check how the various organizational resources (human, physical and financial) are put to use. The contributions of various departments are also examined by establishing efficiency indices for each unit. This is done to find out comparative labor cost, whether a unit is under-manned or over-manned (Thayer, 2003).

Environmental scanning

Economic scanning refers to the screening of the societal condition from all the aspects for the benefit of the organization. Here, the economic, political, socio-cultural and technological environment of the organization is examined (Jinks, 2006).

Organizational climate analysis

The climate of an organization speaks about the attitudes of members towards work, company policies, supervisors, etc.  Absenteeism turnover ratios generally reflect the prevailing employee attitudes. These can be used to find out whether training efforts have improved the overall climate of the company or not (Wiley, 2004).

Task Analysis

The identification of training needs through task analysis is a detailed examination of a job, its components, its various operations and conditions under which it has to be performed. Tracey (2002) states that the focus here is on the role played by an individual and the training needed to perform such role. The whole exercise here is meant to find out how the various tasks have to be performed and what kind of skills, attitude and knowledge are needed to meet those job needs.

After collecting the required information through interviews, questionnaires, reports, etc. an appropriate training programme may be designed, paying attention to (i) performance standards required of the employees, (ii) the task they have to discharge, (iii) the methods they will employ on the job and (iv) how they have learnt the methods to do the job.

Individual Analysis 

To identify the training needs through individual analsis, the focus is on the individual in a given job. There are three issues to be resolved through manpower analysis. First, it must be found out whether the performance is satisfactory and training is required. Second, whether the employee we need to state whether poor performances on the job need to be replaced by those who can do the job (Naik, 2009).

To be effective, training efforts must continuously monitor and evaluate the three kinds of analyses described above. An appropriate training programme may be introduced, meeting the company’s objectives, tasks and employees needs. Further the training needs have to be prioritized, so that the limited resources that are allocated to fill the training gaps are put to use in a  proper way (Kolekar, 2006).

There are different types of training needs. Brinkerhoff (2009), is of the view that focusing only on performance deficiency in need analysis is too restrictive and proposed three possible ways of looking at training needs.

These, according to Brinkerhoff (2009) are, democratic needs, diagnostic needs and analytic needs.

· Democratic needs are options for training that are preferred, selected or voted for, by the employees or managers or both. Programmes that address the needs are likely to be accepted and desired by the members of the organization.

· Diagnostic needs focus on factors that lead to be effective performance and prevent performance problems, rather than emphasizing on existing problems. The goal is to determine how effective performance can be obtained.

· Analytical needs identify new and better ways to improve a task. These needs are discovered by intuition, insight or expert consideration.

When the purpose and objectives of the training need assessment have been determined, the next phase of the need assessment process is to identify the kinds of data required to meet those objectives. The data needed falls into the following major categories (Mathur, 2008).

· Data to define the need

· Data to identify the solution

· Data to specify those in need of training

· Data to provide the planning details of delivering the training.

Data to Define the Need

In training need assessment, defining training needs is appropriately from a analysis perspective. There are two important pieces of information, which must be gathered, stating the actual level of performance and the desired level. By obtaining these two pieces of data, a discrepancy is set up which defines the problem.

To define training needs it is also necessary to consider the dimensions of time, the concept of immediate needs versus long range needs must be dealt with. It is the responsibility of the management to identify and prioritize the immediate and long term needs (Rethinam, 2008).

Data to Identify the Solution

The second major area is identifying the solution to a training need. Data gathering cannot stop at defining the need. Data on alternative methods for meeting the need must also be provided. This requires a variety of information about potential training experiences. This  can be clearly defined through answers to the two questions.(i)what kind of training experience is appropriate for meeting the identified need?(ii)what are the sources available for meeting the need? (William, 2006).

Data about those who are in Need of Training

The third major category is the data needed to specify and define training population. It is helpful to look at the data at two levels, the “individual level” and the “organizational level”.

The individual level refers to the kind of data which is important to gather information about each person being considered for a training experience. For this purpose, data on the individual’s career background, the previous training received and the individual’s career aspirations are necessary. Data at the organizational level concerns information about the common characteristics of potential training populations. When a training need is surfaced which goes beyond the deficiencies of individual cases, it becomes an important part of the training needs analysis to provide data about common characteristics of the potential group of trainees. By defining potential training populations, according to the common characteristics, additional data for identifying the true source of a problem may be obtained (Simonds, 2004).

Data of Planning and Delivery of Training

The fourth major type of data is utilized for planning and delivery of training. Normally, this data is obtained in the process of gathering data in the other three areas of defining the need, identifying the solution and specifying those, who are in need of training. It is helpful to define and categorize the data required for planning, in order to ensure a thorough training need assessment (Khanka, 2009).

Techniques for Determining Specific Training Needs
There are a number of practical methods, which can be used to gather data about employees’ performance. Each works well in given circumstances. 

 Observation

In this approach, an employee’s performance itself is the source of information. Worker’s performance will be evaluated through first-hand observation and analysis. This is best accomplished by watching the worker and playing the role of non-participating observer. This means that the researcher watches, listens and evaluates what was seen and heard, but do not get involved in the work process in any way.

To make this activity more productive, a checklist is used to remind of what to look for and take notes. The objective during observations is to identify both the strengths to build on and the deficiencies to overcome. A key advantage of using direct observation in the needs analysis is that the researcher gains first-hand knowledge and understanding of the job being performed and the strengths and weaknesses of the relevant worker          (Stone, 2006).

 Interviews
The use of interviews in conducting the needs analysis is strongly urged. The prime value of interview guides is that they ensure the same types of data from all sources. This will help to determine whether a piece of information is one person’s opinion, or part of a widespread perception. Since the interview guide forces to ask each worker a number of predetermined questions, those questions must be selected that are essential and which needs to be learnt.

Through interviews the employees can be met directly, face to face to discuss their impressions of performance. Because,  the conversation with workers can explore the responses in-depth. The employees can be asked for clarification of comments and for examples of what they mean. In this way, one can obtain a full understanding of the performance deficiencies       (Werner, 2002).
Questionnaires

A questionnaire is a sort of interview on paper, where it can be created on own by writing down all the questions the employees need to answer. Then that needs to be mailed to the employees and wait for the responses.
The key advantage of a questionnaire is that it will include every person from whom the input is required. Employees can complete the questionnaire when and where they choose. The researcher need not travel and spend time with all respondents. Every employee is asked the identical questions, and consequently data is very easy to compile and analyze.

Questionnaires can be useful in obtaining a big picture of what a large number of employees think while allowing everyone to feel that they have had an opportunity to participate in the needs assessment process (Mondy, 2009).

 Job Descriptions
Before establishing a job description, a job analysis must be made. This job analysis involves a thorough study of all responsibilities of the relevant job. It is companywide in scope and should be detailed to such a degree that those conducting the training can use the job analysis as a yardstick for their course content. After the job analysis phase has been completed, the writing of job description and needs analysis is a relatively simple task. When an employee’s job description has been defined, the trainer can easily tailor his training curriculum to a very close proximity of what will be expected of the employees (Desimone, 2005).
 The Difficulty Analysis
The Job Analysis will focus attention on enumerating the numerous duties that a worker must perform. On the other hand, the Difficulty Analysis establishes which of the duties cause the employee the greatest amount of troubles and how this trouble can be reduced through better training        (Mehta, 2004).

 Problem Solving Conference
Another time-tested technique for gathering needs analysis material from employees is to conduct periodic problem solving conferences which may take the form of or be part of a plan for a new product, task or technology, or tied in with a training program.  It is always helpful to utilize an outside consultant to moderate such sessions. This outside sponsorship has a tendency of letting the workers express their feelings about the organization, and the session can then be geared to training needs. The current problems will evolve that represent potential areas for training (Cynthia, 2009).

Appraisal Reviews
During the periodic counseling performance interview, an employee should be questioned regarding the duties and training of a worker. Comments rendered during the appraisal interviews normally are genuine, and can frequently assist in establishing the needs, variations and penetrations that a training program should include. Feed - back at appraisal interview time is valuable since it is timely information. Training needs differ from worker to worker, and appraisal sessions allow the employee and supervisor / manager to uncover the cause of weaknesses in performance. These deficiencies represent areas for training (Decenzo, 2007).

  Drive Pattern Identity
The extent of an employee’s development depends on the motivations. Identifying the forces that cause an employee to behave in a certain way may be useful in determining his individual training needs and how to stimulate the desire to fulfill that need. An analysis of this kind, for example, may determine that the employee has an urgent need for self-confidence. The individual program should be made to stress the importance of attitude, skills etc., and any other assets that would give the employee self- confidence (Stephen, 2007).

Analysis of Organizational Policy
Organization policy will affect the amount of training offered. An explanation of various policies should be covered in the training program. Of particular concern are those policies that involve change, alteration and major revamping of training programs. In organizations undergoing merger activity, product diversification and new penetration, a great deal of sensitivity must be placed on policies today and expected changes in the future (Kothari, 2001).

C. Related  Studies

Ghosh (2006) in his study on “Training and Development” emphasized the need for need assessment before the training actually commences. Managers must identify their employees performance deficiencies, and determine which of these deficiencies can be effectively remedied by strategic training. For this study, the sample size taken was 60 and the data was collected using a questionnaire. He encouraged that, organization have to gather more data so that they conduct a perfect need analysis rather than skipping it off and yielding again to a  mis match between performance and expectations.

A study on “Thorough needs analysis” gives the company the most benefit, was conducted by Jain (2005), who revealed that training can have tremendous positive impact for the company. The study was conducted using an interview schedule , for collecting data from 75 respondents. However, to ensure this result, it is vitally important that the needs of the company can be understood, and the objectives agreed upon before the training over commences.

Hasan (2007) in his study on “How to conduct a Training Need Assessment”, using an interview schedule for 50 samples, found out that the process had a series of activities conducted to identify problems and issues in the workplace, and to determine whether training was an appropriate response. The need assessment defines the gap between the current and the desired individual and organizational performances.

A study conducted by the American Society for “Training and Development” (2000) addressed the issue. The data was collected using a questionnaire from 100 respondents. The study shows that most American workers were not getting the training they need, to keep their companies competitive. 

A study conducted by Subbo Rao (2003) on “need analysis”, wherein he revealed the need for well targeted training areas. The study was conducted for 150 samples, using an unstructured interview method. The study revealed that need assessment proceeds in stages, with the finding of one stage, affecting and helping to shape the next one. Each particular situation required its own mix of observing, probing, analysis and   deducting the required.

Batram and Gibson (2000) conducted a study on “Training Need Analysis” for 100 samples using questionnaire method for the data collection.  He found that a systematic approach  to identify training needs ensured that people were offered opportunities to learn which are efficient and effective. The view that training needs analysis not only contributes to the growth of individual, but also to the organization as a whole. It helps to match up the performance level of the employees to the expectations of the organization.

 Gosh (2000) conducted a study on “training need assessment” says effective training need assessment is vital in today’s changing workplace, as new technologies and flexible working practices are introduced, leading to corresponding changes in skills, and abilities needed. The study was undertaken for 75 samples using a structured interview schedule.

The study revealed that simply throwing training at individuals may miss the priority needs, and may even cover areas that are not required. Training should cater to the needs of trainee, rather than concentrating on what the trainee does not require. 

Tiwari (2004)  conducted a study on “felt needs of the employees”, where he had drawn 50 samples for collecting the primary data through a questionnaire. Here, he expressed that felt needs are the needs that people perceive themselves. They are often defined as being what people really want and that they consciously feel. However, felt needs are often likely to be constrained by what people perceive as being possible and available. 

Puranalekar (2003)  conducted a study on “training need assessment” for 75 samples using interview method. The main focus was to investigate the unmet expectations of new employees and the expectations of an organization. The results showed that the unmet expectations could be met by satisfying the organizations expectations and employees’ expectations by conducting a need assessment. Once when the need assessment is complete the employees can achieve the objectives of the organization.

Bhatia (2007) conducted a study on “effective training”, where he used a questionnaire for 100 samples. He concluded that training changes the behavior, knowledge and motivates the employee to improve his efficiency. It will help the  employees match the characteristics with that of the job requirement. This will bridge the gap between the present level of performance and the required performance.

III METHODOLOGY

   
 The methodology pertaining to the research on “Mapping the Training Needs of Employees in Sterling Biotech Limited” included the following steps:

A. Selection of the Locale

B. Selection of the Sample

C. Selection of the Tool 

D. Collection of Data

E. Analysis and Interpretation of the Data

F. Preparation of  ICT Material

A. Selection of the Locale

    
The locale of the study was Sterling Biotech Limited, situated in Sandynallah, Ootacamund, Nilgris District.The factory, “Sterling Biotech Limited” is situated in Sandynallah, Sholur Town, Ootacamund. The Nilgiris is described as the Blue Mountains, and a veritable fairy land. It has hill stations at various altitudes, popular as international tourist destination. The factory was started in 1971. Gelatin is extracted under scientifically hygienic conditions like pure air, cold climate and fresh water, which make it ideal for gelatin manufacturing process.

This company was selected due to easy accessibility for the investigator and also the management encouraged to conduct such a study to identify the training needs of employees, since it was not done in the company earlier.

B. Selection of the Sample

Selection of the sample according to Moore (2001) is, “sampling is the act, process or techniques of selecting a representative part of people for the purpose of determining the characteristics of the whole population.”

The total size of the population was 300, from which 100 were drawn randomly, from various departments (Table I). Random sampling is a sampling method which all members of a group(population) have an equal and independent chance of being selected (Gupta, 2004).

TABLE I

SELECTION OF SAMPLE

	S No.
	Departments
	Respondents Selected

	1
	Production department
	25

	2
	Quality control department
	25

	3
	Quality assurance department
	25

	4
	Maintenance department
	25


C. Selection of the Tool 

The tool used for conducting the study was the interview method. The interview method of collecting data is, a conversation in which one person (the interviewer) elicits information from another person (the interviewee).

The interview schedule covered (Annexure I) the details which will reveal the training needs of the employees such as the socio-economic profile of the employees, satisfaction of the employees about their job and the training programmes attended and the assessment of the training needs of the employees. 
D. Collection of Data

The investigator has personally interviewed the respondents with a structured interview schedule for data collection. A five points Likert scale was used to collect data to analyze the level of satisfaction of the employees on the job and the training programmes attended, as a part of the interview schedule.

E. Analysis and Interpretation of the Data

The data thus collected were consolidated, tabulated and analysed with appropriate statistical tests such as frequency, percentage, average percentage score and Chi-square test.

Statistical tools employed for analyzing the data were as follows

· Frequency and percentage

· Five points Likert scale

· Average percentage score 

· Chi-square test

Simple percentage method

To calculate the simple percentage method, the following formula was used.

Simple percentage = (Number of response/Total number of sample) x 100

Scaling technique

Scaling describes the procedure of assigning numbers to various degrees of opinion, attitude, and the level of satisfaction. In this study the scaling technique used is Likert scale with dimensions such as strongly agree, agree, neutral, disagree and strongly disagree.

Average percentage score 


Scores were given to the responses based on the five point scale and the scores were multiplied with the frequency to total scores. The average percentage of total scores is known as average percentage scores.

N1 x score 1 + N2 x scores 2 + …….. = Total score

Average percentage score = Total score /Maximum score x 100

Chi-square test


It was used to test the association between the independent variables and the dependent variables.


The following formula was used to calculate the chi-square value.[image: image2.png]
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O – Observed frequency

E – Expected frequency.

F. Preparation of ICT Material
The ICT material was prepared based on the expressed needs of the employees. The employees felt that the management gives training based on the need of the hour. Every time, the employees were given training, complementing their job, such as electrical safety measures, safety in handling acid, and fire fighting.

As the employees were interested to be trained on general health care, efforts were taken by the investigator, to prepare materials, catering to the needs of the employees. The content about general health care was surfed and taken from the website. The contents included the benefits of having fruits, drinking water, walking and general health aspects. This was later distributed to the employees in the form of pamphlet (Annexure II).
IV RESULTS AND DISCUSSION

The findings of the study on “Mapping the Training Needs of Employees in Sterling Biotech Limited”, are discussed under the following heads:

A. Socio - Economic Profile of the Employees

B. Job Satisfaction of the Employees

C. Satisfaction of the Employees on the Training

D. Training Programmes Attended by the Employees

E. Additional Training Needs of the Employees

A. Socio – Economic Profile of the Employees

The socio economic profile of the selected employees is given in Table II and Figure 1

TABLE II

SOCIO – ECONOMIC PROFILE

	Aspects 
	Percentage of respondents (N=100)

	Age range (in yrs)

	31-40
	33

	41-50
	45

	51-60
	22

	Educational status

	Illiterates
	  8

	Primary
	27

	Secondary
	33

	Higher secondary
	20

	Graduation
	10

	ITI/Diploma
	  2

	Marital status

	Single
	18

	Married
	82

	Designation

	Operator
	50

	Foreman
	20

	Mechanic
	30

	Monthly income (in Rs)

	15001-20000
	38

	20001-25000
	62

	Years of experience

	6-10 years
	38

	11 years and above
	62


The above table shows that all the employees were male. About 45 per cent of the employees were of the age group between 41-50 years, 33 per cent were between 31-40 years, and the remaining 22 per cent were in the age group between 51-60 years. It was found that 82 employees were married.

It is encouraging to note that 33 per cent of the employees had completed their secondary education, 27 per cent of them had studied upto the primary level, 20 per cent had completed their higher secondary education, and 10 per cent of them were graduates. Two of them had completed ITI/Diploma. Only eight of them were illiterates.

 The employees chosen from various departments comprised of 50 operators, 30 mechanics and 20 foremen. When the monthly income was taken into consideration, it was found that 62 per cent of the employees earned a monthly income of Rs.20001 to Rs. 25000 and 38 employees earned around Rs.15001 to Rs.20000.Regarding the experience, 62 per cent of the employees were experienced for more than 11 years, and 38 per cent of the employees were experienced for 6-10 years.
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Fig .1 SOCIO ECONOMIC PROFILE OF THE EMPLOYEES

B.  Job Satisfaction of the Employees

The opinion and satisfaction of the employees about their job in the factory, the average percentage scores, as given by the employees is given in Table III and Figure 2.

TABLE III

AVERAGE SCORES ON SATISFACTION OF EMPLOYEES ABOUT THEIR JOB

	Aspects 
	Average percentage score (N=100)

	Well organized workplace
	100

	Availability of operative tools and equipments
	100

	Clear and workable task procedure
	  93

	Feedback on the performance given on time
	  89

	Feedback given is accurate
	  89

	Outcomes of the tasks are measured
	  88

	Proper performance of task
	  85

	Task measurements are objective
	  85


All the employees agreed that the workplace was well organized having the availability of tools and equipments in their places, 93 per cent of the employees strongly agreed that their task procedures were clear and workable and 85 per cent explained that they were able to perform their task systematically.

When the measurement of outcome was taken into consideration, 88 per cent of the employees agreed that it was measured using various standards. Eighty nine per cent of the employees agreed that the management gives regular and accurate feedback on their performance.
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Fig. 2 JOB SATISFACTION OF THE EMPLOYEES

C. Satisfaction of the Employees on the Training 
The satisfaction of the employees on the training schedule followed in the factory, scored by is given in Table IV and Figure 3.

TABLE IV

AVERAGE SCORES FOR THE TRAINING SCHEDULE FOLLOWED IN THE FACTORY


	Aspects
	Average percentage score (N=100)

	Personnel department prepares the training calendar
	100

	Employees are informed about the training programme
	100

	Employees are conscious about the concept of the training programme
	  95

	Employees give feedback on the training
	  87

	Management considers the feedback given
	  83

	Organization identifies training needs
	  75

	Employees participation in training need assessment
	  34

	Satisfaction of the employees with the training programmes attended
	  34


It is evident from the above table that, there is a training calendar prepared by the personnel department, which revealed the information of the training schedule. Accordingly, employees participated in the training as decided by the management, and 95 per cent of the employees were conscious about the training programme. But, at the same time it is dis-heartening to note that only 34 per cent of the employees are satisfied with the training programme attended so far. 

                 The relationship between the employees participation in training need assessment and the satisfaction level with the training programmes attended is given in Table V.

TABLE  V

EMPLOYEES PARTICIPATION IN TRAINING NEED ASSESSMENT AND                                                   THE SATISFACTION LEVEL WITH THE TRAINING PROGRAMMES ATTENDED

	Aspects
	Average percentage score (N=100)
	p value

	Employees participation in training need assessment
	34
	0.000*

	Satisfaction of the employees with the training programmes attended
	34
	


There is a significant relationship between the participation of workers in training need assessment and the level of satisfaction attained with the training programmes attended. 
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Fig.3 SATISFACTION ON THE TRAINING PROGRAMMES

D. Training programmes attended by the employees

The training programmes attended by the employees are given in      Table VI and Figure 4.

TABLE VI

TRAINING PROGRAMMES ATTENDED BY THE EMPLOYEES

	Aspects
	Percentage of respondents (N=100)

	Safety in handling acid
	50

	Electrical safety
	30

	Fighting the fire 
	20


From the above table it is clear that, 50 per cent of the employees had attended the training on safety in handling the acid, 30 per cent had attended the training in electrical safety measures and the remaining 20 per cent attended the training programme on fighting the fire. The trainings were attended according to the selection by the management, related to the job of the employees.
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Fig.4 TRAINING PROGRAMMES ATTENDED BY THE EMPLOYEES
E. Additional training needs of the employees 

The preference for the additional training programmes for the employees is given in Table VII and Figure 5.

TABLE VII

ADDITIONAL TRAINING NEEDS OF THE EMPLOYEES
	Aspects
	Percentage of respondents (N=100)

	General health care
	61

	Education on nutrition
	15

	Communicable disease and its control
	10

	Environmental sanitation
	  9

	Yoga and meditation
	  5



As per the above table, 61 per cent of the employees were interested in attending training on general health care, 15 per cent preferred training on nutrition education, 10 per cent wanted to know about communicable diseases and their control, whereas, nine of 

As per the above table, 61 per cent of the employees were interested in attending training on general health care, 15 per cent preferred training on nutrition education, 10 per cent wanted to know about communicable diseases and their control, whereas, nine of them wanted training on environmental sanitation. A few of them wanted to learn yoga and meditation.


It is clear that the employees are given appropriate training related to their job. Thus it reveals that the employees are in need of a change from the routine. They are in need of additional training programmes which will be helpful for them to improve their health aspect, in turn reflecting their active presence in the work environment resulting in efficient productivity.
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Fig .5 PREFERENCE FOR THE ADDITIONAL TRAINING PROGRAMMES

V SUMMARY AND CONCLUSION

Training need is the gap between the knowledge, skills and attitudes required and the knowledge, skills and attitudes already possessed by the employee. It exists at all levels in an organization. Training need assessment provides information on where training is needed, what content of training is needed, what the content of training should be, and who within the organization needs training in certain kinds of skills and knowledge.

The sample drawn for the study was 100, using simple random sampling method. Interview schedule was the tool used for collecting data for the study. 

The findings of the study are summarized under the following heads:

A. Socio-economic profile of the employees

B. Job satisfaction of the employees

C. Satisfaction of the employees about the training

D. Training programmes attended by the employees

E. Additional training needs of the employees

A. Socio-economic profile of the employees

All the employees were male. About 45 per cent of the employees were of the age group between 41-50 years, 33 per cent were between 31-40 years, and the remaining 22 per cent were in the age group between 51-60 years. It was found that 82 employees were married.

It is encouraging to note that 33 per cent of the employees had completed their secondary education, 27 per cent of them had studied upto the primary level, 20 per cent had completed their higher secondary education, and 10 per cent of them were graduates. Two of them had completed ITI/Diploma. Only eight of them were illiterates.

 
     The employees chosen from various departments comprised of 50 operators, 30 mechanics and 20 foremen. When the monthly income was taken into consideration, it was found that 62 per cent of the employees earned a monthly income of Rs.20001 to Rs. 25000 and 38 employees earned around Rs.15001 to Rs.20000.Regarding the experience, 62 per cent of the employees were experienced for more than 11 years, and 38 per cent of the employees were experienced for 6-10 years.

B.  Job satisfaction of the employees
All the employees agreed that the workplace was well organized having the availability of tools and equipments in their places, 93 per cent of the employees strongly agreed that their task procedures were clear and workable and 85 per cent explained that they were able to perform their task systematically.

When the measurement of outcome was taken into consideration, 88 per cent of the employees agreed that it was measured using various standards. Eighty nine per cent of the employees agreed that the management gives regular and accurate feedback on their performance.

C. Satisfaction of the employees about the training programme
There is a training calendar prepared by the personnel department, which revealed the information of the training schedule. Accordingly, employees participated in the training as decided by the management, and 95 per cent of the employees were conscious about the training programme. But, at the same time it is dis-heartening to note that only 34 per cent of the employees are satisfied with the training programme attended so far. 

D. Training programmes attended by the employees
    
It is clear that, 50 per cent of the employees had attended the training on safety in handling the acid, 30 per cent had attended the training in electrical safety measures and the remaining 20 per cent attended the training programme on fighting the fire. The trainings were attended according to the selection by the management, related to the job of the employees.

E. Additional training needs of the employees 

           It is evident that, 61 per cent of the employees were interested in attending training on general health care, 15 per cent preferred training on nutrition education, 10 per cent wanted to know about communicable diseases and their control, whereas, nine of them wanted training on environmental sanitation. A few of them wanted to learn yoga and meditation.

            It is clear that the employees are given appropriate training related to their job. Thus it reveals that the employees are in need of a change from the routine. They are in need of additional training programmes which will be helpful for them to improve their health aspect, inturn reflecting their active presence in the work environment resulting in efficient productivity.
Conclusion

The training of human resources have a significant role in organizations for attaining a competitive edge in an increasingly dynamic business environment. Training is an attempt to improve the performance of the employees. It is a systematic process of altering the behavior of employees in a direction to increase the organizational goals. The purpose of training needs assessment is to identify performance requirements. A training need is the gap between the knowledge,     skills and attitudes required and the knowledge, skills and attitudes already possessed.


The management gave appropriate training to the employees related to the job but has not made arrangements to provide them any refreshment course which would make them feel relaxed. The management can make employees participate in assessing the training needs, which would make the management get a clear picture of what is actually required. Thus before training issues are considered, a careful need assessment has to be conducted of what training is actually required by the employees. Accurate need assessment can help training to be cost effective and help to cut down the cost spent on irrelevant training programmes. 
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ANNEXURE - I

MAPPING THE TRAINING NEEDS OF EMPLOYEES IN STRELING BIOTECH LIMITED, OOTACAMUND

I.SOCIO- ECONOMIC BACKGROUND
Name of the respondent:

Age:

Sex:

Educational Qualification:                                                                                                                                                          (a)Primary  (b) Secondary (c)Higher Secondary (d)Diploma / ITI            (e)Graduation (f)Illiterates

Marital Status: (a) Single         (b)Married

Department: (a)Production (b)Quality Control Department (c)Quality Assurance Department (d)Maintenance 

Designation: (a)Operator  (b)Mechanic  (c)Foremen

Monthly Income ( Rs ): (a)15001-20000 (b)20001-25000

Years of experience:  (a)  > 5  (b) 6-10 (c) 11 years and above 

II JOB SATISFACTION OF THE EMPLOYEES:
	Particulars
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	 Task procedures are clear                         and workable
	
	
	
	
	

	 Proper performance of the task
	
	
	
	
	

	 Workplace is well  organized
	
	
	
	
	

	Required tools and equipments are available and operative.
	
	
	
	
	


47

	The outcomes of the task are measured.
	
	
	
	
	

	The task measurements are objective.
	
	
	
	
	

	The feedback is given on time.
	
	
	
	
	

	The feedback given is accurate.
	
	
	
	
	


III.SATISFACTION OF THE EMPLOYEES ABOUT THE  TRAINING PROGRAMMES ATTENDED:

	Particulars
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	The organization identifies the training needs of the employees.
	
	
	
	
	

	The training calendar is prepared by the personnel department.
	
	
	
	
	

	Employees are allowed to participate in assessing the training needs.
	
	
	
	
	

	Employees are informed about the training programme.
	
	
	
	
	

	Employees are aware of the concept and objectives of the training programme.
	
	
	
	
	


	Employees give feedback to the management about the training programme attended.
	
	
	
	
	

	The feedback given  is considered by the management.
	
	
	
	
	

	Employees are satisfied with the training programmes attended.
	
	
	
	
	


IV. TRAINING PROGRAMMES ATTENDED BY THE EMPLOYEES:

What are training programmes attended?

Do you feel like attending any other kind of training programmes?

         Yes         No

If no, why? 

Give your preference for the following list , where you wish to get trained.

	Particulars
	Yes
	No
	Reason

	Personality development
	
	
	

	Goal setting
	
	
	

	Personal health and hygiene
	
	
	

	Education on Nutrition
	
	
	

	Communicable diseases and its control
	
	
	

	Environmental sanitation
	
	
	

	Yoga and meditation
	
	
	


