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1.1 AUTOMOBILE INDUSTRY

Introduction

     The automotive industry designs, develops, manufactures, markets, and sells the world's motor vehicles. In 2007, more than 73 million motor vehicles, including cars and commercial vehicles were produced worldwide.

In 2007, a total of 71.9 million new automobiles were sold worldwide: 22.9 million in Europe, 21.4 million in Asia-Pacific, 19.4 million in USA and Canada, 4.4 million in Latin America, 2.4 million in the Middle East and 1.4 million in Africa. The markets in North America and Japan were stagnant, while those in South America and Asia grew strongly. Of the major markets, Russia, Brazil, India and China saw the most rapid growth.

About 250 million vehicles are in the United States. Around the world, there were about 806 million cars and light trucks on the road in 2007; they burn over 260 billion gallons of gasoline and diesel fuel yearly. The numbers are increasing rapidly, especially in China and India.

In 2008, with rapidly rising oil prices, industries such as the automotive industry, are experiencing a combination of pricing pressures from raw material costs and changes in consumer buying habits. The industry is also facing increasing external competition from the public transport sector, as consumers re-evaluate their private vehicle usage

History

Britain

The British motor industry has always been export oriented. Today it employs about 850,000 people and produces about 1.5 million cars and 216,000 commercial vehicles per year, 75% of which are exported. The top five UK car producers are Nissan, Toyota, Honda, MINI and Land Rover.

1896-1945

Hindered by the Red Flag Act (legislation designed to severely restrict the use of mechanically propelled vehicles on the public highway) the auto industry developed late in Britain. Following a law change in 1896, the Daimler Motor Company became the first British company created for the production of automobiles, and by 1900 there were more than fifty, and by 1905 more than two-hundred and twenty British companies concentrating on automobile production, with only America and France having a higher annual automobile production.The stress was on high quality hand-made craftsmanship, regardless of high cost.

Ford opened a UK plant as early as 1911 and briefly had 40% of the British market. General Motors entered in 1925 by buying Vauxhall Motors.

By the end of the 1920s, the Morris Motor Company (founded by William Morris) and the Austin Motor Company (founded by Herbert Austin) dominated the domestic market, taking a 60% share between them. Morris modeled his methods after Henry Ford, and sought high volume production of inexpensive cars geared to the urban middle class. In 1931 Ford opened the largest auto plant in Europe at Dagenham, near London. In 1932 Britain became Europe's largest auto producer ahead of France. Rootes by this time had acquired Hillman and Humber and later in the 1930s added Talbot and the Sunbeam Car Company. At the end of the 1930s the leading producers were Morris, Austin, Ford, the Standard Motor Company, Rootes and Vauxhall.

 Social impact

The 1920s were the great decade of expansion; private cars in use grew from 315,000 in 1922 to 1,042,000 in 1930, along with 334,000 trucks and 700,000 motorcycles. The gentry who bought cars before 1939 found driving was easy on rural Britain’s smooth road surfaces in its generally mild weather. The rural roads were famously narrow and winding, so cars were small with stiff springs for good handling characteristics on them. High taxes on gasoline and crowded streets encouraged smaller, fuel-efficient cars in the cities, where traffic lights came into use in the 1930s. Most cities replaced their trams with trolley-buses between 1926 and 1939. In London the first double-decker buses appeared in 1923.

1945-2005

During the war all production was concentrated on war materials. After 1945 Britain became the world's largest automobile exporter, providing 52% of the world's exported vehicles in 1950. In 1953 Morris merged with Austin to form the British Motor Corporation (BMC), becoming the UK's largest producer. BMC specialized in small, economy sedans and sports cars, with 4 cylinder engines.

By the late 1950s, West German automobile manufacturers were benefiting from the Economic miracle and rapidly gained market share, followed soon by the French and Italian producers, and the UK lost most of its continental market through neglect and stagnation. At the end of the 1950s, the Rootes group acquired Singer. In 1966 BMC merged with Jaguar Cars and Pressed Steel to form British Motor Holdings, which then merged, in 1968, with the Leyland Motor Corporation, which had by then acquired the Rover Company and the Triumph Motor Company, to form the British Leyland Motor Corporation (BLMC) as Europe's fourth largest automaker. Chrysler UK finished acquiring the Rootes group in 1967, a process it had started in 1964.

By 1970 Japanese firms identified the British market as the first major European market to attack because of the relative weakness of the domestic car industry.

Stiff competition from Japanese and German cars, a reputation for shoddy workmanship and a breakdown in labor relations brought the British companies to near bankruptcy by 1975. The UK government effectively nationalized the bankrupt BLMC in 1975, rationalising the company into British Leyland, which produced 40% of the cars sold in Britain. The government provided £11 billion (in terms of 2008 £, or $16.5 billion in 2008 $) in bailouts. Wildcat strikes consumed more than 32 million worker-hours in 1977. Management cut employment in half, from 200,000 to 105,000 to cut expenses. In 1977 Chrysler sold its European interests to Peugeot, with Chrysler UK being renamed Peugeot Talbot.

After a decline in the UK market's significance for multinational automakers, Japanese manufacturers hoping to get around EEC trade restrictions established manufacturing plants in the UK. Nissan, Toyota and Honda all manufacture passenger cars in UK factories, primarily for car markets in Europe, Africa and the Middle East.

After a series of divestitures, British Leyland was renamed the Rover Group, which was eventually acquired by BMW, then split up into various divisions that were sold separately. MG Rover finally went bankrupt in 2005, ending the era of mass production by UK-owned automobile manufacturers. The remnants were bought by the Chinese government-owned manufacturers, SAIC and NAC, which later merged. Former British Leyland car brands include Jaguar and Land Rover, now owned by Tata Motors, MINI, owned by BMW and MG owned by SAIC/NAC. Only 22,000 workers remain employed at successor firms.

 Germany

Daimler-Benz is the industry's oldest firm, building automobiles since the late 1880s; its current structure dates from 1926. In 1998 it bought the American automobile manufacturer Chrysler, then sold out in 2007 at a heavy loss as it never managed it to achieved long term profitability.

In the popular market, Opel and Volkswagen are most famous. Opel was a bicycle company that started making cars in 1898; General Motors bought it out in 1929, but the Nazi government took control and GM wrote off its entire investment. In 1948 GM returned and restored the Opel brand.

Volkswagen is dominant in the popular market; it purchased Audi in 1964. VW's most famous car was the small, beetle-shaped economical "people's car" with a rear-mounted, air-cooled engine. It was designed in the 1930s by Ferdinand Porsche upon orders from Adolf Hitler, who was himself a car enthusiast. However production models appeared only after the war; until then only rich Germans had automobiles. By 1950 Volkswagen was the largest German automobile producer

Germany is famous for its upscale sedans. They feature well-designed suspension systems that provide both a soft ride and good handling characteristics. Many manufacturers limit their automobiles electronically to driving speeds of 250 km/h (155 mph) for safety reasons.

Daimler-Benz produces the upscale Mercedes-Benz, long a famous name in racing. BMW (founded 1916) and Porsche are major factors in the luxury market. Porsche formed his own company, which today produces expensive, high-quality sports cars.. In 2008 the Porsche company sought control of the much larger Volkswagen company; Porsche cornered the market for Volkswagen stock and made profits of tens of billions of Euros, while apparently gaining control of the bigger company.

Japan

Japan, with its large population squeezed into very high density cities with good public transit, has limited roadways that carry very heavy traffic. Hence most automobiles are small in terms of size and weight. From a humble beginning, Japan is now the biggest auto manufacuring country in the world. Nissan began making trucks in 1914, and sold cars under the Datsun brand until it switched to Nissan in the 1980s. It opened its first U.S. plant in Tennessee in the early 1980s and a U.K. plant in 1986. It is 44% owned by Renault of France. Its luxury models carry the brand Infiniti. Honda, which began with motorcycles, emerged after World War II. Its luxury vehicles are sold under the Acura brand. Toyota began making cars in the 1930s and is now the world's largest producer. Its luxury models carry the Lexus brand. Toyota is famous for its innovative, quality-conscious management style, and its hybrid gas-electric vehicles, especially the Prius, which was launched in 1997. Other major companies include Subaru, Mitsubishi, Mazda, Suzuki, and Isuzu. Japan became the world's leading auto maker in 1980, the first year since 1905 that the United States had been outproduced by any other nation.

World motor vehicle production

See also: List of countries by motor vehicle production 

	v • d • e
« previous year Top 20 motor vehicle producing countries 2007

	Motor vehicle production (1000 units)

	Country
	1000
	2000
	3000
	4000
	5000
	60007000 8000 9000 10000 11000 12000 

	
 Japan
	
	11596

	
 United States
	
	10781

	
 PR China
	
	8882

	
 Germany
	
	6213 (includes GM Belgium)

	
 South Korea
	
	4086
	

	
 France
	
	3019
	

	
 Brazil
	
	2971
	

	
 Spain
	
	2890
	

	
 Canada
	
	2578
	

	
 India
	
	2307
	

	
 Mexico
	
	2095
	

	
 UK
	
	1750
	

	
 Russia
	
	1660
	

	
 Italy
	
	1284
	

	
 Thailand
	
	1238
	

	
 Turkey
	
	1099
	

	
 Iran
	
	997
	

	
 Czech Rep.
	
	939
	

	
 Belgium
	
	844
	

	
 Poland
	
	785
	


	v • d • e
« previous year Top motor vehicle manufacturing companies by volume 2007

	Total motor vehicle production (1000 units)

	Group
	1000
	2000
	3000
	4000
	5000
	60007000 8000 9000 10000 

	Toyota*
	
	9497754 

	GM
	
	9349818 

	Volkswagen
	
	6346222 

	Ford
	
	
	6247506 

	Honda
	
	
	3911814
	

	PSA
	
	
	3457385
	

	Nissan
	
	
	
	
	3431398
	

	Fiat
	
	
	
	
	2679451
	

	Renault
	
	
	2669040
	

	Hyundai
	
	
	
	
	2617725
	

	Suzuki
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	Chrysler
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	2096977
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	Mitsubishi
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	Mazda
	
	
	1286730
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	FAW
	
	690712
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	Fuji
	
	
	585028
	

	Chana
	
	543787
	

	Isuzu
	
	532013
	

	Beijing
	
	454272
	

	Dongfeng
	
	437035
	

	Chery
	
	427882
	

	SAIC
	
	313002
	

	Brilliance
	
	293588
	

	GAZ
	
	248839
	

	Volvo (trucks)
	
	236024
	

	Harbin Hafei
	
	231488
	

	Geely
	
	216774
	

	JAC
	
	209880
	

	Mahindra
	
	
	168556
	

	Paccar
	
	126960
	

	Great Wall
	
	122605
	

	Changhe
	
	112083
	

	Porsche
	
	107170
	

	BYD
	
	100376
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	100202
	

	MAN
	
	98441
	

	Navistar
	
	86758
	

	Fujian
	
	84138
	

	UAZ
	
	72162
	

	Shannxi Auto
	
	68160
	

	Kaima
	
	65790
	

	Key
	Cars
	Light Commercial Vehicles
	Heavy Commercial VehiclesHeavy Buses 

	Total global production: 72178476
	

	
	

	
	


Top vehicle manufacturing groups (by volume)

The table below shows the world's largest motor vehicle manufacturing groups, along with the marques produced by each one. The table is ranked by the latest production figures from OICA 2007[15] for the parent group, and then alphabetically by marque.

	Marque
	Country of origin
	Ownership
	Markets

	1. Toyota Motor Corporation (
 Japan)

	Daihatsu *
	

	Subsidiary
	Global, except North America and Australia
	

	Hino *
	

	Subsidiary
	Asia Pacific, Canada, South America
	

	Lexus
	

	Division
	Global, apart from South America with the exception of Chile and Argentina exception of Chile and Argentina.
	

	Scion
	

	Division
	United States, Canada
	

	Toyota
	

	Division
	Global
	


Crisis in the auto industry

The automotive industry crisis of 2008 occurred mainly as a result of the global financial crisis and the related credit crunch. In the United States, other contributing factors were pricing pressures on raw materials and substantially more expensive automobile fuels which, in particular, caused customers to turn away from large vehicles such as SUVs. In certain countries, particularly the United States, the industry has also suffered from relatively cheap imports available from countries such as Japan ]] and Europe. As of November 2008, the Big Three manufacturers, (General Motors, Ford and Chrysler), indicated that unless additional funding could be obtained over the short to medium term, there would be real dangers of bankruptcy.

1.2 ASHOK LEYLAND

The origin of Ashok Leyland can be traced to the urge for self-reliance, felt by independent India. Pandit Jawaharlal Nehru, India's first Prime Minister persuaded Mr. Raghunandan Saran, an industrialist, to enter automotive manufacture. In 1948, Ashok Motors was set up in what was then Madras, for the assembly of Austin Cars. Since then Ashok Leyland has been a major presence in India's commercial vehicle industry with a tradition of technological leadership, achieved through tie-ups with international technology leaders and through vigorous in-house R&D.In 1987, the overseas holding by Land Rover Leyland International Holdings Limited (LRLIH) was taken over by a joint venture between the Hinduja Group, the Non-Resident Indian transnational group and IVECO. (Since July 2006, the Hinduja Group is 100% holder of LRLIH). 
The blueprint prepared for the future reflected the global ambitions of the company, captured in four words: Global Standards, Global Markets. This was at a time when liberalisation and globalisation were not yet in the air. Ashok Leyland embarked on a major product and process upgradation to match world-class standards of technology.In the journey towards global standards of quality, Ashok Leyland reached a major milestone in 1993 when it became the first in India's automobile history to win the ISO 9002 certification. The more comprehensive ISO 9001 certification came in 1994, QS 9000 in 1998 and ISO 14001 certification for all vehicle manufacturing units in 2002. It has also become the first Indian auto company to receive the latest ISO/TS 16949 Corporate Certification (in July 2006) which is specific to the auto industry.

Green Mission

Driver Training Centre

Ashok Leyland's Namakkal Driver Training Centre near Salem in Tamil Nadu was started in 1995 "to ready a driver for life on the road and off the road". From the very beginning, the curriculum had included, besides functional subjects, health education including yoga and AIDS awareness (along with the education on the vehicle and traffic rules cum sessions on physical fitness, personality development and health risks like smoking. The drivers also attend awareness sessions on Sexually Transmitted Diseases [STDs] and AIDS.)
Namakkal is virtually the heartland of trucking in South India. The Training Centre has integrated itself well with the community, the various fleet owners associations and local NGOs, which has enhanced its ability to create mass awareness about AIDS.

Sessions on AIDS, which are part of the structured training programme, are supplemented by video cassettes, leaflets and booklets received from AIDS Control Society. The Driver Training Centre at Namakkal is recognised as one of the best in the private sector.

Manufacturing Plants

Ashok Leyland has six manufacturing plants - the mother plant at Ennore near Chennai, two plants at Hosur (called Hosur I and Hosur II, along with a Press shop), the assembly plants at Alwar and Bhandara. The total covered space at these six plants exceeds 450,000 sq m and together employ over 11,500 personnel.

Ennore

Spread over 135 acres, Ashok Leyland Ennore is a highly integrated Mother Plant accounting for over 40% ALL production. The plant manufactures a wide range of vehicles and house production facilities for important aggregates such as Engines, Gear Box, Axles and other key in-house components.

HOSUR- UNIT 1 

Established in 1980, Hosur-I is the engine-manufacturing center within the Ashok Leyland production system. Apart from producing various types of diesel engines (including the engines manufactured under license from Hino of Japan) and CNG engines, the plant also manufactures and assembles heavy duty and special vehicles, Axles, AGBs, Marine Gear Box, etc.
The facility is spread over 103 acres and is innovatively laid out, optimising the use of all resources.

Hosur unit 2
Ashok Leyland established this state-of-the-art production facility in 1994 at Hosur. Spread over 236 acres, Hosur II houses finishing and assembly facilities including sophisticated painting facilities.

Hosur unit 2A 

Ashok Leyland’s brand new Cab Panel Press Shop is an imposing addition to the industrial skyline of Hosur. At 800 m above sea level, it is also the tallest in the Hosur industrial belt. This state-of-the-art facility is housed in a 99-acre expanse with a built up area of over 15,000 sq.m. The Shop is equipped to stamp select panels for Cargo cab, G-45 and C-45 FES - totally, 55 panels and their variants.

Alwar

Established in 1982, the Alwar Unit in Rajasthan is an assembly plant for a wide range of vehicles with an emphasis on passenger chassis, including CNG buses, situated close to the northern market.
Bhandara

Ashok Leyland's Bhandara Unit houses manufacturing and assembly facilities for sophisticated synchromesh transmission and also has facilities for assembly of vehicles.

Innovations

Corporate Philosophy

	[image: image27.png]



	We believe that our impressive strides in the marketplace stem in equal parts from our proactive approach and our customers' unstinting support, earned the only way we know: by giving our customers the most appropriate transport solutions for each of their applications, and by backing them up with consultancy, finance, driver training and a responsive after-market network. We are conscious of the fact that vehicles are more than just a means of transporting people and goods; we understand that they have a deep and far-reaching impact on society the national economy and the environment. We have, therefore, always endeavoured to engineer products and systems that promote progress on all these fronts. We firmly believe that this honest approach will make the Ashok Leyland marquee the symbol of the very best in transportation, today and tomorrow.

The five AL values are:

· International

· Speedy

· Value creator

· Innovation

· Ethical
	
	
	

	
	
	
	
	


Corporate Governance

	
The Board of Directors and the Management of Ashok Leyland are committed to the enhancement of shareholder value.

	>
	through sound business decisions, prudent financial management and high standards of ethics throughout the organization

	>
	by ensuring transparency and professionalism in all decisions and transactions and

	>
	achieving excellence in Corporate Governance by conforming to, and exceeding wherever possible, the prevalent mandatory guidelines on Corporate Governance and by regularly reviewing the Board processes and the Management systems for further improvement.

Careers

Our People

"We consider our employees as our most valuable asset and are committed to provide full encouragement and support to them, to enhance their potential and contribution to the Company's business" - From Ashok Leyland's value statement..

We are close to 12,000 people, moulding and managing technology. And reaching the benefits of technology to our customers. Offering transport solutions and after-market support wherever our products operate- which is almost everywhere.


We are spread throughout India, and even outside India. Our tasks vary, so do our skills. But we are bound together by a healthy chain of interdependence, to deliver value to the customer.


Functional  Distribution of Executives
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We are committed to maintaining our technological leadership. We manage this through continuous learning. So that we can master ever-evolving technologies.  And meet changing customer needs.  Understandably, a career with Ashok Leyland offers a lifetime of learning.

Structured training programmes address the needs of workmen, apprentices, graduate engineering trainees, executives in the managerial levels for knowledge and skills upgradation, computerization, attitudinal changes, self-development, supervisory and managerial skills orientation to new technologies as also requirements specific to various functional areas. 

This breadth is reflected in the comprehensive annual training calendar.

Annually, five executive days are invested in training.


Besides nominations to external training programmes in IIMs, ASCI Hyderabad and other Indian and international institutions of repute, Ashok Leyland also has arrangements for ongoing distant learning and residential programmes with management institutes. An instance is the modular programme for marketing executives developed in collaboration with 

TA Pai Management Institute, Manipal. 

Qualification Analysis -Executives
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Ashok Leyland has a tie-up with BITS, Pilani for a custom-designed, off-campus 2-year MS course in Engineering Management. Aimed at making Managers out of Engineers, assignments and projects are central to the learning process thus bridging the classroom with the engineer workplace. From 2000, a BS programme in Industrial Engineering and Technology, is offered for diploma holders, again in collaboration with BITS. Apart from updating their knowledge base, the programme empowers engineers to acquire multiple skills.
Ashok Leyland is one of the moving forces behind an M.Tech course in Automobile Engine Technology jointly managed by the automobile industry (Indian Society for Automotive Technology, made up of auto manufacturers), IIT, Madras and Institut Francais du Petrole, the French institute for IC engines. 

Employee Motivation

Ashok Leyland targets 100% of its employees to be involved in its continuous improvement activities.
Reward systems abound and include - "Improve" " (Annual company-wide contest) for rewarding the best team projects, "RISE" (Reward for Individual Search for Excellence), BITES (Shield for the best unit in total employee involvement), 100% Club (apex company reward for exemplary individual or team performance), Green Shield (best unit for environmental sustenance), etc. 

Facilities
Self-sufficient to run the residential programmes, the centre provides the participants a home away from home, thanks to excellent boarding, lodging and leisure facilities. The accommodation includes four A/C transit flats, thirty well-appointed executive rooms with attached bathrooms (these include five A/C rooms) and thirty rooms for Graduate Engineer Trainees. For workout and recreation, we have a multi-station gym and amenities for basketball, volleyball, badminton, table tennis and other indoor games. A 500-meter endless jogging track runs along the periphery of the campus.  The MDC is popular choice of many reputed companies for conducting their programmes and corporate meeting.

Till date, more than 800 (including 200 non Ashok Leyland) programmes have been organized in the MDC. To avail the facilities for your company, do get in touch with us, at the earliest. The company has adopted a Code of Conduct for the members of the Board and senior management, who have all affirmed in writing their adherence of this Code.

	1.3 EFFECTIVENESS OF POST TRAINING

     The principal component of an organization is its ‘Human resources’. One of   important the duty of the modern manager is to get the things done through people. The organization should bring employees into the mainstream of the organization in such a way that the objectives of the company are to be achieved. To be effective, he must balance his concerns for people and work. Managing human resource is an excellent job of an organization, and fully utilizing them to achieve organizational goals is an art.

TRAINING AND DEVELOPMENT

Training     

Meeting new standards requires a work force that is technically trained in all respects, it requires people who are capable of analyzing and solving job related problems, working   co-operatively in teams and ‘changing hats’ and shifting from job-to-job as well.

MEANING OF TRAINING

           Training is a process of learning a sequence of programmed behaviors. It is a application of knowledge. 

      It gives people an awareness of the rules and procedures to guide their behaviors. 

DEFINITION OF TRAINING

      Training is any attempt to improve current or future employee performance by increasing an employee’s ability to perform through learning, usually by changing the employee’s attitude 

or increasing his or her skills and knowledge. The need for training is determined by the employee’s performance deficiency, computed as follows.

            Training need = Standard performance- Actual performance

According to Flippo, Training is the act of increasing the knowledge and skills of an employee for doing a particular job. The major outcome of training is learning. A trainee learns new habits, refined skills and useful knowledge during the training that helps him improve performance. Training enables an employee to do his present job more effectively and prepare himself for a higher level job. 

Effectiveness of Post Training 

     Training is conducted in all organizations to improve the skills of their employees.  So that they learn new things or get experienced practically. Training is thus necessary. The performance level of the employees are evaluated after the training ,this evaluation is done by the superiors/team leaders for the purpose to know their improvement in their work. This is called as Post training.

      Trainees, after completing their training and reporting back to their Units, they should assess to what extent the training was useful to the day to day work in the field. The superiors/team leaders of the concerned Trainee should submit the Post Training Evaluation as to whether the training undergone by the employee has significantly improved the day to day working of the system. Thus the team leader or the superiors/team leaders should do the post training from the performance of the participant after attending the training programme.

     Procedure  
     The  superiors/team  do the Evaluation. He should know the trainee’s  name and in which month the training ended and then he has to fill the posttraining evaluation form. This form is useful to know , how much the trainee has gained knowledge from the training programme and if he is shown any job improvements through the acquired learning from the training programme.

     Thus the post training evaluation is done. If there is any  dissatisfaction with the performance of the trainee this evaluation form will help trainees to know their minus and to improve them self. 

     According to this project  the respondents are the superior/team leader. They have respondent for the questions that have been asked regarding the trainee and the training program they have undergone.

1.4 SCOPE OF THE STUDY

The main aim of the project was to study the Post Training evaluation in Ashok Leyland Ltd, The study  focuses on the satisfaction and performance level of the superiors/ team leaders about the trainee after attending the training program.  It is the superior’s/Team leader’s opinion about the trainee and his performance level after the training.

To the Researcher

The study helps the researcher to have a practical exposure in the field of Human Resource Management. It enables the researcher to identify the factors which help in training and enables him to suggest various strategies to improve training techniques in the organizations.

To the Organization

The study will help the company to understand the present scenario in the organizations. It aims to analyze and understand the factors that need to be incorporated and improved in order to have effective Post  Training Evaluation.

To the Respondents

The study will help the respondents i.e the superiors/team leaders  to disclose their opinions and views  about the satisfaction and performance level of the trainee after attending the training program.





1.5 OBJECTIVE OF THE STUDY
The “ Effectiveness of Post  Training ”  with special reference to Ashok Leyland Ltd was taken up with the following objectives. 

Primary Objective 

1.To know the satisfaction level of superiors /team leaders with the performance of their subordinates who has gained knowledge from the training objectives.

Secondary  Objective 

1.To find out the effectiveness of training program.

2.To know the level of knowledge gained and implemented out of training by the trainer

1.6 LIMITATION OF THE STUDY

The study “Effectiveness Of Post training” is based on the opinion and data collected from the number of superiors/team leaders in every department of organization.  The study is mainly focused on the opinion from the superiors/team leaders about the performance level of the trainee after the training program.  The limitation that can be a restriction to the accuracy of the research findings are.

1. The study is conducted only for a short period of time.

2. The study is conducted only in Ashok Leyland Ltd Saidapet Chennai.

3. The study of post training is collected only from the superiors/team leaders  and they are only limited no. of  superiors/team leaders available at Ashok Leyland Ltd., Chennai.

4. The study is  limited with certain  statistical tools only.

2. REVIEW OF LITERATURE
Review of literature shows the previous studies carried out by the researchers in their fields.  The previous studies are reviewed in order to gain an in sight into the extent of research done on this topic.  The study is done in the area of effectiveness of training so it focuses on satisfaction level of employees in the organization. 

	Post Training
Trainees, after completing their training and reporting back to their Units, they should assess to what extent the training was useful to the day to day work in the field. The superior/team leader of the concerned Trainee also should submit the Post Training Evaluation as to whether the training undergone by the employee has significantly improved the day to day working of the system.  But in my project I consider only the superiors/team leaders part of view about the trainee.

The superior/team leader do the Evaluation. He should know the trainee’s  name and in which month the training ended and then he has to fill the post training evaluation form. This form is useful to know , how much the trainee has gained knowledge from the training programme and if he is shown any job improvements through the acquired learning from the training programme.

	The Post Evaluation should be done only after 30 days after completion of training but before 3 months from the Course completed Date.

In my project “Effectiveness of Post Training” I have referred to Donald L Kirkpatrick's training evaluation model.
Donald L Kirkpatrick, Professor Emeritus, University Of Wisconsin (where he achieved his BBA, MBA and PhD), first published his ideas in 1959, in a series of articles in the US Training and Development Journal. The articles were subsequently included in Kirkpatrick's book Evaluating Training Programs (1975 and since revised), published by the American Society for Training and Development (ASTD), for whom Kirkpatrick previously served as president and with whom he maintained strong connections. Donald Kirkpatrick has written several other significant books about training and evaluation, more recently with his similarly inclined son James, and has consulted with some of the world's largest corporations.

Donald Kirkpatrick's 1975 book Evaluating Training Programs defined his originally published ideas of 1959, thereby further increasing awareness of them, so that his theory has now become arguably the most widely used and popular model for the evaluation of training and learning. Kirkpatrick's four-level model is now considered an industry standard across the HR and training communities. The four levels of training evaluation model was later redefined and updated in Kirkpatrick's 1998 book, called 'Evaluating Training Programs: The Four Levels'.

The four levels of Kirkpatrick's evaluation model essentially measure:

· Reaction of student - what they thought and felt about the training
· Learning - the resulting increase in knowledge or capability
· Behavior - extent of behavior and capability improvement and    implementation/application
· Results - the effects on the business or environment resulting from the trainee's performance
· All these measures are recommended for full and meaningful evaluation of learning in organizations, although their application broadly increases in complexity, and usually cost, through the levels from level 1-4.

· Reaction : What is the participants  feedback on the training?  This is typically measured through a survey and usually covers such items as program methodology, group and individual exercises, quality of materials and media, facilitator capabilities, facilities, etc.

James A. Tan , Rosalie J. Hall and  Carol Boyce  (2003)1 in their study on “The role of employee reactions in predicting training effectiveness” observed  that the reactions to training programs tend to be poor predictors of training success, yet most training programs are evaluated based solely on trainee reactions. In this study, we proposed that distinguishing between affective and cognitive employee reactions may improve the prediction of trainee learning. Our results indicated that cognitive employee reactions are related to both employee learning and employee behavior. Moreover, contrary to popular notion, negative affective reactions best predicted employee learning. Implications and future research directions of the results are discussed.

Bradford S. Bell and J. Kevin Ford  (2007)2 in their study on “Reactions to skill assessment: The forgotten factor in explaining motivation to learn” presented the study  and examined the effects of trainees' reactions to skill assessment on their motivation to learn. A model was developed that suggests that two dimensions of trainees' assessment reactions, distributive justice and utility, influence training motivation and overall training effectiveness. The model was tested using a sample of individuals (N = 113) enrolled in a truck driving training program. Results revealed that trainees who perceived higher levels of distributive justice and utility had higher motivation to learn. Training motivation was found to significantly predict several measures of training effectiveness. Trainees' performance on the pretraining assessment and trait goal orientation exhibited direct and interactive effects on their reactions to the skill assessment. Implications of these findings for future research on reactions to skill assessments are identified, along with the practical implications for the design and conduct of training needs assessment.

· Learning  : This is the process of collecting, analyzing and reporting information to assess how many the participants learned and applied in the learning in the learning environment.

Timothy T. Baldwin , J. Kelvin Ford (2006)3 in their study “Transfer of Training: A review and directions for future research” they observed that the Transfer of training is of paramount concern for training researchers and practitioners. Despite research efforts, there is a growing concern over the "transfer problem." The purpose of this paper is to provide a critique of the existing transfer research and to suggest directions for future research investigations. The conditions of transfer include both the generalization of learned material to the job and the maintenance of trained skills over a period of time on the job. The existing research examining the effects of training design, trainee, and work-environment factors on conditions of transfer is reviewed and critiqued. Research gaps identified from the review include the need to (1) test various operationalizations of training design and work-environment factors that have been posited as having an impact on transfer and (2) develop a framework for conducting research on the effects of trainee characteristics on transfer. Needed advancements in the conceptualization and operationalization of the criterion of transfer are also discussed.

Feinstein and Canon (2002)4 in their study on “Simulation Learning” observed that the simulation enabled the students to get practice and exposure to business.  They acquired competitive skill, learnt to make strategic decision and interpreted financial data.  They learnt to work together and the opportunity to revise it provided a valid learning experience and learning was assessed in terms of participant reports.




Green (2002)5 identified that business simulation could be one of the most effective learning tools available not only for students in school, but for adult employees in the business organization.  He also said that education research supports ideas.  The experiential learning is one of the best ways to learn.

      Behavior : This step assesses the degree to which the knowledge, skill and abilities taught I the classroom are being used on the job.

Eddie W.L. Cheng, Danny C. K. Ho (2001)6 in their study “A review of transfer of training studies in the past decade” highlights that the This article reviews some major studies that were conducted in the past decade (1989-1998) on the transfer of what employees learned from training programmes back to their jobs. A conceptual framework is developed for this article to better present the “popular” constructs that have been tested empirically. The achievement is twofold. First, this review paper highlights that some individual, motivational and environmental factors are related to transfer of training. Second, some directions for further studies have been suggested. For example, longitudinal study was highly recommended for measuring transfer outcomes. Some new individual (e.g. achievement striving), motivational (e.g. trainee-control-over-training) and environmental (e.g. transfer climate) constructs are recommended to be incorporated in newly created models. These models can then be examined using structural equation modelling. After extensive testing and refinement of these models, a set of critical constructs can be distilled. By that time, convergence of research efforts focusing on major themes can be achieved.

     Result : This is the process of determining the  impact of training organisational productivity, improved customer satisfaction and the organisation’s strategic business plan.  What is the change in business metrics attributable to training? What is the return on the training investment (typically calculated by dividing the net dollar value of the benefit  by the cost of training)

Robert Blomberg (1989)7 studied “Cost-Benefit Analysis of Employee Training: A Literature Review” suggested the current literature related to cost-benefit analysis of employee training programs. After a conceptual stage is set and the meaning of terms is clarified, methodologies for measuring costs and benefits, and problems related to this process are discussed. Primary and secondary beneficiaries of training are identified. The need for distributional assignments of costs as a function of benefit is described. Following the identification of problems inherent in cost-benefit research, concluding comments focus on the need for practical applications of cost-benefit research.

Sutton, Brian and  Stephenson, John(2005)8 studied “A Review of "Return on Investment" in Training in the Corporate Sector and Possible Implications for College-Based Programmes” observed the concept of Return on Investment (ROI) in training has hitherto been largely associated with the corporate world where Kirkpatrick's model of training evaluation is widely used. Interest in Kirkpatrick is growing in the public sector. This article examines how the Kirkpatrick model is actually used in a range of commercial organisations and reports that, despite the continuing respect for the model as a whole, there are few examples of organisations moving beyond Kirkpatrick's first level evaluation. Using a grounded theory analysis of interviews with over 40 key decision-makers in a variety of businesses, the article explores what practitioners believe to be important when judging the overall effectiveness of training, and presents a five-stage holistic model for evaluating ROI based on their views and experience. The article concludes with some thoughts on the possible applicability of the five-stage model to the evaluation of public sector education and training initiatives. 

Post Training Evaluation

Xinyuan Zhao, Anna S. Mattila, Li-Shan Eva Tao (1990)9 suggested “The role of post-training self-efficacy in customers' use of self service technologies” Purpose – The current study aims to investigate the role of post-training self-efficacy in influencing customer perceptions and usage of self-service technologies (SSTs). Specifically, the aim is to propose that high post-training self-efficacy will reduce technology anxiety and hence increase perceptions of ease of use associated with SSTs.
Design/methodology/approach – A self-checkout machine in a library setting served as the study context. A total of 131 subjects were randomly assigned to two training groups (written instructions and a demonstration).
Findings – The results partially support the research hypotheses and suggest that post-training self-efficacy has a positive impact on customer satisfaction and ease of use. Ease of use, in turn, increased customer intention to reuse SSTs while decreasing technology anxiety. 
Research limitations/implications – The study has a relatively small sample size and only two training methods were tested. A control group should be included in future research. 
Originality/value – As the first trial, the study investigated customers' post-training self-efficacy in SSTs by integrating training theories and SSTs studies. The results suggest service organizations use effective training programs to customers' participation in the service delivery process via SSTs. The study also explored customers' ease of use and technology anxiety in a single research. Different from previous SSTs studies, the current study suggest that ease of use and technology anxiety play various roles in customers' participation at SSTs encounters .  
Michael J. Tews , J. Bruce Tracey(1992)10  studied  “An Empirical Examination of Post Training on – the-job supplements for enhancing the effectiveness of interpersonal skills training” This study examined the impact of 2 post training on-the-job supplements to a training program focused on interpersonal skill development for newly hired managers—self-coaching and upward feedback. Utilizing a sample of 87 trainees from 75 units of a national restaurant chain, the impact of these supplements was assessed by examining post training performance across 4 training conditions in a quasi-experimental framework: (1) classroom training only, (2) classroom training with self-coaching, (3) classroom training with upward feedback, and (4) classroom training with self-coaching and upward feedback. The results demonstrated that both supplements are useful extensions to formal classroom training for enhancing trainees' interpersonal performance. These findings are discussed along with directions for future training effectiveness research.

Yabome Gilpin-Jackson, Gervase R. Bushe (1996)11 said in an article “Leadership development training transfer: a case study of post-training determinants” Purpose – The purpose of this paper is to understand what contributes to transfer of soft-skill, leadership training. 
Design/methodology/approach – The paper presents a literature review resulted in five broad factors that may influence transfer of leadership training. These were used to guide a qualitative, exploratory study. Interviews were conducted with 18 participants of an extensive, soft skill oriented leadership development program, along with peer observers. Where possible, quantitative analyses are used to test and confirm qualitative findings. 
Findings – The results showed substantial transfer of training and suggest that actual utilization of newly learned skills is influenced differently than judgments about the value of the training. The greatest inhibitor to transfer appeared to be fear of breaking cultural norms and the most important remedy, the number of other managers who receive the training. In particular, having one's boss take the same training was strongly associated with post-training utilization. Some kinds of social support, like encouragement and verbal praise, were associated with positive judgments of the training but not with utilization. Instead, observing others use the skills and being able to coach one another was the kind of “support” that effected utilization, which depended on colleagues and bosses also receiving the training. 
Research limitations/implications – As an exploratory case study, the study lacks a large sample and the kind of methodology that could prove the validity of the findings. 
Practical implications – A number of implications for training managers wanting to ensure their leadership development programs have real impact are discussed. In particular, the study points to a need to plan for rapid diffusion of the training and for cultural change processes in parallel with leadership development courses. 

Originality/value – The paper meets a need for empirical investigation of factors associated with transfer of soft skills into the workplace, as called for by researchers like Cheng and Ho. It identifies differences in what impacts judgments of value versus what actually impacts transfer. It also identifies how changing leadership behavior is as much a cultural intervention as a change in skill sets.
Wendy L. Richman-Hirsch , William M. Mercer,(2001)12 Inc., New York  studied “Posttraining interventions to enhance transfer: The moderating effects of work environments”  The study reported on in this article examined the effectiveness of two posttraining interventions - goal-setting and self-management training - and moderating effects of the work environment on improving training transfer. The findings indicate that training in goal-setting was effective in improving the extent to which trainees applied their skills to the job. Further, both interventions were found to be more effective in supportive work environments. 

Philip Huint , Alan M. Saks Plants, Kaycan Ltd., Pointe-Claire, Québec University of Toronto, Scarborough(2003)13 studied “ Translating training science into practice: A study of managers' reactions to posttraining transfer interventions” The purpose of this study was to investigate managers' reactions to two posttraining transfer interventions (relapse prevention and supervisor support training) and two types of information about their effectiveness (utility analysis and research information). One hundred seventy-four managers and students received one of four scenarios and were then asked if they would adopt the intervention as part of a training program to increase the productivity of clerical-administrative staff. The results indicated no significant differences between the posttraining transfer interventions or information conditions, although there was a trend in favor of the supervisor support intervention; also, the utility analysis information was not as well received as the research information. In general, managers did not indicate a high acceptance of either the relapse prevention or the supervisor support intervention. The results are discussed in terms of the willingness of managers to adopt training research innovations and the implications for HRD research-to-practice.

Alice P. Gaudine , Alan M. Saks  School of Nursing, Memorial University of Newfoundland, Canada Division of Management Joseph L. Rotman School of Management, University of Toronto, Ontario, Canada(2004)14 studied “ A longitudinal quasi-experiment on the effects of posttraining transfer interventions”  A longitudinal quasi experiment tested the effects of a relapse prevention and transfer enhancement posttraining intervention on the self-efficacy, transfer behavior, and performance of a sample of nurses who attended a two-day training program on the McGill Model of Nursing. ANCOVA results failed to support the effectiveness of the intervention; in fact, participants in the transfer enhancement condition had the lowest transfer behavior and performance except when it was combined with relapse prevention. However, all trainees showed significant increase in self-efficacy, behavior, and performance. Results are explained based on training program effectiveness, organizational context, and transfer system. A positive transfer climate and factors in the transfer system likely contributed. Implications discussed include the need to conduct a transfer of training needs analysis (TTNA) and a contingency approach to posttraining transfer interventions.
Catherine E. Schwoerer , Douglas R. May , Elaine C. Hollensbe , Jennifer Mencl , University of Kansas in Lawrence , University of Nebraska-Lincoln, University of Cincinnati, Ohio University of Minnesota Duluth (1987)15  investigated “General and specific self-efficacy in the context of a training intervention to enhance performance expectancy” A pretest-posttest field study investigated self-efficacy, both general and specific, in an intensive training experience to prepare new recruits for their work assignments. Specific issues addressed include (1) the effects of the training experience on general self-efficacy (GSE), work-specific selfefficacy (SSE), and performance expectancy; (2) the effects of pretraining attitudes and beliefs on posttraining GSE and work SSE; and relations between posttraining self-efficacy beliefs and posttraining performance expectancy. Training increased GSE, SSE, and performance expectancy. Unlike GSE, work SSE was influenced by pretraining motivation, training self-efficacy, and performance expectancy. The implications of the findings for HRD research and practice are discussed from the perspectives of understanding individual characteristics of trainees, choosing methods to enhance self-efficacy, and the appropriateness of measuring general and specific self-efficacy before training (to guide planning) and after training (as an evaluation dimension).
Susan E. Cromwell, Judith A. Kolb , The Pennsylvania State University, University Park (2004)16 studied “An examination of work-environment support factors affecting transfer of supervisory skills training to the workplace” Organizations invest a significant amount of time and money on management and supervisory training programs. The intent of this study was to examine the relationship between four specific work-environment factors (organization support, supervisor support, peer support, and participation in a peer support network) and transfer of training at one-month, six-month, and one-year points following supervisory skills training. Quantitative and qualitative data were collected from both trainees and their direct supervisors. ANOVA results of aggregate data showed that trainees who reported receiving high levels of organization, supervisor, and peer support, and who also participated in a peer support network, reported higher levels of transfer of knowledge and skills. When data were segregated and examined according to length of time since trainees had completed training, findings were still significant for organization, supervisor, and peer support but only at the one-year point, not at one month or six months. Participation in a peer support network was not significant at any of the three points of time. In short-answer responses, trainees indicated that lack of time and lack of management support and buy-in were significant barriers to transfer. T-test results indicated that trainees and their supervisors did not differ in their perceptions of level of transfer of skills or amount of organizational or direct supervisor support received by the trainees.
Doo Hun Lim, Michael Lane Morris, University of Tennessee, Knoxville (2006)17 studied 

“ Influence of trainee characteristics, instructional satisfaction, and organizational climate on perceived learning and training transfer” This study examines the effect of transfer variables on trainee characteristics, instructional satisfaction, and organizational factors of perceived learning and training transfer made by a group of trainees who attended a financial training program conducted for a Korean conglomerate. Data analyses revealed several variables in the three domains that significantly influenced the trainees' perceived learning and learning transfer immediately after and three months after the training. Discussions and implications for practice and future research are included.

Kevin Ford Miguel A. Quinones Douglas J. Sego Joann Speer Sorra, Michigan State  University(2006)18 said “Factors affecting the opportunity to perform trained tasks on the job” One factor that can affect the transfer of technical skills to the job is the extent to which the trainee is given the opportunity to perform trained tasks on the job. The opportunity to perform trained tasks was conceptualized as consisting of three dimensions: breadth, activity level, and type of tasks performed. Graduates from an Air Force technical training program and their supervisors 

(N= 180) responded to questionnaires measuring these three dimensions and various organizational, work context, and individual factors 4 months after the airmen had completed the training program. The results indicated that airmen obtained differential opportunities to perform trained tasks and that these differences were related to supervisory attitudes and workgroup support as well as the trainee's self-efficacy and cognitive ability. Implications for training research and practice are discussed.

HuczynskiJ. W. Lewis(2007)19  said  “An empirical study into the learning transfer process in management training” Two management technique courses with very specific objectives were compared. Participants completed a series of pre-and post-course questionnaires to establish whether they intended to transfer their training to their work and whether they had in fact done so. A number of characteristics were found to distinguish the learning 'experimentors' from the 'non-experimentors'. More of the experimentors had attended the course on their own initiative, more of them believed the course would be beneficial to them on the job prior to attending it, and a greater proportion had had pre-course discussions with their boss. It was found that transfer attempts were more likely to be successful and beneficial where the boss 'sponsored' the new idea. Organizational factors found to inhibit training transfer included 'overload of work', 'crisis work' and 'failure to convince older workers'. The main facilitating factors were related to the preparedness of the superior to listen to new ideas and allow experimentation with them. The management style and attitudes of the trainee's boss were found to be the single most important factor in management training transfer.
Raymond A. Noe Neal Schmitt
  Industrial Relations Center University of Minnesota   Michigan State University(2006)20 studied “The influence of trainee attitudes on training effectiveness : test of a model” Studies of the influence of trainee characteristics on training effectiveness have focused on the ability level necessary to learn program content. Motivational and environmental influences on training effectiveness have received little attention. The purpose of this study was to test an exploratory model describing the influence on trainee career and job attitudes on training outcomes (learning, behavior change, performance improvement). Results of the study suggest that job involvement and career planning are antecedents of learning and behavior change. Future research directions and practical implications of the results are discussed.

Copyright 1986 Personnel Psychology, Inc.
Noe, Raymond (1986)21 A  presents “Trainees' attributes and attitudes: Neglected influences on training effectiveness.” Presents a model of motivational influence on training effectiveness, which is purported to describe the possible influences of trainees' attitudes toward their behavior, job, career, and work environment on learning, behavior change, and the attainment of desirable organizational outcomes. Motivational components of the model include locus of control, expectancies, career and job attitudes, reaction to skill assessment feedback, motivation to learn, motivation to transfer, and perceptions concerning the work environment/environmental favorability. It is noted that only the relationship between locus of control and the proposed antecedents of motivation to learn and the motivation-to-learning linkage have been investigated empirically. Validation of the model may have implications for the selection and development of trainees; self-assessment measures concerning career goals, interests, and skills may increase training effectiveness; and providing employees with information concerning the needs assessment technique may reduce suspicion, fear, and animosity toward training programs. It is concluded that research is needed to determine the importance of trainees' perceptions concerning work group support and situational resources for facilitating behavior change. 

Tannenbaum S. I. ; Mathieu J. E . ; Salase. ; Cannon-Bowers J. A (2002)22 developed “Meeting trainees' expectations : the influence of training fulfillment on the development of commitment, self-efficacy, and motivation” The development of organizational commitment, academic self-efficacy, physical self-efficacy, and motivation was examined in a socialization-type training context with data collected from 666 military trainees. The hypotheses were that (a) training fulfillment, or the extent to which training meets or fulfills a trainee's expectations and desires, (b) trainee reactions, and (c) training performance would be related to the develpoment of posttraining attitudes. Support was obtained for each hypothesis.
Marilyne. Gist Cynthia Kay Stevens Anna G. Bavetta
   Graduate School of Business Administration University of Washington  , College of Business and Management University of Maryland,   Graduate School of Business Administration University of Washington (2006)23 studied “The effects of self-efficacy and post training intervention on the acquisition and maintenance of complex interpersonal skill” This study examined the effects of self-efficacy and a two-stage training process on the acquisition and maintenance (i.e., retention) of complex interpersonal skills. In stage one, all participants received basic training in negotiation skills; behavioral measures of negotiation performance were taken following this training. During stage two, alternative post-training interventions (goal setting and self-management) were offered to facilitate skill maintenance. Six weeks later, behavioral measures of performance were repeated. Results indicated that pre-test self-efficacy contributed positively to both initial and delayed performance. While training condition contributed to skill maintenance, self-efficacy also interacted with post-training method to influence delayed performance. Specifically, self-management training attenuated the self-efficacy performance relationship, while goal-setting training accentuated performance differences between high and low self-efficacy trainees. Implications of these findings are discussed for researchers and practitioners concerned with interpersonal skills training.

Jean(1989)24 in his study on “Evaluation on Training” identifies that the training evaluation is always a challenging area especially when training a new recruiter because it is necessary to have clear understanding of their baseline before the training starts, otherwise one cannot be sure how far employees have progressed as a result of their participation in training.  Therefore, return on investment works much better when a full training need analysis is undertaken at the beginning of the work.

Anil (1990)25 in his study on “Measuring Training Effectiveness” identifies that there are  multiple ways in measuring training effectiveness.  It can be carried out by.

· Administering feedback from at the end of every training session.

· Conduction of a quiz at the end of every training programme.  The scores of every training will indicate the success of the training programme.

· The another indicator of good training is the quality of monitoring scores.

Jack. J and Phillips(1997)26 in their study on “Training Evaluation and Measurement Methods” opines that training evaluation is a means by which participant’s team leader express their feedback regarding the effectiveness of training through a series of quantitative and qualitative survey question complete at the end of training programme.

Michale Voellinger(1998)27 in his study on “Training Effectiveness” opines that the determination of training effectiveness address three categories:

· Training activities

· Evaluation activities and

· Training effectives indicators

The best way to determine that training effectively is to fully understand the reason why the training has been developed. The reason to develop and implement training is a key factor in determining that a training course or programme will be effective in addressing performance deficiencies.  If the reason for training is not clearly identified prior to training development, it could lead to training that is not appropriate to correct the performance deficiency.  Establishing a valid need for training is the foundation upon which an organization can determine training effectiveness.

Vidhulla (1998)28 in her study on “Training effectiveness at Titan industry” identified that the organizational training intervention should be examined at regular intervals to find out whether it is helping in promoting the training process to monitor if it meets the specific needs of individuals.  This should be done by the superiors or team leaders after end of the program28.

Martin Mans(2005)29 suggested that at a basic level, evaluation consists of defining objectives, specifying those objectives measurably, and then assessing the extent to which learners have mastered those objectives.  To determine the result of training, management must establish baseline performance metrics based on the need assessment.  That is “What measurement is used to identify the gab?” After the training has been conducted, these performance metrics can be evaluated to determine the effect of the training.  Of course, other influences (eg. A change in procedures, new technology) should be noted to ensure the positive or negative effect was due to training .
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3. RESEARCH METHODOLOGY
Research can be defined as a systematic and scientific search for pertinent information. It is the manipulation of things, concept or symbols for the purpose of generalizing to extend or verify knowledge aids in construction of theory or in the practice of an art. 

Research methodology is the method by which a research is conducted. It is a way to systematically solve a problem. In research methodology the researcher studies the various steps that are generally adopted in studying a research problem along with the logic behind them. 

Research design
A research design is the arrangement of  conditions for collections and analysis of data in a manner that aims to combine relevance to the research  purpose with economy in procedure. The research design is the conceptual structure within which research is conducted it constitutes the blueprint for the collection, measurement and analysis of data.

Exploratory research design is used for this study where the pilot study was conducted among the employees and with that knowledge, questionnaires were given to the respondents. Research design includes:

1. Formulating the objectives of the study.

2. Designing the methods of data collection.

3. Selecting the sample.

4. Collecting the data.

5. Processing and analyzing the data.

6. Reporting the findings.

Sources of data

The task of data collection begins after a research problem has been defined and research design plan chalked out. The primary data are those which are collected afresh and for the first time, and thus happen to be original in character. The secondary data, are those which have already existing collected data by some other else and which have already been passed through the statistical process.
Primary data

The data was collected using questionnaire on “Effectiveness of Post Training” from the employees.

Secondary data

Secondary data was existing collected data from journals , magazines, websites and books related to the study.

Research instrument

The scaling used in the questionnaire is the Likert scale. The questionnaire is prepared with five point scale.

The questionnaire was administered in the following way:-

Scales                          Scores

Excellent                            5

Very Good                        4

Good                                 3

Average                             2

Below average                   1

Sample design

A sample design is a definite plan for obtaining a sample from a given population. It refers to the technique or the procedure the researcher would adopt in selecting items for the sample. Sampling design which deals with the method of selecting items to be observed for the given study.

The researcher conducted field survey and used questionnaire as the instrument for collecting data.

Sampling unit

A decision has to be taken concerning a sampling unit before selecting sample. Employees of Ashok Leyland are taken as sampling unit as the study was conducted only at Ashok Leyland Ltd, Chennai.

Sample size

The size refers to the number of items or the units to be selected from the population or the universe to constitute a sample. The sample size must not be too large or too small it should be optimum. The sample size for the study includes 100 respondents.
Sampling procedure

The researcher must decide about the technique to be used in selecting the items for the sample . Deliberate sampling method is used for the study.
Scaling

Scaling describes the procedures of assigning numbers to various degrees of opinion; the respondent is given freedom to express his agreement with a number of statements relevant to the issue.

Statistical tools

The data is analysed using percentage method, Mean Score Value, bardiagrams, Tabulations  

 Score value  = No.of Respondents* Score.

Mean Score Value = score value/No of Respondents.  
4. ANALYSIS AND INTERPRETATION

     Analysis means the computation of certain indices or measures along with searching for patterns of relationship that exist among the data groups.  Analysis, particularly in case of survey or experimental data, involves estimating the values of unknown parameters of the population.

     Interpretation refers to the task of drawing inferences from the collected facts after an analytical and/or experimental study.  It is essential for the simple reason that the usefulness and utility of research finds lie in proper interpretation.

     The data after collected has been processed and analyzed in accordance with the outline laid down for the purpose at the time of developing the research plan.  This is essential for a study and for ensuring that we have all the relevant data for making comparisons and analysis.

     The real value of this research lies in its ability to arrive at central generalization.  So the data collected for measuring the “Post Training Evaluation” in Ashok Leyland Pvt., Ltd., has been tabulated, analyzed interpreted and presented in this chapter.
     The analysis is based on the following tools

· Percentage

· MSV

Percentage
     Percentage analysis was mainly used by the research to analyze and interpret the data.  The percentage refers to special kinds of ratio.  Percentage are used in making comparison between two or more series of data.

Mean score Value
     The questionnaire is framed using five- point likert type scaling techniques.  The responses to various statement are scored in such a way that responses indicative of excellent is given the highest score of 5 and very good is given the score of 4 and good is given the moderate score of 3, average is given the score of 2 and that with the below average is given the lowest score of 1.
1. Gender 
Post Training Evaluation is done by the superiors/team leaders regarding the performance level of the employee after attending the training program.  The superiors/ team leader including both male and female. The table shows the gender of respondents.

Table 1
Gender 
	Sex
	No of Respondents
	Percentage

	Male
	80
	80

	Female
	20
	20

	Total
	100
	100


From the above table 80 percentage are male and remaining 20 percentage are female which shows the  most of them are male who are employed  as superiors/team leaders in Ashok Leyland Pvt., Ltd.

Chart -1

Gender 
[image: image30.png]20

80

Female

o
&

e L
o o o o oo
® R BB F @

a8ejuadiad

20 +

10

0 4

Male

Gender





2. Experience and  Responsibility  
       Experience of the respondents ie the superiors/team leaders experience  is shown in this table. As to reach the level of superior/team leaders experience play an important role. Based on Experience people working under their responsibility is also found.  
Table 2

Experience and Responsibility 
	Experience/responsibility
	5-10

members
	10-15
members
	15-20
members
	Total

	Below 5 years
	65
	0
	0
	65

	5 – 10 years
	0
	30
	0
	30

	10 -15 years
	0
	5
	0
	5

	Total
	65
	35
	0
	100


From the above table we infer that the superiors/team leader with high experience has high number of people under their responsibility.  This is because experience employee will have more knowledge about the organization and also the technical knowledge which could be shared with others.
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3. Nature of the Program
     Training program is of two types on the job training and off the job training. On the job training is to allow the person to learn the job by actually performing it and off the job

 Training is allowing the person to learn rather than performing it.

Table 3
Nature of the training program 
	Factors
	No of Respondents
	Percentage

	On the Job Training
	60
	60

	Off the Job Training
	40
	40

	Total
	100
	100


From the above table is shows that 100 percentage of the  program  was on the job training and this show Ashok Leyland Pvt ., Ltd conduct all the programs in the working hours only.
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4. Comfortableness of the training time
        As  there are two type of  training program ie., on the job training  and off the job training , the respondents were asked that the training program conducted t was comfortable for their team members with the availability of the time schedule.
Table 4
Comfortableness of the training time 

	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


The above table  shows that 100 percentage of the respondents have said that the program conducted were comfortable with the available time schedule.
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5. Schedule of the training program 
     The schedule of the training program gives an idea on framing the time schedule for the employee which cab be during the working hours.  After the working hours or during holidays.

Table 5
Schedule of the training program
	Factors
	Number of Respondents
	Percentage

	During the working hours
	100
	100

	After the working hours
	0
	0

	During holidays
	0
	0

	Total
	100
	100


From the above table 100 percentage of the respondents have said that the training program was conducted during the working hours and they felt comfortable with it.
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6. Identifying the resource for training
     Training can be conducted by the many people who are taken as the resource for training program.  The employees finds a particular mode as a comfortable resource for their training.  The following factors shows the various resources for training.
Table 6
Identifying the resource for training

	Factors
	Number of Respondents
	Percentage

	Training given by the organization
	25
	25

	Training given by their own superior
	20
	20

	Experts from outside
	40
	40

	Learning  on their own
	5
	5

	Attending any lectures
	10
	10

	Total
	100
	100


The above table indicates that 25 percentage of the trainee prefer training given by the organization, 20 percentage of the trainee prefer training given by their own superior, 40 percentage of the trainee prefer training given by the experts from outside, 5 percentage of the trainee prefer learning on their own and 10 percentage of the trainee prefer attending any lectures. 
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7. Application of Knowledge

          Application of knowledge is the knowledge acquired by the trainee after attending the training program.  This shows the effectiveness of the training program conducted.  And through the level of application the trainee has incurred some knowledge from the training program conducted and to what extent the employee is applying his knowledge in work after attending the training program.
Table7
Application of Knowledge

	Factors
	Number of Respondents
	Percentage

	Excellent
	15
	15

	Very Good
	75
	75

	Good
	10
	10

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	20.25


From the above table 15 percentage of the respondents performance  level after training was excellent, 75 percentage of the respondents performance  level after training was very good, 10 percentage of the respondents performance  level after training was good. And its  Mean score value is 20.25
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8. Availability of course material

      Study material plays a vital role to gain much more knowledge from the training program.  Many training programs are conducted in an organization for trainees.  But only a few training programs may provide course materials for the trainees who are attending the training.  So the following factors shows the availability of course material provided
Table 8
Availability of course material
	Factors
	Number of Respondents
	Percentage

	Yes
	75
	75

	No
	25
	25

	Total
	100
	100


From the above table 75 percentage of the respondents says that they were provided with the course  material during the training program and 25 percentage of the respondents says that they were not provided with study material.   This shows that certain program they provide with  course material and for certain program they do not provide any course material. 
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9. Information through study material
        Many training programs provided study materials and some training programs will not have a necessity to provide study material as it is technical programs.  The weightage of the knowledge gained is based upon the training study materials.  Thus the table shows the study material which is provided by the organization during the training program.
Table 9

Information through study material

	Factors
	Number of Respondents
	Percentage

	Excellent
	10
	10

	Very Good
	55
	55

	Good
	10
	10

	Average
	0
	0

	Below Average
	0
	0

	Total
	75
	75


	MSV
	15


From the above table , 10 percentage of the respondents say that the information provided by the study material is excellent, 55 percentage of the respondents say that the information provided by the study material is very good, 10 percentage of the respondents say that the information provided by the study material is good.  And its Mean score value is 15.
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10. Self study by staff members
           The superior/team leader expects their staffs to study on their own as a part of staff training. Eg. View assigned video tapes, read assigned materials.  Instead of giving lectures for the above types of methods it leads to more practical knowledge.

Table 10
Self study by staff members

	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


From the above table 100 percentage of the respondents say that the company allows the staff members to study on their own.
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11. Inviting experts 
       The superiors/team leaders will invite experts from outside to give training for their staff members on a particular topic as a part of staff training, other than training conducted by them in their organization.  The outside experts are more specialized on their own topics so that they can share new ideas about the topic in more practical manner.

Table 11
Inviting experts 
	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


From the above table 100 percentage of the respondents say that the company invites the experts to meet with staffs.
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12. Training to staff by superiors/team leaders
            The training given by the superior/team leaders is one of the factors that involves the training efficiency.  So it depends on the superior/team leaders comfortableness to share the knowledge to the staff members it also includes mutual co-operation of the staff with the superior/team leaders.

Table 12
Training to staff by superiors/team leaders
	Factors
	Number of Respondents
	Percentage

	Excellent
	20
	20

	Very Good
	65
	65

	Good
	15
	15

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	16.5


From the above table 20 percentage of the superiors/team leaders  are comfortable in giving training to their staff, 65 of the superiors/team leaders show high interest, 15 percentage of the respondents show normal interest and comfortable in giving training to their staff.   And their Mean score value is 16.5.
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13. Knowledge level of trainee before training
             The level of knowledge that an employee posses will determines the level of application of it, in to the work.  So it is also an important factor to determine what kind of training to be provided to a certain kind of employees.
Table 13
Knowledge level of trainee before training

	Factors
	Number of Respondents
	Percentage

	Excellent
	0
	0

	Very Good
	40
	40

	Good
	45
	45

	Average
	15
	15

	Below Average
	0
	0

	Total
	100
	100


	MSV
	16.25


From the above table 40 percentage of superior/team leaders say that the knowledge level of their trainee was very good, 45 percentage of superior/team leaders say that the knowledge level of their trainee was good, 15 percentage of superior/team leaders say that the knowledge level of their trainee was averagely good.  And their Mean score value was 16.25 
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14. Pre –Programming objective 
          Many of the trainees may lack in certain things while the employee is at work.  So the superior/team leader has to find out in which area/factors the employee is lacking and the employee has to be trained.  This is said to be the pre-program objective of the training program.

Table 14
Pre- Program objective 
	Factors
	Number of Respondents
	Percentage

	Excellent
	0
	0

	Very Good
	25
	25

	Good
	60
	60

	Average
	15
	15

	Below Average
	0
	0

	Total
	100
	100


	MSV
	15.5


From the above table 25 percentage of the superior/team leaders say that the pre program objective of the trainee for the program was very good, 60 percentage of the superior/team leaders say that the pre program objective of the trainee for the program was good, 15 percentage of the superior/team leaders say that the pre program objective of the trainee for the program was average.  And their Mean score value was 15.5
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15. Discussion with the executives on the learning program
            To evaluate the effectiveness of any program it is necessary that the executives has to report and discuss to his superior/team leader regarding the effective training conducted by the organization.  Once the interaction happens it will help the management to bridge the gap between the expectation of the management with the actual.

Table 15
Discussion with the executives on the learning program
	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


From the above table 100 percentage of the superiors/team leaders have said that they have discussed with the executives about the subsequent learning from the program.
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16. Concept  understanding  by the trainees
           From the extent of knowledge applied by the trainees after attending the training program and the discussion with the trainees about the superior/team leader may come to know the concepts explained by the trainer is clearly understood by the trainee. 

Table 16
Concept  understanding  by the trainees
	Factors
	Number of Respondents
	Percentage

	Excellent
	15
	15

	Very Good
	65
	65

	Good
	20
	20

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	15.5


From the above table 15 percentage of the superior/team leaders have said that the  trainee has excellently understood the concept explained by trainer , 65 percentage of the superior/team leaders have said that the  trainee has understood the concept explained by trainer was very good, 20 percentage of the superior/team leaders have said that the  trainee has understood the concept explained by trainer was good.  And their Mean score value is 15.5.
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17. Level of standard  topics covered 
            There are several topics in which training are conducted inside the organization.  As there are periodic training program it should be evaluated with standards that match to the organization and also to the employees who can take it and apply at the right time.
Table 17

Level of standard  topics covered

	Factors
	Number of Respondents
	Percentage

	Excellent
	45
	45

	Very Good
	55
	55

	Good
	0
	0

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	22.25


From the above table 45 percentage of the respondents have said that the topics covered in the training program were upto the standard was excellent, 55 percentage of the respondents have said that the topics covered in the training program were upto the standard was very good.  And their Mean score value was 22.25. 
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18. Interaction between the trainee and the trainer
           The trainee and the trainer are the two important people in a training program.  Inorder to have an effective program the interaction and communication between the trainer and trainee should be proper to have effective training.
Table 18
Interaction between the trainee and the trainer
	Factors
	Number of Respondents
	Percentage

	Excellent
	45
	45

	Very Good
	45
	45

	Good
	10
	10

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	21.75


From the above table 45 percentage of the respondents say the interaction level between the trainee and the trainer  during the training program was excellent, 45 percentage of the respondents say the interaction level between the trainee and the trainer  during the training program was very good, 10 percentage of the respondents say the interaction level between the trainee and the trainer  during the training program was good. And their Mean score value  was  21.75.
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19. Executives have shown job improvement after the acquired learning
           Training focuses on improving the employees worth to the job.  The below table shows the executives acceptance of their worth to the job.

Table 19
Executives have shown job improvement after the acquired learning
	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


From the above table 100 percentage of the respondent have said the executives have shown

Job improvement after acquired learning.
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20. Performance level of the trainee after the training program     

           The training program conducted can be measured only with the performing of the training program.  The performance level of trainee helps to know more about the training program and also the level of the trainee. 

Table 20
Performance level of the trainee after the training program
	Factors
	Number of Respondents
	Percentage

	Excellent
	20
	20

	Very Good
	75
	75

	Good
	5
	5

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	20.75


From the above table 20 percent of the superior/team leader  have said that the performance level of the trainee after the training program was excellent, 75 percent of the superior/team leader  have said that the performance level of the trainee after the training program was very good, 5 percent of the superior/team leader have said that the performance level of the trainee after the training program was good. And the Mean score value was 20.75. 
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21. Extent of application of learning at work

           The full fruitness of the training can be observed from the extent of application of the knowledge obtained from the training.  The training is said to be fully satisfied when the employees put his full extent into the application of training program. 

Table 21
Extent of application of learning work
	Factors
	Number of Respondents
	Percentage

	Excellent
	0
	0

	Very Good
	60
	60

	Good
	40
	40

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	18


From the above table 60 percent of the superiors/team leaders have said that the extent of application of learning at work was very good, 40 percent of the superiors/team leaders have said that the extent of application of learning at work was good.  And the Mean score value was 18.
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22. Training enhancement
            Training is provided to mould the employees to the organization’s needs.  Opinion of the respondents towards training may vary accordingly.  The below table shows the opinion of the respondents towards training effectiveness.
Table 22

Training enhancement
	Factors
	Number of Respondents
	Percentage

	Yes
	100
	100

	No
	0
	0

	Total
	100
	100


From the above table 100 of the respondents have said that the training enhance the training skills and competency levels.

Chart -22
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23. Competency level of the trainee after the training program

       The superior/team leader judges the competency level of the trainee after attending the training period.  To analyze the competency level the superior/team leader closely watches the knowledge gained by the trainee, performance level and job improvement after the training program.  Thus he rates the extent of competency level by the trainee after the training program.
Table 23
Competency level of the trainee after the training program
	Factors
	Number of Respondents
	Percentage

	Excellent
	15
	15

	Very Good
	70
	70

	Good
	15
	15

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	20


From the above table 15 percentage of the superior/team leaders have said that the competency level of the trainee  after the training program was excellent, 70 percentage of the superior/team leaders have said that the competency level of the trainee  after the training program was very good, 15 percentage of the superior/team leaders have said that the competency level of the trainee  after the training program was good.  And the Mean score value was 20.
Chart -23
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24. Trainee’s feedback 
           Feedback is a method where information is collected by the trainee after the training program, regards the positive and negative of the training.  After attending the training program the trainees are given the full rights to say their feedback about the training program conducted by the organization.  It plays a vital role in effectiveness of post training evaluation.

Table 24
Trainee’s feedback
	Factors
	Number of Respondents
	Percentage

	Excellent
	15
	15

	Very Good
	80
	80

	Good
	5
	5

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	22


From the above table 15 percentage of the respondent have said that the trainee’s feedback about the training was excellent, 80 percentage of the respondent have said that the trainee’s feedback about the training was very good, 5 percentage of the respondent have said that the trainee’s feedback about the training was good. And the mean score value was 22.
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25. Program certification
            The certificate of the training program adds credit to the trainees.  All training programs are not certified only a few training are been certified.  But in Ashok Leyland all training programs are been certified.  This table shows the program are been certified or not.  Trainees involve a lot in training program as, if the program is certified.  Through this, it is easy to analyse the effectiveness of the taining. 
Table 25
Program certification
	Factors
	Number of Respondents
	Percentage

	Certified
	100
	100

	Not Certified
	0
	0

	Not required to be Certified
	0
	0

	Required to be Certified
	0
	0

	In the process of being Certified
	0
	0

	Total
	100
	100


From the above table we come to know that 100 percentage of the programs are been certified. 
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26. Knowledge on subject trained in Pre- training, Post- training
           Pre-training refers to the knowledge level of the trainee prior to the training program.  Based on the status of knowledge of the trainee, they decide the mode and the approach of training program be provided to the trainees.  Status of the knowledge of the trainee after the training program is analyzed, so that the efficiency of the training can be predicted where it helps to enhance the mode and the way of training program in the future.  This also helps to identify the individual knowledge gained by the trainee, so the level of effectiveness of training program is based upon the post training knowledge and thus the extent of the effectiveness of training can be found out with the analyzed result on the post training.

Table 26
Knowledge on subject trained in pre-training, post-training
	Factors
	Pre- Training
	Post - Training

	Excellent
	0
	10

	Very Good
	30
	75

	Good
	65
	15

	Average
	5
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV (Pre-training)
	16.25

	MSV (Post-training)
	19.75


From the above table Pre- training and the Post-training is being compared, 0 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Pre-training was excellent were as 10 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Post training were excellent , 30 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Pre-training was very good were as 75 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Post training was very good, 65 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Pre-training was good were as 15 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Post training was good, 5 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Pre-training was average were as 0 percentage of the superiors/team leaders  have said that the trainee’s knowledge on subject trained in Post training was average. While comparing the Mean score value Pre-training mean score value was 16.25 and Mean score value of Post training was 19.75. So when comparing all Post training is excellent than the Pre- training.

Chart -26
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27. Rating the training
           After comparing the pre-training and post-training, training is again rated as a whole.  The trainees are given full rights to rate their training program which ever they attended.  From this rating they come to know the effectiveness of the training program conducted.
Table 27
Rating the training

	Factors
	Number of Respondents
	Percentage

	Excellent
	15
	15

	Very Good
	80
	80

	Good
	5
	5

	Average
	0
	0

	Below Average
	0
	0

	Total
	100
	100


	MSV
	20.5


From the above table the training has been rated by the respondents, 15 percentage of the respondents have said that the training was excellent, 80 percentage of the respondents have said that the training was very good, 5 percentage of the respondents have said that the training was good. And the Mean score value was 20.5
Chart -27
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28. The benefits for the best performer of the training program

              Most of the companies used to give benefits for the best performer of the training program likewise promotions, incentives, increment, allowances, gifts.  Through this scheme, employees of the organization get motivated and perform well in the training program.
Table 28
The benefits for the best performer of the training program

	Factors
	Number of Respondents
	Percentage

	Yes
	0
	0

	No
	100
	100

	Total
	100
	100


From the above table 100 percentage of the superiors/team leaders have said that no benefits is given for the best performance of the training program. This shows that Ashok Leyland does not gives any benefits for the best participants of the trainees during the training program.

Chart -28
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5.1 FINDINGS
          The study conducted on Ashok Leyland Ltd., was to study the “Effectiveness of  Post Training ”  for the trainees who have attended the training program. The main aim of researcher is to find out the truth which is hidden and which has not been discovered as yet. A detailed presentation of the findings of the study generally comprises the main body of the report.  This contains statistical summaries and reductions of the data rather than the raw data, which is presented in a logical sequence and splitted into readily identification sections.
· Most of the Respondents are male

· Superiors/team leaders with more experience are having high number of respondents working under them.

· Majority of the respondents have undergone,  on the job training

· Majority of the respondents have said that the timings of the training program where comfortable for the trainees.

· All the respondents have said that the training program conducted in Ashok Leyland were during the working hours.

· Majority of the respondents prefer training given by the  experts from outside.

· Superiors/team leaders have said  that 75% of their  trainee’s knowledge applied by them after attending the training program was very good.

· Most of the respondents have said that they have provided with study material  during the training program . And most of the respondents have also said that the study material provided was very good.

· All the respondents are agreeing that they expect their staff members to study on their own.

· All the respondents are agreeing that they invite experts on particular topics to meet with the staff members as a part of staff training.

· Majority of the respondents feel very good comfortableness in doing training for their staff.

· Most of the respondents have said that the knowledge level of their trainees were good before training.

· Most of the respondents have said that the pre-program objectives of their trainee for the program was good.

· All the respondents have said that they have discussed with their trainees about the subsequent learning from the program.

· Majority of the trainees have understood the concept explained by the trainer , very good.

· The topics covered in the training program was very good.

· Interaction between the trainer and the trainee in the training program was very good.

· The trainees have shown job improvement after training and their performance level was very good.

· Extent of application of learning at work was very good.

· The training enhanced the training skills and competency levels and their competency level was very good.

· On the whole the trainees feedback about the training program was very good.

· It has been said that 100% of all the training programs conducted in Ashok Leyland is certified.

· Majority of the trainees knowledge on subject trained in pre-training is good and  also majority of the trainees knowledge on subject trained in post-training is very good.

· Majority of respondents have rated the training programs is very good.

· It has been said that they are provided with any benefits for the best performer of the training program. 

5.2 SUGGESTIONS
     Training is conducted in all organizations to improve the skills of their employees.  So that they learn new things or get experienced practically. The performance level of the employees are evaluated after the training ,this evaluation is done by the superiors/team leaders for the purpose to know their improvement in their work. This is called as Post training.

Trainees, after completing their training and reporting back to their Units, they should assess to what extent the training was useful to the day to day work in the field. The superiors/team leaders of the concerned Trainee should submit the Post Training Evaluation as to whether the training undergone by the employee has significantly improved the day to day working of the system. Thus the team leader or the superiors/team leaders should do the post training from the performance of the participant after attending the training programme.

Trainer

· Live examples from the organization can be delivered to the employees for better understanding of concept.
· Respondents need to be oriented about the importance of training and its usefulness at the beginning of a training session.

· Real time examples and the application in actual work during the session itself may be an added advantage like vestibule training, on the job etc.,
Trainee
· Every respondents needs to be motivated to work hard to gain the desired knowledge and skill.
Management

· Training need analysis should be carried out.

· Training can be given based on the employee’s education background and the required job skills.

· Ensure the trainer would accomplish the objective of the training program.

· Frequent training can be given to employees so that their job performance improves.
Training  Programme
· Determine needs and generating new training programs for employees is important.  There is a need to evaluate the effectiveness of training efforts in order to rationalize them.

· The training could be in such a way, which increases performance and individual  career objectives as well.

5.3 CONCLUSION
     The study conducted on Ashok Leyland Ltd., was to study the “Effectiveness of  Post Training ”  for the trainees who have attended the training program. This post training evaluation is done by the superior/team leader for their trainees who are working under their responsibility. This evaluation motivates the employees to improve their performance level.  The purpose of this post training is to know their improvement in their work.

     Trainees, after completing their training and reporting back to their Units, they should assess to what extent the training was useful to the day to day work in the field. The superiors/team leaders of the concerned Trainee should submit the Post Training Evaluation as to whether the training undergone by the employee has significantly improved the day to day working of the system. Thus the team leader or the superiors/team leaders should do the post training from the performance of the participant after attending the training programme.
     The objective of the study is to know the satisfaction level of superiors /team leaders with the performance of their subordinates who has gained knowledge from the training objectives.
     The respondents were the employees of the company.  The sample consisted of 100 employees out of the total population.  The data for the study was primary in nature. 

The descriptive research design is used for the study.  The sampling technique used is non-probability sampling method.  This type of sampling is very convenient and is relatively inexpensive.  The data is analyzed using percentage analysis, MSV method.     
     The employees of the organization are satisfied about the Post training evaluation.  Live examples from the organization can be delivered to the employees for better understanding of concept . Every respondents needs to be motivated to work hard to gain the desired knowledge and skill. Training can be given based on the employee’s education background and the required job skills. Determine needs and generating new training programs for employees is important.  There is a need to evaluate the effectiveness of training efforts in order to rationalize them.

The training could be in such a way, which increases performance and individual career objectives as well.
     Every team/leader should know their trainee working under responsibility. The Relationship between the trainer and the trainee should be very good so that each one knows thoroughly about the other. It makes easier for the team leader/superior to rate the performance of the trainee. And according to the trainee, it  makes easier to perform the job as expected by their superior.
     Training is essential not only to increase productivity but also to motivate and inspire workers by letting them know how important their jobs are and giving them all the information they need to perform those jobs.
SYNOPSIS

     The research title “Effectiveness of Post Training” has carried in Ashok Leyland LTD, Chennai.

     Training is a process of learning a sequence of programmed behaviors. It is an application of knowledge. It gives people an awareness of the rules and procedures to guide their behaviors. Trainees, after completing their training and reporting back to their Units, they should assess to what extent the training was useful to the day to day work in the field. The superiors/team leaders of the concerned Trainee should submit the Post Training Evaluation as to whether the training undergone by the employee has significantly improved the day to day working of the system. Thus the team leader or the superiors/team leaders should do the post training from the performance of the participant after attending the training programme.
     The objective of the study is to know the satisfaction level of superiors /team leaders with the performance of their subordinates who has gained knowledge from the training objectives.

     The respondents were the employees of the company.  The sample consisted of 100 employees out of the total population.  The data for the study was primary in nature. 
     The descriptive research design is used for the study.  The sampling technique used is non-probability sampling method.  This type of sampling is very convenient and is relatively inexpensive.  The data is analyzed using percentage analysis, MSV method.    

     The analysis reveals that the training program given to the workers were effective.  It is clear that the management has provided proper training program, the trainees to the extent had learned new habits, refined skills and useful knowledge during the training periods.

     Thus post training evaluation can help the organization by building good communication and relationship between the superior/team leader and their employees.

EFFECTIVENESS OF POST TRAINING
QUESTIONNAIRE
1. Name of the respondent    _____________________________

2. Gender of the respondent

( ) Male     () Female

3. Experience  of the respondent in Ashok Leyland

( ) below 5 years          ( ) 5-10 years       ( ) 10-15 years   ( ) Above 15 years

4. Number of people  working  under  your  responsibility

( ) 5-10 

 ( ) 10-15
( ) 15-20
( ) above 20

5. What type of training the trainee has undergone

     ( ) on the job training              ( ) off the job training

6. Did the timings of the training program where comfortable for the trainees

( ) Yes                                        ( ) No

7. If yes, what time the program was conducted

( )during the working hours         ( )after the working hours

( )during the holidays

8. Among the following which type of program is preferred by the trainee

( )training given by the organization     ( )training given by their own superior

( )experts from outside                            ( ) learning on their own       ( )Attending any lectures 

9. Rate the level of trainee’s knowledge applied by them in work after attending the training programme

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

10. Do they provide study materials during the training program

( ) Yes                      ( ) No

11. If yes, Was the study material provided to the trainees were informative

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average
12. Will you expect staff members to “Study ”on their own as part of staff training, e.g., view assigned video tapes, read assigned materials?

( ) Yes                      ( ) No

13. Will you invite “experts” on particular topics to meet with the staff as part of staff training

( ) Yes                      ( ) No

14. As program director/manager/training how comfortable do you feel about doing training for your staff

⁭( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

15. What is the knowledge level of trainee before the training

⁭( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

16. Rate the Pre-Programming objective of the trainee for the programme

⁭( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

17. Have you ever discussed with the executives the subsequent learning from the program

( ) Yes                      ( ) No

18. Understanding of the concept explained by the trainer

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

19. Were the topics covered were up to the standard 

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

20. How was the interaction between the trainee and the trainer

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

21. Has the executive shown any job improvement after the acquired learning

( ) Yes                      ( ) No

22. If yes, rate the performance level of the trainee  after the training program

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

23. Extent of application of learning work

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

24. Did the training enhance the training skills and competency levels?

( ) Yes                      ( ) No

25. If yes, rate the competency level of the training after the training program

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

26. Trainee’s feedback about the training

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average

27. Is your program

( )certified                         ( )not certified                         ( )not required to be certified                                                              ( )require to be certified                                ( )in the process of being certified

28. Knowledge on subject trained in

a) Pre Training

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average
b) Post Training 

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average
c) Rate the training

( ) Excellent           ( )Very Good        ⁭ ( )Good    ⁭  ( )Average     ( ) Below average
29. Do you offer any benefits for the best performer of the training programme

( ) Yes                      ( ) No

30. If yes, what kind of the following benefits do you offer

 ( ) Promotions           ( )Incentives     ⁭( )Increments⁭  ( )Allowances     ( ) Gifts
BIBLIOGRAPHY
BOOKS:

· C.R.Kothari’s Research Methodology – Methods and Techniques, K.K.Gupta for New Age International Private Limited, New Delhi, 2000,pp.24-45.
· Roger E.Herman, Keeping Good People, LAN Bevan Publishers, London 2000, pp.45-66.

· Anthony Landale, “Training and Development”, Gower Publication Limited, U.K,2004,pp.33-70.

· C.B Mamoria, S.V.Gankor, “Personnel management”, Himalaya Publishing House, New Delhi, 2001,pp.277-315.

· P.Subba Rao, “essentials of Human resource management and Industrial Relations”, Himalaya publishing House,2006,pp.135-146.

· Wendell L.French, “Human Resource Management”, Houghton Mittlin Company Boston, New Jersey,1990,pp.326-340.

· VSP RAO, Human Resource Management, Houghton Mifflin company,edition 1990,pp.365-370.

· Ashwathappa. K., Human Resource Management and  Personnel Management, edition 2002, pp.171-198.

· Gupta. C.B., Human Resource Management, Sultan Chand and Sons, 6th Edition,pp.45-53.

· Sudhir Dawra, “ Trained for success”, improving results through training, pp-132-153.

· Kris cole, “ The managers survival Guide”, Tata Mc Graw-Hill publishing company limited,Delhi,2004.

· M.S.S.Varadan, “New Technologies and training needs”, The Hindu,March 15,1990.

· B.L.Mathur, “Role of training in development of human resources, strategy for human resource development, RBSA publishers, first edition(2000), pp- 63-74.

· B.L.Mathur, “Human resource management”, first edition(2002), Mohit publications, Delhi, p- 188-211.

· Saxena, A.K., “ Training evaluation for results, Rawat publications, Jaipur and New Delhi,1997.

· Department of personal and training, Govt of India, Design of training course,1997.

· J.P.Saxena, Anita T.kakkar, “ Critical analysis of training and development in public sector enterprises”, published by institute of applied man power research, first edition(2000), p- 206-218.
WEBSITE:
30. Tannenbaum S. I. ; Mathieu J. E . ; Salase. ; Cannon-Bowers J. A (2002) “Meeting trainees' expectations : the influence of training fulfillment on the development of commitment, self-efficacy, and motivation”
Revue / Journal Title, Journal of applied psychology   ISSN 0021-9010   CODEN JAPGBP 
http://cat.inist.fr/?aModele=afficheN&cpsidt=5015519
31. Noe, Raymond (1986) A  presents “Trainees' attributes and attitudes: Neglected influences on training effectiveness.”

Academy of Management Review. Vol 11(4), 736-749.

http://psycnet.apa.org/?fa=main.doiLanding&uid=1987-08937-001
32. Alice P. Gaudine , Alan M. Saks  School of Nursing, Memorial University of Newfoundland, Canada Division of Management Joseph L. Rotman School of Management, University of Toronto, Ontario, Canada(2004) studied “ A longitudinal quasi-experiment on the effects of posttraining transfer interventions”. 
Human Resource Development Quarterly  Volume 15 Issue 1, Pages 57 – 76

http://www3.interscience.wiley.com/journal/107630418/abstract
33. Philip Huint , Alan M. Saks Plants, Kaycan Ltd., Pointe-Claire, Québec University of Toronto, Scarborough(2003) studied “ Translating training science into practice: A study of managers' reactions to posttraining transfer interventions”
Human Resource Development Quarterly Volume 14 Issue 2, Pages 181 - 198
http://www3.interscience.wiley.com/search/allsearch.

34. Yabome Gilpin-Jackson, Gervase R. Bushe (1996)  “Leadership development training transfer: a case study of post-training determinants” 
http://www.emeraldinsight.com/10.1108/02621710710833423
[image: image58.png]



