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Executive Summary
In Bangladesh, the main telecom provider is Grameenphone which had been started out its adventure in 1996. After 21 years of operation they're still in primary service issuer in terms of community, carrier and subscriber. 

My Internship report becomes to spotlight the element training and improvement of Grameenphone. Training and development is a important trouble of Human useful resource control. By using practicing education and improvement procedure, any organization can improve its overall performance and also hobby level. Worker can continue to exist and that they have the possibility to overcome any limitations. As a big business enterprise they're constantly offer education to the employee to keep them competence inside the working surroundings .despite the fact that employee may face problems with the schedule of education apart from this, they have categorized distinct types of education with a purpose to in reality assist them to reform their talents and competency to live on in the long run. As Grameenphone believes that worker is the asset for the organization so that they do care and provide all sorts of education associated workshop, seminars simply to motivate them. Grameenphone thinks that, education is the part of development and this improvement may be finished by using enjoy, schooling and publicity, aside from that functional training, if personnel do properly of their increase of career they ship them to telenor academy to have a completely unique schooling from them for the leaders.

Ultimately I would like to mention that, employer will arrange education however it is going to be successful if the conduct will change after the tainting and this could be carried out within the workplace. Except that, there are some areas of improvements while Grameenphone ought to paintings then their schooling system will be ideal in phrases of performance.
Introduction of the Report

1.0: Introduction
Grameen Phone is the leading telecommunications service provider in Bangladesh. It is a combine enterprise between Telenor (company in Norway) and Grameen Telecom Corporation. Community development bank Grameen Bank and a non –profit Sister Concern of microfinance organization. After twenty one years of operation, Grameen Phone has been reached the 7 Crore subscribers milestone. Related to this, Grameen usually offers innovative, customer centric products and services to delight their customers. Along with that, 64 Districts now powered with 4G connections as result, customer easily get connected and expands their business. So Grameen Phone becomes a part of their success stories, achievements and their reason to go beyond.
Consequently, Grameen do believes that, Technology can empower people to bring positive moves in their lives, being a responsible organization, it is necessary to do something for the society, to some extent, Grameen has already launched a nationwide program to Provide free internet to the students combine arranged by BRAC, as we know that our ICT infrastructure is low in rural area due to low internet penetration, lack of awareness and limited access of the information. Recently, Grameen has offer another program that is, “Deyar Khushi” where they asked to submit unused phone for the betterment of the rural people.
Grameenphone thinks that, to take any initiatives at first change own selves to “Inspiring

Others” GP House, has also become a magnificent model of true green architecture in the country. Before inspiring subscriber, GP had been start their GP House a culture of Paperless and open desk culture, where employee will be habituated to consume less paper compare to other

organization. In 2014, Being a socially responsible company, 656 base station sites are

running on solar system. In addition, GP always encouraged to have a healthy balanced life, to be healthy they promote and inspire cycling for the GP Employee. Along with that, to reduce

electricity usage, they introduced and used innovative power generator solution.

1.1: Origin of the report
The fundamental reason of this study is to become familiar with the corporate world and to

acquire practical knowledge in the context of Bangladesh perspective. In addition, Internship

Program of United international University is a mandatory requirement for the BBA students to be graduated. It’s an orientation for business students to a real life business situation in which I can observe and evaluate the use and applicability of the theoretical concepts which were taught in the classrooms. . This report is assigned by the institutional advisor and organizational

supervisor to put my learning on a particular topic, this report is prepared on people & organization department of Grameenphone Limited, based on learning and practical knowledge

gathered in during this three months.
1.2: Objective of the Report

The main Objective of this report are as follows:

· To know about the training and development procedure of Grameenphone Ltd.

1.3: Scope of the Study
The result of the study do not contain any confidential information as a result the scope of the

discussion is limited, apart from that, it is consider that the whole topic Training and Development is related to the telecommunication sectors in Grameen phone so it is partially

support only training and development of the telecom sectors. Apart from that, I have discussed

the topics related to the profile of the organization, Human Resources activities and Financial

Statement of Grameen phone Ltd.
1.4: Limitations of the study

Which I have faced while doing my report is discussed below:

I did not have to face such as hard types of limitations during completing this report. But

some limitations are always there in any kind of study. Here are some limitations that I have

faced in Grameenphone Ltd, is given in below.
· Lack of proper time is one of the major limitations for preparing this report.

· Lack of enough experience

· I have got my necessary information but some information is not given to me because of

             privacy of the company

· Some important concepts of HRM are not followed in this organization.
1.5: Methodology

In preparing this report I have analyzed the internal human resource practices specially

the training and development procedure of Grameenphone. The study records and information had been collected from the each resources primary resources and secondary resources. In order to make the report more meaningful and presentable. Considering the present finding, this report is based on descriptive business reach where, information has been collected through different sources to make a constructive output on Training and Development.

1.5.1: Data collection technique

Primary Data: 
· Conversation with staffs and the respective care centre officers
· Questionnaire 

Secondary Data: 
· Grameenphone website
· Articles regarding training and development book
· Annual report of  Grameenphone

· Newsletters, Brochures of Grameenphone

Company Overview

2.0: Introduction
Grameenphone broadly abbreviated as GP, one of the leading telecommunications service provider telecommunication zone in Bangladesh .With more than 70 million subscribers (as of August 2018), Grameenphone is the largest cell phone operator in the country. The shareholding structure comprises of mainly two sponsor shareholders, one is telenor mobile communication it’s a largest telecommunications company in Norway, owns a 55.8% share of Grameenphone, Grameen Telecom which owns 34.2% shares and the remaining 10% is general public & other institutions. 

GSM (Global system of global communication) technology first introduce in Bangladesh was Grameenphone Ltd. and became the first operator to cover 99% of the country’s people with network.

History

The idea of offering wider Smartphone get admission to rural areas become in the beginning conceived via Iqbal Quadir, who is currently the founder and director of the Legatum center for development. He become stimulated by means of the Grameen financial institution microcredit model and predicted a enterprise version in which a cellular phone can serve as a supply of income. After leaving his task as a funding banker inside the USA, Quadir traveled returned to Bangladesh, after assembly and correctly raising cash from big apple primarily based investor and philanthropist Joshua Mailman, and worked for 3 years gaining help from various businesses such as Nobel Peace Prize laureate Muhammad Yunus of Grameen financial institution and the Norwegian cell phone organization, Telenor. He became finally a hit in forming a consortium with Telenor and Grameen financial institution to establish Grameenphone. Quadir remained a shareholder of Grameenphone until 2004.
1996 November 28, Grameenphone received a license for cell telephone operation in Bangladesh from the Ministry of Posts and Telecommunications. 1997 March 26, Grameenphone started operations in Bangladesh on the Independence Day.
Grameenphone initially presented a cellular-to-cellular connectivity (broadly referred to as GP-GP connection), which created a whole lot of enthusiasm a few of the users. It has become the primary operator to reach the million subscriber milestone as well as acquire ten million subscriber milestones in Bangladesh.
Changing Logo

GP officially changed its emblem to match its parent employer Telenor's brand on November 16, 2006. According to, Grameenphone the brand new logo symbolizes reliability, believe, best and regular progress. The name Grameenphone changed into kept as part of the new identity due to the fact the call Grameenphone contains with it all of the heritage, success and values of the organization's beyond.

2.1: mission statement

We are here to help our clients
We exist to help our customers get the full advantage of being linked. Our success is measured via how passionately they promote us.
2.2: vision statement 

Empower Societies

We offer the energy of digital verbal exchange, permitting everybody their lives, construct societies and secure a higher future for all.

2.3: Organogram 

Organizational structure of Grameen Phone 

As mentioned this is a joint venture between, Grameen and telenor and Grameen believe on Make it easy which is one of the values, so Grameen basically try to eliminate layers to make decisions quick and easily. This is the divisional structure which is followed in Grameenphone.
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People and Organization structure of Grameen Phone

GP emphasizes on stronger diligence to enterprise, all operations being obvious and invites large involvement of the worker, as we know that, HR Department plays a great role in any organization and the name of HR Department is P&O (People and Organization).this division can be divided by five departments. That is,
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2.4: Products and services of Grameenphone

Grameenphone have become the largest mobile Operator in terms of subscriber and revenue. Due to their strong network and services customer have become delighted as a result they are having more than 70 Million subscribers which is a great millstone for the Grameenphone. Thought, Grameenphone offers Best service towards their employee, depending on the usage, necessity on the product requirements, Grameenphone offers varieties of product that match the customer demand. As a result, customer can choose their desired services from the list of services proffered by the Grameen Phone.

PREPAID

· Nishchinto 

· Bondhu 

· Djuice

· Smile 

· Village Phone
· POSTPAID
· Xplore
· Xplore-XP
· GP public phone

·  My plan 
· Business Solution
INTERNET 
· Volume Based Packs

· Social Packs

· Video Packs

· Smart Plans

· Wi-Fi Hotspots
ROAMING

· Standard Roaming (Voice calls, Data, SMS)

· Basic Roaming (Voice calls, SMS)

· SMS Roaming (International SMS only)

ENTERPRISE SOLUTION

· Bulk SMS Corporate

· VTS (Vehicle Tracking System)

· Voice Message

· Broadcast

VALUE ADDED SERVICE

· Miss Call Alert 

· Call Block 

· SMS 

· Welcome Tune 
DIGITAL CHANNELS
· My GP 

· GP Online Shop 

· G PAY

Training and Development

Training is the acquisition of information, capabilities and competencies daily coaching. Development teaches everyday more effective and powerful at work and on the business enterprise. In different phrases, training offers the capabilities and development maximizes it. While agencies invest money for developing their employee, organizations supporting them to use their present capabilities and organization sources every day perform higher. The best developing programs give employees the opportunity to discover things that they would never discovered things that they would have never discovered in their day-to-day work.
Training = Teaching new skills      Development = Perfecting existing skills 

According, Thomas N. Garavan, BridieBarnicle, Noreen Heraty, (1993) in training and development (T&D), it's miles useful for abilities to cognizance on expertise, capabilities and competencies.  but neither the sphere of T&D, nor competency inside the subject, is static.
3.0: Literature review
The studies presented in this paper represents a preliminary investigation of significance of converting belief concerning on teacher can now not rely totally on provision of the venture‐associated management training; as an alternative they're anticipated to grow to be acquainted with people, self and career development talents and know-how. at the side of that, running shoes are predicted to gain applicable abilities and expertise which allow them to empower the trainees to transfer information abilities, values, attitudes and behavior to the place of business.(Analoui, 1994).
Related to this, Glenn E. Sumners, Richard A. Roy, Thomas A. Gavin, (1991) had cited a technique for growing a schooling programme responsive to the expanding scope of inner audit capabilities is supplied. This take a look at set up that, a training development cycle, of which an character career report is an indispensable point to allow the internal audit characteristic to adapt to the regular state of exchange.
The authors go on to suggest that just like , The Industrial Training Service thus has been one of

the links between the realities of day‐to‐day work carried out in organizations, furthermore this

study suggest that and the thinking at national level, which guides the policies and practices of

training and human resource development. JAG Jones,(1980).
This idea supplied by using David Robotham, (2003) the article proposes a method for optimizing the effectiveness of schooling via a framework developed from  complementary areas; gaining knowledge of theory and competence.
Most studies has sought on a basis of studies and literature review, Smith, in 2001, counseled a model depending at the development of preparedness of freshmen and their places of work to assist the bendy transport of training in companies. the use of the model as a framework, he then developed an in depth set of techniques that may be used in running places of work to increase beginners and workplaces for effective flexible shipping Peter J. Smith, Ian Robertson, Lyn Wakefield, (2002)
Related to this ,David Robotham, (2003) highlighted the truth that, to improve getting to know potential requires more than virtually looking for to develop observe abilities. current proof cautioned that, effective gaining knowledge of entails the development of deeper learning abilities which includes essential thinking and identifying the links among one-of-a-kind bodies of information.
Opinions a number of the literature on electricity and affect as it relates to the training and development characteristic. based at the Highlights a number of problems that confront the training and improvement feature in using power and influence correctly in businesses..Thomas N. Garavan, BridieBarnicle, Noreen Heraty, (1993)
A argument will be made that, the need for assessment of control training and development. Distinguishes among unmarried‐loop gaining knowledge of (tracking) and double‐loop gaining knowledge of (evaluation).moreover also depicts the idea with a questions take us returned to primary objectives and the fundamental differences among schooling and development. Christopher Rowe, (1996)
This article ambition to outline the theoretical perspectives of global schooling and improvement and look at how theoretical frameworks have been carried out by means of practitioners. There seems to be a large gap among educational theories and multinational establishments‟ (MNEs‟) practices. JieShen, (2005)
A variety of education, training and development activities and the usefulness and effect of such sports are participated through expert women′s participation . Managerial women rated developmental relationships (sponsors, mentors) most useful, though those sports were not normally available to them. Ronald J. Burke, Carol A. McKeen, (1994)
It is noted that only the study of Training should be bite‐sized and incorporate real situations,

coaching and feedback. Andy Preston, (2009)
Organizations discover it an increasing number of tough to live aggressive in today’s worldwide economic system. most studies sought that, in the place of work are using bench marking, competency, competency fashions, and competency studies to help make human resource decisions, inclusive of hiring, schooling, and promotions by means of Leaders.Zane Berge, Marie de Verneil, Nancy Berge, Linda Davis, Donna Smith, (2002)
Analysis and Interpretation
4.0: Analysis & Interpretation 
Question 1:  Gender 
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Interpretation: Above graph shows that maximum of the respondent, whom has been carried out thru personal interview have been male, as 17 respondents were male. then again 13 respondents have been female.
Question 2: Age
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Interpretation: Above graph indicates that maximum of the respondent age turned into 21-25= thirteen respondents, 26-30=11 respondents, 31-35 above =6 respondents.
Question 3: Education Level
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Interpretation: Above graph shows that maximum of the respondent education degree turned into graduate 18, on different hand 12 respondents became post graduate.
Question 4: Years of Service
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Interpretation: Above graph shows that most of the respondent was 1 to 5 years 17 respondents, less than 1 year 6 respondents, 6 to 10 years 5 respondents, more than 10 years 2 respondents.

Question 5: Your organization has a training and development policy applicable to all employees.
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Interpretation: From the above graph shows that most of the respondent was Agree (14 respondents) with Grameenphone has a training and development policy applicable to all employees. On the other hand strongly agree (10 respondents), Neural (2 respondents), Disagree (3 respondents), strongly disagree (1 respondent).  

Question 6: Organization provides on job training for improving employee knowledge, skills and ability.
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Interpretation: From the above graph shows that most of the respondent was Agree (13 respondents) with Grameenphone provides on job training for improving employee knowledge, skills and ability. On the other hand strongly agree (11 respondents), Neural (2 respondents), Disagree (1 respondent), strongly disagree (3 respondents).  

Question 7: The training and development program increase employee performance.
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Interpretation: From the above graph shows that most of the respondent was Agree (14 respondents) with the training and development program increase employee performance. On the other hand strongly agree (7 respondents), Neural (6 respondents), Disagree (2 respondents), strongly disagree (1 respondent).  

Question 8: The training and development process help the employee to identify the strength and weakness.
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Interpretation: From the above graph shows that most of the respondent was Agree (12 respondents) with the training and development process help the employee to identify the strength and weakness. On the other hand strongly agree (10 respondents), Neural (4 respondents), Disagree (3 respondents), strongly disagree (1 respondent).  

Question 9: You are satisfied with the job-related training your organization offers.

[image: image11.png]14
12
10

o N B o ®

Strongly Agree Neutral Disagree Strongly
Agree Disagree





Interpretation: From the above graph shows that most of the respondent was Neural (13 respondents) with the job-related training Grameenphone offers. On the other hand strongly agree (3 respondents), agree (9 respondents), disagree (3 respondents), and strongly disagree (2 respondents).  

Question 10: Training and development opportunities are explicitly linked to the strategic direction of you company.  
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Interpretation: From the above graph shows that most of the respondent was agree (15 respondents) with Training and development opportunities are explicitly linked to the strategic direction of Grameenphone.   On the other hand strongly agree (6 respondents), Neural (4 respondents), disagree (2 respondents), and strongly disagree (3 respondents).  

Question 11: Only management should take decision about your training design.
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Interpretation: From the above graph shows that most of the respondent was Neural (13 respondents) with only management should take decision about training. On the other hand strongly agree (2 respondents), agree (11 respondents), disagree (3 respondents), and strongly disagree (1 respondent).  

Question 12: Employees should choose their desired training process.
[image: image14.png]14

12

10

Strongly Agree

Agree

Neutral

Disagree

Strongly
Disagree




 

Interpretation: From the above graph shows that most of the respondent was Agree (13 respondents) with Employees should choose their desired training process. On the other hand strongly agree (1respondent), Neural (9 respondents), disagree (6 respondents), and strongly disagree (1 respondent).  

Question 13: Employees gets enough support from the training instructor.
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Interpretation: From the above graph shows that most of the respondent was Disagree (17 respondents) with employees gets enough support from the training instructor. On the other hand strongly agree (2 respondents), agree (7 respondents), Neural (3 respondents), and strongly disagree (1 respondent).  

Question 14:  Employee get innovate ideas during training.
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Interpretation: From the above graph shows that most of the respondent was Agree (23 respondents) with employees get innovate ideas during training. On the other hand strongly agree (3 respondents), Neural (1 respondent), disagree (2 respondents), and strongly disagree (1 respondent).  
Question 15:  Organization provides all the study material before the training program starts.
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Interpretation: From the above graph shows that most of the respondent was Agree (11 respondents) with Grameenphone provides all the study material before the training program starts. On the other hand strongly agree (6 respondents), Neural (5 respondents), disagree (5 respondents), and strongly disagree (3 respondents).  
Question 16: Supervisors help employees set realistic goals for performing their work as a result of their training.
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Interpretation: From the above graph shows that most of the respondent was Agree (18 respondents) with Supervisors help employees set realistic goals for performing their work as a result of their training. On the other hand strongly agree (3 respondents), Neural (5 respondents), disagree (3 respondents), and strongly disagree (1 respondent).
4.1: Grameenphone Training and Development SWOT Analysis
Strengths

· Varity of training applications.
· Properly designed course content material & high relevancy to the task.

· All of the requisite capabilities are blanketed. 

· A right linkage exists amongst organizational, operational & man or woman schooling wishes
· Routine tasks accomplished efficiently.

· Great scope of employee skill development. 

· Have performance evaluation system. 

· Paying special care to training need analysis 

· Training resources are available 

· Global training support service. 

· Good employee management relation. 

· Followed different training policy.

Weaknesses

· Loss of quantitative for measuring training effectiveness.

· No tools used to make sure transfer of studying after the education imparted.

· No separate group is there completely accountable for schooling.

· Employees get a direction syllabus and an expectation to keep up with the instructor at all times, no matter what else they have got taking place in lifestyles.

· If personnel are not near the corporate headquarters, they might not even acquire any formal schooling.
· All identify need are not addresses for training.

· Less external training and employee considers that external training is more effective than internal training. 

· The prominence of training is not equally assigned for all employees. 

· Lack of enthusiasm from supervisor and poor training attendance.

Opportunities
· Having a full time Technology Trainer allows for ongoing in-house opportunities to improve and enhance job skills.

· Replace inflexible education structures with self-paced packages that permit newcomers to go as fast (or gradual) as wished in an effort to advantage the most information from the schooling route.

· Provide on line alternatives to in-character schooling with a purpose to open the opportunities as much as personnel in numerous geographic areas. This also reduces the time and expense related to traveling. 

· Allow employees to have a greater selective technique to education. 
· Allowing employees to pursue self-paced, online, and self-directed training opportunities has the added benefit of reducing overall costs compared to traditional methods.
· As employee, has a good opportunity of skills and career developments. 

· Have chance to fill the gaps of lacking. 

· Access in both national and international training. 

· Branching out Options. 

· Training performance helps in promotion. 
Threats

· The training finances can be affected by monetary slowdown which may also result in decreased schooling.

· Generation is converting fast & new generation demands new talents.
· Through trainees are selected by the supervisor or higher authority, there is a chance of discernment. 

· If training performance is not satisfactory, there is a threat of less PIPS (Performance Incentives Profit Sharing)

4.2: Findings

There is actually no organization in this world which is free from problems. Grameenphone is not also free from problems. In Grameenphone I have found the following problems:

· From the survey I realized that the training procedure is satisfactory for employees but it should be updated.

· A few numbers of employees are not happy with the training and development policy of Grameenphone.

· Performance appraisal process is very slow so that employees going to be demotivated.

· Grameenphone don’t have any flexible training plan for their employees.

· Majority of employees agree that training should give as technically in branch to branch.

· Most of the employees are not fully satisfied with job-related training.

· In case of training, employees want to need motivational training.

· Training time is not enough for the employees so they don’t concentrate and learn from all the desire training.

· They also say that employee performance evaluated two times in a year so that their promotion can be grow up as soon as possible.

· A right linkage exists amongst organizational, operational & individual education desires.
· Training team is very much efficient but there is some lacking in transfer of training.

· Even if employees face different challenges or have differing learning needs, everyone receives the same one-size-fits-all training. 
· Management keeps the good reward for employees. For example: when one employee performance in no. one position he or she gets bonus.

· From survey I can say that employee get theoretical ideas when they go through the training.

These are the findings that I found in Grameenphone while I went there to take interviews from the employees working there in Grameenphone.

Conclusions and Recommendations
5.0 Conclusion

Grameenphone is the leading telecom company in Bangladesh. After twenty years of operation

Grameenphone have reached 5 Crore of subscriber, this is a great achievement for the

grameenphone. As grameen subscriber are having premium services from the grameenphone so

it is require continuous improvement not to mention to survive in the competitive market. Even though every time employer is changing their techniques just to make their subscriber satisfied, in terms of the networks, customer support ,apart from this when our subscribers make us part of their achievement tales, their subscriber end up part of their achievements and Grameenphone earned a reason to head past.
5.1 Recommendation

To recommend Grameenphone Limited is quite difficult thing for me because of unavailability of data and information. I have tried to identified some problems of training and development of Grameenphone and my proposed some solutions based on my personal experience in doing project on grameenphone are given below-

· I think grameenphone should develop their training and development procedure for better success. 

· The number of trainees are not enough of grameenphone. They should increase the number of trainees to provide training both in our country and abroad.

· Grameenphone should upgrade their training manual because it is very effective to provide training to the trainee.

· In the grameenphone training institute, they always should use latest technology in this competitive word.

· Performance appraisal is very important for any organization because it helps an organization to determine the performance of employees. The HR department of grameenphone should introduce performance appraisal policy.

· Grameenphone should increase salary and incentive package. So that employee will be motivated and turnover rate will be decreased.

· Grameenphone should give increment, incentives and salary time to time according to their rules.

· The training and evaluation process should be modernized in order to show the performance of the employees of grameenphone.

· Grameenphone should have complain box. In many times, some employees does not express their problems with their authority. If they have any complain box, it will help to determine the problems and solve the problems.

Appendixes
Questionnaire

  Respondent’s Profile (Please tick the answer and fill in the blanks when necessary

	1.Gender
	· Male
	· Female




	2.Age
	· 21-25
	· 26- 30
	· 31-35
	· 36-40
	· 41-45
	· 50 and above

	3.Education   Level
	· PhD
	· Graduate
	· Post Graduate
	· Intermediate
	· other

	4.Years of service
	· Less than 1 year
	· 1 to 5 years
	· 6 to 10 years
	· More than 10 years


Question 5: your organization has a training and development policy applicable to all employees. 

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 6:  Organization provides on job training for improving employee knowledge, skills and ability. 

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 7:  The training and development program increase employee performance.

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 8: The training and development process help the employee to identify the strength and weakness.

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 9: You are satisfied with the job-related training your organization offers.

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 10: Training and development opportunities are explicitly linked to the strategic direction of you company.  

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 11:  Only management should take decision about your training design.
	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 12: Employees should choose their desired training process.
	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 13: Employees gets enough support from the training instructor.

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 14:  Employee get innovate ideas during training. 

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 15:  Organization provides all the study material before the training program starts.

	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Question 16: Supervisors help employees set realistic goals for performing their work as a result of their training.
	· Strongly Agree
	· Agree
	· Neutral
	· Disagree
	· Strongly Disagree


Thank you for your Cooperation…….
Part: 2
Questionnaire:
17. What are the strengths of Grameen phone Limited?

	Answer:


	Answer:


18. What are the weaknesses of Grameen phone Limited?

19. What are the opportunities of Grameen phone Limited?

	Answer:


20. What are the threats of Grameen phone Limited?

	Answer:
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