[bookmark: _Toc83567827][bookmark: _GoBack]Internship Report on
[bookmark: _Toc83567828][image: ][image: ]“Bengal Learning & Development Academy”

United International University
School of Business and Economics


BBA Program

[image: UIU logo]





Internship Report
Summer 2021



Md. Muhib Ullah
ID: 111 161 261


Submitted to
Prof. Dr. Mohammad Badruddozza Mia


September 28, 2021
Letter of transmittal



26 September, 2021 
Dr. Mohammad Badruddozza Mia,
Professor, 
United International University,
Madani Avenue, Dhaka.

Subject: Submission of internship report.

Dear Sir,

I present my internship report on the Bengal Group of Industries, which is a part of the BBA curriculum, I have done a three-month internship. The name of the report is "Bengal Learning & Development Academy” where I have been worked. This report is designed to comply with my Bengal Group of Industries internship program requirements at my association. I hope that this report will be both comprehensive and instructive.
I have collected what I consider the most important facts in the preparation of this report to make my report analytical and reliable. During the report, I gained a lot of information of HR regulations and a lot of unknown facts, issues and prospects concerning the Bengal Group of Industries' learning and development efforts. I believe this experience will make my future career easier.
I would like thank you sir for your guidance and assistance during this report. If you would clarify your thoughts and views on the report, I would be glad. I would also like to react to your questions if you want to ask about a part of my report. Once again, thank you for your patience and support.

Sincerely yours,
Md. Muhib Ullah
ID: 111 161 261
United International University
School of Business & Economics
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[bookmark: _Toc83567830]Executive Summary


My internship at Bengal Group of Industries (75 Gulshan Avenue, Road- 30, Gulshan- 1), is the subject of this report. I've included every key component of my job experience throughout my internship in this report.
You will get information on BGI’s history, its companies, organizational schedules, organization structure etc. In this report. In this report I highlighted my experience in the workplace and specific tasks.
Bengal Group of Industries began its journey in 1969 with the establishment of Bengal Plastics Ltd, the first company in plastics processing in the country. BGI is currently one of Bangladesh's leading plastics industries. Their actions today are however not confined to plastics. They diversified their enterprises successfully in electronic media, real estate, chemical, paper, food and beverages, metal, cement, renewable energies and also bank over the years.
My report provides details of my job description in the BGI and details of the industry I have worked in conjunction with an in-depth examination of the training program provided by the HR, BGI. The main component of the study concerns the Learning and Development of the Bengal Group of Industries.
The Bengal Group of Industries concentrates heavily on L&D. They are constantly working to improve the effectiveness and efficiency of their staff. Bengal Group of Industries HR division has carried out training and organizational development duties and is an ongoing activity. The training and development procedure of the Bengal Group of Industries is optimal. It matched the lessons I learned. They're more or less the same. I found out after working with them that they care about their employees. The administration always tries to give adequate training for the employees in order to make them efficient and better.
At the end it contains my major findings regarding the training program of Bengal Group of Industries.
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[bookmark: _Toc83567833]Introduction
The Plastics sector in Bangladesh is one of Bangladesh's most successful regions. Our ordinary lives have been transformed by plastic. We are engaged in several ways in plastic products. Plastic plays a major role in our lives from the morning alarm clock through the dinner table, the coffee cup, the desktop PC, buses to planes, etc. In every part of human existence, plastics are widely used. Plastic simplifies and improves our life. Every day, people increasingly rely on plastics because of plastic qualities, such inertness, durability, flexibility, versatility, etc. Below are some key plastics criteria:
· Combustion at a high temperature
· Plastics do not absorb a lot of water
· The water content of polymers is significantly lower than that of biomass.
· Increasing accessibility in the neighborhood.

Compared to the textile and leather sectors, the plastics business in Bangladesh is relatively recent. As a modest industry, the plastics sector began its journey in the 1960s. Since the beginning of the 1990's, a free market economy has led to the plastic industry's tremendous rise.


[bookmark: _Toc83567834]Top Plastics Company in Bangladesh

1. Bengal Group of Industries

2. PRAN-RFL Group

3. National Polymer Industries

4. Croma Plastics Ltd.

5. PARTEX Group

6. HAMKO Polymer Industries Ltd.
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[bookmark: _Toc83567835]Organization history
Bengal Group of Industries began its journey in 1969 with the establishment of Bengal Plastics Ltd, the first company in plastics processing in the country. The Bengal Group is currently one of Bangladesh's leading plastics industries. Their actions today are however not confined to plastics. Diversified our companies successfully in electronic media, real estate, chemicals, paper, food, metal or renewable energy throughout the years.
[bookmark: _Toc83567836]Organization Timeline



	Year
	Event

	1969
	Mr. Morshed Alam founded BGI with a single hand-operated plastic injection molding machine in a rented space in old Dhaka.

	1971
	After independence of Bangladesh at 1971, started full pledged production of
Jute & Textile Spare Parts, which were used to import from Indian and Europe.

	1980
	Bengal Adhesive and Chemical Products makes adhesives for a variety of industries, including the hardwood furniture, shoe, and lather industries, among others.

	1981
	Bengal Plastic Industries Ltd. is a limited liability business registered with the Joint Stock Company in Dhaka, Bangladesh.

	1991
	Plastic Apparel Hangers were introduced in Bangladesh for garment firms that are solely focused on exporting to the United States and the European Union.

	1994
	Batts Inc., Michigan, USA, became the licensed manufacturer, which was eventually bought by A&E Products Group LP, a TYCO International Limited Company. With over 50 distribution sites in over 28 countries, A&E Products Group is the world's largest apparel hanger manufacturer.

	1995
	Bengal Overseas Corporation Ltd. imports and exports a wide range of goods into and out of Bangladesh. Rinnai Japan, Cornelious UK, Crown Cork & Seal USA, Videojet USA, and Linnex USA are among the prominent worldwide industrial companies it now represents in Bangladesh.



	1998
	Became a licensee of Scheoller Wavin System, Germany, the world's top manufacturer and designer of Coca-Cola, Pepsi-Cola, and other major soft drink bottle crates, with licensees and production partners in over 50 countries.

	1998
	The Government of Bangladesh granted CIP to our Founder Chairman, Morshed Alam, for our contribution to the economy.

	1999
	Grew to be Bangladesh's largest plastic processing facility, with 72 injection molding machines ranging in capacity from 250 to 1600 tons and consuming over 250 tons of raw materials every day.

	1999
	Initiated a $5 million expansion plan to build the world's largest production facility at Zerabo, Savar, Dhaka.

	2000
	For US $2 million, Bengal Build-up BD Ltd. purchased a Chinese plastic factory (Build-up Plastics BD Ltd.) with 12 injection molding equipment in Dhaka Export Processing Zone, Bangladesh.

	2001
	Power Utility Bangladesh Ltd. - an energy company to contribute in the power sector to meet the country's fastest growing demand for electricity by
installing power plants at strategic locations in Bangladesh.

	2002
	Bengal Poly & Paper Sack Ltd. - PP Woven Sacks manufacturing industry at Tongi, Gazipur, Bangladesh with a capacity to produce 200,000 woven sacks of different types. The company is meeting the demand of cement industries, fertilizer industries, and poultry/fish feed industries by supplying quality woven sacks.

	2002
	Bengal Plastic Industries Ltd. has received ISO 9001:2000 and ISO 14001 certifications for its quality management system and environmental system, respectively. Bengal Plastic is Bangladesh's only company with both certifications.

	2003
	Molded Furniture was added to the production fleet, with 12 various varieties of plastic chairs, four different types of plastic tables, and other large molded products being produced.



	2003
	Bengal Corrugated Carton Industries Ltd. is a packaging unit that produces corrugated cartons for the entire Group, with a daily capacity of 50,000 pieces of various sizes. 
It is now able to meet the needs of all of our sister companies.

	2004
	Rahmania Biscuits & Bread Industries Ltd. was purchased. In the Bangladeshi city of Noakhali, there is a biscuit factory.
The plant, which can produce 500 kg of soft biscuits per hour, was eventually renamed Romania Food & Beverage Ltd.

	2004
	Hamilton Metal Corporation Ltd. is a maker of metal hooks and clips for other Group firms' clothes hangers.
 Four bending and forming machines are included in the factory, as well as a fully automated electroplating line. 
The factory has the capacity to create 500,000 metal hooks and 800,000 metal clips each day.

	2005
	Polycord Ltd., a flexible packaging facility in Savar, Dhaka (Bengal Flexipack Ltd.), was acquired. Polycord Ltd. produces various packaging materials for the food and beverage, pharmaceutical, detergent, and other industries.

	2005
	Bengal Windsor Thermoplastics Ltd., a Dhaka Export Processing Zone injection-molding facility, has received ISO 9001:2000 certification for its quality management system (QMS).

	2006
	Bengal Concept & Holdings Ltd. launched the 20-story Bengal Tower at Motijheel, Dhaka City's financial centre, with a land area of 12,000 square feet and a total caste area of 184,000 square feet, which includes three basement car parking levels.

	2007
	National Television Ltd. (RTV) - a Bengali satellite television channel transmitting 24 hour news and program material with a presence in Asia, the Middle East, Australia, and New Zealand - was acquired. It can also be found on Dish Network channel 805 in the United States.

	2008
	For quality management system and environmental system certifications, Bengal Polymer Wares Ltd. acquired ISO 9001:2008 and ISO 14001:2004 certifications.



	2010
	For its food safety management system, Romania Food & Beverage was awarded ISO 22000 certification.

	2011
	Bengal Plastic Pipes Ltd. began commercial production of UPVC and HDPE pipes in various sizes, as well as UPVC doors and door profiles, in April 2011.

	2012
	Bengal Renewable Energy Limited was acquired from Xenergeia International Limited, which was afterwards renamed.

	2013
	The Securities and Exchange Commission (Amendment) Act, 2012 allowed Bengal Windsor Thermoplastics Ltd. to list as a public limited company on the Dhaka Stock Exchange and the Chittagong Stock Exchange.
The Bengal Group of Industries and Swiss’ Hotels & Resorts have struck a deal to build "The Swiss Hotel Dhaka."

	2014
	Designer Jeans Ltd. is a company that manufactures and sells designer jeans A Bengal Group company has begun large-scale expunction. The company Bengal Cement Limited was founded.

	2015
	Bengal Melamine Ltd., Hamilton Mold & Engineering Ltd., Bengal Retails Ltd., and Linnex Electronics Bangladesh Ltd. were all established, and Bengal Plastics Limited issued commercial papers for short-term funding, which it successfully repaid.




Bengal group of industries is also planning to introduce Bengal Melamine Ltd. in 2016.

[bookmark: _Toc83567837]Organizational network of the Bengal Group of Industries
The organization network of Bengal group of Industries is given below:

[bookmark: _Toc83567838]Marketing Division:

There are two parts marketing division.

1) [bookmark: _Toc83567839]Corporate Sales
2) Retail Sales

With its plastics goods, Bengal Group commences business. The Corporate Sales Division works with the Institution, the corporate clients and, through its distributors, the Retail Sales Division deals with the general customer. Bengal Group Industries Ltd now has 25 enterprises and is always addressing the rapidly expanding demand on the market.
[bookmark: _Toc83567840]International Business Division:

The success in the domestic market encourages the Bengal Group of Industries to expand into the international market with high-quality products.
[bookmark: _Toc83567841]PPIC Division:

The design, procurement, inventory and prevailing meanings of PPIC. In creation, development and implementation of procurement policies and plans, this division plays a very essential role in managing stock inventories of the goods by analyzing market demands and demand for products.
[bookmark: _Toc83567842]Accounts and Finance Division:

The Bengal Group of Industries Ltd. Accounts and Finance Division administers all financial processes such as budgeting and monetary reporting, taxes and vats, and so forth. More importantly, Bengal Group of Industries Ltd.’s internal systems controls are developed and maintained to safeguard all monetary assets.
[bookmark: _Toc83567843]HR Division:

The Bengal Group of Industries HR Division manages its employees in all sorts of human rights procedures. This division finds relevant staff, teaches them to adapt and positions them in the suitable position for existing staff. The Bengal Group of Industries Ltd. also addresses the legal aspects of employees.
[bookmark: _Toc83567844]Internal Audit Division:

The Internal Audit division also carries out various audit tasks to assess the compliance and the internal control system throughout the firm based on the yearly audit plan.



[bookmark: _Toc83567845]IT Division:

In order to help each unit achieve its daily deliverable abuse, the IT division of Bengal Group of Industries Ltd has been operating alongside every function of the organization since 1996.
[bookmark: _Toc83567846]QMS Division:

QMS represents quality management system. Quality management system. QMS division adds to the success of organizing and processing through international management in a very systemic and visual way.
[bookmark: _Toc83567847]Operation Division:

The operational department of the Bengal Group of Industries is responsible for the continuous monitoring of the components to be utilized in any product with sophisticated instruments and calibration procedure in different production phases. Research and development is the responsibility of the Bengal Group of Industries Ltd. The division operations.
[bookmark: _Toc83567848]Engineering Division:

For the installation and maintenance of production machinery and other civil construction in the factory, Bengal Group of Industry Engineering plays a very essential function. A qualified engineering team is ready with its technical assistance to guarantee a smooth manufacturing.
[bookmark: _Toc83567849]Factory Admin Division:

Factory Admin plays an important function in keeping factories running every day. They have to pay daily wages, maintenance and administration of factory premises, factory transport machinery, cantinas, production plant safety and various physical difficulties. They are responsible for the distribution of wages.

[bookmark: _Toc83567850]Quality policy of The Bengal Group of Industries:

1. Complete assurance of the highest possible product and service quality.

2. Expand market share and productivity

3. The Bengal Group of Industries has implemented the ISO 9001 standard.

4. The organization's quality management system must be staffed with qualified personnel, housed in appropriate facilities, and equipped with cutting-edge technology.
[bookmark: _Toc83567851]Quality assurance:

"There can be no compromising quality in a company involving people"' that is a key component of the organization's quality assurance program," says Bengal Group of Industries. ISO-9001 has been maintained. With the best qualified and most skilled employees and up to now machinery, the Bengal Group Quality Assurance division may be ready. All test, sample and inspection processes for items are clearly endorsed, implanted and fully documented. By giving training, they update and ensure quality for employees and employees.
[bookmark: _Toc83567852]Export:

The local Bengal Group of Industries's achievements enable them exploring the global market. By exporting hangers to the U.S. in 1998, the Bengal Group of Industries began its global voyage. It has grown worldwide since then. Revenues increased significantly, with an average yearly growth rate of 30%. Plastic products, as well as consumable foods, are exported into numerous countries, such as Sri Lanka, India, Hong Kong, Singapore, the United States, Canada and many more in Europe by the Bengal Group of Industries.
[bookmark: _Toc83567853]Main Spotlight of the Bengal Group of Industries:

· In a state-of-the-art manufacturing facility, sophisticated manufacturing facilities are available.
· The company is ISO 9001:2008 certified and is always looking for ways to improve the quality of its products and services.
· Community understanding of environmental issues is being develop  
[bookmark: _Toc83567854]    Human Resource Division of the Bengal of Industries Ltd

This joint effort by entire workforce is viewed by the Bengal Group of Industries. Bengal Group of Industries' division of human resources has a comprehensive legal and ethical policy and procedure to implement best practices. The main goal of the division of human resources is to familiarize organizational policies and the Bengal Group of Industries personnel. It sets up particular operating instructions with a view to maintaining desired standards.
HR also offers particular guidance on the appraisal, evaluation, reward and long-term benefit of the organization's personnel. The graphic illustrates clearly the expected level. Employees gain an overview of the current status, development and added value process in the company.
[bookmark: _Toc83567855]HR functions:

I. Recruitment and selection:
The most significant functions of the Bengal group of industry are recruitment and selection. All employees of the Bengal Group are recruited by their division of staff directly or indirectly.
II. Training and Organizational Development:
Training and organizational growth are the main focus of the human resources department. You always attempt to generate fresh ideas to grow the workplace in order for employees to be fond of your organization. They also focus on training their personnel to make them more efficient and successful.

III. Payroll:
This is one of the Bengal Group of Industries' most essential human resources functions. They keep pay packages, attendances, leaves, bonuses, bonuses and other monitors and non-monitoring perks.

[bookmark: _Toc83567856]The Structure of HR Organogram
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[image: ]Company Mission and Goals Mission:
Our objective is to constantly strive to exceed customers' expectations in order to achieve boundless greatness by giving more value to our customers than our competition.
[bookmark: _Toc83567857][image: ]Goals:
Our objective is to be the best company in our field, and we make it a point to provide top-notch goods and services to all of our clients. We achieve this by enforcing a set of quality policies across the board.

[bookmark: _Toc83567858]Job Description
As part of my schooling, I had the opportunity to work with the Bengal Group of Industries Ltd for three months. It was from 20th July to 20th October that my internship term was. I was employed as an Intern in Human Resource Department, where I learned numerous human resources practices from BGI.
These are:
I. Developing Training modules
II. Assisting in conducting training programs
III. Assisting the Head of L&D in developing training strategies, projections, and budgets, as well as ensuring training effectiveness.
IV. Assisting in conducting training needs assessment (TNA)
V. Creating a participant list for the training
VI. Calling them over the phone individually for their acknowledgement
VII. Creating a summary of candidate profiles for the written, viva, and practical tests
VIII. Arranging top sheet and exam paper
IX. Photocopying and printing important papers
X. Preparing the papers for vehicle requisition
XI. Collecting the training materials
XII. Taking pictures of training sessions
XIII. Assisting the trainer in the training period
XIV. Arranging foods and other stuffs for training
XV. Arranging the stationaries
XVI. Arranging the sitting positions of trainee
XVII. Distributing the training materials to both trainer and trainee
XVIII. Creating training feedback form for the trainees
XIX. Designing the banners for training
XX. Designing glimpse for every training program when it’s end
XXI. Assisting in preparing the quarterly bills
[bookmark: _Toc83567859]Critical Observation & Recommendation
Through my internship period in BGI I have observed some issues which are:
· [bookmark: _Toc83567860]Limited work force
Within a restricted staff all the functions of the HR division are carried out. Sometimes for existing staff, it became an extremely difficult working environment.
· [bookmark: _Toc83567861]Training and Organization development
The Bengal Group of Industries concentrates heavily on training and the development of organizations. The L&D team from HR trying to make their staff more efficient and effective. Bengal Group of Industries HR division has carried out training and organizational development duties and is an ongoing activity.
· [bookmark: _Toc83567862]Recruitment and selection
In BGI, recruitment and selection is an ongoing process. All employees are employed in their HR department directly or indirectly.
· [bookmark: _Toc83567863]Lots of paper work:
BGI HR department has employed a great deal of paperwork. Paper is employed in all aspects from the form of application to the publication of final results. They employ paper files, instead of using the digital data server, to preserve all required records. You exclusively use HRIS for the purpose of payroll. As a result, numerous papers are wasted and this paper is mostly not recycled.
· [bookmark: _Toc83567864]Proper use internal sources of recruitment
The Department of Human Resources keeps a watchful check on its internal sources. Whenever a potential vacancy is discovered or new recruitment needs are experienced, recruitment advertisements are posted on each branch notice and published on the internet. The current staff can thus view the advertisement for that organization. They also keep in touch with personnel of other departments to encourage that others apply. But in their official website, they don't put advertising.
· [bookmark: _Toc83567865]Totally new environment for interns
There is no staff training for the Bengal Group of Industries. Without supervision, interns were pushed right into the process. Consequently, from the beginning, there are many blunders.

· [bookmark: _Toc83567866]Training and Organization development
The training and development method of the Bengal Group of Industries is, I think, great. It matched the lessons I learned. They're more or less the same. They also employ TNA before training and evaluate the training program using Kirkpatrick's theory. So, between them, I have found no mistake.


[bookmark: _Toc83567867]Lesson learned from internship program


[image: ]Time management: I constantly have to make arrangements, set plans and budget my time to complete the chores to fulfill my tasks. This will contribute very much to the effective and efficient development of my time management expertise.

[image: ]Communication: For all my tasks which assisted me in developing communication skills, I had to communicate with different kinds such as candidates, managers, internal employees and new trainer.

[image: ]Stress management: I had to do so with stress when there is a problem for training and development, since this job has restricted workforce. This is why I have studied stress management.

[image: ]Teamwork: In the Bengal Group of Industries I was really happy to have a helpful crew. In working here, I see that teamwork is a crucial part of the organizational effort.




[bookmark: _Toc83567868]Research Portion

[bookmark: _Toc83567869]Summary
I observed that good training can help to boost company revenues, increase knowledge that helps employees to increase their performance, improve their efficiency and productivity, contribute to access to employee’s skills and improve organization ROI. The Management of Bengal Group is really keen to train their employees following the analysis of our data. We began to work on the training program after obtaining approval from the upper management of BGI. The employees are not well enough informed, so we develop the training session that helps them to understand everything correctly which depends on the topic of trainings. We chose the place, ensuring a good sitting and the setting for training. Sometimes a program that lasts for many days. In some sessions, the entire programs are divided. There are questions, role-playing sessions, question tests, presentations of motivational videos, award and certificate providing ceremonies and refreshments for the trainees, in addition to the lecture. After the course we also undertake the training evaluation model of Donald L Kirkpatrick – the four levels of the appreciation of learning. And the results were really good. The training program's goal is to make our employee's work and personal lives more efficient.





[bookmark: _Toc83567870]Description of the project


[bookmark: _Toc83567871]Objective of the training

Training is an organized activity for increasing the technical skills of the employees to enable them to do particular jobs efficiently.
In other words, BGI provides the workers with facility to gain technical knowledge and to learn new skills to do specific jobs by training. Training is equally important for the existing and as well as new employees. It enables the new employees to get acquainted with their jobs and also increase the job-related knowledge and skills.

The purpose and importance of salesman training are outlined below:
· Job Requirements
· Enhance Knowledge of Employees
· Improve Job Related Skills 
· Change in Technology 
· Develop Proper Job-Related Attitudes 
· Smooth Working 
· Less Errors 
· Good Relationship
· Helps in Facing the Challenges
· Increase Productivity
· Improve Quality
· Help a Company Fulfil Its Future Personnel Needs 
· Improve Organizational Climate 
· Improve Health and Safety 
· Obsolescence Prevention and 1Personal Growth.
· To inform people on the company's policies, goals, reputation, strategies, difficulties, and prospects, among other things.
· To keep them informed about the company's products.
· To inform them of their responsibilities, sorts of tasks, authority, and limitations.
· To instruct students on how to report, collaborate with coworkers, and interact with superiors.
· To make them aware of themselves.
· To alter or modify their attitudes, as well as to eliminate prejudices and false beliefs.
· To inspire them to put out their best efforts and maintain a high level of morale.
· To refresh or update them periodically, etc.

[bookmark: _Toc83567872]Methodology
The staff of Bengal's industry group are trained in two different ways. Others strategies are internal (in the workplace), some external (Off the job training). For some companies, a separate, well-equipped training department is preferred. The training and development program, led by Head of HR, is part of the Human Resources department in the Bengal group of Industries.
We first performed a training needs analysis to teach our sales staff. The TNA (Training needs assessments) assists us in identifying training program needs and objectives. For training our employees we use both job and job training methods. In this program, however, we only employ a training program, such as lectures and discussions, which gives employees literature such as manuals, books, reports, sales letters, complaints, etc. (to show films, advertisement, speeches.)
For audio visual and developing module we used Microsoft Power Point.


[bookmark: _Toc83567873]Limitations
The major limitation that I faced during the sales training program period is as follows:

I. Extra administration burden – You must make sure that you have an appropriate training room, equipment and parking for trainers when it is in factory. Since we have only one suitable training room, sometimes we had to arrange external training places that increase our cost of training.
II. Not enough manpower – The training and development is vacant recently, therefore my supervisor and I had to take up all the training program responsibilities and stresses. It was somewhat difficult for us to correctly organize the program.
III. Not taken as seriously – In the course I discover that some of the trainees only take a pause or don't turn up when the course takes place on another day.
IV. Training going stale – How can you improve it continuously when you run courses utilizing internal resources exclusively.

V. No networking opportunities – A training allows networking and learning from one another with delegates from various companies. However, our organizations are all trainers.
VI. Time – Limited time is also an obstacle for the training program.
VII. Training for Trainers – The trainers of this course are sufficiently qualified, but a little bit additional trainings can be an option to synchronize the program.

[bookmark: _Toc83567874]Chapter One

[bookmark: _Toc83567875]Introduction
How does sales training play a part within a company? Should it simply be "good to have," or a "must live for a body?" Is it a management indulgence whenever it permits the budget or is it part of its purposeful organizational strategy? (Schools 2006) However, training varies heavily on the company. It's a waste of time for certain companies as the sales team learns best throughout its work. Other firms spend a great deal of time and money on training their sales team employees. The backbones of the sales division are sales training programs. Without a proper training program, any of the teams is unprepared, confused, and unsuccessful.
Training needs to be carried out not just on your own product, services, business history and existing customers, but also on technology and software.
Continuous and relevant training is one of the best things for your employees to perform. It has a huge impact on organization. We don't only mean annual coaching on a regular basis. Annually, the most they do for numerous companies, but actual benefits come from regular training sessions which are more often mutually dependent. That's why BGI (Bengal Group of Industries) conducts regular training sessions.

[bookmark: _Toc83567876]Chapter Two

[bookmark: _Toc83567877]Training Needs Assessments (TNA)
Today's work environment requires employees who are competent in efficient, efficient and secure performance of complex duties. Training (a tool for improving performance) is required when personnel do not appear to be performing to a certain standard or expected level of performance. The disparity between the actual level of employment performance and the expected level of job performance shows that training is necessary. (Schools 2006) 
A successful analysis of training needs can establish who needs training and the type of education needed. Training people who don't need them or providing the wrong type of training is counterproductive. Analysis of training demands helps make sensitive use of training resources.
The TNAs are competence-based surveys meant to help managers and people confirm where further coaching should be centered. This technique determines the skills and related competences that are needed in a given role or role to perform well. (International Bee 2003)
The requirement for training from numerous points of view, such as self-reporting, direct manager, general manager, colleagues, clients, direct reporting, etc., an analysis survey can provide information about individual performance in their current role.
This feedback kind allows you to objectively evaluate performance through self-perceptions and other perceptions in order to identify strengths and blinds, prioritizes and makes action plans for your needs for development.
Benefits of a Training Needs Analysis
· Identify performance objectives and the knowledge, skills and capabilities that a workforce needs to meet these objectives.
· Identifies training gaps in specific industries and/or locations. Aids in the allocation of resources to the most important regions.
· Addresses the necessary resources for the organizational task, improves efficiency and offers quality products and services

Collecting information for a Training Needs Analysis
You can gather information for your TNA using different ways, which can be used singly or in combination. More than one strategy is recommended to obtain a thorough perspective of sector/region demands.
The following are examples of common approaches for gathering data for your TNA:

· Surveys / Questionnaires
· Direct observation
· Focus groups
· Individual interviews
· Reviewing existing
· Documents
· Discussions with Board of Directors

Depending on the circumstances of the particular networks, the methods for using the TNA will vary. A plan to examine the available information and accessibility for different groups or the Board of Directors should be prepared for this TNA procedure.
Levels of Training Needs Assessments
Training needs evaluations are usually carried out in three levels by an organization. These are the levels of organization, task and individuality. For the training program of our sales personnel, we also (Bengal Group of Industries) carry out a training requirements evaluation at these three level. And we examined past records and performance assessment and conversation with the Board of Directors for the evaluations using direct observations from their superiors.

[image: ] Organizational Analysis: An analysis of the company's demands or other reasons for training. What is the overall objective of the organization? This analysis answers essential issues such as who determined that the training should go on, why the training program, the history of the organization with employee training and the other management interventions, are considered as the suggested remedy for a business problem.

At this phase, we have tried to figure out how the training program can help our organization reach its objective and enhance income. And we learn that efficient sales force training can raise sales volume, enhance ethics, lower sales costs, improve relations, adapt them to changing work and improve the image of the Bengal Group of Industries and Industries.

[image: ] Task Level / Work Level: Task analysis being carried out. This is a job analysis and the work performance requirements. This analysis is also known as task analysis or job analysis and aims to describe the principal tasks and level of skills necessary. This helps to ensure that appropriate linkages to work information are included in the training that is prepared.
We have tried to learn how our sales reps regularly work with the training programme. At this level. And we find that effective training by the seller can increase the knowledge of the product, teach them effective techniques for contacting customers, effective sales presentations, persuade customer, receive orders and deal with their complaints and objections, provide salesmen with full data on competitors of the company, help them to understand their duties.


[image: ] Individual Level: Analysis of possible participants and instructors participating in the process. The essential questions answered by this study are who is trained and who is aware of the subject, the style of their learning and who is taking the training. Have the staff required qualifications? Are there modifications that require or demand training in the policies, methods, software or equipment?
Effective training may improve efficiency and efficiency for our representatives. They can also provide effective methods for contacting their customers, obtaining orders, handling the objections, modifying or altering their attitudes, removing prejudices and wrong beliefs, and above all for maximal efforts and moral development.

Following the evaluation, we observed that excellent training can boost the company's income, increase knowledge to assist employee growth, increase the employee productivity and efficiency, allow salespeople to access salesperson's capability, and improve their ROI. 

[bookmark: _Toc83567878]Chapter Three


[bookmark: _Toc83567879]Design the training program
We implemented the results in the design of the training based on the outcomes we achieved during the analysis phase. The design of the whole training program is a kind of outline. The design section contains typical learning goals, which specify what trainees (our sales agents) should accomplish when the training has been completed, and how these goals are to be assessed. Throughout our analysis, the objectives should reflect the understanding, abilities and attitudes we found. Also, we will decide how the training is provided, for example through a teacher in a classroom, online or a mixed approach. We may also generate storyboards as part of the design phase to aid in the production of the training.


Budget
The sort of training is highly budget-dependent. This would not be the ideal alternative if web-based training is the correct delivery mode, but you have no budget to pay the platform user cost. In addition to the real cost of training, people's time is another cost consideration. What are the costs for the business when personnel have been in training for two hours without being able to do their job? A table should be created that includes both direct and indirect costs, such as materials, refreshments, and other direct costs, as well as indirect costs such as worker time. As a result, we'd want to hold the training over the weekend (Friday & Saturday). We have a budget for a two-day training session that includes materials, snacks, and other expenses such as venue rental, rewards, and beverages.


Learning about our target audience
The first thing we want to do is know who our audience is. That doesn't mean their names or the title of your ultimate group, but that's a good start.
Our primary audience, however, is our sales agents during this training session, whose average age is between 22 and 30 years. But it is not enough just to know the title of the group. A lot of information we tried to acquire.

The bottom line is, the more we know and the better we can train our audience. We were therefore trying to find these solutions to our intended audience's following inquiries.
I. Who will we train? This means names, if feasible, or at least the group with which we aim to work (young people, disabled people, faculty etc.). We don't always know the answer, but we usually have a good idea. As a result, we are familiar with the people that assist us in the development of the training.
II. What is the background of them? This includes education, religion and political belief, all of which tell you a little about who these people are. So we acquired information about the background of our audiences such as their education, religion and so forth.
III. What are they going to need before training? If people need to know (or certify) before arriving, it should be evident while pushing education. So before the training we offered them some reading materials.


Learning Objectives of the training session
Sales force training is crucial for the increase of sales volumes, morale improvements, selling expenses diminish, relations are improved, work changes can be adjusted and the Bengal Group of Industries image can also improve. 
After determining which kind of training should take place, the learning goals should be established. One of the goals of learning is to give, explain or demonstrate the learner at the end of the course. The performance-based and explicit objectives of good learning can be observed or somehow measured in the ultimate outcome of the learning target.
The purpose and importance of salesman training are outlined below.;
I. Explain the salespersons on basic sales principles.
II. To offer market territory and client information.
III. To tell them about the policies, aims, reputation, strategies and prospects of the organization, etc.
IV. To keep them informed about the company's products.
V. To clarify their tasks, task types, powers, and limitations to them.

VI. To equip salespeople with all the competitor information.
VII. To teach them how to report and how to collaborate with others.
VIII. Teaching them effective strategies, efficient sales reporting, convincing clients, receiving orders and dealing with complaints and objections.
IX. To make them aware of themselves.
X. Changing or changing their views and removing preconceptions and misconceptions.
XI. To inspire them to put out their best efforts and maintain a high level of morale.
XII. To refresh or update them periodically, etc.




Delivery Style
If the delivery technique is considered, what is the most efficient way to provide the training? It's also important to remember that most people don't learn by looking at PowerPoint presentations or using aural, kinesthetic, or visual methods. They are educated. In light of this, how can we use icebreakers, group debates, and activities to make training as interesting as possible? The training of staff is enhanced via role play and alternative games. In their training sessions, many trainers create on-line films, stories and various interactive media. This ensures that entirely distinct learning concepts are satisfied and also enhances the focus of instruction. We therefore choose to give the job training for our training program: a mix of lecture, debate, brainstorming, question answers, play-roles and games.
And we have selected a site to prepare the session correctly for this training programme. So we chose Bengal Canary Park Hotel, Gulshan-2 close to our head office. The hotel has a great room that is able to cater for up to 50 people, which was well enough for our training program. The people who attended also organized refreshments, which were uncomfortable for us and also saved a lot of time.

[bookmark: _Toc83567880]Chapter Four


[bookmark: _Toc83567881]Develop the training program
In the development phase, we use the goals and other materials that we developed throughout the design phase to develop our contours and the training program. At this stage, we have built the training program based on the information, skills or attitudes of our trainee depending on the course.


Content Development
The information that we intend to provide is likely one of the most significant and time-consuming components of training. Development of learning goals or items our students desire to know after the training will make training more focused. Think about learning goals – following this course, what should anyone know? (Crick 1987) We can begin to construct the content of the training after creating our aims and goals. In your area of subject, consideration will be given to the learning methods we utilize, such as discussion and role play, lecture, discussion, brainstorming and questions answering.
Content development usually involves developing learning goals and then defining quickly the most significant topics we want to teach. This overview allows us to provide information on the most significant subjects. We design PowerPoint modules or slides, audio-visuals, activities, discussion queries and alternative learning strategies on the basis of this material.
The sellers are not enough informed, so we develop the Bengal training session that helps them to understand correctly. In our diagrams, we address themes such as corporate know-how, product know-how, marketing channels and rules, selling methods and technology, and most of all seven sales calls which assist them to become better salespeople and secure their carrier growth. We present some salesman's motivational stories and short films. We urged them to follow models such as Mr.Sheik Akij Uddin (Akij Group Founder), Mr. M.A. Hashem (Partex Group Chairman), Ashan Khan Chowfhury (MD, Pran RFL Group), Joe Ades (Potato Peeler Salesman, Greatest salesman in new york). We also organized a role-play session to give a realistic image of your job and a test to evaluate your performance. And the three top players in roles and tests have been awarded awards and evaluation. We have sent a certificate to all participants indicating that they have participated correctly and that this certificate is a good tool to motivate them. It will help you flourish in your company


Venue
We have selected a site to organize a session effectively for this training program. We have decided to stay at Gulshan-2, near our main office in Bengal Canary Park, Gulshan. The hotel offers a good room that was well enough for our training programme, with a maximum capacity of roughly 50 persons. The people who attended also organized refreshments, which were uncomfortable for us and also saved a lot of time. We have chosen the location to ensure a proper sitting and the training environment. It was a program that lasted for two days. In some sessions, the entire program was divided. Apart from a lecture, question answers, role-playing, quiz tests, motivational videos, award ceremonies and refreshments for trainees were also presented. The restaurant has a great room that is able to cater for up to 50 people, which was well enough for our training program. We also received excellent technological support, such as sound and audio visual projectors. The people who attended also organized refreshments, which were uncomfortable for us and also saved a lot of time.

[bookmark: _Toc83567882]Chapter Five


[bookmark: _Toc83567883]Implementation
The delivery stage is sometimes referred to as the implementation part. During this phase, we provide the trainees with the training program whether it takes place online, in school or via another means.

We give the training in this phase as we design and build.
The trainings were held in the Bengal canary park hotel on 27 and 28 August 2021. This was a two-day workout. Thus in a few sessions we divided the entire training curriculum.

Schedule
Day 01- 27th August, Friday


	Hour
	Time
	Topics

	9.30-9.45
	15 minutes
	Opening speech

	9.45-10.00
	15 minutes
	Company Introduction

	10.00-11.00
	1hour
	Sales profession ship and Salesmanship

	11.00-11.30
	30 minutes
	Rules & Regulations

	11.30-11.45
	15 minutes
	Snacks Break

	11.45-12.45
	1hour
	Job Description
Do & Don’ts Personal Hygiene

	12.45-2.30
	1 hour & 45 minutes
	Lunch & prayer Break

	2.30-3.30
	1hour
	Sales Terms

	3.30-4.40
	1 hour
	Target & Achievement

	4.00-4.45
	15 minutes
	Snacks Break

	4.45-5.30
	1 hour
	Analyzing work Ability



Day 02- 28th August, Saturday




	Hour
	Time
	Topics

	9.30-10.30
	1 hour
	Market & Competitive analysis

	10.30-11.30
	1 hour
	Product Knowledge

	11.30-11.45
	15 minutes
	Snacks Break

	11.45-1.00
	1 hour & 15 minutes
	Seven Steps of sales call

	1.00-2.00
	1 hour
	Lunch Break

	2.00-3.00
	1 hour
	Seven Steps of sales call (cont’d)

	3.00-4.00
	1 hour
	Objection Handling

	4.00-4.15
	15 minutes
	Snacks Break

	4.15-5.30
	1 hour & 15 minutes
	Role playing, Quiz test & Prize
giving ceremony







The Training Program

Day-1
The program began at 9.30 a.m. and our esteemed trainers, trainees and organizers attended. I then greeted everyone for participating in the session and gave it to our Head of HR Hasan Taiab Imam. Then all the guest speakers were introduced and training commenced.
[bookmark: _Toc83567884]Company Introduction

The Bengal Group of Industries was visited by our respected head of HR Hasan Taiab Imam Sir. He shares the history, vision, mission and objectives of the organization. He gave the learners a comprehensive understanding of our organization.

[bookmark: _Toc83567885]Sales profession ship and Salesmanship

Our next coach provides an example of effective salespeople in motivating our pupils. In addition, by giving example of Mr.Sheikh Akij Uddin (Founder to Akij Group), Mr. M.A. Hashem (Chairmen Partex Satary Group), ashan Khan Chowfhury (MD, PRAN-RFL group), and Joe Ades share various interesting and successful videos with successful salesmen (Potato Peeler Salesman, Greatest salesman in new york).
[bookmark: _Toc83567886]Rules & Regulations

Then our next trainer is well informed of the laws and regulations of our trainees such as dress code, attendance, leave, reporting, bonuses etc.
[bookmark: _Toc83567887]Job Description, Do & Don’ts and Personal Hygiene

Our trainees are then exposed to their tasks, tasks and obligations. They were also told what to do and not what to do at work. Our trainers also taught them personal issues of hygiene.
[bookmark: _Toc83567888]Sales Terms

Our staff also introduced crucial sales words that would assist them in their work and in the growth of their companies.
[bookmark: _Toc83567889]Target & Achievement

With their sales goals, our trainees were also introduced. Trainers have shown them little methods on how to reach their sales goal.
[bookmark: _Toc83567890]Analyzing work Ability

Our trainers have shown them how they may examine their work and apply this analysis to reach their sales goals. They can study and learn from mistakes from their prior work.

Day-2
The training session began at the same time at 9.30 am the next day (28th August, Saturday). The training session was provided by our respective Executive Director (Sales & Marketing).
[bookmark: _Toc83567891]Market & Competitive analysis

Our respectable Managing Director (Sales & Marketing) taught our sales officers how they might analyze the market and the existing competition. He educates them about the necessity of market analysis. He also shares with trainees some of his true life experience in analyzing competitors and market forces.
[bookmark: _Toc83567892]Product Knowledge

The following session shows the trainees the details of the things they offer. A wide-ranging idea of items, production, maximum retail prizes, size, shape, material, etc. was provided by our trainer. This knowledge helps our apprentices to sell and reach their sales goal.
[bookmark: _Toc83567893]Seven Steps of sales call

This is the main session of the entire sales program. At this meeting, seven steps of sales call will be shown to our trainees. Which are_
1. Prospecting: This is the initial stage in the call to sales. Before approaching, a salesman must look. He needs to locate and have good knowledge of his target customer. Our teachers have instructed them how to appropriately target their market
2. Preparation: A salesman prepares for his approach to the customer in this step.
3. Approach: In this process, a salesman usually greets his customer.
4. Presentation: A salesperson should next pitch the product for sale after approaching the customer.
5. Response: After assessing the customer's reaction, a salesperson should collect the order for his merchandise.

6. Close: A salesman should clinch the transaction after placing an order and leave with a good grin and gesture.
7. Post Call: Post call is a self-assessment of the sales call steps, therefore a salesman should assess how he has taken these stages.
Our trainers gave them an extensive insight into seven sales steps. The training showed how these stages can be carried out. Some videos of sales steps were even shown. The expertise of the seven phases of sales will enhance the efficiency, efficiency and success of our trainees.
[bookmark: _Toc83567894]Objection Handling

Our trainers will demonstrate them in this session how consumers are dealing with their objections. They have shown some movies and given recommendations for handling the complaints.
[bookmark: _Toc83567895]Question-and-answer session, role-playing, quiz test, and awarding of prizes

This was the last training session. The trainees asked our coaches several questions during this session and our coaches tried to solve their questions.
Then a role play session was organized. Apprentices in 6 groups discussed seven stages of the sales call. Then we provided the seven steps with a scenario. One of the trainers was the client and one salesman from each group performed the seven steps of the sales call.
Then we did a short exam on our pre-training notes, which will assist us learn how they reacted and performed.
The evaluation document then was passed to the learners and the entire training program was answered.
The final section was the ceremony of the reward. Awards and assessment were awarded to the best three performers in roles and tests. We have sent a certificate to all participants indicating that they have participated correctly and that this certificate is a good tool to motivate them. It helps them to build their businesses.

[bookmark: _Toc83567896]Chapter Six

[bookmark: _Toc83567897]Evaluating the Training Program
During the assessment step, we determine whether the trainees have acquired the knowledge, skills or attitudes that we identified in the analytical phase. We can make additional modifications in the design, development and delivery of the training program by using the information we receive during the evaluation process the next time we offer it to the learners. In an earlier stage, we have decided on the level of evaluation we will employ, depending on our needs. We have also carried out a training evaluation model for Donald L Kirkpatrick – the four levels of the evaluation of learning. The four-level training assessment model from Kirkpatrick assists trainers to objectively measure their trainings' efficacy

During the assessment step, we determine whether the trainees have acquired the knowledge, skills or attitudes that we identified in the analytical phase. We can use the insights we gained throughout the analysis portion to make further changes to the design, development, and delivery of the training program. According to our wishes, we will have set the level of analysis we will utilize in an earlier stage. Therefore we tended to carry out the training assessment model of Donald L Kirkpatrick – the four levels of learning analysis. The four-level assessment model Kirkpatrick helps us to determine the efficacy of our training in an objective approach to associated training.


Donald L Kirkpatrick's training evaluation model:


I. [bookmark: _Toc83567898]Level 1 Evaluation – Reaction
As the word implies, assessment measures how participants in a training program are responding to it at this level. It attempts to answer questions about the perceptions of the participants - did they like it? Was the material for their work relevant to teaching? Moreover, the reactions of participants have the necessary learning consequences (level two). While learning is not guaranteed by a good reaction, a negative reaction almost effectively diminishes its possibility. After the response, we found that the trainee reacted very positively to the training. They actually requested more training such as this. We discover that the material was relevant in their reaction. You thought that these training types would help you in your work and help you to be a far better dealer.

II. [bookmark: _Toc83567899]Level 2 Evaluation – Learning
Level 2 measures the level of knowledge, competencies and attitudes as a result of training to which participants acquired the intended knowledge. This level is used by teachers and training managers to determine whether training goals are achieved. The only way organizations can make the needed improvements is to determine what trainees learn and what they are not. Level 2 can either be performed as an assessment before and after an event or as a post-evaluation only. Therefore, the immediate supervisor of those sales representatives conducts a post-training evaluation and the result is satisfactory.

III. [bookmark: _Toc83567900]Level 3 Evaluation – Behavior
The level of evaluation measures how the behavior, whether the knowledge and skills from the training are then used on the job, change as result of the training. This measurement can, but not necessarily, reflect whether the subject matter has actually been learned by the participants. After the training we spoke with the sales representatives' immediate supervisor and learnt that their behavior. During their training, they try to apply the knowledge they gather.

IV. [bookmark: _Toc83567901]Level 4 Evaluation- Results
Level 4 aims to assess the tangible training results, such as cost reduction, better quality and efficiency, increased productivity, retention of employees, accumulated sales and higher moral standards. While these benchmarks cannot be quantified easily or cost-effectively, training organizations determine the essential return on investment (ROI) of their training expenses. One typical challenge is to determine whether or not the results of the training are specific. These sales representatives' sales team and supervisors were very happy to visualize the final result. They also asked us very often to do this kind of training.
We were happy to see the results after evaluating the entire training program, and we are now more encouraged to carry out this training on a regular basis.

[bookmark: _Toc83567902]Chapter Seven


[bookmark: _Toc83567903]Findings
I noticed and discovered various different challenges after giving training sessions for The Bengal Group of Industries Ltd. Which are -
I. The Managing Director, have sole authority to approve any decision for the Bengal group of industries. After receiving approval from the Managing Director, the HR Division can commence functional activities.
II. In order to implement Modern Human Resource Management, the Bengal Group of Industries Ltd involves both HR managers and line managers in every process.
III. Their department of training and development is currently vacant. There was a single executive who recently left the company. As a result, the Head of HR and other executives from other departments must oversee all of the training department's activities. After I joined the organization as an intern, Sir assigned me to training and organization development, and I was responsible for completing all of the responsibilities on my own.
IV. Good trainers are also required by the organizations. They are knowledgeable and well-qualified. However, training for trainers will be extremely beneficial to them. The HR department should put out a training program for them. Bengal Group of Industries strives to maintain a pleasant working environment, as well as health and safety procedures that are internationally accredited.

[bookmark: _Toc83567904]Chapter Eight

[bookmark: _Toc83567905]Conclusion
Most firms' priorities list typically includes training and development as one of the last items on the list. When it is organized, it is usually due to the efforts of the human resources department. Organizing appropriate training and development periods for staff, on the other hand, is quite valuable. Employees can gain new skills, refine old ones, perform better, boost productivity, and become better leaders through training. Some companies believe that educating their staff is a waste of time and money because their employees can learn on the job. Other businesses believe that investing a significant amount of time and money in training staff is a wise move for their long-term success. One of them is the Bengal Group of Industries. Employees are unprepared, confused, and unsuccessful, according to Bengal Group of Industries, without a suitable training program. Training is critical to the advancement and success of any firm. Both employers and employees benefit from excellent training. If an employee is properly trained, he will become more effective and productive. Employees can become more aware of the organization's mission, vision, ideals, and laws, as well as the working environment, through positive training. Employees who are already on the job are given training to refresh and improve their skills. If there are any updates or alterations to technology, training is provided to cope with the changes. The majority of employees confront challenges at work. They may be able to overcome those challenges with the help of a thorough training program. A training program aids in the elimination of any weak points within the company. The Bengal Group of Industries places a strong emphasis on employee development and training. They seek to improve their employees' performance and efficiency. The training and organization development responsibilities have been completed by the HR division of the Bengal Group of Industries, and this is an ongoing activity. The training and development process used by the Bengal Group of Industries is ideal. It corresponded to what I had studied in my classes. They constantly assess their past training program and strive to correct any flaws in their subsequent training program. They are, for the most part, the same. After working with them, I discovered that they are genuinely concerned about their employees' well-being. They are always thinking of new methods to make their training more entertaining and effective. As a result, they will be able to successfully train their personnel. The management makes every effort to provide effective training to their employees in order to make them more efficient and better people.

[bookmark: _Toc83567906]Reference
Charles J, FTNMAD 1984, Strategic human resource management, Wiley, New York.

Craig, RLACR 1987, Training and development handbook: A guide to human resource development, 878th edn, McGraw-Hill.

Kirkpatrick, DL 1975, Evaluating training programs, Tata McGraw-Hill Education.

London, FB&RB 2003, Learning needs analysis and evaluation, Chartered Institute of Personnel and Development.

Schuler, RSAJ 2008, Strategic human resource management, John Wiley & Sons.

Schuler, RAJ S E (2006), Strategic Human Resource Management: Global Perspectives, 2nd edn, Blackwell. ISBN 9781405149594.
Thomas N Garavan, CH 2003, Making training and development work: a best practice guide, Oak Tree Press.


image3.jpeg
ALISH:
m;\\&

\"

@’”Anm\\

unireo




image5.png




image6.png




image1.png
2

LEARNING & DEVELOPMENT
ACADEMY




image2.png
A

BENGAL GROUP

oF InbusTRIES




image4.png




