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[bookmark: _Toc530000703]EXECUTIVE SUMMARY

[bookmark: _GoBack]The main purpose of this report is to concentrate on organizational development through training and development in City Bank Limited. Any kind of training gives the prime opportunity to expand the knowledge base of every employee. This report emphasis on several types of training City Bank arranges for the different level of employee that is identified. The key intention of the report has been to generate a practical understanding of the training and development of City Bank LTD for development of employees also their organization. Chapter one is based on the introduction which includes topics like the origin of the report, the objectives of the report and scope of the report and chapter two based on methodology. Chapter three states a brief background about City Bank limited which includes the overall banking activities, and operational processes, the product and service description also portrait in this chapter. Chapter four described literature review which includes the definition of training and development and it’s Process, the objective of the study of training & development, approaches to training & development, discussion about training and development and its role in Achieving Organization Development and guidelines for employee professional evaluation & development. Chapter five is all about the theoretical analyses of City Bank Limited. This chapter includes a theoretical overview of training and development which is important for organization development. In this chapter I tried to focus on different types of training, the objective of training, ways of finding training need identification, evaluation after training, individual performance assessment and impact analysis of the City bank limited, it’s HR departmental activities and employee’s behaviour and outcomes regarding this. Chapter six also includes the major findings and signifies the recommendation and summaries the study by giving a conclusion.
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CHAPTER 1
			INTRODUCTION
Training prescribes to a planned effort by a company to simplify employees’ instruction of jobs related progress. Competencies include knowledge, skills, abilities or behaviours that are significant to employees who are performing a job successful in an organization. Conducting Knowledge, skill, ability and behaviour is target of training for employees which is underlined in training programs and to apply to the employees to their day to day job activities. Training has been focused with developing and improving individual skill.
Training and development is one of the most significant areas that every bank emphasize on develop their manpower to serve their customer best and to survive in the market. The HR of City Bank Ltd maintains a structured and organized training programme to train their employees by better trainers so that they can achieve their target. The ultimate objective of their training is ensuring the overall development of the employees and achieving competitive advantages through skilled employees. They put tremendous efforts on their training programme to train their employees best. Their training includes all the traditional, modern training that are needed for the banking activities to carry on by the employees. City Bank offered well-structured trainings rather than other bank to the employees to ensure the highest development of those participates also highest development of their organization. The training also includes and modifies according to the change of banking needs every day to cope up with the contemporary world.







[bookmark: _Toc530000705]

1.1.    ORIGIN OF THE REPORT
[bookmark: _Toc530000706]This report is make as per as internship requirement of my Bachelors of Business Administration (BBA) program of United International University. I worked three months in City Bank Limited, Banani Lakeview Branch. In these three months I needed to do various activities of Human resource management. This report is a detail overview of those daily activities I have done during the internship period.

1.2.   OBJECTIVE OF THE REPORT
The primary objective of the study is to show our assembled information on managing an account framework and operation among introduction period. This viable introduction gives us a chance to Co‐ordinate out hypothetical information with the viable encounter. The common objective of this think about is to fulfil the prerequisite of internship report.
· To get idea about training programmes of City Bank Ltd (CBL).
· To analyse the development methods of CBL.
· To find out the problems of the organization regarding HR Department.
· To make some suggestions to overcome these problems.
· Develop communication skill through communicating different employees, customer and stake holders of the organizations.
· To know about the general activities of organization and make sense about the internal environment of organization.
· To know how efficient training and development process for an employee and its effect on their performance.
· To explore a broad idea about HR department of city bank.
· To know what types of training activities city bank arrange for organization development.




1.3. [bookmark: _Toc530000707]   SCOPE OF THE REPORT
[bookmark: _Toc530000708]My scope was limited and restricted for some purpose. I had maintained some official formality for the collection of data of my report. This study will give a clear idea about the practice of training and development in the organization. There are some other scopes that help me to learn more about the organization.

1.4.    PROBLEM OF STATEMENT
· Lack of adequate practical knowledge about training and development.
· Lack availability of data sources because of confined Human Resource Department.
· Bank policy should not disclose the confidential matters for many reasons.
· Update information was not available.
· Low performance of existing technique.
· For confinement of job, it was too much hard for me to be accumulated the information from several personnel.
· Because of not being related with the theoretical knowledge, I face many difficulties to understand some activities.
· Here I provide some HR activities which are based on the interviews only not practical knowledge of mine.
· The timing of lesson of such a short course is not free from limitation. So, time restriction is the main point of limitation.
· This organization has to sustain too much secrecy so as an intern I was not granted to learn all fact and information of them.







CHAPTER 2
METHODOLOGY
Research is a systematically and regulated method of searching solutions to problems. It is inevitably an investigation, a recording and an analysis of evidence for gaining knowledge.  According  to  Clifford  woody,  ― “research  comprises  of  defining  and redefining   problem,   formulating   hypothesis   or   suggested   solutions,   collecting, organizing   and   evaluating   data,   reaching   conclusions,    testing   conclusions    to determine  whether  they  fit  the  formulated hypothesis”. The following study illustrates organization development through training and development in CITY BANK LIMITED (CBL).

[bookmark: _Toc530000710]2.1.   TYPES OF RESEARCH
[bookmark: _Toc530000711]This report was prepared based on organizational development through training and development in CBL. I have followed two kinds of methodology for the arrangement of the report. The two ways in which I have collected information. This study is deal with qualitative data while analysing the sampled questionnaire. Interpretation of qualitative data and it is relevant in this report’s aspect. 

2.2.   DATA COLLECTION
Data   will   be   collected   through face to face interview with the personnel of CBL. Interviews helped to obtain in-depth information and helped the interviewee to share their thoughts and views in detail. A slight drawback was faced when certain executives were reluctant to disclose specific information due to their confidentiality, for which some important details were missed out.  

[bookmark: _Toc530000712]2.2.1.   PRIMARY SOURCES
Direct interview though a questionnaire. The questionnaire constitute of close ended as well as open ended questions. In close ended questions dichotomous, some dimensions, checklist questions and multiple choice questions are used. I have collected this data with the help of Papia haque (Senior Customer Service Manager), talk directly with the employees of CBL, Banani Branch and other branches.

[bookmark: _Toc530000713]2.2.2.   SECONDARY SOURCES
[bookmark: _Toc530000714]There are the data that is copied or exported from another source which can be either primary or secondary. These data are secondary in character and are in form of finished product.  Accurate results was collected by the secondary data. Necessary data was collected from various books, magazines, journals and internet. I visited the institution’s website to know about CBL. I have collected some basic information from the website and analysed the information.  

2.3.   SOURCES OF DATA
[bookmark: _Toc530000715]To satisfy the objective of this study – identifying the training and development method of CBL, under Human Resource management of this company have been analysed. Face to face interviews with the personnel of Human Resource department from CBL have been conducted. 

2.4.   POPULATION
[bookmark: _Toc530000716]An element is the object about which or from which the information is desired. The element of target population of the research study will be the employee of CBL. 

2.5.   SAMPLE
[bookmark: _Toc530000717]A judgment sampling was used in order to collect in- depth information to achieve the objective of the study. A questionnaire, consisting of training and development was developed to collect the data from the company. Face to face semi-structured interviews were conducted with the personnel of customer service department from this company. Interviews are conducted with Branch Manager of Banai lakeview Branch and CS Department and two entry level employees of CS Department CBL.

2.6.   DATA ANALYSIS
The  study  used  face  to  face  in  depth  interview  research to Training and development in City Bank Ltd. Face to face in depth interview  research  design is the most appropriate for two reason. The first is that it is a cross-sectional research study where the data was collected at a particular point in time.  In addition, the second reason is that it is purposed to measure the perception of the existing training method which are practiced at the workplace. 
The interviewees would be asked to share the existing training practice that have been practiced by City Bank Limited. 	


















                                                              CHAPTER 3
ORGANIZATION OVERVIEW
In Bangladesh, among other banks the City Bank Limited is one of the oldest private commercial bank. Under the entrepreneurship, since 1983The Bank has been operating with capital of Tk. 1.75 Billion of twelve outstanding & primary businessman of the country. “Bring about qualitative changes in the world of Banking and financial management”- it’s intention behind starting City Bank. Today, 89 branches of the City Bank Limited spread over the country which serves all customers include a fully-fledged Islamic Banking branch & about three hundred manage correspondences covering all the major cities and business centre of the world. According to the specific needs of customers there are customized service for the customers in wide different areas of trade, commerce & industry and they are famous by an exceptional level of prompt and personal attention. Bank has expanded of Its Services over the years. Various products and service are provided and carried through the comprehensive and ever growing domestic network. Some new Banking products has among the clients generate attraction like dual currency Credit Cards, ATM and Online services and these products are already introduced through City Bank Ltd. They are going to introduce real time Internet, SMS and Phone Banking systems with all modern delivery channels which is very easy to use for the clients of bank.
 Mr. Kazi Mahmood Sattar a dynamic, nationally & internationally reputed Banker is the Managing Director of the Bank. City Bank is also very operative in the alternative delivery area besides these traditional delivery points. 100 ATMs has currently introduced of its own; and ATM sharing arrangement with a partner bank that has 225 ATMs in place; SMS banking; Interest Banking and so on. Its Customer Call Centre already start their operation. The network of CBL assigns itself for providing best quality banking service to the customers in retail, commercial, corporate and Islamic banking segments. CBL are served to the country’s top enterprises, multinational and local corporations and financial institutions. Among other banks CBL is the highest performing local banks in Bangladesh with a total asset of BDT 15,035.89. The City Bank Limited is the first bank who have issued Dual Currency Credit Card in Bangladesh which is outstanding. CBL is essential member of VISA international and it issues both Local Currency (Taka) with Foreign Currency (US Dollar) card limits in a single plastic. CBL introduced VISA Debit Card which is another popular product issued in every ATM. CBL is shoving hard in order to ease out the queues at the branch created by its surprising base of some 400,000 retail customers. VISA Prepaid Card is currently launched for the travel sector in CBL which is underway. The City Bank is offering a very personalized and friendly customer service for their service they prides itself. It has in place a customized service excellence model called GAP (Graceful- Appropriate-Pleasing) that focuses on ensuring happy customers through setting benchmarks for the bank's employees' attitude, behaviour, readiness level, accuracy and timelines of service quality.


	                                                     CITY BANK LTD.

	Vision
	· The Financial Supermarket with a Winning Culture Offering Enjoyable Experiences

	Mission
	· Offer wide array of products and services that differentiate and excite all customer segments
· Be the Employer of choice by offering an environment where people excel and leaders are created
· Continuously challenge processes and platforms to enhance effectiveness and efficiency
· Promote innovation and automation with a view to guaranteeing and enhancing excellence in service
· Ensure respect for community, good governance and compliance in everything we do


	Values

	· Result Driven
· Accountable & Transparent
· Courageous & Respectful
· Engaged & Inspired
· Focused on Customer Delight




[bookmark: _Toc530000719]3.1.   STRATEGIES OF CITY BANK LIMITED
CBL has faith in the act of Market-arranged Strategic arranging, creating and keeping up a reasonable fit between the association's goals, abilities, and assets. The purpose of such approach is to administrate the banks business and organizations with the objective that return set advantages and improvement. CBL believes in 2 corporate strategies which are given below:
1) Location Based strategy
2) [bookmark: _Toc514264697][bookmark: _Toc518173561][bookmark: _Toc530000720]Business Level Strategy

3.2.   DEPARTMENTAL ACTIVITIES OF CBL
The branches of the City Bank limited has all the required segments of the general keeping money and this segment keep running by labour with excellent managing an account information. Thus a touch of rich client benefit is winning in the branch. General keeping money of this branch comprises of various segments, specifically account opening area, check book issue, exchange of record, shutting of record, settlement segment, web based saving money, clearing and bills segment, money segment, information passage segment and so on.

· Account Opening Section:
As per the law and practice, the investor client connection emerges just from the contact between the two. Furthermore, opening a record is the agreements that build up the connection between a broker and a client. So this area pays an indispensable part in pulling in client and consequently ought to be taken care of with additional care.
· Remittance: 
Clients of a bank need to exchange his store or cash to anyplace inside the nation they can do it through the settlement area of the bank settlement segment of general keeping money manages just nearby settlements. Amid my temporary position I have spectator in my branch manages three kinds of nearby settlements.

· Cash section:
Cash is the most fluid resource and it ought to be bargain painstakingly. So this division is extremely given with escalated mind. This office begins the day with trade out vault. All money receipts and instalments are made through this division. Money officer starts their exchange with taking cash from the vault, known as the opening money adjust. Vault is kept in an extremely secured room. Keys of the room are monitored money officer and Branch Operation Manager. The measure of opening money adjust is gone into enrol. After entire days' exchange overflow of the cash stays in the money counter is returned in the vault and known as the end adjust. Cash is gotten and paid in this segment.

· Cash Receipt: Depositors deposit money in their account through this segment by deposit slip. This segment likewise gets money from client for opening pay arrange, bank draft wire exchange and so forth this banks all money receipts are taken by this division.

· [bookmark: _Toc530000721]Cash Payment: This segment acknowledges the cheque from the contributors for instalment in real money. Subsequent to getting cheque first the check is examined whether it is a substantial one. Money officer judges the sum both in figure and word date of the check and mark and so on then at long last approved officer contrasts the mark on the cheque and the example mark, and check whether the adjust in the record.

3.3   FUTURE PLAN FOR UPGRADING PRODUCT AND SERVICE OF CBL
The City Bank Limited needs to wind up the most favoured bank to large the nation. They need to give their clients the best in class administrations, inventive items and budgetary arrangements from brilliant outlets-all with huge grins that pass on and create best administration. In accordance with the bank's technique of making administrations more open to clients. CBL is intending to dispatch appropriate managing an account administrations and business in all branches. All branches of the bank will be brought under deals and administrations display cantering retail saving money business while offering administrations to every other client of various specialty units. Understanding customer’s savings trend and market demand, CBL is launching 4 new deposit products which are:
· City Onayesh
· City Icchapuron
· City Shombriddhi
· City Projonmo
[bookmark: _Toc530000722]Day by day CBL is getting into the modern banking system. The professional is working hard every day to bring out the best services from the employees. CBL is blessed with a very efficient and hardworking personnel who work dedicatedly to meet the objectives (City Sheba, 2016).

3.4.   PRODUCT/ SERVICE OFFERING OF CBL
The services encompass wide diversified areas of trade, commerce & industry that tailored to the specific needs of the customers and are distinguished by an exceptional level of prompt and personal attention. The City Bank Limited has expanded the spectrums of its products and services across the year. The extensive and ever growing domestic network provides and carries various products and services to the doorsteps of millions. Wide range of activities are engaged by The City Bank Ltd. from small scale outstanding to large industrial project financing. Export and import financing are involved by CBL. Its’ range of activities at a glance is as follows: 




	Deposit
	Loans and advances
	Foreign Exchange
	      Other services

	· Current account 
· Savings account 
· Short-term deposits 
· Fixed deposit 
· Different Scheme 
· Non-resident foreign deposit account  and 
· Resident foreign currency account
	· Term loan 
· Working capital loan 
· Cash credit 
· Overdraft 
· Packing credit & trust receipt 
· House building finance Import finance 
· Consumer Credit 
· Transport Loan 
· Lease financing
	· Export L/C Import L/C
· Foreign Remittance
	· Safe custody(locker) 
· Travellers’ Cheque Demand draft 
· Pay order 
· Telegraphic transfer 
· Selling and buying foreign currency





The City Bank Limited (CBL) has already introduce real time Internet, SMS and Phone Banking systems with all modern delivery channels at an early date. The Bank has earned national & international recognition for their significant and outstanding performance. The City Bank Limited (CBL) was one of the 12 Banks of Bangladesh among the 500 Banks in Asia for its asset, deposit & profit as evaluated by "ASIA WEEK" in the year 2000. Besides all of this, The City Bank Limited (CBL) received the "Top Ten Company" award from the Prime Minister of the People's Republic Of Bangladesh in the year 1992-93.
                                                     

[bookmark: _Toc530000723]CHAPTER 4
LITERATURE REVIEW
[bookmark: top1][bookmark: _Toc530000724]Training and development is the field which is related with organizational activity addressed at bettering the performance of Individuals and groups in organizational environment. It is assembled role often called human resources development (HRD) meaning the development of “Human” resources to stand competitive in the marketplace (Vinesh, 2014). Doing activities today to develop employees for their current jobs training focuses on this and for employees’ future duties and responsibilities into job they prepare themselves into the development process (Vinesh, 2014). Learning involves individual learning and those who make the shift from traditional organization thinking to learning organizations develop the ability to think critically and creatively (Larsen, McInerney, Nyquist, Silsbee and Zagonel). These skills transfer nicely to the values and assumptions inherent in Organization Development (OD). Organization Development is a “long-term effort at continuous improvement supported at all levels of the organization, using interdisciplinary approaches and modern technologies (Gohil and Deshpande, 2014). Organization Development is the mother field that encompasses interventions, such as organization learning. Many times achieving goals means making changes that require creative thinking and problem solving. OD practitioners include “wanting to create change, to positively impact people and organizations, enhance the effectiveness and profitability of organizations, learn and grow, and exercise power and influence.” It is preparing employers to transmit that information and knowledge into practice with a view to enhancing organization effectiveness and productivity and the quality of management of people. It should be taken into account along with education policies and systems which are crucial to the development of human resources (Vinesh, 2014). “Often trainees leave training sessions because they are feeling that there was too much theory” (Bates, Donald, Davis and Tammy, 2010). “Reactions to training programs tend to be poor predictors of training success, yet most training programs are evaluated based solely on trainee reactions” (Tan, Hall and Boyce, 2003). In designing and conducting training programs for large and small as well as manufacturing and service organizations the most voiced complaint is that training is not useful because of its’ not directly applicable to the participant’s real world (Bates, Donald, Davis and Tammy, 2010). Conventional ‘training’ is required to cover inevitable work-related skills, techniques and knowledge, and much of this taking a positive progressive approach to this sort of traditional training (Nischithaa and Narasimha). Training and development guide is oriented mainly around what’s good for people, rather than mainly what’s profitable for organizations. The reason for this is that in terms of training and development what’s good for people is helpful for the organizations in which they work–what’s good for people’s development is helpful for organizational performance, quality, customer satisfaction, effective management and control, and therefore profits too. When organization ensure a high quality of work life to achieve high performance and growth in profitability they need to arrange training (Gayathiri and Ramakrishnan, 2013). Being realistic, corporate attitudes and expectations about what is training and it cannot be changed overnight, and most organizations see that ‘training’ as being limited to work skills or it measurable or it supposed to classrooms and power point presentations but, when a person start to imagine and think and talk about progressive attitudes to developing people beyond and traditional skills training (vinesh, 2014). The objectivity of training and development and its continued learning process has always been leverage with an organization and now it has become rather an overarching trend of social needs. Training and development emphasizing on organizations culture as a social responsibility which indicate their learning process. In past in many studies, it has been already proved that there are sound connections between various training and development practices and different measures of organizational performance.

4.1.   ORGANIZATION TRAINING AND LEARNING PRACTICE 
“Now a days training is the most important factor in the business world because it increases the efficiency and the effectiveness of both employees and the organization. The employee performance depends on various factors but the most important factor of employee performance is training and it is important to enhance the capabilities of employees” (Raja Abdul Ghafoor Khan, Furqan Ahmed Khan, & Muhammad Aslam Khan, 2011). (i) According to warren Bennies, “OD is a Complex strategy intended to change the beliefs, attitudes, values, and structure of organizations so that they can better adapt to new technologies, markets, and challenges” (ii) Warner Burke emphasizes that “Most people in the ﬁeld agree that OD involves consultants who work to help clients improve their organizations by applying knowledge from the behavioural sciences—psychology, sociology, cultural anthropology, and other related disciplines. “Training is the nerve that suffices the need of fluent and smooth functioning of work which helps in enhancing the quality of work life of employees and organizational development too. Development is a process that leads to qualitative as well as quantitative advancements in the organization, especially at the managerial level, it is less considered with physical skills and is more concerned with knowledge, values, attitudes and behaviour in addition to specific skills. So, every organization needs to study the role, importance and advantages of training and its positive impact on development for the growth of the organization” (Kulkarni, 2013). Kuik, 2017 emphasizes that when organization fill a new position they can either hire a new employee or promote an existing employee and each of these options has its own set of benefits and costs along that it’s more time efficient to train an existing employee in advanced methods and responsibilities. A properly trained employee promoted from within can be put to better use for your company more quickly and also promoting from within also motivates other workers. Employees will be more than willing to take on additional responsibilities and improve job performance. Especially when they see that there’s room for advancement in the company. 
[bookmark: _Toc530000725]By shaping an overarching environment that supports learning, training and development investments provide a foundation for readiness and activation of learning and knowledge management within organizations. Such an organizational context encourages employees to engage in various organization-wide learning practices, such as knowledge-sharing systems, suggestion programs, and cross-functional task forces, to resolve urgent organizational problems. “With organisational learning (OL) the notion of team work is highly praised and encouraged as a means of learning collectively” (Dupe Oyateru, 2011). Possessing individuals and teams by using valid and reliable research to create, manage efficient change so developing staffs and managers to create the desired culture across all levels of organization (Morrison, 2007)


4.2.   THE VALUE OF LEARNING AND DEVELOPMENT FOR ORGANIZATIONS (PROFESSOR SHARON MAVIN, DR. FIONA ROBSON, 2010)
“The training and development investments of an organization affect its innovative performance by promoting various learning practices” (Sung and Choi, 2013).If organization will get highly skilled, ability and knowledgeable then it added value to the organization. In terms of bank related issue most of training will be discretionary and such training may be mandatory so with the help of training employees added value. William, Jacqueline and Roland define Organization development is long-range in perspective and under senior leadership it works best and it effects change primarily although not exclusively through education. Rebelo and Gomes (2008) state that “learning is present in any organisation because of the intrinsic attributes of individuals and is an inevitable element of organisational life”. Abdul Halim and Mozahar Ali -“Usually an organization facilitates the employees' learning through training so that their modified behaviour contributes to the attainment of the organization's goals and objectives”. It emphasizes employee participation in assessing the current state and in planning for a positive future state; making free and collaborative choices on how implementation should proceed; and, empowering the system to take responsibility for creating and evaluating results (Rothwell, Stavros, and Sullivan, 2015).
“Learning and development can be origin of competitive advantage where employees gain appropriate new knowledge and skills (Towler and Dipboye, 2009) which measures a strong argument for organizations to invest in their employees so that they can get benefits and make dissociate themselves from their competitors.” 

	Author
	Opinions of different authors regarding Training & Development

	Oribabor (2000)
	“Training and development aim at developing competencies such as technical, human, conceptual and managerial for the furtherance of individual and organization growth” 


	Isyaku (2000)
	“The process of training and development is a continuous one. It is an avenue to acquire more and new knowledge and develop further the skills and techniques to function effectively”


	Tan, Hall and
Boyce (2003)
	“Companies are making huge investment on training programs to prepare them for future needs. The researchers and practitioners have constantly emphasized on the importance of training due to its role and investment”


	Stavrou et al.,
(2004)
	“The main goal of training is to provide, obtain and improve the necessary skills in order to help organizations achieve their goals and create competitive advantage by adding value to their key resources – i.e. managers.”


	Giangreco,
Sebastiano, and
Peccei (2009),
	“The key determinants of overall satisfaction with training (OST) are perceived training efficiency (PTE) and Perceived usefulness of training (PUT)”.


	Bates and
Davis (2010)
	“Usefulness of training program is possible only when the trainee is able to practice the theoretical aspects learned in training program in actual work environment. They highlighted the use of role playing, cases, simulation, mediated exercises, and computer based learning to provide exposure to a current and relevant body of knowledge and real world situations”.


	Kalaiselvan and
Naachimuthu
(2011)
	Training cost and business benefits are drawn on X and Y axis respectively. Four quadrants were identified to highlight (i) strategic (Lower training cost and higher business benefits), (ii) Payback (Higher training cost and higher business benefits) (iii) Think (Lower training cost and lower business benefits) (iv)Drop (Higher training cost and higher business benefits) 


	Karthik R (2012)
	“Training objectives tell the trainee that what is expected out of him at the end of the training program. Training objectives are of great significance from a number of stakeholder perspectives; Trainer, trainee, designer, evaluator”.



[bookmark: _Toc530000726]4.3.   TRAINING AND DEVELOPMENT AND ITS PROCESS 
[bookmark: _Toc530000727]By selecting the right type of training which is crucial part, organization differentiate that employees possess the right skills, knowledge and abilities to perform their designated task at the same time it brings success for  business and the new HR practice is also necessary for the same training need to be updated in the follow up of the best.  Training and development process has assumed its strategic role for meeting present and future business demands and in this regard few studies by Stavrou et al.’s (2004) and Nikandrou, Apospori, Panayotopoulou and Papalexandris’s (2008), “have accomplished much as importance these highlight the T&D practices in cross-national contexts.” Differently from these studies, Cunha, Morgado and Brewster (2003) were the only ones “who could not determine the effect of training on organizational performance and think that another study on analysis of this relationship was needed”.

4.4.   OBJECTIVE OF THE STUDY OF TRAINING & DEVELOPMENT
The Major objective of the study is to analyse the role of training and development in an organization development. “Improved work performance and motivation should lead to greater objective “(Mohd Rasdi, Garavan and Ismail, 2012).  The specific objective of the study are given below:
1. At the help of training and development organization can optimize to improve of human resources. 
2. When employees want to increase their productivity and creativity then training and development helps employees.
3. For creating a better corporate image training always supports
4. [bookmark: _Toc530000728]Training and development boosts in introducing the sense of team work, team spirit, and inter-team collaborations. 



[bookmark: _Toc530000729]4.5.   APPROACHES TO TRAINING & DEVELOPMENT 
4.5.1.   REACTIVE APPROACH 
[bookmark: _Toc530000730]The traditional approaches to training can be generally termed as responsive, directed by tactical delivery of technical skills in bricks and mortar, classrooms trainings and where training is seen as an event oriented activity.

4.5.2.   PROACTIVE APPROACH
[bookmark: _Toc530000731] In the learning organization this approach classified all learning activities with the corporate business strategy along with focus on developing competencies and efficiency.

4.5.3.   ACTIVE LEARNING APPROACH
[bookmark: _Toc530000732]In this approach, trainees play an outstanding role in learning by investigating issues and under the guidance of their facilitator situational problems are handled. The trainees become acquainted by asking ideas inspiring questions, searching for answers, and interpreting different observations made during the process. Permanent impact has fallen on the trainee in active learning approach on learning while it helps in long-term retention, capacity and finding better solutions in the challenging and demanding situations. In today’s world, continuous learning is essential to success in business and also individuals need to learn new things to succeed in life and at work. Companies can continue increased job demands to ensure their employees continue to learn and so the company can gain or maintain competitive advantage.


[bookmark: _Toc530000733]4.6.   DISCUSSION ABOUT TRAINING AND DEVELOPMENT
4.6.1.   IDENTIFICATION OF TRAINING AND DEVELOPMENT NEEDS
[bookmark: _Toc530000734]Training needs could be assessed by examining the fundamental human resources areas: the organization as a whole, the job characteristic and the needs of the individuals (Ali & Jeremiah. 2014). Managers are anticipated to discuss training and development needs as a portion of the Performance Review and Planning process with each of their staff at least annually so that they can understand of its importance. Which staff are newly appointed to their positions they have to understand the training needs and it should be discussed within four weeks in their workplace of their taking up the position whether or not they are new comer to the organization. 

4.6.2.   INTERNAL TRAINING AND DEVELOPMENT SESSIONS
[bookmark: _Toc530000735]The Training and Development Unit arranges training for staff on all campuses sites and for meet identified needs they set up specific sessions for a division or section or group of departments or occupational group. They also arranges an ongoing programme of courses and  for stuff  and considering services also administers to other organization sections and according to arising needs departments offer training sessions for staff.  

4.6.3.   EXTERNAL TRAINING AND DEVELOPMENT
Organization sponsored external courses for staff to attend from time to time. For developing individuals’ knowledge company arrange such training outside the organization where external course are there. Depending upon the nature of the course and the time frames, nominations may be researched by the Director Training and Development from appropriate managers. Nominations subcommittee of the Training and development will decided representation. Advisory Committee in accordance with the criteria outlined below. Fees will generally be correspond from the centralised training budget. For the nominating department or section training fees or any other incidental costs are the responsibility. Staff members submit a brief report to the director, TDU which supported from this budget are generally expected and where appropriate this budget that may be expected to pass on the knowledge and skills and ability gained to a wider group for example through seminars or workshops or conferences (Vinesh,2014)

[bookmark: _Toc530000736]4.7. TRAINING AND DEVELOPMENT ITS ROLE IN ACHIEVING ORGANIZATION DEVELOPMENT

[bookmark: _Toc530000737]Is investment in the field of training and development connected to the bottom line within the business? Increasingly, today high performing organizations are identifying the high need to use best training and development practices to increase their competitive advantage. In every business, training and development is an essential element if the value and potential of the organizations’ people is to be grown and elevated. The clear links between well designed and strategic training and development initiatives and the bottom line within the business- many studies are highlighted these things. The quality and extent of training and development of staff also affect to the image of an industry and of individual employers. Potential and dynamic employees will evaluate the document of prospective employers in this vital area. Career Progression and development is an increasingly attractive for basic requirement for many such employees in today’s world. In business climate, difficult internal and external competition are faced by companies and also for quality employees there has faced difficulties where all industries are experiencing staff and skills shortages. The survival of any organization in the competitive society lies in its ability to train its human resource to be creative, innovative, inventive who will invariably enhance performance and increase competitive advantage (FALOLA, OSIBANJO & OJO 2014). Each employer who invests seriously in the area of training increased productivity and performance as well as reap the benefits of an enhanced working environment with higher levels of staff retention. 

4.8.    TRAINING AND DEVELOPMENT GOALS IN AN ORGANIZATIONAL DEVELOPMENT
The survival of any organization in the 
competitive society lies in its ability to 
train its human resource to be creative, 
innovative, inventive who will invariably 
enhance performance and increase 
competitive advantage
 The types of training and development goals identified will depend on the personal and organizational objectives and also identified through the planning process and the agreed appraisal procedure. In any event the goals shall a minimum standard that take account of the following:
· The mission 
· The Values 
· The strategic objectives
· Equal Opportunities Policy 
· Requirements for core competencies 
· Continuing personal and professional development 
· Requirements for professional and vocational qualification in further education 
· Requirements for professional, vocational and workplace updating 
· [bookmark: _Toc530000738]Requirements for organizational change
4.9   GUIDELINES FOR EMPLOYEE PROFESSIONAL EVALUATION & DEVELOPMENT
[bookmark: _Toc530000739]Training professionals have long acknowledged the necessity of conducting behavior‐based and results‐based evaluations, yet organizations do not frequently conduct such evaluations. The key factors identified by study participants as having an impact upon their ability to conduct  evaluations were the availability of resources such as time and personnel, managerial support (organizational) and expertise in evaluative methodology (individual). The research findings indicated a need to further explore how training professionals interpret evaluations and how they can better develop their evaluative expertise, which in turn may increase effectiveness in gaining organizational support for evaluation efforts (Kennedy, Winiecki and Brinkerhoff, 2013). Evaluation activities are limited to reaction sheets and trainee testing without proper revision of training materials based on evaluation results (Tripathi and Bansal, 2017)

4.9.1.   ABILITY 
[bookmark: _Toc530000740]Organization evaluate the employee’s ability if there are any to decide to what extent he or she can accomplish the work. In addition, they evaluate the employee’s present and past psychological situation to fix if he or she has the ability to actually start or even continue the tasks.   

4.9.2.   STANDARDS
[bookmark: _Toc530000741]Organization evaluate how the people perceive their work in term of understanding their tasks and duties, smooth cooperation with their supervisors, and awareness of time limits along with, evaluate how goals and procedures are appeared to employees 

4.9.3.   KNOWLEDGE AND SKILLS
[bookmark: _Toc530000742]How employees’ background knowledge and adeptness are compatible with their task and duties company evaluate it and if they are not compatible then check it and if there is any training to narrow the knowledge and skill gaps and if there are no trainings to decide whether it is absolutely necessary for the employee to complete the tasks of their job.  
4.9.4.   MEASUREMENT
[bookmark: _Toc530000743]Organization evaluate employee’s evaluation if it is based on measuring the employees’ performance in terms of task performance or if it biased to the employee. 

4.9.5.   FEEDBACK
If the employee receives regular feedback then check on his or her work and is he or she performing well or not and if feedback is received, check if it is related to compensation or not, and  the employee chooses his evaluator.  

[bookmark: _Toc530000744]4.9.6.   ENVIRONMENT
[bookmark: _Toc530000745]In organization different tools are needed Check if the employee is surrounded by the necessary tools needed for task completion and if enough time is given for task completion, or if the working environment is comforting for task completion.   

4.9.7.   MOTIVATION
“The new economic era and its challenges led to an acknowledgement of the importance of human resource management in general and it led to the differentiation between the employees that hold the most knowledge and other ones. So organization designed for each employee more well-structured motivation strategy” (Todericiu, Şerban, and Dumitraşcu, 2013). Check that in organization there are arranged different type of incentive for best performance or there has punishment for bad performance. Additionally, for effective or productive employees, check for any guard for those employees if they are punished with extra tasks to do just because of their good performance (Elnaga and Imran, 2013).





[bookmark: _Toc530000746]CHAPTER 5
TRAINING AND DEVELOPMENT PROCESS OF CITY BANK LTD
Human Resource development is a fundamental pre-requisite to achieving organizational goals. Continuous training of the employees and executives is aimed at capacity and professional skill building throughout the year. Experienced banker’s work as faculty members under the direct guidance of a director. City Bank believes that “only employees must provide better service if they are trained well”. The HR department of city bank wants to ensure a dedicated team of well trained personnel who can serve the customers as well as bank by their expertise. They believes training is a great investment and weapons against less productivity. Effective training and development system would motivate employees to achieve the organizational goals. Different types of training are offered to the employees according to the bank rule.
In organization, as important function of HRD is to orient the new employees when he recruited and there has provided training programme to understand their job duties and responsibilities. This is done to ensure that effective input from the employees into the organization in this manner, it proves their most efficient level of performance. In the organization the learning program used which also ensures employee retention to the City Bank Limited spending in training programs for employees is not an expense, but an investment.

[bookmark: _Toc530000747]On the job training of CBL: On-the-job techniques include orientations, job instruction training, Assistant to position, committee assignment, job rotation and coaching. In the perspective, CBL has adopted diversified training programs home to produce quality service providers.

5.1. THE TRAINING PROGRAMS THAT ARE OFFERED TO EMPLOYEES FROM CITY BANK
· Orientation Training,
· In-house training,
· Job specific training,
· Need based training,
· Basic computer training,
· E-learning: Online training and evaluation.
[bookmark: _Toc530000748]Besides sometimes Branch manager sit with the employees of the branch and identify the skills and knowledge required to achieve the goals and objectives of the bank. Every week city bank arrange online exam and all employees have to attend the exam. On the basis of the exam they get marks which show the employees knowledge about the bank related things

5.1.1.   ORIENTATION TRAINING
Orientation training program are organized by CBL for new hired employees. Under this, there has fixed some training which is arranged for the new employees with brief and accurate information about city bank and make them familiar with culture of it. It is a great way to communicate between a new employee and their supervisor which make the new employees more flexible and comfortable in their job. Each new employee has to successfully complete this training program before performing their job duties and responsibilities. “Orientation training program includes two days of training where first day they give brief overview of City Bank Limited and Human Resource division and the last day employees are given lectures about different topics which topic employees have to know”.
[bookmark: _Toc530000749]
5.1.2.   IN-HOUSE TRAINING
In City Bank, they have their own trainer. With the help of them in house training is conducted. Under in house training, job specific, need based and orientation training programme are also part of it. There have an advantage of this training program that their own trainer is trained to new and existing employees. Here is the list of some In-house training program- 
 Attachment with Operations, Trade and Remittance.
 Foundation course for executive officer, assistant executive officers and teller.
 Basics of Banking Operations. 
 Corporate Business overview and Relationship Management. 
 Training on Retail Account and personal Loan Processing. 
 Induction and Orientation Training. 
  English Language Courses.
 Managing core risk in banking.

[bookmark: _Toc530000750]5.1.3.   JOB SPECIFIC TRAINING
[bookmark: _Toc530000751] After joining the respective department employees must get their job description and go through the on the job training process. City bank train them by peer or supervisor. This is applicable for all branch employee. Through this training employees’ knowledge, service quality and other issues can be identified.

5.1.4.   NEED BASED TRAINING 
After solving the gap between skills and knowledge and competency then this training is required for particular employee of city bank.

5.1.5.   BASIC COMPUTER TRAINING
Under this course, banking application software, hardware maintenance, trouble shooting and networking and system administrating with MS Windows 2000 Server are arranged for executives and also for executive who stay outside Dhaka in evening course.

[bookmark: _Toc530000752]5.1.6.   E-LEARNING
It is an online training program. All the employees of City Bank have to take part in the E-Learning exam. It is mandatory for all regular employees and also for the new joiners. A new employee can take part in this exam right after his joining and he must complete all the departmental courses by the end of his first year of service. Participants give online exam and the result is published via internet. An employee performance method is followed by each department. Supervisors and respective department head fill out and sign this performance measurement form. After reviewing their performance, training needs are identified for different employees. 

[bookmark: _Toc530000753]
5.2.   COURSE OBJECTIVES
· To strengthen capacity of the participants on over all banking procedure.
· To transform a group of officers’ into efficient bankers.
· To increase resources of the bank to strengthen future capacity.
· To transform trained officers to asset of the bank in commercial running of branches.
· To increase profitability through banking by trained staff.
· To enhance human & material resources for achieving the goals of the bank branches.
· [bookmark: _Toc530000754]To create permanent resources in branches of the bank.

5.3.   CBL GENERALLY FOLLOWS THE THREE PHASES OF TRAINING AND HUMAN DEVELOPMENT
1) Training needs identification 
2) Program design & delivery 
3) [bookmark: _Toc530000755]Impact analysis 

5.4.   TRAINING NEEDS IDENTIFICATION
They identifies whether the employees of CBL need training or not, whether they are efficient or not in performing their job effectively and efficiently. Generally, hr management of CBL looks at the organization’s performance rather than the employee’s performance. But the employee’s performance that is achieved through training reflects the organization’s overall performance and profit. The organization analyses the training needs of its employees through the analysis given below:  
· Gap Analysis 
· Behavioural Analysis 
· Functional Analysis 
· [bookmark: _Toc530000756]Organizational requirements.  

5.5.   WAYS OF FINDING NEEDS OF TRAINING
[bookmark: _Toc530000757][bookmark: _Toc530000758]5.5.1.   GAP ANALYSIS: All employees cannot equally perform and they sometimes lack of knowledge, skills, efficiency in decision-making etc. Today job has become complex and employees need to know all the tasks of their and others tasks and work team wise. Employees who lack required skills and knowledge to perform their task are identified are provided with training program.  

5.5.2.   BEHAVIORAL ANALYSIS: Each employee has different Behaviour, attitudes, culture, working pattern of them. For this the organization identifies those employees who works for the department and provides training and development program to improve their performance. 

[bookmark: _Toc530000759][bookmark: _Toc530000760]5.5.3.   FUNCTIONAL ANALYSIS: The organization lists the specific duties and skills required to perform the job and observe whether the employees can perform the duties effectively and efficiently or not whether they do their required skills or not. The supervisors report the observation of the employees in the managerial level and the selected employees are provided with the training.   

5.5.4.   ORGANIZATIONAL REQUIREMENTS: The organization provides training program to its valuable employees in order to let them know the company requirements.  
  
[bookmark: _Toc530000761]5.6. PROGRAM DESIGN & DELIVERY
The organization generally forms a team which designs and implements the training and development program. The team divides the employees into groups and designs program according to their needs. It sets the duration, timing and the specific training program for a certain number of employees and implements according to the design. For example, provide workshop training and there has a topic that improves their skills, helps them to increase and improve employee’s production quality and perform their best. 
[bookmark: _Toc530000762]
5.7.   EVALUATION AFTER TRAINING IN CBL
CBL follows different types of evaluation process are as follows-  
[bookmark: _Toc530000763]
5.7.1.   REACTION
This reflects the feelings of the trainees about the employee after training program conducted. How a person reacts due or after the program on the job is basically being evaluated. Using different exercise, case study, tests, etc. Trainers observe the job behaviour. Also peer, subordinates, superiors, etc. of employees act as evaluator in different way.  

[bookmark: _Toc530000764]5.7.2.   KNOWLEDGE ASSESSMENT 
After training knowledge is being evaluated. The management assess their knowledge through different written exam on the job performance, measuring the real life scenario, case solving etc. way.   

[bookmark: _Toc530000765]5.8.   INDIVIDUAL PERFORMANCE ASSESSMENT
[bookmark: _Toc530000766]While performing in the bank the performance of the trainee is being evaluate by different parties. How the act, how they think, how much confident while they are performing or facing any negative situation, how much they are contributing for the profit etc. are the fact to be considered. Finally, if the management found someone doing better than the standard level they will be appraised. Those who perform below the standard level after the training, they would be trained again in the next session training programs.  

5.9.   IMPACT ANALYSIS
One of the most important stage in the training and development program is exploring the influence of the program on the trainee. In this case, the team and the supervisor of CBL evaluate the performance and improvement of the trainees. They call for informal and formal interview to the employees and examine whether the training program was beneficiary to them or not. After training is up to the expected level or not they try to find out the performance of the employees. After the findings, the team as well as the supervisor take further necessary steps in human resource management and development.     
  
[bookmark: _Toc530000767]5.10.   AFTER EVALUATION FOLLOW-UPS
After all the training programs and evaluating the trained employees, they do evaluation follow ups. Here, Hr department set some kind of performance standards in all branch and measure the employees’ performance according to the standard and According to standard, branch manager taken actions.
If found the employee doing better than the standard level, they will be obviously appraised. After the training session if employees perform below the standard then they would be trained again in the next session. 

[bookmark: _Toc530000768]5.11.   TRAINING BUDGET
Training budget is very significant for implementing an effective training program. CBL believe that the quality of the training should be given priority in making the training budget. All the necessary items id needed for maintaining a good learning environment they taken into consideration while making the budget.  All cost items CBL brought under the budget. The budget helps the management to look into the ultimate benefit of the investment made for the training program.










[bookmark: _Toc530000769]CHAPTER 6
FINDINGS & ANALYSIS 
SAMPLE QUESTIONNAIRE 
                                                               Survey  
Name (optional):                              Phone Number (optional):                                  Age:  
Gender:        Male          Female  
Profession:        House wife        Service Holder        Business       Others  
Avg. Monthly Family Income:            20k or below 30k-40k          50k-70k            70k – 90k
         Above 120k   

Please indicate your level of satisfaction with the following statements. Where 1 = Not Very Satisfied, 2 = Not Satisfied, 3 = Neutral, 4 = Satisfied, and 5 = Very Satisfied.

	SN
	Statements
	1
	2
	3
	4
	5

	01
	Organization’s HR team are fully aware of the business needs and strategies
	
	
	
	
	

	02
	Your organization considers Training as a part of organizational strategy 
	
	
	
	
	

	03
	Does the introduction training is well planned exercise in the organization
	
	
	
	
	

	04
	Organization organized the training sessions properly to make the most use of the training session during its specified time
	
	
	
	
	

	05
	Training course facilities were equipped with the highest standards of quality
	
	
	
	
	

	06
	The number of participants in the training course was appropriate
	
	
	
	
	

	07
	Organization advising and counselling to individual employees on career planning and development opportunities 
	
	
	
	
	

	08
	Assessing your performance for training needs at least on an annual basis.
	
	
	
	
	

	09
	The training program will be beneficial for employees in performing present job effectively
	
	
	
	
	

	10
	Training program will improve skill/knowledge/ attitude is useful in career advancement.
	
	
	
	
	

	11
	The employees will take efforts to transfer learning on the job after attaining training program
	
	
	
	
	

	12
	The feedback can evaluate the effectiveness of training programme
	
	
	
	
	

	13
	The training programme enables the employees to be accountable in making decision
	
	
	
	
	

	14
	Training improves the employee’s performance on the current job and prepares them for an intended job
	
	
	
	
	

	15
	Job rotation has enhanced employee performance
	
	
	
	
	



[bookmark: _Toc503307299][bookmark: _Toc530000324][bookmark: _Toc530000770]


















TABLE WITH TABLE SOURCE AND GRAPH
 
	Criteria
	Score

	Strongly  agree    
	40%

	Agree
	30%

	Neither agree nor disagree
	10%

	Disagree
	15%

	Strongly Disagree
	5%












[bookmark: _Toc503307301][bookmark: _Toc530000325][bookmark: _Toc530000771]INTERPRETATIONS AND FINDINGS

[bookmark: _Toc530000772]On the basis of the survey, it should be in relation to organization development through training and development. Strongly agree around 40% of employees of CBL, not so much poor!  CBL is in categorically good shape from the perspective of training and development.  To address current fact, focus on the areas that have the lowest coring characteristics. Some of employees of CBL strongly disagree the score around 5% may have some problems in relation to training and development process.  Some of these problems may be quite serious.  To improving the serous issues, they will need to focus on improving the lowest-scoring characteristics. CBL does not have good training process for their organization development in place and they will need to refocus some issues in human resource programs.

6.1.   FINDINGS
· The findings shows that most of the personnel of CBL think that learning and development is an important factor to develop the organizations’ goal.
· To developing employees career most of them think that the training plays of great importance and CBL understands the training needs for employees. 
· Most of the employee think that, skill of them has been enhanced by training which being detail oriented.
· Most of the employee think that their performance has become perfect after receiving training. 
· The training budget of CBL is increasing so it is clearly state that, for achieving their objective they are taking training more serious. 
· They are trying to cope with the modern banking system software-based training which is fundamental for the employees of the bank. They recently introduce finacle training
· They always focusing on increasing the bank target of the organization which are set rather than give less importance to motivate the employees and increase the employee’s skills. 
· When I questionnaire survey to the employees I have found out that, all the employees are aware about the training programs and from the training they execute the knowledge in job.
· When training become the main purpose become the increment of profit of organization and they do not taken into training to motivate employees, productivity will not increase.








[bookmark: _Toc530000773]CHAPTER 7
CONCLUSION & RECOMMENDATION

RECOMMENDATION
Recommendation means to give suggestions about The City Bank ltd. On the basis of the findings and analysis of the study, my recommendations are given below:
· City Bank Ltd. should arrange other trainings (managerial trainings, English speaking/reading/writing training, quick customer service trainings, etc.) rather than only traditional banking trainings for its employees. 
· Training time for specific trainings need to be expanded and should arrange off the job training.
· CBL have to increase compensation to the employees so they focus more on their job
· They could arrange monthly training programme for improving their performance level. 
· The return on investment made towards training and development activity need to be measured. Employee has to be aware about the cost invested by company indirectly and they will be motivated to get the desired result output.
· It will be more helpful if, they adapt more advance technology in the production process and improvement of compensation structure for the staffs and employees. 
· There is still a strong usage of the traditional forms of learning strategies including classroom teaching, they should come out from this traditional forms and trying to concentrate on technologic learning process.
· Training facilities inculcating the sense of team work, team spirit, and inter- team collaborations this helps in inculcating the zeal to learn within the employees. So for organization success CBL should not only focus on train the newer employee rather they should also train the existing one.




CONCLUSION
All in all, for me it was a great learning experience and an absolute freedom to work at The City Bank Ltd. This experience made me conscious of my strengths and weaknesses and what I need to commit to make myself ready for the job market and most importantly, in a corporate environment it gave me first lesson how to present myself along with that gave me my first corporate experience and gave me hands-on lessons on what goes on in the real working environment. Today, Banks are highly competitive in Bangladesh and the success of one bank depends on the excellent service from the bankers to customers. Highly trained bankers in the banks can be developed by successful training and development, who can serve the customer very well also can achieve customer satisfaction for the organization. Employees become more efficient and capable by proper training and development process and can contribute in a good way in the organization in every work. Training is not a luxury but it is necessary if companies are to participate in marketplace by high quality service and competitive advantage can be ensured by well-structured and constructive training by the employees for the organization. The City Bank Limited is a bank that affirms the best support of the clients and in addition to the representatives by Human Asset Division. So, the management of The City Bank Limited should give more concentration in this sector effectively with proper strategy, better marketing policy and satisfactory customer services. The training practice that have helped the organization to grow the business and improve customer service with knowledge, skill they need to successful. When there remains a big gap between the knowledge and skills imparted the employs can’t not perform and that inability hamper the total business success. Ultimately, it is about assembling real value to the organization and those who constitute it. Increasingly, the training function is considered to be a primary function in helping the organization to achieve its goals through its main part people.
[bookmark: _Toc530000775]






APPENDICES
SAMPLE QUESTIONNAIRE
Name (optional):  
Phone Number (optional):   
Gender:        Male          Female  
1) Does training program is regularly arranged for developing the working efficiency of the employees?
2) Do your organization arrange outdoor training once in a month for better knowledge?
3) Does your company carry out an internal training or arrange by outsourcing?
4) Do your organization carry out the training need analysis?
5) Orientation training provides to newly recruited employees prior to start their job?
6) Do your organization provide any training to the employees due to any cultural and technological change?
7) Why Training and development is important for your organizations’ development?
8) How do you measure the success of training, if it reaches the above satisfactory level then what do you do and how much it adds value to their actual performance?
9) However, do you sometimes provide the training through creating the simulation so that the employees can have the experience to deal the real situation?
10) Do you and the trainee’s think training is important for their individual as well as for the organization development?
11) How much benefit did the training program add after employee being trained?
12) How do you measure the development and what are the evaluation process you follow?
13) How much you think your training process is successful for your organization development?
14) Are you satisfied with your training and evaluation process?
[bookmark: _Toc530000776]
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