VoLUME No. 3 (2012), | ssue No. 8 (AUGUST) | SSN 0976-2183

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE & MANAGEMENT

S

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories

Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell's Directories of Publishing Opportunities, U.S.Al
as well as inOpen J-Gage, India [link of the same is duly available at Infiibnet of University Grants Commission (U.G.C.)|
Registered & Listed at: Index Copernicus Publishers Panel, Poland
Circulated all over the world & Google has verified that scholars of more than 1500 Cities in 141 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

WWW.ijrcm.org.in



VoLUME No. 3(2012), I ssue No. 8 (AuGUST) I SSN 0976-2183

CONTENTS

-~ TITLE & NAME OF THE AUTHOR (S) Fage No-

1. | THE RELATIONSHIP BETWEEN CAPITAL AND OWNERSHIP STRUCTURES WITH THE CREATED SHAREHOLDER VALUE IN TEHRAN STOCK 1
EXCHANGE
MOHAMADREZA ABDOLI, MOHAMADREZA SHORVARZI & SYED NAJIBALLAH SHANAEI

2. |[IMPACT OF GOOD GOVERNANCE ON THE CORPORATE GOVERNANCE IN BANGLADESH 6
MD. ZAHIR UDDIN ARIF, MD. OMAR FARUQUE & UDAYSHANKAR SARKAR

3. |DETERMINANTS OF JOB PERFORMANCE OF ADMINISTRATIVE STAFF IN LADOKE AKINTOLA UNIVERSITY OF TECHNOLOGY, OGBOMOSO, 9
NIGERIA

AKANBI F. K. & OJOKUKU R. M.

4. |THE NEXUS BETWEEN ORGANIZATIONAL CULTURE AND TOP MANAGEMENT SUPPORT AS AN INFLUENCE TO THE ADOPTION OF 14
INFORMATION AND COMMUNICATION TECHNOLOGY (ICT) IN THE RWANDAN COMMERCIAL BANKS
MACHOGU MORONGE ABIUD & LYNET OKIKO

5. | THE ROLE OF CORPORATE REPUTATION ON TRAVEL AND LEISURE COMPANIES PERFORMANCE IN MALAYSIA 20
SAHAR E-VAHDATI

6. |HRAUDIT: AN EVALUATION OF HR PRACTICIES 23
MARIAM AHMED

7. | BENEFITS AND CHALLENGES OF CONVERGENCE TO INTERNATIONAL FINANCIAL REPORTING STANDARDS BY PUBLIC ACCOUNTABILITY 29
COMPANIES IN NIGERIA

ISHAQ ALHAJI SAMAILA

8. | FACTORS INFLUENCING EMPLOYEE ENGAGEMENT IN AN ENTERTAINMENT INDUSTRY 35
A. ANGELINE EMMEMA, N.AJJAN & C.KARTHIKEYAN

9. |[ANINSIGHT INTO XBRL: INDIAN PERSPECTIVE 43

DR. SUMIT GARG & RITIKA AGGARWAL

10. | EMPLOYEES’ SATISFACTION AND INDUSTRIAL RELATIONS — A STUDY OF SELECTED INDUSTRIAL UNITS OF AHMEDABAD AND ANAND 48

DISTRICTS
DR. VIJAYSINH M. VANAR

11. | AN EMPIRICAL STUDY ON TALENT MANAGEMENT — AN OUTMOST OPPORTUNITY FOR ORGANIZATION’S SUCCESS 61
NANDINI M. DESHPANDE

12. |ASTUDY OF HUMAN RESOURCES RELATED CONFLICTS IN SOFTWARE INDUSTRIES IN HYDERABAD 65
RAMAKRISHNA SASTRY GHATTY & DR. V. MADHUSUDHAN PRASAD

13. | CAPITAL STRUCTURE (DEBT-EQUITY) OF INDIAN PHARMACEUTICAL INDUSTRY — A STUDY 70
K. PADMINI & C. SIVARAMI REDDY

14. | GAINING LEVERAGE FROM SUPPLY CHAIN TO MAXIMIZE PROFITS 74
DR. MADHU JASOLA & SHIVANI KAPOOR

15. |BUSINESS CYCLE STAGES AND HUMAN CAPITAL COST — AN EMPIRICAL STUDY OF SERVICE SECTOR COMPANIES IN INDIA 79

DR. YAMINI KARMARKAR & PRACHI JAIN

16. |A COMPARATIVE STUDY ON CUSTOMER PREFERENCE ON MOBILE COMMUNICATION WITH REFERENCE TO THE SERVICE PROVIDED BY 85
PRIVATE (AIRTEL) AND PUBLIC (BSNL) SECTOR IN COIMBATORE DISTRICT
DR. G.SAKTHIVEL

17. | THE BRAND IMAGE & SATISFACTION LEVEL OF DEALERS AND SURROGATE BUYERS OF AMBUJA CEMENT LIMITED IN SAURASHTRA REGION 88
UTKARSH. H. TRIVEDI & JIGNESH. B. TOGADIYA

18. | SMALL PACKAGING- MAKING THINGS AFFORDABLE (A STUDY OF RURAL CONSUMERS) 100
RANJEET KAUR & AMANDEEP KAUR

19. |AREVIEW OF VIRTUAL LEARNING METHODOLOGY IN THE DEVELOPMENT OF SALES WORKFORCE 106
KETAN KANAUJIA & L. R. K. KRISHNAN

20. | CLASSIFICATION OF INVESTORS’ IN INDIAN SECURITIES MARKET WITH REFERENCE TO TAMILNADU — A DISCRIMINANT ANALYSIS 115
DR. V. DHEENADHAYALAN

21. | MARKETING IN ORGANIZED RETAIL ENVIRONMENT: A RETAILERS PERSPECTIVE 123
VASUNDRA

22. |ASTUDY ON EFFECT OF CSR INITIATIVES OF AUTOMOTIVE COMPANIES ON CONSUMER BUYING BEHAVIOR 126
SHILKI BHATIA

23. | EMPLOYEES PERCEPTION ON DAY - SHIFT V/S NIGHT - SHIFT JOBS (WITH SPECIAL REFERENCE TO BPO SECTORS IN HYDERABAD) 133

ANITA D’SOUZA

24. | AN OVERVIEW OF THE CHALLENGES FACED BY ITES /BPO EMPLOYEES IN INDIA AND THE NEED FOR NATIONAL LEGISLATURE TO PROTECT 139
EMPLOYEE RIGHTS OF THIS SECTOR

ANJALI PASHANKAR

25. | INSURANCE BUSINESS IN INDIA - AN OVERVIEW 143
VENKATESH BABU S

26. | LEADERSHIP STYLES IN DYEING AND PRINTING INDUSTRY (WITH REFERENCE TO JETPUR CITY OF RAJKOT DISTRICT) 147
ANKITA DHOLARIYA

27. | INTEGRATION OF INDIAN STOCK MARKET WITH ASIAN AND WESTERN MARKETS 153
RAKESH KUMAR

28. | EFFECT OF SALES PROMOTION ACTIVITIES ADOPTED BY MAHINDRA AUTOMOBILES ON RURAL MARKET OF PUNJAB 160
PRANAV RANJAN & RAZIA SEHDEV

29. | IDENTIFICATION OF KEY STRATEGIC FACTORS IN APPAREL SOURCING DECISIONS BY INDIAN RETAILERS; A CASE BASED STUDY 165
PARAGI SHAH

30. | GROWTH AND PROSPECTS OF INDIAN MUTUAL FUND INDUSTRY - A REVIEW 171
B. USHA REKHA
REQUEST FOR FEEDBACK 179

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT i

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 3 (2012), | ssue No. 8 (AUGUST) | SSN 0976-2183

CHIEF PATRON

PROF. K. K. AGGARWAL
Chancellor, Lingaya’s University, Delhi
Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

PATRON
SH. RAM BHAJAN AGGARWAL
Ex.State Minister for Home & Tourism, Government of Haryana

Vice-President, Dadri Education Society, Charkhi Dadri
President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,
DR. SAMBHAV GARG

Faculty, M. M. Institute of Management, MaharishiMarkandeshwarUniversity, Mullana, Ambala, Haryana

ADVISORS

DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland

PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., HaryanaCollege of Technology & Management, Kaithal
PROF. S. L. MAHANDRU
Principal (Retd.), MaharajaAgrasenCollege, Jagadhri

EDITOR,

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR.

DR. BHAVET
Faculty, M. M. Institute of Management, MaharishiMarkandeshwarUniversity, Mullana, Ambala, Haryana

EDITORIAL ADVISORY BOARD

DR. RAJESH MODI
Faculty, YanbulndustrialCollege, Kingdom of Saudi Arabia
PROF. SANJIV MITTAL
UniversitySchool of Management Studies, Guru Gobind Singh I. P. University, Delhi
PROF. ANIL K. SAINI
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 3 (2012), | ssue No. 8 (AUGUST) | SSN 0976-2183

DR. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga
MOHITA
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar

ASSOCIATE EDITORS

PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. ABHAY BANSAL

Head, Department of Information Technology, Amity School of Engineering & Technology, Amity
University, Noida

PROF. V. SELVAM
SSL, VIT University, Vellore
PROF. N. SUNDARAM
VITUniversity, Vellore
DR. PARDEEP AHLAWAT
Associate Professor, Institute of Management Studies & Research, MaharshiDayanandUniversity, Rohtak
DR. S. TABASSUM SULTANA

Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad

TECHNICAL ADVISOR.

AMITA
Faculty, Government M. S., Mohali
MOHITA
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar

FINANCIAL ADVISORS

DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS

JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 3(2012), I ssue No. 8 (AuGUST) I SSN 0976-2183

CALL FOR MANUSCRIPTS

Weinvite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the area of
Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, Insurance, Corporate Governance
and emerging paradigms in allied subjects like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing;
Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History;
Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International
Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy
Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Management
Information Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business;
Health Care Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-
Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational
Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small
Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical
Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing;
Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet;
Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific
Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design.
The above mentioned tracks are only indicative, and not exhaustive.

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our submission
guidelines duly available on our website under the heading guidelines for submission, at the email address: infoijrcm@gmail.com.

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1 COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)
DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ ' for possible publication in your journals.

| hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mention the following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

C) There is no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 3(2012), I ssue No. 8 (AuGUST) I SSN 0976-2183

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered &self explained, and titles must be above the table/figure. Sources of
data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
4 Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

. Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITES

4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in

Vi



VoLUME No. 3(2012), I ssue No. 8 (AuGUST) I SSN 0976-2183
A REVIEW OF VIRTUAL LEARNING METHODOLOGY IN THE DEVELOPMENT OF SALES WORKFORCE

KETAN KANAUJIA
DY. MANAGER (HR)
RELIANCE COMMUNICATION LTD.
MUMBAI

L. R. K. KRISHNAN
RESEARCH SCHOLAR
BHARATHIAR UNIVERSITY
COIMBATORE

ABSTRACT
This research paper analyzes the application of virtual learning methodology (VLM) in the training and development of the sales workforce in telecom industry.
The Indian Telecom market is growing at the rate of 18% p.a. and the fierce competition at the marketplace demands a highly skilled and competent sales
workforce. As a part of the study, a survey of 133 sales managers was conducted using a structured and non-standard questionnaire based on likert scale. The
data was analyzed using Statistical Package for Social Sciences (SPSS) and the two hypotheses were tested using non parametric tests. The research findings
would be beneficial to practicing training managers for imparting training programs for high impact learning for a geographically dispersed sales force.

KEYWORDS

Sales Training, Sales workforce, Training Effectiveness, Training Framework, Virtual Learning Methodology.

INTRODUCTION
he Indian Telecom Industry has grown substantially over the last decade due to the liberalization policies of the government, extensive need for
communication, favorable demographic outlook and the political stability. The market was dominated by public sector organizations until 1991 but the
liberalization of the industry opened the doors to the private players. New Telecom policies of 1994 and 1999 revolutionized the industry and many
foreign operators started their operations in the country. The Indian telecom network is currently the 3" largest in the world and the 2" largest in Asia.
The industry provides a variety of solutions related to voice, data, Value Added Services (VAS), entertainment, network and passive infrastructure etc. Telecom
operators have deployed number of cutting edge technologies like Global System for Mobile communication (GSM - 2G/3G), Code Division Multiple Access
(CDMA), General Packet Radio Service (GPRS), Enhanced Data-rates for Global Evolution (EDGE), High Speed Data (HSD), Evolution Data Optimized (EVDO),
Universal Mobile Telecommunication System (UMTS), High Speed Packet Access (HSPA), Long Term Evolution (LTE), Wireless Inter-operatibility for Microwave
Access (WiMAX), Next Generation Network (NGN), Synchronous Digital Hierarchy (SDH), Dense Wavelength Digital Multiplexing (DWDM) and Metro Ethernet
Network (MEN) on their network in order to offer a host of products and services such as Fixed Wireless Phone (FWP), Fixed Landline Phone (FLP), Mobile
phones (prepaid and postpaid), 3G Tabs, data cards, Direct To Home (DTH), Internet Protocol Television (IPTV), Voice over Internet Protocol (VolP), broadband,
leased lines, Internet Data Center (IDC), Virtual Private Network (VPN) and cloud computing etc. The industry has a segmented customer base and organizations
use diverse channels like Enterprise / Corporate, Retail, Direct and Mass Distribution for reaching out to the customers.
The Learning Center (LC) of a leading telecom player in India, an 1ISO 9001:2008 certified entity, is actively engaged in providing learning solutions to employees
and other stakeholders using various methodologies which includes instructor led training programs through regular and virtual classroom sessions, webcast,
audio broadcasting and Self Learning Modules (SLMs). The virtual classroom sessions are facilitated using audio and video conferencing technologies and SLMs
(animated presentation with voice over) provide self paced learning solutions to the employees. The LC portfolio contains over 250 instructor led training (ILT)
and 92 self learning modules (SLMs) on different technologies, telecom equipments, behavioral and generic soft skills. The entity has trained and developed
more than 32000 employees over the last nine years using following state-of-the-art learning models:
. Accelerated Learning Solutions (ALS)
. Blended Learning
. 3Ts Model (Telecommunication, Technology and Training)
The ALS program accelerates the learning curve of fresh engineering graduates by engaging them to learn, develop and enhance their on-the-job productivity
and performance by a combination of Instructor led Classroom and Distance Learning Training Programs, On-line Interactive Self Learning Modules, On-the-job
Mentoring, Cross Functional training, Job rotation and Enrichment, Project Presentation, Certifications, Quizzes, Workshops, Seminars and Conclaves.
The Blended Learning model uses a mix of conventional instructor led training (ILT) — direct as well as over audio/video conference for theory, product and
services hands-on, supplemented by SLMs. All the modules include an evaluation mechanism to validate employee learning (Ram, Warier, & Krishnan, 2012).
3Ts model is a cost effective learning solution in comparison with conventional and virtual classroom techniques. It is tempered with a voluntary self learning
and mandatory certification mechanism, thereby increasing its effectiveness and creating a learning organization. The model goes beyond traditional e-learning
and is an amalgamation of online learning, virtual learning, distributed learning, networked or web-based learning techniques (Verma, Warier, & Krishnan,
2012).

LITERATURE REVIEW

Literature review has been undertaken to analyze the various aspects of the subject and the key works and models that are pertinent to the study have been
reproduced in this section.

In many cases, training efforts focus exclusively on skills and techniques. While these elements are essential to good training, if there is no process ‘backbone’ to
attach new practices to, the new methods are applied sporadically and soon fall into disuse. In essence, new skills fail to ‘stick’ without a committed change in
the overall sales approach and philosophy. The application of new methods is typically reduced to a few good ideas gleaned from the training at an individual
level. Many initiatives (and training vendors) apply a partial or fragmented training approach that fails to address specific types of learning. Simply providing
‘blended’ learning that is comprised of instructor led and elLearning courses may not improve retention and application results. An appropriate blend of
controlled learning ‘events’, on-demand resources, ‘push’ reinforcement, and on-the-job learning is required to meet the needs of next generation sales
professionals (Sales Performance International, 2010).

Most sales training is focused around a two- or three-day event where salespeople learn and practice new skills. The problem with event-only training is that the
effects of the event fade. Without reinforcement, it’s nearly impossible to make learning stick. Then you don’t get the changes in behavior and increased
performance results you’re looking for. With event-only training, after short-term bumps in sales improvement, salespeople forget learned skills and knowledge,
forget how inspired and motivated they were given what they covered, and the learning effectiveness decreases. Indeed, ES Research estimates that 85 percent
to 90 percent of sales training fails after 120 days because the sales training is not reinforced (Schultz, 2012).
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Corporate managers are constantly looking for more cost-effective ways to deliver training to their employees. E-learning is less expensive than traditional
classroom instruction. Many expenses like booking training facilities, travel costs for employees or trainers, plus employee time away from the job etc. are
greatly reduced. In addition to positive economic benefits, advantages such as convenience, standardized delivery, self-paced learning and variety of available
content, have made e-learning a high priority for many corporations (Strother, 2002).
The majority of trainers we work with differentiate themselves in tenders by simply offering an online training module. When someone thinks about online
training, it sometimes surprises that this is a differentiator in itself. But the fact is that the majority of trainers still don’t offer it which, especially in the training
of soft skills, provides a big opportunity. Almost all corporations feel they should offer their employees the opportunity to train their skills anywhere, anytime
(Reijden, 2012).
A brief discussion of the underlying principles behind distance learning is necessary to understand the associated problems. In 1973 Moore introduced the
theory of independent study. An important foundation of distance education, it suggests that successful teaching can take place even though teacher and
learner are physically separated during the learning process. This separation can occur in several ways depending on the nature of the course content and
delivery medium. Because of the competing priorities of work, home, and school, adult learners desire a high degree of flexibility. The structure of distance
learning gives adults the greatest possible control over the time, place and pace of education; however, it is not without problems. Technology has also changed
the face of education. Advances in telecommunications technology has opened up the possibility of personal and group interaction in distance education
(Galusha, 1997).
The US army has taken a paradigm shift in its training methodology to provide self driven learning solutions to soldiers. The Army plans to convert over 500
courses to a distance learning format, delivering training to a soldier when needed. As described in the Total Army Distance Learning Plan, in the 21st Century,
soldiers will attend streamlined resident courses, preparing themselves through diagnostic-driven, self-paced distance learning modules delivered at home
station in unit learning centers, at the job site, or in their residence. In recent years, there has been an escalating interest on the part of academia, industry, as
well as the military to shift from the traditional face-to-face classroom to a distance learning format. This shift has been driven by an interest in reducing training
costs while increasing accessibility (Wisher et al., 1999).
One of the few generalizations that can be made about any distance learning program — whatever the communications media used and the content level — is
that a good monitoring and evaluation system is likely to lead to a successful program, and a poor system is almost certain to lead to failure (Moore, 1999). The
three key features of a good system are as follows:
. The preliminary specification of good learning objectives, with this crucial question at the heart: Did each participant produce evidence of having learned
what was required as specified in the learning objectives? If not, why not?
. The construction and handling of assignments, which are the participants’ evidence of learning and an important source of feedback for the program
. A good data gathering and reporting system and a solid review of all of the data by both instructors and program administrators
It is a daunting task to maintain an educated, high-performance workforce in today's global economy. Increased competition, regulatory bodies, changing
technology, and process re-engineering conspire to disrupt traditional employee practice and capability. The need for training, retraining and lifelong learning by
professionals, demands that continuing education and staff development accommodate diverse learning environments, including the home, office or offsite
conference room. To meet such demands, organizations and businesses are relying on communications technology and distance learning to deliver training
(Schreiber & Berge, 1998).
Schreiber and Berge (1998) have also proposed a model for technology based learning. This model employs a reiterative process of analysis and design and is
derived from the theories of instructional systems development and conceptual frameworks of learning. The goal is to maximize utilization of technology and
institutionalize an organization's distance training efforts:
. Analyze business needs

. Identify strategic distance training events and programs
. Apply conceptual frameworks of learning to distance training
. Identify and select delivery tools (develop organizational technology plan)

. Correlate distance learning instructional materials to technology delivery tools

o Secure implementation support

. Implement a balanced roll-out strategy

. Evaluate distance learning processes and measure transfer

Attwell (2006) has discussed the variables that affect the learning when it comes to the use of technology in training:
Individual learner

. Physical characteristics (e.g. age, sex, physical abilities)

. Learning history (negative/positive experience, level of attainment, duration, recency etc.)
. Learner attitude (positive/negative)

. Learner motivation (high/low)

. Familiarity with the technology

Learning environment

. The immediate (physical) learning environment

. The organizational or institutional environment

. The subject environment

Contextual

. Socio-economic factors (e.g. class, gender,)

. The political context (e.g. who is funding/ paying for the e-learning and for what reason?)
. Cultural background (e.g. how highly is learning/e-learning valued?)

. Geographic location (e.g. country, language, urban/rural)

Technology

. Hardware

. Software

o Connectivity

. Media
. Mode of delivery
Pedagogic

o Level and nature of learner support systems
. Accessibility issues

. Methodologies

. Flexibility

. Learner autonomy

. Selection and recruitment

o Assessment and examination
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. Accreditation and certification

Managers from around the world are constantly trying to do more with less. The service or product they provide demand faster delivery, more variety, and

better quality. Training and development practices are constantly adapting to new technology. The collaboration enabled via computers helps eliminate

miscommunication. Project managers have discovered that they can be ‘on the same page’ even when they are not in the same room or geographical location.

Learning and certification that can be done online can shorten training timelines. The latest information, knowledge and skills can be communicated instantly

(Applied Training Solutions.com, 2012).

MODELS

a) Kirkpatrick’s Model (Kirkpatrick & Kirkpatrick, 2006)

The 4 levels of the model are as under:

. Level 1: Reaction — It indicates the feedback of the participants with regard to the coverage, deliverability, content, presentation and duration of the
program

. Level 2: Learning — The purpose of this stage is to obtain information on the amount of learning by the trainees. Getting feedback in an organized manner
helps in correct and valuable evaluation

. Level 3: Behavior — It measures changes in on-the-job behavior. It is very important to give time to learners to reflect their learning on their work place

. Level 4: Results — Evaluation at this level consists of an attempt to measure aspects of the effects of trainee’s job behavior —~whether on productivity or
efficiency of trainee’s department

Training effectiveness dashboard will give real-time reporting of above measures for HR, line managers and executives. This will simplify and visualize key report

data to facilitate faster decision-making. Training progress is also available via dashboard which provides a complete overview of all training variables.

b) TIER Model (NIOSH, 1999)

The TIER model (training intervention effectiveness research model) regards five types of study variables as integral to training effectiveness research:

independent, dependent, modifying, intervening, and confounding variables (figure 1).

FIGURE 1 - TIER MODEL - TRAINING VARIABLES

Training Learning Action
¢ Independent Variables * Modifying, Intervening & Confounding * Dependent Variables
Variables
. Independent Variables are the manipulated variables—that is, the training inputs and activities that are implemented and studied. They are presumed to

cause or influence certain training outcomes. Depending on the study, independent variables could include timing, format, and location of training as well
as modifications to the training rationale, content, or educational approach under study

. Dependent Variables are the intended aims of training, which are expected to result from exposure to the independent variables. As exposure varies,
results may differ, allowing effectiveness to be measured. The model differentiates between dependent variables that are immediate effects of training
(termed "outcomes") and dependent variables that are later-emerging effects of training (termed "impacts"). Sample outcomes of training include
participant satisfaction with the course; changes in knowledge, attitude, and behavioral intent; and demonstrated skills or abilities. Sample impacts of
training include the following: diffusion of course material into the field, retention of knowledge and attitudes, transfer of behavioral intent into practice,
application of learned skills and abilities, transfer of training to new populations, and acceptance of instructional content as normal operating procedure

. Modifying Variables can modify the influence of independent variables on dependent variables. Therefore, to preserve the integrity of results, modifying
variables must be controlled or neutralized for all study conditions. Learner variables (age, sex, socioeconomic status, etc.), trainer variables (experience,
teaching style, etc.), and context variables (class size, classroom instruction versus apprenticeship training, etc.) can all modify learning outcomes. Typically,
when modifying variables are suspected, research design techniques such as stratified sample selection can be used to control and study their effects on
dependent variables

. Intervening Variables are inferred concepts intended to explain the processes between stimulus (independent variables) and response (dependent
variables). Intervening variables cannot be meaningfully observed, manipulated, or measured. In educational research, such constructs frequently relate to
learner attentiveness, ability and motivation to learn, learning style, and individual coping mechanisms when ingesting new material. Intervening variables
may also pertain to (1) the trainer's ability to engage learners with the subject matter, and (2) contextual attributes such as the structure and formality of
the educational environment. Random selection and assignment of subjects are presumed to control for most intervening variables

. Confounding Variables act synergistically with the independent variables and thus are suspected of altering the effects on the dependent variables. Factors
beyond the learner's control can influence training outcomes. Therefore, confounding variables can bias the interpretation of data. Possible confounding
variables in effectiveness research are changes in institutional policy, implementation of new technologies, and other non training factors that could
influence dependent variables. Again, controls applied to sample selection, research design, and data analysis can identify and compensate for the effects
of concurrent exposure to multiple causative agents

RESEARCH PROBLEM

In a dynamic telecom market environment, the sales workforce has to continuously enhance the skills to enjoy a competitive advantage. The sales managers
have to ensure that their team members are fully up-to-date with the rapidly changing technology-product-service portfolio. To manage such a large number of
channel partners, distributors and sales workforce, the sales managers must have a complete understanding of go-to-market strategies.

The selling behavior in the telecom industry is getting impacted by intense competition, extensive travelling and continuously changing product-service-
technology portfolios. Consequently, there is a clear gap between the customer expectations and the sales delivery. Sales workforce is unable to convert the
sales advantage into sales proposition due to lack of understanding of products and services. Figure 2 shows how all these factors are impacting the brand
image, productivity and revenue of the organizations.
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FIGURE 2: CHANGING SELLING BEHAVIOUR AND ITS IMPACT
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The Indian telecom industry requires a highly techno-savvy, product and market centric sales workforce that can cover the length and breadth of the country

through various distribution channels geographically spread across various states, zones, districts, towns and villages. The key problem areas pertaining to the

research are summarized below:

. Organizations find it challenging to provide learning solutions to such a geographically dispersed sales workforce using conventional learning techniques
only. The need for extensive market reach necessitates considerable travel which is an impediment for classroom training

. High cost and time involved in the travelling to attend the classroom training is another factor which needs to be addressed. The sales workforce operates
out of various non-office locations spread across the marketplace. Classroom training has an adverse impact on the availability of the sales workforce

. The industry has an ever changing technology, product and service portfolio and hence the training solutions need to be innovative

OBJECTIVES

The primary objective of this research is to analyze the application of virtual learning methodology (VLM) for the training and development of sales workforce in
the telecom industry. The specific objectives are listed hereunder:

a)  To create and validate a virtual learning framework for field sales workforce

b)  To evaluate the effectiveness of VLM for the training of sales workforce and establish a linkage with learning and competency development

VIRTUAL LEARNING FRAMEWORK

This research paper aims to provide a holistic learning framework that bridges this gap by deploying a model that transcends geographical barriers and facilitates
competency development of the sales workforce. The fundamental framework used for the sales workforce training through virtual learning methodology (VLM)
is shown in figure 3. The sales managers, distributors, channel partners and other sales team members were trained on different behavioral and functional
aspects using this framework for a period of three months as a part of the study. The behavioral training covered soft skills such as selling, negotiation,
communication, presentation, art of closure, leadership, supervisory and channel partner management etc. The functional aspects related to products, services,
process, tariff, schemes, plans were also covered in the training. All the training programs were designed and developed in alignment with the Subject Matter
Experts (SMEs) and channel specific requirements.
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FIGURE 3: VIRTUAL LEARNING FRAMEWORK
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The training programs were delivered through different virtual modes such as virtual classroom (Video conferencing / audio conferencing) and webcasting.
Participants joined the training program from their respective locations, or in some cases from their workplace, using the video conferencing facilities or even
with a webcam and a speaker phone (from non VC locations). Trainers drove the sessions using collaborative aids like Microsoft Netmeeting, WebEx and digital
tablets to simulate a classroom experience. A dedicated knowledge management portal was designed for the purpose of information and courseware sharing,
training calendar display and to provide a platform for the integrated certification and feedback engine. Recordings of virtual classroom sessions, Self Learning
Modules (SLMs) and deferred webcasts were also made available on the portal to drive the self learning for sales workforce. Besides this, a helpdesk was created
to resolve participants’ queries and sponsors were appointed in all the geographies and they were responsible for the end-to-end facilitation and administration
of training delivery, nominations and attendance, IT and other logistics in their respective geographies. The sponsors were aligned with the trainers throughout
the training.

The participants were mandated to take certification test and provide feedback after each training program. The findings from the feedback analysis were
incorporated to further develop and enhance learning solutions. The post training assessment scores were used to identify learning gaps of participants and also
formed a part of their performance improvement plan.

RESEARCH METHODOLOGY

As a part of the study, sales managers, sales executives, distributors and channel partners from different distribution channels were trained over a period of
three months through different virtual learning modes. The training covered functional and behavioral aspects as described in the conceptual framework section
(Figure 3). The courseware was tailor-made to serve channel specific needs and post training, all the participants were mandated to provide feedback and
undertake a certification test. The impact study was done at the end of three months to ascertain the effectiveness of training using VLM. The methodology used
for the research is described in table 1.

TABLE 1: RESEARCH METHODOLOGY

S.N  Parameter Value

1 Type of Research Empirical

2 Length of Study 3 months

3 Research Instrument Structured and Non Standard Questionnaire

4 Survey Administration Email and Telephonic

5 Instrument Validity Testing  Cronbach Alpha

6 Sampling Type Purposive and Judgmental Sampling

7 Sample Size 133

8 Analysis Descriptive, Spearman’s Co-relation and Cronbach Alpha
9 Hypothesis Testing Non Parametric Test - Kolmogorov-Smirnov

SAMPLING DESIGN

A purposive sampling technique was used for the study. The sample included 133 sales managers from different sales and distribution channels (Appendix 2).
DATA COLLECTION

The primary data was collected through the administration of a structured and non-standard questionnaire (Appendix 1) using emails and telephonic calls.
ASSUMPTIONS

. Sales managers are representative of the entire sales population
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. The find

ings of the study could be extended to all the business units of an organization

. The sales training processes and requirements are uniform across the telecom industry

LIMITATIONS

. The sampling size is a major limitation of the study
o The sample is restricted to a specific business unit of a leading telecom player in India

HYPOTHESES

H1: VLM imparts a holistic learning experience to the sales workforce to discharge their on-the-job responsibilities
H2: VLM promotes learning and results in the competency development of the sales workforce

DATA ANA

LYSIS AND INTERPRETATION

The data collected through the responses was collated and tabulated. The parameters tested, the tests employed and the tables listing the results are as listed in

Table 2.

TABLE 2: TESTS USED FOR DATA ANALYSIS

S.N  Parameter Test Table

1 Descriptive Statistics  Mean, Std. Deviation, Skewness and Kurtosis  Table 4

2 Reliability Testing Cronbach Alpha Table 5,6 and 7
3 Data Correlation Spearman’s Correlation Table 8 and 9

4 Hypothesis Testing Kolmogorov-Smirnov Table 10

Table 3 provides the response count summary of different questions used in the research instrument. The data was subsequently analyzed using SPSS Statistics
Ver. 20 software. The tests validated both the hypotheses.

TABLE 3: QUESTION WISE RESPONSES

Question  Response Weighted Avg.
5 4 3 2 1
Q1 50 76 6 1 0 4.32
Q2 53 71 6 3 0 431
Q3 2 34 39 40 18 271
Qa4 13 58 27 27 7 3.33
Qs 35 72 16 7 2 3.99
Q6 55 68 8 1 0 434
Q7 68 60 3 1 1 4.45
Qs 29 87 15 1 0 4.09
Q9o 39 80 8 4 1 4.15
Q10 36 82 13 2 0 4.14
Qi1 40 82 11 O 0 4.22

Descriptive Analysis
Table 4 shows the descriptive data analysis of the responses collected through the survey. This includes mean, standard deviation, skewness and kurtosis.
Skewness is used for distribution analysis and is indicative of a sign of asymmetry and deviation from a normal distribution. All 11 questions indicate negative

skewness.

TABLE 4: DESCRIPTIVE ANALYSIS

Questions N Mean Std. Deviation Skewness Kurtosis
Statistic  Statistic  Statistic Statistic  Std. Error  Statistic  Std. Error

Ql 133 4.32 .595 -.455 .210 .628 417
Q2 133 4.31 .665 -.912 .210 1.616 417
Q3 133 2.71 1.041 -.056 .210 -.955 417
Q4 133 3.30 1.108 -.553 .210 -.360 417
Q5 133 3.96 .924 -1.385 .210 2.994 417
Q6 133 4.31 .730 -1.857 .210 8.358 417
Q7 133 4.45 .657 -1.609 .210 5.450 417
Q8 133 4.06 .694 -1.601 .210 8.275 417
Q9 133 4.12 .808 -1.801 .210 6.250 417
Q10 133 4.14 .641 -.486 .210 .859 417
Q11 133 4.22 .582 -.063 .210 -.346 417

Kurtosis is a measure of the heaviness of the tails of a distribution. A normal distribution has kurtosis 0. Extremely non-normal distributions may have high
positive or negative kurtosis values, while nearly normal distributions will have kurtosis values close to 0. Kurtosis is positive if the tails are "heavier" than for a
normal distribution and negative if the tails are "lighter" than for a normal distribution. Kurtosis is an indicator used in distribution analysis as a sign of flattening
or "peakedness" of a distribution. 4 out of 11 questions have a Kurtosis < 3 which is indicative of a Platykurtic distribution, flatter than a normal distribution with

a wider peak.
Cronbach Alp

The probability for extreme values is less than for a normal distribution, and the values have a wider spread around the mean.
ha Reliability Test

Cronbach's Alpha is a coefficient of reliability. It is commonly used as a measure of the internal consistency or reliability of a test score for a sample of
respondents. Cronbach’s alpha reliability coefficient normally ranges between 0 and 1. The closer coefficient is to 1.0, the greater the internal consistency of the
items in the scale. The research instrument was tested using Chronbach Alpha to measure the internal reliability of different questions. The alpha coefficient for
the research instrument is 0.811 (Table 5) which indicates a very high internal consistency of the scale items. Question 6 could not be grouped during the

reliability test

ing.
TABLE 5: CRONBACH ALPHA TEST OUTPUT FOR THE RESEARCH INSTRUMENT
CASE PROCESSING SUMMARY

N %
Cases Valid 133  100.0
Excluded® 0 0.0
Total 133  100.0

a. List wise deletion based on all variables in the procedure.
RELIABILITY STATISTICS

Cronbach's Alpha N of Items
811 11
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Table 6 shows the Chronbach Alpha test output for Questions - Q3, Q4, Q5, Q10 and Q11. The internal consistency is high as the value of Chronbach Alpha
coefficient is 0.681. It shows that these five questions can be grouped together and represent the training effectiveness.

Q3
Q4
Q5
Q10
Qi1

participants.

Q1
Q2
Q7
Qs
Q9

TABLE 6: CRONBACH ALPHA RELIABILITY TEST - GROUP 1 -Q3, Q4, Q5, Q10 AND Q11 - TRAINING EFFECTIVENESS
RELIABILITY STATISTICS

Scale Mean if Item Deleted
15.62
15.04
14.38
14.20
14.12
Table 7 shows the Chronbach Alpha test result for Questions- Q1, Q2, Q7, Q8 and Q9. The internal consistency of these questions is very high as the value of
Chronbach Alpha coefficient is 0.740. These questions also can be grouped together and they represent the learning and competency development of the

TABLE 7: CRONBACH ALPHA RELIABILITY TEST - GROUP 2 - Q1, Q2, Q7, Q8 AND Q9 — LEARNING AND COMPETENCY DEVELOPMENT
RELIABILITY STATISTICS

Scale
16.94
16.95
16.80
17.20
17.14

Mean if Item Deleted

Spearman’s Correlation Analysis
Spearman's Correlation test assesses how well the relationship between two variables can be described using a monotonic function. If there are no repeated
data values, a perfect Spearman correlation of +1 or -1 occurs when each of the variables is a perfect monotone function of the other (Wikipedia, 2012). Table 8
shows the Spearman's Correlation coefficient value between different questions. It validates that the group 1 (Q3, Q4, Q5, Q10 and Q11) and group 2 (Q1, Q2,
Q7, Q8 and Q9) have positive internal correlation.

**_Correlation is significant at the 0.01 level (2-tailed)

Correla
Ql

Q2

Q3

Qs

Q5

Q6

Q7

Q8

Q9

Q1o

Q11

tions

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Correlation Coefficient
Sig. (2-tailed)

N

Cronbach's Alpha

.681

ITEM-TOTAL STATISTICS

Scale Variance if Item Deleted

5.827
5.461
5.797
6.083
6.561

N of Items

5

Corrected Item-Total Correlation
337
.370
439
.667
.572

Cronbach's Alpha

.740

ITEM-TOTAL STATISTICS

Scale Variance if Item Deleted

4.178
4.111
3.946
4.083
3.391

N of Items

5

Corrected Item-Total Correlation

514
456
.538
435
.585

TABLE 8: SPEARMAN’S CORRELATION TEST OUTPUT
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Table 9 shows the correlation between the two group variables — Training Effectiveness and Learning and competency development. It is clear from the table
that the variables are also positively correlated with each other as the value of spearman’s coefficient is 0.0362.

TABLE 9: SPEARMAN’S CORRELATION SCORE AMONG THE GROUPS

Spearman's Correlation Training Effectiveness  Learning and Competency Development
Training Effectiveness Correlation Coefficient  1.000 362"

Sig. (2-tailed) .000

N 133 133
Learning and Competency Development  Correlation Coefficient 3627 1.000

Sig. (2-tailed) .000

N 133 133

**, Correlation is significant at the 0.01 level (2-tailed)
*, Correlation is significant at the 0.05 level (2-tailed)

HYPOTHESIS TESTING AND RESULTS

Kolmogorov Smirnov test was used for hypotheses testing and the SPSS output of the data is given in table 10.

TABLE 10: KOLMOGROV-SMIRNOV TEST RESULTS
Hypothesis Test Summary

Sr. No. Null Hypothesis Test Sig. Decision

1 The distribution of Training Effectiveness is normal with One-Sample Kolmogorov-Smirnov Test 0.00 Reject the null hypothesis
mean 3.69 and standard deviation 0.63.

2 The distribution of Learning and Competency One-Sample Kolmogorov-Smirnov Test 0.00 Reject the null hypothesis

Development is normal with mean 4.25 and standard
deviation 0.54.
Asymptotic significances are displayed. The significance level is .05.
H1: VLM imparts a holistic learning experience to the sales workforce to discharge their on-the-job responsibilities
Table 10 shows the Kolmogorov-Smirnov test results of the hypotheses. The mean of the training effectiveness score is 3.69 with standard deviation of 0.63. 95%
participants feel that trainer was effective in translating the training into a learning experience. 93% participants also feel that the content delivered through the
virtual mode was highly effective and relevant for them to discharge their on-the-job tasks. It can be concluded on the basis of responses and hypotheses test
results that training was highly effective and the hypothesis can be retained.
H2: VLM promotes learning and results in the competency development of sales workforce
It is shown in the table 10 p-value for the learning and competency development variable is less than significant level of 0.05. The mean of variable score is 4.25
with standard deviation of 0.54. 90% of the participants feel that they along with their team members are highly motivated to attend such training sessions for
further enhancement of skills and knowledge. Kolmogorov-Smirnov tests results show that the hypothesis can be retained and it can be concluded that VLM
promotes learning and results in competency development of sales workforce.
KEY Findings
The key findings of the research are listed below:
. VLM framework is an effective tool and driving the desired objectives for sales workforce
81% of the sales managers feel virtual learning model is convenient
95% of the sales managers feel that VLM framework is effectively used by the trainers for to translate training objectives into learning experience
93% of the sales managers feel that content delivered through VLM was relevant and useful for their on-the-job responsibilities
The sales workforce is motivated to actively participate in training programs through VLM
96% of the sales managers want to attend more such programs for further enhancement of their skills and knowledge
88% of the sales managers want to organize such programs for their team members
90% of the sales managers feel that their team members want to attend more such programs
Overall quality and training satisfaction level is high
93% of the sales managers feel that certification and feedback process is user friendly
89% of the sales managers rate the overall experience and satisfaction level as high
92% of the sales managers find the quality of training inputs received as good and satisfactory

* OO0 * O0O0O0

O O o

CONCLUSION

The research findings empirically validate effectiveness of the VLM framework for training and development of sales workforce. The study has also contributes
to the understanding that quality of the training delivered through VLM is quite high and training programs are driving the end objectives. The sales workforce is
motivated to participate in training initiatives through VLM as it provides the flexibility for pursuing one’s learning needs.

The organizations can also utilize the VLM framework as a cornerstone to leverage the intellectual capital and improve the sales performance. The VOCES model
shown in the figure 4 provides the roadmap to the sales managers to enhance their productivity and achieve superior business results

FIGURE 4: VOCES MODEL FOR EFFECTIVE SALES DELIVERY THROUGH VIRTUAL LEARNING FRAMEWORK

\") o C E S
Virtual Learning On the Job Coaching for High Enhanced Superior Business
Framework Improvement Plan Performance Sales Delivery Results

Sales managers can utilize the post training assessment scores to identify the gaps and chalk out the necessary performance improvement plan. The research
findings are also helpful to the practicing training managers to deploy dynamic and high impact training programs for competency development and skill
enhancement to a geographically spread sales workforce.
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APPENDICES
APPENDIX 1 — RESEARCH INSTRUMENT
Name Role / Channel
Location Designation
Sr.No. Question Strongly Agree  Neutral Disagree Strongly
Agree Disagree
1 Trainer was effective in translating the training objectives into learning experience (0} (e} (0} (e} o
2 Training content was relevant and useful for discharging your roles and responsibilities O (e} o (e} o
3 Virtual Learning methodology is not driving the desired objectives [0} (e} (0} (e} (0}
4 The Training duration was convenient and not adversely impacting your work ] 0] ) 0] ]
5 The Virtual Learning methodology was more convenient and preferable (0} (e} (0} (e} (0}
6 Feedback and Certification process was user friendly o (e} o (e} o
7 You are motivated to attend VC training programs for further enhancement of your o (e} (0} (e} (0}
skills and knowledge
8 You want to organize VC training programs for your channel members in your (0} (e} [0} (e} (o}
respective location
9 Your team members are motivated to attend the training programs organized by you (0} (e} (0} (e} (0}
in your respective location
Very Good Good Average Below Poor
Average
10 Please rate the overall satisfaction and experience of the training programs attended o (e} o (e} o
11 Please rate the quality of training inputs received (0} (e} [0} (e} [0}
APPENDIX 2 — CHANNEL WISE RESPONSES
Channel Responses
Corporate / Enterprise 15
Direct Sales 45
Mass Distribution 59
Retail 14
Total 133
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