
VOLUME NO. 1 (2011), ISSUE NO. 1 (JUNE) ISSN 2231-5756 

  
 

IIINNNTTTEEERRRNNNAAATTTIIIOOONNNAAALLL   JJJOOOUUURRRNNNAAALLL   OOOFFF   RRREEESSSEEEAAARRRCCCHHH   IIINNN   CCCOOOMMMMMMEEERRRCCCEEE,,,   IIITTT   AAANNNDDD   MMMAAANNNAAAGGGEEEMMMEEENNNTTT   

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

Circulated all over the world & Google has verified that scholars of more than sixty-six 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 

CCCCONTENTSONTENTSONTENTSONTENTS    
    

Sr. 

No. 
TITLE & NAME OF THE AUTHOR (S) Page 

No. 

1. KNOWLEDGE INERTIA AND ITS RELATIONSHIPS WITH ORGANIZATIONAL LEARNING AND ORGANIZATIONAL INNOVATION 

HAMIDEH SHEKARI & DR. S. ALI AKBAR AHMADI 
1 

2. A STUDY OF HUMAN RESOURCE PERFORMANCE APPRAISAL SYSTEM WITH SPECIAL REFERENCE TO THE OUTSOURCES SKILED AND 

UNSKILLED WORKERS OF INTERNATIONAL TOBACCO COMPANY LIMITED, GHAZIABAD 

DR. RAGHVENDRA DWIVEDI & KUSH KUMAR 

6 

3. BUDGET DISCIPLINE UNDER MILITARY AND CIVILIAN REGIMES: ANY DIFFERENCE IN NIGERIA? 

EGBIDE BEN-CALEB & AGBUDE GODWYNS ADE’ 
13 

4. WORKPLACE WELLNESS LEADS TO EMPLOYEE POTENTIAL & HEALTHY ENVIORNMENT – A STUDY IN THE MIDDLE EAST 

DR. HARINI J. METHUKU, SIMI SIMON & LINA FERNANDES 
18 

5. THE IMPACT OF PRODUCT PRICE CHANGES ON THE PROFITABILITY OF SMES IN NIGERIA 

OBIGBEMI IMOLEAYO FOYEKE 
23 

6. ANALYSIS OF VALUES AND UNDERSTANDING THE NATURE OF HUMAN PERSONALITY (GUNAS) IN THE INDIAN PSYCHO-

PHILOSOPHICAL PERSPECTIVES 

DR. M. ANBALAGAN & DR. A. DHANALAKSHMI 

26 

7. MALNUTRITION AMONG INFANTS: KEY TRENDS AND STATUS 

ASHALATHA SUVARNA & DR P. S. YADAPADITHAYA 

33 

8. SATISFACTION AND EFFECTIVENESS OF TRAINING AMONG THE EMPLOYEES OF TWAD BOARD – A CASE STUDY 

F. MOHAMED SABURA & DR. T. VIJAYAKUMAR 

38 

9. RETAIL INVESTOR’S PERCEPTION TOWARDS CORPORATE GOVERNANCE – A STUDY OF SELECTED CITIES 

GADE SURENDAR & DR. S. KAMALESHWAR RAO 
44 

10. PROFESSIONAL MANAGEMENT OF SCHOOLS: AN ANALYSIS OF PLANNING FUNCTION. 

DR. N.P.PRABHAKAR & DR. K. V. RAO 
50 

11. SERVICE QUALITY IN HOSPITALITY INDUSTRY – EXPECTATIONS FROM THE PERSPECTIVES OF MANAGERS AND GUESTS 

DR. R. RENGANATHAN 
57 

12. GOVERNANCE OF MUTUAL FUNDS: THE ANALYSIS OF MANAGEMENT PRACTICES IN INDIA 

E. UMA REDDY & C M REDDY 
61 

13. A STUDY OF ROLE STRESS AMONG TWO INDIAN GOVERNMENT ORGANIZATIONS 

BUSHARA BANO & DR. PARVAIZ TALIB 
64 

14. EXECUTIVE ROLE CONFLICT AND ITS CONSEQUENCES 

SELVARANI SHANKER 
68 

15. WORK ETHICS AND PROFESSIONAL VALUES – A TOOL FOR ORGANIZATIONAL EFFECTIVENESS 

DR. S. B. AKASH 
71 

16. MOBILE TEXT MESSAGING BEHAVIOR AMONG YOUTH IN INDIA: AN EMPIRICAL STUDY BASED ON THEORY OF REASONED ACTION 

G. N. SATISH KUMAR, H. VANI & S. VANDANA 
75 

17. EDUCATIONAL LOANS: A STUDY OF STUDENTS, EDUCATIONAL INSTITUTIONS AND BANKERS PERSPECTIVE 

DR. BABLI DHIMAN & DR. ASHOK KHURANA 
80 

18. HR PRACTICES THAT ENHANCE HUMAN CAPITAL DEVELOPMENT AND ORGANIZATIONAL PERFORMANCE IN INDIAN SOFTWARE 

COMPANIES 

R. INDRADEVI 

85 

19. BRAND LOYALTY 

NEERAJ KUMAR SADDY 
91 

20. FDI IN THE INDIAN RETAIL SECTOR- PROBLEMS AND PROSPECTS 

BULBUL SINGH & SUVIDHA KAMRA 
98 

21. RATIO BASED CREDIT EVALUATION MODEL 

DR. AMITAVA BASU 
106 

22. ENHANCING STUDENT EMPLOYABILITY: HIGHER EDUCATION AND WORKFORCE DEVELOPMENT 

HEMANT CHAUHAN & PALKI SETIA 
112 

23. IMPACT OF PHYSICAL ENVIRONMENT IN CUSTOMER RETENTION AND RELATIONSHIP BUILDING: A CASE STUDY OF HOTEL 

INDUSTRY 

DR. DEEPAK JAIN 

117 

24. CONSUMERS’ PERCEPTION TOWARDS ORGANIZED AND UNORGANIZED RETAIL: A COMPARATIVE STUDY DONE IN PUNE CITY, 

INDIA. 

MUKTA SRIVASTAVA 

125 

25. BREAKTHROUGH MANAGEMENT STRATEGY: EMERGING NEW INNOVATION THINKING IN INDIAN MANUFACTURING INDUSTRIES 

RAVEESH AGARWAL 
134 

 REQUEST FOR FEEDBACK 139 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

ii 

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF 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 

    

PATRONPATRONPATRONPATRON    
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 

    

COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 
AMITA 

Faculty, E.C.C., Safidon, Jind 
    

ADVISORSADVISORSADVISORSADVISORS 
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., Haryana College of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 

Principal (Retd.), Maharaja Agrasen College, Jagadhri 

    

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Dean (Academics), Tecnia Institute of Advanced Studies, Delhi 

    

COCOCOCO----EDITOREDITOREDITOREDITOR 
DR. BHAVET 

Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

    

EDITORIALEDITORIALEDITORIALEDITORIAL    ADVISORY BOARDADVISORY BOARDADVISORY BOARDADVISORY BOARD    
DR. AMBIKA ZUTSHI 

Faculty, School of Management & Marketing, Deakin University, Australia 

DR. VIVEK NATRAJAN 
Faculty, Lomar University, U.S.A. 

DR. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SANJIV MITTAL 
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

DR. KULBHUSHAN CHANDEL 

Reader, Himachal Pradesh University, Shimla 

DR. TEJINDER SHARMA 

Reader, Kurukshetra University, Kurukshetra 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iii 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Government F. G. College Chitguppa, Bidar, Karnataka 

MOHITA 
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

    

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE 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. A. SURYANARAYANA 
Department of Business Management, Osmania University, Hyderabad 

DR. ASHOK KUMAR 

Head, Department of Electronics, D. A. V. College (Lahore), Ambala City 

DR. JATINDERKUMAR R. SAINI 

Head, Department of Computer Science, S. P. College of Engineering, Visnagar, Mehsana, Gujrat 

DR. V. SELVAM 
Divisional Leader – Commerce SSL, VIT University, Vellore 

DR. PARDEEP AHLAWAT 
Reader, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

S. TABASSUM SULTANA 

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

    

TECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISOR    
AMITA 

Faculty, E.C.C., Safidon, Jind 

MOHITA 
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

    

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iv 

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
We invite 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. 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 addresses, info@ijrcm.org.in or 

infoijrcm@gmail.com. 

    

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

Dated: ________________________ 

The Editor 

IJRCM 

Subject: Submission of Manuscript in the Area of                                                                                                                                                                                   . 

(e.g. Computer/Finance/Marketing/HRM/General Management/other, please specify). 

Dear Sir/Madam, 

Please find my submission of manuscript titled ‘___________________________________________’ for possible publication in your journal. 

I 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 anywhere. 

I affirm that all 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 our/my manuscript is accepted, I/We agree to comply with the formalities as given on the website of journal & you are free to publish our 

contribution to any of your journals. 

Name of Corresponding Author: 

Designation: 

Affiliation: 

Mailing address: 

Mobile & Landline Number (s):  

E-mail Address (s): 

2. INTRODUCTION: Manuscript must be in British English prepared on a standard A4 size paper setting. 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 12 point Calibri Font with page numbers at the bottom and centre of 

the every page. 

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

4. AUTHOR NAME(S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in 12-point Calibri Font. It must be centered underneath the title. 

5. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain background, aims, 

methods, results and conclusion. 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

v 

6. KEYWORDS: Abstract must be followed by 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. 

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

9. MAIN TEXT: The main text should be in a 8 point Calibri Font, single spaced and justified. 

10. FIGURES &TABLES: These should be simple, centered, separately numbered & self explained, and titles must be above the tables/figures. 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. EQUATIONS: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. It must be single spaced, and at the end of the manuscript. 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 following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• 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. 

• For titles in a language other than English, provide an English translation in parentheses.  

• Use endnotes rather than footnotes.  

• The location of endnotes within the text should be indicated by superscript numbers. 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

Books 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio," Ohio State University.  

 

Contributions to books  

• 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  

• 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  

• Chandel K.S. (2009): "Ethics in Commerce Education." Paper presented at the Annual International Conference for the All India Management 

Association, New Delhi, India, 19–22 June. 

 

Unpublished dissertations and theses  

• Kumar S. (2006): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

 

Online resources  

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

 

Website  

• Kelkar V. (2009): Towards a New Natural Gas Policy, Economic and Political Weekly, Viewed on February 17, 2011 

http://epw.in/epw/user/viewabstract.jsp 



VOLUME NO: 1 (2011), ISSUE NO. 1 (JUNE)  ISSN 2231-5756 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

38 

SATISFACTION AND EFFECTIVENESS OF TRAINING AMONG THE EMPLOYEES OF TWAD BOARD – A CASE STUDY 

 

F. MOHAMED SABURA
 

RESEARCH SCHOLAR 

MANONMANIAM SUNDARANAR UNIVERSITY 

TIRUNELVELI 

 

DR. T. VIJAYAKUMAR
 

PROFESSOR & HEAD 

PET SCHOOL OF MANAGEMENT STUDIES 

PET ENGINEERING COLLEGE 

VALLIOOR 

 

ABSTRACT 
The liberalization of the Indian economy and the many changes has put an unprecedented pressure on most organization to improve performance. Many 

organizations in the private corporate sector are working on creating sustainable competitive advantage and on progressive globalization. The public sector is 

being called upon to improve its services or face privatization. People and their development are quite central to meeting these needs with more people and 

organization recognizing this fact now. The stress today is on wholeness development, which is awakening of the spiritual, moral and cultured economic and 

political dimensions. There has been a gradual shift in emphasis from machine to man. In other words organizations have to build up competitiveness on strength 

of not only in physical resources but also on its human resources and on its respective fields. Training attempts to improve staff performance on the current job or 

prepare them for an intended job. The service sector organizations play a very important social role. By extending benefits to the people of all social and 

economic segments, provides opportunities for development and for reduction of socio-economic disparities. The range of services in India has increased in both 

breadth and depth. Services create value by providing a bridge between producer of goods and the beneficiaries or between the production and consumption 

segments of the society. TWAD Board is a service industry and hence the type of service rendered by is directly affected by the skill and attitude of the TWAD 

Board employees. Adequate training programmes only improve and enhance the quality of the services. The management is required to understand the various 

factors which can influence the effectiveness of training among the employees and can give satisfaction to them. This study is conducted to ascertain the views of 

the employees regarding training. 

 

KEYWORDS 
Service Sector, Training, Development, Employee. 

 

INTRODUCTION 
s a result of globalization, business is exerting pressure world wide. All the firms need to reduce production cost and improve operational efficiency. 

Hence, it is important for all organizations to maintain an efficient workforce for attaining these aims. The firms can develop their employees as talented 

and knowledgeable workers by means of identifying their insufficiency and lack of knowledge in the required areas, and thereby providing sufficient 

training and development programmes to fill the gap. The organizational training effectiveness and its evaluation play a crucial role in an organization to decide 

whether the proposed business upshots are attained or not. An effective training programme is emerging as one of the most vibrant and exhilarating aspect for 

the firms to solve their managerial and human resource issues, and thereby winning advantage in the competitive market. 

Training aims to change behavior at workplace in order to change stimulate efficiency and higher performance standards. It is concerned with work based 

learning. Evaluation of training effectiveness should not be treated only as a corrective measure for the existing training programmes offered by the 

organization, but also as a pro-active measure for making future training programmes effective. Today, only those firms are flourishing which became 

accustomed to the changes in the right time with the right course of action. Only an effective training facilitates in improving the human resource of the 

organization making them adaptable to changes that take place in their business environment. As the work turn out to be more complicated, the significance of 

the employee development also raises. However, it is also a process that a firm must place resources to, if it is to uphold workable and talented employees.  

Concerning the choice of training methods for specified skills and tasks, our results suggest that the effectiveness of organizational training appears to vary as a 

function of the specified training delivery method, the skill or task being trained, and the criterion used to operationalize effectiveness However, they have more 

latitude in the choice and design of the training delivery method and the match between the skill or task and the training method. For a specific task or training 

content domain, a given training method may be more effective than others. Because all training methods are capable of, and indeed are intended to, 

communicate specific skill, knowledge, attitudinal, or task information to trainees, different training methods can be selected to deliver different content (i.e., 

skill, knowledge, attitudinal, or task) information. Thus, the effect of skill or task type on the effectiveness of training is a function of the match between the 

training delivery method and the skill or task to be trained. 

Training function is the corner stone of the sound management. Training involves the development of skills that are usually necessary to perform a specific job. 

Its purpose is to achieve a change in the behavior and to enable the workers to do their job better. 

EDWIN B. FLIPPO defines training is the art of increasing the knowledge and skill of an employee for doing a particular job. 

 

WHY TO HAVE TRAINING & DEVELOPMENT? 
Poor work performance can result due to many reasons, including task requirements that exceed human potential, insufficient infrastructure or equipment, 

unsatisfactory and frustrating work environments, inadequate selection processes, negative or unhealthy work culture, insensitive policies and management, 

and contradictory performance standards. Training might not eradicate these problems, but it can be a powerful force in overcoming those, which result from 

inadequate or poor application of job skills. 

  

METHODS OR TECHNIQUES OF TRAINING  
Training methods are multifaceted in scope and dimension. Each method suitable for a particular situation will not suited in another situation. An effective 

training techniques generally fulfill this objectives provides motivation to the trainee to improve job rotation develop a willingness to change and provide for 

trainee active participation is the learning process. 

I. ON THE JOB TRAINING (OJT) 

A
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Virtually every employee from bottom to top gets some on the job training (OJT). Here the trainees earn as they learn under the watchful eye of a trainer. 

Trainee is practiced in the actual work environment and with the some people they will work with after training immediate feedback is also available. On the job 

training is mostly given for unskilled and semiskilled jobs. The following are the training with in the industry. 

COACHING: This technique involves direct personnel instructions and guidelines usually with extensive demonstration and continuous critical evaluation and 

correction. The employee is trained usually by his immediate superior. The advantage is increased motivation for the trainers and the disadvantages are possible 

to coaching by a superior. 

UNDERSTUDY: The method makes the trainee an assistant to the current job holder. The trainee learns by experience, observation and limitation the advantage 

of this method is that training conducted a practical and realistic situations. 

JOB INSTRUCTION TRAINING: This method requires skilled trainers, extensive job instruction training schedules and prior assessment of trainer’s job knowledge. 

It involves listing of all necessary steps job in a sequence. Then the instructor describes what is to be done how it is to be done and why. This method is also 

known as training through step by step learning. 

POSITION ROTATION / JOB ROTATION TRAINING: The major objective of job rotation training is boarding of the background of trainee in the organization. The 

trainee is related periodically from one job to another job. The main advantages are training takes place in actual situation, competition can be stimulation 

among the rotating trainers and it stimulates a more co-operative attitude by exposing a man to either follow problems of view points. 

DEMONSTRATION & EXAMPLES (LEARNING BY SEEING): In this method the trainer describes and displays while he actually perform the activity. There will be a 

step by step explanation about why and what be is doing. Demonstration is often used in combination with Lectures, pictures, discussion etc. 

SPECIAL PROJECT: This training may be asked to perform special assignment through he will be learning the work procedure. It is ordinarily done after 

identifying the individual weakness. Sometimes a number of trainees (task force) are given such a kind of training. 

VESTIBULE TRAINING: In this training on attempt is made to duplicate as nearly as possible the actual material equipment and condition found in the work 

place. The working condition will be secondary to the actual work ship conditions. The workers are trained on these specific schools run by the organization. 

II. OFF THE JOB TRAINING METHOD 

This method is not a part of the every day job activity. The actual location may be company’s class room or places which are found by the company or 

universities or associations which have no connection with company. 

SPECIAL COURSE AND LECTURES: It is regarded as the simplest way of importing knowledge to the trainees. The ability such as fake, concept, principles, theories 

etc are taught under this method. It is given by a training specialist of formal superior or regular instructors assigned for training members. They are put to a face 

to face situation and is asked to communications. The group has no agenda, no established rules or established norms of performance. This creates a tension 

and anxiety in the mind of group members. To get relief they actively participate in communication, attempt to provide the missing structural: elements 

leadership set goals and set up or agenda. 

TRAINING GROUP TRAINING: Members of a professional association receive training on new techniques and ideas by this method. Here training is provided by 

regular supply of professional internal; social contacts or gathering and members are kept informed about the latest development in their particular fields. 

 

WHY TRAINING FAILS? 

• Training confuses activity with improvement.  

• Training in isolation usually fails 

• Inappropriate structures for learning and application 

• Failure to define useful objectives 

• Training Programs lack a means of transferring learning to the job 

• Failure to implement follow-up and appropriate support 

• Management views training as a cost, not an investment 

• Lack of organisational commitment 

The Jack Phillips Centre for Research has identified 11 reasons for training/learning failure. 

• Lack of alignment with business needs. 

• Failure to recognise non-training solutions. 

• Lack of specific direction and focus. 

• The solution is too expensive. 

• Regarding training as an event or series of events. 

• Participants not held accountable for results. 

• Failure to prepare the environment for transfer. 

• Lack of management reinforcement and support. 

• Failure to isolate the effects of training. 

• Lack of commitment and involvement from executives. 

• Failure to provide feedback and use information about results. 

The researcher has identified some of these reasons for the failure of training programmes in TWAD Board. To overcome those failures and to offer some 

suggestions to improve the training programme, the researcher has proposed to take up this study. 

 

INDUSTRY PROFILE 
Two statutory Boards, namely, (a) Tamilnadu Water Supply and Drainage Board and (b) Chennai Metropolitan Water Supply and Sewerage Board are the major 

Governmental agencies through which the Government implements schemes to provide drinking water and sanitation facilities to the rural and urban areas of 

the State. Subsequently as the importance of the provision of protected drinking water to the residents of rural and urban  areas gained significance, it was 

considered that a separate Board should be constituted to coordinate effectively all the works relating to water supply and drainage schemes. Hence in 

G.O.Ms.no.1800 R.D & L.A dated 23.9.1969, the TWAD Board was formed. Members of the Board were selected. Subsequently Tamil Nadu Water Supply and 

Drainage Board was formed on 14.4.1971 by an Act called the Tamil Nadu Water Supply and Drainage Board Act 1970 (Act No. 4 of 1971). 

TWAD investigates, formulates and executes water supply and sewerage schemes, water supply schemes are implemented in rural as well as urban areas and 

sewerage schemes in urban areas. TWAD also maintains a large number of combined water supply schemes.  

The Board was formed with a view to be set us as an autonomous body on a statutory footing so as to conduce speedier planning, investigation and execution of 

schemes and also enable it to raise substantial resources from financing institutions and in the open market to provide drinking water and drainage facilities to 

urban and rural areas in the State of Tamilnadu within the shortest possible time.  

A perspective plan for standardized training should in an integral part of water resource development. It should cover training in information systems, sectoral 

planning, project planning and formulation, project management operation of projects and their physical structures and systems and the management of the 

water distribution systems. The training should extent to all the categories of personnel involved in these activities as also the farmers. 

The Research Development and Training Activities are in the preview of the Human Research Development Cell, TWAD BOARD. The Research Development and 

Training Centre housed in the fourth floor of TWAD House, Chennai is vested with the responsibilities of Planning, Organising and Conducting training courses on 
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the Water Supply and Sanitation sector for TWAD Board staff besides Refresher courses sponsored by Government of India for Engineers drawn from various 

states at National level and courses for sister Government Organisations based on their request. 

TWAD Board‘s training center is conducting various training programmes and refresher courses for the employees of TWAD Board and other State public health 

engineers by obtaining financial assistance from Central Public Health & Environmental Engineering Organization. The Main Training centre is at Chennai. Sub-

training centres are at Madurai, Trichy and Coimbatore 

 

STATEMENT OF THE PROBLEM 
This particular topic is chosen because the training plays a major role in determining the performance of an employee. The study is to be conducted to evaluate 

the effectiveness of training and also the satisfaction the employees get through training, as only through training the employee should be made capable to 

withstand in this competitive environment. 

It can be stated aptly that in the current scenario, training is no longer a choice but a necessity. A well-functioning training and development cell can also be 

used for generating revenue for the organisation by training members from other organisations. If well planned, it can be certainly beneficial for the individual; 

but for organisational success; training needs to be combined with effective HR planning, policy development, management and a positive organisation culture. 

 

REVIEW OF LITERATURE 
This section discloses the review of literatures on training effectiveness and the satisfaction of training and highlights the significant works on the same. 

In a study conducted by the Foundation for Organisational Research and Education (FORE) which covered 50 undertakings in the Central Public Sector. The 

respondents were asked to express the extent of gaps existing in knowledge, skills and attitudinal aspects of the existing training programmes across top, senior, 

middle and junior management levels. The ranks, in the areas perceived to have gaps in the order of importance, as given below in the table. 

 

TABLE: 1.1 

Gaps in Existing Training Programmes in the order of priority 

Gap Areas Levels of Management 

Top Senior Middle Junior 

Knowledge in the functional area 6 6 1 4.5 

Leadership and human relations 4 2 3 2 

Managerial skills 2 1 2 3 

Job-related attitudes 5 5 5 1 

Attitudes-general 1 3 6 6 

Teamwork 3 4 4 4.5 

(1-Largest Gap, 6-Least Gap) 

Source: Foundation for Organisational Research and Education (FORE) 

In a study conducted by Earley, 1987; Harrison, 1992, found a match between high consideration and high structure and employee satisfaction with supervision. 

But, while high consideration was the preferred leadership behavior within each of the tested categories, this was not the case for structure. Low structure was 

the preferred leadership style by non-professional employees.   

In his study Caroll, evaluate the effectiveness of training programmes. The training directors were asked to evaluate nine training techniques on their 

effectiveness in achieving knowledge acquisition, changing attitudes, providing problem-solving skills, developing interpersonal skills, gaining participant 

acceptance and achieving knowledge retention. For this purpose, a questionnaire was issued to 200 training directors with the request to rank the training 

methods(Case study, Conference, Lecture, Business games, Movie films, Role playing, sensitivity training and Programmed instruction) from “highly effective (5) 

to “not effective” (1). The directors judged the “Programmed instruction” as the most useful technique where Knowledge acquisition and knowledge retention 

were important. “Sensitivity training” ranked highest on changing attitudes and developing interpersonal skills. The “case study” method led in the problem-

solving skill category and the conference method was said to be the most effective in gaining participant acceptance. 

According to Van Dyk et al (1997), evaluation has the following three purposes: it is performed to make decisions about individual learners (their needs, the 

instructional plan and sequence, their grouping and feedback); course improvement (deciding on the most appropriate methods and material, and where and 

how to revise the material); and how effective the system is. 

The social-learning model and learning principles tells that the training should provide the trainee with a given model to follow, specify goals to achieve, an 

opportunity to perfect the skills, feedback on how well the trainee is progressing and praise for transferring the acquired skills to the job. The value of these 

recommendations was shown in a training experiment at an international company in the northwestern United States. Forty employees, all supervisors, were 

identified for the experiment – twenty assigned to the training group and twenty to the control group. The training was done in nine two hour sessions, one 

session taking place each week. The results confirmed the value of training based on social-learning theory. The trained performed better than the control 

group. The supervisors who had the training received significantly higher performance appraisals than did those in the control groups. 

A revival of Job Instruction Training achieved impressive results. In a journal James H. says that when twenty supervisors who had received training for twenty 

five hours over ten weeks in turn retrained their subordinates, all but three supervisors were able to show tangible results of job training in their areas. 

Productivity was significantly improved and reject sure cut by approximately two-thirds. 

In a material from Saratoga Institute says that the evaluation of the training program can be done by its effectiveness. To conduct these analysis three measures 

has to be generated: costs, change and impact. The costs are those monetary outlays for providing the training. The change factor looks at the difference 

between what one knew after the training as compared with before the training. The last factor, impact, tries to show what change was solely attributed to the 

training program. It measures “after training results” to “before training status”. This will determine the training effectiveness. If quantifiable differences are 

measured and recorded, and the ratios positive, then the program is effective and a justifiable expenditure. 

 

OBJECTIVES OF STUDY 
1.  To find out and study the necessity of training programme in the organization. 

2. To evaluate the effectiveness of training and the satisfaction of training among the employees in the organization. 

3. To give suggestions to improve the existing training programme. 

 

METHODOLOGY 
This study is based on data from primary and secondary sources. Primary data is collected from the employees of TWAD Board of various cadres through a 

structured questionnaire. Secondary data were collected from the earlier research studies on training from different authors, books, training journals, internet 

and departmental circulars. Samples of 100 employees were selected from various branches of TWAD Board. A structural questionnaire was used to elicit 

information pertaining to the study from 100 respondents. For analysis a Master chart was prepared to cater the responses of each respondent and small cross 

tables were made from the master chart to obtain the total score of the sample respondents, Likert scaling technique was adopted. Chi-square was used to 

study the relationship between satisfaction of employees regarding training and the type of training given in the institution and also the effectiveness of training. 
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RESULTS AND DISCUSSION 
This part of the chapter analyse the relationship between the type of training programme given in the institution and the satisfaction of the employees. 

 

TABLE 1.2: SATISFACTION OF THE EMPLOYEES AND THE TYPE OF TRAINING PROGRAMME IN THE INSTITUTION 

S.No. Type of Training Programme SATISFACTION 

Excellent Very  Good Good Fair Bad total 

1. On the job 9 8 12 4 0 33 

2. Off the job 3 5 6 3 0 17 

3. Workshop series 3 4 6 2 1 16 

4. Role play series 3 3 3 2 0 11 

5. Executive training series 0 1 3 5 0 9 

6 Others 1 4 5 4 0 14 

 Total 19 25 35 20 1 100 

Bold figures indicates percentage 

Source: Field Survey 

The consolidated table 3.1 shows the comparison between the satisfaction of the employees of TWAD Board about the training programme and training 

programmes given in the institution. The table clearly points out that 35% of TWAD Board employees are of the view that all the training programmes are good, 

25% of employees say it is very good and 19% says that it is excellent.  

The table also reveals that 12% of employees are of the opinion that on the job training is good, 5% of employees said that executive training series is fair and 

1% of employees are of the view that workshop series are bad. 

In order to find the relationship between the satisfaction of the employees of TWAD Board about the training programme and training programmes given in the 

institution, the following null hypothesis were formulated “There is no significant difference between the satisfaction of the employees of TWAD Board about 

the training programme and training programmes given in the institution”, the Chi-square test was applied to examine the null hypothesis and the computed 

results are given in the Table 1.3 

 

TABLE 1.3: SATISFACTION AND THE TYPE OF TRAINING PROGRAMME IN THE INSTITUTION- CHI-SQUARE TEST 

S.No. PARTICULARS TWAD EMPLOYEES 

1. Calculated Value 18. 890 

2. Table Value at 5% level 31.410 

3. Degrees of freedom 20 

 Inference Not Significant 

Table 1.3 reveals that the calculated value of Chi-square test is lower than the table value. Hence, the null hypothesis is accepted. Hence, there is no significant 

relationship between the satisfaction of the employees and the training programmes given in the institution. 

The below table shows the effectiveness of the training programmes by the institution. 

 

TABLE 1.4 

S.No. Type of Training Programme Effectiveness 

 Very Effective Effective Fair total 

1. On the job 15 30 7 52 

2. Off the job 8 18 8 34 

3. Others 3 7 4 14 

 Total 26 55 19 100 

Bold figures indicates percentage 

Source: Field Survey 

Effectiveness of training programmes

14%

52%34%

On the job

Off the job

Others

 
From the above table, it is clear that 52% of the respondents prefer On Job Training, 34% prefer off the job training and the remaining 14% of the respondents 

prefer both the training programmes.  Therefore, it is inferred that most of the respondents prefers On the Job type of training. 

 

FINDINGS AND SUGGESTIONS 
TWAD Board trainees are not held responsible for providing solid proof that the training course has really made an effect on them. Staff who go on training 

courses are often not followed up in any way after the course to ensure that the acquiring of new skills and knowledge has indeed taken place and is being used 

in the workplace. This can be solved by ensuring that a member of TWAD Board management organises a quick meeting with each member of staff who goes on 

a training course. In this meeting targets should be set for the training session. This will help the trainee to have clearly defined goals to work to, as well as 

ensuring that he/she has the right mentality of learning with the final aim of using these skills in the workplace. This will also eliminate the common employee 

belief that there is no reason for training courses apart from giving workers a break from the office. 

A common problem is that several training methods are experimented with, and no real rewards are gained from any of them. TWAD Board must make sure that 

time must be allowed for the training to come into effect and the Board should support the training method in any way possible 
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A further problem with training is that workers are sometimes isolated on training courses, left to work and learn on their own, because the team can only 

afford one person out of the office on training at any one time. This means that on returning, the worker is the only one to have learnt a specific skill, and this 

new and effective method cannot be put into effect in a team where the vast majority use an older, more familiar method. A way of solving this is by finding the 

time to send entire teams off together on training courses, so that they all return with the same skills, and can each encourage one another to implement newly 

learnt methods. The trainers themselves also need clearly defined objectives for the course, so that they do not waste employees' time. The Board that sends 

employees on training courses is often at fault by putting too many time constraints on the training course. This means that trainers can skip over valuable 

points, making the course much less worthwhile.  

The development of new training programmes and training methods should be based on a clear understanding of the needs within TWAD Board and should take 

into account the possibilities and limitations for training. Remove the barriers of participation in training progrmmes by the employees of TWAD Board. Enhance 

the incentives for training programmes. 

1. In consultation with private management consultants and TWAD Board Senior Engineers, the existing TWAD policy in training programme may be suitably 

redesigned in future. 

2. The apex management may allot more funds to its HRD wing and to do HRD activities without any barriers in future. 

3. The employees may be given refresher courses frequently to extract better performance in future. 

4. On the job training to the employees are strongly recommended. 

5. The employees may be invariably given chances to work in all disciplines in the TWAD Board by providing them suitable training in future. 

6. The training programmes may be monitored and reviewed periodically by the apex management so as to rectify the bottlenecks. 

7. Updated/ advanced programmes in relevant categories may be introduced in association with technical institutions/ universities. 

8. Suitable training courses may be conducted for apex management personnel such as General Manager, Directors, Chief Engineers, Superintending Engineers 

and Accounts/Administrative officers in order to focus their attention in future development of the organization. 

The service sector organizations play a very important social role. By extending benefits to the people of all social and economic segments, provides 

opportunities for development and for reduction of socio-economic disparities. The range of services in India has increased in both breadth and depth. Services 

create value by providing a bridge between producer of goods and the beneficiaries or between the production and consumption segments of the society. 

TWAD Board is a service industry and hence the type of service rendered by is directly affected by the skill and attitude of the TWAD Board employees. 

Adequate training programmes only improve and enhance the quality of the services. 

Most of the present training programmes are conducted by the external agencies. It will be appreciated if the field expertise of the department and veterans of 

the retired personnel added to the team; the outcome of the training performance will be good, more beneficial and purpose serving nature. The evaluation and 

the impact of assessment of the training programme may be monitored and reviewed periodically by the apex management so as to rectify the bottlenecks if 

any. 

Regarding training programme 40% of the staff is given training according to their option. The training should be compulsory given to all employees so as to 

avoid a same person repeatedly attending all the programmes which will serve no benefit to the department. 

This study has a few shortcomings or discussible issues, which may be taken into account when conducting similar studies in the future. Some points can be 

taken care which could guide in future research in this area. The present study is partly restricted through the small sample size. Larger samples will help to 

investigate more on training programmes. 

The evaluation of training programme has to be done in the future research which will help to know more about the effectiveness of the training programmes.  

Finally depending on how training is done, it can be very productive and useful or a complete waste of time and money, it can bring teams together or split them 

apart. A systematic process is used to determine job performance requirements, specify training programme content, prepare supporting training materials, and 

maintain the training programme. As a global economy becomes reality, workplace training, continuing professional education and full-degree programs may be 

needed in distributive formats that can reach learners worldwide. The feasibility of long-distance training will depend on the availability of advanced cognitive 

learning formats that can transmit quality instruction without exhausting the resources of workplace safety programs and university degree programs. Studies 

will be needed to assure the quality and effectiveness of these nontraditional learning resources. It is clear that to identify the value added by training, requires 

either statistical separation of the actual performance data or institute work controls to try to isolate the training effects alone. 

The efficiency and performance of an employee is often hampered by his personal characteristics and socio-economic background conditions. As these are out 

of the periphery of formal organizational jurisdiction and could hardly be changed, it is always better to concentrate on the employee morale and to increase the 

productivity. So the Management should aim to provide training based on their needs and personal characteristics which will result in an effective training. 

• It seems that through training the organization can develop internal leadership, reinforce worker morale and motivation, and encourage a strong sense of 

team work. 

• Management has to get through from unrealistic expectations for false results, lack of management commitment and support, resistance by middle level 

management, resentment by non participants and failure to get solutions implemented. 

• The Company has to give more effective training programme based on the needs of employee to increase the employee performance. 

• The Company should increase the training facilities to get a maximum out of the employees. 

• More coaching should be provided to the employees to make the performance effective. 

• Better communication channel should be adopted to make the employee performance better for the upcoming years. 
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