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Executive Summary

Human resources are the most vital assets to any organisation. With today’s growing
competition due to globalization and liberalization, the constant need to train and develop
these human resources arise.

This study was done to study how effectively are the employees at Larsen & Toubro
Electrical & Automation are trained.

This study was conducted over a course of 10 weeks using data collected from the office at
Powai. The immediate Supervisors of different departments were given questionnaires to in
order to collect primary data for the study. The secondary data was collected form the
organisations corporate team to cross check and ensure accuracy of responses. EA-Sky- a
training website used by employees at L&T was used to get an insight of how the online
training is done.

This study revealed that there is a standard of 4 man days of training set for per employee
per year. The study aimed at comparing actual standards to the set standard.

It was concluded that though training is conducted very efficiently by most immediate
supervisors, some of them do not believe that training will improve their team’s
performance.



Chapter 1

Introduction

Training has over time has gained more importance in the work environment. This allows
the organisations to complete globally with foreign and domestic competitors by increasing
the efficiency of their human resources. Due to increased globalization there are constantly
many industrial and technological advances mad in the environment. Organizations must
educate their employees regarding such changes and make arrangements for them to acquire
skills and knowledge related to their jobs which will enhance their skill set and also
improve their efficiency.

Larsen & Toubro Electrical & Automation is aims at providing training to their employees
on a regular basis over various departments. They have various training events that occur n
the campus. L&T also has a learning and Development Academy at lonavala, where
employees are sent for a week or two week programs. Stay and food are provided within the
campus. This also allows employees from different departments and states working for
L&T to socialise and share various ideas and initiatives.

This project focuses on the in house training provided by the Corporate Training team of
L&T and how their practices are perceived by the immediate supervisors of various
departments.

1.1 Industry Profile

Electrical and Automation Sector in India

In today’s world there's nothing that runs without power and an extremely reliable offer of
electric power on demand is the task of automation. Keeping in mind the wants of their
shopper base the power sector is has invariably been searching for a system that ought to be
reliable, energy economical associated an integrated resolution. The power generation
business in India is presently undergoing vital changes- vast unconventional gas stores,
evolving environmental rules and escalating energy demand are resulting in magnified
investment in power plants. The Indian markets square measure slowly starting to feel the
requirement for instrumentation, management and automation techniques therefore
guaranteeing that the method business has the correct mixture of technologies which will
guarantee growth opportunities, that the business has been eyeing and seeking for an
extended time currently. Selecting the correct automation combos provides us the ability to
integrate the facility generation and transmission processes with business systems. Keeping
in mind the wants of the facility sector, we have a tendency to square measure of the read
that the requirement of the hour in power generation sector is wise grids. Sensible grid vision



is attentive to a necessity of high distribution 1osses, poor service quality and responsibility
in urban areas and it conjointly serves the requirement for electrification in rural areas.

Today over twenty three per cent of electricity generated in India is 1ost in transmission and
distribution and it's attainable to bring down these 1osses to 6-8 a 1evel in India with the
assistance of sensible grids which is able to modify higher watching and management.
Solutions love sensible grids guarantee stable energy expenses, whereas enhancing power
responsibility and maintaining productivity and conjointly profit. sensible grids incorporate
the aptitude to store surplus energy created, that helps increase self-consumption of
renewable energy sources throughout the foremost efficient periods. Simple, machine-driven
tools facilitate track all energy-relevant inputs apparatuses helps track energy-relevant
inputs, forecast energy desires and coordinate management actions. For regions with variable
tariffs, it might facilitate modify consumption in response to changes in energy evaluation.

While the opportunities for effective implementation of automation square measure varied,
it desires associate ‘integrated systems’ approach to understand the total potential of energy
savings. Power utilities square measure unceasingly facing the challenge of manufacturing
a 1ot of power for fewer and fewer fuel consumption. Governments and T&D entities face
the challenge of guaranteeing that 1osses square measure reduced once this pricey power
reaches final customers. Entities tasked with guaranteeing energy potency face the
challenge of obtaining real time and authentic information of energy consumption. the govt
is pushing exhausting to assist the facility sector and also the sector will appear to be
getting the correct direction finally. the govt and also the generation corporations each
ought to focus upon alternate solutions love automation and generation of renewable
energy so as to cut back dependence on typical supply of energy as a result of a rise within
the gap between demand and provide can cause a major rise in foreign coal from one
hundred fifty million tonnes at this.

1.2 Company Profile

1.2.1 About L&T Electrical & Automation

Larsen & Toubro limited (“Larsen & Toubro” or “L&T”) is a USD sixteen billion
technology, engineering, construction, projects, manufacturing and monetary services
conglomerate, with international operations. It addresses essential desires in key sectors —
infrastructure, construction, defense, hydrocarbon, serious engineering, power, ship-building,
aerospace, electrical & automation, mining and science.

Characterized by expertise, high standards of company governance and property, L&T
continues to evolve, seeking higher ways that of engineering to satisfy rising challenges.

Electrical & Automation may be a major business portfolio of Larsen & Toubro. The
business basket of Electrical & Automation (E&A) contains 1ow and medium voltage



switchgear product, electrical systems, energy meters and automation solutions. Its product
and solutions cater to trade, utility, building & home, infrastructure and agriculture
segments.

The E&A business includes 2 Strategic Business teams (SBGs) — product SBG and comes
SBG and offers a large vary of low and medium voltage switchgear, electrical systems,
marine switchgear, industrial and building automation solutions, energy management
systems and metering solutions. Its product and solutions cater to a spread of segments like
industries, utilities, infrastructure, building and agriculture.

They manufacture customized switchboards with typical similarly as intelligent protection,
management and communication to satisfy the facility distribution and control desires of
industries.

They additionally manufacture and market a comprehensive vary of prime quality
electronic energy meters and numerical protecting relays for utilities, industries, business
institutions and individual users.

L&T’s E&A business offers product and systems solutions for management, regulation and
watching - coming up with, designing, engineering and implementing drive controls,
automation and UPS connected comes from construct to authorization. Their systems
solutions cowl a bunch of trade verticals like cement, metals, paper, oil &amp; gas, water,
power, food process, etc.

A major strength of 1&T is its in-house style and development centre for switchgear
similarly as tooling facility that styles and manufactures a large vary of high preciseness
tools, a pre-requisite for prime quality product. the ability is supplied with CAD systems
and is additionally connected to the integrated CAD facility.

1.2.2 Vision and Mission

L&T shall be a professionally-managed Indian Multinational, committed to total
customer satisfaction and enhancing shareholder value.

L&T-ites shall be an innovative, entrepreneurial and empowered team constantly creating
value and attaining global benchmarks.

L&T shall foster a culture of caring, trust and continuous learning while meeting
expectations of employees, stakeholders and society.



1.2.3 Products and Services

Products

. Electrical Standard Products

. Metering & Protection Systems
Projects

. Electrical Systems & Equipment
. Control & Automation

Fig1.2.3

Products and Services:

The Project/ System offering covers a wide spectrum of technologies. 1&T’s responsibility
begins with early and greater involvement, right from pre-bid stage and continues right
through bid revision cycles and up to final project execution.

They provide complete turnkey Electrical EPC solutions consisting of:

. Outdoor Switchyard

. Substations

. Electrical Power Distribution Solutions for Process Industries and Data Centres.
. Integrated Building Management Systems.



. Fire Detection & Firefighting system.

. Industrials HVAC Systems

Engineering Services Include:

. Detail design & engineering for Electrical & related Civil requirements
. load flow analysis & system design

. Short circuit study

. Relay setting and co ordination

. Equipment sizing

Electrical Equipment/ Activities Include:

. Power transformers

. Surge arrestors

. Motorized type isolator with/ without earth switch
. SF6 circuit breaker

. Current & Potential transformers

. MV, 1V switchboards

. I11umination systems

. Earthing & lightning systems

. Complete cabling jobs



1.2.4 Organization and Ownership Pattern

1&T Hydrocarbon Engineering
Head

Dy Managing Director & Subramanian Sarma
President

SN Subrahmanyan 1&T Metulurgical & Metal
Handling Heead

MV Satish

Group Exectve Chairman

AM Naik

1&T Electrical and Automation
Head

SC Bharava

Figl.2.4.a
Shareholding Pattern - Larsen & Toubro Ltd.
Holder's Name No of Shares % Share Holding
Foreigninstitutions 161132756 17.27%
Financiallnstitufions 252325985 27.05%
GeneralPublic 200653081 21.51%
Others 192041436 20.58%
MBankshMutualFunds 1072866726 11.5%
CentralGowvt 1674190 0.2%
Fig1.2.4.b



1.2.5 Areas of Operation

The producing operations of their businesses area unit placed at Navi Mumbai (Mahape
&amp; Rabale), Ahmednagar, Vadodara, Coimbatore and Mysore in India also as in Asian
country, UAE (Jabel Ali, Dubai), Malaysia, Republic of Indonesia and therefore the GB.

The Company’s producing facilities incorporate a technology base on par with the industry’s
best. In India, the facilities area unit placed in Navi city, Ahmednagar, Vadodara,
Coimbatore and Mysore.

Its facilities at Powai (Mumbai), Mysore, Ahmednagar and Coimbatore area unit approved
by the Department of Scientific &amp; Industrial analysis, Ministry of Science &
Technology.

Additionally, their six Switchgear coaching Centres (STCs) at Pune, 1ucknow, Coonoor,
Vadodara, city and Kolkata promote sensible electrical practices within the trade by
conducting courses

Fig 1.2.5

Intellectual Property

Applications were filed in India for 114 patents, 12 trademarks, 37 designs and 1 copyright.
The business also made 2 foreign applications (PCT national phase patent applications in
Europe and China).



1.2.6 Corporate Social Responsibility

Long before CSR became a buzzword, L&T was quietly transforming the lives of the
underprivileged — starting with those around its manufacturing facilities. Structured around
the theme ‘Building India’s Social Infrastructure’ their CSR policies and practices are
formulated with a view to maximising their impact. Their Integrated Community
Development Programme is aligned with the UN Social Development Goals and addresses
the most pressing needs —water, sanitation, education, health and skill-building.

The Joy of Clean Water

L&T’s Integrated Community Development Programme has been launched in three states,
to begin with, and focuses on holistic development in water and sanitation, education,
health and skill- development based on need-assessment. They are working towards
enabling water-stressed rural communities to be self-sufficient in water for drinking,
sanitation and agriculture.

The Joy of Learning

L&T’s social interventions covering educational initiatives focus on providing education,
developing infrastructure and enhancing the learning experience.

They enrich education in primary schools through innovative learning methodologies. They
build and repair municipal schools. After-hours Single Teacher schools help children —
even dropouts — improve their learning rates. They support pre-schools, set up computer
laboratories, provide teaching aids and uniforms and augment teacher capacity.

The Joy of Good Health

To help the economically-weak stay healthy despite the high cost of healthcare, L&T has
launched affordable health and welfare initiatives.

Rural health camps include ophthalmology, dental, gynaecology and general health.
Regular health check-up camps are held in schools and pre-schools.

L&T’s HIV/AIDS management initiatives include awareness camps (particularly for high-
risk groups), Anti-Retroviral Therapy, counselling and testing.

By putting smiles on the faces of mothers and children, by preventing, detecting and curing
disease, by educating people on matters pertaining to health, they help spread joy.



Fig 1.2.6

The Joy of L&T-eering

L&T are proud of their employees, their L&Teers, who contribute their resources such as
time and skills for the benefit of the underprivileged. A1l across their facilities, they have
been providing employees with more and more opportunities to volunteer and boost
employee engagement with a social cause.

L&Teers dedicatedly teach English and Maths to children at community learning centres
and have been mentoring them as well, encouraging them to realise their potential despite
the odds.. Blood donations and community health camps saw the participation of many
employees. L&T-ites passionately supported various causes through Marathons and melas
in which items made by the underprivileged are displayed.

1.2.7 Future Growth Aspects

Recent product launches aimed at future growth include:

e SmartComm, a state-of-the-art SCADA solution on a standardised platform for
seamless integration of MV and 1V products used in industry, infrastructure and the
building segment.

e The AU series of final distribution solutions, engineered to meet ‘real-world’ needs.

e Solutions for harsh environment Energy Management Solutions through smart
meters that allow easy two-way communication, near real-time tamper alerts, and
remote connect/disconnect facility. This range includes a meter with prepayment
functionality, empowering consumers to have control over their electricity spends.

10



1.2.8 Achievements and Awards

Fig1.2.8.a

AWARDS
1 E&A Wins National IP Award May 6, 2015
2 ESE's Manufacturing Facility at Coimbatore (SFC) wins 3rd prize at the 55 Excellence Award ceremony December 14,2014
3 SDDC Wins International Packaging Award May 9, 2013
4 RBNQA Commendation Certificate for MPS March 13, 2013
5 SDDC Wins Four Awards at INDIASTAR 2012 January 29, 2013
Fig1.2.8.b

11



1.3 SWOT Analysis

Strengths

Market leadership providing competitive edge because of its sturdy brand.

Strong technical experience re-inforce leadership position - L&T has got wind of
associate engineering and project management centre in Abu Dhabi to undertake oil
and gas connected comes furthermore as engineering and practice services.
Diversified revenues providing resilience - In FY2011, the company’s revenues
were distributed among numerous business divisions. this allows L&T to alleviate
its business risk as diversifying spreads the danger over numerous instruments.

Over 45,000 staff form a part of its workforce

Weaknesses

Dependence on domestic operations for revenue generation - In FY2011, the
company's domestic (India) operations contributed over eightieth of the overall
revenues.

Increasing debt impacting money flexibility - L& T’s interest and brokerage
expenditure over the amount enhanced.

Opportunities

Strategic joint ventures strengthening business - L& T has fashioned a strategic
partnership with Cyan Holdings plc, a UK-based integrated system style company.
L&T and Cascadian entered into a partnership in Gregorian calendar month 2011, to
become associate physical science house for defence and security.

Strong project pipeline ensures revenue growth

Growing Indian construction & engineering business - In 2015, the Indian
construction &amp; engineering business is forecast to grow

Threats

Rise in value of construction might have an effect on margins - the increase in
crude costs, can increase the value of transportation.

Challenges in land acquisition doubtless to have an effect on business - in 2011,
Indian government introduced ‘The 1and Acquisition, Rehabilitation and transfer
Bill, 2011°. As per the bill, compensation for the house owners of the nonheritable
land shall be fourfold the value in rural areas and doubly in urban areas.

Intense competition might cut back profit — few competitors have well bigger
resources and superior capabilities than L&;T

12



1.4 Important Financial Ratios

Ratio Mar '17 Mar '16 Mar'15 |Mar'14
Investment Valuation Ratios

Face Value 2.00 2.00 2.00 -
Dividend Per Share 21.00 18.25 16.25 -
Operating Profit Per Share (Rs) 68.87 66.25 69.79 --
Net Operating Profit Per Share (Rs) 704.46 641.77 613.38 --
Free Reserves Per Share (Rs) - - - -
Bonus in Equity Capital 81.24 81.36 81.53 --
Profitability Ratios

Operating Profit Margin (%) 9.77 10.32 11.37 11.77
Profit Before Interest And Tax Margin (%) |7.69 8.31 9.24 10.04
Gross Profit Margin (%) 7.92 8.65 9.61 10.37
Cash Profit Margin (%) 8.53 9.24 9.62 9.74
Adjusted Cash Margin (%) 8.53 9.24 9.62 -
Net Profit Margin (%) 8.29 8.88 8.86 -
Adjusted Net Profit Margin (%) 8.05 8.54 8.52 9.39
Return On Capital Employed (%) 12.94 14.31 15.72 18.03
Return On Net Worth (%) 11.85 13.04 13.63 16.32
Adjusted Return on Net Worth (%) 9.90 11.67 12.67 --
Return on Assets Excluding Revaluations |493.19 436.97 398.78 --
Return on Assets Including Revaluations |493.19 437.14 398.95 --
Return on long Term Funds (%) 13.51 15.45 17.03 --
Liguidity And Solvency Ratios

Current Ratio 1.37 1.35 134 -
Quick Ratio 1.41 1.43 1.43 --
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Debt Equity Ratio 0.21 0.30 0.33 0.28
Long Term Debt Equity Ratio 0.16 0.20 0.23 0.16
Debt Coverage Ratios

Interest Cover 5.45 5.23 5.47 7.21
Total Debt to Owners Fund 0.21 0.30 0.33 -
Financial Charges Coverage Ratio 6.37 5.92 6.18 --
_II:_LnXanciaI Charges Coverage Ratio Post 6.06 5 36 5 97 3
Management Efficiency Ratios

Inventory Turnover Ratio 37.61 32.00 26.07 28.83
Debtors Turnover Ratio 2.84 2.42 2.56 2.56
Investments Turnover Ratio 37.61 32.00 26.07 --
Fixed Assets Turnover Ratio 7.69 4.75 4.73 4.96
Total Assets Turnover Ratio 1.19 1.13 1.16 1.32
Asset Turnover Ratio 1.21 1.17 1.23 -
Average Raw Material Holding -- -- -- --
Average Finished Goods Held -- -- -- --
Number of Days In Working Capital -97.38 -4.93 0.95 --
Profit & loss Account Ratios

Material Cost Composition 15.53 16.68 14.64 --
Icrzpr:(s)l::deomposition of Raw Materials 3 19.23 26.60 3
Selling Distribution Cost Composition -- -- -- --
Expenses as Composition of Total Sales  {26.06 18.54 16.55 --
Cash Flow Indicator Ratios

Dividend Payout Ratio Net Profit -- 32.00 29.87 --
Dividend Payout Ratio Cash Profit -- 26.93 24.90

14



Earning Retention Ratio 100.00 64.23 67.86

Cash Earning Retention Ratio 100.00 70.44 73.54

AdjustedCash Flow Times 1.64 2.13 2.16
Table 1.4
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Chapter 2

Conceptual Background & Literature Review

2.1 Theoretical Study of the Concept

e Training Meaning

Training is concerned with increasing the knowledge and skills of employees for
doing specific jobs, and development involves the growth of employees in all
aspects.

e Objectives

1.

To provide job-related knowledge to the employees.

To impart skills among the employees systematically facilitating quick
learning.

To bring about a change in the attitudes of the employees towards fellow workers
and organization.

To improve the productivity of the employees and the organization.

To reduce the number of accidents by providing safety training regularly to the
workers.

To make employees more efficient and thus reduce wastage of time and resources.

. To prepare workers for promotion to higher jobs by imparting them advanced

skills. (Succession P1lanning)

e Types of Training

1. Technical Training:

This type of training is done to provide specific technical knowledge to workers
or employees regarding new computer software. It aims at increasing employee
knowZledge.

Quality Training:
This type of training is done to remind and educate employees regarding the
polices of the work place. Safety drills are conducted to remind them f safety
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norms for cases of emergency. This is done to maintain the quality of the
organization environment.

. Behavioral Training:

This type of training is done to improve soft skills like communication. This is
done to develop the employee’s personality and make him ready for more
responsibilities and tasks.

. Team Training:

This type of training is done to inculcate the importance of team work. Employees
understand the strengths and weaknesses of their team members which can be
useful information while dealing with them at the work place.

Training Process:

Training Process

Needs Assessment

Setting Objectives

Designing

Implementation

Evaluation

Fig 2.1

1. Needs Assessment

In this step the needs are identified by asking employees to fill in a training need
analysis form. This allows the organization to identify the areas where training is
required.

. Setting Objectives

Once the needs to be focused on are selected, objectives should be set. These
objectives should aim at providing maximum knowZledge in the most efficient way
to employees in line with their requirements.

17



3. Designing
Once the objectives are set, the training activity is designed to achieve set objectives.
Various important factors like the training faculty, location for training, criteria of

selection of attendees must be determined to design an adequate training activity.

4. Implementation

This step involves implementation of the training activity as designed. If
implemented effectively the employees are more satisfied and their learning is
higher.

5. Evaluation
The training method must be evaluated by checking the improvement in

performance after such activities and through feedback of attendees. This allows
the organization to identify gaps and improve the activities for the future.

18



2.2 Literature Review

This part deals with the review of the previous studies relevant to the field of training and
development:

Kuldeep Singh (2000):

had done a study involving 84 organizations to study the

importance of training. The objectives were to examine the relationship between
training and organizational performance. It showed that Indian organizations are still
not convinced that investments in human resources could result in higher performanc
e.He used a questionnaire designed by Huselid (1993).

Alphonsa V.K. (2000):

had conducted a study to 1learn about the training climate in a large private
organization in Hyderabad. 50 different supervisors were selected for the study. The
questionnaire used was a climate survey created by Rao (1989).

The study was titled “The analysis of training climate as perceived by the supervisors
”and it covered various aspects such as the philosophies of supervisors, relationship
with subordinates, etc.

The results showed that reasonably good training practices were prevailing in the
organization but the perception of supervisors about training differs from department
to department.

Shiv Kumar Singh and Subhash Banarjee (2000):
have conducted a study titled “Trainer Roles in Cement Industry”.

According to the study, the Indian Cement Industry is the second largest in the
industry. To deal with such massive scales large number of manpower is required.
The need for increased manpower leads to the need for training at various levels in
the organizations.

This paper focuses on the Trainers roles and the factors that are required for one to
become an effective trainer. It involved identifying courses, choosing appropriate
methods of training, evaluation of training activities and helping the trainer provide
more effective training in the future.

19



It was concluded that since there are not many professionals conducting training in
construction or construction related aspects, some efforts in conducting systematic
technical training is necessary.

Binna Kandola (2000):

had discussed the difficulties in accurate evaluation of training and its effectiveness
when it comes to aspects of soft skills. These skills included communication and oth
er skills related to people management which are important aspects in management.
Afterevaluating the current models, he outlined a training evaluation model that is n
ow widely used in the United Kingdom.

Moses (2000):

observed that most companies could not guarantee their employees promotions after a
certain point. He stated this created the need for training in career planning and
increasing the skill set of the employees.

Organizations said that such training activities could be perceived by employees as
them 1osing their jobs.

However, the study states that organizations should communicate the need for career
planning in a positive way. When a company tells the employee that they are
marketable outside and the organization still wants to invest in their training and
development, it makes a strong statement to workers and many are compelled to offe
r higher level of commitment

Logan, J.K. (2000):
did a study to connect training with employee retention. It was found that “the
opportunity to 1learn and grow” was an important factor in employee retention.

This study showed that managers who provided training and career planning for their
employees saw 40 to 50 per cent less professional turnover.

Wagner.S.(2000):

did a study on “Employees Speak out on Job Training: Findings of New Nationwide
Study” which showed that employee development programs were experiencing highe
r employee satisfaction.

20



Although salary and benefits play and important role in employee retention, people
are also looking for opportunities to 1earn new things.

The Gallup Organization found that employee retention and satisfaction are higher
when a company is willing to train its workforce.

Lance Gray and Judy Mc Gregor (2001):

had compared 100 New Zealand surveys for workers aged over 55 years of age. The is
sue regarding the attitude to older employees towards training was studied.

It was seen that older workers are more difficult to train as they are less willing to
learn about newer technology. Most employees saw this as age discrimination. Some
employees saw this as a signal from employers that they are to be promoted or
considered as serous contributors.

Yadapadithaya (2001) :
had studied the current practices of evaluating training and development programs in
the Indian Corporate.

Most of the key aspects of training are related to accurately determining the
effectiveness of training.

Organizations mostly use questionnaires for evaluating the effectiveness of training.
Majority of private and public-sector companies use single group, pre-test and post-
test design to evaluate the effectiveness of the programs.

A major deficiency observed was the transfer of knowledge from the training to the
actual workpZlace.

Organizations must work towards more effective ways to provide training and helping

employees translate this knowledge to their workplace.

Bettina Lankard (2001):

conducted a study on “Return on investment in Training” revealing that training was
one of the biggest growing investment by companies in the United States with the
amount of money spent on it increasing year by year.

However, changes in the economy and reducing margins were leading organizations t
0 question the value of training.
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This study examines the myths and misconceptions about who reaps the benefit of the
training. Investments in training are concluded to have positive returns.

Australian National Training Authority (2001):
were amongst many to conduct studies which concluded that skills and training
produce the best results when training is a part of an overall business strategy.

This was supported by Knuckey and Johnston (2002) in New Zealand, where they
identified a high proportion of “leaders” engaging in training in earlier stages rather
than later.

Basu Kishanjit & Satish P. (2001):

conducted a study on Training strategies in the emerging hi-tech banking environment.
It stated that banks like all other types of organizations have to organize and develop
their manpower. This is done to create employees with the right mix of attitude and
skill. This can be done through continuous training activities

However, as banks are now moving towards being completely computerized, the need
for technical training is rising fast. Employees need to be comfortable working on ne
w software and keeping themselves updated with the various changes in the banking
industry.

India companies must keep up with this technological advancement by providing
adequate training.

Srivastava (2001):

had conducted a study to evaluate the effectiveness of various training programs offer
ed by the in-house training center of Tata Steel, Shavak Nanavati Training Institute
(SNTI), India.

The effectiveness of the training was measured in terms of satisfaction level, reaction
and feedback of participants; and change in performance and behavior due to the
training as perceived by participants, their immediate supervisors, and the
departmental heads.

The sample consisted of 60 departmental heads, 1400 participants and 1300 immediat
e supervisors from various departments.
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It was found that the participants were benefited from the programs, but transfer of
learning to the workplace was not as expected. The changes in the post training
performance ranged from 10 to 37 per cent.

The training programs achieved only limited aspects of the training objectives.

Ogunu (2002):

within the study titled “Evaluation of Management coaching and Development
Programme of Guinness NigeriaP1C” examined the management coaching and
development programme of Guinness Nigeria P1C, Benin city to gauge the connected
ness, adequacy, and effectiveness of their coaching programmes.

Al1 the 50-management empZloyees from the corporate as sample for the study.
Knowledge was collected by employing a form titled ‘Management coaching and
Development Questionnaire’ (MTDQ) that was developed by the scientist.

The study unconcealed that the coaching facilities were adequate and relevant to the
roles performed by workers and managers. It conjointly showed that the coaching
activities had so improved their performance and effectiveness at work.

Natarajan and Deepasree (2002):
conducted a study on “Training climate in the Burn Standard Company limited,
Salem”, a Public-sector undertaking.

A prepared questionnaire was distributed to 145 employees randomly.

This result shows that training climate in the organization appears to be at an average
level of (50%) showing scope for improvement.

Training climate facilitates the employees in acquiring skills required to perform var
ious functions associated with their present jobs or future expected roles.

The performances of the employees at their respective roles depended upon their perc
eption regarding the effectiveness of the training activities, their role in the organizatio
n and other organizational factors.

Ken Pidd (2004): conducted a study titled “The impact of workplace support and
identity on coaching transfer: A case study of drug and alcohol safety coaching in
Australia” that suggests that, the transfer climate of the organization is a vital factor i
n deciding the degree to that information, skills and skills gained in coaching transfe
rto the work.
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This means that work social support from supervisors and colleagues square measure
systematically thought of as a vital issue which will facilitate or inhibit coaching
transfer.

This was done by conducting a coaching on drug and alcohol safety and evaluating t
he transfer of information. it absolutely was distinguished that solely worker teams
with positive a perspective towards the coaching were ready to effectively transfer the
information.

This verified the impact of the transfer surroundings on the degree of information
transfer to the particular work.

Marcos Equiguren Huerta, Xavier L1linas Audet and Olga Pons Peregort (2006):
conducted a study tiled “In-company training in Catalonia: organizational structure,
funding, evaluation and economic impact” describing the status of training in
Catalonia’s companies from an economical and organizational point of view.

It studied how the organizational structure affected the training policies of an
organization. From the economic point of view, it aims at evaluating the cost involve
d at various steps of training.

It was concluded that the training departments should be consolidated and standardiz
ed irrespective of the organizational structure.

Goel, O.P. (2007):

conducted a study on “Training as an effective tool to create 'satisfied customers' base'
in Indian automobile industry” revealing that training and development initiatives ha
ve a positive impact on the performance of employees.

Job knowledge and hard skills required to perform a task in automobile industry is
vital to stay competitive at all times. Globalization and liberalization has increased
the quality of competition and these new standards can only be met by introducing hi
ghly developed training activities.

It studies the gaps in skills at both the sales and service aspect of the automobile
industry and how these gaps can be reduced through effective training.

Sundararjan S. (2007):

conducted a study titled “Employees attitude towards training and development in
private sector industries” suggested that due the current competitive environment,
Indian companies are forced to restate their objectives regarding Human Resource
Development.
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In today’s environment of globalization trained and skilled personnel provide the
competitive edge for organizations and hence managing HR has become more
important than ever.

Raquel Velada, Anténio Caetano, John W. Michel, Brian D. 1yons and Michael
J. Kavanagh (2007):

conducted a study titled “The effects of training design, individual characteristics and
work environment on transfer of training” to determine the transfer of knowledge fro
m the training into the workplace.

Data was collected from 182 employees in a large grocery organization.

The results indicated that contrary to expectation, supervisory support was not
significantly related to transfer of training.

These results suggest that in order to enhance transfer of training, organizations shoul
d design training that gives employees the ability to transfer learning, reinforce the
employees’ beliefs in their ability to transfer, ensure that training content is retained
over time and provides appropriate feedback regarding empZloyee job performance
following training activities.

Humphry Hung and Yiu Hing Wong (2007):

conducted a study titled “The relationship between employer endorsement of
continuing education and training and work and study performance: a Hong Kong case
study”

The study reveals that if employers support their staff by endorsing their continuous
education through training, these employees not only perform good at their studies bu
t at their work also.

These positively stultified employees are easier to retain in the future as well.
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Chapter 3

Research Design

3.1 Problem Statement

Even though 1&T Electrical Automation encourages Immediate Supervisors to send their
teams for regular training activities, there are some employees who do not receive required
training.

3.2 Need for Study

This project identifies which Immediate Supervisors under which department is providing
less or no training to his/her team members.

This project is done to bridge the gap between expectations and actual practices.

It also identifies the efficiency and satisfaction level of the current training practices
amongst various teams under these Supervisors.

3.3 Objectives

The following objectives are crucial to the research:

e To identify the average training hours received by employees 1&T Electrical &
Automation.

e To identify the average man days of training received by each employee in a year.

e To identify the Immediate Supervisors with teams having less than 4 man days (standard)
of training.

e To notify the gap in training expected and training provided under different Immediate
Supervisors to their respective Business Unit heads.

3.4 Scope of the study

The present study deals with Immediate supervisors form all 11 departments of larsen &
Toubro Electrical & Automation.
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Immediate supervisors with 5 or more team members are only included in the study so as to
make a fair comparison and standardise the data.

Immediate Supervisors of Tier 3 or higher are also excluded as they have a differently
designed training policy.

3.5 Research Methodology

e Type of research: Descriptive research design

e Collection of data: Two types of data are as follows:

1. Primary data: The data is collected through observation, questionnaire.

2. Secondary data: The data is collected through training records and various
attendance sheets.

e Time frame: 10 weeks
e Instrument: Questionnaire

e Sample design: Convenience sampling will be used in the study. This is done as a
specific group of target respondents are present. (Immediate Supervisors)

e Sample size: The sample size of the study is 171.

e Sample unit: Sample unit will be all immediate supervisors having more than 5
members in their team.

3.6 Hypothesis

The hypothesis is created using the Correlation Bivariate Method. (Karl Pearson’s
Coefficient).
This hypothesis is based on the following 3 aspects:

e Training is an important aspect of the work environment. (Understanding of the
importance of training)
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e Adequate training has been provided to all members on an average. (Understanding of
the employees’ perception regarding if adequate training is provided)

e The selection of employees sent for training is done fairly according to performance.
(Understanding the employees’ perception regarding the fairness in selection)

Correlations

The selection of
Adequate employees sent
Training is an training has for training is
important aspect |been provided to| done fairly
of the work  |all members on| according to
environment. an average. performance.
Training is an important Pearson Correlation 1 .821" .888"
aspect of the work Sig. (2-tailed) 000 .000|
environment.
N 171 171 171
Adequate training has been Pearson Correlation 821~ 1 .809™
provided to all members on Sig. (2-tailed) 000 oool
an average.
N 171 171 171
The selection of employees Pearson Correlation .888" .809™ 1
sent for training is done Sig. (2-tailed) 000 000
fairly according to N
performance. 17 171 171

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

Table 3.6

It can be seen that these 3 factors are highly positively corelated with each other.

This shows that:

e Employees that think training is important also think that adequate training has been
provided and fair training practices are practiced in the organisation.

e Employees that believe adequate training has been provided also believe training is
very important and that the organisations conduct out fair training selections.

e Employees who believe that the organisation carries out fair training practices also
understand the importance of training and believe adequate training has been
provided to them.
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3.7 Limitations of the study

There were also some restrictions created by internal and external factors. These limitations
are:

e The duration of the internship project was only 10 weeks and hence an in-depth study of
specific training activities could not be done.

e Since all entries were required to start the analysis there was a delay due to late
responses.

e Dataregarding training hours had to be cross checked to make an accurate analysis causing
delay.
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Chapter 4

Analysis & Interpretation

Based on the responses from the Immediate Supervisors of each Business Unit the following
graphs can be obtained.

A. The following Graphs represent the no. of man days of training received by each
team member under various Immediate Supervisors of all Business units of L&T
Electrical & Automation.

(Questions 1-6)

Method of Data Calculation

The data collected from the questionnaires were analysed to identify the average man days
of training each team member under each Immediate Supervisor has attended.

Formula
Average Man Days = (Total Training Hours / Number of Team Members) / 8

Note: Each man Days consists of 8 man hours, hence the average hours are divided by 8 to
calculate man days.

Example
Name of IS Number of Training Hours of | Average Hours | Average Man
Team all team Per Team Days
Member Members Member
Deepak Pradhan 5 104.80 20.96 2.62
K. A. Waikar 9 176.58 19.62 2.45
A Balasubramanyam 10 133.02 13.30 1.66
Nagaraja K 7 23.50 3.36 0.42
P. K. Chhaya 6 106.82 17.80 2.23
K. N. Gurav 5 149.94 29.99 3.75
Table 4.1
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1. Control & Automation

RR MARATHE |

Krishna Kumar Dubey
U. K. Mishra

S. Y. Shelar

Sharad Agarwal
Kapil Agarwal
Sanjeev Kumar Verma
Vaibhav Deshmukh

B Sembian

Prashant Dhiman
Sudhanshu §. Gupta
P. C. Patange

N. C. Phatak

Hranmoy Mukhop

Graph 4.1

Interpretation

Highest Performing Immediate Supervisor: Hiranmay Mukhopadhyay
No. Of Team Members: 5

No. Of Man Days Trained: 4.77

lowest Performing Immediate Supervisor: K.K. Dubey

No. Of Team Members: 14

No. Of Man Days Trained: 0.74

Conclusion

Since man days are less than 3 on average, training must be increased.
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2. Electrical Standard Products (Ahmednagar)

ESP (AHMEDNAGAR)

Count of Team

S. N. Choubal
K. A. Waikar
Amit Trehan

Uday B Hatnolkar

Rambhau D. Pati

Graph 4.2

Interpretation

Highest Performing Immediate Supervisor: Uday B. Hatnolkar
No. Of Team Members: 7

No. Of Man Days Trained: 6.05

lowest Performing Immediate Supervisor: Sudarshan Gophane
No. Of Team Members: 5

No. Of Man Days Trained: 0.4

Conclusion

Training is conducted adequately since on an average 5 man days are covered by most of
the supervisors.
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3. Electrical Standard Products (Powai Campus)

ESP (POWAI CAMPUS)

Count of Team Member

21 G. A. Moorjani
3 R. Ravichandran
|
|
|
0.00

Sunil Bansal

Vinay Rai

Prasad Viay Kulkarni
Jignesh Shah

Rajat Kapoor

Sameer Chaudhary
M. K. Murukate

Dipak Kumar Subudhy
D. V. S. Subramanyam
H. M. Kale

Girish J Deodhar

3. S. Angchekar

N. K. Tavate

BORHADE SHRIKANT KISANRAO

Sharad Yadav

Suhas A. Kadam

Sanjay N. Shembekar

Raminder Singh

A. Dakshit

Graph 4.3

Interpretation

Highest Performing Immediate Supervisor: Rajat Kapoor
No. Of Team Members: 8

No. Of Man Days Trained: 6.69
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lowest Performing Immediate Supervisor: A. Dakshit

No. Of Team Members: 5

No. Of Man Days Trained: 0.63

Conclusion

Training must be increased as most supervisors have 1less than 3 man days of training.

4. Electrical Standard Products (Vadodara Switchgear Works)

ESP (VAD SWITCHGEAR WORKS)

Count of Team Member

|
14 K. V. Chaturvedi
|

Ashok Kumar Prasad

Shiksh Baviskar
Ritesh P Oza
Sachin S Sardesai
RAHUL JAIN

5. C. Thengil

P. C. Shah

Jagadeesh Shinde
[
|

0.00 1.00

Graph 4.4

Interpretation

Highest Performing Immediate Supervisor: Rahul Jain
No. Of Team Members: 6

No. Of Man Days Trained: 5.74

lowest Performing Immediate Supervisor: A.K. Prasad

No. Of Team Members: 11
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No. Of Man Days Trained: 2.52

Conclusion

Training is consistent amongst all supervisors as the difference between highest and lowest
IS very less. However, training must be increased in the case of few supervisors.

5. Electrical Standard Products (Others)

ESP (OTHERS)

Abhishek Agrawal

Prashant Tailor

Jha |
Ajeet K Pillai

Apurba Ghosh

Pardeep Malk

P.K.Shama |

Verma

Count of Team Member

& S Kale

Jain

Rakesh Mohan

Sanjay Kumar Sharma

Singh
ar MV S

Sunil Petwal

Graph 4.5

35



Interpretation

Highest Performing Immediate Supervisor: Piyush Jain
No. Of Team Members: 6

No. Of Man Days Trained: 6.43

lowest Performing Immediate Supervisor: Apurba Ghosh
No. Of Team Members: 8

No. Of Man Days Trained: 0.97

Conclusion

Training must be increased since the man days of training is very 1ow for majority of the
supervisors.

6. Electrical Standard Equipment (Coimbatore Campus)

ESE (COIMBATORE CAMPUS)

Count of Team
Member

14 S Vijayavel

Vishnu V Nair

Anand A

R. K. Batra

Anbarasu KR

K. R. Mahaur

Graph 4.6
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Interpretation

Highest Performing Immediate Supervisor: R.K. Batra
No. Of Team Members: 6

No. Of Man Days Trained: 2.49

lowest Performing Immediate Supervisor: Anand A.
No. Of Team Members: 6

No. Of Man Days Trained: 1.06

Conclusion

Training must be increased as the highest no. of man days is only 2.49 which in itself is
very low.

7. Electrical Standard Equipment (Ahmednagar)

ESE (AHMEDNAGAR)

Count of Team Member
‘ Amit A Lakhe

Dilip Adhav

Amit Bhavsar

D. Chatterjee
Yatindra M Chaudhary

M S Jaipurkar

Graph 4.7
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Interpretation

Highest Performing Immediate Supervisor: Dilip Adhav
No. Of Team Members: 10

No. Of Man Days Trained: 3.75

lowest Performing Immediate Supervisor: S.M. Apte
No. Of Team Members: 7

No. Of Man Days Trained: 0.95

Conclusion

Training must be increased as maximum no. of man days is only 3.75 which in itself is
low.

8. Electrical Standard Equipment (Navi Mumbai)

ESE (ASC, NAVI MUMBAI)

Count of Team Member

Bina Mifra

Harshad A Divekar

Graph 4.8
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Interpretation

Highest Performing Immediate Supervisor: Ayan Sasmal
No. Of Team Members: 5

No. Of Man Days Trained: 3.6

lowest Performing Immediate Supervisor: V.P. Sawant
No. Of Team Members: 7

No. Of Man Days Trained: 0.64

Conclusion

Training must be increased as maximum no. of man days is only 3.6 which in itself is low.

9. Electrical Standard Equipment (Powai Campus)

ESE (POWAI CAMPUS)

Count of Team
Member

J. Balaji
S. V. Mayekar

R K Malhotra

U. V. Singh
J. D. Dedhia

KRISHNA KANT |

|
|
Y. V. Kaushik
\
|

0.00

Graph 4.9
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Interpretation

Highest Performing Immediate Supervisor: Y.K. Kaushik
No. Of Team Members: 14

No. Of Man Days Trained: 4.23

lowest Performing Immediate Supervisor: R.K. Malhotra
No. Of Team Members: 12

No. Of Man Days Trained: 0.28

Conclusion

Training must be increased as all supervisors (except one) have less than 2.50 man days of
training.

10. Electrical Standard Eqguipment (Others)

ESE (OTHERS)

Count of Team Member \
|

Ravinder Singh

Sougata Datta
Banik

V Umesh

Sandeep Khare

Graph 4.10
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Interpretation

Highest Performing Immediate Supervisor: S.D. Banik
No. Of Team Members: 10

No. Of Man Days Trained: 2.44

lowest Performing Immediate Supervisor: V. Umesh
No. Of Team Members: 14

No. Of Man Days Trained: 0.74

Conclusion

Training must be increased as maximum no. of man days is only 2.44 which in itself is very
low.

11. Embedded Design & Development Centre

Count of Team Member

Vishal Sinha

Sandeep Ethape

Graph 4.11
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Interpretation

Highest Performing Immediate Supervisor: Sandeep Ethape
No. Of Team Members: 6

No. Of Man Days Trained: 5.10

lowest Performing Immediate Supervisor: Vishal Sinha
No. Of Team Members: 17

No. Of Man Days Trained: 2.89

Conclusion

Training must be increased in case of one supervisor.

12. Engineered Tooling Solutions

Count of Team Member

Jignesh Panchal

K. P. Wagle

A. P. Kolhatkar

Ranijit Singh |

A. R. Wankhede

Pravin S Kulkarmni

G A Reddy

Khandwe Ajit A.
|

Graph 4.12
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Interpretation

Highest Performing Immediate Supervisor: A.P. Kolhatkar
No. Of Team Members: 9

No. Of Man Days Trained: 5.64

lowest Performing Immediate Supervisor: G.G. Wankhade
No. Of Team Members: 8

No. Of Man Days Trained: 1.55

Conclusion

Training must be increased in some cases however, on an average they provide around 3.5
man days of training which is higher than most cases.

13. ESE-Marine Business

ESE-MARINE BUSINESS

Count of Team
Member

16

Rajesh G Tawde

Kran K Bharambe

Satish Jadhav 0.11

Alok Bhagwat

Graph 4.13
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Interpretation

Highest Performing Immediate Supervisor: Alok Bhagwat
No. Of Team Members: 5

No. Of Man Days Trained: 4.3

lowest Performing Immediate Supervisor: Satish Jadhav
No. Of Team Members: 5

No. Of Man Days Trained: 0.11

Conclusion

Training must be increased as the average (2.4 man days) is very 1ow for this business unit.

14. Switchgear Design & Development Centre (Powai Campus)

SDDC (POWAI CAMPUS)

Count of Team Member
] Bhanwar

Shubho Sanyal
P. P. Kurvey
Ameya. S. Joshi
Santosh Kumar
Amit HBane

K. R. Purandare

Graph 4.14

44



Interpretation

Highest Performing Immediate Supervisor: P.P. Kurvey
No. Of Team Members: 8

No. Of Man Days Trained: 6.28

lowest Performing Immediate Supervisor: Santosh Kumar
No. Of Team Members: 6

No. Of Man Days Trained: 1.51

Conclusion

Training is conducted adequately in cases of most superiors.

15. Switchgear Design & Development Centre (Others)

SDDC (OTHERS)

R Saminathan

RITESHKUMAR FATEL

Mahesh Divekar

Rajender Singh
Niranjan ’

M Jayakumar

K Senthilkumar

Graph 4.15
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Interpretation

Highest Performing Immediate Supervisor: R.S. Niranjan
No. Of Team Members: 5

No. Of Man Days Trained: 5.66

lowest Performing Immediate Supervisor: M. Jayakumar
No. Of Team Members: 5

No. Of Man Days Trained: 2.66

Conclusion

Training is provided very consistently amongst the supervisors with an adequate average
(3.95).

16. Metering & Protection Systems (Mysore Campus)

MPS (MYSORE CAMPUS)

Count of Team Member

HANUMESH S B

SUJITH UNNIKRISHNAN
BASAVARAJUTP |
UMASHANKAR S |

Harihara Mahadevan Jayaraman
A Balasubramanyam |

Dasarathy Govindarajan
KAMALAKAR MURALIDHAR |
SIDA RANGA NAYAKA |
SHEELA |
Aditya Gupta |

MANJUNATHH §

Shama Bhat 1

Ramachandra Rao Routu |
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MPS (MYSORE CAMPUS)

RAHUL A MISHRA
YC HHR

A. Raghu
SANJAY AHUJA

Harish MR

MANGESH PRABHAKAR PATIL
SUIT v

CHETANH §

Satyaijit Phadke

SUDHA HK

Gajendra Singh Jodha

SENTHIL KUMAR R

|
Nagaraja K 0.42

Ramachandran V K

MURALI KRISHNA

Graph 4.16

Interpretation

Highest Performing Immediate Supervisor: Ramchanran V.K.
No. Of Team Members: 5

No. Of Man Days Trained: 6.18

lowest Performing Immediate Supervisor: Nagaraja K.

No. Of Team Members: 7

No. Of Man Days Trained: 0.42

Conclusion

Training must be increased as it is very 1ow for majority of supervisors.
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17. Metering & Protection Systems (Others)

MPS (OTHERS)

Count of Team Member |

Amarjeet Singh Panesar

Shigu Thomas

Graph 4.17

Interpretation

Highest Performing Immediate Supervisor: Shigu Thomas
No. Of Team Members: 12

No. Of Man Days Trained: 2.31

lowest Performing Immediate Supervisor: A.S. Panesar
No. Of Team Members: 5

No. Of Man Days Trained: 1.86

Conclusion

Training must be increased as maximum no. of man days is only 2.31 which in itself is
low.
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18. Powai Common Services

POWAI COMMON SERVICES

Count of Team Member

yalan Srinivasan
Radhika D Choudhari
Jai Prakash Kedia

A. M. Rao

Ashish Kumar Malik

H. S. Nalk

S. P. Shenoy

S. V. Kamat

|
|
|
|
|
|
|
|
|

E. K. Malkankar

Deepak Pradhan

Graph 4.18

Interpretation

Highest Performing Immediate Supervisor: A.K. Malik
No. Of Team Members: 6

No. Of Man Days Trained: 7.29

lowest Performing Immediate Supervisor: J.P. Kedia
No. Of Team Members: 7

No. Of Man Days Trained: 0.5

Conclusion

Training must be increased for majority of supervisors. Mr. A.K. Malik must be
acknowZledged for being the best performer out of all Business Units (7.29).
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19. 1&T Electrical & Automation FZE (Navi Mumbai)

L&T ELECTRICAL & AUTOMATION FZE (ASC, NAVI MUBALI)

Count of Team
Member ‘

Devarshi Mishra \

Subodh
Sangaonkar

Nilesh Wakade

Kshore Raheja

|
Vaibhavi l
Bhokekar ’
|

Falguni Mehta

0.00

Graph 4.19

Interpretation

Highest Performing Immediate Supervisor: Devarshi Mishra
No. Of Team Members: 15

No. Of Man Days Trained: 2.36

lowest Performing Immediate Supervisor: Nilesh Wakade
No. Of Team Members: 10

No. Of Man Days Trained: 0.14

Conclusion

Training must be increased as maximum no. of man days is only 2.36 which in itself is
low.
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B. The following graphs provide a better understanding about the training practices
carried out at Larsen & Toubro Electrical & Automation. (Questions 7-21)

1. Training is an important aspect of the work environment.

Particulars Responses Percentage
Strongly Agree 97 57
Agree 54 32
Neutral 20 11
Disagree 0 0
Strongly Disagree 0 0
Total 171 100
Table 4.2

— e

: l 20

0 0

Strongly Agree Agree Neutral Disagree Strongly Disagree

Graph 4.20
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Interpretation

88% (57+31) of the employees believe training is an important aspect of the work
environment.

Conclusion

Employees are aware of the importance of training.

2. Adequate training has been provided to al1 members on an average.

Particulars Responses | Percentage

Yes 113 66

No 58 34

Total 171 100
Table 4.3

Graph 4.21
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Interpretation

66% of the employees believe adequate training is being provided to employees of
the organization.

Conclusion

Employees’ perception regarding the company’s training policies are positive.

3. Training has improved your team’s performance over the past years.

Particulars Responses | Percentage

Yes 122 65

No 49 35

Total 171 100
Table 4.4

Graph 4.22
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Interpretation

65%0 of the employees believe training has improved their team’s performance in the
past years.

Conclusion
Majority of employees have a positive feeling towards the efficiency of the

organization’s training policies.

4. Training activities are conducted for your team

Particulars Responses Percentage

Twice a month 23 13

Once a month 67 39

Once in 2 months 78 46

Once in 6 Months 3 2

Total 171 100
Table 4.5

Once in 6 months Once in 2 months Once a month Twice a month

Graph 4.23

3
T —

54



Interpretation

Training activities usually occur once a month (39%o) or once in two months (46%b).
Conclusion

Training is provided at a consistent rate. Too frequent training activities would not
give employees time to complete their daily work or assignments.

5. Training programs are usually long. (Period of training activity)

Particulars Responses | Percentage

Mostly 1 day programs 34 20
1-5 day programs 61 36
1-2 week programs 64 37
Others 12 7
Total 171 100

Table 4.6

Mostly 1 day programs 1-5 day programs 1-2 week programs others

Graph 4.24
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Interpretation

Majority of the training activities are one (37%) or two (36%) week programs.

Conclusion

Two week long programs are adequate as it allows time for a good understanding of
the concept but not too much time causing wastage of company time.

Employees are sent to offsite training campus at 1onavala on a regular basis.
(1eadership Development Academy)

Strongly Agree

Particulars Responses Percentage

Strongly Agree 12 8
Agree 62 36
Neutral 53 31
Disagree 35 20
Strongly Disagree 9 5
Total 171 100

Table 4.7

Neutral

Graph 4.25

Disagree Strongly Disagree
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Interpretation

44% (36+8) of the employees believe training is provided at the off-site training

campus at 1onavala.

Conclusion

Employees are provided off-site training to provide a longer and more intense
training programs. This also improves the morale of employees who are chosen to

attend such training activities.

7. The selection of employees sent for training is done fairly according to performance.

Particulars Responses Percentage

Strongly Agree 32 19
Agree 71 42
Neutral 40 23
Disagree 21 12
Strongly Disagree 7 4
Total 171 100

Table 4.8
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Neutral Disagree Strongly Disagree

Graph 4.26

Interpretation

61% (42+19) of the employees believe selection of employees for training are done
fairly.
Conclusion

EmpZloyees trust and have positive perception regarding the fairness of the
organizations training policies.

8. The training activities planned for your team are conducted as planned.

Particulars Responses Percentage

Always 83 49

Most of the time 42 24

Sometimes 34 20

Never 12 7

Total 171 100
Table 4.9
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Most of the time Sometimes Never

Graph 4.27

Interpretation

73% (49+24) of the employees believe training is conducted as planned without
many changes in time and schedule.

Conclusion

Employees have a positive perception towards the planning of training activities in
the organization.
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9. The training provided contains a 1arge number of varied new concepts.

Particulars Responses Percentage

Strongly Agree 15 9
Agree 79 46
Neutral 50 29
Disagree 24 14
Strongly Disagree 3 2
Total 171 100

Table 4.10

Strongly Agree Neutral Disagree Strongly Disagree

Graph 4.28

Interpretation

55% (46+9) of the employees believe training provided covers a wide variety of
concepts.
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Conclusion
EmpZloyees are provided training on various concepts thereby increasing their skill

set
within the organization.

10. The concepts covered are relevant to the activities carried out by your team.

Particulars Responses Percentage

Strongly Agree 21 13

Agree 83 49

Neutral 47 27

Disagree 16 9

Strongly Disagree 4 2
Table 4.11

_—
- 4
]

Strongly Agree Neutral Disagree Strongly Disagree

Graph 4.29
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Interpretation

61% (49+13) of the employees believe training provided is relevant to their needs.
Conclusion
Training provided not only focuses on increasing skill set but also increasing

efficiency of current work.

11. Preferred type of training for your team.

Particulars Responses Percentage

Behavioural Training 38 22

Technical Training 72 42

leadership Training 49 29

Others 12 7
Table 4.12

Behavioural Training Technical Training Leadership Training Others

Graph 4.30
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Interpretation

42 of the employees believe technical training is more important compared to other
types of training.
Conclusion

Employees must be told the importance of behavioral and leadership programs to
motivate them to give all 3 types of training equal importance.

. Do you plan on increasing/ decreasing the training programs conducted for your team
in the future?

Particulars Responses Percentage

Increasing 78 46

Keeping it the Same 72 42

Decreasing 21 12

Total 171 100
Table 4.13

21

Increasing Decreasing Keeping it the same

Graph 4.31

63



Interpretation

46% of the employees believe in increasing the training provided.

Conclusion

Supervisors depend on training to improve their teams’ performance.
13. Training programs will improve the performance and efficiency of your team

according to you.

Particulars Responses | Percentage

Yes 124 73

No 47 27

Total 171 100
Table 4.14

Graph 4.32
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Interpretation

73% of the supervisors believe increasing training will improve their team’s
performance.

Conclusion
Employees are aware of the importance of training and depend on it for better

performance.

14. Have you tried arranging external training programs for your team?

Particulars Responses Percentage

Yes 58 34

No 113 66

Total 171 100
Table 4.15

Graph 4.33
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Interpretation

66% of the employees do not arrange external training activities.
Conclusion

Majority of employees find their training needs adequately satisfied with internal
training only.

15. Al1 the externals programs suggested by you were approved by the organization.

Particulars Responses Percentage

Strongly Agree 12 7
Agree 37 29
Neutral 113 66
Disagree 9 5
Strongly Disagree 0 0
Total 171 100

Table 4.16

PR 0
Strongly Agree Neutral Disagree Strongly Disagree

Graph 4.10
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Interpretation

Since few employees only tried arranging external training (34%), 66% employees
were neutral.

However, 49 (37+12) out of 58 employees who requested for external training were
allowed to conduct it, which is 84.48%.

Conclusion

Employees that did conduct external training however, were given permission and
approved by the organization on most occasions.
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Chapter 5

Findings, Conclusion & Suqggestions

5.1 Findings:

During the survey, it is found that the training policies for each department is
standardised.

The company utilizes a website called EA-Sky to update and notify employees
regarding training activities.

There are various types of different soft skills and hard skill training programs
present on EA-SKy which are mandatory for employees.

EmpZloyees are highly satisfied with the use of an interactive platform to notify them
about training activities, also them to understand the importance of training and also

provide feedback to the corporate training team.

As per the survey, it is found that most of the training activities in the organisation are
conducted internally.

The training policies are updated on a frequent basis.

It is found that there are very few cancellations or delays in scheduled training
activities.

There are assignments provided to attendees and they are provided certification
according to that thereby increasing their skill set.

5.2 Conclusion:

It can be concluded that the training activities are conduced adequately in the organisation.
Employees feel like they are given equal and fair opportunity to train and increase their
skill set.

Furthermore, employees are selected for training based on their performance and
recommendation of their immediate supervisor. This motivates employees to work
efficiently so that they could be part of the training activities. This ensures that top
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performing employees get adequate required training and allows them to interact with top
prformers from other departments.

This selection of employees acts as the managements acknowledgment of an employee’s
performance. Selection of training has become a privilege rather than a burden therefore
creating a very positive attitude towards training.

Total Number of Immediate Supervisors in all Business Units combined are 171.

Total number of Immediate Supervisors with 4 man days and more are 60 in all Business
Units combined.

Therefore, total percentage of Immediate Supervisors adhering to set standards are

= (60/171)*100 = 35.08%

5.3 Suqggestions & Recommendations:

e The leadership Programs were perceived to be more beneficial and most Immediate
Supervisors thought they were the most impactful training activities. Hence more
leadership programs could be introduced.

e Training activities that are 1week long or so are mostly preferred by empZloyees and
hence programs of such durations could be arranged more

e Though most supervisors understand the importance of training, the Low performing
immediate supervisors of each department should be educated regarding the
importance of training.

e A trend was identified. Immediate Supervisors with higher number of team members
had lower man days of training. This could be improved by dividing teams with
more than 8 members into smaller groups so that they can be focussed on easily and
efficiently.

e Mr. Ashish Malik from Powai Common Services has the team with the highest
number of man days out of all Business Units. H must be awarded to acknowledge
his performance as an immediate supervisor and t motivate him to work with the same
efficiency.
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Business Units such as Switchgear Design and Development Centres require more
technical training and hence their Immediate Supervisors must be encouraged to send
their team members for more training activities.

Electrical Standard Products Vadodara have the best overall performance as their

least performing immediate supervisor had 2.52 man days of training and their
performance should be acknowledged.
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Annexure

The following Questionnaire was used to conduct the study:

Questionnaire for Training Analysis

1. Name:

2. Business Unit:

3. Location:

4. Tier:

5. No. of Team Members:

6. No. of Hours Training Hours of the Team:

7. Training is an important aspect of the work environment.

a. Strongly Agree c. Neutral

b. Agree d. Disagree e. Strongly Disagree

8. Adequate training has been provided to all members on an average.

a. Yes b. No

9. Training has improved your team’s performance over the past years.

a. Yes b. No
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10. Training activities are conducted for your team ?

a. Twice a month c. Oncein 2 months
b. Once a month d. Oncein 6 months
11.Training programs are usually long. (Period of training
activity)
a. Mostly 1-day Programs c. 1-2 week programs
b. 1-5day programs d. Other

12.Employees are sent to offsite training campus at Lonavala on a regular

basis. (Leadership Development Academy)

a. Strongly Agree c. Neutral
b. Agree d. Disagree e. Strongly Disagree

13.The selection of employees sent for training is done fairly according to

performance.
a. Strongly Agree c. Neutral
b. Agree d. Disagree e. Strongly Disagree
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14.The training activities planned for your team are conducted as planned.

a. Always c. Sometimes
b. Most of the Time d. Never
15.The training provided contains a large number of varied new concepts.
a. Strongly Agree c. Neutral
b. Agree d. Disagree e. Strongly Disagree

16. The concepts covered are relevant to the activities carried out by your

team.
a. Strongly Agree c. Neutral
b. Agree d. Disagree e. Strongly Disagree

17.Preferred type of training for your team.

a. Behavioral training c. Leadership Programs

b. Technical Training d. Others

18.Do you plan on increasing/ decreasing the training programs conducted

for your team in the future?

a. Increasing b. Keeping it the Same c. Decreasing

19.Training programs will improve the performance and efficiency of your

team according to you.
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a. Yes b. No

20. Have you tried arranging external training programs for your team?

a. Yes b. No

21.All the externals programs suggested by you were approved by the

organization.

a. Strongly Agree c. Neutral

b. Agree d. Disagree e. Strongly Disagree

22.What was the most impactful training activity you attended/ conducted?

23.Do you have any specific training programs you think should be

implemented for the benefit off the organization?
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