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Abstract 
 

Training can be described as “the 

acquisition  of  skills,  concepts  or  attitudes  that 

result in improved performance within the job 

environment”. Training analysis looks at each 

aspect of an operational domain so that the initial 

skills, concepts and attitudes of the human elements 

of a system can be effectively identified and 

appropriate training can be specified. 

Training analysis as a process often covers: 
 

Review of current training task analysis 

(of new or modified system) identification of 

training gap statement of training requirement 

assessment of training options cost benefit analysis 

of training options 

Training analysis is  most often used  as 

part of the system development process. Due to the 

close tie between the design of the system and the 

training required, in most cases it runs alongside 

the development to capture the training 

requirements. 

Training makes a very important 

contribution  to  the  development  of  the 

organizations Human resources and hence to the 

achievement of its aims and objectives. 

I. INTRODUCTION 
 

Training can be described as “the 

acquisition  of  skills,  concepts  or  attitudes  that 

result in improved performance within the job 

environment”.  Training  analysis  looks  at  each 

aspect of an operational domain so that the initial 

 

 
Skills,   concepts   and   attitudes   of   the   human 

elements of a system can be effectively identified 

and appropriate training can be specified. 

Training and Development is the field 

concerned with organizational activity aimed at 

bettering   the   performance   of   individuals   and 

groups  in  organizational  settings.  It  has  been 

known by several names, including employee 

development, human resource development, and 

learning and development. Training and 

development encompasses three main activities: 

Training, Education, and Development. 

Training  activity  is  both  focused  upon, 

and evaluated against, the job that an individual 

currently holds.  Education  activity  focuses  upon 

the jobs that an individual may potentially hold in 

the  future,  and  is  evaluated  against  those  jobs. 

Development activity focuses upon the activities 

that the organization employing the individual, or 

that the individual is part of, may partake in the 

future, and is almost impossible to evaluate. 

Training analysis as a process often covers: 

Review of current training, Task analysis 

(of new or modified system), Identification of 

training gap, Statement of training requirement, 

Assessment of training options, Cost benefit 

analysis of training options 

Training analysis  is  most  often used  as 

part of the system development process. Due to the 

close tie between the design of the system and the
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training required, in most cases it runs alongside 

the development to capture the training 

requirements. 

Training is an organized process for 

increasing knowledge and  skills of people  for  a 

definite purpose. The purpose of training is to 

improve the employee’s current job performance. 

An organization which aspires to grow 

must  be  in  tune  with  the  changing need  of  the 

society training reduces the gap by increasing 

employees knowledge skill ability and attitude. 

Training makes a very important 

contribution  to  the  development  of  the 

organizations Human resources and hence to the 

achievement of its aims and objectives. 

It improves changes and molds the 

employee’s knowledge, skill behavior and attitude 

towards the requirement of the job and the 

organization. 

“Given a man a fish, he will eat it. Train a 

man to fish, he will his family”. This is a saying, 

which highlights the importance of training man 

and employee training is the process whereby 

people learn the  skills, knowledge, attitudes and 

behavior needed in orders. 

Importance of study 
 

It is important to identify training needs 

before trying to implement any training solutions. 

The identification of training needs is the first step 

in a uniform method of instructional design. 

Types of Needs Analyses 
 

Many needs assessments are available for 

use in different employment contexts. Sources that 

can help  you determine which needs analysis is 

appropriate for your situation are described below. 

  Context Analysis. An analysis of the business 

needs or other reasons the training is desired. 

The  important  questions  being  answered  by 

this analysis are who decided that training 

should be conducted, why a training program 

is seen as the recommended solution to a 

business problem, what the history of the 

organization has been with regard to employee 

training and other management interventions. 

  User Analysis. Analysis dealing with potential 

participants and instructors involved in the 

process. The important questions being 

answered by this analysis are who will receive 

the training and their level of existing 

knowledge on the subject, what their learning 

style is, and who will conduct the training. 

  Work analysis. Analysis of the  tasks being 

performed. This is an analysis of the job and 

the  requirements  for  performing  the  work. 

Also known as a task analysis or job analysis, 

this analysis seeks to specify the main duties 

and skill level required. This helps ensure that 

the training which is developed will include 

relevant links to the content of the job. 

  Content  Analysis.  Analysis  of  documents, 

laws, procedures used on the job. This analysis 

answers questions about  what knowledge or 

information is used on this job. This 

information comes from manuals, documents, 

or regulations. It is important that the content 

of the training does not conflict or contradict 

job requirements. An experienced worker can 

assist  (as  a  subject  matter  expert)  in 

determining the appropriate content. 

  Training  Suitability  Analysis.  Analysis  of 

whether training is the desired solution. 

Training is one of several solutions to 

employment problems. However, it  may not 

always be the best solution. It is important to 

determine if training will be  effective in its 

usage. 

  Cost-Benefit Analysis. Analysis of the return 

on investment (ROI) of training. Effective 

training results in a return of value to the 

organization  that  is  greater  than  the  initial
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investment to produce or administer the 

training. 

Review of Literature 
 

  Robert Bloomberg (1989) this article reviews 

current  literature  related  to  cost-benefit 

analysis of employee training programs. After 

a conceptual stage is set and the meaning of 

terms is clarified, methodologies for measuring 

costs and benefits, and problems related to this 

process are discussed. Primary and secondary 

beneficiaries of training are identified. 

  Price water house Coopers (2004) Price water 

house  Coopers  recently  conducted  its  2004 

Information Security Broachers Survey, which 

found that undereducated security workers are 

the leading cause of security breaches. Such 

survey results enforce the presumption that 

employers must spend time and money sure 

their personnel are adequately trained and 

educated. 

  Blaze Driscol (2007) this article reviews your 

ability to create trusting relationships is a 

significant factor in a professional success. 

Without trust, no one will make a purchase, 

respect your expertise, carry out your 

instructions,  or  refer  business  to  you.  With 

trust, you will break down barriers and create a 

relationship of compatibility, a mutually 

beneficial relationship that will allow you to be 

privy to other needs, motivation, and desires. 

  Margery Weinstein (2007) This article reviews 

to assemble a well-crafted learning program, 

and  recruiting instructors and  subject matter 

experts (SMEs) competent enough to deliver 

it. 

  Terri   Hardin   (2006)   this   article   reviews 

empowerment, delegation, resource allocation, 

and initiative through real-life scenarios, team 

building, and in  spirit of a  real boot camp- 

getting yelled at by a drill sergeant. 

 

 

  Leah  Quastel  (1982)  It  was  contended  that 

health professionals in situations where 

opportunities to satisfy needs for learning are 

inadequate ( or where “ opportunities” outstrip 

“ needs” ) are in a state of incongruence which 

leads to job dissatisfaction. 

Research Methodology: 
 

Research  methodology  is  a  systematic 

approach to solve the research problem. It can be 

considered as a new research is done scientifically. 

Research Design: Descriptive Research 

Scope of the study: 
 

  It helps the organization to plan the training 

and their needs for productive results. 

  The organization will know in what state it is 

now conducting so many training programs. 

  It is necessary to prepare existing employees 

for higher-level jobs (promotion). 

  It is necessary when a person moves from one 

job to another (transfer). After training, the 

employee can  change jobs quickly, improve 

his  performance  levels  and  achieve  career 

goals comfortably. 

II. OBJECTIVES 
 

1. To   study   the   personal   profiles   of   the 

organization that influences the training needs 

in the organization. 

2. To   identify   the   relationship   between   the 

variables of training needs. 

3. To identify the important contributing factors 

in training need in the organization. 

4. To   evaluate   whether   the   present   training 

system of training helps to attain the need for 

training. 

5. To   provide   suggestions   to   enhance   the 

employees training need analysis. 

Types of data: 
 

In  this  research  both  primary  data  and 
 

secondary data’s are used.
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Primary data’s are gathered for research from the 

actual occurrence of events. 

Secondary  data’s  are  the  data  gathered  through 
 

existing sources. 
 

Sample Size: 
 

100  employees in  Hyundai Motor  India 
 

Limited 
 

Sampling Method: 

Convenience Sampling 

Tools for Data Collection: 

Questionnaire 

Statistical tool used for analysis: 

Percentage      Method,      Chi      square, 

Correlation, Factor Analysis 

Limitations of the study: 
 

The major shortcoming faced by the 

researcher is lack of time, because of which the 

analysis was confined to a limited area of study. 

The responses given by the selected 

respondents may be subjected to bias. 

Employees being preoccupied with their 

official work could not spare much time. 

Analysis and Interpretation 
 

Hypothesis 1:     There is no association between 

age and organization of training programme

Cross Tabulation 
 

 Organization of training Programme  

Total 
Highly satisfied Satisfied Neutral Dissatisfied Highly dissatisfied 

 

 
Age 

>30 14 22 9 3 2 50 

30-40 6 20 11 2 1 40 

41-50 1 5 2 1 0 9 

<50 0 0 1 0 0 1 
 

Total 
 

21 
 

47 
 

23 
 

6 
 

3 
 

100 

Chi-Square Tests 
 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 7.758 12 .804 

Likelihood Ratio 7.599 12 .816 

Linear-by-Linear Association 1.122 1 .290 

N of Valid Cases 100   
14 cells (70.0%) have expected count less than 5. 

 

The minimum expected count is .03. 

Result:  

 
Hence  the  χ2  value  is  smaller  than  the

 

Degrees of Freedom          =   12 
 

Chi Square Value              =  7.758 
 

Table Value                      =  28.3 
 

The Distribution is not significant 

 

table value we accept the hypothesis. There is no 

association   between   age   and   organization   of 

training programmed. 

Hypothesis 2 
 

There  is  no  association between  gender 

and organization of training programme 

Cross Tabulation
 

 Organization of training Programme  

Total 
Highly satisfied Satisfied Neutral Dissatisfied Highly dissatisfied 

 

Gender 
Male 15 35 19 5 2 76 

Female 6 12 4 1 1 24 

Total 21 47 23 6 3 100 
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Chi-Square Tests 
 

 Value Df Asymp. Sig. (2-sided) 

Pearson Chi-Square 1.172 4 .883 

Likelihood Ratio 1.207 4 .877 

Linear-by-Linear Association .384 1 .535 

N of Valid Cases 100   

4  cells (40.0%) have expected count less than 5. The 
 

minimum expected count is 72. 

Result:  

 
Hence  the  χ2  value  is  smaller  than  the

 

Degrees of Freedom          =   4 
 

Chi Square Value              =   1.172 
 

Table Value                       =  9.488 
 

The Distribution is not significant 

 

table value we accept the hypothesis. There is no 

association between gender and organization of 

training programme 

 

 
CORRELATIONS

 

  Trainees 

way of 
delivery 

Duration of 

training 
Programme 

Training 

centre 
infrastructure 

Communication 

skill 
Development 

of skill in the 
particular area 

 
Trainees way of 
delivery 

Pearson 
Correlation 

 

1 
    

Sig. (2-tailed)      

N 100     
 

Duration of 

training 

Programme 

Pearson 

Correlation 

 

.019 
 

1 
   

Sig. (2-tailed) .853     

N 100 100    

 
Training centre 

infrastructure 

Pearson 
Correlation 

 

-.148 
 

.230(*) 
 

1 
  

Sig. (2-tailed) .142 .021    

N 100 100 100   
 

Communication 

skill 

Pearson 
Correlation 

 

.017 
 

.097 
 

.307(**) 
 

1 
 

Sig. (2-tailed) .867 .335 .002   

N 100 100 100 100  
 

Development 

of skill in the 

particular area 

Pearson 
Correlation 

 

.069 
 

.127 
 

.082 
 

.131 
 

1 

Sig. (2-tailed) .495 .208 .420 .195  

N 100 100 100 100 100 

* Correlation is significant at the 0.05 level (2- 
 

tailed). 
 

** Correlation is significant at the 0.01 level (2- 

tailed). 

From the above table it is inferred that the 

correlation between variables. The variables 

considered are Trainees way of delivery, Duration 

of training Programme, Training centre 

infrastructure, Communication skill, Development 

of skill in the particular area. 

Trainees way of delivery has a  mild  correlation 
 

with Duration of training Programme (.019) found 

to be not significant. Trainees way of delivery 

negatively correlated with Training centre 

infrastructure (.-148) and it is found to be not 

significant. Trainee’s way of delivery has a mild 

correlation with Development of skill in the 

particular area (.069) and it’s found to be not 

significant. 

Duration  of   training   Programmed   has 

moderated    correlation    with    Training    centre
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infrastructure   (.230)   and   it   is   found   to   be 

significant. Duration of training Programme has 

very mild correlation with Communication skill 

(.097) and it is found to be not significant. Duration 

of training Programme has mild correlation with 

Development of skill in the particular area (.127) 

and it is found to be not significant. Training centre 

infrastructure has moderate correlation with 

communication skill (.307) and it is found to be 

significant. Training centre infrastructure has mild 

correlation  with   Development  of   skill   in   the 

particular  area  (.082)  and  it  is  found  to  be  not 

significant. 

Communication skill has mild correlation 

with Development of skill in the particular area 

(.195) and it is found to be not significant. 

Factor Analysis 
 

KMO and Bartlett's Test 
 

The dimensionality Training need analysis 

was examined using factor analysis based on 19 

individual statements and the reliability of the 

subsequent  factor  structures  was  then  tested  for 

internal consistency of the grouping of the items.
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .678 

 
Bartlett's Test of Sphericity 

Approx. Chi-Square 924.664 

df 171 

Sig. .000 
Kaiser  –   Meyer  –   Olkin  measure  of 

 

sampling adequacy index is 0.678, which indicates 

that factor analysis is appropriate for the given data 

set.  KMO  measure  of  sampling  adequacy is  an 

index to examine the appropriateness of factor 

analysis. High values between 0.5 and 1.0 indicate 

factor  analysis  is  appropriate. Values  below  0.5 

imply that factor analysis may not be appropriate. 

     57% of the respondents were satisfied with the 
 

trainee’s way of delivery of information. 
 

     37% of the respondents were satisfied with the 
 

trainer’s knowledge about the subject. 
 

  49% of the respondents responded that trainers 

and trainees relationship is satisfactory. 

     34%  of  the  respondents  responded  that  the 
 

trainer’s ability to clear doubts was neutral.

III. FINDINGS 
 

  50% of respondents belonged to the age group 

above 30. 

 41% of the respondents were satisfied with the 
 

duration of the training program. 

 45% of the respondents responded that training 


 



76% of the respondents were male. 
 

71% of the respondents were married. 

 given  before  implementing  the  change  was 
 

satisfactory. 

 34% of the respondents were under graduates.  45% of the respondents were satisfied with the 

 36%  of   the   respondents  belonged  to   the  infrastructure of the training centre. 

 supervisor cadre.  47% of the respondents were satisfied with the 

 36% of the respondents had work experience  training program in the organization. 

 for 5-10 years.  50% of the respondents were satisfied with the 

 36%  of  the  respondents  had  attended  the  sequence of training program. 

 training programmers above 5 times.  37%  of  the  respondents  were  satisfied  with 

 62% of the respondents responded that their  their improvement in self confidence through 

 supervisors identified the need for training at  the training. 

 the appropriate time.  40% of the respondents were satisfied with the 

 49% of the respondents were satisfied with the  development in communication skill. 

 interaction in the training program.   
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IV. SUGGESTIONS 
 

  Employees   must   be   encouraged   by   the 

supervisors and management to take up more 

and more training programmers. 

  The   communication  gap   between  the   top 

management and the supervisors and 

subordinates must be reduced with a view to 

help smooth functioning of the work and good 

relationship between them. 

  Well-e quipped  and  knowledgeable  trainers 

must be appointed to benefit the employees to 

help understand the need for the training 

programme   and   help   them   improve   their 

selves. 

  The organization must make it compulsory to 

evaluate training programme to know the 

effectiveness of the programme and how much 

it has benefited the employees. 

  Importance    must    be    given    to    educate 

employees on the need for co-operation among 

the workers and supervisors. 

  Training   must   be    provided   taking   into 

consideration the organizational need and the 

capability of the employee to help them gain 

more and develop confidence in themselves. 

 Training   programmers   must   be   such   that 

provides better opportunities for the employees 

for  further  development  within  the 

organization and also result in individual 

development. 

V. CONCLUSION 
 

This study is proposed to really met the 

training need analysis in their in house 

programmers. The increment in the technical skills, 

proper duration of the training and job focused 

training contents are helped the organization to 

improve the productivity of the company. 

Improved the motivation and self- 

confidence, increased interpersonal skills, strength 

and weakness analysis will help the organization to 

show the training need analysis. The employees are 

expecting that the training content may focus on 

their technical skills development and a proper 

platform need to be designed to implement what 

they learnt during training. 
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