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ABSTRACT

The main objective of the study is to examine the employees' satisfaction on training of Grameen Bank
(GB) in Bangladesh. The study is mainly based on primary data. Data was collected with the help of
prestructured guestionnaires. The survey was carried down in the account, administration, and
establishment departments of the head office of the Grameen Bank in Dhaka. The selection of the head
office of Grameen Bank and three departments of it including the respondents were done for the
convenient of the study. Qualitative data has been converted into the quantitative data by applying five
points Likert scale. Collected data were analyzed through descriptive and quantitative analyses. It is found
that selected employees are satisfied on their training. Despite this, it is assumed from the study that
employees are still expecting more sdfisfaction from the training of Grameen Bank. The study is

concluded with fewer recommenddtions.
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1. Introduction

Training refers to the methods used to give new or present
employess the skills they need to perform their jobs
{Dessler, 2007). Employses of an organization are able 1o
raceive the concept aboutthe organization with the help of
training. Thus, emplcyees are sccialized in different levels
of the organization through training. Training increases
the skills of the employees. Employees can work effectively
and efficiently  they are provided training. Training
increases the productivity of the smployees and
organization os well, Training helps employees 1o save
time becouse the knowledge of punctuality is possible 1o
acquire through training. Punctuality helps employees to
perform their work duly and improve their potentiality of
the work. Training also assist employess to adjust the
changing imemal and external environments of the
arganization. It is also possible 1o change the atfitudae of
the ernployees with the help of training. Training helps 1o
learn how to use resources appropriately. Training
provides new knowledge and skill to the amployess (Zaldi,
2014). S0, employees get inspirafion to do the work and it
can reduce work absentesism and tumover of
employment. Training and development is one of the most
important functions of human resource management.
Thus, the researchers are intended to work on this spedial
topic (Zaldi, 2014). His found thattraining has little impact
on job safisfaction (Nabi et al. 2014; Monga et al. 2015}
though training iz the fundamental tools of job satisfaction
of employess among many job motivalional fadors (ibid).
Training will be meaningless unless employees are

satisfied of their fraining. It will then incrense the cost and
waste of resources. So it is felt necessity for every
organizations to exarmine the employsss' satisfoction on
fraining [ibid). With this regard, the present study is
conducted.

2. Literature Review

The study of Aidah {2013) was undertaken about the
performance of training program in the comext of
telacommunication indusity of Uganda. This study was
based on four goals such as the training program of the
existing industry, the objective of the training program, the
methods and effeds of training and performance of
employees after fraining. This was a type of case study. The
study found that training had significant effect on the
performance of employees. Study of Rajo et al. {2011)
examined the impact of training and development on
organizational performance. The study was based on
secondary data which were derived from literature review.
The study developed four hypothesis. Results indicated that
training has impact on organizational performance. h is
{Zahid 2013) found that there is a relationship between
training and employees' perfformance of retail banking
sector in India. Several measures of pefformance have
been analyzed by considering compensation,
perdormance appraisal and organizational commitment.
This study was done armong 108 bank employess, The
applications tools of the sudy were descriplive skiistics,
correlation and regression analysis. Maaly et al. (2015)
conducted the impact of trgining program on the job
performance of employeas of Yarmouk University in
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Jordan. The study revealed that there is a relationship
between effective training and job performances of
employees. The study provided several recommendafions
based on the results of the study. Another author {Pallivi
2013) conducted a Itengture review on fraining and
development and quality of work Iife. The objeclive of the
study was to focus the importance of training and
development programs and the relationship between
raining and development and its relation with quality of
work life, Study of Latif et al. (2013) exomined that there is
a significant positive cssociation between the overall
satisfaction of fraining and job satisfaction of employess.
The study felt necessity of the employee sdtisfaction of
training and development aspect instead of the impact of
fraining on job satisfacion. The study was based on
primary information and survey was done among the
employees of different organizations in Pakistan. Jaiswal
and Chandra (2014) observed the impact of training on
employees' satisfaction. The study found a positive
correlation with the satisfaction of employess. The
investigation was conducted on the employees of BRCL,
India and it wos based on the primary dafa. The study
supported fo increase the training programs for the
employees to raise the employees' job satisfaction. More
recent study of Bharathvajan and Kavitha {2019} focused
the impact of employes safisfaction towards induction
training program. The study was done with the help of
{requency and percentage. Data of the study came from
the filed survey which was comprised fifty respondents. The
venue of the study was Cavinkar Pvl. Lid., India. The shudy
revedled thaot the satisfaction of training is necessary for
the sustainability of the staffs of the organizafion.

It is assumed that several studies have been done in the
context of fraining of the employees and the differences of
the previous studies are mainly based on different
organizations of varous locations. It is alse revealed that
most of the previous studies examined the impacts of
fraining programs on the job safisfaction, Ik con be
depicted that studies related to the employees' satisfaction
on fraining are comparatively fewer. Above all, most of the
studies have come fo a conclusion that the study of
employeas' satisfaction on training iz ezsenfial because
training ig the pillar of human resource developrnent of
any types of arganizations. For these instancas, prabably,
various studies have been done in the context of
employees' satislaciion on fraining by considering the
employeses of different ongonizafions. However, no
comprahansive study yet been conducted in Bangladesh
in this issue. Indeed, Bangladesh is rapidly transforming
from LDC o MDG and SDG as well. The coundry is
prioritizing privatization of firms since long ago. Many
private firms are establishing either in sole proprietorship

or jointly with foreign entrepreneurs. To cope with the
changes of competitive marksts in the world, it needs to
produce quality products and provide quality services to
the customers. These tasks may be difficult without efficient
warklorce and the efficient workforce can be ensured
through training. Different organizafions of Bangladesh
more or less amange training progroms for their
employsss, But many of them not known to us. This is more
important for the Grameen Bank. Grameen Bank is o
micro finance organization end community development
bank founded in Bangladesh (Grameen Bank-Wikipedia
2020}. It makes small loans to the impoverished without
required collateral (ibid]. It has a large number of
employees and they are working in the whole of
Bangladesh for the sake of poverly alleviafion activities.
Employess of Grameen Bank always nead ta assess their
beneficiaries through in-depth analysis whether the
beneficiaries are capable to get loan or not. Moreover,
employees of GB also need to interact with peoples in the
rural areas for the purpose of loan distribution whose
social norms, values, beliefs are not same. It can be thus
understandable thot employess' training of GB is
necessary for the sustainabilty of the organizetion
{Grameen Bank-wikipedia; Grameen-basic troining
2020). Employees will not be able to help poor for their
income generating works unless emplovees are satizfied of
their trainings. With this regard, the objedive of the study is
to nssess the impads of employees' safisfaction on training
of Grameen Bank. The cutcome of the study will be helpful
for the GB and also, other organizations to accelerote their
existing or future fraining program either in Banglodesh or
alsewhere,

3. Materials and Methods

This is a descriptive fype of study. The study is based on
both primary and secondary data. Primary data were
collected using a pre-structured fested questionnaire. The
questionnaire was prepared on the baosis of employees'
faining satisfaction survey format (Websites 2020}, The
survey form was included a five-point Likert scale
questionnaire containing twelve items, A tfolal of 30
employees based on previous studies {Nabi et al. 2014;
Mahmud et al.2014; Hossain 2014; Monga ef al. 2015)
by faking 15, B and 7 employess from accoumnts,
adminisiration and establishment departments of the head
office of Gramean Bank were survayed. The seledtion of
respondents, Grameen Bank including the head office and
three departiments of it were done convenient of the study.
Secondary informafion collected from research papers
and websites. It is assumed that the outcome of tha survey
is quiet desirable since the mean age of the respondents
wos 51 and the length of the survey format was small,
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Table 1: Reliability coefficient

Authors Studies Reliability Alpha
Leetif et al. {2013} Association of training satisfaction with employea development 0.866~0.943
aspect of job satisfaction. Joumal of Management
Science. Y1l {1]:159-178.
Jaiswal & Chandra | Employee safisfaction towards fraining and development pradtices in 0.95
{2014) Bharat Pumps and Compressor Lid. Naini, Allahabad. Intematicnal
Research Journal of Management Science and Technology. 5{10):26-41.
Mahmud et al. Determinants of job satisfaction: a comparative study in the banking 072
(2014) sector of Bangladesh. Intemational Journal of Economics and Empirical
Research. 2{1}:22-28.

Moreover, the value of Cronbach's Alpha is 0.85 (N=12}
which stays between O and 1{Mahmud et al. 2014) and
comparable to the others {Table 1). The tested tool is
therefore may be reliakle. Data were analyzed through
frequency, percentage, comslation and regression
analyses {Mahmud et al. 2014; Nabi et al. 2016; Jaiswal
and Chandra 2014; Bhanathvajan and Kavitha 2019).
Symbals have been used in order to simplicily of the
selected variables in the survey questionnaire which can
be found detailed in the ensuing sections.

Concaptual Framework

Many of the previous researches in HRM used the overall
satisfaction in order to identify the satistaction of
employees of their works. Hossain {2014} measured the
overall employee satisfaction in banks in terms of work
condition, pay, faimess, promotions, age and gander. The
rated scores of each individual items were as 1=very
unhappy, 2=somewhat unhappy, 3=neither happy nor
unhappy, 4=somewhat happy and 5=very happy. These
are based on specific format of survey and expecled that
they can affect the satisfaction of employees. Mohmud et
al. (2014) considered the overall job safisfaction as the
dependent variable while compensation, promotion,
fringe benefits, management support, job involvement,
organizational commitment, work opportunity and seH-
exprassion considered ¢s independent variables. It is
found (Nabi et al. 2014) that employees' overall
safisfaction was considered as depandent variable which
was derived by adding the indepaendent variables such as
troining and mativation, performance appraisal,
teamwork, employee paordicipation, compensation,
absentesism and tumover. Satisfaction level of each
independent variables were identified as strongly agres,
agree, nautral, disagree and strongly disagree by
providing scale 5, 4, 3, 2 and 1 respectively. The study of
Monga, et al. [2015) considered fiffeen variables such as
salary, training and development, job nature, work life

balance, inter personal relationship, job security,
commitment, morale, rewards, recognition, and atfitude
of supervisors, role clarity, working condifion, feam work
and promofion as indepandent variables in the context of
MSQ. The scores of each factors were as follows: very
satisfied=25, satisfied=4, neutral=3, dissafisfied =2 and
very dissalisfied =1. The overall job salisfaction was
derived by adding the scores of the above independent
variables. The study of Jaiswal and Chandra (2014)
contained 44 items of questionnaire which included three
seclions such as socio demographic charoctenistics of the
responderts, employee safishaction with organization and
employse safisfaction with training and development
practices, All the items of questionnaires were scored on 5
point Likert scale where 1= highly disscriisfied, 2 =
dissetisfied, 3 = neutral, 4 = sotisfied, 5 = highly satisfied.
Bharathvajan and Kayitha (2019) considered six
questionnaires as tools of variobles of employees'
satislaciion impact on induction training. The coding of
scale of each variobles were as follows: strongly
disagree=1, disagree=2, neither agree nor disagree=3,
agree=4 and strongly agree=5. The overall study analysis
was done through fraquency and percentage. It is found
from the above discussion that authors followed different
studies and logical expressions for the selection of the
determinants. The obove discussion provided an
opportunity to consider twelve determinants from the
secondary source (Websites 2020) and logical views by
literature review. The score coding techniques are namely,
srongly disagree=1, disagree=2, neutral=3, agree=4
and sirongly agres=>5.

It is also evident from the discussions of literature reviews
and conceptual framework that different methods such as
frequency and percentage, meen, standard deviation,
correlation and regression have been used by the authors.
Therefore, an empirical madel can be derived from the
above with a view to =olve the objective of the present

study.

"Pragyaan: Joumal of Management' Volurme 18: Issue 2, July-Dec 2020 3



Employess' Satisfaction on Training of Grameen Bank in Banglodesh

Empirical Model

The model applied here is the input-output model which
traditionally can be interprated as Y=FQ{. However, this is
not limited to the one variable only, The one advantage of
this model for its flexibility of use. This model has an
opportunity to apply by extending the number of inputs or
determinants according to the needs of the analysis for the
fulfillment of the study objective(s). For example, Nabi et
al. {201 4} conducted their analysis by applying the madel
where overall job saofisfaction {Y) =f (T, B TW, EF. C, ET)
where T=fraining and motivation, P=Pedormance,
TW=teamwork, EP=Employee participation,
C=compensction and ET=employee tumover. On the
confrary, Juiswal and Chandra (2014] conducied the
impacts of different independent variables on overall

independent variobles. For example, Y= {{X1) and Y=
HX2) respactively. This type of analysis can assist to get the
value of regression coefficient and adjusted R2 value
independently which helps to know the use of each inputs
onthe dependent variable appropriately compared 1o any
other analysis. The present study follows the procedure
which is same as Jaiswal and Chandra (2014). it may have
many disparifies of the variables in the case of primary and
secondary data. Thersfors, all variables have been
evaluated with a logarithmic converter to aveid disparities
of the variables (Nabi et al.2014; laiswal and Chandra,
2014).Thus the propesed equafion in this study is as
follows: LnY=Ina+bllnXl....{1) for the independent
variable X1 and it is followed by the other independent
variables similarly. Operational definitions and
assumplions of the variables are found in Toble-2,

saisfaction by applying the equation individually for each

Table 2: Code and Assumption Sheet

5| Hypo- Independent variables Hypothesis Qualitative Hypothesis |Expecied
thesis &code Quantitative | Sign
01 The training content was dear | If clearly and logically increases of dY/d X1>0 | Positive
and legical (X1) training content, employees' overall
satisfaction of training (Y} will alse
increase and vice versa.
02 The level of difficulty If the level of difficulty increases dY/d X2=0 | Positive
progressed through the through the course, employees' overall
coursa (X2) satisfaction of training (Y} will alse
increasa and vice versa,
03 The course unfolded in a claar| If the course unfalded in a clear dY/d X3>0 Positive
manner (X3) mannear increasas, amployees' averall
safisfaction of training (Y} will alsc
increase and vice versa.
04 The instructor was well If the information of instructor dY/d Xd4>0 Positive
informed X4} increases well, employees' overall
safisfaction of training (Y} will alse
increase and vice versa.
05 Technical support provided It the technical support increases well, | dY/d x50 Positive
was good (X5) employeas' overall satisfaction of
training {Y) will also increase and
vica versa.
04 The instructor's knowledge on | If the knowledge of instrucior about dY/d X460 Positive
the course content was the course cantent increases goad,
goad [X4) emplovees' overall safisfaction of
training {Y) will also increase and
vice versa.
07 The course content was If the course content of training dY/d X7>0 | Positive
relevant to the fraining maore relevant fo the training nesds,
needs {X7) emplayees' overall safisfaction of
training {Y) will also increase and
vice versa.
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08 The content explained The more will ba the content dY/d X8>0 | Posifive
information and concepts explained information and concepts
deary (X8) clacrly, employees' ovardll safisfaction
of fraining (] will also increase and
vice versq.
09 The content was applicable to | If the comtent of will more applicable td  dY/d X9=0 Positive
the work done in the the work done in the organization,
organization (X9) employees' overall safisfaction of
training {Y) will also increase and
vica versa,
10 The course has ample adfivitied If ample adivities of course increase, dY/d X10=0] Posifive
{X10) employess' overall safisfaction of
training {Y) will alse increase and
vice versa.
1 The ceose studies usad wers The more will be the case studies dY/d X110 Positive
relevant to my line of work and relevant to the line of work and help to
helped me with understanding | understand the concept clearly,
the concept claarly (X11) employses' overall satisfaction of
training {Y) will also increass and
vice versa.
12 Addifional links and resources | The more will the additional links and | dY/d X11>0| Positive
were very helpdul (X12) resources be helpful, employees'
overall sariisfaction of training () will
also increase and vice verso,
13 Employees' overall eatisfaction| Dependent variable Dependent |Dependent
of training (Y} variable variable

Sorne researchers argued that comelation or any other
quantitative analysis is necessary to examine the
multicollinearity of the selecled independent variables
{Khan et al. 20064} before regression analysis while it was
implied by others (Yosmin et al. 2008). Studies of (Khan et
al. 2006; Nabi et al. 2016) used both correlation and
logical assumptions for the identification of the expeacted
sign of the selected independent variables, Yasmin ef al,
[2008) followed logical assumptions only while
comrelation anclysis is done by Jaiswal and Chandra
{2014} 1o identify the expected signs of their studies.
Howaver, none of the above procedures were adopted by
others (Bharathvajaon and Kavitha 2019; Monga et al
2015). The prasent study followed the procadures in order
to identily the mubicollinearty or expecied signs of the
independent variables as it is seen in {Khan et al. 2004;
Nabi et al 2016; Joiswal and Chandra, 2014).

4. Resulis & Discussion
Descriptive AnalysTs

One of the benefits of descriptive stafistics thattable bosed
on frequency and percentage often used to moke the

situation understandable [Khan et al, 2004). Descriptions
of twelve variables are discussed below case—by-caze.

X1. k is found thet employees are agreed {40%) and
strongly agreed (6.70%) respectively. It means that the
fraining content was clear and logical according to their
expactaiions. About 14.7%, 23.7% and 13.3% employess
ware found disagreed, strongly disagreed and neutral in
response o the inquiry of this variable. It is probably that
some employees are dissafisfied or failed to understand
the itern appropriately [Table3).

Tabls 3: Respondents' apinions about the training content
was clear and logical (X1)

Scores® |Frequency | Percent| Valid Cumulafive|
Percent | Percent

Valid

1.00 7 233 ] 233 23.3

2.00 16.7 | 167 40.0

3.00 13.3 13.3 53.3

4.00 12 400 | 40.0 93.3
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5.00 2 &7 6.7
Total 30 100.00 100.0

*Strongly disagree =1, Disagree=2, Neutral=3,
Agres=4 & Strongly agree =5.

X2. It is seen {Table 4) that 40% and 13.3% employees are
agread and strongly agreed respectively in response to
inquiry of X2. However, 6.7% and 23.7% employees are
disagreed and strongly disagreed while 14.7% employees
ara found neutral. it is assumed that the level of difficulty
prograssed through the course by most of the respondents
butfewer respondents could notdo itwell.

Table 4: Respondents' opinions about the level of difficulty

100.0

* Strongly disugree =1, Disugree =2, Neutral=3,
Agree=4 & Strongly agree =5.

¥4. In reply to the satisfaction of X4 on overall satisfaction
{Y), 50% and 26.7% respondents argued from ogres o
strongly agree. On the other hand, disagreed (3.3%) and
strongly disagreed {6.7%) respondents are also found
while 13.3% respondents was neither agreed nor
disagreed it the inquiry (Table &). It is perhaps, thet
agreed respondents assumed that the insiruclor was
informed well about the various modes of the fraining
while others thouvght that instructor was not well informed
agbout the fraining. Some employees were neulral,
probably they were not interested to make any comment of
the inquiry.

dthroughth
Eamssd hitirihy Sowe ) Table 4: Respondents' opinions about the insiructor was
Scores® | Frequency | Percent| Valid Cumulcliivel wellinformed (X4)
Percent | Percent
e content was clear and logical {X1)
]1;0 9 8.7 6.7 6.7 Scorez* | Frequency | Percent | Valid Cumulative|
Percent | Percent
2.00 7 233 233 300
Valid
3.00 5 167 | 167 46,7 1.00 2 6.7 8.7 6.7
4.00 12 40,0 ] 40.0 86.7 2.00 1 a2z 3.3 10.0
5.00 4 133 13.3 100.0 3.00 4 13.3 133 23.3
Totul 30 100. 100.6 4.00 15 50.0 [ 50.0 73.3
* Strongly disagree =1, Disagree =2, Neuiral=3, 5.00 8 267 | 267 100.0
Agree=4 & Strongly agree =5.
Total 30 100.0] 100.0

*3. In rezponss to the reply of this question, 46.7% and
24.7% employees are found agres and strongly agree. It
thus implies that the course unfolded in a clear manner.
However, &.7%, 14.7% respondents disagreed and
strongly disagreed while 3.3% became neuiral with this
variable, probably, they could not acquire benefitfrom this
variable according to their expeciation (Table 5).

Table 5: PRespondenis' opinions about the course
unfolded in a dear manner {3)

* Strongly disagree =1, Disagree =2, Neuiral=3,
Agree=4 & Sirongly agree =5.

X5. A large number of employees expressed agree
{48.3%) and strongly agrees {23.3%) respaciively {Table
7). Despite this, a fewer number of employees have been
expressed dissalisfaction by saying disagree {16.7%) and
strongly disagree (6.7%) respeclively. Besides, 10%
remained reuiral, k is perhops dis-sotisfied or neutral
respondents could not understand the technical support.

Scores* |Frequency | Percent| VYalid Cumulcllivd
Parcent | Percent Table 7: Respondenis' opinions about fechnical support
provided was good{X5}
Volid 5 i five
1.00 167 167 16.7 Scores* | Frequency | Percent| Yalid | Cumula
Percent | Parcant
2.00 2 6.7 6.7 233
Valid
3.00 1 3.3 e Jc 267 1.00 2 &6.7 6.7 6.7
4.00 14 46.7 | 46.7 73.3 2.00 5 16.7 167 233
5.00 8 267 267 100.0 3.00 3 10.0 10.0 33.3
Total 30 100.0 100.0 4.00 7 233 233 56.7
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Total 30

43.3
100.0

43.3
10G.0

1000

* Strongly disagree =1, Disagree =2, Neutral=3,
Agree=4 & Strongly agres =5.

X4, It iz observed in (Table B) that raspondents expressed
their satisfaction by showing strongly agree [46.7%) and
agree {26.67%) respeclively as they think that the
instructors knowledge on the course content was good.
However, some respondents were not agresd to this
variable. |t is proven because 13.3%, 6.7% and 6.7%
respondents were sirongly disagreaed, disagreed and
neither agreed nor disagreed respectively,

Employees' Safisfoction on Training of Grameen Bank in Bangladesh

* Strongly disagree =1, Disagres =2, Neutral=3,
Agree=4 & Strongly agree =5.

X8. k is seen (Table 10) that X8 could able to provide
information and concepts of the training fo the majority of
the respondents according to their expectations with minor
exceptions (Table 10). It is seen in Table 10 thet 50% and
26.7% employees were strongly agreed and agreed to the
variable while strongly disagreed, disagreed and neither
agread nor disagreed were &.7%, 10% and 6.7%
employees respectively.

Table 10: Respondents' opinions about the content
explained information and concepits clearly {X8)

- . Scores* | Frequency | Percent| Valid | Cumulativel
Table 8: Respondents' opinions about the instructors Percent| Percent
knowledge on the course contentwas good {X5) T
Scores® | Frequency | Percent| Valid Cumulative ]1;0 2 4.7 8.7 6.7
Psrcant | Parcent
2.00 3 10,0 | 100 16.7
Valid
1.00 4 13.3 13.3 13.32 3.00 2 6.7 &7 23.3
2.00 3 6.7 6.7 20.0 4.00 8 267 | 28.7 50.0
.00 2 6.7 6.7 4.7 5.00 15 500 | 50.0 100.0
4.00 8 26.7 26.7 53.3 Total 30 100.0 | 1C0.0
5.00 14 46.7 46.7 100.0 * Strongly disagree =1, Disagree =2, Neutral=3,
Agree=4 & Strongly agree =5.
Total 20 100.0 | 100.0

* Strongly disagree =1, Disagres =2, Neutral=3,
Agree=4 & Strongly agres =5.

X7. It is seen (Table %) that 23.3% employees ogreed and
40% employees strongly agreed. It is also seen (Table 9)
that 3.33%, 23.3% and 10% respondents were strongly
disogreed, disogreed and neuiral respectively. B is
depicted that the course contert was relevant fo the
training. On the confrary, a fewer number of respondents
were probably notinterested in the contents of the fraining.

Table 9: Respondents' opinions about the course content
was relevant to the fraining needs (X7)

Scores* | Frequency | Percent| Valid Cumulativel
Percent | Percent
Valid
1.00 1 3.3 3.3 3.3
200 7 233 | 233 28.7
3.00 3 160 10,0 36.7
4.00 7 233 | 233 60.0
500 12 40.0 | 400 1000
Total 30 100.00 100.0

X9. About 36.7% and 13.3% employees were strongly
agread and agreed to the assumption that the training
content was applicable to the work done in the
organization [Table 11). However, some regpondents were
supposad 1o be disagreed (6.7%) or strongly disogreed
{16.7%) or declined o maoks any comments (26.7%) when
they were inquired.

Table 11: Respondents' apinions about the content was
applicable to the work dene in the organization ({9

content was clear and logical {X1}

Scores® | Frequency| Percent| Valid | Cumulativg
Percent| Percent
Valid
1.00 5 167 | 167 167
2.00 2 67 | &7 23.3
3.00 8 267 | 267 50.0
4.00 4 133 | 133 633
5.00 M | 367 | 387 100.0
Total 30 | 1000 | 1000
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* Swongly disagres =1, Disagree =2, MNeutral=3,
Agree=4 &Strongly agree =5.

X10. Majority respondents realized that the training
program has ample acfivities. t is understandable
becouse 30% and 33.3% respondents have been agreed
and strongly agreed respectively (Table 12). However,
fewer number of respondents were not satisfied (Table 12)
with this variable. I is perhaps, some respondents
axpected more activities from the training while others had
not any expeciaticns from the adivifies of training. It is
geen {Table 12) that 13.3%, 13.3% and 10% emplayees
were disagreed, strongly disagreed ond neutral

respectively.

Table 12: Respondents' opinions about the course has
ample adhivities {£10)

2.00 16.7 | 147 26.7
3.00 2 6.7 6.7 33.3
4.00 12 40.0 | 40.0 73.3
5.00 8 26.7 | 26.7 100.0
| Total 30 100.0 | 100.0

* Strongly disagree =1, Disagree =2, Neuviral=3,
Agree=4 & Sirongly agree =5.

X12. It can be concuded from this variable that the
supporting links such as intemet and other resources like
books, materials etc. of the training program were helpful
since rnost of the surveved employess found agreed
{33.3%) or sirongly agreed (50%) while they were
interviewed. Conversely, it was disagreed (3.3%] and

Scores® | Frequency | Percent| Valid | Cumulative]  strongly disagreed (3.3%) while 10% respondents were
Parcent | Percent found neutral (Table 14).
Valid Table 14: Respandents' opinions about additional links
1.00 4 13.3 13.3 13.3 and resources were very helpful (X12)
2.00 4 13.3 13.3 26.7 Scores* | Frequency | Parcent | Valid Cumulativel
Percent | Parcent
3.00 3 10.0 10.0 36.7
Valid
4.00 ? 30.0 | 300 66.7 1.00 1 33 |33 3.3
5.00 10 333 333 100.0 200 1 1.3 33 6.7
Total 30 104.0 10¢.0 3.00 3 10.0 10.0 167
* Strongly disagree =1, Disagree =2, Neuiral=3, 4.00 10 933 333 50.0
Agree=4 & Strongly agree =5,
5.00 15 50,0 | 500 100.0
X11. The inclusion of case studies are very important for
the quality improvement of any fraining program. It assists Total 30 1000 | 100.0

fo increase the practical experience of froinees. It is
revealed from (Table 13) the study that most of the
interviewed employees expressed that case studies of
which were included in the training, were relevant to the
line of work and concepts of the case studies were also
understandable. This is supported by 26.7% and 40%
respondents who were strongly agreed and agreed while
some were disagreed {14.7%} or strengly disagreed {10%)
and neutral (6.7%]) as well. Policymakers shauld take note
of this.

Table 13: Respondents' opinions about the case studies
used were relevant to my line of work and helped me with
understanding the concept clearly {X11)

Scores* | Frequency | Percent| Valid | Cumulativel
Percent | Percent

Valid

1.00 3 10,0] 10.0 10.0

* Strongly disogree =1, Disagree =2, Neutral=3,
Agree=4 & Strongly agree =5.

The above discussions are theoretic and cannot tell the
actual impacts of employees' satisfaction on fraining. A
quartitative analysis is thus necessary which is discussad
balow,

Correlation Analysis

A correlation analysis has been done with a view to show
mulfi collinearity among the independent variables. It is
seen in Table-15 that the highest value of correlation
coefficient between the independent variable (X7} and
dependent variable (Y) is 0.765 which is also significant ot
1% level of significance. The lowest value of correlation
coefficient between the independent variable (X12) and
dependent variable (Y] is 0.373 which is found significant
at 5% level of significance {Table 15). The maximum and
minimum values of comelalion coefliclents ohserved
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betwesn independent and dependent variables 0.724 and
0.471 respedively {Jaiswal & Chandra, 2014). The lowest
valve of correlation cosfficient between the independent
variables X1 and X11 of the present study is 0.033 (Table
15). The highest value of the comelation coefficient
between the independent variables Xé and X11 is 0.638
which is found positive and significant at 1% level of
significance (Takle 15). In case of correlation coefficient
between independent variables, the lowest value was

Employees' Safisfoction on Training of Grameen Bank in Bangladesh

0.477 (Jaiswal & Chandra, 2014) while it was found
0.122 in Nabi et al. {2014}). The maximum value of
correlation coefficiert between independent variables
wers observed 0.954 [(Joiswal & Chandra, 2014) and
0.845 [Hossain, 2014). kis concluded that the selected
independent variables have no high correlation or muli
collinearity in the present study. It is because none of the
correlation coefficients are sither 0.80 or gredler than
Q.80 {Mabi et al. 2018} in the present study.

Table 15: Correlation Mairix

Codes| X1 X2 X3 X4 |X5 X6 X7 X8 X2 X1o | X11 [ X1z |Y

X1 1 S02 | 160 | .205 [.140 | .243 | .472**| .062 | .0B4 | .495**| 033 | 221 |.473*
x2 802 |1 A92% 114 | 494% | 351 | A77%| 381 | 356 | 243 | 437%| 259 |.oB4
X3 60 | 492 1 261 | 284 | 333 | 371 | 3565 | 146 | 271 | S056%F| D93 | .812%
X4 205 |14 | 261 |1 47 1 078 | 341 | 054 | 200 | 410° | 272 | 094 | 430"
X3 140 | 494 284 | 147 |1 057 | .261 | 446" 573*] 329 | .238 | .188 |.503*
Xé 243 | 351 | 333 | .078 | .B5F |1 A%5*| 059 | 372 | .526%*| .436%| 146 | .630™
X7 A7 477 371* | 341 | 281 A95* 1 91 | 167 | 671 6HB4*| 545|765
X8 062 | 361 | 355 | .054 | 446 | 059 |.191 |1 A05*| -068 | 233 | -276 | 19
X9 084 | 356 | 146 | .200 [.573* | 372* | .167 | 405 |1 252 | 456" | 042 | .623*
X180 | 495%| 243 | 271 | 410%| 329 | .5246%| 6717 048] 252 | 1 J387% | 288 | .679%
X1 D033 | 437 | 6056% | 272 | 238 | 638%™ 584%%| 233 | 456 | 3871 284 |.738%
X12 1221 | 235 | .0%3 | .094 |.188 |.166 | .545*%| -274] 042 | 288 | 284 |1 373
Y 473%™ | 684%*| 612" .430% | .603* | .630%] .765™| 419"] .623*] .679**] .738™ ] 373" |1

**1% & * 5% level of significance

Regression Analysis

X1.The regression cosfficient [0.137) of X1 s positive and significant. This agrees with the assumption. Altemately, if the
contents otthe training increases 1% clearly and logically, keeping otherfactors constant, would result in an increase inthe
employsss' overall satistaction of fraining {Y} by 0.137% (Tabls 14). The AR2 iz 9.6% and significant ot 5% level of
significance. However, tha ARZ is low and explained 9.4% of fotal variance. It is possibla to increase the employees' overall
satisfaction of training by increasing this resource (X1) since it has been vsed only 2.6%.

Table 14: Impact of clarity and logical imprassion of training confent {X1) on dependent variable employees' overall

setisfaction of training(Y)
Model Y=3.64+0.137X1 Coefficients Std. Error T-values P-values
Constant 3.63947 0.07393 49,23 0.000
X1 0.13743 0.06799 2.202 0.053
AR2ES% | - | 4.09(F) 0.000
N=30

** & ** denotes 1% & 5% level of significance.
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X2. The regressfon cosfficient {0.306) between X2 and Y is found positive and significant {Table 17). The result supports to
the assumption. This means that if X2 increases by 1%, the overall employees' soriisfaction of training (Y) will increase by
0.3046% and vice versa. The AR2 is 33.5% and it means that thers is still a possibility to increase this resource fo raise the
amployees' safisfaction.

Tokle 17: Impact of the level of difficulty progressed through the course {X2) on dependent variable employees 'overall
satisfaction of fraining{Y)

Model Ym3.43+0.306X2 Coefficients Sid. Error T-Values P-values
Constant 3.42557 0.09255 37.01 0.000
x2 0.30400 0.07747 3.95 0.000
ARZ {33.5%) e 15.60(F) 0.000
N=30

X3. The regression coefficient (0.2 1%) between X3 and Y is positive and significant which is supported by the assumption
{Table 18). This means that i X3 increases by 1%, the averall employees' satisfadion of training (¥) will increase by 0.21%%
and vice versa. The ARZ is 28.6% and indicales that this resource is possible to increase mere 1o rise the safisfadtion of
employees from the training program.

Table 18: Impact of the course unfolded in a dlear marner (¥3) on dependent variable employees' overall satisfaction of
training{Y}

Model Y=3.5140.219X3 Coefficients Std. Error T-values P-values
Constant 3.51288 0.07935 44.27 0.000
X3 0.21878 0.06159% 3.55 0.001
ARZ (28.6%) 12.62(F) 0.001
N=30

X4. In reply to the nature of the satisfaction of X4 on Y, the regression coefficient {(1.243) of X4 is found positive and
significant impact on Y which agrees with the assumption. It means that if X4 increases by 1%, the overall safisfaction of
employees on training [Y) will increase by 0.243% and it is inversely frue. However, the AR2 is 16.3% and low (Toble 19}, It
means that the X4 resource is still not being ufilized enough to provide satisfaction of employess.

Table 19: Impact showing the instructor's well informed (%4) on dependent variable employses' overall satisfoction of

fraining (Y}

Model Y=3.45+0.243X4 Coefficients Sid. Error T-values P-values
Constant 3.4531 0.1270 27.1% 0.000
X4 0.24254 0.09393 2.58 0.015
ARZ(163%) | - ] 6.67(F) 0.015
N=30

X5. The impact of X5 on Y is positive and significant. The regression coefficient is 0.255 and significant at 1% level of
significance. It agreas with the assumption. This means that if X5 increasas by 1%, the overall satisfaction of emplayeas an
training {Y) will increase by 0.255% and vice versa. The ARZ is 26.4% and significant at 1% level of significance (Table 20}.
Daspita this, it is obsaerved that the rasource X5 is expecled to mora invest o increase the satisfaction of employess.
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Table 20: Impact of technical support (X5} on dependent variable employees' overall sutisfaction of training(Y)

Employees' Safisfoction on Training of Grameen Bank in Bangladesh

Model Ym3.4540.255X5 | Coefficients Std. Error T-values P-values
Constant 3.4483 0.01001 34.46 0.000
X5 0.25528 0.07517 3.40 0.002
A% | e e 11.53(F) 0.002
N=30

X4. The impadt of X5 on Y is posilive and significant {Table 21). The regressicn coefficient of X4 is 0.256 and significant of
1% level of significance. It agrees with the assumption. The AR2 {40.6%) s comparatively higher and P=0.000 but it s
revealed that still almost 60% of the X6 resource is possible fo use.

Table 21: Impact of the knowledge of instrudor of the course content{Xé} on dependent variable employees' overall

satisfaction of fraining(Y]

Model Y=3.44-+0.256X6 Coesfficionts Std.Error T-values P-values
Constant 3.43752 0.07875 43.65 0.000
X5 0.26521 0.05815 4.56 0.000
AR2(406%) | e e 20.80(F) 0.000
N=30

A7. The impadt of X7 on ¥ is positive. The regression coefficient is 0.380 and significant ot 1% level of significance. I
means that a unit change of X7, would cause a change of Y by 4.380% and vice versa [Table-22), The results of the
cosefficient agrees to the assumption. The AR2 is 52.5% and F=0.000. |t is expected that the X7 resource has been used
52.5% and con ba increased further o roiss the employess' satisfaction about their training,

Table 22: Impact of the relevancy of course content as to the training needs (X7) on dependent variable {Y)

Model Y=3.20+0.380X7 Coefficients Std.Error T-values P-values
Constant 3.29514 0.08447 38.02 0.000
X7 0.38043 0.06614 5.75 0.000
AR2(525%) | ] e 33.09F 0.000
N=30

%8. The impact of regression ooefficient (0.198) of X8 on Y is posifive and significant on X13 which supports the
assumption (Table 23). It implies theat if X8 increases by 1%, the overall satisfaction of employees on training {Y) will
increase by G.198 % and vice versa. The ARZ is 13.3% which indioctes that the X8 resource has been used by only 13.3%.
It is assumed that thera is enough space fo usa this resource adequately. It is plausible since tha AR2 is significant and
P=0.027.

Table 23: Impactof the content explained information and concepts dearly {X8) on dependent varicble(Y)

Model Y=3.51+0.198X8 | Coefficients $td. Error T-volues P-values
Constant 3.5052 0.1183 29.62 0.000
X8 0.19835 0.08504 2.33 0.027
YV X E: < I (R [ — 5.44(F) 0.027
N=30
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X%. It is observed that the regression coefficient (0.271) of X9 has signifficant and positive impact on Y {Table 24). i can be
concluded that respondents could able to receive saiisfaction from this resource. This result holds true with the assumption.
The resource has been used 45.9% [AR2) and significant at 1% level of significance {P=0.000). Despite this, there is a
possibility i increase the srmployees' satisfaction from X%.

Table 24; Impact of the applicability of content to the work done in the organization (X%) on dependent variable (Y]

Model Y=3.46+0.271X9 | Coeffidents Std.Error T-values P-values
Constant 3.446500 0.06674 51.91 0.000
X9 0.27054 0.05344 5.06 ¢.000
AR2 (45.9%) e 25.63(F) 0.000
N=30

X10. The regression coefficient {0.253) of the variable has positive and significant contribution on Y. The regression
coefficient is significart at 1% level of significance and accepts the assumption {Table 25). The AR2 volue is low 36% and
significant ot 1% level of significance (P=0.0000). This resource of satisfoction can be progressed further despite the
resource is contributing significanty at present.

Table25: Impact of the ample activities of course {X10) on dependent variable (Y}

Modal Y=3.47+0.253X10 Coefficients Std.Error Tvalues P-values
Constant 3.47459 0.07750 44.83 ©.000
X10 0.25275 0.04080 4.16 0.000
AR2 (36.0%) 17.28{F) 0.000
N=30

X11. It is revealed from (Table 24) the shudy that most of the inferviewed employees received assistance from X11. The
comresponding regression coefficient {0..332) has positive and significant eflect at 1% level of significance. The result
agrees tothe assumption. It means thatif X1 1 increcses by 1%, Y will also increase by 0.332% and vice versa. The adjusted
R squared is comparafively larger (53.8%) and significant at 1% level of significance. It may ke raised the contribution of
the variable in order o increose the safisfaction of employees from the raining programs,

Table 24: Impact of the case studies which was relevant o the work line (£1 1) on dependent variable (Y)

Model: Y=3.38+0.332X11 Coefficients Sid. Error T-values P-values
Constant 3.237711 0.071462 47.14 C.000
X11 0.33205* 0.05627 5.920 ©.000Q
ARZ(538% | e e 34.83(R 0.000
N=30

*significance at 1%level of significance

X12. The regression coefficient [0.270) of X12 is also significant and positively (Table 27) related to the overall satisfaction
of fraining [Y). I means that supporting malerials of the training were available for the respondents. The result of the
regrassion coeflicient is matched with the assumption. Attemately, if X12 increases by 1%, Y will also increase by 0.270
ard thig is inversely true, The adjusted R squared is comparatively lower (13,.9%) but significont (P=0,024), It is revecled
that supporting materials of the trining can be raised more to the trainees because this resource has been used only
13.9%.
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Table 27: Impact of additional links and resources which were very helpful (X12} on dependentvariable {Y)

Model Y=3.39+0.270X12 Coefficients Std.Error T-values P-values
Constant 3.36887 0.14630 20.80 0.000
X12 0.24699* 0.1132 2.38 0.024
AR2 (13.9%) - 5.68{F) 0.024
N=30

*significance at 1%level of significance

5. Condusion

It is found from the study that employses have expressed
their satisfaction on fraining. It is difficult to measure the
satisfaction of humon beings becouse it is o logical
oonseguences. The identification of the satisfaction of the
selected employees are also no more exceptions to this
general rules. Psychologists often use different ways to
measure the sofisfaction of employeas by converfing
qualitative data intc quantitafive data with the help of
Likert scale point etc. The prasent study is also conductad
the employees' satisfaction on fraining by applying Likert
scale point. The study observed that employees received
very |low salisfaction rom a lange number of selected
variables namaly, X1, X2, X3, X4, X5, X8, X10 and X12. On
the other hand, the level of satisfaction of variables X4, X7,
X9 and X11 are comparatively higher,

It cannot tell that the selecled variables of the employees'
satisfaction on training are the best ones forthe analysis of
the satiskaction on training of the GB. In this cortexdt, the
present study may be an explorative for the GB and helpful
for other organizations also. Hence, the following fewer
suggestions can be rmade:

6. Suggestions

-Tha GB management board should examine the causes
of the variables which have been found very low adjusted
R2. They should take actions of the low adjusted R squared
variables to increase the satisfaciion of employees about

training programs.

-The management board of the GB can discuss with
emplovees by amanging individual interview, group
interview or any other ways as per the HR policy of the
organization for the improvement of the satisfaction of
employees from the training programs.

-Tha policy makers of GB will also consider to increase the
satisfaction of variables which have comparatively higher

adjusted R squared found for the sustainability of
emplovees' satisfaction.

The GB can attempt to make further survey to know the
employees' satisfaction of training for the improvement
and sustainabilty of the organization.

The outcomes of the study can be comparable fo others
though the study is also done within many limitations
which ara similar fo ather studies. Anyhow, it may not ba
inferior if Grameen Bank examines the cutcomes of the
study and take necessary sleps in order to complete the
gaps of employees satisfaction of training by
consolidating the cutcomes of the study with the existing or
future training programs of the GB. This study is done by
considering the employees of the heod office of Grameen
Bank. A comparative study of esmployees' satisfaction on
fraining betwean employees of head office and regional
offices of Gromeen Bank can be done in future among
many studies of this organizetion.
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