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ABSTRACT
As an important part of human resource management, employee training can develop the potential of human resources, which can then be transformed into the internal driving force for the continuous enhancement of enterprise competitiveness, creating more value for the enterprise, while also meeting the needs of employees' own career development, and achieving a "win-win" between enterprise goals and personal goals.
In this study, GW Company, a production oriented enterprise, was selected to conduct an investigation and research on its training system. Through analyzing the company's current development situation, organizational framework, and gender structure of employees, it is understood that GW Company's human resources training system mainly has the following problems: First, the analysis of training needs is not in-depth; Secondly, the training evaluation mechanism is not perfect and the form is single; Thirdly, the training curriculum system is not standardized; Fourth, the construction of training teacher teams lacks long-term sustainability; Fifth, training lacks necessary constraints and limited incentives.
The reasons for these problems can be attributed to the company's training philosophy, including a lack of awareness of the importance of training among the company's middle level managers, a weak learning awareness among employees, inadequate training systems, and a lack of effective incentive mechanisms. Finally, in view of the problems in the training system, combined with the company's development strategy and employees' own career development needs, targeted improvement measures are proposed for each process link of the training system. At the same time, specific optimization plans are also proposed from three aspects of the training system, curriculum system, and resource system.
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A scientific and complete human resources training system can create a high-level, high-quality, and cohesive team for enterprises, achieve career development goals for employees, and enhance the economic benefits and core competitiveness of enterprises. Many enterprises have begun to establish training systems, but most enterprises have not clearly defined their own training objectives and have not conducted a scientific analysis of training needs, which has resulted in a large amount of training investment unable to achieve the expected results. The implementation of training has not improved employee performance, nor has it had a significant impact on the development of the enterprise. The reason for this is that there is a problem with the training system.
Based on this, select GW Company, a rapidly developing industrial manufacturing industry company, to conduct a case study, investigate the company's training status, analyze the existing problems in the company's training system, their causes, and solutions to problems, to help GW Company achieve employee growth through the continuous improvement of the training system, stimulate work enthusiasm, and continuously increase the company's operating performance, and increase the company's core competitiveness, Improve the cultural influence of the enterprise. We look forward to providing references for other enterprises in the industry that have training issues.

[bookmark: _Toc130396221]2. Organization Overview
GW Company was established in 2007, and its company is located in Baoding City, Hebei Province. It is a professional enterprise engaged in the production and manufacturing of automotive parts and accessories, research and development design, technical services, commissioned processing and sales. The company has a total of 458 employees on the job, with a human resources management department, directly led by the company's general manager, responsible for the company's recruitment, training, evaluation, and other work, and has set up specialized training positions. In combination with the company's development needs and employee training status, the "GW Company Employee Education and Training Management System" has been developed. However, there are some shortcomings in the formulation of the plan, and along with the company's development and training practical experience, it has been continuously improving.
Currently, the company's training is mainly internal training, which is implemented in strict accordance with the company's training management system. It follows the training process of formulating training plans, determining training projects, and formulating training plans by the human resources department, which are reviewed by the corresponding department, approved by the general manager, and then implemented by the training center, with expenses reimbursed. After completing the training, the effectiveness of this training is evaluated, Currently, the training mainly includes induction training, business training, job skill training, and further learning for new employees.
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At present, there are five main problems in GW company's human resources training: first, the training needs analysis is not in-depth; Secondly, the training evaluation mechanism is not perfect and the form is single; Thirdly, the training curriculum system is not standardized; Fourth, the construction of training teacher teams lacks long-term sustainability; Fifth, training lacks necessary constraints and limited incentives.
(1) Inadequate analysis of training needs
The investigation and analysis of pre training needs directly affect the organization and arrangement of training plans, and is the first important step in training work. Only by understanding what the enterprise needs for development and what skills employees should possess to improve themselves, and developing training based on this, can effective transformation of training effectiveness be achieved.
The human resources department of GW Company lacks in-depth and hierarchical analysis of the summary training needs provided by various departments, most of which are just mechanical aggregation, without truly interpreting the real needs of employees from the three levels of organization, work tasks, and employees themselves. At the same time, department leaders rarely seek the opinions of grassroots employees, mostly from the perspective of personal experience, and also fail to consider the realization of the company's strategic goals. Therefore, the lack of scientific and rigorous demand analysis leads to a single path for obtaining training needs, resulting in unsatisfactory subsequent training plan settings, which cannot truly realize the value of training.
(2) The training evaluation mechanism is incomplete and has a single form
Training evaluation is the most direct means to test the effectiveness of training. Currently, GW's training evaluation method only measures employees' mastery of the training content by taking an exam after the training course is completed. There is no follow-up survey to consider training at a deeper level. No employee training satisfaction survey has been conducted, and no comparison has been made on the application level of training content. After the implementation of the training program, there is no corresponding scientific assessment mechanism for the performance improvement rate of employees and the work performance of the enterprise.
At the same time, the company's evaluation has not formulated corresponding assessment, reward and punishment measures, does not emphasize the relationship between training results and employees' promotions, salary increases, and career development, and does not have a complete and scientific evaluation mechanism to objectively evaluate the training process, often resulting in training becoming a mere formality and failing to achieve the expected training effect.
(3) The training course system is not standardized
GW Company has set up four major types of training courses, covering various aspects of company production and management, which are relatively comprehensive. However, employees believe that the training courses are lack of pertinence and the training content is not up-to-date. The content of general skills training courses, including system explanation, safety knowledge education, and office software, has not changed significantly from the beginning of the company's establishment to the present, Lack of job related skills or management training courses; At the same time, due to the lack of scientific analysis of employee needs, the development of training courses is characterized by a high degree of randomness. The content of courses may vary depending on the lecturer, resulting in a relatively chaotic development of the curriculum system.
(4) The construction of training teacher team lacks long-term sustainability
The training faculty team of GW Company is composed of externally hired lecturers and internally selected and recommended lecturers, but the overall educational background distribution is uneven. In the survey, it was found that the company is not willing to spend money on retraining these emerging excellent lecturer employees. Although these employees have high skill levels, they may have limited academic qualifications, and relying solely on their own initiative cannot effectively improve their comprehensive quality.
(5) Training lacks necessary constraints and limited incentives
Incomplete evaluation and assessment mechanisms in enterprises make employees less motivated to participate in training. GW employees generally believe that participating or not participating in training, taking it seriously, or not taking it seriously, has no difference between their actual work performance and performance appraisal. Companies with excellent training results will not be rewarded for promotions and salary increases, and negative attitudes towards training will not have any punishment, so employees may have incorrect learning attitudes, Falling into a training state of passive learning seriously affects the effectiveness of training.
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The problems existing in the human resources training system of GW Company can be improved in the following aspects: First, at the level of the company's training philosophy, the company's middle level managers have insufficient awareness of the importance of training and pay low attention to it, resulting in inaccurate positioning of the work in the early stages of training. At the same time, employees' weak learning awareness and cognitive bias have led to a series of problems such as low training efficiency; Secondly, the training system is not sound, which is why there has been an extensive management model in the training process; Thirdly, there is a lack of effective incentive mechanisms to effectively mobilize the enthusiasm of employees for training, and the promotion of job value has not resulted in the promotion of positions and salary levels, making the training system not play its maximum role.
(1) Training concept level
The middle-level managers of the company have insufficient awareness of the importance of training and attach low importance to it
Due to the fact that the training effectiveness of the company in recent years has not met their psychological expectations, most middle level employees have changed their attitudes and even experienced biases. They believe that training is more input than output, and that training may increase their theoretical knowledge and broaden their horizons, but it has limited impact on improving their job skills and even has a higher contribution rate to work performance than a large number of production operations and accumulated work experience, Waste time and money, affecting the completion of work tasks. In addition, I believe that training and development is an emergency type of work, there are no difficulties encountered in the work, there is no need to organize training, the positioning of training work is not accurate, and the long-term development goals of the company are not combined with training.
02 Weak learning awareness of employees
The neglect of training by middle level leaders has resulted in low requirements for the effectiveness of training for employees in their own departments. In addition, a long-term social short-sighted attitude towards post job retraining has led to a conceptual attitude of indifference among grassroots employees towards training. The flaws in the training system of GW Company make the training content dull and in a single form. The traditional "cramming" teaching method makes many employees view training as a leisure activity, a relaxation after intensive work, and basically formalizes training. At the same time, the company does not monitor the process of training, and the results of training are not linked to work performance and performance appraisal, which greatly dampens the enthusiasm of employees in training work and leads to low training efficiency.
(2) Incomplete training system
A scientific and complete training system is a guarantee for the construction and development of the training system. GW Company's training management system was formulated late, with insufficient experience, and incomplete content, making the training work difficult. The formulation of the system does not integrate the strategic objectives of the company, and the analysis of training needs is not in place, which seriously affects the formulation of training plans. The formulation of plans does not conform to the actual development of the company and employees, resulting in deviations in the selection of training courses and teachers. At the same time, the training system is not specified, resulting in an extensive management of the training process, and the evaluation of training in the final stage is not related to performance appraisal, These problems can be attributed to the reasons for the imperfect system.
(3) Lack of effective incentive mechanisms
The company's perfect incentive mechanism can maximize the potential of employees and maximize the work related to the training system. GW Company, as a subsidiary of a production oriented enterprise, has a simple operating model and does not establish a complete incentive mechanism, which leads to low enthusiasm for training among employees. Even though employees' job skills have improved through training, the difference in salary increases is small, and the improvement in work value has not been treated fairly, ultimately leading to a loss of confidence in training among employees, Failure to establish a sense of pride and status as a "master".
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Firstly, starting from the process of the entire system, change the current situation of the company's training needs, develop a detailed and thorough training plan, ensure that the organization and implementation of training activities are carried out in an orderly manner, and establish a scientific training effectiveness evaluation mechanism to test the effectiveness of training. Each link of the process is closely linked, and none is indispensable to ensure the integrity of the training system. Secondly, specific measures to optimize the company's current situation mainly include:
First, optimize the training system, closely monitor the entire process of training by standardizing the company's training and evaluation system, improve the management service system, enhance the credibility of demand analysis, and optimize the reward and punishment system to enhance employee loyalty and learning enthusiasm;
Secondly, optimize the training course system, and establish four types of training course systems based on job characteristics and employees' own development needs: induction training, production workshop skill training, functional department job training, and management personnel training;
Third, optimize the resource system. By optimizing the company's training resources, including teachers, facilities, equipment, and funds, we can ensure that the software and hardware of the training system are reasonably planned and operated in an orderly manner to achieve the best training results.
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