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[bookmark: _Toc8250147]Executive Summary
This article takes Sifang Car Repair's employee training as the research object. Through the primary research, the review of enterprise information and human resource management theory, the human resources training theory is introduced, and the company's strategic elements and employee needs are introduced and organically combined to establish a corporate training system. Meet SCR's employee training needs and help companies achieve organizational goals.

Sifang Car Repair is a car repair company that has been in business for more than 20 years. We have been providing customers with repair and maintenance services for vehicles. We currently have 20 servicemen. Sifang Car Repair hopes to improve organizational performance and customer satisfaction by upgrading the staff training system.















[bookmark: _Toc8250148]Introduction
[bookmark: _Toc8250149]Organization background
Sifang Car Repair (SCR) is a car repair company based in Qianjiang, China. For more than 20 years, SCR has been providing fast vehicle repair and maintenance services. At present, the company has 20 employees to provide services to customers, hoping to provide customers with efficient and high-quality services related to automobiles. (Mip.zhaozhaoqu.com, 2019)

[bookmark: _Toc8250150]Topic introduction	
Due to the development of the automobile industry, automobile brands have become more and more, the structure of automobiles has become more and more complicated, and the difficulty of vehicle maintenance is gradually increasing. Moreover, customers want to get service faster and solve problems. (Crudele, 2018) So such industries often face many problems in terms of technology and efficiency (Finance, 2019). Due to the old staff training system, employees are not trained in time, and updating their knowledge and skills may cause the company to encounter some problems. For example, the work efficiency of employees is degraded, the failure of the car is not well solved, and the maintenance cost is too high. So, an efficient employee training system can help SCR control costs, improve organizational efficiency and customer satisfaction.

[bookmark: _Toc8250151]Research aims and objectives 
This article takes SCR staff training as the research object. Complete the following project aims:
Through the review of enterprise information and human resources theory, the human resources training theory is used to analyze SCR's existing employee training system, identify the deficiencies in the staff training system, and propose improvements.

It is recommended and assisted by SCR to develop a new repairman training system to meet the needs of SCR car repairers. Moreover, advise how SCR can better implement this new system.

By implementing a new training system, SCR can achieve its goal of providing customers with efficient and quality automotive services.

The establishment of a new maintenance staff training system has theoretical reference value for the construction of the SCR staff training system.

[bookmark: _Toc8250152]Summarize the research process
Use social capital theory for training, use training effectiveness evaluation theory, lifelong education theory, and analyze SCR staff training. Based on the comprehensive analysis of the survey results, combined with the human resources training theory, the SCR staff training system was optimized. Through the SWOT analysis (Appendix 2), the analysis of SCR's status and team development strategy, combined with the analysis of the research results and related theories of the human resources training system, explore and optimize the SCR suitable for the current SCR staff training system, and the program The implementation and related safeguards were discussed.

[bookmark: _Toc8250153]Methodology
This project focuses on the comprehensive research and optimization of the SCR staff training system. Through on-site investigation, combined with questionnaire data and some public information, analyse the current problems in employee training, analyse the reasons, optimize and improve the training system, and propose corresponding countermeasures to help SCR establish a new employee training system.

[bookmark: _Toc8250154]Literature review
Training is a process in which employees learn and experience in organized activities to enhance their skills and behaviours. Adding knowledge and correcting attitudes is the key to organizational training. The company invests in training employees and expects to achieve the expected effective results. 

Frederick W. Taylor (1972) argues that the basic principle to be followed in the management of science is training, and he also proposes the concept of training. He studied the behaviour of steel porters, summed up efficient work methods, and then trained employees to improve the overall efficiency of employees. It explains the importance of the company's training for employees and triggers the theoretical research on the training of employees. Training is now defined mainly in two aspects: behaviour and results. (Taylor, 1972).

From a behavioural perspective, training is a series of activities and processes for the training participants. Training is the process by which employees absorb the experience and cause changes in their behaviour (Goldstein and Ford, 1993).

From a results perspective, training is the result of a company's influence on employees to meet business expectations. As a management method, training is a management method for enterprises to improve their workability, improve their work attitude, achieve better work results, and improve the knowledge and technology needed for employees' work (Mcgehee and Thayer, 1961).

When measuring training results, we must consider not only the benefits of employee training for the company but also the benefits of employee training for social benefits (Kaufman and Keller, 1994). The evaluation of the training effect should be carried out in terms of organizational factors and personal factors and should include the importance of the company's training, training methods, industry characteristics, corporate characteristics, and native culture. The overall manager's design of the training process and the development of training methods will affect the outcome of the training (Clark, 1991). In terms of personal factors, the employee's personality traits and the concept of training will have a significant impact on the training effect (Harris and Bonn, 2000).

Employee performance is the result and value of employee work behaviour. Companies can quantify the employee's work goals and measure employee performance from a results perspective. This will help employees achieve their work goals. However, from the perspective of results, too much attention is paid to the results, which neglects the process. It is easy for employees to neglect their work norms for results, and there are short-sighted behaviours that are not conducive to the long-term development of themselves and enterprises (Schmitt and Chan, 1998).

There are many problems with the definition of performance that is too focused on results. Smith, Kendall, and Hulin (1960) used the Critical Time Technology (CIT) to identify behaviours related to employee performance and developed Behavioural Anchor Rating (BARS) and Behavioural Observation Scale (BOS), which is sufficient. Standard tools are used to measure employee behaviour.

The classification of task performance and relationship performance, Borman and Motoweidlo (1997), based on a comprehensive analysis of behaviour and outcomes. They believe that task performance is the actual degree of proficiency and completion of employees' work. Relationship performance is the interpersonal behaviour of employees in the downloading organization in the social environment and their psychological quality. Positive interpersonal behaviour is conducive to the achievement of task performance. Thereby improving the efficiency of the organization.

[bookmark: _Toc8250155]Analysis of human resource status in SCR
Before developing a human resources training system, it is necessary to make a detailed understanding and comprehensive investigation of the enterprise. Only in this way can an intelligent and practical training system be established, and detailed data security analysis can be provided. Taking SCR as a sample, it adopts four aspects: employee job structure, employee culture level, employee age distribution, and employee professional skill level, and uses charts for data analysis.

[bookmark: _Toc8250156]The age distribution of employees	
Through the survey of SCR maintenance personnel, the age of the employees is analysed, and the employees' learning ability and ability to master new knowledge are analysed. The age statistics of SCR maintenance personnel are shown in Table 4-1.

Table 4-1 employee age distribution table
	
	Under the age of 30
	31~40
	41~50
	Total

	Junior mechanic
	12
	0
	0
	12

	Intermediate mechanic
	2
	2
	0
	4

	Senior mechanic
	1
	1
	2
	4

	
	15
	3
	2
	20



From the age structure analysis in the above table, the average age of maintenance workers is not high, and relatively concentrated, the lower age group is mainly concentrated in the Junior mechanic. From the statistical analysis of statistics, the entire age group is mainly concentrated below 40 years old. The age of Junior mechanic is all under 30 years old. The entire age distribution is relatively healthy because the Junior mechanic is composed of young people, which may lead to a higher turnover rate. However, in general, young employees are more inclined to receive training. More young employees help the training program to be implemented better.

[bookmark: _Toc8250157]Position structure of in-service employees
There is 20 maintenance personnel, including 12 in Junior mechanic, 4 in intermediate mechanics and 4 in senior mechanics. Its position structure is shown in Figure 4-2:


As mentioned above, the maintenance staff is significant at the grassroots level. In order to solve this situation, how to improve the enthusiasm and work efficiency of the grassroots employees and optimize the service level of the maintenance personnel to meet the needs of customers, and gradually improve the professional skill level and work efficiency. It is an essential direction for human resource development.








[bookmark: _Toc8250158]Staff culture level structure
The SCR has 20 maintenance staff. The cultural level of the company's employees is classified according to university graduation, high school graduation, junior high school graduation. The distribution of the cultural level is shown in Table 4-3.
	
	Junior high school graduation
	High school graduation
	College graduation
	Total

	Junior mechanic
	5
	7
	0
	12

	Intermediate mechanic
	1
	3
	0
	4

	Senior mechanic
	1
	2
	1
	4

	
	7
	13
	1
	20



The overall education level of the maintenance staff is not ideal. The culture of most employees is high school and below. This needs to be considered when developing training plans and training content. Ensure that employees can keep up with the progress of the course and understand and master the expertise in the training course.

[bookmark: _Toc8250159]Analysis of the current situation of the staff training system in SCR
On the issue of SCR staff training status, the SCR training organization system, training instructors for the management, training process, training course system and training support system are surveyed and based on the results of research and analysis. In general, in order to improve the quality of employees, SCR invests a certain amount of funds in the training of employees, such as purchasing video training courses, obtaining training institutions or college teachers to train and educate employees, and hope to improve the knowledge and ability of employees and improve employees. Job performance and corporate profits. For the junior mechanic, in-house training is generally used, and junior mechanics are led by senior mechanics to teach at work. This type of teaching is inefficient, and it often takes two years for a junior mechanic to pass the exam to become an intermediate mechanic.

[bookmark: _Toc8250160]Status of the staff training system
The complete staff training system includes five steps: determining training needs analysis, training objectives, developing training plans, implementing training programs, and training effect evaluation. The five links form a complete cycle of the closed-loop training process management process (Zahra, Iram and Naeem. 2014). 

At present, the overall situation of the SCR's maintenance staff training system is that the analysis of training demand information is not comprehensive and detailed. Different training participants have no clear classification goals. The training program is simple and rough, and there is no detailed and standardized training program outline. Lack of standardized training implementation process management track and evaluate the effectiveness of training program implementation in tabular form.

[bookmark: _Toc8250161]Training demand analysis	
Training needs analysis the training system in the first work to be done, including the overall strategy of the company's development direction, the current personal needs of employees and employees to do professional positions, information collection, analysis, in order to determine the training objectives and direction (Brown . 2002). 

At the end of each year, SCR will collect training needs from employees to help develop a second-year employee training program. However, when doing training needs analysis, there is no integration strategy for the company as a whole, and there is no need to refine different job requirements and distinguish the actual situation of different types of employees. The company collects summary information from employees' requirements and forms a demand analysis report. For example, the demand analysis report cannot truly reflect the needs of the company's strategic direction, nor can it faithfully reflect the employees' willingness to practice training. For the training of follow-up employees, the training targeting is not strong in some respects, which ultimately leads to poor training results. The main reason for these problems is because the maintenance skill level of the maintenance staff is quite different, the maintenance staff's cultural level is low, there is very little professional theoretical knowledge of the personnel training system, and no relevant professional training has been received. The fundamental training needs analysis lacked practical significance and pertinence.

[bookmark: _Toc8250162]Determine training objectives	
The training objective is the purpose of a training plan and direction. The goal of training is to target according to the needs of employees. Generally speaking, there are usually the following directions: 1. Training target business development strategy. 2. New technology and job-related knowledge in the industry. 3. Targeted job training skills. 4. Disseminate corporate culture and motivate employees to work (Watkins. 2000). 
Table 5-1-2



13% of employees believe that the company's training goal is to serve the enterprise's current development strategy, 21% of employees believe that the company's training objectives are to improve the knowledge level of employees and broaden their knowledge, 35% of employees believe that the company implements training objectives It is training on job skill operation, and 25% of employees believe that the company's training objectives are to disseminate corporate culture and motivate employees to work.

At present, SCR companies are more common in the formulation of training objectives and lack specific specificity. The specific performance of SCR is divided into the following three aspects: First, the training plan deviates from the needs of employees at the agreed time. Second, the training program does not match the company's overall strategic goals. Third, the analysis of training needs has not been combined with other training efforts. The emergence of these problems makes it difficult for training activities to achieve the desired goals.

[bookmark: _Toc8250163]Develop a training plan	
The training plan should clarify the company's development strategy training, analyze the employees based on different levels of needs, and clarify the training implementation, tracking, management, assessment and evaluation according to the specific conditions of the existing employees (Horng and Lin. 2013). Regarding various aspects of specific operational steps. It should specify the employee level and classification category, and determine which employees need to participate in which training programs, and complete the training outline and details, specific time and place, organizer and lecturer information. Training programs should be established to follow training objectives (Osburn and Mumford. 2006). At present, SCR does not have a detailed training plan. It only organizes training through employee experience and simple information collection, resulting in a mismatch between the project training plan and the actual training needs.

[bookmark: _Toc8250164]Implementation of training programs	
When the complete training plan is completed, it should be strictly implemented and implemented, which is the core part of the whole training system (Krishnan, Shani, Grant, and Baer. 1993). Table 5-3-4


Since the job has never participated in the training of employees 10%, since the job training in the last two years of employees 40%, since a job about once a year to participate in training staff 35%, since a job training for at least three times a year 15% of employees.
At present, SCR is mainly the implementation of the following training methods: internal training and trainer training, employees go outside to study, and training institutions or lecturers are required to train enterprises. In most cases, training activities are arranged internally by SCR, accounting for more than 85% of the total. In the internal self-scheduled training activities, the primary teaching method of internal training is the use of multimedia classroom teaching and operational demonstrations by highly skilled employees, and lack of personalized training content for specific employees. Among the above two teaching methods, classroom teaching accounts for more than 70%. The lack of some free development training can stimulate the interest of employees and enhance the cohesiveness of the employee team, which makes the single classroom teaching mode even more so — one of the essential reasons for the low enthusiasm of staff training, poor results and low acceptance.

[bookmark: _Toc8250165]Evaluation of training effects	
For the evaluation of training effects, Four Levels of Learning Evaluation (Appendix 3) is usually used, which is divided into four levels of evaluation, including reaction, learning, behaviour, and result (Kirkpatrick, 1975). The reference model provides a right attitude and model for the company's employee training assessment. At present, when SCR completes the training plan, it usually only needs to participate in the employee to fill out the feedback training effect evaluation form. The catalog is mainly limited to the first analysis feedback information of the reaction layer. There is no in-depth analysis, and more complete evaluation reports are not formed. In the assessment phase, the SCR currently only collects relevant information and data and conducts training input and output ratio analysis. Other aspects involve less.

[bookmark: _Toc8250166]The maintenance staff training courses	
At present, SCR mainly through internal training and external teacher training. SCR has highly skilled employees who are trained to ensure professionalism. However, they are not good at teaching, and because many employees are not highly educated, they have difficulty understanding the professional knowledge they have learned. There is no detailed plan for external teacher training, training time is short, and the cost is high. The effect of the training is not apparent. In the stage of determining training objectives, arranging training plans and training courses, the participation of employees is not high, and the training activities are not sustainable.

[bookmark: _Toc8250167]Support system status of staff training	
[bookmark: _Toc8250168]The input of training facilities	
SCR has made certain investments in training activities and facilities, which meet general training needs. The company offers a fee of £10,000 for training activities. The company has established an employee multimedia room that can accommodate up to 20 people and can be used for training activities in the classroom. The company has purchased many books related to professional technology and subscribed to magazines related to car repair.

[bookmark: _Toc8250169]Institutional construction of training	
There are no sufficient reward and punishment measures in the system construction during training, and there is no evaluation and compensation for the training process and the employee career development system. Due to the imperfect mechanism, the responsibilities of all participants are not clear, resulting in low employee motivation. In the process of participating in training activities, the training is inefficient, and training activities are often canceled due to work schedule conflicts or temporary tasks. Because employees participate in or not participate in training activities and their wages, job performance and even career development are not directly related, and employees' attitudes toward training are relatively negative. After investigation and statistics, many employees are reluctant to participate in training. There are two main reasons. First, training often conflicts with your work. In many cases, you need to work overtime. Second, the training environment is weak and unattractive to employees.

[bookmark: _Toc8250170]Statistical analysis of effects	
A total of 20 questionnaires were sent out in the questionnaire, which was successfully implemented by close cooperation between the owners and maintenance staff of the SCR. Finally, through the collection and sorting, a total of 20 valid questionnaires were collected. Due to the small number of respondents, the survey covered all SCR company maintenance staff.

[bookmark: _Toc8250171]Analysis of training satisfaction	
By analysing the findings and interviews. The management consultant found the reasons for the low satisfaction of employee training. There are three main aspects. First, about training teachers and teaching methods. Second, the arrangement of training time. Third, regarding the selection of training content, and the understanding of these issues, the survey of employees has been extensively investigated and analysed.

[bookmark: _Toc8250172]Conclusions
Through the investigation and data collection of Sifang Car Repair (SCR) and the theory of human resource training management, the project analyses and summarizes some problems of SCR in the process of employee training development, especially the analysis of training needs and the establishment of organizational structure. Continuous training, in line with corporate strategic planning objectives, implementation of training process results, training assessment and feedback, employee involvement and other aspects.

SCR has a basic training model for maintenance personnel and has been investing and optimizing it. Managers hope to be able to train in their spare time without affecting the regular work of employees. SCR uses two training methods and has established necessary training facilities for employees to ensure that training is supported as necessary.

SCR needs to be established and improved from training needs analysis to feedback evaluation. SCR staff training does not follow the system. Because there is no severe collection and integration of training needs, training work often becomes a form. In the investigation and understanding, many employees raised the issue of low investment and low management attention. Lack of long-term and medium-term planning and process inspections and final feedback, as well as the lack of funds for system use, are attributed to the lack of training system building issues.

According to the analysis of human resources training survey, SCR did not do well in demand analysis. There are no employees dedicated to training. Organizational trainers also lack expertise in employee training. When developing training programs, field surveys are rarely conducted, and the needs of employees are not widely collected and analysed.

Many employees are reluctant to participate in training because they often conflict with their work. Participation in training often leads to overtime work for them, and participation in training has little impact on their performance.

For the training effect, the investment and return of the training need to be achieved through feedback and evaluation. SCR maintenance staff training usually only uses questionnaires. There is no complete training assessment report.

Through the research on the design of human resources training system, the project can improve the necessary conclusions and expectations under the new employee training system. First, the design of the human resources training system must be combined with the current strategic planning combination. Strategic planning is the company's vision and guiding role, which determines the direction of the group's development. In the training of employees, it is necessary to improve the competitiveness of talents and ultimately improve the human capital and improve the core competitiveness of enterprises.

The human resources training system must have corresponding support. Training systems need to be supported by all sides. Hardware and software builds can provide better support for employee training. Introducing corporate culture into training can effectively enhance employee recognition and loyalty to the company. Maintenance staff's sustainability training helps to improve the overall quality of employees and help companies control operating costs and improve the service quality of SCR. SCR has £1,000 a year for employee training. However, from the current results, SCR needs more funds for employee training.

[bookmark: _Toc8250173]Recommendations
According to the related theories of human resources training, staff training system of SCR, respectively, from the design goals and principles, the overall framework, training organization, training process, training curriculum system and training support system from six aspects, expect to realize optimization of the existing training work, improve staff quality and level, stimulate staff's work enthusiasm, to promote the development of the enterprise, improve the market competitiveness of enterprises. Objectives and principles of staff training system design.

[bookmark: _Toc8250174]The objective of training system design
The staff training system of the target to be able to reflect and cooperate to achieve the goals of the phases of the group's overall development strategy, at the same time, when determining training objectives should pay attention to its continuity; sustainability needs to be able to form a training system. The establishment of training objectives is the primary premise of training activities, and training is the ultimate goal of training work under the guidance of correct training objectives.

Due to the unique nature of the position, the maintenance staff has many work links, and the required skills, knowledge, and ability of the post are high. The high-level maintenance personnel needs to have a high ability to solve problems independently. In the employee training work, the training objectives are set according to the differences between the employees themselves.

[bookmark: _Toc8250175]Principles of training system design
According to the design conditions of the training of employees according to the specific situation, as well as the development direction of the enterprise, the actual needs of the storage and distribution center of the current training system are designed.

First, according to the strategic principles of group development. It will contribute to the overall development of SCR and maximize the effectiveness of training. According to the organizational goals of SCR, training objectives should be related to improving employee expertise, improving employee productivity, and improving customer satisfaction.

Second, the standardization principle of the training process. Staff training should follow the standards and specifications of the process, from the selection of training objects, training content, progress, training methods, and management systems, evaluation feedback should have future standard processes.

SCR needs to establish more specific training programs, such as the form of program training, training time, course schedule and venue, and a reasonable project budget. It is recommended to use Four Levels of Learning Evaluation for evaluation after completion of the training. Throughout the period, the company must ensure that the necessary support is provided and that training is completed in strict accordance with the training program.

Third, the principle of employee incentives. At work, the best way to motivate people is to motivate people through positive and negative incentives. It is necessary to raise employees' awareness of “ownership” in the enterprise and adopt full recognition and material reward methods to encourage employees to participate actively and apply knowledge and skills to practice.

SCR can consider enabling employees to directly benefit from training or incorporate training participation rates into key performance indicators to increase employee participation.
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Appendix 1
SCR Repairman Questionnaire
Questionnaire description
1. This questionnaire is a degree thesis study and will not have any adverse effects or consequences on your work or life. 
2. the content of the investigation will not be made public, please answer it in the light of your circumstances or actual knowledge. (Below the appropriate options)
 
1. Basic information
1. Sex:
A, Male     B, Female

2. Age Range:
A, Under 30 years old          B, 31-40 years old       C, 40-50 years old
 
3. Education level:
A Junior     B, High School     C, College

4. Position:
A, Junior mechanic   B, Intermediate mechanic   C, Senior Mechanic
 
2. Survey on the status and satisfaction of SCR staff training
 
1. How much do you think the company attaches to training activities? 
An Ignore   B, Normal  C, Attention  D, Very attention
 
2. How often do you attend training since you took part in the work? 
A has never participated in  B, more than two years a  C, about once a year
D, two times a year   E, at least three times a year
 
3. What do you think is the goal of the company to carry out training? 
A, For the enterprise's current development strategy services  
B, Improve the knowledge level of employees, broaden
C, For the post skills of the operation of training  
D, The dissemination of corporate culture, to stimulate the enthusiasm of employees work
 
4. Is the system of these training activities being carried out now rigorous? 
A, yes   B, no

5. Do you think the content of the training can meet your training needs? 
A, can    B, can't
 
6. What do you think is the most critical factor affecting the effectiveness of the training? 
A Single form of instruction  B, Unreasonable schedule  C, insufficient level of lecturer   D, lack of means of assessment and motivation
 
7. What training activities have you attended in the last year? (The number of marks that have not participated can be skipped, some training participated multiple times)
A New employee onboarding training      B, Job skills Training    C, Distance education D, Employee exchange and discussion        E, Outbound inspection        F, Corporate culture preaching
 
8, What are the primary forms of training currently involved? (Multiple selectable)
A Classroom Teaching     B, Simulation operations     C, Case study      D, Role-playing      E, Expand Training      F, Online Courses     G, Other
 
9. Do you think these training activities are of great help to your work? 
A, no help  B, a little help  C, very helpful
 
What form of assessment and evaluation is taken after the completion of the training? 
An examination  B, questionnaire  C, application ratio in work  D, Benefit growth range E, other means (              )
 
Are you satisfied with the training activities that the unit is now arranging? 
A, not satisfied with  B, General  C, satisfactory  D, delighted
     
Are you satisfied with the timing of the training? 
A, not satisfied with  B, General  C, more satisfactory  D, very satisfied
 
Are you satisfied with the lecturer who gave you the training class? 
A, not satisfied with  B, General  C, more satisfactory  D, very satisfied
 
3. SCR training needs survey
1. How often do you want the company to organize training? 
A, per month  B, quarterly  C, Semiannual   D, per year
 
2. What do you want the training time to be arranged? 
An Office hours  B, Weekend  C, Evening  D, other
 
3. What is the training method you want? (Multiple selectable)
A Classroom Teaching      B, Simulation operations      C, Case study     D, Role-playing      E, Expand Training
F, Network courses G, other
  
4. What do you want the trainer's source to be? 
An internal lecturer  B, external lecturer  C, university teachers  D, industry talents
 
5. What are your needs for training? 
A Professional skills     B, Enterprise system and corporate culture    C, Management skills      D, Team Building       E, Relationships     F, Career development planning       G, Emergency incident Management     H, Other


Appendix 2

SWOT Analysis of Sifang Car Repair

	Strengths
	Weaknesses

	Experienced senior maintenance
Good corporate environment
Higher customer loyalty
	Lagging employee training system
Higher operating costs
Most young employees do not have high professional skills

	Opportunities
	Threats

	The popularization of electric vehicles
Development of new technologies
The vehicle penetration rate is getting higher and higher
	Lower industry barriers
Low organizational performance
Fierce competition


Appendix 3
Four Levels of Learning Evaluation
In 1959 Kirkpatrick proposed the Four Levels of Learning Evaluation, which is currently the most commonly used training evaluation model in the world.



Appendix 4
Interviews
Interviewed with senior maintenance. Senior maintenance personnel was asked about the shortcomings of the existing employee training system and suggestions for improvements. Here is his point of view:
There has been no significant change in SCR's employee training system in the past five years. SCR still retains the traditional mentoring system, and the senior maintenance staff is the master of the junior maintenance staff, teaching their professional skills. The efficiency of this approach is too low. After they become apprentices, they often take more than two years to become a qualified maintenance man.
Moreover, because of their low level of education, it is more challenging to teach and learn professional skills. Many maintenance workers are unable to complete their professional skills and leave their jobs within one year. New employee training methods are needed to help SCR train employees more quickly and reduce the turnover rate of new employees.

Reaction


Did they like it?


Learning


Did they learn it?


Behaviour


Did they use it?


Results


Did it improve the economic benefits of the organization?


列1	Junior mechanic	Intermediate mechanic	Senior mechanic	12	4	4	
What do you think are the objectives of training?	
Serve the enterprise's current development strategy	Improve the knowledge level of employees and broaden their knowledge	Training on job skill operation	Disseminate corporate culture and motivate employees to work	3	5	7	5	


How often have you attended training since you joined the workforce?	
Never	Two years or more	About once a year	More frequently, at least three times a year	2	8	7	3	
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