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[bookmark: _Toc57569201]CHAPTER ONE
1.0Introduction
The purpose of this paper is to study the impact of employee training on the company and employees. In this article, we will find out the meaning of training more directly and effectively by studying the training of employees by China Ping An Insurance Company. Ping An Insurance Company of China is one of the top 500 companies in the world and a leading company in China's insurance industry. Therefore, their staff training system is very mature, and we can effectively analyze and draw conclusions.
[bookmark: _Toc57569202]1.1 Ping An Insurance Company 
Ping An Insurance (Group) Co., Ltd. of China (hereinafter referred to as "Ping An of China") is the first company in China to integrate multiple financial services such as securities, trust, banking, asset management, and enterprise annuity, with insurance as its core, in a close and efficient manner. , A diversified comprehensive financial services group, Ping An Insurance Company is a holding company of HSBC. Founded in 1988 and headquartered in Shenzhen. In June 2004, the company was listed on the main board of the Hong Kong Stock Exchange with the share name "Ping An of China" Ping An is determined to become a financial and insurance company with the highest ethical level, earnestly fulfilling its responsibilities as a corporate citizen, and assumes extensive social responsibilities in charity education, Red Cross public welfare, and disaster relief.
[bookmark: _Toc57569203]1.2Background and Literature Review
Through a systematic review of relevant documents in the field of training at home and abroad, it can be found that foreign human resource theoretical research started earlier and developed into a relatively complete theoretical system in the 21st century. In recent years, my country's research on employee training has gradually deepened, and people's attention has gradually shifted to the strategic direction of human resource management research. However, the research on the strategy-based employee training model is still at the theoretical level, and there is a lack of representative cases to guide the practice of enterprises.
First of all, I communicated with the account manager of Ping an Insurance Company, whose company supported and cooperated with my research.
Peter Drucker (1954) first introduced the concept of "human resources" into people's research field. Gary Becker (1964) believed that human resources have the attribute of capital value in the research, and affirmed the positive role of human capital in promoting economic development. In order to achieve the purpose of improving production efficiency, it is possible to increase the value of human capital by using training methods to enable employees to learn more knowledge and skills to achieve the effect of continuous value-added human capital. The training has been analyzed from the following aspects. The importance of. The impact of training on human capital. Kurt-goldstein (1974) proposed that in order to effectively implement training, methods such as training demand analysis, training course design, training implementation and effect evaluation can be used.
The frequency and intensity of employees' participation in training will have an impact on their personal performance. As employees continue to carry out appropriate job competence training, personal performance will change dynamically. Through this change analysis, the training plan is improved, the training efficiency is promoted, and the overall efficiency of individuals and enterprises is improved.
Employee career planning is one of the important influencing factors of training needs, so when constructing training needs analysis model, employee career should be the orientation.

[bookmark: _Toc57569204]1.3Research significance
Training is an indispensable part of human resource management. Training is the process of imparting basic skills necessary for new or existing employees to complete their own work. Development mainly refers to management development, which refers to all activities that improve current or future management performance by imparting knowledge, changing ideas or improving skills. His purpose is to improve the performance and ability of employees, and to increase the ability of organizations or individuals to adapt and adapt. Increase employee's sense of identity and belonging to the enterprise. In this article, I analyzed and researched the employee training system of Ping An Insurance Company, and found out the advantages and disadvantages of their system.
[bookmark: _Toc57569205]1.4Aims and Objectives
The main purpose of this research is to study the impact of training on Ping An Insurance Company, find out the shortcomings and advantages of Ping An Insurance Company's training system, and summarize and modify it. Finally, our goal is to thoroughly improve the training system of Ping An Insurance Company.
1. Research the training system of Ping An Insurance Company.
2. Compare the company's training system with that of other insurance companies to find out the advantages and disadvantages.
3. Analyze and summarize the shortcomings and make suggestions.
[bookmark: _Toc57569209]2.3 Literature review
Literature review is abbreviated as a review, which is to collect a large amount of relevant information on a certain field, a certain profession or a certain aspect of the topic, problem or research topic, and then read, analyze, refine, and sort the latest progress of the current topic, problem or research topic. Academic insights or suggestions, a type of academic paper that gives a comprehensive introduction and elaboration. Draw some conclusions by analyzing other people’s reports and papers, and draw conclusions by comparing and analyzing your own conclusions.
[bookmark: _Toc57569210]2.4Primary data and Secondary data
Data analysis refers to the process of analyzing a large amount of collected data with appropriate statistical analysis methods, extracting useful information and forming conclusions, and the process of detailed research and generalization of the data. This process is also a supporting process of the quality management system. In practice, data analysis can help people make judgments in order to take appropriate actions. It mainly analyzes first-hand data and second-hand data. The first-hand data is the data obtained through interviews and questionnaires, and the second-hand data is the data obtained by analyzing other people's reports and data in research.
[bookmark: _Toc57569211]3.0Limitations and Risks
Time and resources is required by the researcher to be able to travel to China, conduct the research through various data collection methods. By the end of this study, the researcher will have made numerous contacts and interacted extensively with the administration, management and employees of Ping An’ Insurance Company.  To do so is resource draining and time consuming.  
[bookmark: _Toc57569212]3.1Private issues
Training involves the core information and data of an enterprise, so when we conduct research, we need to pay attention to keeping the training data and core training materials of the enterprise confidential. This has brought us many restrictions and problems.
[bookmark: _Toc57569213]3.2Identity issues
We are not employees of an insurance company, but just a researcher. Therefore, it is difficult for an insurance company to give us core information. If we cannot understand the core information of training, we cannot conduct accurate research and analysis.
[bookmark: _Toc57569214]4.0Gantt chart 
The Gantt chart will be displayed on the attached page. The inner idea of the Gantt chart is simple, that is, the activity sequence and duration of any particular project can be visually represented through the activity list and time scale in a graphical way. It is basically a line graph, the horizontal axis represents time, the vertical axis represents activities (projects), and the lines represent the completion of planned and actual activities during the entire period. It intuitively indicates when the mission is scheduled to be carried out, and the actual progress compared with the planned requirements. From this, managers can easily figure out what work is left for a task (project) and can evaluate the progress of the work. Our research time is very tight, so we can use Gantt charts to help us plan and supervise our tasks.
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The survey schedule is as follows:

Table 4：Timescale of the research

	No.
	Task
	
	
	
	
	
	
	
	Duration
	Start date
	End date
	Resources
	
	
	

	1
	Collection
	of
	information
	7 days
	2020.11.1
	2020.11.8
	Websites, papers, journal papers
	

	
	and selection of topics
	
	
	
	
	
	
	
	

	2
	Collect
	more
	information,
	1 day
	2020.11.9
	2020.11.10
	feedback,network,Websites,
	

	
	discuss
	
	with
	the
	teacher,
	
	
	
	
	
	
	

	
	determine the topic
	
	
	
	
	
	
	
	

	3
	Personal
	
	
	competency
	1 day
	2020.11.11
	2020.11.12
	Computer, network，WPS
	

	
	assessment
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	4
	Analysis of the content and
	1 day
	2020.11.12
	2020.11.13
	WPS, computer,network
	
	

	
	scope
	of
	selected  topics
	
	
	
	
	
	
	

	
	and
	general
	content
	and
	
	
	
	
	
	
	

	
	scope of selected topics
	
	
	
	
	
	
	
	

	5
	Find
	information
	and add
	2 days
	2020.11.15
	2020.11.17
	WPS, computer
	
	

	
	1.3 content
	
	
	
	
	
	
	
	
	
	

	6
	Determine
	the
	research
	2 days
	2020.11.18
	2020.11.20
	WPS, internet, ,computer
	
	

	
	purpose
	and
	design
	the
	
	
	
	
	
	
	

	
	research target 1.4
	
	
	
	
	
	
	
	
	

	7
	Teacher
	
	feedback
	and
	2 days
	2020.11.21
	2020.11.23
	WPS, computer,feedback
	
	

	
	revise
	
	
	to
	determine
	
	
	
	
	
	
	

	
	research
	
	objectives
	and
	
	
	
	
	
	
	

	
	design research objectives
	
	
	
	
	
	
	

	8
	Analysis of the importance
	4 days
	2020.11.23
	2020.11.27
	Wanfang
	databases,
	newsp
	

	
	of   the   topic   to   the
	
	
	
	magazines
	
	
	

	
	enterprise
	
	
	
	
	
	
	
	
	
	
	

	9
	Find information
	
	
	2 days
	2020.11.28
	2020.11.30
	Wanfang
	databases,
	newsp
	

	
	
	
	
	
	
	
	
	
	
	
	
	magazines
	
	
	

	10
	Analysis
	of  industry
	and
	2 days
	2020.12.2
	2020.12.4
	Wanfang
	databases,
	newsp
	

	
	business
	
	
	
	
	
	
	
	
	magazines
	
	
	

	11
	Find information
	
	
	1 day
	2020.12.4
	2020.12.5
	Wanfang
	databases,
	newsp
	

	
	
	
	
	
	
	
	
	
	
	
	
	magazines
	
	
	

	12
	Identification of sources of
	2 days
	2020.12.6
	2020.12.8
	WPS, computer, Internet
	
	

	
	secondary data
	
	
	
	
	
	
	
	
	

	13
	Design
	
	
	of
	
	primary
	2 days
	2020.12.9
	2020.12.11
	WPS, computer, Internet
	
	

	
	information
	
	
	
	
	
	
	
	
	
	

	14
	Design
	
	
	
	second-hand
	3 days
	2020.12.13
	2020.12.16
	WPS, newspapers, Internet
	

	
	research methods
	
	
	
	
	
	
	
	
	



[bookmark: page10]
	15
	Search for information and
	3 days
	2020.12.17
	2020.12.20
	computers, WPS
	

	
	design
	
	
	
	
	
	
	
	
	
	

	16
	Selection
	
	of
	survey
	3 days
	2020.12.21
	2020.12.24
	computers, Internet, WPS, quest
	

	
	methodology
	
	
	
	
	
	
	
	

	17
	Design
	
	other
	research
	1 day
	2020.12.25
	2020.12.26
	computers, networks
	

	
	methods
	
	
	
	
	
	
	
	
	
	

	18
	Teacher
	
	feedback
	and
	2 hours
	2020.12.27
	2020.12.27
	WPS, computer, feedback,
	

	
	revision of
	
	
	
	
	
	
	
	

	19
	Witting logs
	
	
	
	2 day
	2020.12.27
	2020.12.29
	Computers, WPS
	

	20
	Plan budget and resources
	1 hours
	2020.12.30
	2019.12.31
	Computers, WPS
	

	
	
	
	
	
	
	
	
	
	
	

	21
	Revise
	
	budget
	
	and
	2 hours
	2020.12.31
	2020.12.31
	WPS, computer
	

	
	resources
	
	
	
	
	
	
	
	
	

	22
	Writing 2.2
	
	
	
	1 day
	2021.1.1
	2021.1.1
	WPS
	

	
	
	
	
	
	
	
	
	
	

	23
	Teacher
	
	feedback
	and
	2 hours
	2021.1.2
	2021.1.2
	WPS, computer,feedback
	

	
	revision 2.2
	
	
	
	
	
	
	
	

	24
	Collect
	data
	to  complete
	1 day
	2021.1.3
	2021.1.4
	computers, networks, WPS
	

	
	the previous section
	
	
	
	
	
	

	25
	Feedback
	
	
	planning
	1 day
	2021.1.4
	2021.1.5
	WPS, computer, feedback
	

	
	Grammar
	from
	Foreign
	
	
	
	
	

	
	Teachers
	
	
	
	
	
	
	
	
	

	26
	Modification of grammar
	3 day
	2021.1.5
	2021.1.8
	WPS, computer
	

	
	
	
	
	
	
	
	

	27
	Modification of format
	
	3 day
	2021.1.10
	2021.1.13
	WPS, computer
	

	
	
	
	
	
	
	
	

	28
	Modification reference
	
	2 day
	2021.1.13
	2021.1.15
	WPS, computer
	

	29
	Final
	
	submission
	of
	1 day
	2021.1.15
	2021.1.16
	log
	

	
	planning report and logs
	
	
	
	
	

	30
	Design Report Outline
	
	1 day
	2021.1.16
	2021.1.17
	Computer，Internet，WPS
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	

	31
	Carry   out   second-hand
	1 day
	2021.1.18
	2021.1.19
	Computer, network, money
	

	
	survey
	activities-network
	
	
	
	
	

	
	information investigation
	
	
	
	
	

	32
	Second-hand
	
	research
	3 days
	2021.1.20
	2021.1.23
	computers, internet, magazines.
	

	
	activities
	
	-
	papers,
	
	
	
	
	

	
	magazines
	and
	other
	
	
	
	
	

	
	second-hand research
	
	
	
	
	
	

	33
	The  teacher
	checked
	the
	2 hour
	2021.1.25
	2021.1.25
	WPS, computer,feedback
	

	
	secondhand
	data
	and
	
	
	
	
	

	
	guided the screening of the
	
	
	
	
	

	
	secondhand data
	
	
	
	
	
	
	

	34
	Learning theories
	
	
	5 days
	2021.1.27
	2021.2.2
	computers,Wanfang databases, n
	

	
	
	
	
	
	
	
	
	

	35
	First-hand
	
	research
	7 day
	2021.2.8
	2021.2.15
	WPS
	

	
	activities
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	36
	The teacher examined the
	1 day
	2021.2.18
	2021.2.19
	WPS, computer, feedback

	
	questionnaires questions
	
	
	
	

	37
	Discuss
	research
	methods
	1 day
	2021.2.20
	2021.2.21
	WPS, computer,

	
	and revise them with your
	
	
	
	

	
	classmates.
	
	
	
	
	
	
	
	

	38
	conducting
	
	first-hand
	10 days
	2021.2.21
	2021.2.30
	computer

	
	research
	activities
	-
	
	
	
	

	
	conducting interviews.
	
	
	
	
	

	39
	Analysis of questionnaires
	1 day
	2021.2.30
	2021.2.31
	WPS, computer, internet

	
	results
	
	
	
	
	
	
	
	
	

	40
	Report-writing
	enterprise
	1 day
	2021.3.1
	2020.3.2
	computer, internet, magazine, ne

	
	environment analysis
	
	
	
	
	

	41
	Modify
	and
	write
	the
	1 day
	2021.3.3
	2021.3.4
	Book,  computer,  internet,  m

	
	external
	environment
	part
	
	
	
	news

	
	of the company
	
	
	
	
	
	
	

	42
	Modify  and  write  part  of
	2 day
	2021.3.5
	2021.3.7
	Internet, computer, feedback

	
	the
	company's
	
	strategic
	
	
	
	

	
	approach
	
	
	
	
	
	
	
	
	

	43
	Find more information and
	3 day
	2021.3.10
	2021.3.13
	Internet, computer, feedback, ph

	
	improve
	the
	company's
	
	
	
	

	
	training system.
	
	
	
	
	
	
	

	44
	Revise
	and
	write
	an
	3 day
	2021.3.16
	2021.3.19
	Internet, computer, feedback, ph

	
	evaluation
	
	
	
	
	
	
	
	

	45
	Find
	more
	information,
	2 day
	2021.3.21
	2021.3.23
	network, computer

	
	revise
	and
	
	write
	an
	
	
	
	

	
	evaluation
	
	
	
	
	
	
	
	

	46
	Modify
	and
	write
	a
	1 day
	2021.3.26
	2021.3.27
	Computer, internet, WPS

	
	summary
	
	
	
	
	
	
	
	

	47
	Write
	
	
	
	reviews,
	3 day
	2021.3.31
	2021.3.2
	WPS, computer, internet

	
	conclusions,
	
	
	
	and
	
	
	
	

	
	recommendations
	
	
	
	
	
	

	48
	Modify
	and
	write  more
	3 day
	2021.3.6
	2021.3.9
	WPS, computer, internet

	
	recommendations
	
	
	
	
	
	

	49
	Teacher
	feedback
	revised
	2 hours
	2021.3.11
	2021.3.11
	WPS, computer, feedback

	
	the
	conclusions
	and
	
	
	
	

	
	recommendations section
	
	
	
	

	50
	Writing Introduction
	
	2 day
	2021.3.13
	2021.3.15
	WPS, computer, internet

	
	
	
	
	
	
	
	
	

	51
	Summary
	of
	
	research
	3 day
	2021.3.18
	2021.3.21
	WPS, computer, internet

	
	process
	and
	
	research
	
	
	
	

	
	methods
	
	
	
	
	
	
	
	
	

	52
	Writing literature
	
	
	1 day
	2021.3.23
	2021.3.24
	Books, computers, networks, W

	53
	Teacher
	feedback
	revised
	1 day
	2021.3.24
	2021.3.25
	WPS, computer, feedback

	
	the
	introduction,
	research
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	methods
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	54
	Editor Appendix
	
	
	3 days
	2021.3.27
	2021.4.1
	Books, newspapers

	55
	Teacher
	feedback  revised
	1 day
	2021.4.6
	2020.4.7
	WPS, computer,feedback

	
	appendix
	
	
	
	
	
	
	

	56
	Organize references
	
	1 days
	2021.4.9
	2021.4.10
	WPS, computer, internet

	
	
	
	
	
	

	57
	Write summary and revise
	3 days
	2021.4.14
	2021.4.17
	WPS, computer, internet

	
	grammar and references
	
	
	
	

	58
	Foreign
	teacher
	feedback
	1 hours
	2021.4.20
	2021.4.20
	WPS, feedback

	
	revised references
	
	
	
	
	

	59
	The
	
	foreign
	teacher
	1 hours
	2021.4.31
	2021.4.31
	WPS, computer, feedback

	
	feedback the grammar.
	
	
	
	

	
	
	
	
	
	

	60
	Modification of format
	3days
	2021.5.2
	2021.5.5
	WPS, computer, internet

	
	
	
	
	
	
	

	61
	Final   draft
	development
	5hours
	2021.5.9
	2020.5.9
	Report

	
	report
	
	
	
	
	
	
	
	

	62
	Learning and mastering the
	2 days
	2021.5.10
	2021.5.11
	WPS, computer

	
	tasks  and  outline  of  the
	
	
	
	

	
	evaluation stage
	
	
	
	
	
	

	63
	Summary  of
	the
	research
	2 days
	2021.5.12
	2021.5.13
	WPS, computer, internet

	
	process
	
	
	
	
	
	
	
	

	64
	Assess the achievement of
	1 days
	2021.5.14
	2021.5.15
	WPS, computer, internet

	
	research objectives
	
	
	
	
	

	65
	Assess the effectiveness of
	3 days
	2021.5.15
	2021.5.18
	WPS, computer, internet

	
	the
	
	planning
	
	and
	
	
	
	

	
	development phases
	
	
	
	
	

	66
	Assess the effectiveness of
	1 days
	2021.5.18
	2021.5.19
	WPS, computer, internet

	
	information
	sources
	and
	
	
	
	

	
	research methodologies
	
	
	
	

	67
	Assess the effectiveness of
	2 days
	2021.5.19
	2021.5.21
	WPS, computer, internet

	
	the
	planning
	report
	and
	
	
	
	

	
	development
	
	
	
	
	
	
	

	68
	Evaluation
	of
	the
	3 day
	2021.5.22
	2021.5.24
	WPS, computer, internet

	
	advantages
	
	
	and
	
	
	
	

	
	disadvantages
	of
	planning
	
	
	
	

	
	and development reports
	
	
	
	

	69
	Summarize the experience
	1 days
	2021.5.24
	2021.5.25
	WPS, computer, internet

	
	and
	knowledge  gained  in
	
	
	
	

	
	this research
	
	
	
	
	
	
	

	70
	Summary
	
	
	of
	3 days
	2021.5.28
	2021.5.30
	WPS, computer, internet

	
	recommendations
	
	for
	
	
	
	

	
	future research
	
	
	
	
	
	

	71
	Adjust  the  format  of  the
	1 days
	2021.6.2
	2021.6.3
	WPS, computer, internet

	
	evaluation report
	
	
	
	
	
	

	72
	Submission  of
	the
	final
	2 hours
	2021.6.9
	2021.6.9
	Report
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version	of	the  evaluation

phase
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	Week Number
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22
	23
	24
	25
	26
	27
	28
	29
	30
	31
	32
	33
	34
	35

	1. Hbliday
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2 Read literature
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3. Finalise objetives
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	14. Draft literaturereview
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5. Read Methodol gl lterature
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6. Devise Research approach
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	7. Draft research strateg and method
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	8. Develop questionnaire
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	9 Pilot test and revise questionnaire
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	10 Administer questionnaire
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	11 Ehter data intocomputer
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	12 Andyse data
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	13 Dralt finding chapter
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	14 Updateliterature read
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	15 Oomplete rermaining chapters
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	16.ubmit totutor and await feeback
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	17. Revi se drat format for submi sion
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	18 Print, bind
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	19 Submit
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



CHAPTER TWO
2.0 LITERATURE REVIEW
The researcher has discussed and analyzed the work of other researchers and how they relate in the subject of study. The Chapter also includes discussing the advantages of having employee trainings incorporates and organizations. Various types of trainings are important and critical in the achievement of organizational. Organizations need human resources trainings to help their employees in various areas of skills development including; new technology adoption, soft skills, professional skills, management skills, Interpersonal skills, standard operations skills, security skills, safety skills, team work skills, records skills, administration skills and government policy and taxation skills. Trainings depend on the skills requirement of every particular organization and they are necessary in achieving a competitive edge in the industry. In this chapter the researcher will discuss types of trainings and their advantages. To provide a theoretical framework to the research, Social learning theory and Reinforcement theory of motivation will be discussed and analyzed. 
2.1The status quo of foreign training theory research
Peter Drucker brought the concept of "human resources" into people's field of vision for the first time (Peter, 1954). In his research, Gary Becker stated that human resources have the attribute of capital value and affirmed the positive impact of human capital in promoting economic development (Gary, 1987). In order to realize the improvement of production efficiency, the way to increase the value of human capital can be used to enable employees to continuously learn more knowledge and skills with the help of training methods to achieve the effect of continuous value-added employees' own human capital. Analysis from the effect of training on human capital to understand the importance of training for enterprises.
Dewana et al. first began to study the management of human resources from a strategic perspective, and put forward the viewpoint of strategic human resource management. They believe that strategic elements are embodied in each functional module of corporate human resource management, and these management activities and strategic elements together constitute strategic human resource management (Devanna, 1981). With the in-depth research on human capital by Bill and others, the research direction in this field has gradually changed to the research of strategic human resource management. In the book "Managing Human Capital", the core concept of strategic human resource management expressed in the book is to closely combine people and organizations from top to bottom to form a complete and coordinated human resource management system (Blackman, O' Donnell and Teo, nd). Peter Senge put forward the "learning organization" theory, which has become an important guiding ideology in the field of human resource management research in recent years, and has provided specific practical goals for corporate training. Peter Senge believes that the goal of corporate training is to create a "learning organization". The content of the training is mainly to improve the learning ability of employees, that is, the motivation, perseverance and ability of learning. The individual training of employees is extended to group training, and the partial training is extended to Full-staff training realizes the transition from short-term training to lifelong learning, and realizes the transition from the transfer of knowledge and skills to the improvement of learning ability, so that the organization can adapt to the changing environment and realize the development strategy (Senge and Senge, nd). Promoting the self-learning ability of employees is the core content of training. Training is not only set for employees, but also a collective activity, which is a long-term learning process for employees. Through the establishment of a learning organization, from passively accepting knowledge and skills to forming a proactive self-learning ability, speed up the update of the organization's information volume, improve the organization's adaptability, to respond to the rapidly changing market environment, and form the core competitiveness of sustainable development.
Raymond established a standard and orderly training process, clarified the specific requirements of training evaluation, analyzed and evaluated the effectiveness of training activities (Williams, 2001). Laim S.K proposed training in five aspects: system thinking, group learning, building common aspirations, improving mental models, and self-transcendence (Chiva, 2010). Mincer's actual investigation and research found that for companies that value employee training, they can effectively reduce the probability of employee turnover and reduce the risk of brain drain while completing training tasks better. Reasonable use of incentive mechanism in training activities can not only improve the effectiveness of training, but also inspire employees' enthusiasm for learning and actively participate in training projects.
In the process of training practice, Glaister found that the frequency and intensity of employees' participation in training will have an impact on their personal performance. Personal performance will change dynamically as employees continue to carry out appropriate job training. Through this analysis of changes, training programs are improved, training effectiveness is promoted, and the overall benefits of individuals and enterprises are improved (Glaister, 2018).
The research on training and strategic training theories started earlier and has a relatively complete theoretical system. Through long-term training research, it analyzed the important impact of training activities on business operations from multiple aspects, multiple angles, and multiple levels, and completed the transition to strategic training research. Under the premise of establishing the necessity of corporate employee training, we explored differentiated training models among different business entities in various industries, and summed up experience in continuous failure and success cases. Training research based on a strategic perspective should focus on the corporate management’s perception of corporate value. Since senior managers have the actual decision-making power within the company, they play a decisive role in the future development of the company. Managers at different levels have more important influence on corporate strategic planning. Foreign research pays special attention to the internal selection of enterprises. It uses potential employees as a reserve, builds a complete talent structure, maintains a smooth promotion channel, and can supplement and update human resources in real time, forming an inexhaustible core competitiveness and achieving sustainability development strategy.


2.2 Research status of domestic training theory
Wang Peng and Shi Kan discussed in detail the importance of training needs assessment. Based on the introduction of relevant theories, combined with development trends, they concluded that training needs analysis is the prerequisite for the development of training plans, the basis for the implementation of training programs, and affects training. The ultimate effectiveness of the work (Wang, 1998). It shows that training demand analysis is a prerequisite in the entire training design process, determines the correctness of the training direction and the pertinence of training content, and affects the applicability of the training effect to actual work.
Yu Miao and Kong Yan proposed that there is a close relationship between corporate strategy and employee training needs, and established a strategy-oriented training needs analysis model (Yu, 2001). This model is based on the company’s development strategy as a prerequisite. When conducting training demand analysis, it fully considers the impact of strategic objectives on employees, accurately identifies the direction of demand, predicts in advance the possible difficulties in achieving strategic objectives, and uses them in weak links. The training methods are strengthened to lay a solid foundation for the company's strategic operation and promote the ultimate realization of business objectives.
Research by Ma Shibin and Huang Yonghua found that employee career planning is one of the important influencing factors of training needs. When constructing training needs analysis model, employee career should be the orientation (Ma, 2002). Mao Songlin used the SWOT analysis method to analyze the company's internal advantages and disadvantages, external opportunities and threats, and emphasized the important role of strategic human resource management in achieving corporate strategic goals (Mao, 2007). Yao Xiuli comprehensive company's overall strategy and employees' personal career pursuits are considered. When designing training programs, both personal career planning and the company's overall goals must be taken into account, so that the two should be as consistent as possible (Yao, 2009). Such training activities not only serve the company's development strategy, but also provide path help for employees' career planning, enhance employees' sense of belonging, reduce the probability of resignation, and prevent brain drain.
In the book "Introduction to Human Resource Management", Peng Jianfeng has constructed a training system centered on company strategy and aligned with the career development direction of employees. It provides different perspectives and ideas for the further study of corporate employee training in my country ( Peng, 2011). Wang Qun, Yan Yin, etc. are based on the height of the company's overall operations, emphasizing strategic needs, and updated methods for further training and research (Wang, 2012).
Austrian scholar Lindner first proposed the concept of "micro-learning", using new media technology as a carrier to use fragmented time to conduct small-capacity learning (Lindner,). Yan Yihua believes that micro-training "is to conduct training in a short, flat, and fast way to save time and improve effectiveness" (Yan, 2013). Wang Zhiguang and others believe that micro-training is a short-term, high-efficiency learning with an Internet platform as a medium, with short content and rich and diverse forms. It can be seen that the current research defines micro-training mainly from two perspectives: one is to emphasize "micro", that is, a pocket-sized, convenient and flexible learning method; the other is to emphasize the use of new media tools, including system media such as network platforms and mobile apps. (Wang, 2014).
Yang Chun, Wang Ying, and Zhang Lei believe that mobile learning has gradually become one of the mainstream training methods in corporate training. Mobile learning is a new learning method derived from the rapid development of mobile Internet technology through the use of mobile devices as a medium that can lift the restrictions of time, place, and environment, and facilitate learning anytime and anywhere. Breaking through the shackles of traditional learning methods, mobile learning achieves features such as flexibility, efficiency, convenience, interactivity, and sharing (Yang, 2016). At present, mobile learning has occupied an important position in training and education in the world, and it has gradually become an important means and effective way for enterprise training in our country. Large enterprises such as China Post, China UnionPay, Baosteel Group, China Telecom, and Bank of Communications have all begun to promote the operation of mobile learning projects. Hu Ying believes that innovating new models and methods of employee training is an important way to improve corporate employee training performance in the Internet + era (Hu, 2017).
By systematically sorting out relevant documents in the field of training at home and abroad, it can be found from the research process that the research of foreign human resource theory started earlier, and has developed a relatively complete theoretical system in the 21st century. In recent years, domestic research on employee training has gradually deepened, and the focus has shifted to strategic human resource management research, but the exploration of strategy-based employee training models is still at the theoretical level, and there is no representative case that specifically guides corporate practice. Therefore, this article will take R insurance company as an example to study the construction of employee training model from a strategic perspective, combine with the actual operation of the company, explore the guiding significance of company strategy for training, enrich the training content, and improve the training mechanism.






2.3 Theory of training

Training theory is an important part of human resource management theory. With the development of the global market economy, the reasonable allocation of human resources has become an inexhaustible driving force for the advancement of enterprises. Only by emphasizing the cultivation of talents can we be invincible in a competitive environment dominated by service. From practice, we can find that the training of employees and the operating efficiency of the company complement each other. In the past century, with the development of management science theory, training theory has gone through three different stages: the traditional theory period, the behavioral science theory period, and the system theory period. By the end of the 20th century, it gradually developed into a diversified theory.
Gary Desler believes that training is an activity that enhances the overall quality of employees, learns new knowledge and skills, and teaches employees the basic skills needed to complete their job （Gary，1999）. Raymond A. Noy believes that the company's investment in training activities can help employees master more knowledge and skills, thereby improving personal performance, in order to achieve the goal of enhancing the company's overall operating efficiency （Raymond，2001）.
Xiao Mingzheng's understanding of training is that the learning process of teaching employees the ability elements suitable for their positions is the company's planned long-term training of employees（Xiao，2001）. Simmons (2002) believes that training is a series of planned learning and analysis activities that can ensure and help employees improve key skills and abilities in order to be competent for the job. Bogot and Thornton (2003) believe that training is a profitable behavior. During the entire training activity, employees can get help to maximize their potential and greatly improve work efficiency.


2.4Theoretical Framework
2.4.1. Social Learning Theory
Social learning Theory was developed by Albert Bandura in 1977. The theory relates to human resource training through similarities in human learning and behaviors. In reference to the theory, human learning is a continuous process influenced by environmental and cognitive factors. Therefore, corporates and organizations should create an enabling environment for learning through training programs. In the theory, Albert Bandura argues that observing, modelling, imitating behaviors, attitudes and emotional response towards others are important concepts which influence how an individual adopts new ideas or the success of a training program.

Observational Learning- Albert argues that children and people have a tendency to look and learn from other people’s actions or behaviors. Children observe and learn from a model figure whom normally is ahead of them in terms of knowledge or status in the environment. Therefore, in an organizational set up, this is directly applicable to adults. Organizations need to recognize, create and maintain high achievers so that they can serve as models to other employees. Employees should be encouraged through team work and diversity trainings to observe the behaviors of performing employees and learn from them. According to Social learning theory, employees can observe and imitate a good behavior. This is motivated by the rewards an individual gets by adopting a new behavior or by learning a new professional technique. Production skills and high productive improvement leads employees to promotions, recognition, job satisfaction or financial gains. To make sure that team work and professional interactions are an effective from of training, the organization has to promote inclusivity and incentivize high performance to make employees aggressive to learn new skills from colleagues.

Mediational processes in Learning

Bandura argued that Social Learning is also influenced by personal cognitive ability, emotions, and past experiences. Human behavior is determined by how actively an individual receives and processes a certain information in relation to its consequences either positive or negative. Therefore, an individual can choose either to adopt or ignore a new information after a mental process which determines whether the information or the new information will be beneficial or destructive. To make observational learning successful, cognitive processes has to take place to digest the new information and make a decision whether to adopt or reject. The cognitive process acts as a mediator to determine whether it’s necessary to respond or ignore the information. Individuals does not therefore observe and imitate the behavior automatically. The thought process is referred to as a mediation process. That happens by observing the stimulus or the model’s behaviors and making a decision whether to imitate a new behavior or not.
According to Bandura, Mediation process take these four stages;
· Attention – the individual gives attention to the stimulus of the behavior, develops a mental interrogation and a representation of the behavior. Therefore, the behavior must be interesting and captivating motivated by positive consequences. A lot of information is observed on a daily basis but it never registers in the long term memory not unless it captures the observer’s attention.
· Retention – when the behavior captures an individual attention, it then registers in the long term memory to be remembered later during the imitation process. Imitation is not immediate and it takes sometimes and therefore it has to be remembered for a reinforcement to occur.
· Reproduction- after the attention and retention is achieved, the individual then has a responsibility to practice and do it repeatedly to reinforce it as a behavior. A behavior is a repeated pattern of actions and therefore it has to be reinforced. Reproduction is affected by personal challenges like physical ability, lack of necessary resources including time, or personal circumstances and environmental factors which make imitation and reproduction impossible.
· Motivation – this refers to how an individual is willing to perform or adopt the new idea or behavior. After observation, attention, retention, and reproduction, reinforcement of the new idea or behavior is influenced by the motivational factors or the perceived consequence to be gained from the behavior. If the perceived importance is greater than the costs, then the individual is likely to adopt a new idea, concept or behavior but if the opposite happens, then the individual might not imitate the new behavior.
In reference to organizational training, Social Learning Theory is important because it makes the trainer understand the foreseeable barriers to the success of a training process. For instance, the trainer must make it clear the benefits of the new training to the employee and the organization. To maximumly benefit from human capital investments, organizations must develop a system to reward and recognize every new skill gained or professional certifications. With positive expectations from advancing education levels or attending a professional or technical course, employees are likely to take the training positively and feel encouraged to learn. The motivation is mostly financial, recognition, better social and health services, bonuses, car loans or any sort of benefit regarded by the employee as important. 
In a nutshell, for the training to have an impact, the organization must provide a motivation and an enabling environment. Lack of motivation is likely to cause rebel or resentment which leads to poor adoption of new technology, idea or production model. According to Albert Bandura’s Social Learning Theory, employees should be motivated to make training sessions successful.


2.4.2. Reinforcement Theory of Motivation
Reinforcement Motivation Theory is a behavioral Theory by Bf Skinner and other Scholars. The theory argues that individual behaviors is shaped by the motivation associated with the adoption. Bf Skinner described the ‘law of effect’ as a guiding principle in the adoption of a new behavior. The law of effects state that if the effect of a new behavior is positive, then the individual is likely to change to the new behavior but if the consequences are negative or harmful to the individual, then most likely the new idea will be ignored or discarded. Behaviors or actions likely to bring unwanted consequences or results are likely to be avoided. Actions which bring personal benefits or good results or which satisfy basic needs is given priority at the expense of actions with little, no or which bring loss and devastation to an individual.
BF Skinner listed the following suggestions as most commonly used by Managers to control employee’s behavior in most corporates;
· Positive Reinforcement – refers to positive response and compliment when someone does something good or positive. For instance, a praise and recognition make an employee feel better and it’s likely to repeat the same action again. Rewarding and acknowledging a high performance or improvement in productivity increases occurrence of the same action again.
· Negative reinforcement – refers to encouraging or praising an employee for showing a change from negative behavior. An employee with a bad record of either under performance, absenteeism or absconding of duties is likely to change once efforts to change are appreciated and recognized. When that happens the individual feels better and motivated to adopt the positive behavior.
· Punishment – refers to withdrawal of positive consequences or expectations following a negative or undesirable behavior. Punishment involves the authority enforcing restrictive decisions or actions to make the perpetrator feel bad as a result of the action. Once that happens, the employee is unlikely to repeat the negative action and in return it reinforces positive and required behavior.
· Extinction – refers to removing rewards or failure to recognize an unwanted behavior or action. For instance, if an employee fails to receive praise for good work or performance, the individual’s motivation is likely to go down and productivity likewise affected. This strategy can unintentionally affect desirable behavior as employees are left confused what is good or bad.  
The theory proposes that managers choose selectively reward performing employees to motivate others. All employees are not supposed to receive positive rewards or compliments as they are likely to get that as obvious to everyone. Rewards or incentives to certain required behavior or adoption of a desirable skill is effective in reinforcing organizational policies and maintaining control which makes employees work or behave objectively to achieve organizational goals. 

According to Skinner, internal factors like attitude, experience and emotions are less important so long as the environment is structured to derive motivation to the target individual. For an organization to succeed in training, the environment must be structured to induce positive emotions. That is achieved through offering of rewards and incentives to new skills acquired or trainings attended. 
Employees performance is motivated by an expectation of positive rewards in terms of salary increment, bonuses, employee benefits like social welfare, promotions, career development, job satisfaction and any other sort of benefit.


2.5 Why are Employee Trainings Important
There are several reasons why employees deserve to undergo trainings either at the beginning of an activity, mid-way, or frequently. These reasons explain why frequent trainings are important both to the employee’s professional development and to the benefit of the organization.
To improve employee Performance – trainings improves employee skill quality which in turn improves the quality of performing tasks. Effective training equips employees with required skills and expertise to perform their roles efficiently and efficiently which increases individual productivity and contributes to increasing organizational productivity.
To increase employee’s engagement level in the work place. With effective training, employees are empowered and more involved both in production and contributing necessary opinions for decision making. Training makes employees feel valued and appreciated which they reciprocate with more loyalty, commitment in their responsibilities and hence overall productivity is improved. Trainings share organizational objectives, values and culture which increase employee organizational knowledge and expectations enabling them to engage back through commitment in their roles.
Trainings are important to increase employee and talent retention by contributing and showing concern on their personal and professional development. By doing so, employees feel valuable, appreciated and part of something important. Trainings improves performance which in turn attracts rewards, incentives and promotions. It facilitates employee professional growth and promotions and therefore they are unlikely to consider leaving the organization. When an organization develops a culture of recruiting internally, employees are focused to perform in order to be considered during promotions or replacement of senior employees.
Frequent trainings instils consistency in desirable skills and competence level as they are made aware of their roles and expected productivity. Employees are acquainted with individual and team objectives, they are aware of what to expect from each other and the level of administrative support to be expected in the performance of their roles. When skills requirement and expectations are harmonized, individual efforts are channeled towards the achievement of a collective objective.
Employee trainings are important in tracking staff skill levels and requirements for future trainings. Through trainings, the human resources Manager is able to ascertain individual skill and technical knowhow which helps to plan on how to bridge skills gap. Training sessions are also important to know which employee fits what position in the organization.
Effective training programs are meant to addreass perceived and existing weaknesses in terms of skills or employee interactions. For instance, diversity training is important in maintaining employee inclusivity and motivation. Trainings are important platforms to educate the employees on subjects they are weak in in order to help them to implement the same during the performance of their duties. It enables an organization to achieve a competitive edge through efficiency and effective utilization of human capital. The trainings help in reducing common mistakes and increasing technical, operational and production efficiency.
Finally, employee trainings are very impactful in the general development and growth of an organization as it powerfully fuels business expansion and efficiency of operations through competitive production methods. In addition, the team becomes more productive and the organizations revenues and profit generation is positively impacted to the satisfaction of the stakeholders.


2.6 Conclusion
In this chapter, the researcher has vividly discussed literatures from other researchers and academic sources. Domestic and International status in human resources trainings has also been discussed. Training theory has highlighted the importance of employee trainings in the work place to grow their skill level and remain relevant in the industry. Theoretic framework has discussed Social Learning Theory and Reinforcement Motivation Theory. Social Learning Theory was used to show that employees can always learn and develop their skills through observation and imitation.
 Reinforcement motivation Theory argues that employee’s internal status is not important during trainings, instead, Managers and human resources professionals should concentrate on building an enabling environment which facilitate learning and adoption of desirable qualities. Reinforcement can be very effective to facilitate a positive change and to make workers behave loyally to achieve organizational objectives. Finally, the importance of trainings has been highlighted which prove that regular trainings is an effective method to improve productivity and efficiency in an organization.












CHAPTER 3
3.0. RESEARCH DESIGN AND METHODOLOGY
 3.1 Research Plan
Descriptive survey was used in data collection and to formulate results illustrative to the specific population. The target population being both the employees and the management of Ping An Insurance Company. Therefore, SWOT analysis was needed to analyze the internal advantages and disadvantages, external opportunities and threats of Ping An’s Insurance training programs. By using this method, the situation of the research object was studied comprehensively, systematically and accurately, and the corresponding development strategy and plan was formulated according to the research results (Grant, 2020).

The key success factor analysis method is a master planning method based on the key factors to determine the information requirements of the system. In the current system, there are always multiple variables that affect the realization of the system objectives. Several of these factors are key and main (Grunert, 1992). Through the identification of key success factors, the key information set needed to achieve the goal is found, and the priority of system development is determined. So we need to analyze the success factors of Ping An’s human resources training programs.


3.2 Research Design
The target population is either a gathering of people, items or objects subject to research. Target population is the identified demographic makeup in which the study is to be conducted by use of samples to represent the general population. The target population in this case is the Ping An’s employees.

3.3 Sample Size
Given the high number of Ping An’s employees, the researcher identified a sample of 100 participants to represent the target population in the study. According to the researcher, this number was sufficient and illustrative enough to generalize the results to the target population. Convenience and random sampling was instrumental in the identification of the 100 samples most of them employees in casual, contract, temporary and permanent employment.
3.4 Data Collection
The researcher will use interviews to collect the corresponding data. Interview method refers to a work analysis method in which staff analysts communicate face to face with employees to deepen their understanding of their work and return to work information (Sample Survey, 2020). This study will interview senior managers of China’s Ping An Insurance to collect and gather primary data.

[bookmark: OLE_LINK3]The study of human resources training programs in China needs to be combined with interviews and surveys to carry out detailed case studies. Olsen (2004) propose that triangulation will be done through a variety of techniques to discover similarities and differences between studies for insightful analysis.  
[bookmark: _Toc57569206] 
3.5 Research Methodology
The research methods used in this article are as follows:
1) Comprehensive literature research method. Through extensive collection and review of a large number of relevant documents on corporate human resource strategy and training, systematic and comprehensive sorting and summary, and querying the latest theoretical research viewpoints through multiple channels, the theoretical basis for this research is provided.
2) Case study method. Taking Ping An Insurance Company as an example, through the analysis of the company’s basic situation, organizational structure, and strategic planning, it summarizes the problems in the company’s employee training model, and proposes a design plan for establishing a strategic employee training model, which provides a theoretical study of this article. Realistic support.
3) Comparative analysis. When studying the difference between traditional training and strategic training, this article adopts a comparative analysis method. By analyzing the advantages and disadvantages of the two training modes, it provides ideas for constructing a new training mode.
[bookmark: _Toc57569207]3 Investigation
Investigation method is one of the most commonly used methods in scientific research. It is a purposeful, planned, and systematic method of collecting materials about the actual or historical conditions of the research object. Investigation method is a basic research method commonly used in scientific research. It comprehensively uses historical methods, observation methods, and scientific methods such as conversations, questionnaires, case studies, and tests to conduct a planned, thorough and systematic understanding of educational phenomena. It also analyzes, synthesizes, compares, and summarizes a large amount of data collected in the survey, so as to provide people with regular knowledge.
[bookmark: _Toc57569208]4. Questionnaire survey
Questionnaire survey refers to the method of collecting information by formulating detailed and thorough questionnaires and asking respondents to answer accordingly. Questionnaires were structured for the research direction, and large amounts of relevant data were collected.




3.5 Information Examination
Before data compilation, the finished questionnaires were screened for mistakes and consistency. Descriptive analysis was used to harmonize the diverse opinions and ideas given by the respondents The data will be coded to allow classification and packaging according to relativity. The Statistical Package for Social Sciences(SPSS) will be used.


CHAPTER 4
  DATA ANALYSIS AND INTERPRETATION OF FINDINGS
4.1 Introduction
In Chapter, the researcher will be presenting and explaining results and findings from the field; therefore, the chapter will focus on discussing findings, interpretation and presentation of data. The purpose of this study was to find out the impacts of employee training to the workers and the organization in Shenzhen City’s Ping An Insurance Company in China. Frequency tables and figures were used to present data from field work. The results were made to answer questions listed. The data collected was compiled and analyzed and the reports were produced in form tables and figures.

 4.2 Response Rate
A sample of 100 respondents were selected from the pool of thousands of Ping An’s employees. Questionnaires were administered to the respondents for them to fill in their own time. Some questionnaires were send through email to the respondents and back as they had complex schedule’s and the researcher could not afford to meet them face to face. Out of the 100 questionnaire’s submitted to the respondents, 16 of them were not returned while others were wrongly filled. Out of the 100, 50 were men while the other 50 was female respondents. From the total sample, 10 women defaulted the filling of questionnaires while six male employees defaulted. With a total of 16 defaulters, or a 16 % of the total sample. those questionnaires were therefore categorized as spoilt. However, the researcher concentrated on the data from the 84 remaining questionnaires. They represented an 84% response rate which was adequate for the researcher to compile results and generalize the results to the general population. A 70% response rate is the minimum average rate for a research to be assumed to be empirical and representative of the general population.

Table 4.1 Response rate
	Questionnaires
	Male
	Female
	Total
	Percentage %

	Filled
	44
	40
	84
	84

	Spoilt
	6
	10
	16
	16

	Total
	50
	50
	100
	100


  

4.3: Education level
The respondents where requested to provide information on the level of their education.

	Level of education
	Frequency
	Percentage

	Secondary
	38
	45%

	College Diploma
	22
	26%

	Undergraduate/Bachelors
	16
	19

	Post Graduate and others
	8
	10

	Total
	84
	100%




 
In Table 4.1 above, the question was to ascertain the level of education of various employees both male and female. A total of 38 percent or 45% of the respondents said they had only Secondary education. 22 Respondents or 26 % of the respondents who filled the questionnaire agreed to have attended a College education. Only 19% of the respondents or 16 respondents agreed to have a Bachelor’s Degree or an Undergraduate level of education. 8 respondents or ten percent of the total respondents agreed to have a Post graduate or beyond in the level of education.

 
4.4 Employment Terms
The researcher attempted to ascertain the type of employment terms from the respondents.

Table 4.3

	Employment type
	Frequency
	Percentage (%)

	Permanent 
	27
	32

	Temporary
	25
	30

	Contract/Outsourced
	14
	17

	Casual
	18
	21

	Total
	84
	100



In table 4.3 above, 27 respondents or 32 percent of the respondents said their employment terms is Permanent. 25 respondents or 30 % of the respondents confirmed to be employed on a temporary contract. 14 respondents representing 17 % of the total respondents were outsourced from independent contractors and companies offering specific services to Ping An. 18 respondents were employed on casual terms.

4.5. Is Training Necessary
 In the Table below, the researcher was trying to ascertain whether the employees believe that job related trainings are necessary to improve their Performance. 

Table 4.4

	Response
	Frequency
	Percentage (%)

	Strongly Agree
	40
	47 %

	Agree
	26
	30 %

	Disagree
	15
	18 %

	Strongly Disagree
	6
	5 %

	TOTAL
	84
	100



According to Table 4.4 above, 40 respondents or 47% of the respondents supported the fact that job related trainings are important to improve employee performance. While 26 respondents or 30 % of the total respondents agreed that employee training is necessary. 15 respondents or 18 % of the total respondents disagreed with job related trainings as a motivation to improved performance. Only 6 respondents or just 5% of the respondents strongly disagreed with the concept of job trainings as a motivation to high performance. Those who agreed with trainings as a motivation to improved productivity argued that the trainings are important in skills development and knowledge of individual and team targets. That way they remain focused to achieve set targets. Those who claimed trainings are not necessary attributed other factors as their reason to the opinion. They argued that training alone cannot improve performance. According to them, for the trainings to be effective, the company must also take care of other needs like employee welfare, minimum wage review, and the reduction of production targets in order for employees to have enough time to work effectively.
4.6 Attended a Form of Training
The researcher sought to find out whether the respondents had attended any form of professional training by the time of the study or not.



Table 4.5. Attended Training  
 
	Response
	Numbers
	Percentage %

	Attended Training
	60
	 71

	Never Attended
	24
	29

	Total
	84
	100



According to table 4.5 above, 60 respondents or 71 percent of the respondents agreed to have attended a form of training in Ping An Insurance Company. The training programs were financed and proposed by the human resources department. Those who never attended any form of training gave reasons like they never got an opportunity to attend the trainings. Others claimed that the trainings are voluntary and they were not interested. 


4.7. Reasons for attending training
The respondents were expected to provide reasons why they attend the training programs.

Table 4.6


	Response 
	Frequency
	Percentage (%)

	To gain new skills
	18
	30 

	For promotion
	26
	43%

	Company policy
	10
	17%

	To pass time
	6
	10%

	Total
	60
	100%


 
The table above gives an illustration that 18 respondents or 30 % of the respondents attributed the desire to gain new skills as their main reason they attend work related trainings. 26 respondents or 43 % gave promotion and work related incentives as their main reason they attended the work related trainings. While 10 respondents or 17 % attributed their attendance to the employer’s requirement. They attended because the management proposed and made it mandatory for specific job groups to improve their skills. 6 respondents or 10% claimed that they attended the trainings as pass times and to escape their duties. They had no clear reason why they attended the trainings. 

4.8 Are training programs offered in Ping An effective 
The researcher attempted to ascertain whether the Ping Ans employees consider the training programs offered by their human resources effective.

Table 4.7
	
	Frequency
	Percentage (%)

	Effective
	75
	89

	Less effective
	9
	11

	Total
	84
	100



According to table 4.7 above, the researcher found out that 75 respondents or 89% of the respondents consider employee trainings offered in their company effective while only 9 respondents or 11% of the total respondents said the trainings are ineffective and therefore do not help the employees in any way. The reason why a huge number of employees where certain that the training programs are effective is because they attributed the company’s success and its many years of market dominance to its commitment in skills development.
The 9% who gave little impact as their answer attributed their reason to lack of proper consultation while developing the training programs. Some of them revealed that they don’t deserve some of the training programs they have undergone.


4.9. Conclusion
Chapter 4 has covered data analysis and interpretation. In this chapter, data gathered from the field was sorted, gathered and categorized to derive a meaning. According to Ping An’s employee responses, training programs are an important practice. Employees also prefer to attend work related trainings in order to gain from incentives and rewards offered after attending the exercise. A small number of employees showed little regard to the trainings to the trainings and the way they are conducted. They showed dissatisfaction in the whole process. Only a neglible or small number of Ping An’s employees were uninterested with the whole process. From the results, it is prudent to recommend more trainings to Pin An’s employees as well to conduct a consultative investigation to find out why some workers consider the trainings as less important or they are uninterested. The researcher was able to ascertain the impact of work based trainings on performance and professional development.


















CHAPTER FIVE
5.0 RECOMMENDATIONS AND CONCLUSION
5.1 Recommendations
The researcher made various observations on the human resources trainings in Ping An Insurance Company. Through the various data collection methods applied, and according to the table representation in Chapter 4, the researcher has made an assumption that employee trainings are necessary to improve organizational productivity. However, the researcher was able to pinpoint a weakness in the trainings. Some of the employees made responses which meant that they were not okay with the trainings. A major reason was that the trainings were not equally accessible to all employees and secondly the trainings development did not involve the employees. As a result, some of them felt that the trainings did not serve their needs and therefore they were not very important to them.
To avoid resentment and employee marginalization, the human resources department need to involve the employees during the formulation of the trainings so that pertinent issues can be addressed in the trainings. Secondly, the trainings should be made accessible to all employees as much as possible. By some employees attending more trainings than others, it makes some of them feel neglected and less important. As a result, some of them isolate and marginalize themselves which is a bad phenomenon. Diversity and inclusivity trainings should be conducted to help employees realize their value and the team. Frequent trainings will also ensure that more people are equipped with skills and knowledge on organizational culture and objectives. 
Employees with better skills and excellent performance record are more loyal, productive and less likely to look for opportunities elsewhere. Therefore, employee training sessions should also be used as a source of motivation and fostering inclusivity.

5.2 Conclusion
[bookmark: _GoBack]The study was able to achieve its purpose by ascertaining the impact of employee training to general productivity. According to findings in chapter 4, Ping An Insurance employees confirmed that the trainings they undergo increases their performance and productivity. They attributed the company’s long history of success to frequent trainings on skill development. The researcher also made an observation that Ping An’s training sessions were effective but according to a section of employees some changes need to be made. The Hr. department should adopt a bottom up communication model in order to maintain inclusivity in the team. Finally, employee trainings should be emphasized to maximize on human capital investments, improve organizational productivity while promoting individual professional growth.
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