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Development of Human Resources Through Training By UsingADDIE Model
A Case of Janata Bank Ltd.

Dr. Mihir Kumar Roy*

Abstract

Training is a continuous process to improve the caliber o.f employees. The ruain objective
oJ this study is to assess and investigate the impact of training by using the ADDIE Model.
This study used a qualitative qs well a descriptive approach to gather dataJroru secondarl,

sources. The study reyealed that the results o.f the model have a positive impact on the

training process o/-Janata Bank ltd. The study recommended that the application oJ'Model

Process in Janata Bank should be.folloved to moke the training process e.fJbctive and

fruitfirl. The study concluded that by proper training and development process employees

became more fficient and could contribute well in the organization.

Key Words: Training, Development, Motivation, Employees, Efficiency

1. Introduction

Training is the most basic function of human resources management. It is the systematic appfica-

tion of fbmal processes to help people to acquire the knowledge and skills necessary for them to

perform their jobs satisfactorily', speedily and efficiently (Armstrong, Citation2020). The

research defines training and development as the main contributing factors to business efficien-

cies and effectiveness (Schuler & MacMillan 1984). The increase in Employees and cotporate

competitiveness compensate for the high expenditure on training and development programs

(Bartel, 2000). Moreover. earlier study finds a relationship between training and development

with the competencies and efficacy of the firm (Blundell et al., 2005).These activities have

become widespread human resource management practices in organizations worldwide (Hughes

et al.. Citation20l9). In today's business world, training is the main strategy to perform the

institutional objectives. It helps to improve employee and employer perlormance (R. A. G. Khan

et a1., Citation 2011; Rutledge & Cath car1, Citation 2019). Employees are the most precious

asset for any organization in building up or destroying its reputation and profitability (Elnaga &
Imran, Citation 2013). Some of the factors that determine the performance of employees are

training of employees, organizational policies, working situations, job satisfaction, interactions

with in the organization (Akhtar et al., Citation2012;). Thus, training is one of the most effec-

tive tools to enhance the employee perfomance and to achieve the organizational objectives

and goals effectively and efficiently (Afroz, Citation 2018; Caravan et al., Citation 2020).

Several studies and research findings indicate that training has a positive effect on the business

outcomes through increased productivity, improved management skills, reduced production

* Prof'essor ancl Dea[. Facultl,ol-Business and Econonics. C]it-v U[1\'ersity. Dhaka: Fonner Director. BARD
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costs, easy access to profitability, and expanded market (Kessy&Temu, Citation20l0). Similarly,
studies in the case of industries in Karachi, Pakistan (Hafeez & Akbar, Citation20l 5), ,in the case
of banking sector in Lesotho (Motlokoa et al., Citation20lB) and in the case ofArusha Munici-
pality in Tanzatia (Nassary Citation2020) show a positive relationship between training and
employee perfotmance.Most of the empirical sfudies on the training on employee for human
resources development focused on the private sector and companies that are proht-oriented and
foreign countries. Therefore, limited studies are conducted in the case of development of Bangla-
desh Banking sector by using ADDIE Model which consisted of five stages likeanalysis,design,
develop,implement and evaluate.The proposed study is a modest attempt to throw light on the
issue of training and development of employees of Janata Bank, a public sector Bank of Bangladesh

1.2 Rationale of the Study

Banking system played an impoftant role in the Financial sector of Bangladesh which holds
more than 60 percent share in the Gross Domestic Product (GDP) As in Bangladesh l'rfty percent
of people who are dependent on bank for the management of their financial resources, this
sector is developing for the purpose of serving people in the best possible way for which it needs
skilled and motivated human resource. So, this paper is an attempt toanalysesthe effect of
training and development program on the employees of Janata Bank Ltd.

1.3 Significance of the study

The significance of this study is that it will provide benefit to the banking organization (GB) in
understanding the imporlance of employee training. It will help the JB to know about the aspect
that trainings play a vital role in developing employee's working performance and it wili also
help in developing the relation between the employee's qualitative aspect and employee
trainings. In this research. it has been observed that it will also help identily the lapses in the
employee human resources development due to the lack of adequate training. Its findings will
provide data for further research in training not only at Janata Bank but also in the other banks
of Bangladesh.

1.4 Objectives of the study

The specific objectives of the study are as follows:
1. To evaluate and analyses the training and development process of Janata Bank and its impact

on the employees.

2. To assesses the appiication of the ADDIE Modelon the training process as well as employees
of Janata Bank Ltd.

3. To suggest policy implications arising out of the study
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1.5 Literature review

1.5.1. Training

Training is consists of an organization's planned efforls to help employees acquire job-related

knowledge, skills, abilities, and behaviors, with the goal of applying on the job (Noe & Hollenbeck,

Citation 2019). Training is the systematic modification of behavior through learning processes,

which enable individuals to upgrade the levels of knowledge, practice, and qualification needed

to carry out their tasks efficiently. It improves the performance of both employees and employers

(R. A. G. Khan et a1., Citation 2011). In addition, according toA. Khan et al. (Citation 2016),

training helps the workforce adapt flawlessly to new technology thereby increasing the

efficiency and productivity of individuals and organrzations. As ctted on Abegha and

Barlha(Citation 2012), while considering a training process it is essential to know who is to be

trained, the method and program of training and also whether the main goals of the trainings are

being achieved or not. Formal training is indeed only one of the ways of ensuring that learning

takes place (Armstrong, Citation 2014).

1.5.2 Training and Development

The firm's HR practices will immediately influence the employees' skills which will add to the

organization. Furthermore, they will foster employees' development to get involved and committed

to the business (MacDuffie, 1995;Wright et a1., 1998). Training and development are necessary

for any firm, and they are an organizational subsystem derived from two independent yet interre-

lated words that work together to increase the individual's global productivity (Salas et a1..

2012). Previous studies find that the most popular term for "training and development" is

"lifelong leaming." It takes into account how individuals continue learning (Field, 2008),

develop competencies (Shandler, 2000), add value, are intelligent and experienced (Jarvis.

20i2), fit, adjust to changes (No1fi&Parisi, 1996), improve as they grow, and, in sum, accommodate

with the stream (Sartori et al.,2018). According to Kadiresan et al. (2015), "development is

setting up and makrng.employees ready for potential vacancies and issues." Moreover, when

organizations communicate with employees about their skills gap, they decide whom to train,

which areas they need training, and when to do it; only training can be introduced appropriately

(Kum et al.. 2014). Hence, training becomes a joint action between an expefi and an employee

leading to the efficient transfer of information, know-how, skills. and attitudes, consequently

allowing an efficient output from the employee on the job. Training activities are focused on and

evaluated against an individual's recent work (Lerner,2018).

1.5.3 Training and Development with Competitive Advantage

One scholar states that development and growth are usually the objectives and goals of
organizations (Goldberg, i., 2018). During a constantly changing environment. organizations

reahze that they must adopt a new strategy to empower their competitive advantage to survive.

Thus they focus on their employee's performance as a significant resource to improve
competitiveness (Diamantidis & Chatzoglou. 2019).
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Pofter (1980) defines 'competitive advantage' as the capacity to perform better than rivals in the
same sector or market due to resources and personal qualities (Chaharbaghi& Lynch, 1999).
Moreover, studying competitiveness draws researchers'attention due to curent coniems regard-
ing organizations' higher performance levels in today's competitive market. A firm achieves a
competitive advantage when applying a benel'rt-maximizing approach not implemented concur-
rently by existing or future rivals (Clulow et al., 2003).Much of the research supports the idea
that businesses that use effective human resource methods, those with the proper recruitment
process, training and development program, good benefits, etc., will be more competitive over
rivals. (Byrnes &Cascio, 1984; Steffy& Maurer, 1988; Bamey & Wright, 1998).

ln addition to their competitive position. organizations will benefit from training and development
at different levels. They will react effectively to changes and the latest unpredictable external
factors in the industry (Beaver & Hutchings, 2005)

1.5.4 Training and Development with Innovation

Development and growth are usually the objectives and goals of organizations (Goldberg,2014).
In all the organization theories, from the classical view that values work to the human relations
theory that values human resources in organizations, the critical factor in any organization is the
human element; humans make the job done, and the organizations' goals and objective met
(6nday, 2016).Furlherrnore. innovation is fundamental for business achievement in the market
because innovative companies are more open and compliant to new situations and variations
(NARANJO-VALENCIA et al., 2018). Academics and expefis try to identif, innovation-
influencing factors. Previous research found that human resource (HR) methods improve
innovation, emphasizing the position of training (Laursen,2002;Laursen& Foss,2003).

1.5.5. Systematic approach to training process

Organizations need to exercise a systematic training approach to ensure the outcome of the
training. A systematic approach to training often includes identifying training needs, training
design, delivery style and training evaluation (Mathis & Jackson, Citation20l6). Careful imple-
mentation of each elemelt of the training process determines its success. From the employee
perspective, training can be effective if it is related to a high level of motivation, create better
ability to perfotm their job, and also makes them feel positive toward their work (Balogun,
Citation2011). Armstrong (Citation20l4) explained that training should be systematic in that it
is specifically designed, planned, and implemented to meet defined needs. it is provided by
people who know how to train and the impact of training is carefully evaluated. According to
Mondi and Mustachio (Citation2016) and Mathis and Jackson (Citation20l6), a systematic
training process is made up of four phases, namely, training needs assessment, training design,
training delivery style and training evaluation.

1.5.6. Training needs assessment

Since training is a need-oriented effofi, determining the level, type and duration of the training is
the prime importance at this stage of the process. Consequently, assessing organizational training
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