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ABSTRACT: Human resources are the most vital asset of the organisation. With the increase technological 
advancement and leading cut throat competition, it is necessary for the organisation to become more 
competitive in the current environment. Training practices are very helpful for the employees to increase the 
efficiency level and imparting higher technical knowledge related to particular work. The objective of this 
study is to examine the impact of training practices on performance of Sales Force in Life Insurance 
Corporation. This paper is based on primary data and for data collection, questionnaire method is used. A 
sample of 100 employees is taken from the corporation. The data is analysed by using multiple regression 
technique; it is found that there is moderate correlation between Sales Force Performance and on the job 
training. The study found that on the job training method has high significant impact on performance of 
sales force as compared to off the job training method which turns to boost the performance level of the 
Sales Force. 
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Introduction 
In Globalisation scenario, Technological advancement plays a vital role in the economic development of the 
country. With the technological advancement, an organisation has to adopt the innovation concept and 
changing the production mechanism also. To be competitive in the global market, an organisation must have 
the caliber of producing quality output, employees having the knowledge regarding the technological 
concept. Besides the natural and physical resources, Human resources are the most important asset for the 
organisation without this, an organisation cannot survive for the long time period. The organisation has to 
make some investment for retaining the human resource in their organisation.  
Training is the most important tool which helps the employees to improve the performance level by 
imparting the knowledge regarding a particular job avoids industrial disputes, increases the moral of an 
employee, maintaining harmonious relation between employees and employer. Training is not only 
beneficial for the employees but also it is helpful for the well-being of an organisation. It helps in increasing 
product efficiency, reduction of cost mechanism, optimum utilsation of resources and also helps to retain 
good human resources in the organisation. Training can be effective only when capacity building program is 
organized in the organisation. 
Training focuses on the various vital aspects as follows:- 

1. It helps to maintain the human relations among the employees in the organisation. 
2. It helps to increase the quality of product and increases the competitiveness level of the 

organisation. 
3. With the help of training, employees fulfill their tasks on time because it need less supervision for 

performing a particular task in the organisation. 
4. It helps to increase the profitability of the organisation for longer period. 
5. Training contributes for the economic development of the country by increasing mass production 

and produces more goods and services. It helps in increasing exports and reducing imports of the 
country. 

6. It creates employment opportunities for the employees of the organisation which turns to reduce 
the unemployment problem from the country. 

 

Review of Literature 
Modak K.C.et.al. (2014) in his research paper titled “The Impact of Training on Productivity in IT Industry at 
Indore” highlights the effects of training on employee productivity. The objective of this paper is to prepare a 
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suitable training framework for IT Industry. A sample size of 100 employees is taken who belongs from the 
organizations such as Impetus and CSC by considering Stratified Random sampling method. For data 
analysis, Percentage analysis, Correlation test and Paired T-tests are used and it is observed that there is a 
strong association between Training and Productivity where the value of correlation is 0.950. In last, it is 
concluded that Training plays a significant role in increasing the productivity level of the organization. 
Elnaga A.et.al. (2013) in his research paper titled “The Effect of Training on Employees Performance" 
highlights the importance of investment in the training and development for the improvement in the 
employees performance. The objective of this paper is to study the influence of effective training programs 
on employee’s performance and productivity. To meet this objective, exploratory research methodology is 
used in order to find out the relationship between Training and Employees performance. In last, it is 
concluded that manager does not recognize about the significance of training practices or they believe that 
due to adoption of training practices which turns to increase the cost of company. 
Gamage P.N.et.al. (2013) conducted a study on the topic " Training and Development and performance of 
Employees: Evidence from Sri Lanka Telecom" highlights effects of Training and development programs on 
employee's performance. The objective of this paper is to identify the effectiveness level of the Call center 
staff of Sri Lanka Telecom. A sample of 226 employees is selected from the population of 450 employees of 
call center division area by considering simple random sampling method. In last, it is concluded that training 
helps to improve quality products, high involvement in employees and provide safe and clean environment 
to all in the organization  
 

Objective of the study 
The main objective of the study is to determine the impact of training practices on performance of sales 
force in Life Insurance Corporation 
 

Research Methodology 
In the present study research design is “Exploratory-cum Descriptive”. For the data collection, Random 
Sampling method is used. A sample of 100 respondents is taken belongs to LIC companies. The data is 
collected with the help of questionnaire. For analysis of data, Frequency, Percentage, Mean and Regression 
Analysis are used. 
 

Data Analysis and Interpretation 
This part explains the analysis and interpretation of objectives. For achievement of the objective following 
hypotheses are set. 
 

Hypothesis Setting 
The hypotheses are developed on the basis of literature review and objective of the study. The null 
hypotheses are framed under the study stated below:- 
H01: There is no significant impact of On the Job Training method on Sales force Performance. 
H02: There is no significant impact of Off the Job Training method on Sales force Performance. 
Demographic characteristics of respondents 

Demographic Variable Category Percentage (%) 
  Gender Male 55 

Female 45 
Age 21-30 Years 29 

31-40 Years 39 
41-50 Years 15 

50 Years and above 17 
Educational 

 Qualification 
Upto 12th 23 

Graduation 36 
Post-Graduation and above 41 

Job Title Development Officer 27 
Manager 22 
Agents 25 

Deputy Manager 26 
  Source: Researcher’s Calculation 
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The Above Table depicts that out of total respondents, 55% were male and 45% were female. It shows that 
the percentage of the male respondents is more. There were29% respondents between 21-30years old, 39% 
were between 31-40years old, 15% were between 41-50years old and 17% were above 50 years. It shows 
that maximum of the respondents are in between 31-40 years age group. In another case, out of 100 
respondents, 23% of respondents were belonged to secondary class, 36% were graduated and 41% were 
post graduated and above. It shows that maximum of the respondents belongs to Post-graduated and above 
group. This table also shows that 27% of respondents were development officer, 22% of respondents were 
manager, 25% of respondents were agents, 26% of respondents were deputy manager. It shows that 
maximum of the respondents are Manager. 
Multiple Regression Method: 
 To study the impact of independent variables on the dependent variable, multiple regressions are one of the 
best effective method. It gives us a regression equation which is true for the given sample but in order to 
generalize the results about the broader population from which it is drawn some assumptions are fulfilled. 
In this study performance of sales force is taken as dependent variable, with independent variables being On 
the Job Training and Off the Job Training methods. Stepwise Method of regression is used to fit a model. The 
results of multiple regressions (Stepwise Method) are as follows:  

Descriptive Statistics 
 N Minimum Maximum Mean Std. Deviation 
Sales-Force  Performance 100 68.00 132.00 92.3500 12.52744 

On the Job Training 100 12.00 25.00 17.2400 3.03555 
Off the Job Training 100 6.00 28.00 18.9900 4.33099 

N 100     
       Source: Researcher’s Calculation 

Table 1- Pearson Coefficient Correlation 
 Sales-Forc 

e Performance 
On the Job  
Training 

Off the Job  
Training 

Sales-Force Performance 1.000 0.522 0.287 
On the Job Training 0.522 1.000 -0.005 
Off the Job Training 0.287 -0.005 1.000 

    Source: Researcher’s Calculation 
The above table indicates that the value of correlation between Sales Force and On Job Training is 0.522 
which depicts the high degree of correlation between the variables. In another case, the value of correlation 
between Sales Force and Off Job Training is 0.287 which depicts the low degree of correlation between the 
variables. 

Table 2 - Model Summaryc 

 
 Source: Researcher’s Calculation 
 

Table 2 exposed the strength of relationship between the model and the dependent variables. 
The values of R depict the multiple correlation coefficients between the predictors (independent variables) 
and the outcome (dependent variable). When only On the Job Training was used as a predictor, a moderate 
correlation (r=0.522) between On the Job Training and Sales Force Performance was observed. The next 
column gives the value of 𝑅2, which tells us a measure of how much the variability in the outcome (Sales 
Force Performance) is accounted for the predictors (On the Job Training, and Off the Job Training Methods). 
For the first model, its value is 0.265 (Table 2), which shows that 26.5% contribution done by On the Job 
Training practices on Sales Force Performance of employees. However, when the other predictor (Off the 
Job Training) is included as well, the value increases to 0.343 or 34.3 percent, it means together On the Job 
Training and Off the Job Training contributes to 34.3% variation in Sales Force Performance of employees. 
Durbin-Watson is used to check the autocorrelation in regression technique. The value of Durbin-Watson 
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statistics is 2.345 which are between the ranges of 1-3 by this value it can be interpreted that there is no 
first order linear auto-correlation in the data. 
 Table 3- ANOVAa 

Model Sum of Squares df Mean Square F Sig. 
1 Regression 4226.656 1 4226.656 36.623 .000b 

Residual 11310.094 98 115.409   
Total 15536.750 99    

2 Regression 5531.998 2 2765.999 26.817 .000c 
Residual 10004.752 97 103.142   
Total 15536.750 99    

a. Dependent Variable: SFP_v 
b. Predictors: (Constant), On_the_Job 
c. Predictors: (Constant), On_the_Job, Off_the_Job 

       Source: Researcher’s Calculation 
 

The F-ratio is used to find out whether model is better with several Independent variables than the mean 
score. In case of Sales Force Performance, the F-ratio for model 1 and 2 are 36.623 and 26.817 respectively 
which are significant at 0.05 percent level of significant ( p < 0.05 ), but the F-ratio for model ‘1’ is more than 
other model. So, we can safely conclude that the model ‘1’ is more significant in predicting the outcome 
variable (Sales Force Performance). 
 

Significance of Independent variables: 
Table 4 -Coefficientsa 

 
 Source: Researcher’s Calculation 
 

The analytical Table 4 exhibits the estimates of b-values (Unstandardized coefficients) which explicate the 
individual contribution of each independent (predictors) variable to the model. The positive value depicts 
positive relationship between the predictors and outcome variable and vice-versa. The b-values also explain 
to what degree each predictor affects the outcome variable if the effects of other predictors are held 
constant. If we replace the b-values in equation, we can define the model as follows; 

 
Model: Sales Force Performance = b0 + b1 On the Job Training + b1 Off the Job Training 

= 39.212+ (2.159 On the Job Training) + (0.838 Off the Job     Training) 
 

Unstandardized coefficients (b-value) for Model exhibit through Table 4:- 
On the Job Training (b-value =2.159): This value indicates that every additional unit (1 billion) of On the 
Job Training is associated with an extra 2.159 unit’s increment in Sales Force Performance. This 
interpretation is true only if the effects of Off the Job Training held constant. 
Off the Job Training (b-value =0.838): This value indicates that every additional unit (1 billion) of Off the 
Job Training is associated with an extra 0.838 unit’s increment in Sales Force Performance. This 
interpretation is true only if the effects of On the Job Training held constant. 
The Standardized beta values (labeled as Beta – β) exposed through Table 5 indicates the volume of 
change in standard deviation outcome (dependent variable) due to one standard deviation change in the 
predictor (independent variable). 
On the Job Training ( β = 0.523 ), this value observe that as On the Job Training increases by one Standard 
deviation ( 3.03555)  units, Work Attitude increases by 52.3 percent units. This interpretation is true only if 
the effects of Off the Job Training held constant. 
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Off the Job Training ( β = 0.290 ), this value observe that as Off the Job Training increases by one Standard 
deviation ( 4.33099)  units, Work Attitude increases by 29.0 percent units. This interpretation is true only if 
the effects of On the Job Training held constant. 
Testing of Hypotheses 
H01: There is no significant impact of On the Job Training method on Sales force Performance. 
The p-value related to On the Job Training in Table 2 is less than 0.05. 
So, null hypothesis H01 is not accepted. Hence, it is concluded that On the Job Training method have 
significant impact on Sales force Performance. 
H02: There is no significant impact of Off the Job Training method on Sales force Performance. 
The p-value related to On the Job Training in Table 2 is less than 0.05. 
So, null hypothesis H02 is not accepted. Hence, it is concluded that Off the Job Training method have 
significant impact on Sales force Performance. 
Normality of residuals:   
While fitting a model, there should be normality of residuals. This is highlighted in the figure given below: -  

 
Normal P-P plot of regression standardized residuals is presented as follows: 
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  So, regression model is a good predictor of performance of sales force. 
 

Homoscedasticity: 
Another assumption of a good model of regression is that the residual has the constant variance means 
homoscedastic in nature. The scatter plot of our regression model is as follows:  

 
 

Conclusion 
In last, it is concluded that Training practices are very important in improving the performance level of Sales 
force in the organisation. Through the data analysis, it is observed that if an organisation conduct Capacity 
building program or organize training effective programs for their employees then, it leads to increase the 
productivity level and boost the morale of employees. Sales Force performance and Training practices are 
highly correlated to each other. On the job training methods has high positive impact on performance of 
sales force. So, organisations must focus on On the job training methods for enhancement of performance of 
employees engaged in the organisation. 
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