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ASSESSMENT OF THE IMPACT OF TRAINING IN CO-
OPERATIVE SOCIETIES

Dr. Shashi Verma

Co-operatives through out the world have all along been recognized as powerful
instruments for economic development. They have a crucial role to play in social
integration and social upliftment. They provide a model for a people-centered and
sustainable form of social organization based on equality, justice and solidarity. Co-
operatives will always be required to look into the economic aspects of their activities, but
their role in social integration can never be under estimated.

According to Lambart Paul (1963), cooperative is “an enterprise formed and
directed by an association of users, applying within itself the rules of democracy and
directly intended to serve both its members and the community as a whole”. The concept
of cooperatives implies individual initiative, optimism for a better future and reliance in
one’s own efforts and willingness to work together for achieving shared objectives. The
ultimate objective of any co-operative is to provide better living to its members and their
families. According to Mishra (2000), active involvement and participation of people in
the affairs of cooperatives can provide a big stimulus to the functioning of cooperative
organisations. Robert Owen, an industrialist and the father of modern cooperative
movement was the first to propagate the ideals of cooperation in England. He conceived
cooperation as the instrument of self-governing villages. The cooperatives in functional
areas such as consumer products, marketing, diary, housing, fisheries, poultry, horticulture
and food processing, etc. have witnessed a phenomenal growth in recent years.

The first modern cooperation was registered in India under the Cooperative Credit
Society Act, 1904. For the development and promotion of cooperatives, the Government
of India has set up three cooperative development and financing institutions – National
Cooperative Development Corporation (NCDC), National Dairy Development Board
(NDDB) and National Bank for Agriculture and Rural Development (NABARD).

For effective working of co-operatives there is a need to manage them on
professional lines and also in the spirit of self-help and self-reliance. Their success
depends upon right type of managerial leadership possessing vision, farsightedness,
professional management skills and ability to lead employees and members on right path.
In changing societal environment, which is charged with violent waves of business
competition, it is becoming difficult for the cooperatives to survive and compete with
more professionally competent organizations mainly because of their limited capacity to
hire qualified staff. Though realized long back, the cooperative sector is now giving more
emphasis on providing training for improving the quality of their human resource. Such
training is focused at imparting required knowledge, developing skills and inculcating
necessary attitudes.

Over the years, the cooperative movement in Himachal Pradesh has picked up. It
has contributed in a number of ways in improving the plight of rural masses. The number
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of cooperative societies in Himachal Pradesh was 4334 in 1999-2000, which is a
commendable achievement. As far as the training of cooperatives’ personnel is concerned,
it remained a low priority till 1987. In 1987-88 only 121 persons were trained. This
number has increased to more than 15000 in 2003-2004. It shows that there is a substantial
increase in the number of persons trained in the recent years.

Training, being strong stimulus and input for quality work, helps to boost the
morale of employees. Training inculcates sense of commitment among the employees for
undertaking the task ahead and helps them to realize their full potential. Unless there is
periodic training and retraining programmes for the staff, manpower development in the
system will not be possible. Therefore, training for members of cooperatives staff is
always needed for the success of co-operative sector. Capacity and credibility building of
co-operative personnel is being undertaken with the active support of co-operative
management and training institutions at national, state and district levels. National Council
for Co-operative Training (NCCT) is responsible for organizing, directing, monitoring and
evaluating training for personnel working in cooperative institutions. It also organizes
need based training programmes. Professional training programmes are investment in
human resource development. The effectiveness of a training programme is of great
concern and value to the management of a cooperative society. It needs to be assessed in
terms of the realization of the goals by cooperative societies. Further the evaluation will
help in ensuring that the purpose of training programme is fully achieved. Evaluation is a
continuous process that involves obtaining feed back material, which will help to decide
that what type of training policies should be adopted to make training programme effective.
The feedback encourages learning both by the man who is the focus of training and by the
man providing it. Evaluation of training also becomes important because if training does
not return as much in benefits as it costs, there is no reason to train.

For better management of co-operatives, trained staff in the societies is essential.
Training being a planned learning experience is designed to bring about change in an
individual’s knowledge, attitudes and skills and to create the required understanding in
organizational interpersonal interaction. Training of cooperatives’ staff is essential as the
job requirements and expectations are changing due to technological revolution and also
changing societal aspirations. The system and practices that were in operation a few years
ago are no more considered effective due to new discoveries in technology and changes in
environment.

Maclagon Committee (1915), ICA (1966), Siva Parkasam (1991) and Srinath
(2000) have observed that co-operative education provides a sense of commitment and
training being a vital input provides professional skills. They have stressed on co-operative
education and training programme for personnel working in cooperatives. Watkins (1996),
Kulkarni and Swami (1981), Saksena (1982), Yesu Dass (1984) and Debabrata (2000)
argued that professionally half trained staff is sheer waste of time, efforts and money.
They strongly advocated for training projects so that necessary competence be developed
and staff be efficient. Shah (1996) highlighted the significance and relevance of
professional management and human resource development through enlarged scope of co-
operative training and education.
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Mckillop (1974), Cornea & Tepping (1977), Jain (1984), Hearth (1984) and
Maghimbi (1989) in their studies focused at evaluation of training. They have argued for
impact assessment and for evaluation of training. Maghimbi (1989) worked on finding out
appropriate techniques of evaluation. He advocated that the members could be taught
about scientific evaluation techniques. Jain (1984) argued for transparent impact
evaluation in addition to self-evaluation, which should be done at two levels i.e.
performance review in monthly meetings and establishment of co-ordination committee to
evaluate performance.

Most of the researchers and scholars studying co-operative societies have focused
their attention on role of co-operatives, management and organization. Some have also
tried to understand the need for training, particularly in the modern era of changing
consumer choices and needs. The field of studying the impact of training has largely
remained unattended.

In Himachal Pradesh, training to the staff and office-bearers of cooperatives is
imparted by co-operative training centers at Mashobra (Shimla), Garli (Kangra), and
Mandi; and Agriculture Co-operative Staff Training Institute, Summer Hill (Shimla). A
review of the literature shows that no significant effort has been undertaken to study the
impact of such training on the behavior of staff and office-bearers, and ultimate effect on
the working and performance of cooperative societies. The present work ventures to study
the impact of training as perceived by the trainees. The study strived to achieve the
following objectives.

OBJECTIVES

The present study focused at studying the impact of training on the performance of
personnel working in co-operative societies. The main objectives of the study were:

1. To critically examine the objectives, relevance of contents and benefits of training
as perceived by the trainees of different categories.

2. To assess the impact of training on different aspects of knowledge, skills, attitudes
and behaviour of various categories of trainees.

3. To find out the applicability of the training outcome in practice.
4. To suggest appropriate measures for improvement of training contents and process

of training.

Relevant Hypotheses were framed and were tested with the help of chi-square and
Kendall’s coefficient of concordance. Broader hypotheses designed to achieve the above-
mentioned objectives were as under:

1. The trainees do not differ in their perceptions with regard to the objectives,
contents, and benefits of training.

2. Trainees have no significant difference in their opinion with regard to the impact of
training on their knowledge, skills, attitudes and behaviour.

3. There is no significant difference among the trainees regarding the effect of
training on development of implementation skills and the possibility of
implementing the learned knowledge.
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RESEARCH DESIGN

Research design constitutes the blue print for the collection, measurement and analysis of
data (Philips, S. Bernard. 1971). In fact it stands for advanced planning of the methods to
be adopted for collecting the relevant data and the techniques to be used in their analysis,
keeping in view the objectives of the research and the availability of time and resources
(Rao, 1993). The present study seeks to evaluate the impact of training in terms of
knowledge, behavior and skills etc. Evaluation of training is a systematic collection of all
relevant information regarding the inputs and outcome with a view to ensure how best to
utilize the training resources for achieving the objectives. In the present study, survey
method of data collection has been used.

Types of data

In order to study the impact of training in co-operative societies in Himachal Pradesh, two
sets of data were used. One set of data was obtained from secondary sources collected
from the publications of various departments viz. Directorate of Economics and Statistics,
Annual Reports of Co-operative Department (Govt. of Himachal Pradesh), Annual
Reports of Co-operative Training Institute, Annual Administrative Report (AAR) of
Himachal Pradesh Government, Publications of VMNICOM and NCUI etc. The second
set of data included primary information, which was collected from the secretaries,
salesmen, managers, members of co-operative societies and officials who have undergone
training during previous years by administering a questionnaire. For this purpose five out
of twelve districts were selected. These districts were Shimla, Hamirpur, Kangra, Mandi
and Bilaspur.

Sampling

The selection of respondents was based on purposive sampling determined by factors such
as geographical conditions and attached training centers. A sample of 300 respondents
from 150 co-operative societies located in five districts of Himachal Pradesh was selected.
Out of 300 respondents, 210 were secretaries, 50 were members of management
committees and 40 were the salesmen of cooperatives selected for the study.

Instrument of data collection

The data was collected through structured schedule of questions. The schedule had the
following sections:

a) Background information and performance parameters.
b) Training & Education.
c) Impact of Training

i) Impact on knowledge
ii) Impact on skills
iii) Impact on behavior
iv) Impact on Attitudes
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Questions were framed to cover various aspects of functions performed by the
cooperatives. The responses were obtained on Likert’s five-point scale. Additional
information was acquired by open-ended questions.

Analysis of Data

For the analysis of data, statistical tools such as measures of central tendency, percentage,
and average weighted score were used. In order to study inter sectoral differences with
regard to various qualitative aspects, chi-square test was used. Two way chi-square
analysis was carried out to study the ranking of the average weighted score. Further,
Kendall’s Coefficient of Concordance was applied for studying the level of difference in
the responses given by the respondents on various items.

Results

Statistical analysis was carried out (1) to analyze the objectives of attending training
programmes, (2) to explore the contents of the programmes, (3) to find out the benefits
derived by the respondents, (4) to assess the impact of training on knowledge, skills,
attitudes and behaviour of the respondents, and (5) to examine the level of implementation
of the conceptions acquired during the programme.

Objectives of training

It is evident from table-1 that the aim “to improve job prospects” was ranked first by
secretaries, members and salesmen (24.20%, 28.96% and 29.66% respectively). “To shift
to better job was ranked second by secretaries (21.85%). “to improve the performance”
was placed at second preference (24.71%) by members. While “to acquire knowledge of
management techniques” was rated at third place both by secretaries and members.
Members gave the last preference to have the objective “to shift to better job” whereas
sales men gave last preference “to acquire knowledge of management techniques”. It is
concluded from the above table that training helped all types of trainees to improve the job
prospects as they have kept this indicator at first rank.

Table-1
The Objectives of Attending the Training Programme

(WEIGHTED SCORE and RANK)

Sr.
No. Objectives
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1 To improve job
prospects. 556 24.20 1 150 28.96 1 140 29.6

6 1

2 To shift to better
job. 502 21.85 2 54 10.42 4 40 8.47 4

3 To improve the
performance. 440 19.15 4 128 24.71 2 118 25 3

4 To acquire the 476 20.71 3 120 23.17 3 6 1.27 6
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knowledge of
Management
Techniques.

5
To enhance
professional
competence.

246 10.70 5 40 7.72 5 132 27.9
7 2

6 Any other. 78 3.39 6 26 5.02 6 36 7.63 5

Relevance of Contents

From table 2, we arrive at the conclusion that the highest %age of members and salesmen
were in favor of “co-operative education” (35.16% and 29.22% each). Whereas secretaries
placed, in order of importance, office procedure at first rank (20.20%). Secretaries and
salesmen ranked management functions at fifth rank (12.32% and 8.04% each). Equal
weight age to “legal aspects” and “office procedures” (5.02% and 5.02%) was given by
members of management committees. Salesmen rated “legal aspects” at sixth place.
Outlay of shop was ranked last by members and salesmen (3.65% and 1.61%), whereas,
secretaries placed “cooperative education” at the last place.

Table-2

Relevance of Contents Covered During the Training Programme
(WEIGHTED SCORE and RANK)

Sr.
No. Topics

Secretary
Members of
Management
Committee

Salesmen
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1 Outlay of
shop. 28 8.18 6 32 3.65 7 12 1.61 7

2 Inventory
management. 788 19.60 2 102 11.65 3 96 12.87 4

3 Maintenance
of Accounts. 682 17.01 3 292 33.33 2 196 26.27 2

4 Management
functions. 494 12.32 5 54 6.17 4 60 8.04 5

5 Office
procedures. 810 20.20 1 44 5.02 5.5 144 19.30 3

6 Legal aspects. 606 15.11 4 44 5.02 5.5 20 2.69 6

7 Co-operative
Education. 284 7.08 7 308 35.16 1 218 29.22 1

8 Any other. 20 0.50 8 0 0 8 0 0 8

Benefits derived

The respondents perceived various benefits of the training. From Table 3, it is observed
that both secretaries and members (29.03% and 31.17% each) ranked “job satisfaction at
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first place whereas salesmen gave it second rank. Salesmen gave first place to “increased
job performance”. Secretaries and salesmen both placed “recognition” at third rank
(24.03% and 14.61% each). “Promotion without salary” was ranked fifth by secretaries
and salesmen (5.68% and 4.78%). It is concluded that all the three categories of
respondents derived job satisfaction after undergoing training.

Table – 3
Benefits of the Training Programme

(WEIGHTEDSCORE AND RANK)

Sr.
No. Benefits

Secretary
Members of
Management
Committee

Salesmen

W.S
Ra

tin
g

%
ag

e

Ra
nk

in
g

W.S

Ra
tin

g
%

ag
e

Ra
nk

in
g

W.S

Ra
tin

g
%

ag
e

Ra
nk

in
g

1
Promotion with
increase in Salary. 98 2.36 8 -- 0 8 34 0 8

2
Promotion without
increase in salary. 236 5.68 5 44 4.93 4 30 4.78 5

3 Special Increment. 248 5.97 4 8 0.90 7 50 4.21 7

4
To qualify for
promotion. 174 4.19 6 220 24.66 3 200 7.02 4

5 Job Satisfaction. 1206 29.03 1 278 31.17 1 104 28.09 2

6 Recognition. 998 24.03 3 42 4.71 5 262 14.61 3

7
Increased job
performance. 1056 25.42 2 276 30.94 2 32 36.80 1

8 Any other. 138 3.32 7 24 2.69 6 -- 4.49 8

Impact of Training on Knowledge

Table 4 shows the impact of training on different aspects of knowledge relevant for job.

Respondents of different categories experienced the impact of different aspects of

knowledge on their understanding depending upon their nature of job. Chi - square X2

value (10.4) is greater than Table value (5.991) at (2 d.f.) at 5% level of significance,

hence it is concluded that training has significant impact on knowledge aspect. The

Kendall’s Co-efficient of concordance reveals that significant concurrence of ranking

exists among the trainees belonging to different categories in relation to various points

regarding impact on knowledge. Since the Kendall’s co-efficient of concordance is 0.52,

which is near to 1, it means there is a perfect agreement/ association among ranking by all

the three categories of respondents.



8

Table-4

Impact of Training on Knowledge (Average Weighted Score and Rank)

Sr.
No. Indicators Secretaries

Members of
Management
Committee

Salesmen

Score Rank Score Rank Score Rank
1 Understanding of the contents of

the job. 3.61 4 3.52 3 3.95 1

2
Awareness of rules and
regulations related to the conduct
of the co-operative work.

3.8 2 2.96
7

2.95 8

3
Information about purchase
inventory management Display
etc.

3.59 5 3.28 5 3.2 7

4 Knowledge about contents
preparations and maintenance. 3.56 6 3.2 6 3.4 6

5
Awareness about different
functions of management for
preparing the different activities.

3.65
3

3.64
2

3.05 5

6 Knowledge about how to deal
with customers. 3.84 1 2.72 8 3.25 4

7
Knowledge about linkages and
interrelationship with other Govt.
and Non-Govt. organizations.

3.8 2 3.72 1 3.05 5

8
Knowledge about relevant aspects
of immediate environment which
effect the execution of your job.

3.66 3 3.4
4

3.65 2

9
Knowledge about relevant aspects
of immediate environment which
effect the execution of your job.

3.52 7 3.4 4 2.6 9

10

Understanding about general
social environment (S, E Tech,
Govt. Policy which influence
your job.

3.59

5

3.52

3

3.55 3

Kendall’s co-efficient of concordance = 0.52, Chi- Square Value = 10.4, d.f. =2, significant at 5% level of
significance

Impact of Training on Skill Development

From Table 5, it is analysed that the respondents belonging to different categories have
similar opinion regarding the development of decision making skill. Secretaries have
comparatively high opinion as regards to the nourishment of skills of creativity and
initiative. Members felt that they acquired proficiency in communicating effectively more
than other categories of respondents. All the three categories have almost same views with
regard to interpersonal, problem solving and management skills. Further analysis shows
that all categories of respondents have significantly been benefited in skills development
(Based on findings of Chi-Square test. The Kendall’s co-efficient of concordance reveals
that insignificant concurrence of ranking exists among the trainees in relation to various
points regarding impact on skills).

Table-5
Impact of Training on Skill Development (Average Weighted Score)

Sr. Indicators Secretaries Members Of Salesmen
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No. Management
Committee

1 Efficiency and Accuracy in
decision-making. 3.46 3.48 3.4

2 Development of skills to understand
and interact with people. 3.55 3.56 4.1

3 Satisfaction and success in solving
interpersonal conflict. 3.65 3.48 3.3

4 Proficiency in communicating
effectively. 3.61 4.36 3.45

5 Development of skill in handling
grievances and disputes. 3.53 3.28 3.5

6 Nourishment of skills of creativity
and initiative. 4.39 3.28 3.5

7 Development of Management skills. 3.7 3.52 3.5

8 Skills to assess one's own strengths
and weaknesses. 3.63 3.76 3.25

9 Development of skills for
environment analysis. 3.57 3.8 3.75

10 Development of problems solving
skills. 3.63 3.64 3.45

Kendall’s co-efficient of concordance = 0.07, Chi- Square Value = 1.4, d.f. =2,
insignificant at 5% level of significance

Impact of Training on Behaviour

Table 6 shows that secretaries have highest positive impact of training in achieving quality
and accuracy, increase in speed of work and handling of more work (A.W. Score= 3.96
each). Members of committees felt highly satisfied in increase in speed of work,
adjustment with people, people’s acceptance of performance and behavior, and in
regularity and punctuality. Salesmen experienced improvement in regularity and
punctuality. But all felt that training was essential to improve one’s behavior. The Chi-
square value, 5.428 which is lower than Table value, 5.991 (at 2 d.f.) is insignificant at 5%
level of significance. Hence hypothesis is accepted with the interpretation that there is no
significant difference in the opinion of all the three types of trainees with regard to the
impact of training on behavioral aspects. The Kendall’s co-efficient of concordance of
ranking exists among the trainees belonging to different categories of trainees in relation
to various points regarding impact on behavior since W is 0.387 that means it is near to 1
which is interpreted to have perfect association/ agreement among rankings.

Table 6
Impact of Training on Behaviour (Average Weighted Score)

Sr.
No. Indicators Secretaries

Members of
Management
Committee

Salesmen

1
Improvement in achieving quality
and accuracy in performing your
work.

3.96 3.41 3.75

2 Increase in speed of work or 3.96 4.24 3.85
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decrease in time taken for work.

3 Increase in volume of work
handled. 3.9 3.96 3.75

4 Change in the level of feeling
about the adjustment with people. 3.89 4.04 3.95

5
Change in the level of people's
acceptance of your performance
and behavior.

3.86 4.12 3.9

6
Impact on your on behavior
regarding regularity and
punctuality.

3.02 4.32 4.1

7
Assuring of risk and owning of
responsibility for the work done
by you.

3.66 3.96 3.85

Kendall’s co-efficient of concordance = 0.387, Chi- Square Value = 5.428, d.f. =2,
insignificant at 5% level of significance

Impact of training on attitudes

It is observed from Table 7 that all the three categories of respondents were highly
satisfied regarding the development of attitudes towards utilization of resources.

Secretaries felt improvement in the attitudes of harmony and co-operation after
training. They have the similar opinion in relation to enthusiasm for accuracy of work,
strengthening of faith in others integrity and sincerity, self-confidence and interest in one’s
job. Members were affected in relation to discipline, punctuality and sincerity. Salesmen
experienced increase in self-confidence. They also reflected their happiness in relation to
integrity, sincerity and punctuality. Chi-Square value (2.66) is lower than Table value
5.991 at (2.d.f) so it is insignificant at 5% level of significance. It shows different
categories of trainees share similar opinion with regard to improvement on attitudes.

Table 7
Impact of training on attitudes (Average Weighted Score)

Sr.
No. Indicators Secretaries

Members of
Management
Committee

Salesmen

1 Development of attitude towards
utilizations of resources. 3.54 3.4 3.3

2 Improvement of enthusiasm for
accuracy of work. 3.61 3.33 3.6

3 Improvement of the attitude of
harmony and co-operation. 3.81 3.2 3.35

4 Strengthening of faith/ trust in others. 3.64 3.44 3.65

5 Development of integrity and
sincerity. 3.58 3.48 3.7

6 Increase in self-confidence in
carrying even difficult tasks. 3.58 3.32 3.95

7
Improvement in the attitude towards
the importance of discipline,
punctuality and sincerity.

3.65 3.76 3.75

8 Development of feeling of self- 3.6 3.48 3.4
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sacrifice for making co-operative
move successful.

9 Growth in the interest to do one's job. 3.53 3.6 3.8
Kendall’s co-efficient of concordance = 0.148, Chi- Square Value = 2.66, d.f. =2,
insignificant at 5% level of significance

So from the above it is concluded that training is an essential variable for effecting
desired changes in the dimensions of knowledge, skills, behavior and attitudes. The
findings of this study are in line with the studies conducted by V. Kurien (1983), Kohli
(1984), Sivapraksan (1991) and Srinath (2001).

Implementation of knowledge, skills, behaviour and attitudes learnt during training

The trainees were asked to give their opinion regarding implementation of various
conceptions acquired during the training. The results are presented in Table 8.

Table 8
Implementation of Knowledge, Skills, Behaviour and Attitudes

Learnt During Training
Sr. No. Yes No Total
1 Secretaries 134 (63.81%) 76 (36.19%) 210(70%)

2 Members of Management
Committee 28(56%) 22 (44%) 50 (16.67%)

3 Salesmen 32 (80%) 8 (20%) 40 (13.33)

Total 194(64.67%) 106
(35.33%) 300 (100%)

Calculated Chi- Square Value = 2.019; table Chi- Square Value =5.99, P> .05 at 2 d.f. i.e. Insignificant at
5% level of significance.

Table No. 8 reveals that 63% secretaries and 56% members implemented the
knowledge, skills, and attitudes learned during the training. 80% salesmen also share
similar opinion. However, 36, 44 and 20 percent secretaries, members of management
committee and salesmen respectively were not in a position to implement the same. The
calculated value of chi-square was insignificant at 5% level of significance, which
indicated that no significant difference exists among responses of different categories of
trainees in relation to implementation of training skills, knowledge and efficiency. Hence
our hypothesis holds good. It is concluded that training had equal impact on trainees.

Factors Inhibiting the Implementation of Learnt Behaviour

Table 9
Factors Inhibiting the Implementation of Learnt Behaviour

Sr.
No. Factors Secretaries

Members of
Management
Committee

Salesmen Total
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I

The Management
Does not appreciate
modern
Management
Technique.

18
(9.68%)

6
(12.5%)

2
(8.33%) 26 (10.08%)

II
Govt. policy is not
conducive to such
change.

26
(13.98%)

8
(16.66%)

4
(16.66%) 38 (14.73%)

III Small size of
organization.

52
(27.95%)

14
(29.16%)

6
(25%) 72 (27.91%)

IV The nature of duties
assigned.

26
(13.98%)

4
(8.33%)

4
(16.66%) 34 (13.18%)

V Irrelevance of
training knowledge.

16
(8.60%)

6
(12.05%) nil 22 (8.53%)

VI The environment is
not congenial.

38
(20.43%)

10
(20.83%)

6
(25%)

54
(20.93%)

VII Any other specify. 5
(5.38%) Nil 2

(8.33%) 12 (4.65%)

Total 93
(72.09%)

24
(18.61%)

24
(9.30%) 248 (100%)

Calculated Chi- Square Value = 0.165; Table Chi- Square Value = 15.507 at 8 d.f. i.e. insignificant at 5%
level of significance.

Table 9 depicts that 9.68%, 12.5% and 8.33% of secretaries, members and salesmen
respectively could not implement skills, knowledge and attitudes learnt during training in
relation to modern management techniques because management does not appreciate
modern techniques. Govt. policy was not found conducive to implement the learnt
conceptions by 13.98%, 16.66% and 16.66% of secretaries, members and salesmen
respectively. Size of the organization was also one important reason for not implementing
the learnt behaviour. In case of nature of duties assigned (13.98% secretaries, 8.33%
members and 16.66% Salesmen) exhibited implementation. It means little variation in
percentage was found. 8.60% and 12.05% secretaries and members respectively did not
implement whatever knowledge they gained in training. There is a minute difference
between the opinion of secretaries, salesmen and members. As regards congenial
environment 20.43% secretaries, 20.83% members and only 25% salesmen did not find
the congenial environment for work. All the categories of trainees are having same views.
8.60% secretaries, and 12 .05% members felt that whatever knowledge they gained was
not irrelevant. The above figure proves that no significant difference exists among the
opinion of three categories of trainees in relation to non-implementation of skills,
knowledge and efficiency after training.

The Chi-Square Value is 0.165, which is lower than Table value 15.507 at 8 d.f. at 5%
level of significance. Since the value is lower, hence our hypothesis is true. It is concluded
from the above table that whatever the trainees learnt during training, it was difficult for
them to implement due to certain factors as identified in table 8.

SUGGESTIONS
In order to make training more meaningful and result-oriented, the following

suggestions are advanced:
1. The salary of the employees working in co-operative societies is very low and is

inadequate. Hence, they cannot be expected to provide better services at such low
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compensation. Therefore, it is recommended that their salary be enhanced after taking
into consideration the economics of co-operative society.

2. The duration of training is short while keeping in mind the level of skill are required to
execute complex jobs. Hence, duration of training should be increased so that trainees
may have more experience for improving their professional competence and skills.

3. It was observed that when the employees join co-operatives, in majority of cases they
are untrained or half- trained and they go for training after joining the co-operatives. It
is suggested that the training should be made compulsory prior to the joining of job.
This will save wastage of efforts and resources. It will also change the working
environment.

4. Training institutes of co-operatives should also come forward to impart long-term
training course.

5. Government agencies should be involved to assist the co-operative societies to
improve their performance and government should extend liberal support to co-
operative societies.

6. In order to extend the benefit of modernization to the cooperatives, there is a need for
structural reforms at all levels especially at training and evaluation level. Efficiency
parameters are required to be determined for making training process more effective.

7. Generally villagers are not aware of the importance of cooperatives and their
functioning. The societies located in the interior areas require special attention.

8. Generally, the members of the executive committees are untrained in managing them.
Hence they need training for enabling them to manage with professional outlook.

9. Last but not least comprehensive evaluation should be made an integral part of
training. Evaluation of the impact of training is important due to the fact that efforts put in
training must result into increased effectiveness in the functioning of the cooperative
societies.
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