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Abstract 

This research project deals with the “Impacts of training and development activities on the 

employees’ job satisfaction: a case study on Unilever Plc”. The whole dissertation is divided into 

five chapters. In the first chapter called the introduction, the background of the topic is discussed 

so that a theoretical foundation can be created. Then the rationale of the research is discussed to 

show the reasons behind conducting this study. Research aim, objectives, and research questions 

are given in the introduction part, and also the limitations faced by the researcher are also 

discussed in this chapter. The structure of the dissertation showed an outline of how this 

dissertation is arranged. Then the next chapter is the literature review. An extensive review of the 

literature was conducted to create a strong theoretical foundation and to get further help in this 

study. Basic concepts of training and development programs, types of trainings, impacts of 

training on employees’ performance, job satisfaction, and its related factors, various theories of 

job satisfaction and Relationship between training activities, and employees’ job satisfaction 

were the topics covered in the literature review. The third chapter is about research methodology. 

In this chapter, among the five research philosophies, positivism philosophy is chosen as the 

researcher wants to work with measurable and highly-structured data and also want to use a 

mixed research method. A mixed research method is used because the researcher wants more 

accurate results. As both quantitative and qualitative analyses will be made in this empirical 

study, deductive reasoning is chosen by the researcher. Both primary and secondary data 

collection methods are used and 50 samples are used as reaching the population is a matter of 

huge cost and time. Then in chapter four, data analysis is presented with the relevant discussions 

of findings. And at the last chapter five, conclusions and some recommendations based on the 

research findings are given. 
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1.1 Introduction 

This chapter deals with the primary discussion on the empirical study called “Impacts of training 

and development activities on the employees’ job satisfaction: a case study on Unilever plc”. 

This chapter starts with the background of the research topic that shows explanations of training 

and development and job satisfaction and also shows the primary discussions on the relations 

between employees’ job satisfaction and training and development activities. Then the next part 

is the rationale of the study which shows discussion of the various authors of journals, books, 

conference papers on the aforesaid dissertation topics and also shows the discrepancy in their 

discussions. The rationale of the research part also shows why this research project should be 

conducted. Then the research aim, objectives, questions, and research hypothesis are written after 

the topic called “Rationale of the research”.   

1.2 Background of the research 

Maimuna et al. (2013, p.91) said that training and development program is one kind of planned 

program which is arranged to educate the organizational employees about the organizational 

culture, workplace-related skills, and various problem-solving techniques. On the other hand, 

Aziri (2011, p. 78) said that Job satisfaction refers to the combinations of the positive and 

negative feelings about the work and the organisation where s/he is working in. (Cited in Davis 

et al., 1985) showed that when an employee joins a workplace, s/he makes some expectations 

about the workplace, e.g. good salary, friendly working environment, amicable work culture 

etcetera and after joining the workplace, s/he tried to match with the expectations and reality and 

based on the results, s/he becomes satisfied or dissatisfied. Maimuna et al. (2013, p.91) found in 

their research that there is a close connection between the training and development activities of 

the organisations and employees’ job satisfaction.  When an employee gets the opportunity to 

enroll him or herself in the training and development program arranged by the business 

organisations, s/he gets the opportunity of developing him or herself for the upcoming challenges 

in the workplace (Aziri. 2011, p.80). When an employee finds that s/he can solve work-related 

problems and is doing good in the workplace, s/he becomes satisfied and when an employee 

cannot be able to show good performance in the organisation for the reasons of lacking in having 

workplace skills, s/he becomes dissatisfied (Aziri. 2011, p.80). And this satisfaction and 
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dissatisfaction stems from the initiatives of the organisations regarding arranging training and 

development programs (Aziri. 2011, p.80). 

So, it can be said that there is a close relationship between the organisations’ training and 

development program and employees’ job satisfaction.  

1.3 Rationale of the Research  

Pallavi and Kulkarni (2013, p.137) stated in their research project that it is the responsibility of 

the human resource management department to confront changes in the workplace compared to 

the industry. Quality of employees brings positive changes in the organization’s performance but 

the main thing is that organisations have to go through many obstructions while ensuring quality 

workforce present in the workplace such as- high remunerations and other attracting factors, 

quality work environment and culture, retention of the quality employees, work policy etcetera 

(Pallavi and Kulkarni, 2013, p.137). Though this literature was able to show the importance of 

training programs in retaining a quality workforce, it was not able to show which types of 

training is necessary for the employee or was not able to show the level of change in the 

satisfaction before and after attending the training programs by an employee. On the other hand, 

Maimuna et al. (2013, p.96) found that employees’ behavior can be seriously affected by the 

training and development program and also showed that training is such as a method which can 

enhance the productivity level of the organisation. But the main limitations of this study are that 

it didn’t show any relations between the training and development programs and employees’ job 

satisfaction. Schmidt (2007, p. 486) said that employees dealing with customers always find 

satisfaction when they can satisfy customers and the researcher was able to show a relationship 

between the job training of employees and high customer satisfaction. But this literature only 

shows the concept of training of employees and didn’t show the impacts of various types of 

training programs on the employees.   

This empirical study will cover the limitations found in the above literatures such as- the lack of 

information about which types of training programs can enhance the productivity of the 

employees; absence of discussion regarding the relationship between the training program and 

employees job satisfaction; also the absence of discussions regarding the level of job satisfaction 

of the employees before and after attending the job training programs etcetera.  
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1.4 Research Aim 

The research aim of this research project is to find out “Impacts of Training and development 

activities on Employees’ Job Satisfaction: A case study on Unilever Plc”. 

1.5 Research objectives 

What are the goals or objectives a researcher wants to achieve by completing the empirical study 

are the research objectives and research objectives also shows an outline how the research 

project will be completed (Khoo, 2005, p. 8) 

The research objectives for this experimental study are as follows: 

• To get an overview of the current training and development activities of Unilever Plc 

• To get an insight into the job satisfaction of the employees after attending the training 

and development programs arranged by Unilever Plc 

• To examine the training and development programs’ impacts on Unilever’s employees 

• To find out some best recommendations to eliminate the current discrepancy presents in 

the current training and development program of Unilever plc. 

1.6 Research questions 

Research questions are reflections of the research objectives that deal with what will be the 

research methodologies for the study or will tell in which direction the study is going on (Khoo, 

2005,p.10). The questions for this research project are presented as follows: 

• What are the present training and development activities of Unilever Plc? 

• What are the present training and development programs’ impacts on the employees of 

Unilever plc? 

• What are the job satisfaction levels of employees after attending the current training and 

development programs of Unilever plc? 

• What is the discrepancy found in the Unilever’s current training and development 

programs and how they can be solved? 
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1.7 Structure of the research project 

The structure of this empirical study will be organized coherently. The total project has five 

chapters and among them, the first chapter deals with the introduction part. In the introduction 

part, the background of this research will be discussed to give an overview of the basic 

knowledge or information regarding this study, and also the rationale behind conducting this 

research project will be discussed in the introduction part. The other topics that will be covered 

in the introduction part are- research objectives and questions, research hypothesis etcetera. In 

the literature review part that is the second chapter of this study, opinions and discussions of 

various authors of journals, books, conference papers and newspapers will be analyzed from 

various aspects, and also the gaps in those research projects will also be highlighted. the third 

chapter of this project is a research methodology where research approaches, methods, 

philosophy, data collection methods etcetera will be discussed and in the fourth chapter, findings 

will be discussed. The last chapter is a conclusion and recommendation and it will deal with the 

summary of the whole study and based on the findings, recommendations will be provided.  

1.9 chapter summary 

This chapter shows the background of the research and the logic behind conducting this research 

through the rationale part. Necessary research objectives are discussed and based on the research 

objectives, research questions are formed. Research hypotheses are also formed to find out 

whether Unilever’s training and development activities are impacting the employees’ job 

satisfaction or not.  
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2.1 What are the training and development activities? 

Vinesh (2014, p.213) said that training and development activities are one kind of human 

resource developing activity that is concerned with the development of the performances of 

employees. The main aim of the training and development activities is to prepare the employees 

for future challenges and to make them competitive enough to confront the new problems of the 

organisation (Vinesh, 2014, p.213). However, some scholars said that this is the process of 

transferring knowledge and information from the experts to general employees (Vinesh, 2014, 

p.213). There is a close relationship between the needs of training and development activities and 

organisations’ bottom lines because organisations that invest continuously behind the 

development of employees tend to have a high bottom line due to the increased productivity of 

the employees (Vinesh, 2014, p.215). Moreover, organizational image or employers’ image 

depends on the initiatives or steps taken by organisations to train the staff or employees to a large 

extent, and career growth opportunities are one of the basic requirements of the employees for a 

job (Vinesh, 2014, p.215). Organisations which ensures quality employee training can easily 

ensure the retention of the employees with better organizational performance in the industry. 

Somasundaram and Egan (2004, p. 850) found that in his study, a large number of organisations 

that provide training and development of skills and other necessary knowledge needed for 

success in the business organisations are being created day by day. And the main reason behind 

that phenomenon is the increased demand for skilled people in the business institutions 

(Somasundaram and Egan, 2004, p. 851). This demand for training and development is not a 

recent phenomenon and it was traced in before 1750 when in western society, the apprenticeship 

system was used to train the employees (Somasundaram and Egan, 2004, p. 851). (Cited in Sims, 

1998) revealed that three types of human skills can be developed through T&D (Training and 

development activities) and they are- human skills (skills for maintaining good relationship 

within team members and for working with different people); Technical skills (skills which helps 

to develop a person’s skill on special area); and conceptual skills (ability to see the organisation 

as a whole). Vinesh (2014, p.216) said that training and development are two different things. 

Training is job focused or job-oriented whereas development is a psychological matter. Training 

is given for making educated employees about certain skills that is why; training is mostly 

needed for low-level management or employees as they need technical skills which can only be 

attained by technical skills But high-level managerial persons or persons working in high-level 
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management need to think mentally and have to take mental pressures (Vinesh, 2014, p.215).  

Development can only help in increasing mental power (Vinesh, 2014, p.215). 

2.2 Types of the training programs prevails in the business arena 

There are various types of training programs are prevailing in the workplace but among them, 

some will be discussed and the discussion is presented as follows: 

 

Figure 1: Types of training programs prevailing in the workplace (Source: Milhem et al. (2014, p.14) 

a) Case study Method: Milhem et al. (2014, p.14) said that when a participant or learner 

will be presented a problem via case study and will be told to come up with the best 

possible solutions, it indicates one of the versatile training method and that is case study 

method. This type of training method is given especially to the novice in bank jobs 

(Milhem et al. 2014, p.14). They are generally given a hypothetical situation and are told 

to solve the problem (Milhem et al. 2014, p.14). 
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b) Internship: In this method, a trainee is given the opportunity in a real position to work in 

the business organisation for less money or no money (Martin et al. 2013, p.27). A 

trainee works for a certain duration with some restrictions and s/he has to do real official 

work (Martin et al. 2013, p.28).  This is a practical learning system (Martin et al. 2013, 

p.27). 

c) Job rotation: Bennett, (2015, p.215) averred that when an employee works in a new 

position in the office for a limited duration to learn the new tasks though s/he is already 

being employed in another position, it indicates the job rotation method. For example- in 

the banks, employees are being assigned in different sections (e.g. accounts section or 

marketing section) for a certain period of time, so that after a certain period of time, 

employees can perform in many sections efficiently (Bennett, 2015, p.215). 

d) Roleplay: In this method, trainees will be assigned different roles and characters and they 

have to perform in different scenarios. Learners will learn through self-reflection 

(Milhem et al. 2014, p.14). The reference assistant training in the library is given by a 

supervisor to the trainee by telling some different roles to play (Bennett, 2015, p.215). 

e) Simulations: This method, virtual reality is implemented in this method, involves the 

usages of simulators in which trainee is taught some specific skills by practicing 

repetitively (Milhem et al. 2014, p.14). Engineers are being taught about the various 

aspects of constructions with various simulations machines such as BOMAG, HAMM 

AG etcetera (Milhem et al. 2014, p.14). 

f) Job shadowing: Rony (2019, p.390) stated that in the Job shadowing method, trainees 

are assigned to watch an adroit employee doing his or her job so that the trainee can learn 

various aspects of the job by first hand. In the hotel or restaurants, trainees are being told 

to watch the experienced person doing his or her job to learn different things practically 

(Rony, 2019, p.390). 
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2.3 Impacts of training on employee performance 

Halawi and Haydar, (2018, p. 3) said that training of the employees can place a business 

organisation in a top place. Training and development programs increase the ability of the 

employees by developing skills, attitudes, and various job-related techniques which ultimately 

increase the employees’ productivity. Augmented employee productivity results in augmented 

organisations’ productivity (Halawi and Haydar, 2018, p. 3). (Cited in Huang & Jao 2011) 

expressed that there are two types of training methods that are provided to different kinds of 

employees for increasing their output and they are- cognitive and behavioral training (Halawi 

and Haydar, 2018, p. 3). Cognitive training is one kind of training that provides theoretical 

learning to the employees through verbal and non-verbal methods (Martin et al. 2013, p.30). 

Giving training through lecturers, computer-based training, discussion, or through conference 

paper recitation, cognitive training is given. This type of training method increases the ability of 

employees of high-level management (Martin et al. 2013, p.30). On the other hand, the 

behavioral method is one kind of practical training method that is provided to the employees for 

skill development (Martin et al. 2013, p.30). And generally, employees of low-level management 

are given behavioral training as they need to use technical skills in their jobs. Halawi and 

Haydar, (2018, p. 3) found that trained employees perform 40% better than the non-trained 

employees. So it can be said that training has a very positive impact on the performance of the 

employees.  
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2.4 What are job satisfaction and its factors? 

Job satisfaction: Aziri (2011, p.78) said that job satisfaction is a state in mind about the 

feelings of an employee towards his or her job. When an employee enters into a new job, s/he 

forms a perception and some expectations about the job (Aziri, 2011, p.78). After working for a 

long time, when the employee finds that there is a match between what s/he expects from the job 

and what s/he gets, then the employee feels satisfaction which can be called job satisfaction 

(Aziri, 2011, p.78). And when an employee finds that there is a big gap between the employees’ 

expectations and the reality, s/he becomes dissatisfied which can be called as job dissatisfaction 

(Aziri, 2011, p.78). There is a close relationship between the individual behavior and the 

workplace satisfaction (Kapur, 2018, p.6). Recognition, dignity in the workplace, promotions, 

high salary, and other conveniences are the key indicators of one’s job satisfaction Kapur, (2018, 

p.6). Extreme satisfaction and extreme dissatisfactions are the two degrees of job satisfaction 

(Kapur, 2018, p.6). (Cited in Mullins, 2005) revealed that job satisfaction is one kind of personal 

achievement that can be measured in both qualitative or quantitative (Kapur, 2018, p.6).  

Figure 2: - JOB SATISFACTION MODEL OF LAWLER’S AND PORTER’S (LAWLER AND PORTER, 1967) 

When an employees’ performance is acknowledged by intrinsic rewards (e.g. new 

responsibilities given by promotions) or extrinsic rewards (e.g. high payment of salary), s/he 

becomes satisfied which will lead to the employees’ job satisfaction (Kapur, 2018, p.6). Kapur 

(2018, p.8) also said that job satisfaction of employees mostly depends on recognition of the 

employees’ works by colleagues and the business organisations by any means. The job 

satisfaction model of Lawler’s and Porter does explain this aforesaid concept.    
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Factors influencing job satisfaction: Kapur (2018, p.6) said that Factors or components that 

cause the happening of job satisfaction are called job satisfaction factors. The factors that 

influence job satisfaction is presented as follows: 

 

Figure 3; factors that influence job satisfaction (Source: Kapur 2018, p.6) 

▪ Job security: Here job security refers to the security of the job. If an employee remains 

always in fear of losing a job, s/he cannot focus on his work (Kapur, 2018, p.6). And it 

ultimately decreases the efficiency of the employees and also makes employees 

unsatisfied with his or her job. That is why; job security is another factor behind the job 

satisfaction of the employees (Kapur, 2018, p.6). 

▪ Compensation: Compensation indicates the getting of monetary support from the 

organisation against the services that an employee provides towards the organisation 

(Kapur, 2018, p.6). When an employee feels that the payment s/he is receiving from the 

organisation cannot meet up his or her demand of daily necessities, s/he will be 

dissatisfied with his job and will plan to look for better something (Kapur, 2018, p.6).  

That is why compensation can be said one of the critical factors to job satisfaction.   
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▪ Work environment: Office equipment, tables, chairs, tools, and various machines are 

considered as the components which together make the working environment (Kapur, 

2018, p.7). When an employee gets jobs, s/he always desires that s/he will get a good 

working environment. But if the employee finds that his productivity is decreasing 

because of the absence of tranquil and good working environment, s/he becomes 

dissatisfied with his job (Kapur, 2018, p.7).  

▪ Work-Life Balance: Generally, a person has to care a lot of duties besides his or her jobs 

such as- looking after parents and household activities, taking care of family members, 

shopping for daily necessities etcetera (Kapur, 2018, p.7). When the employee finds that 

s/he cannot get enough time to spend some time peacefully with his family or behind 

doing family works other than official works, then s/he becomes dissatisfied with the 

work (Kapur, 2018, p.6). Sometimes, employees have to leave their jobs for not getting 

proper time for personal use (Kapur, 2018, p.7). 

▪ Co-workers’ relationship: Kapur (2018, p.8) averred that good relationship among 

coworkers helps each employee to complete his assignments, tasks, or jobs more 

successfully. When an employee cannot be able to sort out a problem, then other 

employees will help him to be out of the problem if there is a good correlation among the 

employees. At last, it can be said that good coworkers’ relationship increases the 

productivity of the employees (Kapur, 2018, p.8). 
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2.5 Theories of job satisfaction 

There are two types of job satisfaction theories are prevailing in the academic arena and they are 

Content theories and process theories. 

 

Figure 4: Types of theories in Job Satisfaction (Source: Kapoor, 2018) 

Content Theories: 

• Maslow’s Need Hierarchy Theory: Ghatak et al. (2019, p.293) said that in Maslow’s 

need hierarchy theory human needs are divided into five phases and after attaining one 

phase, another phase comes. Five types of human needs are as follows (Ghatak et al. 

2019, p.293):  

o Basic needs: - Foods, Shelter, warmth, cloths etcetera. 

o Safety needs: - Protection of the family members, rules and regulations, laws, 

policies etcetera. 

o Affection needs:- Relationships, affections towards close people, friendship 

etcetera 

o Esteem needs:- Prestige, respect, authority, independence etcetera 

o Self-actualization needs:- Personal development or progress or self-fulfillment 

etcetera. 
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• ERG Theory: Clayton Alderfer extended the Maslow’s need hierarchy theory in 1969 

which is named as ERG (Existence, Relatedness, and Growth) Theory (Kapur, 2018, 

p.10). Clayton categorized the human needs into three types in place of five needs and 

they are:- 

o Existence needs: This need is the combination of Maslow’s psychological and 

safety needs. 

o Relatedness needs: This need is the combination of Maslow’s affection and 

esteem needs. 

o Growth Needs: This need is the combination of Maslow’s self-actualization and 

esteem needs. 

• Two factors theory: This theory is introduced by Herzberg which is also called 

Herzberg’s two factors theory of motivation. Herzberg divides the motivation factors into 

two types: Motivators and Hygiene (Tan, 2013, p.20) and they are as follows: 

o Motivators: These factors motivate an employee directly and it is also the main 

reason behind employees’ satisfaction. Accountability, promotions, 

responsibilities are considered as the motivator factors (Tan, 2013, p.20) 

o Hygiene: These factors are the main reasons’ behind employees’ external 

satisfactions and dissatisfactions. Inter-relationship among colleagues, presence of 

the company’s policies, compensations and benefits, and job security are 

considered as the Hygiene factors (Tan, 2013, p.20). 

Process theories 

• Expectancy theory: Lloyd et al. (2018, p.30) said that according to expectancy theory, 

human motivate him or herself to get expected result or to achieve expected objectives. 

This theory says that a person already knows what s/he has to do to achieve any expected 

objectives (Lloyd et al. 2018, p.30). For example- if a daily labor needs more financial 

support, s/he knows that s/he has to work more to earn more money (Lloyd et al. 2018, 

p.30). The expectancy theory was introduced by Edward C. Tolman in the 1930s.  

• Goal-setting theory: According to the Goal-setting theory, Human feels motivated to 

set goals and achieve them (Locke et al. 1991). This theory shows an employee what has 

to be achieved and what should be done to achieve the goals (Locke et al. 1991). In two 
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ways, goal-setting theory has to be evaluated and the two evaluators are as follows:- Self-

efficiency and goal commitment. Here self-efficiency refers to the ability of a human to 

achieve the goals, the higher the self-efficiency, the higher the efforts (Locke et al. 1991). 

On the other hand, goal commitment refers to the commitment of achieving human goals 

(Locke et al. 1991). If a person has high self-efficiency and goal commitment, the 

possibility of achieving goals is increased. 

• Equity Theory: According to equity theory, there must be a balance between the input 

and output in the office (Fellenz, 2015, p.25). When there is a balance between input and 

output, the productivity of an employee is increased. Education, skills, efficiency are the 

inputs of an employee and salary, position, responsibility, and acknowledgment are 

considered as the outputs of an employee (Fellenz, 2015, p.25). 

2.6 Relationship between training activities and employees’ job satisfaction 

Schmidt (2017, p.483) found that employees who get training can do better in the workplace than 

the employees didn’t go under any training sessions. As a result, better performance of the 

employees satisfies themselves more which ultimately augments employees’ job satisfaction 

(Schmidt, 2017, p.483). Moreover, employees who get the opportunity of training sessions from 

organisations become more committed to the organisation (Schmidt, 2017, p.483). Schmidt 

(2017, p.483) also found that satisfied employees with their job training are more likely to take 

risks and accept new challenges for the organisation. And trained employees always give better 

performance than ultimately increases the bottom line of the organisation Schmidt (2017, p.483). 

Global et al. (2018, p.10) emphasized that employees become satisfied when they get to know 

about current market trends and various things about innovations and this can only happen 

through employee training approaches (Huang, 2019, p.4). At the time of designing training, it 

should be considered that the whole training program should be trainee-centered so that the 

trainees can easily get knowledge and acquire various skills (Huang, 2019, p.4). 
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3.1 Introduction 

Igwenagu (2016) said that research methodology is one kind of outline or planning through 

which a reader can identify how the research was conducted. Among the five major research 

philosophies, positivism philosophy was chosen for this study as a highly structured and large 

sample of data with a quantitative method will be used. As both numerical and non-numerical 

data will have to be used to find the relationship and get insights about the problem, a mixed 

research method will be used. Deductive reasoning is chosen as a mixed research method will be 

used. Both primary and secondary data collection method will be used and the limitations faced 

and the ethical consideration followed by the researcher is discussed at the end of this chapter. 

3.2 Research Philosophies 

Saunders et al. (2009, p.107) averred that Research philosophy is one kind of belief or system 

about the ways of collecting, analyzing, and organizing data for research purposes. Five principal 

research philosophies are used in the research project and they are- positivism, Interpretivism, 

critical realism, postmodernism, and pragmatism. A brief discussion of the major research 

philosophies are presented as follows: 

• Positivism: In this philosophy, researchers deal with only those data which has existed to 

collect, organize, and structure pure data (Saunders et al., 2009, p.130). Positivism 

philosophy helps to create unambiguous and accurate data that are free of biasness 

(Saunders et al., 2009, p.130). Positivists researchers tend to discover observable and 

measurable facts that are used to produce law-like generalizations (Saunders et al., 2009, 

p.130). By using the scientific method, casual and other relationship among data is tried to 

find out and analyze. Positivism philosophy supports a highly structured and large sample 

of data with quantitative measurement (Saunders et al., 2009, p.130). 

• Interpretivism: The bottom line of interpretivism philosophy is that every human is 

different as they live in different environment and culture and human creates different 

meanings (Saunders et al., 2009, p.139). The main difference of interpretivism from 

Positivism is that positivism deals with social phenomena whereas positivism deals with 

natural phenomena (Saunders et al., 2009, p.139). In the business organizations, CEO, 

Managing directors, managers, supervisors, and employees observe the business 

organisations differently. As a result, the use of interpretivism in business research will 
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give the researcher rich insights about the difference between their understandings 

(Saunders et al., 2009, p.140). This philosophy deals with non-structured data, small 

samples with qualitative measurement. 

• Critical Realism: The main thing of critical realism indicates understanding what a person 

experiences based on the underlying structure of reality (Saunders et al., 2009, p.139). 

Reality is the base considered in the critical realism philosophy. Researchers who believe 

in critical realism philosophy see reality as the independent and external thing (Saunders et 

al., 2009, p.139). Critical realism believers believe that what a person observes is a partial 

thing of total observation (Saunders et al., 2009, p.139). 

• Post-modernism: According to this philosophy, things are considered as truth when they 

will be said truth by the existing dominating theory or ideologies. This philosophy 

emphasizes the repressed meanings, absences, or interpretations etcetera (Saunders et al., 

2009, p.145). This is one type of Value-constituted research that focuses on in-depth 

investigations of silences or absences (Saunders et al., 2009, p.145). Qualitative method of 

data analysis is used in the post-modernism philosophy. 

• Pragmatism: Pragmatism is one kind of value-driven research philosophy that emphasizes 

the knowledge of a specific context (Saunders et al., 2009, p.147). This philosophy focuses 

on the problems and solves them by emphasizing on research questions and problems. A 

mixed research method, a qualitative or quantitative method can be used in this philosophy 

(Saunders et al., 2009, p.147). 

As the researcher wants to work with measurable and highly-structured data and also want to use 

a mixed research method, positivism philosophy will be best suited in this research project.  
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3.3 Research Methods 

There are three types of research methods that are used by researchers to conduct the study and 

they are- Mixed research method, Quantitative and Qualitative research method. A brief 

discussion of these three types of research methods are presented as follows: 

• Quantitative Research method: Sharma (2018, p.4) averred that Quantitative research 

method is used for quantifying behavior, characteristics, attitude stems from larger 

samples (Sharma, 2018, p.4). A researcher must have depth knowledge in standard 

deviations, correlations, regressions, and other calculations if one wants to use a 

quantitative research method (Sharma, 2018, p.4). Online pools and surveys, interviews, 

paper surveys, telephone interviews, kiosk surveys are the methods used in collecting 

data in this research method (Sharma, 2018, p.4). This research method supports the 

positivism research philosophy. Using depth research and getting accurate results is 

possible if this method is used but a collection of the data requires lengthy process and 

high time consuming makes this method unpopular for many researchers (Sharma, 2018, 

p.4). 

• Qualitative Research Method: Qualitative research method is used to get insights about 

the opinions, motivations, or reasons about a problem by developing a hypothesis 

(Sharma, 2018, p.5). This method deals with non-numerical data. Interviews, focus group 

discussions, interviews are the research methods used to collect data (Sharma, 2018, p.4). 

The strong point of this method is that researcher can easily get depth information about a 

problem from various aspects but the quality of the research depends on the skills of the 

researcher which increases the dependency of this method on researchers and it is one of 

the negative sides of this research method (Sharma, 2018, p.4). 

• Mixed Research Method: Mixed Research method, the combination of quantitative and 

qualitative methods, gives a better insight into a problem than using either quantitative or 

qualitative methods (Sharma, 2018, p.4). When a researcher wants to get accurate results 

and to analyse a thing from different aspects, s/he used this method (Sharma, 2018, p.4). 

The main limitation of this method is to design this method for a single study as both 

quantitative and qualitative data have to be analysed. 
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As the researcher wants to analyse both quantitative and qualitative methods in this study, a 

mixed research method will be best suited for further work.  

3.4 Research approaches 

There are three types of research approaches such as- Deductive, abductive and inductive 

reasoning, and a brief discussion on these three approaches is presented below: 

• Deductive Reasoning: This research approach helps to reach on the output based on the 

input and deals with quantitative data (Pashler, n.d., p.3). This approach deals with the 

specific data rather than generalized data (Pashler, n.d., p.3). Objective judgment is 

considered in this type of reasoning and the test of the hypothesis is conducted based on 

the findings of the quantitative method (Burney et al., 2008, p.5).  

• Abductive Reasoning: Walton (2004, p.5) said that abductive reasoning indicates the 

usages of logic in explaining an observation by using various theories. In abduction 

reasoning, not all the theories are correct logically. When the context of solving a 

problem is uncertain, abductive reasoning is used (Walton, 2004, p.8). And also, an 

uncertain conclusion is made in this type of reasoning.  

• Inductive reasoning: Sauce et al. (2017, p.6) said that inductive reasoning is used to 

create or analyse new theories in research, and also this reasoning focuses on the 

subjective judgment. Qualitative analysis is used in this method to do predictions. The 

conclusion made by this reasoning is not logical all time (Sauce et al. 2017, p.6).  

As both quantitative and qualitative analyses will be made in this empirical study, deductive 

reasoning will be the best research approach. 

3.5 Data collection Methods and Techniques 

Data collection methods are the ways of collecting data for an empirical study (Parveen et al. 

2017, p.234). There are various data collection techniques such as- Interviews, questionnaire 

surveys, kiosk surveys, focus group discussions etcetera. Among them for collecting primary 

data from the employees of Unilever Plc, the Questionnaire survey method will be used. 

Necessary consent from the participants will be taken by sending consent form through social 

accounts or email addresses. After giving consent by participants, an online questionnaire survey 
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will be sent to the participants. For secondary data collection, researchers will go through 

relevant literature, books, conference paper, and PDF files etcetera. 

3.6 Populations and Samples 

Population indicates a group of people or the summation of people who are homogenous in 

nature and Sample indicates a particle of a group of people who possess all the characteristics of 

the population (Serrano and Carlos, 1996). Generally, the population is big and the sample is 

small in size compared to the population (Serrano and Carlos, 1996). In this study, populations 

are all the employees of Unilever Plc. As reaching to the population for this study is a matter of 

huge time consuming and tremendous costing, the researcher will go for Sample. The total 

number of samples will be around 50 as reaching all the employees through email will be 

impossible as vacation is running because of the outbreak of Coronavirus and the celebration of 

Muslim’s Eid-UL-AZHA.   

3.7 Limitations of this study 

The researcher faced some limitations and obstructions while conducting this study and they are 

presented below: 

• The sample size is small which may create finding relationship among variables 

• It would be very easy for the researcher to conduct the study if more secondary data will 

be found. 

• Some participants showed resistance to participate in the study. 

• Some respondents didn’t disclose much important information as they said it is their 

company policy not to disclose important information. 

• Lack of knowledge of researchers in advance was also another problem. 
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3.8 Ethical considerations 

Ethical considerations and norms were strictly followed while conducting this study. Personal 

information was not taken to avoid the risk of licking personal information. Participants were 

asked before sending the online questionnaire survey through the consent form. No change was 

made in the information and all of the measures were taken so that participants could not answer 

any question in the light of biasness of something.  

3.9 Chapter Summary 

For a mixed research method, designing a research methodology is critical. Necessary primary 

data will be collected through the online questionnaire survey method and if necessary, an 

interview will also be taken to fill up the information gap. MS WORD, MS EXCEL, and data 

analyzing tools like will be used to get relevant information from the data set. 
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Chapter-Four: Data analysis and findings 
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4.1 Introduction 

This chapter will deal with analyzing the data and findings in various parts. The first part will 

describe the analysis of data based on the respondents’ answers to each question. Then how the 

questions help the researcher to meet up the research objectives is discussed and in the last part 

of this chapter were findings where the main key findings of this research are pointed out so that 

the reader gets an overview of the main findings whenever this dissertation is readout. 

4.2 Analysis of data 

 Question-01: What is your Gender? 

 

For this study, a group of 50 samples did participate in the online questionnaire survey and all of 

them were the present and retired employees of Unilever Plc. Among the total sample, 54% of 

respondents were male; 38% were female and 8% of respondents did not want to state their 

gender. As the thinking style of females is different from that of males, it is anticipated that it 

may impact the research output. That is why the researcher considered the differences of gender 

while taking opinions of them regarding the research project. 

Question-02: What is your age? 
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In the question-02, when respondents asked about their age, it is found that 28% employees were 

from the age group of 20-29; 26% employees were from the age group of 30-39; 24% 

employees’ age group was 40-49; 18% employees’ age was from 50-59 and 4% employees were 

from the age group of 60-above. That means, the highest number of respondents were from the 

young employees and the second and third highest number of respondents were from the 

experienced group and the lowest number of participants was from the retired persons’ group. 

These variations in age will impact the answer quality of the survey. 

Question-03:  In which department in Unilever you are serving presently? 

 
Among the participants, 38% Respondents were from the Research and development department 

of Unilever; 22% respondents were from the Marketing Department; 12% respondents were from 

the Human Resource Department; 8% respondents were from the procurement department; 6% 
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respondents were from the accounting department; 6% respondents were the retired employees 

of Unilever Plc and 2% were from the production department. After analyzing the data, it seems 

that the highest respondents were from the research and development department of Unilever and 

the lowest respondents were from the production department.  
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Question-04: Level of the knowledge of respondents about the job training and 

development and employees’ job satisfaction 

 

In the answer to the questions-04, 56% of participants said that they have a professional level of 

knowledge about job training and employees’ satisfaction whereas 24% of employees said that 

they possessed the Intermediate level of knowledge. 14% of employees had a basic level of 

knowledge and 6% of respondents said that they possess no knowledge regarding the topic in the 

question-04. This is a very positive side for the research that the highest numbers of respondents 

have a professional level of knowledge which will increase the quality of the research questions’ 

answers.  

  



      

 Page 35 
 

Question-05: What are the training or development programs, arranged by Unilever Plc, 

you have faced? 

 

After doing the questionnaire survey, the researcher came to know that there are a lot of 

programs are being arranged by the Unilever Plc. When the respondents were asked that in 

which training programs they had attended, 30% employees or participants said that they 

attended soft skills development program; 14% employees joined in product and service training 

as well as 14% was in case study training; 12% respondents did go through observational 

learning training program; 10% respondents got training via job rotation method and another 

10% respondents got training via soft skills development program. 4% of respondents said that 

they got training via job shadowing method and 2% of respondents said that they did not attend 

any training and development program. After analyzing the data, it came to know that Unilever 

arranged many soft skills development programs which indicates that Unilever gives too much 

importance on soft skill development programs. As in a business organisation, employees 

working at a lower level of the organisation are huge in numbers and need technical pieces of 

training than other training and development programs. But Unilever is giving little importance 

to this matter. On the other hand, Unilever should give more internship opportunities to the new 

graduates so that this giant consumer goods manufacturer can attract a huge number of talented 

employees.   
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Question-06: Are the training sessions of Unilever boring or not? 

 

The sixth question was about whether Unilever’s training programs were boring or not. 46% of 

respondents said that the training and development programs were not boring and 24% of 

respondents said that the training programs arranged by Unilever were boring and 30% of 

participants remained neutral about this matter. The number of interested people in Unilever’s 

training program should be more but the real percentage is low. Unilever should include 

something in their training programs so that employees feel enthusiastic while attending the 

programs.  

Question-07: Are the other rivalries or competitors providing better training sessions than 

Unilever? 
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When respondents were asked whether the rivalries of Unilever are providing better training or 

not, 64% of respondents stated that the competitors of Unilever are providing better training than 

Unilever. 16% of employees did not agree with the statement in the question and 20% of 

respondents remained neutral about this matter. So the bottom line is that the maximum 

employees of Unilever think that rivalries are the better options for training programs and 

Unilever should confront this matter. 

Question-08: Do you satisfied with the Unilever’s training and development sessions? 

 

For this question, 80% of respondents said that they are satisfied with Unilever’s training and 

development sessions whereas 10% of respondents were not satisfied with the training programs 

of Unilever and 10% of employees remained neutral about this matter. So overall, it can be said 

that Unilever was able to arrange fruitful training sessions in terms of satisfying employees. 
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Question-09: Do you think Unilever should bring changes in the current training and 

development program? 

 

When employees or respondents of this survey were asked about whether Unilever should bring 

changes in the current training and development program or not, then 72% respondents gave 

their opinions that Unilever should bring changes in their training and development program 

whereas 10% respondents said that the present training and development programs are good and 

18% respondents remained silent or neutral about this matter. So, the answers of the respondents 

indicated that Unilever’s employees want some changes in the program! It will be better for 

Unilever to plan something new to bring changes in the current training and development 

programs.  
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Question-10:  What do you think about your level of job satisfaction after attending the 

training and development programs of Unilever Plc? 

 

One of the important questions of this survey was about finding the job satisfaction level of 

employees after attending the training and development programs of Unilever Plc. In answer to 

the question, 60% of employees or respondents said they were satisfied and 24% of respondents 

said they were very much satisfied with their job after attending the training and development 

session. And 16% of respondents remained neutral about the question. So it can be said that 

Unilever’s employees were satisfied with their jobs after attending the training and development 

programs.  
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Question-11: In which area of training programs Unilever should bring changes? 

 

Among the 50 samples, 34% of respondents said that Unilever should bring changes in their 

planning of the training and development program, and 32% of respondents said that there 

should be something new in the quality of ideas, concepts of the training sessions. On the other 

hand, 30% respondents said that training techniques should be changed and 28% respondents 

said that trainers have some problems and they should be changed and new trainers should be 

included in the training programs and 16% respondents said that Unilever has to rethink about 

bringing changes in other things. So, it is found that Unilever’s trainers, techniques of giving 

training, and quality of ideas and concepts should be changed as soon as possible. Otherwise, 

employees will be dissatisfied which may impact their productivity and also may force them to 

leave the organisation and also search for those organisations which can better provide them the 

opportunity of career growth.  
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Question-12: Did the training or development programs meet up the level of your 

expectations?  

 

When respondents were asked whether training or development programs of Unilever meet up 

the expectation of the employees, 82% of respondents showed their consent regarding their 

satisfaction with the training sessions. 12% of respondents averred that training programs did not 

meet up their expectations and 6% of respondents were neutral about the statement of the 

question. Unilever should give more focus on finding out the employees’ needs and requirements 

of training and development programs and should design their training sessions so that 

employees feel that they have achieved what they need after attending the development sessions.  

Question-13: How would you rate the quality of the training programs?  
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 Respondents were asked to give their ratings about the quality of the training and development 

programs of Unilever and 60% of respondents gave 4 out of 5 and 26% of respondents gave 3 

out of 5. In addition, 8% of respondents said they will give 5 out of 5 to the quality of the 

trainings and 6% of respondents gave 2 out of 5. After analyzing the data, it is found that the 

quality of the training and development programs of Unilever is very much good and it should be 

maintained by this giant consumer goods producing company.  

Question-14: Did you learn something new from the training sessions?  

 

The question-14 was about the employees’ learning something new from the training sessions 

and 84% of respondents or employees said that they learned something new from the sessions. 

On the other hand, 10% of respondents said that they did not learn something new from the 

training sessions and 6% of respondents did not say anything about the statement of the question. 

So, overall, it can be said that Unilever became successful to learn something new in their 

training and development sessions and this inclusions of new things should be continued to 

maintain the popularity of the training programs among employees. 
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Question-15: Was the trainee group size appropriate? 

 

When employees were asked about the trainee group size for attending the training sessions, 

52% of respondents said that training group size was appropriate. On the other hand, 38% of 

respondents said that training group size was not appropriate and 10% of respondents remain 

neutral about this matter. As the second-highest number of respondents said that trainee group 

size was not appropriate, Unilever should rethink about this matter. Because if a trainee group is 

overloaded with over populations, trainees were not being able to learn or get the gist of the 

sessions. 

Question-16: Were the trainers are eligible or qualified enough to meet up your demand? 
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When respondents were asked about whether their trainers were qualified enough to meet up 

their demand, 76% of employees said that yes, the trainers were able to meet up their demand. 

And 14% of employees said that the trainers were not much qualified and 10% of employees 

remained neutral about the statement. So, it can be said that Unilever’s trainers were enough 

qualified. 

Questions:-17 Do you suggest your colleagues to attend the programs that you have already 

attended?  

 

The Question-17 was about the employee’s suggestions to the employees who did not attend any 

training programs of Unilever for attending the training sessions. 80% of respondents said that 

they will suggest their colleagues attend the training programs and 14% of respondents said that 

they will not suggest whereas 6% of employees said that they were neutral about this statement. 

Such a big number of employees’ willingness to suggest other employees to attend Unilever’s 

training programs indicates that Unilever is providing quality pieces of training to its employees. 

And it will help the employees to increase their productivity.  
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Question-18:  if you have any suggestions about any aspects of the Unilever’s current 

training and development program, Please let the researcher know about this? 

 

When employees were asked about their suggestions to develop the training and development 

programs so that their job satisfaction increases, 30% of respondents said that there is no need 

for change in the programs. 13% of respondents said that Unilever should bring changes in their 

planning and quality of the concept, the idea of their training sessions. In addition, 26% of 

respondents said that the duration of the sessions is very lengthy and for this reason, employees 

were not able to keep their concentration on the learning and they feel boring. 30% of 

respondents suggested that Unilever should bring new skill development programs continuously 

so that employees become updated about the skills needed in the industry. 
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4.3 Meeting up the research objectives 

Research objective-01: To get an overview of the current training and development 

activities of Unilever Plc 

The first research objective of this project is to get an overview of the current training and 

development activities of Unilever Plc. To meeting up this objective and get relevant answers, 

question-05, 06, and 07 were set in the questionnaire survey. After analyzing data, it is found that 

Unilever’s current training and development programs were- Technical skills development 

program; soft skills development program; product and service training; observational 

learning; internship; job rotation and shadowing; case study; role-play etcetera. And among 

these current training programs, maximum employees attended the soft skills development 

programs and a minimum number of employees attended job shadowing training programs. To 

meet up this objective, the sixth question- “Are the training sessions of Unilever boring or not?” 

were asked to the respondents and maximum respondents said that Unilever’s training sessions 

were not boring. In the 7th question, respondents were asked whether Unilever’s rivalries are 

providing better training sessions than Unilever and answers of the maximum respondents 

were that Unilever’s competitors are providing better training sessions than Unilever. To 

conclude, it can be said that Unilever is providing a large range of training and development 

programs and development of the soft skills were given too much importance by this giant 

consumer goods manufacturer but Unilever’s employees think that Unilever’s competitors are 

providing better training and development programs. 

Research objective-02: To get an insight about the job satisfaction of the employees after 

attending the training and development programs arranged by Unilever Plc 

The second objective of this study is to get insight into the job satisfaction of the employees after 

attending the training and development program of Unilever plc. To get relevant answers, 

question-08, 09, 10, and 11 were asked to the respondents. In the 8th question, Unilever’s 

employees were asked about whether they were satisfied with the training and development 

sessions arranged by Unilever Plc. And maximum employees said that they are very much 

satisfied with the Unilever’s training and development programs. It indicates that Unilever was 

able to satisfy its employees with their training and development sessions. The 9th question was 

about whether Unilever should bring changes in the current training and development programs 
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or not and maximum employees said that Unilever should bring changes in their programs. The 

10th question was about finding out the employees’ level of job satisfaction after attending the 

training and development programs of Unilever Plc and most of the employees said that they 

were very much satisfied with their jobs after attending the training and development sessions of 

Unilever. The last question under this objective was asked about in which area of training 

programs Unilever should bring changes and the answers of the employees were:- trainers and 

the planning of the arranging sessions should be changed; techniques and quality of concepts and 

ideas should be changed. To conclude, it can be said that employees of Unilever were very much 

satisfied with their jobs after attending the training and development sessions of Unilever but 

also suggest bringing changes in trainers and the quality of concepts, ideas etcetera.  

Research objective-03: To examine the training and development programs’ impacts on 

Unilever’s employees 

The third research objective was set for examining the training and development programs’ 

impacts on Unilever’s employees and questions- (12-18) were asked to get relevant information 

for this study. The 12th question was asked to know whether the employees of Unilever think that 

Unilever’s training and development programs meet up their expectation level and most of the 

respondents (82%) said positive about the statement in the question. The next question (13) was 

asked to rate the quality of the training programs of Unilever and most of the employees gave 3 

out of 5. And it indicates that the training programs were very much enjoyed by the employees. 

The 14th question was asked to the Unilever’s employees to know whether they learn something 

new from the pieces of training and most of the respondents said that they learned something 

new from the training and development sessions. Then employees were asked about whether 

trainee group size was appropriate to find out the quality of the training sessions and the 

maximum respondents said that the trainee group was appropriate. That means, Unilever was 

able to maintain their training quality. In the question of “Whether trainers are qualified enough 

to meet up the demand of Unilever employees”, Most of the respondents told that their trainers 

were very much qualified to meet up their demand. Then the 17th question which was about 

whether employees will suggest other colleagues to attend the training sessions was asked and 

most of the employees showed their consent. The last question of the survey was about asking 

the suggestions from the employees regarding Unilever’s current training programs and the main 
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findings or answers of the questions were- Trainers should be changed; inclusions of new 

programs; change of the duration of the pieces of training etcetera. To conclude, it is found that 

Unilever’s employees were satisfied with their jobs after attending the training and development 

programs of Unilever but also suggests bringing some aforesaid changes in their programs. 

4.4 Findings 

After analyzing data and reviewing relevant pieces of literature, the findings that the researcher 

found is presented as follows: 

• The highest numbers of participants were from the research and development department 

of Unilever and a positive side is that the maximum numbers of participants of this study 

possess the professional level of knowledge regarding training and development and job 

satisfaction. 

• After analyzing the data, it came to know that Unilever arranged many soft skills 

development programs which indicates that Unilever gives too much importance on soft 

skill development programs. As in a business organisation, employees working at a lower 

level of the organisation are huge in numbers and need technical pieces of training than 

other training and development programs. But Unilever is giving little importance to this 

matter. 

• Unilever’s training sessions were very much interesting and that is why employees felt 

enjoyable participating in the training sessions. 

• Unilever’s competitors are providing better training and development sessions than 

Unilever Plc. 

• Unilever was able to arrange fruitful training sessions in terms of satisfying employees as 

maximum employees were satisfied with the training sessions arranged by Unilever. 

• Most of the employees said that Unilever’s employees were satisfied with their jobs after 

attending the training and development programs. 

• Though some respondents said that Unilever’s trainers were qualified but many 

participants also wanted changes in this matter. 

• Employees suggest respondents suggested that Unilever should bring new skill 

development programs continuously so that employees become updated about the skills 

needed in the industry. 
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Chapter Five: Conclusions and 

Recommendations 
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5.1 Conclusions 

Training and development activities are the method of transferring knowledge and information 

from the experienced one to inexperienced one. Employees have to attend training and 

development sessions to make them prepare for the upcoming future challenges in their job 

careers. Training makes an employee skilled and skilled employee is an inevitable asset for a 

business organisation. Because a skilled employee produces more outputs than the unskilled 

employee and it will ultimately make the business organisation beneficiary by increasing the 

organisations’ bottom lines. On the other hand, Job satisfaction indicates the employees’ feelings 

towards their jobs and the organisations and their feelings must be positive in nature. When an 

employee enters the organisation, s/he comes up with a lot of expectations and when s/he finds 

that he gets what he expected from the organisation, s/he becomes satisfied with the job. Respect, 

Promotions, a high amount of salary, and other monetary and non-monetary conveniences are the 

key indicators of job satisfaction. In this study, research objectives were set in this way through 

which impacts of training and development on Unilever’s employee’s job satisfaction can easily 

be found. Research questions were formed based on the research objectives to maintain the 

coherence and the quality of the research. A lot of relevant literature was reviewed for getting 

insights and for forming a theoretical based on the various aspects of training and development 

and job satisfaction. Basic concepts of training and development programs, types of trainings, 

impacts of training on employees’ performance, job satisfaction, and its related factors, various 

theories of job satisfaction and Relationship between training activities, and employees’ job 

satisfaction were the topics covered in the literature review. Positivism philosophy, abductive 

reasoning, and mixed research method were used in this project. Data collected from the 

employees of Unilever plc through the online questionnaire survey method and based on the 

research findings, some recommendations were also suggested by the researcher.  
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5.2 Recommendations 

Some recommendations for the Unilever plc based on the findings are presented as follows: 

✓ Unilever should change their trainers as many of the respondents said that they did not 

like many trainers. 

✓ There should be new changes in the training programs after some days for avoiding the 

boringness of the trainees. 

✓ The training programs should be IT-based. Because this is the era of technology and 

having knowledge in technological aspects will help the employees to be competitive in 

the industry. 

✓ From the study, it is found that Unilever gives emphasizes on developing soft skills but 

this company should give more focus on technical skills. As the biggest portion of the 

Unilever’s employees are not high-level managers, so they will need technical skills. 

Otherwise, it would be an injustice to expect handsome output from the employees. 

✓ Unilever should do an analysis of the training programs provided by its competitors. 

After analyzing various aspects, this company should redesign its training and 

development programs. If it happens, the demotivated mindset of the Unilever’s 

employees regarding the competitors providing high-quality training will be decreased. 

✓ Unilever should bring new skill development programs continuously so that employees 

become updated about the skills needed in the industry. 

✓ Many of the trainees said that the trainee size group was large and this problem should be 

solved. Because a classroom of overloaded pupils cannot produce good output and create 

a good learning environment.  

✓ Arrangements of monetary and non-monetary motivational factors should be ensured so 

that employees feel enthusiastic to attend the training programs. 

✓ There should be a testing exam after a certain period of time through which employees’ 

skills will be examined and based on the report, those employees should be sent for 

taking the training. 

✓ The training programs and curriculums should be reviewed after a certain period to match 

the need of the industry. 
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Appendix-01 

01. What is your Gender? 

a. Male 

b. Female 

c. Others 

02. Age 

a. 20-29 

b. 30-39 

c. 40-49 

d. 50-59 

e. Other 

03. In which department in Unilever you are serving presently? 

a. Research and Development 

b. Procurement 

c. Production 

d. Marketing (Including the selling function) 

e. Human Resource Management 

f. Accounting and finance 

g. Other 

04. What do you think about your level of knowledge about the various aspects of training 

and job satisfaction? 

a. Basic 

b. Intermediate 
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c. Professional level 

d. Nothing 

05. What are the training or development programs, arranged by Unilever Plc, confronted by 

you? 

a. Technical skills development program 

b. Soft skills development program 

c. Product and service training 

d. Observational learning 

e. Internship 

f. Job rotation 

g. Case study 

h. Role play 

i. Job shadowing 

j. Others 

06. Are the training sessions of Unilever boring or not? 

a. Yes 

b. No 

c. Neutral 

07. Are the other rivalries or competitors providing better training sessions than Unilever? 

a. Yes 

b. No 

c. Neutral 

08. Do you satisfied with your job after attending the Unilever’s training and development 

sessions? 

a. Yes 

b. No 

c. Neutral 

09. Do you think Unilever should bring changes in the current training and development 

programs? 

a. Yes 

b. No 

c. Neutral 
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10. What do you think about your level of job satisfaction after attending the training and 

development programs of Unilever Plc? 

a. Satisfied 

b. Highly satisfied 

c. Neutral 

d. Unsatisfied 

e. Highly unsatisfied 

11. In which area of training programs Unilever should bring changes? 

a. Trainer 

b. Plans of training programs 

c. Techniques of training (e.g. on the job or off the job training method) 

d. Quality of ideas, concepts included in their training or development programs 

e. Others 

12. Did the training or development programs meet up your expectation level? 

a. Yes 

b. No 

c. Neutral 

13. How would you rate the quality of the training programs? 

a. 1 

b. 2 

c. 3 

d. 4 

e. 5 

14. Did you learn something new from the training sessions? 

a. Yes 

b. No 

c. Neutral 

15. Was the trainee group size appropriate? 

a. Yes 

b. No 

c. Neutral 



      

 Page 57 
 

16. Was the trainers are eligible or qualified enough to meet up your demand? 

a. Yes 

b. No 

c. Neutral 

17. Do you suggest your colleagues to attend the programs that you have already attended? 

a. YES 

b. NO 

c. Neutral 

18. if you have any suggestions about any aspects of the Unilever’s current training and 

development program, please let the researcher know about this? 

 

 

 

 

 

 

 

 

 


