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Development and Implementation of Training
The lack of training, in this case, has several potential costs which start with the telephone lines cost. Another form of charge is that of the broken water lines. The company also has another cost to incur regarding the time and the resources required to get access to the utility lines through the hole. The employees who are supposed to repair the broken lines are in a position where they lack the morale to work. The productivity of each worker may be decreased, and therefore, it will have a ripple effect on the entire company in terms of production. This is another form of cost for the company. There is a lot of dissatisfaction when it comes to the operators and the operator leaving the position. When the workers get frustrated, they affect the organization's entire culture in many ways as it becomes chaotic and poor (Blanchard and Thacker, 2013). There might also be a high turnover of employees that can be reflected by the frustrations they are encountering as they work. The final cost is that of inefficiency in getting the job done.
The reason why the company was operating in this manner is that they had the belief that both the tractor and the backhoe were foolproof. Another thing about this particular company is that it had the impression that the workers would somehow know working right in their job. That they would be able to learn as they continue working over some time. This company lacked the concern it ought to have for having its employees well trained. At the same time, the employees lacked the willingness to try and learn new things to improve their skills for this job. They never bothered to know how to handle everything as they took it all for granted. So the fact that both sides lacked the initiative is what made the company work this way.
In this particular job, the training that can work is combined training. This implies that for Jim, book training would have been practical. In other words, he would have gotten a training manual. Another thing that would have helped Jim is that in this kind of training, it would have been good to provide him with slides and videos that would illustrate the exact way in which tasks are done (Blanchard and Thacker, 2013). For instance, he must learn how to get the hydraulic fluid and where exactly it can be gotten from. He can also be enlightened on how the backhoe is operated in the book training. There is also another form of training that could also work well for him. It is the OJT. On-the-job training is the kind of training that one gets as they are carrying out their job description at work. It will give him the experience he needs to handle water lines and the other requirements. This can specifically work for Jim in that he can be placed to work with some experienced operators where buy the operators are working. Jim is observing precisely what they are doing, and then after that, he should be told to practice what he has learned while attending.
The kind of environment in which any given training has to take place has an extraordinary role in determining the achievement of the training outcomes. According to Blanchard and Thacker (2013), the environment has to be conducive to allowing smooth learning. In this particular case study, the company’s operators require an environment that has materials for learning well provided, the equipment that they are to use is supposed to be there also, they should be handed all the necessary instruments to aid them in learning, as well as all the documents. All that has been mentioned above is supposed to be arranged appropriately in advance. They should find all these things put in place before they begin any training. This is what will ensure that there are no loopholes whatsoever in the process of learning. Having all the training material available when they require them creates the most positive attitude for them learning. This applies to whether the training is being done on the job or outside the job.
Another thing is ensuring that the trainers and their supervisors give the trainees constructive feedback. This excites the trainees, and it makes them want to learn more and more. This is because employees or trainees in as much as they are being trained to be effective, they are human beings and are bound to make mistakes (Swan et al., 2012). Whenever that happens mainly in the training process, they should be given feedback so that they will be motivated to be careful and do better next time?
To make it easier for the trainees, the set or the venue for the training will be the exact place they work. The workplace will be effective because the learners will not be wasting a lot of time trying to make movements from one place to another, in and out of the training sessions. Again this will be very effective as it will facilitate the learning by doing method as learners will be practicing what they are learning immediately.
According to Swan et al. (2012), the employees who would have to do the training are the existing and the newly hired ones. These operators must undergo the movement because they lack the required know-how of managing and operating the backhoe like the waterlines. This training program will aim to ensure that the level the operators have of knowledge and skills is enhanced in a big way for them to be effective in their job moving forward.
Every trainer in any given training program has a huge responsibility. Trainers are huge determinants of the success level of a training program. According to the knowledge of this particular case study, the best trainer for this program is Bill Granger. This is because of his expertise in the use of operations related to the water lines. In the available data, there are facts that he has broken only two water lines in his job experience of 15 years. This is an indication that he is good at what he does in the company. This should be considered in deciding to make him the trainer for the operators in the company.
In his training, he will guide the operators on the best ways of handling the water lines to work on them without breaking them (Swan et al., 2012). Also, the trainees will be taught how to operate them without digging too much on the earth's surface. The trainees will gain a lot when it comes to the expertise and tactics used by Bill to effectively hander the water lines.
When it comes to the training program for the backhoe operators, I would consider purchasing one. The most effective training program is required to educate the operators effectively. Having adequate training without this program is nearly impossible because trainers need to be trained on the critical aspect that should be considered at work when there is the operation of a backhoe in the company. From Swan et al. (2012), a training program will influence the employees to be sincere and dedicated in their work as it gives them the motivation they need to be able to do so.
Incorporating a training program will be a sure way of giving the employees the dos and don'ts required to follow operating the backhoe operators as they are working. Whenever a company has a well-made training program, it can evaluate the costs of not training the employees and ensure that the expenses are correctly handled. These are the costs the come up as the consequences of a company not prioritizing the training of their employees beforehand. Having the training program will make sure that there is a low turnover in the company and that the employees are individually working effectively and therefore being very effective in the company at large, which increases the productivity levels at a high rate.
In the process of training, various challenges are encountered by the trainers. This is because trainees are people with a lot of characteristics that are different from each other. Again, they go through various life issues that can disrupt their way of behaving at any given time. This can be counterproductive as it affects both the trainee and the trainer. Most likely, the trainee does not understand what they are being taught in the process of all the trouble they are causing in the training process. They also disrupt their fellow trainees and then can cause chaos in a training set.  From Blanchard and Thacker (2013), top the trainer the effect is that the trainer gets offended and, in the process, lacks the morale to continue with the practical training process.
Examples of these different trainees are those that do not listen, the ones that are too talkative; some trainees are too silent, those that are always afraid to speak up, some think they know it all, and then there is another group that does not care. Dealing with them can be difficult, but there are tips for handling them effectively.
[bookmark: _GoBack]Be open. This happens at the beginning of the training, where the trainer engages them and asks all the trainees what they expect to learn from the session and why they are in training. This will be an ice breaker and ease the tension that can be there. Then from the first day, one can add value to the movement, and also, one can change the perception the learners have. Having a one-to-one conversation is also another tip (Blanchard and Thacker, 2013). Applying a very discrete approach can assist the trainer whenever they notice a trainee not participating or is disrupting the training. The trainer can ask them in confidentiality what problems they are having, and they will help them tackle them the right way immediately. Another tip is by removing the resistance to change. It is the natural behavior of people to tend to fear any change in their lives. The trainees are likely to resist training because they might view the trainer as the agent bringing change. This can be tackled by the trainer first explaining why the difference is to happen and the benefits it will bring to them. 
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