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CASE SUMMARY
The key to business success is retaining and attracting new customers. To achieve this the business must be willing to offer its good and services in the high-quality standard. Therefore, to maintain a client base, the management should focus on what and how is delivered to the customers. One of the proven tactics of providing quality good and service is by training of employees. Training is one method of making sure that employee technical skills are updated.
When making a business decision there two factors to consider, how training reduces the cost, and how much training increase the revenue. The training should only be carried out if the revenue generated is higher than the cost incurred.
Question 
When the company employee leave it is called employee turnover, the company has to compensate for the termination of contract and employment of the new employee. The associated cost is called turnover cost. Turnover cost can be classified as direct and indirect cost. The cost for recruiting new employee is classified as direct cost while the cost associated with the underperformance of existing employee is an indirect cost. Also, the cost of motivating existing employee can also be classified as an indirect cost. If employee turnover does not occur, the associated cost is called the indirect cost benefit.  Bottom line is also referred to us as the net profit of the company 
2) The reduction in the category of frequency in the “very dissatisfied” signify that customers are now experiencing a better service from an employee after training. This means that they likely to come back and bring a friend and relatives. Hence the net revenue will increase. Although the cost associated with training will be higher than revenue change, the training is still essential, because if training is not done the company profitability will continue to decrease.
Calculation
A) Willing customer who will come back again and attracts new customer =15%-5%=10%
10%*500=50
The net revenue from the retained customer =50*500=25,000
b) the total revenue by the customer for six months =$25,000*6=$150,000
c) c. What would be the revenue generated if you had 1,000 customers?
15%-5%=10
10%* 1000=100
100*$500=$50,000 
$500 is the amount of revenue generated by one customer 
The amount by customers for six months =$50,000*6=$300,000
3) Allocating the factory overhead rate based on labor cost assume the overhead cost to be 106,800 and labor cost to be 89,000 
Overhead absorption cost 106,800/89,000 =1.2
Labor cost= 7500*1.2=$9,000
Variance AQ-SQ 9,00-9,150=150A
4) Cost of employee turnover 
Cost of departing employees =70,000*100=$7,000,000
Therefore the turnover cost is 1.5*$7,000,000=$10,500,000
If training id avoided =10% of cost turn over=0.1*10,500,000=$1,050,000
Key learning 
In most cases the word training and development are used interchangeably, training means providing the employee with the required skills and competence to improve their performance. While development means providing the employee with abilities the company will need in future from the case it is evident that the training and development investment is more profitable to the firm. The studies have shown that the firms that put more dollars in training are more profitable than the firm that put fewer dollars on training and development. (Newman, Thanacoody, & Hui, 201) 
Further, the study indicates that the success of profitable firms isn’t caused by the amount invested by profitable firms in training. The profit is a result of the bottom-line payoff (Haines, 1994)
The work environment is always changing, and therefore training and development are vital because it improves the performance and health of employees. If the company continuously takes its employee through training the performance of it worker will eventually improve 
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