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Background 
The system of Apprentice emerged in old times to provide a structured approach of teaching 
to unskilled workers by experienced craftsmen. In Industrial Age, this training & 
development got transformed to vocational education and traditional apprenticeship was 
replaced by Training & Development. With division of labor in Industries specific job tasks 
that required equally specific training in a much shorter time span were introduced. As time 
passed by training & development become more methodical and focused, The first training 
method was developed during 19th & 20th century, gaming simulations became important 
toll in Russian military. In early 20th century, training and development has gained vast 
importance and was been considered as a profession, which resulted in the creation of 
training associations. The production needs for the World War I and II created a heavy 
requirement of new workers with some or no industrial education or skills, thereby creating 
necessity for huge training & development efforts. The 1950’s saw an explosion of training 
&development methods as large number of organizations used assessment centers.  
By 1970’s a feeling of professionalism emerged in the training community. Training 
programs were growing dramatically and the Association of Talent Development produced 
the Professional Development Manual for Trainers. Focus of Training & development shifted 
from individual to organization with rise of organizational development. New techniques & 
training aids were used in form of videotapes, satellites and computers.  
With changes in social, economic and political reforms in 1980s and early 1990 it had effect 
on how organizations do business, resulting in need for effectiveness in training. With 
increase in international competition, it was required that the training & development 
programs need to be more specific and effective for organization to have competitive 
advantage. Also, 1980 & 1990s computers became an important part of business which made 
a necessity for new workers to learn computers, due to which, organizations launched 
computer training and development programs to ensure employees acquire the needed 
computer skills. 
Introduction 

Human Resources being an important factor in Organizations, success of any organization is 
rely on its employees. Every organization needs to have well trained and experienced people 
to perform the activities that have to be done. This is the most important aspect of Human 
Resource Management. It is widely known that Human Resource Management helps people 
to expand their capabilities and offer numerous opportunities. It is also felt that the expanded 
capabilities and opportunity for people at work will lead directly in operating effectiveness. 
There is huge discussion between professionals & scholars that training, and development 
program has effective impact on employee and organizations. Some theories suggest that 
training & development increase in high employee turnover whereas the other claimed that 
training & development is an effective instrument which is beneficial for employee retention 
(Becker 1993, Colarelli and Montei 1996). Regardless of all discussion, most of writers agree 
that employee training & development is a human resource practice that can influence on the 
accomplishment of employee and organizations. As per reports by American Society for 
Training and Development, organizations are spending more than $126 billion yearly on 
employee training and development (Paradise 2007). According to D.P Chowdhry, training is 
a process which enables the trainees to achieve the goals and objectives of their 
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organizations. According to (Goldstein & Ford 2002)., Training is organized method for 
learning and development, which helps the efficiency of individual, group and organization. 
Literature Review 

3.1 Training and Development Programs 
“There are risks and cost to a programme of action, but they are far less than the long range 
risks and costs of comfortable inaction.” – JF Kennedy 
“Training & development in expensive, without training & development it is more expensive 
– (Pt. Jawaharlal Nehru) 
“Training & development is the organized procedure by which people learn knowledge & 
skill for a definite purpose” – Dale S Beach 
William G Torphey has defined training & development as the process of developing skills, 
habits, knowledge and attitudes in employees for the purpose of increasing effectiveness of 
employees in their present government positions as well as preparing employees for future 
government positions. 
Many studies have taken place in the area of training & development over the year. 
Raja et al (2011) conducted a survey of 100 sample, they observed in their studies that there 
is a positive relationship between training design and organizational performance.  
Abang, May, and Maw (2009) on the other hand, pointed out that Lynch and Black in their 
studies revealed that only off-the job (general) training improves organizational performance 
whereas on the job training does not. 
Many studies have garnered support for the benefits of training for organizations as a whole 
(Herman and Kurt, 2009). These benefits include improved organizational performance (e.g., 
profitability, effectiveness, productivity, operating revenue per employee) as well as other 
outcomes that relate directly (e.g., reduced costs, improved quality and quantity) or indirectly 
(e.g., employee turnover, organization’s reputation, social capital) to performance (Herman 
and Kurt, 2009). It is interesting to note that information technology, employees training, and 
incentives showed a strong and significant relationship with organizational performance. This 
could be due to the fact that in most developing countries, the employees are not as highly 
paid as those workers in developed counties, thus the workers are more concerned with 
human resource practices which could subsequently increase their earnings (Abang et al, 
2009). Several interventions are effective at increasing the benefits of training to the 
organization (Herman and Kurt, 2009). First, organizations should conduct a needs 
assessment using experienced subject matter experts to make sure trainees are ready and 
motivated for training. Second, in terms of design, organizations should apply theory-based 
learning principles such as encouraging trainees to organize the training content, making sure 
trainees expend effort in the acquisition of new skills, and providing trainees with an 
opportunity to make errors together with explicit instructions to encourage them to learn from 
these errors enhances the benefits of training. Third, in terms of training delivery, the benefits 
of using technology for training delivery can be enhanced by providing trainees with adaptive 
guidance (see Herman and Kurt, 2009).  
Characteristics for effective Training and Development Program 
 Training & development should achieve goals as - 
1. Provide quality, cost-effective training designed to increase individual and organizational 
productivity and enrichment 
2. Provide development opportunities that enhance knowledge, develop skills and enrich the 
organization. 
3. Create, promote and foster an organizational environment that values development, 
diversity and growth opportunities for all employees. 
4. Provide individuals and the organization with the tools to respond effectively to customer 
needs as well as current and future demands for service. 
5. Provide ongoing leadership and support to the organization’s succession efforts. 
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6. Promote, support and leverage technology resources and tools to improve and enhance 
workflow efficiency and improve customer service. 
7. Training isn’t a one size fits all. There isn’t one simple answer to building the perfect 
employee training program, but there are a few things that are consistently present in all the 
best ones. 
1.Effective Program Management 
A high quality training program starts with a person, with a champion.  In some organizations 
this person might be the training and development manager, learning and development 
specialist, or training coordinator. Regardless of job title, this person is the one who manages 
training. An ideal training program manager is inherently curious, open-minded, motivated, 
and invested in developing employees’ skills to help them reach their potential. They are 
committed to learning and are constantly working to improve their own skills and 
competencies. 
2. Needs Assessment 
In getting started, the program manager must be able to identify the needs of an organization. 
This is where curiosity comes into play – they must take time to understand the past, present 
and future direction. A needs assessment can be conducted through research, interviews and 
internal surveys. At the core of any effective training program is correctly identifying who 
needs to be trained, and on what skills or topics. A training need” is the gap between current 
performance and required performance.  
3. Alignment 
Once needs are identified, they must be aligned with organizational initiatives. The program 
manager should build a curriculum to address problems in the organization and support 
business goals. By following this model, employees will be more likely to understand the 
training and it will be supported by managers and leaders. The impact to the organization is 
the critical piece. No one wants to do something just to do it – you must have a purpose. 
4. Goals and Metrics 
Training is an area that can be difficult to quantify. However, when the program manager is 
able to determine organizational needs that are aligned with the business, quantifying training 
becomes much easier. 
5. Leadership Buy-in 
One of the keys to a successful training and development program, and possibly the most 
important, is leadership buy-in from the top down. Having leadership support helps drive the 
importance of a program, assist with accountability, and establish appropriate expectations. 
Leadership buy-in is more easily obtained when the program manager has been able to 
identify the needs of the organization, align them to the business and develop formalized 
goals and metrics that will provide results. Senior leaders will want to know how the training 
program can impact the bottom line, so be prepared to talk about this when you present your 
ideas. 
6. Relevancy 
Providing relevant training content is key to a good training program, to ensure learners are 

engaged and continue to come back for more.The modern learner today is distracted, 
overwhelmed and has little time to spare. Catering content to their needs is not only important 
– it’s critical. 
The content presented to employees must be applicable and timely to help them with their 
daily duties, expand their mind, and provide them with quick takeaways that can immediately 
be applied. 
7. Creativity 

It has been found over the years that programs that have some type of creative hook are 
viewed as more valuable to the organization.Creativity can start with a program launch that 
has a theme – it can be as simple as a corporate university or college layout. Watco 
Companies launched Watco U Online to build a customer-centric culture. 
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Branding the training initiative with a logo or mascot can add a level of fun and familiarity as 
the program continues. Other creative plays could include seasonal themes and contests. 
3.3 Individual Benefits from Training and Development Program 

3.3.1 Employee Performance 
Most of the previous studies provides the evidence that there is a strong positive relationship 
between human resource management practices and organizational performance. (Purcell et 
al., 2003). 
Senge‘s (1999) argument that learning in organizations (through T&D) leads to knowledge 
acquisition, which leads to team knowledge sharing, greater motivation, social interaction, 
flexibility, and more creativity; when put together, these lead to an increase in productivity. 
Furthermore, Farahbakhs‘s (2010) study indicated that the job performance of employees in 
public organizations after training was higher than it was before training. Training and 
development was discovered to have a positive influence on the performance of civil servants 
293 in Abia state, Nigeria 
According to Guest (1997) mentioned in his study that training and development programs , 
as one of the vital human resource management practice, positively affects the quality of the 
workers knowledge, skills and capability and thus results in higher employee performance on 
job. This relation ultimately contributes to supreme organizational performance. 
As depicted by the work of Harrison (2000), learning through training influence the 
organizational performance by greater employee performance, and is said to be a key factor 
in the achievement of corporate goals. However, implementing training programs as a 
solution to covering performance issues such as filling the gap between the standard and the 
actual performance is an effective way of improving employee performance (Swart et al., 
2005). 
According to Swart et al., (2005), bridging the performance gap refers to implementing a 
relevant training intervention for the sake of developing particular skills and abilities of the 
workers and enhancing employee performance. He further elaborate the concept by stating 
that training facilitate organization to recognize that its workers are not performing well and a 
thus their knowledge, skills and attitudes needs to be moulded according to the firm needs. 
There might be various reasons for poor performance of the employees such as workers may 
not feel motivated anymore to use their competencies, or may be not confident enough on 
their capabilities, or they may be facing work- life conflict. 
Training is positively effects on the employee performance of the employees. During a 
qualitative study concerning mechanics in India, Barber (2004) originates that on-the-job 
training headed to superior novelty and implicit skills. Technical and professional skills are 
very important for the employees to perform a job in an effective way. Providing training 
opportunities to employees can enhance the performance of the employees. Reference to 
invention, training increased the educated mechanics to figure up two Jeep bodies using only 
a homemade hammer, chisel, and oxyacetylene welder. Concerning to implicit skills, Barber 
described in his study that profession of a mechanic needs “feel” to remain successful. Barber 
(2004) described in the result of an effective training that a mechanic had worthy emotion of 
how to hit the metal at the particular spot so that work must be performed in a systematic and 
proper way. 
3.3.2 Employee Competencies 
Any employee in an organization gets benefited due to Training & development program  
They learn the soft and technical skills as required by their jobs. In last 30 years 
unemployment is at its lowest rates which is not beneficial for the workers to start new job, if 
opportunities for growth are fewer (Dobbs 2000). Fresh university graduates mostly 
considering for a firm which provides intensively training programs to their employees, but 
this idea is risky for organizations to lose fresh trained employees with couple of years 
(Feldman 2000). Professional which are placed in the industry of information technology, 
identify that knowledge is authority and they required to retain their abilities and talent 
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according to current requirement of the market. Most of the employees recognize the 
importance of training program and would like to increase their salary (Dillich 2000). It is 
also expected from the fresh graduate not appropriately equipped for the continually changing 
business environment (Gerbman 2000). Young professionals with entrepreneurial ambitions 
know that they have shortage of experience and money; hence they attempt to join companies 
which provide training programs to prepare their employees for the betterment of future 
(Feldman 2000). Employee development program help employees to survive in the future and 
develop their abilities to cope with new technologies. 
3.3.3 Job Satisfaction 
Job satisfaction and employee satisfaction are very important in organizational behavior 
because both are common aspect that most related to the employee’s attitudinal response to 
his or her organization. Job satisfaction is conceptualized as an evaluative, cognitive and 
affective components that contribute to higher performance and dedication to the 
organization. The current research has been indicating the four main common factors that 
may lead to job satisfaction such as the worker’s personality, the worker’s values, the social 
influence and the work situation itself (Ghazzawi, 2008). The worker’s personality affects 
how he thinks about a job, either being more positive or more negative. A person who has 
high on the extraversion personality trait has a high level of tendency in job satisfaction if 
compared with a worker who is low on the same trait (George and Jones, 2008). Previously, 
the researcher has pointed out that job satisfaction can influence the employees attitude and 
views toward their job. The most important factors for understanding job satisfaction is the 
values or beliefs because it is well-established. The intrinsic or extrinsic orientation work 
values relate to job satisfaction (eg. Ellickson, 2002; George and Jones, 2005). Consequently, 
employee job satisfaction can be defined as a work situation because it is the most prominent 
elements of job satisfaction. Employees have no feeling about their organizations, if they 
think that their organizations are not caring about them (Garger 1999). Companies which are 
willing to spend money on their employees, give value to work with those companies, even 
though that investment eventually benefits the organization (Wilson 2000). Companies which 
are providing the training and development programs for their employees are achieving high 
level of employee satisfaction and low employee turnover (Wagner 2000). Training increase 
organization’s reliability for the reason that employees recognize their organization is 
spending in their future career (Rosenwald 2000). 
Loyalty with the organization cannot be calculated but it is substantial to intrinsic reward that 
employee feel. Employee feels comfortable and wants to stay with their organization, when 
they feel they are putting their efforts and skills in the bottom line for their organization 
(Logan 2000). Employees who are satisfied with their jobs, believe that their work has a 
purpose and important for their organization (Moses 2000). Usually the best performers do 
not leave a job for the purpose of financial benefits. Though salary and benefits plays an 
important part in selecting and retention of the employees, employees are always observing 
the opportunities to acquire novel skills, to get the encounter of different duties, and looking 
for personal and professional development (Wagner 2000). Therefore, nourishing these 
requirements facilitates in figure up confidence, self-esteem and job gratification in 
employees (Nunn, 2000). 
3.4 Organizational Benefits from Training and Development Program 

3.4.1 Market share increase. 
Employee development programs are important for any organization to stay solvent and 
competitive in the market. Though it is expensive for the organization to spend the money on 
their employees, but this investment is positive for the organizations to hold the place in the 
market. American Society for Training and Development mentioned two motives that are 
significant for employee’s knowledge, first employees identify the worth of training and 
marketable by organization and second CEOs of the companies understand that how fast 
information is transferring in current business environment (Fenn, 2000). Greengard (2000) 
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described that organizations are required to develop and maintain such learning environment 
for the employees that expand the knowledge of organization and competitive ability. 
However, employee training programs derived through a high price, but have a positive 
impact on return-on-investment. Microsoft, and General Electric Company are entirely large 
effective organizations, and these organizations realize training opportunities as an 
investment (Kleiman 2000). 
Wanger (2000) described in his study that American Society for Training and Development 
found an association between financing in employee development program and higher 
revenues from stock market. American Society for Training and Development moreover 
originate that companies who apply average of $1,575 each employee on learning got 24 
percent growth in gross profit and 218 percentage increase in revenue each employee instead 
of those who spend fewer on employee training and development, investing in employee 
development is a condition that is suitable for individual and organizations (Rosenwald 
2000). Furthermore, employee training and development programs not only increase the 
profit of organizations but also provide difference within their native market. Organizations 
can practice training and development opportunities to support them available to the current 
employees, perspective employees, plus clients of the company. GSD&M’s Idea U, assists 
employees to recognize their characters and established that it has prepared people as 
superior contributors to business (Petrecca 2000).Lastly, organizations can utilize employee 
training and development programs to improve their appearance as best employer in the job 
market. 
3.4.2 Organizational Performance 
Howard (2012) carried out a research on the Effect of Employee Training on the Perceived 
Organizational Performance of a Print-Media Industry in Ghana using descriptive analysis 
indicated that, although some employees are not aware of and are not involved in the training 
programmes, majority of the employees reported that, they are aware of and are involved in 
various training programmes. The results also showed that, training programmes in the print-
media industry is not frequent. Results from the correlation analysis suggested that, there is 
strong relationship between employee training and organizational performance that employee 
training has a huge effect on organizational performance. He recommended that current 
change in employees’ skills sets requires constant and frequent employee training in the 
print-media industry in Ghana. 
Ndibe (2014) studied the effect of employees training on organizational performance his 
study aimed at identifying the effects of employee training on organizational performance 
with special emphasis on the process and procedure of selecting employee for training. The 
survey research was carried out in Enugu State, Nigeria. The population used for the study 
was 694 staff of Nigerian Bottling Company and 7UP Bottling Company. Sample size was 
determined using Yamane (1964) formula. A sample size of 254 was drawn. The study made 
use of primary and secondary data which were collected using questionnaire administered to 
the 254 staff of the selected Organization, Personnel records and annual reports of the 
selected Organizations were used for secondary data. Statistical Package for the Social 
Sciences (SPSS), was used to analyze the data and person product moment correlation 
coefficient and the one-sample test were used to test the hypotheses formulated in the study. 
Findings from the study reveal that the extent to which unsystematic approach of employee 
training affected organizational productivity and there is a very strong positive relationship 
between employee perception of training and organizational performance. He also found that 
the extent to which employee training alone affects organizational performance was low, 
however, when other variables like training design, training delivery style were considered, 
its effect became significant. Ndibe (2014) concludes that if the right employees are sent on 
training through the systematic training procedure of identifying and selecting employees for 
training, there would be a significant improvement on the organizational performance. He 
recommends that a mechanism should be created for proper assessment and evaluation of 
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employee performance after training as this will ensure that only employees who require 
training are sent on training. According to Bo Hansson (2002) in his study determines, 
Training improves overall performance of organization like improvement in profitability, 
efficiency etc 
3.4.3 Employee Retention 
Employee training programs are more than just a perk: effective employee training programs 
have been linked to improved retention and engagement rates. The research described that 
employee retention is a challenging notion and there is no particular method to retain 
employees with the organization. Several organizations have revealed that one of the 
characteristic that help to retain employee is to offer them opportunities for improving their 
learning (Logan 2000). Therefore, it has confirmed that there is strong relationship between 
employee training and development, and employee retention (Rosenwald 2000). Companies 
should realize that experienced employees are important assets and companies have to suffer 
the challenge for retaining them (Garger 1999). Therefore, companies which are providing 
training and development programs to their employees are getting success in retaining them. 
Sears has established that in localities where manager provide help to their employees to 
develop professionally, turnover is almost 40-50 percentage fewer than those stores where 
association with the managers does not available (Logan 2000). On other side, numerous 
employees participate in employee training programs are not assured of a conventional 
association between programs and employee retention (Rosenwald 2000); several managers 
found that positive learning atmosphere directed to higher retention rates (Dillich 2000). 
Organizations that are offering employee development programs are getting success with 
retaining employees. An effective design of training program can also increase retention 
among employees. Employee retention is a volunteer move by organizations to create an 
environment which involves employees for long term (Chaminade 2007). For the description 
of more effective retention, researchers have recommended that organizations may contain 
with training and development program that classifies volunteer assignments, requirements, 
and expectations (Seigel and DeLizia 1994). “To retain employees, organizations need to 
think seriously about their investment in training and development” (Leonard, 1998). Fenn 
(1999) presented in his study that the normal monthly turnover at Unitel has decreased from 
12 percent to 6 percent since they inaugurated Unitel University in 1998. Though numerous 
persons involved with employee training and development programs are not assured of a 
direct association between the programs and employee retention (Rosenwald 2000). 
However, specific numbers of managers discover that a constructive learning environment 
pointed to higher retention rates (Dillich 2000). 
3.4.4. Brings innovation in organization 
Continuous learning through training program improves the innovative skills of the 
employees. The study of Stefan Bauernschuster , Oliverfalck Stephan Heblich (2008)103 , 
“The Impact of Continuous Training on a Firm’s Innovations”, given relationship of 
innovation and training . The goal of paper was to test the hypothesis that continuous training 
is a necessary condition for successful innovation. Study shows that continuous training does 
have a positive effect on a firm’s innovative ability.Another study of Laplagne, P. and 
Bensted, L. (1999)104 stated that Training leads to an increase in the quality of labour, by 
equipping employees with greater skills and knowledge (and possibly fostering greater 
effort). Innovation, which can take many forms (eg the introduction of new technology or of 
new management techniques), improves capital services and the efficiency of the production 
process. 
Results 
This study has collected support for the positive outcomes of training program for the 
organizations. These benefits comprises better organizational performance (e.g., profitability, 
efficiency, and output) and further benefits that directly or indirectly related to employee 
performance. 
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The facts in current research can be utilized in numerous diverse ways by a diversity of 
organizations. The significant opinion is that companies essentially put the highest worth on 
their employees, and develop beliefs and practices that show the highest commitment of the 
employees. Employees required feeling like they are producing a noteworthy modification to 
corporate success and providing positive results and intentions to do their jobs well. 
Furthermore, it is difficult for most of the companies to develop corporate level institutions 
and provide extensive opportunities for internal promotions, but it is easy for organizations to 
help their employees in making career goals and action plans for the development of their 
career. Certain organizations may discover that they develop employees who apply their 
abilities and skills for further organizations; however the organizations also find that they are 
increasing a sense of loyalty from other employees. In this study there is a substantial support 
for individuals and organization to get the several benefits from training program. Such 
benefits contain efficiency and factors that related directly or indirectly to the employee 
performance.  
Suggestion for Future Research 

We firstly propose that benefits of training & development may have positive effect on 
individual benefits which later affect organizational results. A conceptual model of this 
process is available & there has been little empirical research on this topic (Kozlowski et al. 
2000).Furthermore, some special questions of vertical transfer that how training and 
development directly influence on individual and organizational level is required.Research is 
also required to recognize the features that enable a smooth transfer of employee 
development benefits on different level.  
Conclusion 
On basis of earlier studies we can take fact of observation that training & development leads 
to employee & organizational benefit. Existing studies propose benefits may vary from 
individual & organizational point of view. We implemented different level and different 
disciplinary perspective of employee development program to understand benefits of training 
& development program. We also stated in study how to increase the benefits of training. 
These features include giving attention to the training design, delivery, and transfer of 
training. After completing the study on this topic we strongly believe that it is very beneficial 
for the organizations to develop the employee development programs. If there is a systematic 
training and development program for the employees, the companies will harvest its profit 
from the market and remain competitive in the job market. An organized and efficient 
development program with supportive apparatuses will significantly assist the organizations 
to retain the most valued human resource, especially those who have a lot of experience with 
the organization. If organizations are capable to support all employees in meeting their 
requirements then both, employees and organizations will get the long-term benefits. It is also 
very important for the organizations to timely evaluate the success of employee training and 
development program. 
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