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Abstract— The topic of interest pertains to the domain of Training and Development (T&D), specifically focusing on the concept of on-
the-job training. Training, training design, and delivery style are widely recognized as crucial elements in the field of organizational studies.
The performance of employees has a significant influence on the financial outcomes of a firm. Most organizations utilize Training and
Development (T&D) strategies to improve work performance, efficiency, effectiveness, and managerial oversight. The performance of
employees has a crucial role in determining the operational efficiency and effectiveness of an organization. As a result, T&D is considered a
vital component in this regard. The purpose of this study is to evaluate the effects of Training & Development on both organizational
performance (OP) and employee performance. The process of data collection involved the utilization of both primary data collection methods,
such as questionnaires and interviews, as well as secondary data collection methods. A total of 280 male and female employees were chosen
through a random sample technique across the Delhi NCR region. Consequently, the objective of T&D is to enhance performance levels for
both the individual and the organization. To uphold a superior level of staff performance and overall effectiveness, a firm must establish and
sustain an ongoing T&D program. T&D can manifest in numerous diverse forms. For an organization to derive advantages from T&D, it is
imperative to carefully select the form that aligns most closely with its specific objectives and aspirations. The findings indicate a positive
impact of T&D on both employee performance (EP) and organizational performance. T&D play a substantial role in influencing personnel.

Keywords: training and development; performance; employee; work productivity; organizational performance; employee performance.

researchersneha@gmail.com

https://creativecommons.org/licenses/by/4.0/

10.15649/2346030X.3825



https://doi.org/10.15649/2346030X.3825
mailto:researchersneha@gmail.com
https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.15649/2346030X.3825
https://orcid.org/0000-0002-4613-9783
https://orcid.org/0009-0002-2214-282X

I. INTRODUCTION

Employees are the heart and soul of an organization. An organization depends on its employees for its growth and development. For the
organization to thrive, its employees must perform to their fullest and give their best. It is a necessity for an organization, and it needs to do
everything in its possession to meet the standards. This is why organizations use T&D to improve and make the best of their employees. T&D
has many quirks and is the most important factor for improving the organization [1]. The organization uses various methods and indicators to
find performance variation.

Training gives employees experience and helps them to find their full potential and perform to their fullest. The more training an employee
gets, it turns into an experience. And the more experience an employee has, the better they perform in their employment experience, whether it
is a skill, attitude, behaviour, or productivity [2]. The T&D Programmes encourage organizations to focus on enhancing skills, knowledge,
attitude, and behaviour [3]. The EP can be understood by variables like skills, attitude, abilities, productivity, performance, efficiency,
effectiveness, consistency, camaraderie, etc. Following this, the T&D increases employee’s skills regarding the work from a newbie; abilities,
behaviour, and attitude towards work changes; their productivity increases resulting in higher efficiency, effectiveness, accuracy, and
consistency; effective in better teamwork, less supervision needs, smoother operation, and less wastage [4].

T&D improves the company's success in other ways. As employee performance improves, so do the companies. As mentioned, employees
make up organizations, hence their performance reflects their performance. When an employee acquires work skills, attitude, abilities,
effectiveness, efficiency, consistency, and a complementary behaviour, performance improves [5]. The organization runs smoothly; mistakes
are rarely made, customer satisfaction increases, it retains employees, productivity and quality improvement, waste, and expenditure get lower,
and so on. The variables that check the organization’s performance are market growth, quality, productivity, customer satisfaction, lower
expenditures, lower wastage, internal audit valuation, employee retention, profit, and mix [6].

When the organization’s performance reaches higher, it starts to thrive attract more customers, and show more profit which affects the T&D
of the employees. The organization starts to make its T&D more effective and efficient, raising EP, and making OP higher, and the cycle repeats.

a. Role of Training and Development

For a business, training comes up as the most important factor [7], which helps to improve the efficiency and effectiveness of employees
and employers in an organization. Therefore, training helps to increase the potential and proficiency of the employees and, in turn, helps raise
OP. T&D is crucial for the development of employees and organizations [8]. Haralayya [9] mentions the importance of T D, which is written
below:

i. Brings out the best in employees.

ii. Opens growth paths.

iii. Helps with multipurpose.

iv. Enhances teamwork.

v. Increase quality and consistency.

vi. Increases skills, attitude, behaviour, and abilities.

vii. Improving the quality of an organization.

While T&D Programmes are designed with the individual in mind, it is the company that stands to gain the most [7]. When other HR
practices are implemented according to empirical research-based principles and procedures, training may have the greatest impact [10].
Numerous studies have provided evidence in favour of the positive effects that training may have on companies as a whole [11]. Increases in
efficiency, effectiveness, and productivity as well as operational revenue per employee are just a few examples of the benefits that result from
better organizational performance [12], such as reduced costs, enhanced quality and quantity, reduced employee turnover, and increased social

capital [11].
b. Employees Performance

When talking about EP, the development of employees comes as an important factor. Employee development is regarded as developing the
abilities of an individual employee or a team of employees, which means it involves the overall growth of an individual or everyone [13]. Hence,
employee development and performance are related to each other [14]. To strengthen and expand the employee’s knowledge, abilities, and skills
and to achieve its goals and objectives, an organization needs to incorporate T&D into its systematic and formal system [15]. It was shown that
a positive correlation exists between EP and effectiveness and that this correlation has a statistically significant association with T&D.
Organizations should continue offering employee T&D opportunities and make sure that staff members are involved in Programme design,
need or skill gap assessment, and evaluation [16].

Training programs boost employees' technical skills in various ways. The majority of worker productivity studies have found that happy
workers perform better and stay longer in their jobs [17]. If people are unhappy with their occupations, they are more likely to quit and less
motivated to perform well. Satisfied employees are more productive [18], and management may motivate top achievers to achieve difficult
goals more easily. Enhancing training programs is the only approach to make a worker feel competent in their duties.

¢. Organizational Performance

Organizations must continually change if they want to contend in the international market. The achievement of an organization in any sector
is based on its employees [19]. The achievement of an organization is measured by its performance. The performance of an organization is
measured by various variables, which are stated above. To perform best in those variables, an organization needs its employees to perform to
their fullest. As stated above can be achieved by T&D. Effective T&D initiatives also contribute to organizational commitment, which is
identified as the relative degree of somebody’s identification and participation in a specific organization [20].



If a business invests more in its workers' education and growth, for example, it may expect to see a return on that investment, those employees
will be held to a higher standard, and the firm will gain an advantage over its competitors thanks to the superior knowledge, conduct, and
competences that its employees will have gained [21]. Despite the fact that businesses are aware of the significance of training, their positions
on T&D Programmes remain unclear. This is because organizations do not comprehend how financial expenditures in training might result in
the creation of cognitive value [22].

Because of this, they don't prioritize employee training. The organization does not fund T&D programs and does not prioritize necessary
investments [23]. T&D programs aren't emphasized because they're an extra cost to the organization. Many business owners and executives
view investing in their employees' professional development as a waste of resources, so they give it only the superficial attention it deserves
[24]. As aresult, their companies tend to rely on ad hoc and inefficient training methods to address employees' needs for growth and advancement
[25]. Thus, they provide training for employees nothing more than lip service [26]. As a result, many workers are under-trained and under-
appreciated.

The introduction presents an outline of the research study, with a focus on the critical significance of Training and Development (T&D)
programs in improving both employee and organizational performance, as supported by literature. A comprehensive evaluation of available
literature on the relationship between training and development programs and employee and organizational performance is offered in the next
section. The paper's methodology describes the research design, data gathering methods, and analytical methodologies used, as well as a road
plan for carrying out the study. The paper's data were investigated and analyzed using the recommended approach, with an emphasis on revealing
correlations, the impact of Training & Development on a business, and employee performance. The discussion and conclusion section of the
paper engages in a critical discourse on the implications of the study's findings and summarizes the study's contributions to the field of Training
and Development, as well as outlines potential avenues for future research, indicating areas where further investigation could deepen our
understanding of this critical aspect of organizational performance enhancement.

Il. LITERATURE REVIEW

This section of the study contains reviews of related literature that have been conducted in the past to assist in understanding the current
state of the topic. This section has been broken down into three parts for easier comprehension.

e Role of Training and Development
e Role of Training and Development on employee performance
e Role of Training and Development on organizational performance

The above three parts of the section help to diversify and gain different viewpoints regarding the topic to nurture the objectives.
a. Role of Training and Development

Taufek & Mustafa, [8] claimed that every company needs T&D to boost employee performance. They must focus and keep training even if
it looks ineffective. Training constantly improves performance. Haralayya [9] claimed that T&D requires instruction, training, and development,
and companies that offer T&D to their employees see performance improvements from both sides. Rodriguez, & Walters, [27] stated that T&D
enhances the confidence, sense of security, engagement, and general skills required to carry out a specific job for employees and the organization.
Maheshwari & VVohra [28] stated that employee skill development is made possible through T&D strategies, which facilitate successful change
implementation. Also explained T&D through four themes purpose, design, process, and effectiveness. Amin [29] assessed the extent of the
role of T&D and its contribution. Orientation training, ongoing training, on-job training, and off-job training were used as variables for
assessment. Every variable assessed ensured improvement in work performance. However, the orientation and on-the-job training had the most
development and impacted performance.

b. Role of Training and Development on employee’s performance

Laing [30] used primary data to confirm that T&D affects employee performance and productivity. The findings showed that T&D was
losing personnel. The T&D was beneficial to employees and OP, according to employees. Further, Al Karim [31] found that there are four EP
training approaches, but combining dynamic training with judgments on the absence of skills training is an excellent way to offer a corporation
economical, continuing training. The issue of wasting time and effort on training is answered by knowledge and skills that ensure all employees
are properly trained through dynamic training. According to Zumrah et al. [32], employees who took part in T&D Programmes placed their
additional intelligence, capacities, and proficiencies to employ at the job, which enhances their attitude and job-related proficiencies.

The theoretical foundation and models relating to employee development and its impact on EP were examined by Al-Qudah et al. [14] who
developed a proposed model explaining the relationship between employee development and EP, concluding that EP will affect OP. Arwab et
al. [33] explored the influence of T&D on employee performance through different dimensions. A strong relationship between T&D and EP
was demonstrated while providing an empirical and theoretical explanation of different dimensions associated with T&D and EP. Younas et al.
[34] explored the impact of T&D on EP.

According to Dohroo, Duggal, and Ansari [35], training has an influence on the behaviour of workers as well as their working abilities,
which ultimately leads to improved employee performance and further positive improvements. These results serve to promote employee
performance [36]. When compared to situations in which the individual had either no training or had had training in the past, Arthur et al. [37]
discovered that having training had an impact that was typically advantageous on job-related performance. The findings of their study were
based on the observations of 1152 participants, who were culled from 165 distinct sources. Nevertheless, there was no substantial distinction
observed between the sites of impact sizes. The effectiveness of training can vary greatly depending on the skill being learned as well as the
technique utilized to provide the teaching [38].



Employees T&D is essential for organizations to maintain a competitive edge over time. Employees' sentiments and behaviours at work are
heavily impacted by their wish to safeguard their resource reservoirs in the face of resource-depleting work situations (Haq et al. [39]; Hobfoll
et al. [40]. The study might elucidate the extent to which it can operate as a resource to manage the link between organization and employee
engagement, as well as a means of preserving and improving the organization's performance [41]. T&D effect on workers' productivity was
measured by Asfaw et al. [42]. One hundred staff members were selected using a random selection process and surveyed using the Likert scale.

There was a positive correlation, and a claimed statistically significant association between T&D and worker productivity. It was suggested
that the district 5 Administration Office continue to offer T&D opportunities to their staff and that they actively include their staff in Programme
evaluations, as well as the planning, identification, and prioritization of training needs.

c. Role of Training and Development on organization’s performance

As above-mentioned, T&D affects employee performance which affects OP. According to Byars & Rue [43], organizational development
aims to enhance individual, group, and total organization performance. According to Katcher and Snyder [44], the consequences of training on
employee performance may frequently foster growth within the individual and within the business, itself, provided that the training is conducted
effectively. Jha, [45] examined the impact of HR practices on perceived Employees and OP to investigate whether these performance variables
are dependent/independent. The result deduced that EP rises by appraisal while T&D gives rise to OP. Relating to this, the result of Ismael et
al. [46] found that there was a relationship between T&D, and it directly affects OP and effectiveness. According to Kum et al. [47], many
organizations must complete training to earn a refund on their monthly Skills Development Levies to the government. The Skills Development
Levies companies pay to fund this reimbursement.

Further, Susmitha et al. (2021) [3] said that Organizations could benefit greatly from developing staff development Programmes. If there is
a thorough T&D Programme for the workforce, businesses will benefit from market earnings and keep their competitiveness in the labour
market. A well-thought-out development Programme with supported tools will significantly help the organization keep its most important people
resources, especially those with a lot of expertise. In contrast, Oluwaseun [48] reviewed employee T&D as a model for OP and effectiveness.
In OP, it was said that EP has a positive association with and is statistically related to efficacy. Jha, [45] presented a conceptual study established
on the employee T&D Programme and its benefits. In the said study, the author mentioned that T&D is essentially a gadget that provides a
helping hand for employees to explore their full potential. Which in turn helps in the effectiveness of the organization. Organizations, therefore,
now put a lot of their resources into their T&D Programmes.

According to Chaudhry et al. [5], enterprises and institutions are constantly increasing employee performance in today's competitive market.
The author tested the hypothesis using logic, cross-sectional research, and a self-administered survey. Three hundred were surveyed. Analysis
and output are done using structural equation modelling. Work engagement and enjoyment moderate the relationship between a positive work
environment, growth, and company effectiveness. Engagement, job happiness, professional growth, and a positive work environment seem to
boost business success.

1. OBJECTIVES OF THE STUDY

1. To investigate the impact of Training and Development on an organization’s performance.
2. To investigate the impact of Training and Development on employee performance.

V. MATERIALS AND METHODS

The majority of the study is conducted by the utilization of primary quantitative data, which was gathered by going to different organizations
in the Delhi NCR region. From the organizations, 280 employees were chosen for the study through a random sampling method in the Delhi
NCR region. A secondary data gathering strategy was also used to locate relevant literature and identify the study's research gap and requirement.
The purpose of the study was explored and defended using both primary and secondary data gathering strategies, with both contributing to a
more complete picture of the phenomenon of interest. The Importance of T&D to Organizational Success.

As was already mentioned, primary and secondary sources of information were used. Finding relevant literature and gaining insight into the
research gap & need were accomplished through the use of secondary data collecting. Concurrently, the result for this investigation was
determined using the primary data collection technique. Statistical methods were used to compile and interpret the data. Excel and the Statistical
Package for the Social Sciences (SPSS) were employed in this endeavor. Simultaneously, Regression methods were employed to determine the
goal (specified in table 1).

Table 1: Statistical Technigues used for Objectives and their Description.

Sr. | Obijective Statistical Description
No. Technigue
1. To investigate the impact of Training and | Regression To evaluate the relationship between a single dependent variable
Development on an organization’s performance. (often represented as Y) and a multitude of other variables (known
as independent variables).
2. To investigate the impact of Training and | Regression To evaluate the type and degree of the link between a single
Development on employee performance. dependent variable—usually indicated by Y—and a great number
of other variables—also known as independent variables.

Source: Own elaboration.



V. RESULTS

This section of the research study contains a thorough examination and explanation of the analysis conducted. The methods and
methodologies employed for data gathering and analysis have been previously established in the methodology section above.

a. To investigate the impact of Training and Development on an organization’s performance.
The below-mentioned result is from the objective to investigate the impact of Training and Development on an organization’s performance.

Table 2: The impact of Training and Development on an organization’s performance.

. . . Beta g p- Hypotheses
Hypothesis | Regression Weights Coefficient R R2 F t-value value | Supported
H2 Training and Development -> Organization’s Performance | -.576 0.576 | 0.332 | 137.959 | -11.746 | .000 Supported

The hypothesis investigates whether T&D influence an Organization’s Performance. To justify the objectives, the dependent variable
Organization’s Performance was regressed on the predictive variable of T&D. F = 137.959, p < 0.01, indicating that T&D play a significant
role in enhancing the Organization’s Performance, (b = -.576 and p < .001). These findings demonstrate the favorable impact of T&D on an
Organization’s Performance. Additionally, the model explains 33.2% of the variance in the Organization's Performance (R2 =.332).

b. To investigate the impact of Training and Development on employee performance

The below-mentioned results are from the objective of investigating the impact of Training and Development on an EP.

Table 3: Table 3. The impact of Training and Development on employee performance.

. . . Beta t- p- Hypotheses
Hypothesis | Regression Weights Coefficient R R2 F value value | Supported
H2 Training and Development -> Employee’s Performance | .597 0.597 | 0.357 | 154.193 | 12.417 | .000 Supported

The hypothesis investigates whether T&D influence Employee Performance. To justify the objectives, the dependent variable Employee’s
Performance was regressed on the predictive variable T&D. F = 154.193, p < 0.01, indicating that T&D play a significant role in enhancing the
Employee’s Performance, (b = .597 and p < .001). These findings demonstrate the favorable impact of T&D on Employee Performance. The
model also explains 35.7% of the variance in employee performance, as shown by the R2 value of.357.

VI. DISCUSSION AND CONCLUSION

The study examined how T&D affects employee and organizational performance. The test results, analyzed using data from several firms
and their employees, are given above. They were given questionnaires about T&D in their organization. Does the T&D have any impact? What's
T&D happening? What is T&D rules? What's their T&D frequency? Do they benefit from T&D? Does T&D affect their pre- and post-
performance or their organization's? Etc.

Before going through the primary data collected through the responses from the provided questionnaire to confirm the hypothesis made
using the objectives the author also looked at previous studies which are related to the study, and it was found that Taufek & Mustafa, [8]
concluded that every organization needs to focus and maintain their training toward employees even if the training seems ineffective. Since
training almost universally has a beneficial effect on performance [48]. Instruction, training, and development are the three essential pillars of
T&D, which are recognized by Haralayya [9]. Haralayya also confirms that organizations that provide T&D to their employees recognize an
increase in performance from both the employees and the organization as a whole as a result of the T&D Programmes.

According to Rodriguez, & Walters, [27] training, and development improve an employee's and an organization's sense of self-assurance,
sense of security, level of engagement, and overall abilities necessary to successfully carry out a particular job. Maheshwari & Vohra28
explained T&D by dividing it into four categories: purpose, design, process, and effectiveness. They also stated that T&D strategies, which
facilitate successful change implementation, make it possible for employees to advance their skill sets. Amin [29] evaluated Orientation training,
continuous training, on-the-job training, and off-the-job training as factors to determine the scope of the function that T&D plays and the
contribution it makes. However, orientation training and on-the-job training are the only two factors that offered the greatest growth and had an
influence on performance. This is even though every element ensured an improvement in work performance. Laing [30] concluded that even
though the T&D was not reaching the employees, the employees still thought that the T&D was beneficial for both employees and OP.

From the four training techniques for EP that were established by Al Karim [31], the dynamic training technique and judgments on the lack
of skills training methods are excellent ways to give an organization continuing training that is both affordable and ongoing training that is
affordable [49]. Following an analysis of the theoretical underpinning and models relevant to employee development and its influence on EP,
Al-Qudah et al. [14] concluded that EP would affect OP. Arwab et al. [33] provided an empirical and theoretical explanation of several
characteristics related to T&D and EP while demonstrating that there is a substantial association between T&D and EP.

According to Younas et al. [34], investing money in staff T&D is vital for businesses that want to keep their competitive advantage over the
long term. Employees' desires to protect their resource reservoirs in the face of work settings that deplete such reservoirs have a significant
influence on both their feelings and their actions while they are on the job Haq et al [39]. According to the findings of Jha, [45] the appraisal
offers a bigger possibility to foster the development of EP, whereas T&D contribute to the improvement of OP. T&D has a direct connection
with one another, and this connection has an immediate impact on both OP and efficacy [45]. The answers to questions provided in the
questionnaire were taken and analysed, and the result came as the T&D had a direct connection with EP and OP. And the T&D had a significant



impact on EP and OP. Going through the previous studies, the other authors have discussed a variety of things regarding T&D. Every
organization needs T&D to raise the performance of employees. Training always has a positive effect on performance.

The organizations providing T&D to their employees recognize the performance increase from employees as well as from the organization.
Employees believed that the T&D was fruitful for employees and OP14. EP rises by appraisal while T&D gives rise to OP. There was a
relationship between T&D, and it directly affects OP and effectiveness. Companies that have a complete T&D Programme for their personnel
will enjoy market profits and preserve their competitiveness in the employment market. T&D is essentially a gadget that provides a helping
hand for employees to explore their full potential. This, in turn, helps in the effectiveness of the organization. From what has been said up to
this point, it is possible to conclude that T&D contributes to the enhancement of EP. The effects of EP are felt immediately throughout the
company. If employees improve their performance, their employers will see improvements as well. As a result, T&D has an immediate influence
on OP.

As a result, the purpose of T&D in both the individual and the organization is to bring it to higher levels. A consistent Programme of T&D
is necessary for a company to keep its staff and overall effectiveness at a high level. T&D may take many different forms; for an organization
to benefit from it, it must select the form that corresponds most closely with the goals and aspirations of the organization. As a result, the purpose
of T&D (T&D) in terms of workers and OP is to improve the skills, abilities, camaraderie, productivity, efficiency, and effectiveness of those
involved.

VII. ABBREVIATIONS

T&D - training and development.

EP - employee performance.

OP - organizational performance.

SPSS - Statistical Package for the Social Sciences.
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