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ABSTRACT

In today's environment of intense competition, businesses are making great strides in talent acquisition and
employee development to get ready for tomorrow's challenges. Companies that invest in their employees
and provide them with opportunities for growth have a much better chance of succeeding. Careful
management of available resources is required for cost savings and loss avoidance.

In an effort to boost profits and competitiveness, nearly every company today is adopting a competency-
based model for their human resources department. This has been the most effective approach thus far for
maximising the organization's current and future skill sets.

This report was compiled to determine how happy the organization's upper management is with its ongoing
training and development programmes. The project's overarching objective is to implement a training
system predicated on a thorough competency mapping in order to increase the rate at which existent skills
are developed and put to use.

INTRODUCATION

The success of any organisation is dependent on its dedication to training and development. Our findings
indicate that this training improves organisational performance. An organization's operational costs, liability,
and ability to adapt to new goals and objectives can all benefit greatly from training its staff. The
organisational analysis takes into account both long-term and short-term objectives, as well as their relative
importance. The effectiveness of resource allocation and utilisation are analysed with respect to the
organization's operational goals and its culture. The level of trust, loyalty, openness, and dedication to the
organization's goals that exists within a company is directly proportional to the quality of its climate. A
company's success can be measured by observing the morale of its employees and determining whether or not
they are motivated to reach their objectives. A job analysis is a technique for figuring out what skills,
knowledge, and attributes are required for a specific job. When determining the calibre of the training staff, it is
possible to take into account both internal and external factors.
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Improvement in quality, human resource planning, productivity, morale, health and safety, risk of
obsolescence, and individual growth are just some of the measurable outcomes that can be attained through
training. Because of their outsized influence, an organization's people need a structure that motivates them to
perform at their highest levels. The training division's function within the company's organisational structure
needs to be made crystal clear. Training departments can be part of HR or organised in a matrix. Training can
also include participation from functional leaders within departments. Professional associations, government
agencies, consulting firms, academic institutions, etc. all offer their members access to training programmes
as well. Organisations must understand that evaluation is more than a concluding period or closing
afterthought of a training programme, but needs to be systematically integrated into training. "Training
Operations” include activities such as selecting trainees, determining the length of training, preparing the
trainer, developing strategies, and disseminating training materials. The reactions of trainees, the depth of their
learning, changes in behaviour on the job, and the outcomes on the job are some of the criteria to measure the
success of training. As James and Roffe (2000) point out, evaluating something should be a continuous,
progressive activity in which the actual and real are compared to the predicted. They believe that evaluation is
most beneficial when it reveals areas of strength and weakness, the likelihood of undesirable outcomes, the
best use of resources, the identification and correction of problems, and the maximisation of learning at both
the individual and group levels. The American Society for Training and Development (ASTD) states that "a
training need exists whenever there is a discrepancy between the current state of affairs and the desired state of
affairs in the human, or "people,” aspect of company performance” (James H. Morrison, 1976). The goal of a
training need analysis is to identify the root of a problem, its underlying causes, and the ways in which it is
related to other problems. Determining what kind of training is required and prioritising those requirements is
part of a needs assessment (Roger, 1994). The first step in accurately and quickly identifying training needs is
to determine what knowledge and skills are critical for optimal performance in a given role within the
organisation (Stockard, 1997). The initial phase of any human resources process is a needs assessment for
training and development. Who needs training, where they need it, what kind of training they need, what
inputs they need for their development, and the significance of the training are all questions that can be
answered through a training needs analysis. Needs-based, learner-centered, goal- oriented, time-bound, and
accommodating of constraints and availability of resources are hallmarks of an effective training design. The
three main components of training design are setting training objectives, selecting suitable learning activities
and methods, and sequencing the training in an effective manner.

Harvard professor William James suggested that people could keep their jobs if they only used 20-30% of their
abilities. He found that, with the right incentives in place, these employees could perform at 80%-90% of
their potential. Applying concepts from behavioural science, such as motivation and increased productivity,
could enhance the output of employees. The strategic use of training's available learning resources is one
possible method of achieving such improvements. On the one hand, investment in training and development
can increase profits and/or shift employee attitudes towards a profit-first mentality, boost morale across the
board, and increase buy-in to the success of the business. There is a direct correlation between
participation in training and development programmes and a subsequent increase in productivity. The
increased knowledge and skill that results from training and development is an asset to any organisation. High
performers aid their companies in growing because they can think outside the box with their acquired skills.
The main goals of training and development are knowledge sharing and skill building. Investing in training
and development programmes that increase productivity at the individual and team levels is a central tenet of
human resource management. The concept of 'increasing one's capacity to take action' through organisational
learning and, by extension, collective development, is growing in prominence in today's businesses. In
contrast, "organisational learning" refers to a "effective procedure to process, interpret, and respond to both
internal and external information of a predominantly explicit nature,” and the effect measuring programme is
frequently discussed in the field of professional development. Finding the best assessment system is crucial for
enhancing organisational performance and capabilities and tying them into the business strategy.
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LITERATURE REVIEW

According to Edwin B. Flippo, "training is the act of increasing knowledge and skills of an employee for
doing a particular job."

(Taken from McGraw Hill's Personnel Management, 6th Edition, 1984)

Training encompasses all efforts made to provide employees with the information, practise, and
encouragement they need to acquire the abilities and mindsets they'll need to do their jobs well. Training is
beneficial for both maintaining and developing existing abilities. In order to do their jobs effectively, new
hires will benefit from formal training.

On page 189 of K. Kapur's Human Resource and Personnel Management (New Delhi: Tata Mcgraw-Hill
Publishing CompanyLimited, 2000). Aswathappa.

Training exists primarily to guarantee the availability of a skilled and motivated labour force. Included are
personal, professional, organisational, and societal targets as well. Human resources are not only an
organization's primary resource, but also one of its most valuable assets. Because of the one-to-one
relationship between employee productivity and business results, human resource capital is a top priority for
most organisations.

Partlow (1996); Tihanyi et al. (to the year 2200); Boudreau et al. (2001) are just a few of the sources that can
shed light on the importance of a comprehensive training programme to the success of any business.

Deming (1982) argues that reps should get as much information as possible about their activities before they
begin. Learning from actual situations is much more effective than theoretical explanations.

Employees pay close attention to the manner in which information is conveyed to them during training and
development, as reported by Phillip sailors et al. (2005). It's obvious that a trainer isn't doing a good job and is
wasting everyone's time if he can't keep the attention of his class during his presentation. A teacher's ability to
hold the attention of their students is critical.

RESEARCH METHODOLOGY
Research design:

This study employed a variety of research strategies, including a descriptive survey. The effects of training and
development on organizational effectiveness are also examined. The research strategy adopted for this study
is qualitative in nature.

Research Objective:

Examining how training and development affects business outcomes is the main focus of this investigation.
Sampling Technique:

This sampling technique used is convenient sampling Data Sources and

Collection Method:

Employees at the company's highest levels of management and leadership will be surveyed. Structured
questionnaires will be used to collect the information.

In order to determine the discrepancy, a questionnaire about the structure and evaluation sheets are used to
collect data. Excel sheets are used for the analysis of the process.
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FINDINGS

Age Group No. Of Respondents Percentage Of Respondents
25-30 39 39%

30-35 49 49%

35-40 12 12%

Total 100 100

What are the effects of training/development on organizational performance

o Are the employees adequate in what they do

Opinion No. Of Respondents Percentage Of
Respondents

Yes 31 31%

No 43 43%

May be 26 26%

Total 100 100

Inference

From the analysis, 43% of the employees do not do their jobs adequately, 31 % were of the opinion that

they are adequate for it.

Are the employees adequate in what they do?

o Do employees face difficulties in their jobs with the global changes?

Opinion No. Of Respondents Percentage Of
Respondents

Yes 50 50%

No 21 21%

May be 29 29%

Total 100 100

Inference

From the analysis, 50% of the respondents agreed that employees face difficulties in their job with the global

changes and 21% of the respondents do not agreed that employees face difficulties in their job with the global

changes.
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CONCLUSION

Researchers looked into the link between training and development and company output after realising that
some businesses don't seem to care about their employees' ability to do their jobs well. The overarching aims
of the study were to (1) ascertain whether or not the organisation in question provides training and
development programmes for all employees, (2) identify potential barriers to the implementation of such
programmes, and (3) assess the quantifiable Questionnaires, in-person interviews, and unstructured
observation were all used to gather data from a sample of 100 people. The examined data shows that the
company regularly schedules training sessions. Meetings and other types of supervision also play a role in
providing on-the- job training. It was discovered that some of the difficulties of training and development
programmes include financial costs and the temporary halt in productivity. The majority of the training
programmes resulted in noticeable increases in productivity. Therefore, it is reasonable to assume, based on
anecdotal evidence, that organisations invest in training and development to some degree, greatly increasing
the output per employee. The results of this study stress the value of investing in employee development
programmes in light of the fact that poor performance in the workplace can have serious consequences for
businesses in the modern economy. As an essential strategy for getting the upper hand on human resources by
pinpointing areas of improvement in the workforce. They might make the necessary changes or take the
necessary action to reach their goals and objectives. Businesses have increasingly recognised the value of
investing in their employees' skillsets and productivity through training and development programmes in

recent years.
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