© 2016 IJSRST | Volume 2 | Issue 5 | Print ISSN: 2395-6011 | Online ISSN: 2395-602X
Themed Section: Science and Technology

Training and Development Program and its Benefits to
Employee and Organization : A Conceptual Study
Vinita Jha
Research Scholar, Mewar University, Chittorgarh, Rajasthan, India

ABSTRACT
The purpose of this paper is to present a conceptual study established on the employee training and development
program and its benefits. This paper will inspect the structure and elements of employee training and development
program and later the study present what are the positive outcomes for employees and organizations. Training and
development play an important role in the effectiveness of organizations and to the experiences of people in work.
Training has implications for productivity, health and safety at work and personal development. Modern
organizations therefore use their resources (money, time, energy, information, etc.) for permanent training and
advancement of their employees. Training and development is an instrument that aid human capital in exploring
their dexterity. Therefore training and development is vital to the productivity of organization‟s workforce. The
study described here is a vigilant assessment of literature on fundamental of employee development program and its
benefits to organizations and employees.
Keywords: Training & Development, Training Design, Training Benefits.

I. INTRODUCTION
Training and development is the study of how
structured experiences help employees gain workrelated knowledge, skill, and attitudes. Training and
development guide is oriented chiefly around what‟s
good for people, rather than chiefly what‟s profitable
for organizations. The reason for this is that in terms of
training, and development, what‟s good for people is
good for the organizations in which they work–what‟s
good for people‟s development is good for
organizational
performance,
quality,
customer
satisfaction, effective management and control, and
therefore profits too. Organizations which approach
training and development from this stand point
inevitably foster people who perform well and progress,
and importantly, stay around for long enough to
become great at what they do, and to help others
become so. Training is a very commonly used word, it
traditionally „belongs‟ to the trainer or the organization,
it should be about whole person development–not just
transferring skills, the traditional interpretation of
training at work. Being realistic, corporate attitudes and

expectations about what „training, and does cannot be
changed overnight, and most organizations skill see
„training‟ as being limited to work skills, classrooms
and power point presentations-However, when your
start to imagine and think and talk about progressive
attitudes to developing people beyond and traditional
skills training. The objectivity of training and
development and its continued learning process has
always been leverage with an organization and now it
has become rather an overarching trend of social needs,
emphasizing that organizations must inculcate learning
culture as a social responsibility. It has been also
proved by many studies in the past that there are sound
connections between various training and development
practices and different measures of organizational
performance.

II. METHODS AND MATERIAL
2. Literature Review
2.1 Training and Development Program
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Internationally different companies provides training
and development program to their employees for the
improvement of their skills and abilities. In the start of
90s Sears Credit initiated a key rearrangement and
retorted with a career-development programs. This
program was developed for employee in order to line
up their skills with changing jobs and also ensured that
program was adding value for the growth of their
organization. Companies also think that they were not
allocating career opportunities to their employees with
acquaintances and abilities to get benefit from these
opportunities (O‟Herron and Simonsen 1995). Moses
(2000) observed that companies can no longer
guarantee employees promotions to the top, it is
important that training and development help
employees with career planning and skills development.
Some organization fear that career planning will
communicate to employees that their jobs are at risk,
but it can be framed differently to communicated that
they are willing to invest in helping employees reach
their potential. Ferika Ozer Sari (2009) observed that
human resource is the key factor of organizational
success. The organization power comes from the
physical and mental strength of their workers.
According to the Michel Armstrong, “Training is
systematic development of the knowledge, skills and
attitudes required by an individual to perform
adequately a given task or job”. (Source: A Handbook
of Human Resource Management Practice, Kogan Page,
8th Ed., 2001)
According to the Edwin B Flippo, “Training is the act
of increasing knowledge and skills of an employee for
doing a particular job.” (Source: Personnel
Management, McGraw Hill; 6th Edition, 1984)
The term „training‟ indicates the process involved in
improving the aptitudes, skills and abilities of the
employees to perform specific jobs. Training helps in
updating old talents and developing new ones.
„Successful candidates placed on the jobs need training
to perform their duties effectively‟. (Source:
Aswathappa, K. Human resource and Personnel
Management, New Delhi: Tata McGraw-Hill
Publishing CompanyLimited, 2000, p.189)
The requirements for technical training program for
employees raised their job satisfaction and help to
understand the culture of organization, which lead to
the success of the organization. We must take care

about these elements that employee should be updated
with the present knowledge of the job. Employee will
be more productive, if companies provide them training
as per the requirement of the job.
2.2 Objectives of Training & Development
The objective of training is to help the organization to
achieve its purpose by adding value to its key resource
– the people it employees. Training means investing in
the people to enable them to perform better and to
empower them to make the best use of their natural
abilities. The particular objectives of training are to:
 Develop the competences of employees and
improve their performance;
 Help people to grow within the organization in
order that, as far as possible, its future needs for
human resource can be met from within;
 Reduce the learning time for employees starting in
new jobs on appointment, transfers or promotion,
and ensure that they become fully competent as
quickly and economically as possible.
2.3 Components of Training and Development
Program
There is no particular method for developing the
employee training, however particular significant
methods that would be measured. A perfect employee
training and development program must be the mixture
of knowledge, career development and goal setting.
These approaches will benefit the program to be more
useful for the employees and organization. Today
organizations are extensively using the Information
Technology systems for their learning programs.
Knowledge and information systems are rapidly
moving ahead and those companies cannot survive that
provide up to date knowledge of I.T. to their employees.
For a new task training must be given to employees so
that they can easily cope with new task. It should be the
responsibility of the organization to assured that
employees have knowledge, skills and abilities, and
these skills must be according to the required level of
the job. Employee training and development programs
should create in a way that it not only accomplish its
goals but have optimistic consequences on employee
and organization. The organizations which are using
employee development programs are getting positive
results from the individuals by using this program. The
components of training & development are as follows:
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The goals of the employee training or development
program are clear
The employees are involved in determining the
knowledge, skills and abilities to be learned
The employees are participating in activities during
the learning process
The work experiences and knowledge that employees
bring to each learning situation are used as a resource
A practical and problem-cantered approach based on
real examples is used
New material is connected to the employee's past
learning and work experience
The employees are given an opportunity to reinforce
what they learn by practicing
The learning environment is informal, safe and
supportive
The individual employee is shown respect
The learning opportunity promotes positive selfesteem
2.4 Individual Benefits
Development Program

from

Training

and

2.4.1 Increased productivity: Training and
development directly improves efficiency and
productivity of employees. Employees remain up to
date with new technology and thus use existing ones in
a better way. Well trained employees show both
quantity and quality performance. There is less wastage
of time, money and resources when employees are
properly trained.
2.4.2 Less supervision: Training improves necessary
skill sets in employees and empowers them to address
tasks independently. In other words a well-trained
employee will be well acquainted with the job and
hence they need less of supervision.
2.4.3 Reduction of errors & accidents: Most of the
errors occur because of many employees lack the
desired knowledge and precise skills required for doing
a particular job. Continuous Training and development
ensures that employees get the right skills at right time
.The more trained an employee is, the less are the
chances of committing errors in job.
2.4.4 Talent pool: Creating a pool of cross-trained
employees helps to bridge gaps when someone
unexpectedly leaves the company - or if they accept a

transfer or a promotion. Employees can be trained on a
minor additional skill in sales, customer service,
administration and operations. Cross-training also
fosters team spirit, as employees appreciate the
challenges faced by co-workers.
2.4.5 Uncover employee potential: Most of the
companies overlook the hidden talent of their
employees, Training and development provides a
catalytic platform for employees to share their ideas
with management. It has been proved that some
employees might be yearning for a leadership role
within the business, but because there is no leadership
development program in place, these individuals don‟t
get the chance to prove their ability or further develop
these hidden skills. Allowing employees to attend these
programs helps to spot the leaders of tomorrow within
current work force.
2.4.6 Job satisfaction: Training and development
makes the employees feel more satisfied with the role
they play in the company or organization. This is driven
by the great ability they gain to execute their duties.
They feel they belong to the company or the
organization that they work for and the only way to
reward it is giving the best services they can.
2.4.7 Reduction of turnover and absenteeism:
Employee turnaround costs time and money. Training
creates a feeling of confidence in the minds of the
employees. It gives them a security at the workplace.
As a result, labor turnover and absenteeism rates are
reduced.
2.4.8 Address employee weaknesses: Most of the
employees have certain weaknesses in their workplace,
which hinder them from giving the best outputs.
Training assists in eliminating these weaknesses, by
strengthening workers skills and dissolving inner
barriers. A well-organized development program helps
employees gain analogous skills and knowledge, thus
bringing them all to an advanced uniform level. This
simply means that the whole workforce is reliable, so
the company or organization doesn‟t have to rely only
on specific employees.
2.4.9 Increased consistency: A well-organized training
and development program gives employees constant
knowledge and experience. Access to regular training
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ensures that all employees have a consistent experience
and consistent knowledge of tasks and procedures,
something which is particularly important when it
comes to basic company policies and procedures.
Ensuring that all employees have consistent knowledge
also helps to ensure that tasks are completed on time
and without issues, and there are no questions to be
asked about how things should be done. Safety,
discrimination and administrative chores should be
crucial tasks which require training. This mostly
includes administrative procedures and ethics during
execution of duty.
2.4.10 Reduction in learning time: Systematic training
through trained instructors is essential to reduce the
training period. If the employees learn through trial and
error, they will take a longer time and even may not be
able to learn right methods of doing work. Here training
takes care of all these things in a compact manner and
reduces the time frame of self-learning significantly.
2.4.11 Team spirit: Training and Development helps in
instilling the sense of team work, team spirit, and interteam collaborations. It helps in inculcating the zeal to
learn within the employees.
2.4.12 Skills Development: Training and development
helps in increasing the job knowledge and skills of
employees at each level. It helps to expand the horizons
of human intellect and an overall personality of the
employees.
2.4.13 Optimum resource utilization: Training and
Development significantly helps to provide an
opportunity and broad structure for the development of
human resources' technical and behavioral skills in an
organization which ultimately results in optimum
resource utilization, moreover it also helps the
employees in attaining personal growth.
2.5 Organizational Benefits from Training and
Development Program
2.5.1 Continuous Improvement: Companies that
engage in organizational development commit to
continually improving their business and offerings. The
OD process creates a continuous cycle of improvement
whereby strategies are planned, implemented,
evaluated, improved and monitored. Organizational

development is a proactive approach that embraces
change (internal and external) and leverages it for
renewal.
2.5.2 Increased Communication: One of the key
advantages to OD is increased communication,
feedback and interaction within the organization. The
goal of improving communication is to align all
employees to shared company goals and values. Candid
communication also leads to increased understanding of
the need for change within the organization.
Communication is open across all levels of the
organization and relevant feedback is recurrently shared
for improvement.
2.5.3 Employee Development: Organizational
development focuses on increased communication to
influence employees to bring about desired changes.
The need for employee development stems from
constant industry and market changes. This causes an
organization to regularly enhance employee skills to
meet evolving market requirements. This is achieved
through
a
program
of
learning,
training,
skills/competency enhancement and work process
improvements.
2.5.4 Product & Service Enhancement: A major
benefit of OD is innovation, which leads to product and
service enhancement. Innovation is achieved through
employee development, which focuses on rewarding
successes and boosting motivation and morale. In this
scenario, employee engagement is high leading to
increased creativity and innovation. Organizational
development also increases product innovation by using
competitive analysis, market research and consumer
expectations and preferences.
2.5.5 Increased Profit: Organizational development
affects the bottom line in a variety of ways. Through
raised innovation and productivity, efficiency and
profits are increased. Costs are also reduced by
minimizing employee turnover and absenteeism. As
OD aligns objectives and focuses on development,
product/service quality and employee satisfaction are
increased. The culture shift to one of continuous
improvement gives the company a distinct advantage in
the competitive marketplace.
3. Findings

International Journal of Scientific Research in Science and Technology (www.ijsrst.com)

83

Training and development programs play a vital role in
every organization. These programs improve Employee
Performance at workplace, it updates Employee
Knowledge and enhances their skills and it helps in
avoiding Managerial Obsolescence. With the use of
these programs, it is easier for the management to
evaluate the job performance and accordingly take
decisions like employee promotion, rewards,
compensations, welfare facilities, etc. These training
programs also help the managers in succession planning,
employee retention and motivation. It creates efficient
and effective employees in the organization.
Training enhances the overall performance of an
organization in various ways. The major areas where
employees are normally trained in an organization are
Soft-Skill Development, Personality Development,
Interpersonal Relationship, Problem solving techniques,
Managerial and Supervisory training Program, quality
improvement programs, technical processes, quality
circle programs, time management skills, employee
efficiency development programs, violence prevention
programs, regulatory compliances, goal setting and
implementation of programs, workplace safety
management, workplace communication, and so on.
Training enables the employees to develop their skills
within the organization and hence naturally helps to
increase the organization‟s market value, earning power
of the employees and job security of the employees.
Training moulds the employee‟s attitude and helps
them to achieve a better cooperation within the
organization. Training and Development programs
improve the quality of work-life by creating an
employee supportive workplace.

III. RESULT AND DISCUSSION
4. Suggestion for Future Research
In this study, we furthermore identify particular
instructions for future research. First, we propose that
the benefits of training might have a positive effect like
as individual employee benefits, which later affect
organizational results. However, research is required to
recognize the features that enable a smooth transfer of
employee development benefits on different level.
Furthermore, some special questions of vertical transfer
that how training and development directly influence on
individual and organizational level. A conceptual model

of this process is available and there has been little
empirical research on this topic (Kozlowski et al. 2000).
Secondly, there is a gap existing between the applied
and academic literature concerning the usage of cycle
time as a factor to measure usefulness of training and
development program (Holton 2003). The size of effect
on the quality of performance may not the similar as
individuals and organizations recognize and apply
solutions to new problems. Organizations are realizing
the benefits of employee training and development
programs as they are receiving pressure from the
competitor market. Research is required concerning the
factors that can raise the awareness of the benefits of
training and development at numerous stages of
exploration. This research may get help from primary
studies on the effects of training and development on
novelty and performance adaptability of employees and
organizations.
Thirdly, while the character of affect has been
recognized in the amount of reactions to training and
development, affect could perform an extra central part
in the training and development process in general.
Previous research has concentrated on the affiliation
between liking a training program and performance of
employee (Alliger et al. 1997), however research has
given fewer considerations to relationships between
affective situations throughout training and learning
program. Aguinis (2009) defined that providing
employees training and development opportunities can
be perceived a meaning that the organization cares for
their employees. This perception in employees may
produce benefits even though training and development
structure and transfer might be not optimum. In short,
future research on this topic might be extent that which
training opportunities are observes as a message that the
organization cares for employees and create important
message in current corporate world afflicted by
downsizing and employee layoffs.
5. Implication for Practice
The organizations those are capable to recognize the
benefits of training that are acknowledged in this study
are able to move away from observing the training
purpose as an operational function (Fox 2003). For
instance,
a
consulting
organization
PricewaterhouseCoopers has decrease costs in several
areas; however the organization increased its
investment in employee training to around $120 million

International Journal of Scientific Research in Science and Technology (www.ijsrst.com)

84

each year. One more top consulting company, Booz
Allen Hamilton, have faith in developing employees as
a continuing competitive benefit and manages their
learning functions as revenue centres (Fox 2003).
Managers of these organizations select knowledge and
information regarding to business concerned outcomes
to make conclusions about how to assign resources
including training events resources (Mattson 2005).
Training is a method that emphases on ideals and
helpful organizational culture, including career
advancement, monetary cuts and limitations, extremely
competitive environments, and market driven
philosophies (McGuire et al. 2005). Evidently keep a
record of the benefits of training program and it
planning, delivering, and evaluating by utilizing the
information involved in this study will permit the
human resource management department to be a
strategic organizational and move away from the
undesirable suggestions related to this function
(Hammonds 2005).

IV. CONCLUSION
In this study, we take the fact of observation that
training leads to important benefits for individuals and
organizations. The existing analysis of literature
proposes that these benefits vary from individual and
organizational performance. To understand the benefits
of training and development program, we implemented
different level and different disciplinary perspective of
employee development program. In our study we also
involved the discussion, 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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