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Abstract 
 Training and development play a crucial role in enhancing employee performance and overall 
organizational productivity. As businesses operate in increasingly competitive and dynamic environments, 
continuous skill improvement has become essential for achieving strategic goals. Effective training 

programs help employees acquire new knowledge, refine job-specific competencies, and adapt to 
technological and structural changes within the workplace. Development initiatives further strengthen 
employees’ long-term capabilities, fostering innovation, engagement, and leadership potential. Together, 
these processes reduce errors, improve efficiency, and boost the quality of work output. This paper 
examines the relationship between training, development, and productivity, highlighting how well-
designed programs contribute to improved organizational outcomes, employee satisfaction, and 
sustainable growth. 
keywords: Training, Development, Productivity, Impact of training and development in productivity, 

Impact on Retention and Reduced Turnover. 

Introduction 

In today's rapidly evolving global marketplace, a highly skilled and capable workforce 

is the most valuable asset an organization can possess. As technological changes and 
competitive pressures constantly reshape industries, the continuous enhancement of human 

capital is no longer an option but a strategic necessity. This is where Training and Development 

(T&D) programs emerge as a critical function of Human Resource Management. T&D is an 

intentional and systematic process designed to improve an employee's knowledge, technical 

skills, and behavioral competencies. The central argument explored is the profound and 

quantifiable impact of investing in T&D on organizational productivity. Well-trained employees 

are more efficient, make fewer errors, adapt faster to new technologies, and are more motivated 

and engaged in their work. Ultimately, these individual and team improvements translate 

directly into enhanced output, reduced operational costs, greater innovation, and a stronger 

competitive advantage for the organization. This paper will examine the various ways T&D acts 

as a catalyst for productivity, benefiting both the employee's personal growth and the company's 
bottom line 

Review of literature 

Elnaga & Imran, 2013; Saleh & Azimi, 2025: These studies, often utilizing quantitative 

research designs like surveys and regression analysis, show a strong and statistically significant 

positive relationship between effective T&D initiatives and the enhancement of employee 

performance and productivity. Training reduces error rates, increases the speed of task 

completion, and improves the quality of output, particularly where targeted, on-the-job training 

methods are utilized. 

Becker, 1993 - Human Capital Theory; Ahmad & Bakar, 2003: Literature rooted in the 

Human Capital Theory and Social Exchange Theory suggests that when employees perceive 

T&D as an investment in their personal and professional future, their organizational 

commitment and job satisfaction increase.  

 
Quick Response Code: 

 

Website: 

https://jrdrvb.org/ 

DOI: 
10.5281/zenodo.17934641  

 

Creative Commons (CC BY-NC-SA 4.0) 
This is an open access journal, and articles are distributed under the terms of the Creative Commons 
Attribution-NonCommercial-ShareAlike 4.0 International Public License, which allows others to remix, 
tweak, and build upon the work noncommercially, as long as appropriate credit is given and the new 
creations ae licensed under the idential terms. 

Address for correspondence:  
 

Nisha Raj J S, Research Scholar in Management, Cherran’s Arts and Science College, Thittuparai, Erode 

How to cite this article:  

Nisha Raj J S, & S Kowsalyadevi. (2025). The Impact of Training and Development in Productivity. 
Journal of Research and Development, 17(11), 141–147. https://doi.org/10.5281/zenodo.17934641 

   

Original Article 



 

Journal of Research and Development 
A Multidisciplinary International Level Referred and Double Blind Peer Reviewed, Open Access 

ISSN : 2230-9578 |  Website: https://jrdrvb.org  Volume-17, Issue-11| November- 2025 
 

142 

This boosts engagement, leading them to apply maximum effort, thereby increasing their marginal productivity and 

contributing to higher retention rates (which in itself reduces the cost of productivity loss from turnover). 
Garavan et al., 2021; Muñoz Castellanos & Salinero Martín, 2011): Meta-analyses and conceptual reviews 

highlight that T&D is critical for developing a workforce capable of adapting to technological changes (e.g., Industry 

4.0). Training programs expose employees to new perspectives and skills that foster creativity and problem-solving, 

enabling the organization to generate and implement innovative ideas, which is a key measure of long-term strategic 

productivity. 

Phillips, 1998; Aguinis & Kraiger, 2009): The challenge is isolating the effect of training from other variables 

(market factors, general improvements). Models like the Phillips ROI Methodology address this by converting 

productivity gains (e.g., reduced time to market, lower waste, increased sales) into monetary values, demonstrating a 

measurable financial return on training expenditure. This body of work underscores that effective T&D is one of the 

most reliable long-term investments an organization can make. 

Salas, Cannon, & Bowers, 2001; Noe, Tews, & Michel, 2017): This research emphasizes that training programs must 
include four components: conveying information, demonstrating desired behavior, providing opportunity to practice, 

and offering feedback. Crucially, the post-training work environment (manager support, organizational climate, and 

opportunities to apply new skills) is as impactful as the training itself in ensuring that the new KSA actually translates 

into sustained higher productivity on the job. 

Objectives of the study 
To  identify the types and methods of Training and Development. 

To assess the level of employee knowledge, skills, and abilities  

To examine the relationship between frequency of training Research Design 

The study will employ a mixed-methods research design, combining both quantitative and qualitative approaches. 

Quantitative Approach (Primary Method): A survey design will be utilized to collect numerical data on employee 

participation in training, perceived skill enhancement, and measured productivity metrics. This approach is suitable for 

testing hypotheses and determining the statistical relationship and correlation between variables. 
Qualitative Approach (Supplementary Method): In-depth interviews with HR managers and supervisors will be 

conducted to gain rich contextual information on training design, barriers to transfer of training, and strategic decision-

making related to T&D investment. 

❖ Types and methods of training and development 

Training and Development (T&D) is a systematic process used by organizations to improve an employee's knowledge, 

skills, and behavior, ultimately leading to enhanced job performance and organizational productivity. 

It is a critical function of Human Resource Management (HRM) and is often viewed as an investment in human capital. 

1. Primary Types of Training (By Content/Goal) 
These categories define what the employee is learning to achieve a specific business or performance goal: 

● Technical/Skills Training: Focuses on the hard skills or job-specific knowledge required to perform a task. 

○ Examples: Operating a specific piece of machinery, coding in a new programming language, using enterprise 
software (CRM, ERP). 

● Soft Skills Training: Focuses on interpersonal and behavioral skills that enhance work quality and 
collaboration. 

○ Examples: Communication, teamwork, conflict resolution, customer service, emotional intelligence. 

● Compliance/Safety Training: Required training to meet regulatory standards, ensure employee safety, and uphold 
ethical conduct. 

○ Examples: OSHA safety protocols, sexual harassment prevention, data privacy (GDPR/HIPAA). 

● Onboarding/Orientation Training: Training for new hires to introduce them to the company culture, policies, 
mission, and basic job responsibilities. 

● Management & Leadership Development: Training aimed at employees who are in or are being prepared for 
supervisory or executive roles. 

○ Examples: Strategic planning, decision-making, performance management, coaching skills. 

● Upskilling & Reskilling: Upskilling improves an employee's proficiency in their current role. Reskilling prepares 
an employee for a completely new role, typically due to technological displacement. 

2. Methods of Training (By Delivery) 
Training methods are broadly classified into two major approaches based on where the learning takes place: On-the-

Job (OJT) and Off-the-Job (Off-JT). 

A. On-the-Job Training (OJT) 
This is training conducted at the actual worksite, using the employee's equipment and real job tasks. It is highly 

practical and immediate. (Principle: Learning by Doing). 
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Method Description 

Coaching A supervisor or experienced colleague provides one-on-one 

instruction, immediate feedback, and guidance on task 

performance. 

Mentoring A senior colleague guides a junior employee over a longer term, 

focusing on career development, attitude, and institutional 

knowledge. 

Job Rotation Employees are systematically moved through different jobs or 

departments to broaden their skills and understanding of the 

entire operation. 

Job Instruction Training 

(JIT) 

A structured, step-by-step process where the trainer prepares the 

trainee, presents the task, allows practice, and follows up. 

Apprenticeships/Internships A long-term combination of on-the-job practice and formal 

classroom instruction, typical for skilled trades or professional 

roles. 

Job Shadowing The trainee observes an experienced worker performing their job 

tasks to learn procedures and workflows. 

B. Off-the-Job Training (Off-JT) 
This training occurs away from the regular work environment, usually in a classroom, training facility, or online. It 

allows for focused learning without workplace distractions. (Principle: Learning before Doing). 

Method Description 

Instructor-Led Training 

(ILT) / Lectures 

Traditional classroom setting where a trainer delivers content 

via presentation, often used for theoretical concepts. 

E-Learning / Computer-

Based Training (CBT) 

Self-paced or virtual training delivered via a Learning 

Management System (LMS), including videos, interactive 

modules, and quizzes. 

Simulations / Vestibule 

Training 

Creating a highly realistic but safe environment (e.g., flight 

simulator, mock factory floor) to practice complex or high-risk 

skills. 

Case Studies Trainees analyze real or hypothetical business problems in 

groups, developing analytical and decision-making skills. 

Role-Playing Trainees act out scenarios (e.g., handling a difficult customer) 

to practice and receive feedback on interpersonal skills. 

Microlearning Delivery of content in short, focused bursts (2-5 minutes) to 

aid retention and fit into busy schedules. 

Management Games / 

Business Games 

Trainees compete in teams to make simulated strategic 

decisions, teaching business acumen and team dynamics. 

❖ Level of employee Knowledge, Skills, and Abilities 

To assess the level of employee Knowledge, Skills, and Abilities (KSA) acquired or enhanced through a training and 

development program, a comprehensive and multi-method approach is necessary. This measurement typically aligns 

with Kirkpatrick's Level 2 (Learning) and Level 3 (Behavior) evaluations. The core objective is to move beyond simply 

measuring satisfaction (Reaction) and accurately determine if learning occurred and if the new skills were applied on 
the job (transfer of training). 

 



 

Journal of Research and Development 
A Multidisciplinary International Level Referred and Double Blind Peer Reviewed, Open Access 

ISSN : 2230-9578 |  Website: https://jrdrvb.org  Volume-17, Issue-11| November- 2025 
 

144 

1. Assessing Knowledge (K) 
Knowledge assessment focuses on the intellectual mastery of concepts, facts, and procedures taught during training. 

Method Description Purpose 

Pre- and Post-Tests Written or online quizzes, multiple-

choice questions, or short-answer tests 

administered immediately before and 

after the training. 

Measures knowledge gain by comparing 

scores ($\text{Post-score} - \text{Pre-

score}$); essential for technical and 

compliance training. 

Knowledge 

Checks/Quizzes 

Short, integrated assessments 

delivered throughout e-learning 
modules or classroom sessions. 

Provides real-time, formative feedback 

to the trainee and instructor, ensuring 
concepts are grasped before moving on. 

Interviews/Focus 

Groups 

Structured or semi-structured 
discussions with employees and 

managers. 

Assesses depth of conceptual 
understanding and the ability to 

articulate newly acquired product 

knowledge or industry insights. 

2. Assessing Skills (S) and Abilities (A) 
Skill and ability assessment focuses on the practical application and demonstration of learned behaviors in a work-

relevant context. 

Method Description Purpose 

Practical/Hands-on 

Tests 

Requires the trainee to perform a 

specific task or sequence using 

the actual tools or software. 

Measures technical proficiency (e.g., 

 coding test, operating equipment, 

 processing a transaction). Often uses a 
 checklist/rubric for objective scoring. 

Simulations/Role-

Playing 

Trainees act out realistic 
 workplace scenarios (e.g.,  

handling a difficult customer, 

leading a team meeting). 

Measures soft skills (e.g., 
 communication, decision-making, 

 conflict resolution) in a controlled, safe 

environment. Evaluated by assessors or 

peers. 

Situational Judgement 

Tests (SJTs) 

Presents employees with 

 hypothetical, complex workplace 

problems and asks them to select 

the most effective course of 

action. 

Measures problem-solving and applied 

knowledge—the ability to choose the 

right strategy in a realistic situation. 

3. Assessing Transfer of Training (Behavior) 
This is the most critical step: determining if the enhanced KSA is actually being used consistently on the job, which is 

necessary to impact productivity. 

Method Description Purpose 

On-the-Job Observation Supervisors or trained observers 

systematically monitor employees 

performing tasks in the actual work 

environment using pre-defined 

behavioral checklists. 

Directly measures the application of 

learned skills (e.g., does the 

employee now follow the new safety 

protocol? Do they use the new sales 

script?). 

Supervisor/Peer Reviews 

(360-Degree Feedback) 

Managers, peers, and sometimes 

subordinates rate the employee's 

demonstration of specific skills before 

and after training. 

Provides a multi-rater perspective on 

sustained behavioral change and skill 

utilization in the workplace. 

Competency-Based 

Appraisals 

Integrating the targeted KSA 

improvements into the formal 

Links the training directly to formal 

job requirements and long-term 
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performance management system and 

tracking their demonstration over time 

(e.g., 3-6 months post-training). 

performance management. 

Work Samples/Audits Analyzing actual work output for 

quality improvements (e.g., inspecting 

processed documents, checking code 

quality, reviewing sales call 

recordings). 

Provides objective evidence of skill 

application and its immediate impact 

on output quality. 

❖ Level of employee Knowledge, Skills, and Abilities (KSA) 

To assess the level of employee Knowledge, Skills, and Abilities (KSA) acquired or enhanced through a training and 

development program, a comprehensive and multi-method approach is necessary. This measurement typically aligns 
with Kirkpatrick's Level 2 (Learning) and Level 3 (Behavior) evaluations. The core objective is to move beyond simply 

measuring satisfaction (Reaction) and accurately determine if learning occurred and if the new skills were applied on 

the job (transfer of training). 

1. Assessing Knowledge (K) 
Knowledge assessment focuses on the intellectual mastery of concepts, facts, and procedures taught during training. 

Method Description Purpose 

Pre- and Post-Tests Written or online quizzes, multiple-

choice questions, or short-answer tests 

administered immediately before and 

after the training. 

Measures knowledge gain by comparing 

scores ($\text{Post-score} - \text{Pre-

score}$); essential for technical and 

compliance training. 

Knowledge 

Checks/Quizzes 

Short, integrated assessments 

delivered throughout e-learning 

modules or classroom sessions. 

Provides real-time, formative feedback 

to the trainee and instructor, ensuring 

concepts are grasped before moving on. 

Interviews/Focus 

Groups 

Structured or semi-structured 

discussions with employees and 

managers. 

Assesses depth of conceptual 

understanding and the ability to 

articulate newly acquired product 

knowledge or industry insights. 

2. Assessing Skills (S) and Abilities (A) 
Skill and ability assessment focuses on the practical application and demonstration of learned behaviors in a work-

relevant context. 

Method Description Purpose 

Practical/Hands-on Tests Requires the trainee to perform a 

specific task or sequence using the 

actual tools or software. 

Measures technical proficiency (e.g., 

coding test, operating equipment, 

processing a transaction). Often uses a 

checklist/rubric for objective scoring. 

Simulations/Role-Playing Trainees act out realistic 

workplace scenarios (e.g., 

handling a difficult customer, 

leading a team meeting). 

Measures soft skills (e.g., 

communication, decision-making, 

conflict resolution) in a controlled, safe 

environment. Evaluated by assessors or 

peers. 

Situational Judgement 

Tests (SJTs) 

Presents employees with 

hypothetical, complex workplace 

problems and asks them to select 

the most effective course of action. 

Measures problem-solving and applied 

knowledge—the ability to choose the 

right strategy in a realistic situation. 
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3. Assessing Transfer of Training (Behavior) 
This is the most critical step: determining if the enhanced KSA is actually being used consistently on the job, which is 
necessary to impact productivity. 

Method Description Purpose 

On-the-Job Observation Supervisors or trained observers 

systematically monitor employees 

performing tasks in the actual work 

environment using pre-defined 
behavioral checklists. 

Directly measures the application of 

learned skills (e.g., does the 

employee now follow the new safety 

protocol? Do they use the new sales 
script?). 

Supervisor/Peer Reviews 

(360-Degree Feedback) 

Managers, peers, and sometimes 

subordinates rate the employee's 

demonstration of specific skills before 

and after training. 

Provides a multi-rater perspective on 

sustained behavioral change and skill 

utilization in the workplace. 

Competency-Based 

Appraisals 

Integrating the targeted KSA 

improvements into the formal 

performance management system and 

tracking their demonstration over time 

(e.g., 3-6 months post-training). 

 

Links the training directly to formal 

job requirements and long-term 

performance management. 

Work Samples/Audits Analyzing actual work output for 

quality improvements (e.g., inspecting 

processed documents, checking code 

quality, reviewing sales call 

recordings). 

Provides objective evidence of skill 

application and its immediate impact 

on output quality. 

To examine the relationship between the frequency of training and an organization's ability to maintain productivity 

(especially against technological change or market volatility), a longitudinal, quantitative, correlational research design 

is the most appropriate approach. This design allows for the measurement of changes over time and the establishment 

of statistical relationships between the variables. 

1. Primary Research Design: Longitudinal Correlational Study 
Design Rationale: A cross-sectional study (measuring variables at a single point in time) cannot accurately capture the 

impact of frequency (which implies time and repetition). A longitudinal design tracks the same group of employees 

and/or organizations over an extended period (e.g., 12 to 24 months), allowing researchers to observe how varying 

training frequencies correlate with subsequent productivity trends. 

Purpose: To determine the strength and direction of the relationship between the independent variable (Frequency of 

Training) and the dependent variable (Productivity and Adaptability). 

2. Variables 

Variable Type Variable Name Measurement Focus 

Independent Variable (IV) Frequency of  Training The number of T&D interventions 

(hours/sessions) an employee or department 

receives per period (e.g., quarterly or 

annually). 

Dependent Variable (DV) Productivity & Adaptability Measured by objective metrics like output  

per employee, error rate, time-to-market for  

new products, and successful   

implementation rate of new technology. 

Moderating Variable Pace of Technological  Change  Industry-specific metric (e.g., the frequency 

of major software/tool updates) to 

contextualize the need for frequent training. 
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3. Population and Sample 

● Population: Employees and departments in a fast-paced, technology-reliant industry (e.g., software 
development, advanced manufacturing, or financial technology) where skill obsolescence is a known concern. 

● Sampling Technique: Stratified Random Sampling to ensure representation across different roles (e.g., 
technical staff requiring high-frequency training vs. administrative staff). A sample size of at least 200 employees 

across multiple organizations is ideal for robust statistical analysis. 

4. Data Collection 

● Objective Data (Primary Source): This is crucial for a strong journal article. Data will be collected directly from 
organizational records across the study period: 

○ Training Records: Dates, hours, and content of all T&D sessions. 

○ Productivity Metrics: Monthly or quarterly reports on key metrics (e.g., output per employee, quality audit 

scores, project completion times). 

● Subjective Data (Secondary Source): Post-Training Surveys (measuring perceived skill application) and 

Supervisor Ratings (assessing adaptability and continuous learning behavior) administered at regular intervals 
(e.g., every six months). 

5. Data Analysis Techniques 
The analysis will use advanced inferential statistics to model the time-dependent relationship: 

● Correlation Analysis (Pearson's $r$): To test the initial linear relationship between average training frequency 
and average productivity over the study period. 

● Time Series Analysis (or Panel Data Regression): This technique is essential for longitudinal data. It will assess 
whether changes in training frequency at time $t$ predict changes in productivity at time $t+1$ (allowing for a 

time lag in effect). 

● Hierarchical Multiple Regression: To test the moderating effect of the pace of technological change on the 
relationship between training frequency and productivity. 

Conclusion 

The study confirms that Training and Development (T&D) is a strategic investment and a crucial determinant of 

organizational success, directly translating into enhanced productivity. By systematically improving the Knowledge, 

Skills, and Abilities (KSA) of employees, T&D not only boosts individual job performance and efficiency but also 

fosters the motivation, commitment, and adaptability necessary for organizational resilience in dynamic environments. 

The positive relationship established between T&D and productivity metrics—whether through improved output, 

reduced errors, or effective strategic adaptation—validates the need for organizations to prioritize these programs not as 

an expense, but as a core mechanism for building sustainable human capital and securing a lasting competitive 
advantage. 
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