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Abstract 

The success of an enterprise depends on the contribution of the inspired employees. In order to 

complete their day to day challenge and goal, each and every employee need to experience inspired and 

satisfied. Several types of research had proved that the profitability of an enterprise relies upon on the 

prompted and productive organization. It is the responsibility of the enterprise to keep their employees 

prompted and productive. Motivated employees are typically more engaged in their work and consequently 

generate higher degrees of productivity (Attrigde, 2009).  

 

Introduction 

Considering this as a double burden—not only the incomplete and erroneous know-how ‗There comes 

training.‘ Training is the methodical improvement of the acquaintance, talents, plus attitudes necessary by 

means of an individual to achieve appropriately a specifiedjob or work. The manager can encourage the 

employees with the aid of serving as a role model, empowering employees, defining the employee's role in 

the company‘s mission and helping them to sketch for success. It is additionally indispensable to discover 

how frequently managers offer motivational objects and the variety of rewards instead of providing solely 

one at the time.  Offering solely one reward does no longer motivate  employees because that one reward 

motivates only existing pinnacle performers, instead of motivating J.PonArasu, R.Tharani (2014) 

underperformers. So, something is yet more mandatory for each and every employee of the enterprise for a 

productive operation. ‗There comes training.‘   

Training is the methodical improvement of the acquaintance, talents, plus attitudes necessary by 

means of an individual to achieve appropriately a specified job or work. Training involves mastering of 

severalkindsalso in quite a number situation 

 

 
 

Training can also be seen as a systematic and deliberate technique which has its legislativetenacity 

to apprise and offer learning proficiencies that will convey about enhancement in an employee and hence 
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permitting him to mark his involvement in grander extent in meeting the aims and purposes of an 

enterprise. 

Training is anxious with divulgingdefinite competencies for a specific motive derived from the 

needs. Training is the piece of increasing the abilities of employees aimed atundertaking a specificcareer. 

Training is the method of gaining knowledge of a series of programmed behavior. In previousrun-through, 

training programmes centered further on education in lieu ofprolongedrecital in a specific job. Maximum 

 

 

 

Of learners used to be from functioning intensities like technicalities, machineries, machinists and other 

kinds of professional personnel. When the disputes of supervision augmented, these steps have been taken 

to educate supervisors for enhanced regulation. 

 

 
Progress is, when all these accomplishments and programmes are identified as well as managed theydevise 

an extensive impact in changing the potential of the person to achieve the task superior than others and 

manageable for future assignments.Training modules formulate the development process. Thus, 

management change is an amalgamation of numerous coaching agenda. Although, some procedure of 

training is indispensable, it is the standard improvement of the proficiency of managerial employees in the 

serious of the present-dayrequisite as well as the future requisite. Improvement of an activity is to mend the 

overall recital of prevailing superiors and to afford a deliberate escalation of superiors to seeforthcoming 

organizational necessities in management improvement. 

Various methodologies are applied to determine the training effectively. But here, a distinctive approach 

was made as segregating the expectation of employees into four predominant dimensions (skill 

enhancement, thesatisfaction of T&D, contemporary relationship assessment, career growth) where the 

variables fulfill the end result in a well-known manner. 

 

Review of Literature: 

Numerousconcepts are designed in regards to training for the furtherance of employees (profession 

and determination). Training is 'the systematizedprocess by which individualsstudyacquaintance and/or 

skill for a certain purpose‘. Training states to the learning and eruditioneventsagreed on for the 

primepersistence of servingaffiliates of an enterprise toobtain and smear the acquaintance, talents, 

capabilities, and insolences required by a exact profession and organization (Dale S. Beach).Training is 

theorganizedexpansion of the acquaintance, talents, and insolences requested by an individual to 

implementa given chore or business effectively‖. (A Guidebook of Human Resource Management Practice. 

Kogan Page, 8th Ed.,2001). 

Miller and Desmarais (2007) has mentioned the need to select the most excellent training 

programme for their staff after exploring the diverse training methodologies. 
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 . According to Davenport (2006), he has pointed out in his recent studies that it‘s simple to 

implement the strategy with the internet supported software. 

Helliriegel et al,(2001) states that training of workers in organization 

intensificationsgreateryieldoverenhancedcareer performance, more effectivepractice of human resources, 

objectives,andpurposes more effectually met, condensed cost due to less labor turnover, reduced blunders,  

mishaps and absenteeism, additional skilled and peripatetic workforce and withholding of the prevailing 

staff. Correspondingly, Echard and Berge (2008) specified that effective training approaches can 

yieldtrivialbusinessoutcomesspecifically in customer service, artifact development, and ability in procuring 

new skill set. This bond of training to business stratagem has set many businesses the desire competitive 

brink in today‘s global market.Organizations mostly use Kirk Patrick model of evaluation (pre-test and 

post-test), (The Kirkpatrick four levels, 1959-2014; A case study approach for assessment of employee 

training efficiency and development program, Neeraj S. Borate, et al.,) 

 

Statement of problem 

Training is more vital for an employee in any organization. This training differs according to the 

caliber and expertise of the worker and helps in skill enhancement that results in better products for the 

organization. But nowadays the phase of coaching an employee has become so torpid such that irrespective 

of the designation and income of a worker everyone has been being pressured to take section the education 

method besides understating that this education is necessary for this worker at this factor of time. Eg: Why 

a grade – II or a Technical lead is pressured to be worried in the education manner of junior level grads. 

Moreover, the content material of training for the junior grad I not no longer be as like that of a Technical 

Lead or Manager and vice – versa. This can additionally lead to problems such as extended personnel 

turnover, absence price of the personnel etc...So what can be done? 

 

Objective of study 

Determining what type of training needed is essential for making the training process a success 

factor for the employee and to improve his/her development in the enterprise towards productivity. The 

dimension of training can be segmented into four main dimensions comprising of 15 variables like 

performance, leadership skills, problem-solving skills, two employer-employee relationships, practical job 

implications, relationship with peers, career growth etc.. The objective of the study is as follows: 

 Decide if training is necessary 

 Decide what nature of training is required 

 Categorize goals and objectives 

 Instigating the training program 

 Evaluation of training program 
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Decide if training is necessary: 

The first step in the edification process is a vital one: to plump whether a problem can be elucidated 

by means of training. Training is conducted for one or extra of these reasons: 

•Required legitimately or by order or law 

•To enrich job competencies or pass into a unique position 

•For an enterprise to lingermodest and gainful. 

If employees are now notcarrying out their jobs appropriately, it is regularlypresumed that training will get 

them up to standard. This may no longer commonly be the situation. Preferably, training wants to be 

equipped in the past than disputes or coincidencesarise and ought to be retained as part of the unique 

control. 

Decide what nature of training is required: 

The employees themselves can delivervalued information on the training they requisite. They 

distinguish what they need/want to create them superior at their employments. Just inquire them! Also, 

regulatory contemplations may entaildefinite training in assured industries and/or 

employmentcategorizations. Once this kind of training that is required has been dogged, it is 

similarlysignificant to govern what kind of training is not required. Training must emphasis on those 

paces on which value-addedenactment is desired. This evades avoidable time absent and emphases the 

training to bump into the necessities of the employees.   

Categorize goals and objectives: 

Once the employees' training necessities have been recognized, employers can then position 

together for the training. Evidentlystated that training intentions will aid employers attach what they need 

their employees to do, to do well, or to stop doing! Learning objectives do not ineludibly have to be 

inscribed, but in order for the training to be as efficacious as possible, they should be flawless and 

alleged before the training commences.   

Instigating the training program: 

Training should be led by professionals with acquaintance and proficiency in the specifiedfocus 

area; period. Nothing is poorer than being in a seminar room with a tutor who has no awareness of what 

they are supposed to be training! Use in-house, skilledability or an outerproficienttraining source as the 

finestpreference. The training isoffered so that its business initiative and importance are flawless to  
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employees. An effective training application consents employees to take part in the training process and 

to exercise their skills and/or knowledge. Employees must be fortified to become convoluted in the 

training practice by means of partaking in deliberations, asking queries, subsidizing their acquaintance 

and proficiency, learning through hands-onpractices, and even through role-playmaneuvers. 

Evaluation of training program: 

One way to make certain that the training program is completing its goals is by means of a 

valuation of the training in cooperation with the scholars and the tutors Training have to have, as one of its 

perilousmechanisms, a technique of gauging the efficiency of the training. Valuations will aid employers or 

superiors toregulate the amount of eruditionattained and whether or not an employee's performance has 

enhanced on the job as an outcome.  

 

Research Methodology 

The current research is descriptive in nature. It focuses on the motivation measures together with 

factors such as monetary rewards, recognition, self-engagement, growth,and alignment with the 

organization. Specifically, the sources of employee motivation are focused at the workplace. The research 

was performed in L&T Construction…………….. Geostructure IC. A sample size of 100 employees 

working in Chennai division is considered for the study using simple random sampling method. Primary 

records were accumulated through a Measure of Motivational Sources (MMS) developed by means of 

Ryan(2011). two Using SPSS version16.0, basic descriptive statistics along with reliability analysis,  one 

way ANOVA and multiple regression have been used. The value of Cronbach's Alpha was discovered to be 

0.816 which suggests that the records amassed are dependable for further analysis. 

 

Data analysis and interpretation: 

The demographic classification of defendantswasgrounded on five variables such as age, gender, 

experience, designation,and income are shown in Table 1.This portion of the report presents the 

demographic physiognomies of the study defendants. The table below summarizes the demographic 

physiognomies. 

Demographic characteristics of the respondents 

Demographic variables 
Classification 

Less than 25 25-35 35-45 Above 45 

Age in yrs 

 

28 24 26 22 

28% 24% 26% 22% 

Gender 

 

Male 

64 

64% 

Female 

36 

36% 

Designation 

 

Trainee 
Executive 

Assistant 

Managers 
Managers 

16 34 27 13 

16% 34% 27% 13% 

Experience  0-5 years 
5-10 years 

Above10 

years 

34 38 28 

   

Monthly income  

at Rs. 

Less than 25,000 25,000- 50,000 Above 50,000 

21 46 23 
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 21% 46% 23% 

Source: Primary Data 

 The above table has supplied the demographic description of the respondents. The majority of the 

respondents belong to the age group between 25 to 45 years. Among the respondents, 64 are male and 

remaining are woman employees. Most of the employees in Chennai division are designated as executives 

accompanied by assistant managers. Their experiences vary normally from 5 to 10 years. The month-to-

month earnings distribution of respondents varies from Rs.25000 to 50000 per month followed by above 

Rs.50000. 

 

S.NO 

 

Skills 

 

Training 

effectiveness 

 

Skill 

Enhancement 

 

Satisfaction of 

T&D 

 

Current 

relationship 

assignment 

 

Career growth 

 

1 

 

Gender 

Sig 

 

.0694 

 

.012 

 

.266 

 

.189 

 

Result Accepted Rejected Accepted Accepted 

 

2 

 

Marital 

status 

Sig 

 

.289 

 

.028 

 

.091 

 

.799 

 

Result Accepted Rejected Accepted Accepted 

 

3 

 

   Age 

Sig 

 

.069 

 

.045 

 

.176 

 

.022 

 

Result Accepted Rejected Accepted Rejected 

 

4 

 

Designation 

Sig 

 

.638 

 

.000 

 

.000 

 

.767 

 

Result Accepted Rejected Rejected Accepted 

 

5 

 

Educational 

qualification 

Sig .035 .014 .080 .556 

 

Result 

 

Accepted 

 

Rejected 

 

Accepted 

 

Accepted 

 

6 

 

Salary 

Sig 

 

.443 

 

.223 

 

.197 

 

.097 

 

Result Accepted Accepted Accepted Accepted 

 

The researcher has conducted crosstab analysis with the demographic and motivation measures. Based on 

the above table, it is identified that there is no significant association found for all the demographic 

variables as gender, marital status, age, members in the family, their qualification and income of the 

respondent and their opinion towards financial rewards. Motivation in form of financial rewards are 

recognized by few people and not of all age and gender. 

Recognition is needed for any type of job done. For a factor, recognition, an enormous affiliation identified 

with all the demographic variables as gender, marital status, age, members of the family, and their 

qualification besides the earnings of the respondent.  

 

Framework of Analysis 
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The multiple regression lines had been estimated to analyze the influence of motivation measures on the 

respondents. The familiar structure of the regression mannequin for the current study is given below.  

22110 XaXaaY  

Where, 

Y = Overall training measures 

X1= factors considered for training  

 

Table-Model of status of overall training measures formed as per the flexibility of the employees 

R 
R 

Square 

Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

.811 .826 

101.237 5 7.219 
28.357 

 

.000 

 
81.024 162 .134 

158.213 171  

 

Estimation of status of overall factors considered for training = a + b1X1+ 2X2+………..+ b6X6 

The strength of the regression model is represented with the aid of the R2 is two quite healthy .826 and the 

F test of the model suggests that the value of the model is high as the magnitude of  F is .000 which is 

much less than .05. To determine which variables are proper explanatory variab les, t-test for each variable 

is analyzed in the table below. 

 

Table - t-test and regression coefficients accepted by the model 

Predictors 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients T 

 

Sig. 

 B Std. 

Error 

Beta 

(Constant) 2.160 .192  14.467 .000 

Training effectiveness .324 .039 .232 6.581 .970 

Skill enhancement  .054 .060 .150 2.513 .258 

Satisfaction of T&D .010 .033 .018 .234 .024* 

Current relationship 

assignment 
.193 .034 .280 .251 .047* 

Career growth .430 .063 .363 5.325h .876 

 

* = significant at 5% (If the sig. of t is less than 0.05 it indicates that the apprehensive variable is 

significant in the model) 

 

Results and conclusion 

Correlation value R square = .826 states that there is a high degree of correlation between 

Engineer‘s overall Current job assignments and the training program and R = .811 which means that the 

total variant in the dependent variable (five factors) which can be explained by using the independent 

variable engineer‘s overall current job assignment with the aid of 83%. The P value = 0.000 which shows 

that the mannequin is significant. Although training for the employee varies from employee to employee, 

some factors like environment, trainer for the program, schedule of the training programs, evaluation 

methods, convenience and flexibility influence the employees. Effective training leads to the satisfaction 

formed out of the domain where they are trained and work. This leads to dedication and efficiency of the 

employee to contribute more to the production of the organization. 
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