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ABSTRACT 

 

 

Employees are considered as asset of an organization. They contribute more in organization aims 

and achievement. The motivation behind this theory is to assess the impacts of training on 

employee engagement and execution in domain industry. Keeping in mind the main goal to 

comprehend the investigation, four objectives were produced and these concentrated especially 

on distinguishing the training and engagement programs existing in the business and the impacts 

of training and development on execution in organization. The information accumulation was 

embraced utilizing a census involving 20 questions circulated to the sample of 150 respondents. 

In view of this example the outcomes has shown that training clearly affect the execution of 

employees. The discoveries might be valuable to HR supervisors, Human asset approach leaders, 

and in addition government and scholarly foundations. 
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1. INTRODUCTION 

Human resource management is today taken into consideration as a strategic accomplice of the 

other functional regions of the organization, namely; advertising and marketing, finance, 

production, buying, management information systems and administration. The human aid of any 

enterprise is that, which is predicted to result in the competitive distinction because the success 

or failure of an organization, which is depending on the quality of this resource as well as its 

orientation. This is based totally on the belief that human resource is the competitive gain an 

enterprise agency has. This is because as said in advance, while equipment, infrastructure, 

techniques of manufacturing, packaging and distribution strategies could all be copied by way of 
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other competitive organizations, however, the innate quality, innovativeness, understanding, 

skills, and capabilities of the human  resource cannot  be copied. 

Training is a vital part of the human resource development (HRD) activity of human resource 

management practice. For personnel to perform their responsibilities efficaciously and correctly 

they need to have the applicable skills, understanding, values, attitudes and skills and well as 

understand their business culture. 

“The ergonomics of the work environment, state of the art equipment as well as quality raw 

materials can make production possible, but it is the human resources that actually make 

production happen”, Asare-Bediako (2008). 

Training and development is the demonstration of expanding the getting to know and aptitudes 

of a worker for making a specific showing as regards to. Education is the orderly adjustment of 

behavior through understanding which takes place because of guidance, route, development and 

organized involvement. The sizable result of education is mastering. Training empowers an 

employee to do his gift profession all of the more productively and set himself up for a bigger 

quantity paintings. Training and development allude to the granting of unique aptitudes, 

capacities and information to a worker. The challenge is tied in with training and development of 

employees which makes employees to confer them towards occupation and company. 

 

2. REVIEW OF LITERATURE 

CagriBulut and Osman Culhathis empirical study investigated the impact of organizational 

training on employee commitment focusing on employees' emotional and affective responses 

towards their organization. Field research was conducted through surveys with 298 participants. 

The training scales and multiple regression analyses were conducted to test the hypotheses of the 

study. The results revealed that all dimensions of training positively affected employee 

commitment. 

Richard J. Riding and Eugene Sadler-Smiththe aim of the article is to consider the 

relationship between learning performance, learning strategies and cognitive style and to suggest 

ways in which human resource development practitioners may accommodate individual 

differences in style in order that the effectiveness of training and development interventions may 

be improved 

Baek-Kyoo (Brian) Joo ,JiHoon Song Doo Hun Lim and Seung Won Yoonstudy investigates 

the influence of perceived learning culture, developmental feedback and team cohesion on team 
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creativity. The results showed that the demographic variables, the three antecedents and their 

interactions explained 41 per cent of variance in team creativity. Team creativity was positively 

correlated with a higher level of learning culture, developmental feedback and team cohesion 

3. Methodology 

3.1 Scope of the study: 

 Training is a process in which the management finds out how effective it has been at training 

and development of the employees in an organization. This study gives suggestions for making 

the present training and development system to be more effective in engaging employees to 

perform their work. 

It gives the organization the direction, how to deal differently with different employees. It 

identifies the training and development needs of the employees. 

3.2 Statement of problem: 

Due to the increase in competition, organizations have to update the knowledge and skills of its 

employees for survival and growth. Several organizations are continuously giving training to its 

employees to engage and retain employees. This research aims at evaluating the impact on 

Training and Development programmes to improve employee engagement.  

This project will be helpful for the organization to know whether the training programs that are 

being provided by the company are helpful for the employees to improve their performance. In 

turn it helps the company to improve their organizational goal and outcomes. 

 

 

3.3 Objectives of study: 

 To study the profile of the company. 

 To determine the effectiveness of Training and Development programmes. 

 To study whether Training and Development programmes motivate and engage 

employees. 

3.4 Data analysis: 
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1. Primary data:The primary data was collected through Questionnaire from employees in the 

company.  

   2. Secondary data     The secondary data was collected from, journals, Books and Web sites. 

 

3.5 SAMPLE DESIGN: 

A Sample of 150 respondents is selected from the company. Researcher used SPSS Statistics 

Tools for Data analysis.      1. Percentage method  2. Chi – square method 3. T test   4. F test 

3.6 Hypothesis: 

 There is significant association between age of the respondents and their effectiveness of the 

training, overall engagement programme, overall motivation to improve employee 

engagement.. 

 There is significant difference between department of the respondents and their effectiveness 

of the training, overall engagement programme, overall motivation to improve employee 

engagement. 

 There is a significant difference between educational qualification of the respondents and 

their effectiveness of the training, overall engagement programme, overall motivation to 

improve employee engagement. 

 There is a significant difference between experience of the respondents and their 

effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

 .There is a significant difference between training period of the respondents and their 

effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

3.7 Limitations: 

 Due to the limitations of the time the research could not be made more detailed. 

 This study fails to concentrate on counseling; transactional analysis and creativity which 

also play an important criterion in determine the impact of training. 

 Could not able to collect the information from all the employees of organization because 

of busy schedule of employees. 

 

3. DATA ANALYSISANDINTERPRETATION 

Tables are prepared from the response of employees in the organization 
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Table no.1 show the age of respondents 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 20 to 30yrs 98 65.3 

2 30 to 40yrs 32 21.3 

3 40yrs & above 20 13.3 

 

Out of 150 respondents, 65.3% belong to 20 to 30 years, 21.3% belong to 30 to 40 years and 

13.3% belong to above 40 years. Thus majority of the respondents were of age group of 20 to 30 

years. 

Table no.2 shows the Composition of Department 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Finance 47 31.3 

2 HR 28 18.7 

3 Production 11 7.3 

4 Purchase 7 4.7 

5 Sales and marketing 57 38.0 

 

Out of 150 respondents, 31.3% belong to Finance Department, 18.7% belong to Human 

Resource Department, 7.3% belong to Production Department, 4.7% belong to Purchase 

Department and 38% belong to Sales and Marketing Department. Thus majority of the 

respondents were of Sales and Marketing Department. 

Table no.3 shows the Educational Qualification 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 
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1 SSLC 2 1.3 

2 HSC 6 4.0 

3 UG 61 40.7 

4 PG 56 37.3 

5 Diploma 2 1.3 

6 Others 23 15.3 

 

Out of 150 respondents, 40.7% of the respondents were UG degree holders, 37.3% of the 

respondents were PG degree holders, 4% of the respondents were HSC and 1.3% of the 

respondents were to be SSLC and Diploma holders and 15.3% of the respondents were others 

like ITI holders. Thus majority of the respondents were under graduate holders with regard to 

education qualification. 

 

 

 

 

Table no.4 shows the Years of Experience 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Fresher 12 8.0 

2 1 to 10yrs 88 58.7 

3 10 to 20yrs 35 23.3 

4 20yrs & above 15 10.0 

 

International Journal of Pure and Applied Mathematics Special Issue

922



Out of 150 respondents, 58.7% of the respondents had 1 to 10 years service, 23.35% of the 

respondents had 10 to 20 years service, 10% of the respondents had above 20 years service and 

8% of the respondents were fresher‟s for the company. Thus majority of the respondents were 

working in the organization for 1to 10 years. 

Table no 5 shows the Training period  

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Below 3 months 15 10.0 

2 3 months 94 62.7 

3 6 months 28 18.7 

4 6 months & above 13 8.7 

 

Out of 150 respondents, 62.7% of the respondents underwent training for 3 months, 18.7% of the 

respondents underwent training for 6 months, 10% of the respondents underwent training for less 

than 3 months and 8.7% of the respondents underwent training for above 6 months. Thus 

majority of the respondents have undergone training for a period of 3 months.  

Table no.6 shows the Effectiveness of the Training 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Low 88 58.7 

2 High 62 41.3 

 

Mean: 20.60 / Median: 20.00 / S.D.: 1.768 / Min.: 15 / Max.: 25 

The above table indicates that more than half (58.7 per cent) of the respondents were not 

satisfied with the effectiveness of the training programme with regard to its contents and 

remaining 41.3 per cent of the respondents were satisfied with effectiveness of the overall 

training. 

International Journal of Pure and Applied Mathematics Special Issue

923



Table no.7 shows the Overall engagement programme 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Low 100 66.7 

2 High 50 33.3 

 

Mean: 16.25 / Median: 16.00 / S.D.: 1.470 / Min.: 10 / Max.: 20 

 The above table indicates that majorities (66.7 per cent) of the respondents were not satisfied 

with the overall engagementprogramme and remaining 33.3 per cent of the respondents satisfied 

with the engagementprogramme with regard to its applicability to the work.    

Table no.8 shows the Training motivated to improve employee engagement 

Sl.no Particulars 
No. of respondents 

(n=150) 

Percentage 

(100%) 

1 Low 96 64.0 

2 High 54 36.0 

 

Mean: 8.33 / Median: 8.00 / S.D:887 / Min.: 6 / Max.: 10 

The above table indicates that majorities (64 per cent) of the respondents were not satisfied with 

the motivational aspects of the engagementprogrammes and remaining (36 Per cent) of the 

respondents is satisfied with motivational aspects of the engagementprogrammes. 

Table no.9 shows the Association between age of the respondents and their effectiveness of 

the training, overall engagement programme, overall motivation to improve employee 

engagement. 

Sl.no 

Various dimensions of impact of 

training and development on 

job performance 

Age 

Statistical 

inference 

20 to 

30yrs 

(n=98) 

30 to 

40yrs 

(n=32) 

40yrs & 

above 

(n=20) 
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1 Effectiveness of the Training     

 Low 
64 

(65.3%) 
16 (50%) 8 (40%) 

X
2
=5.647 

Df=2 

.059<0.05 

Significant 

 High 34(34.7%) 16(50%) 12(60%) 

2 Overall engagement programme     

 Low 69(70.4%) 20(62.5%) 11(55%) X
2
=2.092 

Df=2 

.351>0.05 

Not 

Significant 

 High 29(26.9%) 12(37.5%) 9(45%) 

3 
Overall training motivated to 

improve employee engagement 
    

 Low 66(67.3%) 22(68.8%) 8(40%) X
2
=5.790 

Df=2 

.055<0.05 

Significant 

 High 32(32.7%) 10(31.3%) 12(60%) 

Null hypothesis: There is no significant association between age of the respondents and their 

effectiveness of the training, overall engagement programme, effectiveness of training on the 

performance, overall motivation to improve employee engagement. 

Research hypothesis: There is significant association between age of the respondents and their 

effectiveness of the training, overall engagement programme, effectiveness of training on the 

performance, overall motivation to improve employee engagement. 

Statistical test:Chi-square test used for the above table. 

Level of significance: 5% 

Findings:  The above table indicates that 

International Journal of Pure and Applied Mathematics Special Issue

925



 The calculated value was less than table value (.059<0.05), so null hypothesis is rejected; 

there is a significant association between age of the respondents and their effectiveness of 

the training. 

 The calculated value was greater than table value (.351>0.05), so null hypothesis is 

accepted; there is no significant association between age of the respondents and their 

overall engagement programme.  

 The calculated value was less than table value. (.055<0.05). So null hypothesis is rejected, 

there is a significant association between age of the respondent and overall training 

motivated to improve employee engagement. 

Table no.10shows the Difference between department of the respondents and their 

effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

Sl.no Department Mean S.D SS Df MS 
Statistical 

inference 

1 Effectiveness of the Training       

 Between Groups   42.720 4 10.680 

F=3.659 

.007<0.05 

Significant 

 Finance (n=47) 21.09 2.165    

 HR (n=28) 20.57 1.597    

 Production (n=11) 18.91 1.640    

 Purchase (n=7) 20.57 1.512    

 Sales and marketing (n=57) 20.54 1.324    

 Within Groups   423.280 145 2.919 

2 
Overall engagement 

programme 
      

 Between Groups   28.122 4 7.030 

F=3.470 

.010<0.05 

Significant 

 Finance (n=47) 16.43 1.612    

 HR (n=28) 16.43 1.136    

 Production (n=11) 14.73 1.679    

International Journal of Pure and Applied Mathematics Special Issue

926



 Purchase (n=7) 16.43 1.397    

 Sales and marketing (n=57) 16.28 1.333    

 Within Groups   293.751 145 2.026 

3 

Overall training motivated to 

improve employee 

engagement 

      

 Between Groups   5.597 4 1.399 

F=1.816 

.129>0.05 

Not 

Significant 

 Finance (n=47) 8.51 1.081    

 HR (n=28) 8.29 .897    

 Production (n=11) 7.73 .467    

 Purchase (n=7) 8.29 .756    

 Sales and marketing (n=57) 8.33 .740    

 Within Groups   111.736 145 .771 

Null hypothesis:there is no significant difference between department of the respondents and 

their effectiveness of the training, overall engagement programme, effectiveness of training on 

the performance, overall motivation to improve the employee engagement. 

Research hypothesis: There is significant difference between department of the respondents and 

their effectiveness of the training, overall engagement programme, effectiveness of training on 

the performance, overall motivation to improve the employee engagement. 

Statistical test:One-way ANOVA „f‟ test. 

Level of significance: 5% 

Findings: 

 The calculated value was less than table value (.007<0.05), so null hypothesis is rejected; 

there is a significant difference between department of the respondents and their 

effectiveness of the training. 

 The calculated value was less than table value (.010<0.05), so null hypothesis is rejected; 

there is a significant difference between department of the respondents and their overall 

engagement programme. 
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 The calculated value was greater than table value (.129>0.05) so null hypothesis is 

accepted; there is no significant difference between department of the respondents and 

their overall training motivated to improve employee engagement. 

Table no.11 shows the Difference between educational qualification of the respondents and 

their effectiveness of the training, overall engagement programme, overall motivation to 

improve employee engagement. 

Sl.no Educational qualification  Mean S.D SS Df MS 
Statistical 

inference 

1 
Effectiveness of the 

Training 
      

 Between Groups   61.550 5 12.310 

F=4.383 

.001<0.05 

Significant 

 SSLC (n=2) 21.50 2.121    

 HSC (n=6) 19.00 2.098    

 UG (n=61) 20.02 1.455    

 PG (n=56) 21.09 1.910    

 Diploma (n=2) 21.50 .707    

 Others (n=23) 21.22 1.506    

 Within Groups   404.450 144 2.809 

2 
Overall engagement 

programme 
      

 Between Groups   47.100 5 9.420 

F=4.937 

.000<0.05 

Significant 

 SSLC (n=2) 17.00 1.414    

 HSC (n=6) 14.67 2.338    

 UG (n=61) 15.82 1.088    

 PG (n=56) 16.84 1.581    

 Diploma (n=2) 16.00 1.414    

 Others (n=23) 16.30 1.259    
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 Within Groups   274.773 144 1.908 

3 

Overall training 

motivated to improve 

employee engagement 

      

 Between Groups   14.190 5 2.838 

F=3.962 

.002<0.05 

Significant 

 SSLC (n=2) 7.50 .707    

 HSC (n=6) 7.50 .548    

 UG (n=61) 8.18 .695    

 PG (n=56) 8.68 .936    

 Diploma (n=2) 8.00 .000    

 Others (n=23) 8.22 1.043    

 Within Groups   103.144 144 .716 

Null hypothesis:There is no significant difference between educational qualification of the 

respondents and their effectiveness of the training, overall engagement programme, overall 

motivation to improve employee engagement. 

Research hypothesis:There is a significant difference between educational qualification of the 

respondents and their effectiveness of the training, overall engagement programme, overall 

motivation to improve employee engagement. 

Statistical test:One-way ANOVA „f‟ test was used for the above table  

Findings: 

 The calculated value was less than table value (.001<0.05), so the null hypothesis rejected; 

There is significant difference between educational qualification of the respondents and 

their effectiveness of the training. 

 The calculated value was less than table value (.000<0.05), so the null hypothesis rejected; 

There is significant difference between educational qualification of the respondents and 

their overall engagement programme. 
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 The calculated value was less than table value (.002<0.05), so the null hypothesis rejected; 

There is significant difference between educational qualification of the respondents and 

their overall training motivated to improve employee engagement. 

Table no.12 show the Difference between experience of the respondents and their 

effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

Sl.no Experience  Mean S.D SS Df MS 
Statistical 

inference 

1 
Effectiveness of the 

Training 
      

 Between Groups   8.319 3 2.773 

F=.885 

.451>0.05 

Not Significant 

 Fresher (n=12) 21.17 2.125    

 1 to 10yrs (n=88) 20.42 1.529    

 10 to 20yrs (n=35) 20.77 1.516    

 20yrs & above (n=15) 20.80 3.005    

 Within Groups   457.681 146 3.135 

2 
Overall engagement 

programme 
      

 Between Groups   3.754 3 1.251 

F=.574 

.633>0.05 

Not Significant 

 Fresher (n=12) 16.00 1.279    

 1 to 10yrs (n=88) 16.25 1.448    

 10 to 20yrs (n=35) 16.14 1.167    

 20yrs & above (n=15) 16.67 2.257    

 Within Groups   318.119 146 2.179 

3 

Overall training 

motivated to improve 

employee engagement 

      

 Between Groups   3.225 3 1.075 F=1.375 
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 Fresher (n=12) 8.08 1.084    .253>0.05 

Not Significant  1 to 10yrs (n=88) 8.31 .807    

 10 to 20yrs (n=35) 8.31 .932    

 20yrs & above (n=15) 8.73 1.033    

 Within Groups   114.109 146 .782 

Null hypothesis:There is no significant difference between experience of the respondents and 

their effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

Research hypothesis:There is a significant difference between experience of the respondents 

and their effectiveness of the training, overall engagement programme, overall motivation to 

improve employee engagement. 

Statistical test:One-way ANOVA „f‟ test was used for the above table.  

Findings: 

 The calculated value was greater than table value (.451>0.05), so the null hypothesis 

accepted; There is no significant difference between experience of the respondents and 

their effectiveness of the training. 

 The calculated value was greater than table value (.633>0.05), so the null hypothesis 

accepted; There is no significant difference between experience of the respondents and 

their overall engagement program. 

 The calculated value was greater than table value (.253>0.05), so the null hypothesis 

accepted; There is no significant difference between experience of the respondents and 

their overall training motivated to improve employee engagement. 

Table no.13 shows the Difference between training period of the respondents and their 

effectiveness of the training, overall engagement programme, overall motivation to improve 

employee engagement. 

Sl.no Training period  Mean S.D SS Df MS 
Statistical 

inference 

1 
Effectiveness of the 

Training 
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 Between Groups   43.050 3 14.350 

F=4.954 

.003<0.05 

Significant 

 Below 3 months (n=15) 22.13 1.552    

 3 months (n=94) 20.32 1.385    

 6 months (n=28) 20.71 2.192    

 6 months & above (n=13) 20.62 2.599    

 Within Groups   
422.95

0 
146 2.897 

2 
Overall engagement 

programme 
      

 Between Groups   .912 3 .304 

F=.138 

.937>0.05 

Not 

Significant 

 Below 3 months (n=15) 16.47 1.506    

 3 months (n=94) 16.21 1.277    

 6 months (n=28) 16.21 2.025    

 6 months & above (n=13) 16.31 1.494    

 Within Groups   
320.96

2 
146 2.198 

3 

Overall training motivated 

to improve employee 

engagement 

      

 Between Groups   4.241 3 1.414 

F=1.825 

.145>0.05 

Not 

Significant 

 Below 3 months (n=15) 8.73 .594    

 3 months (n=94) 8.23 .768    

 6 months (n=28) 8.50 1.171    

 6 months & above (n=13) 8.23 1.166    

 Within Groups   
113.09

2 
146 .775 
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Null hypothesis:There is no significant difference between training period of the respondents 

and their effectiveness of the training, overall engagement programme, overall motivation to 

improve employee engagement. 

Research hypothesis:There is a significant difference between training period of the 

respondents and their effectiveness of the training, overall engagement programme, overall 

motivation to improve employee engagement. 

Statistical test:One-way ANOVA „f‟ test was used for the above table 

Findings: 

 The calculated value was less than table value (.003<0.05), so the null hypothesis rejected. 

There is a significant difference between training period of the respondents and their 

effectiveness of the training. 

 The calculated value was greater than table value (.937>0.05), so the null hypothesis 

accepted. There is no significant difference between training period of the respondents and 

their overall engagement programme. 

 The calculated value was greater than table value (.145>0.05), so the null hypothesis 

accepted. There is no significant difference between training period of the respondents and 

their overall training motivated to improve employee engagement. 

4. FINDINGS, SUGGESTIONS AND CONCLUSION 

5.1 Findings: 

 Out of the respondents ,65.3% of the respondents belong to 20-30 age group. 

 38% of the respondents were working in sales and marketing. 

 Out of the respondents, 40.7% of the respondents were under graduate degree holders. 

 Thus majority of the respondents were working in the organization for 1to 10 years. 

 Thus majority of the respondents have undergone training for a period of 3 months.   

 Thus majority of respondents are on the training. 

 66.7 % of the respondents were  satisfied with the overall engagement programme 

 60.7 % of the respondents were not satisfied with the overall effectiveness of training on 

the performance 

 64 % of the respondents were satisfied with the overall training motivated to improve 

employee engagement. 
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 Majority of the respondents are effective in the training and develop the skill. 

 Thus majority of the respondents agree that knowledge of work,Team spirit and Decision 

making improved in the training due to the effectives of training. 

 Thus majority of the respondents are training gives competency and knowledge to the 

work. 

 Thus majority of the respondents more relaxed at the time of work after training.. 

5.2Suggestions: 

Training program provided in the organization must help in improving the overall performance 

which will benefit the employee to be more engaged and provide job satisfaction to the 

employee.Latest technique and methods must be used to update the trainee‟s skill and knowledge 

which helps employee to get updated.The best faculty must be appointed to make employees 

understand the quality of engagement programme to get best results.The training programme 

should not be too lengthy as people can lose their interest.Management must give a clear outline 

of the skills and knowledge to trainers since trainees is expected to acquire from the training 

programme which help the trainees to take up the programme seriously.If it would be possible 

that people can be trained on the job then it should be done so that they could get a practical 

knowledge of that and time management could be done. 

5.3 Conclusion: 

The training and development program in manufacturing industry is more effective. The training 

should motivate the employees to be engaged in works. The skills that developed through 

training help in achieving organization goal and personal goal. The trainer‟s should update their 

skills and knowledge to current scenario. The training program method should be comfortable 

for trainee. The most of the respondents were satisfied with the training program provided by the 

company. The training which ultimately lead to engage and commit employees in performing 

jobs which helps in desired outputs of productivity and profit which is very necessary in this 

competitive business world. Training and development is must for both new employee and old 

employee. 
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