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ABSTRACT 

The evaluation of training is increasingly seen as crucial given the resources that are commonly 

invested in training programmes by contemporary organizations.The training policies and 

practices play an important role in influencing the outcome of training programmes conducted 

for imparting skills to the workers.The training programmes help the industrial units upgrade 

their production practices on par with global standards.As training programmes are conducted to 

achieve better results in the Productivity of Workers and Human Resource Management 

indicators (HRM indicators), an effort has been made by the researcher to study the perceptions 

of  managers on these two vital  outcomes of training. A questionnair is administered to the 

HR Heads of  the respondent companies and their training policies and practices are 

analysed. An hypothesis concerning  effects of training programs on  Productivity of 

Workers and  HRM indicators is analysed using  t tests. The results indicate that the 

training programs have made greater impact on the Productivity of Workers than on 

HRM indicators. 
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INTRODUCTION 

             Despite the considerable amount of money and resources organisations spend on their 

training investments, it has yet to be determined to what extent such investments benefit the 

organisations (Kontoghiorghes, 2001). For instance, researchers have indicated that only a 

fraction of the skills and knowledge learned during training are really transferred back to the job 

(Baldwin & Ford, 1988; Broad & New storm, 1992; Burke & Baldwin, 1999).  In general most 

research on training effectiveness pertains to gathering data regarding trainee reactions toward 

the training programme and how much learning took place (Axtell et al., 1997). Further, 

researchers have asserted that research on training effectiveness has in many respects been a 

theoretical and non-empirical (Baldwin & Ford, 1988; Clarke et al., 1993). 
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          The success of training depends on the correct execution of all steps of the process; 

previous analysis of training needs development and implementation of an adequate training 

plan, and evaluation. It is expected that a well designed and well-conducted training programme 

will lead to positive reactions from trainees, learning of the material, behavior change on the job, 

and performance improvements (Ostroff 1991).  

            Research examining the success of training has often produced mixed results.  In 

particular, reactions to training and learning of the training material are usually demonstrated; 

however research often fails to find significant training effects for behavior or performance 

change on the job.  Failure to find such effects may be due, in part, to the behavior and 

performance measures chosen (Ostroff).    

          The evaluation of training is increasingly seen as crucial given the resources that are 

commonly invested in training programmes by contemporary organizations. Nearly all 

employees receive some form of training during their career; individuals rely on training to 

improve their current skills and to learn new skills (Mathieu et al., 1993).  In other words training 

is a   key human resource practice and, as such, clearly deserves and requires systematic 

monitoring and evaluation (Owens, 2006).  

Bartel (1994) examined the impact of employee training programmes on productivity gains.    An 

attempt has been made to measure the relationship between implementation of formal training 

programmes and labour productivity. This relationship is measured using labour productivity 

equation with the data collected on economic performance as well as human resource 

management policies.  

         The businesses that are studied are taken from a 1986 Columbia Business School Survey 

that covered 495 organizations. 

            The major finding  is that  businesses that were  operating  below their expected labour 

productivity levels in 1983 implemented new employee  training programmes  after 1983 that 

resulted in  significantly larger increases in labour productivity  growth  between  1983 and 

1986.  This higher rate of growth was sufficient to bring these businesses up to the labour   

productivity levels of comparable businesses by 1986. 
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          Sanchez et al., (2003) examined the effect of training on business results. The study has 

been carried out based on the evaluation models developed by Kirkpatrick (1997, 1999), 

Hamblin (1974), Kaufman and Keller (1994) and Philips (1997). It aims to contribute to the 

evaluation of training in economic terms. The authors opine that the evaluating in economic 

terms is not an easy task, because although the detailed knowledge of costs is not problematic, it 

is quite difficult to measure benefits. Although training provides many advantages to the 

company (economic, social and personal), the precise estimation of its monetary effects is not 

possible in many cases. 

                 The study of   bivariate correlations shows the existence of some association between 

training activities and business results; although not all training variables are related to the same 

result measurements. Among the methods applied, on-the-job training and training inside the 

company with in-house trainers can be highlighted since they are positively related to most 

effectiveness and profitability measurements. On the one hand, training inside the company with 

outside trainers shows a positive correlation only to involvement and quality; on the other hand, 

short outside courses show a negative effect regarding profitability. 

TRAINING POLICIES AND PRACTICES: 

The training policies and practices play an important role in influencing the outcome of training 

programmes conducted for imparting skills to the workers. Such policies and practices are 

discussed hereunder: 

Major driving forces of the training and development: 

          The globalization, increased competition, innovation, customers‘ quality consciousness, 

legal and environmental compulsions have forced them to revamp their production system.  The 

industrial units are required to change their attitude and approach towards production, quality, 

workers and customers. This necessitates a turnaround in the functioning styles of the industrial 

units leading to continuous sensitization of workers and other employees by training and 

development. The successful adaptability to the changing environment and conditions depend 

upon realization of the importance of underlying forces that call for change in the training and 

development strategy. The focus of the training and development shall be the worker who should 
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be treated not just as a mere cog in the wheel of production, but as a stake-holder in the well-

being of an organization.  The following table provides HR managers‘ perceptions of driving 

forces of Training and Development: 

Table 1 :  Driving Forces of Training and Development 

Sl 

No 

Driving Forces  SD DA NA 

ND 

A SA Popularity 

Rate(%) 

Rank 

1 Increased domestic                 

competition 

2 4 6 11 7 80 I 

2 Changing business                               

strategies 

5 2 5 12 6 76.7 II 

3 Global competition            3 4 6 13 4 76.6 III 

4 Need to change                                

organization culture 

6 2 1 15 6 73.3 IV 

5 Pressure for increased                        

quality, innovation,& 

    Productivity 

6 3 2 14 5 70 V 

6 Needs, Wishes and        

demands of employees 

11 1 2 11 6 60 VI 

7 Demands and directions     of 

top management 

12 4 1 9 4 46.6 VII 

Source: Field Survey 

SD=Strongly Disagree;DA= Disagree; NAND=Neither agree nor disagree;A=Agree, 

SA=Strongly Agree 

 In table 1, the popularity rate of response for each driving factor is calculated by adding 

responses ranging from ―strongly agree, agree, and neither agree nor disagree‖.  

          Among the driving forces of training and development, a majority of sample   industrial 

units reported that increased domestic competition (80%), changing business strategies(76.7%), 

and global competition(76.7%) are the major driving forces that influence training and 

development activities of the respondent companies.  The changes in the global, and domestic 
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environment  have forced the companies to change their focus from treating  training and  

development  in general, and  workers‘  training and development programmes in particular,  as a 

routine  activity to   major  catalytic  activity  in order to  meet the global standards  of 

production and  quality. 

               The other prominent forces driving the respondent industrial units are; need for 

changing organizational learning culture(73.3%), the pressure for the increased quality, 

innovation and productivity(70%), needs, wishes, and demands of  employees(60%),  and  

demands and directives of the top management(48.6%).  

          The above analysis indicates that both internal factors and external factors have influenced 

the respondent units to reorient their training and development activities as per the imperatives of 

changing business environment. 

 Types of training programmes conducted: 

            The global market demands respondent units to obtain various certifications such as ISO 

9001, ISO 14000, OHSAS, and TS 16949. It has led to the introduction of various training 

programmes like TPM, 5S, Lean Manufacturing, and TQM training programmes. Such training 

programmes help the industrial units upgrade their production practices on par with global 

standards. The following table highlights current trends in the training and development 

programmes conducted by the respondent industrial units for improving the skills of their 

workers : 

Table2:           Types of training Programs Conducted 

Sl. 

No. 

           Types of training No of companies % 

1 Safety training 30 100.00 

2 ISO  9000-2001 24 80.00 

3 5 ‗S‘  training 23 76.70 

4 New employee orientation 22 73.30 

5 Team building 22 73.30 

6 Productivity 21 70.00 
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7 Time  management 21 70.00 

8 TQM  training 20 66.70 

9 ISO-14000 19 63.30 

10 Problem solving 19 63.30 

11 Apprenticeship 18 60.00 

12 Motivation 18 60.00 

13 Stress management 17 56.70 

14 Cost reduction 17 56.70 

15 T.P.M. training 17 56.60 

16 Managing change 16 53.30 

17 OHSAS training 10 33.33 

18 7 qc tools 14 46.70 

19 Personal financial issues 10 33.30 

20 Other training programmes- 

a.Needs SF 103 training 

b.Machines Level-2 

c.Preventive maintenance 

d.Overseastraing(Japan, Singapore )                           

 e. A. O.T.S (Association of  overseas   

          technical scholarship) 

4 13.33 

Source:    Field survey 

As in table 2,the respondent industrial units conduct about 20 types of training programmes with 

the emphasis on the participation of workers in all the programmes. Safety training is conducted 

by all the respondent units indicating that safety is given high priority due to legal and other 

compulsions. ISO-9000 related training programmes are conducted by 80 percent of the 

respondent units as obtaining of such certifications boosts the quality image of the products 

manufactured by these units. 5‗S‘ production practices are also adopted by 76.70% of sample 

industrial units to complement the lean manufacturing practices.   The TQM (66.7%), 7qc tools, 

(46.7%) and TPM training (56.6%) are also imparted to the workers employed in these units.  To 

improve the workers productivity, training programmes such as productivity (70%), Motivation 

(60%), Problem solving (63.3%), Time Management (70%), Managing change (53.3%), Team 
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building (73.3%), and New employees‘ orientation (73.3%), are conducted by these industrial 

units.  Apprenticeship training (60%) is also provided to ensure the availability of workers 

possessing appropriate skills. To gain competitive edge over their rivals, the industrial units also 

organize cost reduction training programmes (56.7%) with an objective of sensitizing their 

workers to the importance of cost reduction. Training programmes such as OHSAS (33.33%), 

stress management (56.7%), and personal financial issues (33.33%) are also conducted to 

address the health and welfare needs of employees. Other training programmes such as Needs SF 

103 training, Machines Level-2, overseas training (Japan, Singapore), etc., are also conducted by 

a very  few of  the industrial units to meet  their  specific skills requirements.                           

 

Methods of training: 

         The   study   finds that training   methods employed by the industrial units are, by and 

large, similar. They are conducted with intent to improve the level of Skills, Knowledge and 

Attitudes of their workers. The following table shows the methods of training adopted by these units: 

 

Table   3:                      Methods of training 

Sl. 

No. 

Methods of training No of companies Percent 

1 Job rotation 23 76.7 

2 Job  instruction method 21 70.0 

3 Lecture 21 70.0 

4 Coaching/Understudy 19 63.3 

5 Audio-Visual based 18 60.0 

6 Simulation 17 56.70 

7 Computer based 17 56.70 

8 Role-Playing 12 40.0 

9 Games 11 36.7 

10 Case study 7 30.0 

        Source: Field survey 
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            The table 3shows that majority of the sample units (76.7%) use Job rotation method to 

impart training to the workers as it helps the workers acquire multi-skills. Job instruction method 

(70%) and Lecture method (70%) are also employed by these units in training the workers. 

Technology aided methods like Audio-visual methods (60%), Simulation (56.7%), and 

Computer based (56.7%) methods are also used by the sample industrial units. It shows that the 

methods of training have been technologically upgraded to increase the effectiveness of training 

in order to enable the workers to acquire the state of the art skills and knowledge.  The sample 

units use other methods like Role-playing (40%), Games (36.7%) and Case study (30%) methods 

to train the workers. 

Evaluation criteria 

Evaluation criteria help in ascertaining the level of evaluation carried out by the respondent 

industrial units.  The  various criteria used by them are; a) Reaction to Training ,  b) Learning,  c)  

Job-behaviour,  d) Organizational results  e)  Rate of return on  investment  and   f)  All the 

above.  The table displays various criteria employed in assessing the training programmes; 

Table   4:Evaluation criteria  

Sl.No      Criterion  No. of  industrial 

units 

Percent of  

industrial units 

1 Reaction 19 63.3 

2 Learning 22 73.3 

3 Job-behaviour 21 70.0 

4 Organizational Results 22 73.3 

5 Rate of  return on   training investment 5 16.7 

6 All the above 2 6.7 

Source: Field survey 

As in table 4, about 63.3% of the sample industrial units measure reaction of workers to training 

(Level I); 73.3%of sample units measure learning (Level II); 70%of units measure   job-

behaviour (Level III); 73.3 % of the industrial units measure organizational results (Level IV), 
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16.7% of units measure rate of return on investment and 6.7% of the units measure the outcome 

of training using all the criteria.  

 Evaluation Instruments 

             The evaluation instruments are the means used to evaluate the outcome of training.   

There are various instruments used by the organisations for evaluating the training programmes. 

They are 1) Questionnaires, 2) Attitude surveys,3) Pencil-and –paper tests, 4) Performance tests, 

5) Interviews, 6) Observations, 7) Performance Records: A judicious use of the instruments helps 

in discerning the outcomes of training programmes.  

           The table 5 shows the evaluation instruments used by the sample industrial units; 

Table   5:       Evaluation instruments used by the sample units 

SL.No. Evaluation instruments No. of   

companies 

percent 

1 Questionnaires 24 80 

2 Attitude surveys 9 30 

4 Performance  tests 9 30 

5 Interviews 8 26.7 

6 Observations 15           50 

7 Performance records 7 23.3 

Source: Field survey 

 

          As in table 5, 80% of the sample units use questionnaires; 50% of the units use 

observations; 30% units use attitude surveys, and performance tests each, 26.7% units use 

interviews and 23.3% units use performance records. It can be inferred from the  above table that  

majority  of the units carry out  evaluations  using questionnaires   and  observations, which may  

not  be  adequate enough to assess the  results of the  training.  Various effective methods like 
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performance tests and performance records are used by only a few of the sample industrial units 

to assess the outcome of the training.   

 

As training programmes are conducted to achieve better results in the productivity of workers 

and human resource management indicators (HRM indicators), an effort has been made by the 

researcher to study the perceptions of  managers on these two vital  outcomes of training. 

 

Stober (1990) has observed that training improves productivity. The  organizational results  is 

measured  in terms of  productivity of workers using HR managers‘ perceptions on various 

aspects like reduction in wastage of materials, improvement in quality of products, efficient 

utilization of machinery etc. The descriptive statistics for the productivity of workers is given in 

the following table; 

Table -6:    Mean score and standard deviation for  productivity of workers 

Sl.

No. 

                                     Factors Mean 

score 

Standard 

deviation 

A  Helped   to considerably reduce waste of materials 4.166 0.698 

B Helped in cost reduction 4.300 0.651 

C Helped in avoidance  of  reworking of defective product 4.133 0.681 

D Helped to attain a higher production volume. 4.200 0.714 

E Helped  to become more efficient with utilization of machinery 4.266 0.739 

F Resulted in improvement in the quality of the product 4.266 0.639 

G Improved  safety at work 4.133 0.776 

 Aggregate mean and standard deviation 4.209 0.699 

Source: Field survey       

 

             The table 6 shows that the mean score ranges from 4.166 to 4.300 and the standard 

deviation ranges from 0.651 to739. As the aggregate standard deviation being less than 1, it 

indicates that there is a consistency in the views expressed by the HR Managers. 
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 HRM Indicators  

   In the present study, the  results achieved  in  human resources management indicators is  also  

examined to assess  whether training efforts  have made a significant contribution in this 

direction. The  major challenges of human resources management are absenteeism,  labour 

turnover, workers‘ relationship with peers.  They are also the major indicators of successful 

management of human resources.  The fourth level evluation proposed by Kirkpatrick measures 

the impact of training on these indicators also.  The following table highlights the mean score 

and standard deviation for the  impact of  training on HR indicators: 

Table 7:    Mean score  and standard deviation for HRM  indicators   

Sl. 

No. 

Factors Mean 

score  

Standard 

deviation 

A Helped  to reduce frequency of applying for leave 3.733 0.784 

B Helped  to earn appreciation from  supervisor/boss 3.566 0.858 

C Helped  to improve  relationship with  peers 3.733 1.014 

D Decreased employees‘ grievances 3.466 1.008 

E Reduced labour turnover 3.366 0.964 

 Aggregate mean score and standard deviation  3.572 0.925 

   Source: Field survey       

                  As in table 7,  the  mean score  varies between 3.366  and 3.733 and standard 

deviation varies between 0.784 amd 1.014.  The   aggregate standard deviation being less than 1, 

it  indicates consistency in the views expressed by the HR managers.              

Testing of  Hypothesis: 

     To examine whether the trainining programmes have led to better  results in productivity of 

workers or  HRM indicators, the following null and alternative hypotheses are postulated; 

H0  : There is no significant difference  in  the results achieved through  

        training  programmes in the area of  productivity of workers and  HRM 

         indicators. 

 H1:  The training proggrammes  have led to better results in the area of   

        productivity of workers than in the area of HRM indicators. 
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  The above hypothesis is tested using  t-test and the results are as under: 

Table  8:                               t-test  statistics: 

Organisational results Mean Stand. 

Devn. 

Mean  

difference 

Std.error  t-value p-value 

Productivity  of workers 

 

HRM indicators 

4.216 

 

3.593 

0.522 

 

0.561 

 

0.6227 

 

0.131 

 

4.745 

 

0.000* 

                                                                                        * Significance level  0.05                   

The table 8 highlights the results of t-test and with a t value of 4.745 and observed significance 

value of 0.000 (p<0.05).  Hence, the null hypothesis: ―There is no significant difference  in  the 

results results achieved through training  in the area of  productivity of workers and   HRM 

indicators‖  is rejected and the alternative hypothesis ―The training proggrammes  have led to 

better results in the area of   productivity of workers than in the area of  HRM indicators,‖ has 

been accepted. 

 

Discussion 

        The  training programmes are aimed to result in significant improvement in the productivity 

of the workers. If training programmes do not lead to improvement in the productivity, the 

resources expended on such programmes  will   lead to a waste of  such resources. 

The descriptive statistics  given in table 6 indicate that sample HR Managers have a moderately 

high perception about productivity of workers. They agree that the training has led to reduction 

in cost of production, (mean score 4.30) and waste of materials (mean score 4.16) which are vital 

to increase the profits margin and efficiency of operation. They also agree that there is an 

improvement in avoidance of working of defective products (mean score 4.13).   The rate of 

defective units again reflects the operational efficiency of the production team. If defectives are 

not brought down to zero level, it leads to increased cost of production and loss of customers.  A 

considerable improvement has been made in reducing the level of defectives. The attainment of 
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higher volume of production and effective utilization of machinery are also main focus of the 

training programmes. The mean scores also indicate that there has been increase in production 

volume (mean score 4.20). The operation of machinery by the untrained workers may cause 

damage to machinery and also personal accidents. But the Training programmes have also led to 

improvement in efficient utilization of machinery (mean score 4.26). As majority of the training 

programmes conducted for workers are driven by the need for obtaining quality certifications 

under ISO standards, the training must result in improvement in the quality of products. It is also 

perceived that training has resulted in the improvement of quality of the product (mean score 

4.266) and safety at work (mean score 4.133).   

 

         The table 7 shows that  the  HR Managers  have  a very low perception of  impact of  

training on  HRM indicators.  The training programmes are conducted to reduce  absenteeism, 

labour turnover, helping workers improve relationship with peers etc.  The Kirkapatrick‘s fourth 

level of evaluation   of  training  is focused on  measuring such outcomes in addition to 

measuring the  impact of  training  on productivtiy of workerks.  The study finds that the training 

has not made significant  impact on any of  the  HR measures examined  in this study as 

evidenced  by mean scores for absenteism rate( Mean value 3.733 ); appreciation from  

superiors( Mean value 3.566); and  relationship with peers(Mean value 3.733). The  impact of  

training  is still  lower on  reduction in employees‘ grievances( Mean value 3.466  );  and labour  

turnover( Mean value 3.366). The mean scores for all dimensions are low which support the 

arguments infavour of   rejection of  alternative hypothesis. 

 

Conclusions: 

        It can be inferred from the above results  and discussion that that the training programmes 

have led to  significant improvement in the productivity of workers but  the desired results have 

not been achieved  in the area of  HRM indicators  which brings home point that training alone 

does not  ensure  improvement in such indicators. Despite  training,  if such indicators are low, 

the management needs to examine  other  ways and means to  improve   such  indicators.  
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