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Abstract:  

 
Training and development plays an important role in the effectiveness of organizations and to the 

experiences of people in work. Training has implications for productivity, health and safety at work and 

personal development. All organizations employing people need to train and develop their staff. Most 

organizations are cognizant of this requirement and invest effort and other resources in training and 

development. Such investment can take the form of employing specialist training staff and paying salaries 

to staff undergoing training and development. In this study the data is collected through questionnaire. The 

statistical tools used in this research are chi square test, percentages and bar diagrams. The sample size 

taken is of 100 for the study with a ratio of 1:2. Variables which are used in this study are Training and 

development as independent variable and employee performance as dependent variable. 

 

1. Introduction: 

Training and development contain learning situations in which the employee acquires 

additional knowledge or skills to increase job performance. Training objectives specify 

performance improvements, reductions in errors, job knowledge to be gained, and/or 

other positive organizational results. However, individual growth is not an end in itself. 

Organization growth is needed to be measured along with individual growth. 

2. Need of the Study: 

Training and development plays an imperative part in the organization achievements and 

success in a modern organization. Employees need to redesign there information, 

capacity, abilities to stay focused market.   

It encourages the individual worker to perform and work proficiently. 

a. Improve employee performance, addressing weakness. 

b. Increase productivity as well as the standards 

 

3. Objectives of the Study: 

1. To study the factors that relate to evaluation of training programs conducted at 

MRKR Construction Pvt. Ltd. 

2. To examine training of the employees at the work place. 

3. To analyze the effects of training program in relation to employee performance. 
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4. Literature Review: 

1. Anna University conducted a survey on behalf of the Department of Industries and 

Commerce1 in the year 1999 to find out the effectiveness of the training institutes, which 

offered training programme for PMRY candidates. The evaluation was made based on 

the infrastructure, conduct of training, involvement and image of the training institute. 

Based on the evaluation study, it had been suggested that the training institute, which 

scored more than 60 marks could be considered for imparting training to PMRY 

candidates. Only 62 training units satisfied the norms of the study in the state of 

Tamilnadu. Moon-Hariton2 conducted their study at the engineering section of GE 

Company. Two years later the adoption of the training programme was evaluated. The 

questionnaire was prepared and given to the employees who undertook the training. 

 

2. Prabhaharan, C.C3 (1987) had conducted a survey in the area of training of rural youths 

for self-employment. Based on his study, he observed that the training programme should 

be systematic and scientific to improve the effectiveness of the trainees. Tarnopol4 , in 

his article, has suggested that the employee-attitude survey could be done on before and 

after basis. He also used some neutral questions (not related to the study) in the 

questionnaires to evaluate the training programmes. Maheswari5 (1981) collected data 

from 999 respondents from banking institutions to study the effectiveness of the training 

programme. The responses indicated that the training programme was less effective with 

respect to on-the-job performance. 

5. Hypothesis: 

H0: There is no impact of Training and development program on employee’s performance. 

H1: There is an impact of Training and development program on employee’s performance. 

6. Methodology:  

The research methodology helps for observation and description of project. The data or 

information is gathered from primary and secondary sources. 

6.1. Primary Data: 

Data is collected from employees through questionnaire and other discussions. 

6.2. Secondary Data: 

Secondary data is collected from research publications, websites, journals, books. 

7. Size of the Sample:  Sample of 100 employees is considered 

8. Tools used for the Study: 

The statistical tool used for the research and study are Chi-square Test and data is represented 

through tables and charts and graphs. 
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9. Variables: 

Independent Variable  : Training & Development 

Dependent Variable  : Employee Performance  

10. Schematic Representation 

 

Figure – A 

11. Training process of MRKR Constructions: 

Training in an organization generally involves a systematic approach, followed by a 

sequence of activities which to MRKR Constructions, the process is based on four blocks; 

identifying training needs. This analysis is necessary to determine the training needs of the 

employees or a specific job. There are four procedures that managers can use to determine 

the training needs of employees in their organizations  

1. Job Requirement’s Analysis: The skills and knowledge specified in the appropriate job 

description are examined. The employees without the skills needed are candidates for a 

training program.  

2. Organizational Analysis: The effectiveness and successes of an organization are 

analyzed to determine where differences exist. For instance, members of a department 

with a high turnover rate or a low performance record might require additional training.  

3. Performance Appraisals: Here, each employees work is measured against objectives 

established for his or her job. 

4. Human Resource Survey: Managers as well as non-managers are expected to describe 

what problems they are experiencing at their workplaces and, what actions they believe 

can be taken to solve the problems. Immediately the training needs are identified, the 

human resource department must initiate the appropriate training effort, to close the gap 

between expected and actual results. This may also depend on circumstances like; 

developing a training plan, designing a training lesson, selecting trainer and preparing the 

trainers.   

Plans and Implementation in Training: This area of the training process emphasizes on the 

techniques and methods by which training is carried out. The objectives of training, budgets and 
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the duration are allocated.  Training Evaluation and feedback often, this turns to be the most 

critical part of the training process, focusing on the results achieved after training.  

The goal is to analyze the effects of training and determine whether the set goals have been 

achieved. Reactions such as the participant‟s feedback, trainer‟s feedback, learning behavior and 

results of the training are being measured.  

12. Factors Effecting Training: 

There are various factors influencing training extending from environment, supervisors, 

lecturers, content of the training and how it is being done. These variables can be 

expounded and better understood by discussing them below:   

12.1. Individual Factors 

 At whatever point people are included in some sort of activity, or practice, they generally 

influence the environment or process they are experiencing. The same is the situation 

with employee training. As it is a process of transferring skills and technology from the 

expert to the new learner. The main parties are obviously workers themselves seeking 

training and the trainer or member of the staff delivering the training. Authorities 

organizing training and giving assets to it can be considered a third party, as they oversee 

the prearrangement and post quality evaluation of training. 

12.2. Human Resource Policy 

 This has been illustrated by Haywood and based on the designed policy by human 

resource for training programs. As indicated by him an excessive number of training 

programs affects the main aim of training, which is skill development, and conduct 

change (Haywood 1992).   

13. Organizational factors 

o Everything tends to be affected by its surrounding and environment, so Birdi 

claimed that the absence of managerial support could restrain the impact of 

creative training. Conducive environment affects training effectiveness. (Birdi 

2005.)  

 

14. Other Factor 

o To Fischer and Ronald open mindedness is additionally a factor in training 

effectively. It has been claimed that training will be as much effective as the 

learners and the instructors are open minded (Fischer 2011). Driskell stated that 

the kind of training conducted, training content and training expertise equally 

affect the results of training. Achievement depends on the way training has been 

conducted by the trainer and its content (Driskell 2011). 
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15. Data Analysis and Interpretation: 

 

Appraisals are considered from the primary, secondary data and are interpreted in 

form of graphs and tables as shown below 

 

 Are the organizational factors influencing you in your present job regarding 

Training and development 

Particulars 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 
Total 

No.of 

Employees 
68 12 6 4 0 100 

Percentage 68 12 6 4 0 100 

Table 15.1 

 

Fig. 15.1 

Interpretation: From the above information 80% of the employees agree that the organizational 

factors are influencing the training program in their present job. 
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 Does the Training program help you to prepare for the future jobs in your area of 

working 

Particulars 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 
Total 

No.of 

Employees 
60 8 32 0 0 100 

Percentage 60 8 32 0 0 100 

Table 15.2 

 

 

Fig; 15.2 

Interpretation: From the above information 68% of the employees agreed that the Training 

program helps to prepare them for the future jobs in their area of working 
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 Is there is a significant impact on your performance with this Training program? 

Particulars 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 
Total 

No.of 

Employees 
60 24 8 8 0 100 

Percentage 60 24 8 8 0 100 

 

Table. 15.3 

 

Fig. 15.3 

Interpretation: From the above information 84% of the executives agree that there is a 

significant impact on their performance with this Training program. 
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 Was the inputs received in your training can be implemented in team or 

individually? 

Particulars 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 
Total 

No.of 

Employees 
45 32 28 0 0 100 

Percentage 40 32 28 0 0 100 

 

Table 15.4 

 

Fig. 15.4 

Interpretation: From the above information 77% of the executives agree that the inputs 

received in their Training program can be implemented in team or individually. 
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16. Statistical Analysis:  Chi – Square Test: 

𝑶 𝑬 𝑶− 𝑬  
(𝑶− 𝑬)𝟐

𝑬
 

60 20 40 80 

24 20 4 0.8 

8 20 -12 7.2 

8 20 -12 7.2 

0 20 --20 20 

Total 
  

115.2 

 

16.1.  Observations:  Chi square test   =    115.2 

 

Statistical Table value           = -11.07  

 

16.2. Conclusion: Calculated value of Chi-square value is 115.2 greater than table value 11.07  

 

Therefore,  𝐻0  is accepted and  

𝐻1  is rejected.   

 

           Hence there is relationship between training and Development and performance. 

17. Findings: 

1. Almost all the employees have a positive assessment towards the fulfilment level on 

training methods by the organization.  

2. 80% of the employees agree that the organizational factors are influencing the training 

program in their present job. 

3. 68% of the employees agreed that the Training program helps to prepare them for the 

future jobs in their area of working 

4. 84% of the executives agree that there is a significant impact on their performance with 

this Training program 

5. 77% of the executives agree that the inputs received in their Training program can be 

implemented in team or individually 
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18. Suggestions: 

 

1. They should conduct added training programs accompanying to the anatomic 

competencies of employees. 

2. MRKR Constructions should ensure that whenever they yield acknowledgment from 

advisers their suggestions are taken into application and implemented as accessible this 

will accomplish advisers to accord honest and acknowledge feedback. 

3. Evaluation of training programs should be done regularly to keep a check on the 

limitations and drawbacks and ensure the success of training programs. 

 

19. Conclusions: 

The Training and Development program adopted in MRKR Constructions mainly 

concentrated on areas like quality aspects, job oriented trainings, technical skills and 

knowledge.  Most of the respondents rated as good and excellent towards the overall 

quality and effectiveness of the training and development programs and satisfied with the 

present training methods. The company also has to concentrate on small percentage of 

respondents who are not satisfied with training programs and whom it has not helped to 

overcome from their short comings or work related problems. Finally the training and 

development programs provided by MRKR Constructions are found to be effective, 

credible and commendable, which can be improved further.  
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