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ABSTRACT:

Training and development are used together to bring
about the overall acclimation, improvement, and
education of an organization's employees. While
closely related, there are important differences
between the terms and the scope of each. In general,
training programs have very specific and
quantifiable goals, such as operating a particular
piece of machinery, understanding a specific process,
or performing certain procedures with great
precision. On the other hand, developmental
programs concentrate on broader skills that are
applicable to a wider variety of situations, such
as decision making, leadership skills, and goal
setting. In short, training programs are typically tied
to a particular subject matter and are applicable to
that subject only, while developmental programs
center on cultivating and enriching broader skills
useful in numerous contexts.

Key words: Transfer of training, person-
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INTRODUCTION

For the most part, training and development are used
together to bring about the overall acclimation,
improvement, and education of an organization's
employees. While closely related, there are important
differences between the terms and the scope of each.
In general, training programs have very specific and
quantifiable goals, such as operating a particular
piece of machinery, understanding a specific process,
or performing certain procedures with great
precision. On the other hand, developmental
programs concentrate on broader skills that are
applicable to a wider variety of situations, such
as decision making, leadership skills, and goal

setting. In short, training programs are typically tied
to a particular subject matter and are applicable to
that subject only, while developmental programs
center on cultivating and enriching broader skills
useful in numerous contexts.

TRAINING AND DEVELOPMENT is a subsystem
of an organization. It ensures that randomness is
reduced and learning or behavioral change takes
place in structured format.

TRADITIONAL AND MODERN APPROACH OF
TRAINING AND DEVLOPMENT

Traditional Approach — Most of the organizations
before never used to believe in training. They were
holding the traditional view that managers are born
and not made. There were also some views that
training is a very costly affair and not worth.
Organizations used to believe more in executive
pinching. But now the scenario seems to be
changing.

The modern approach of training and development is
that Indian Organizations have realized the
importance of corporate training. Training is now
considered as more of retention tool than a cost. The
training system in Indian Industry has been changed
to create a smarter workforce and yield the best
results training and development techniques

TRAINING AND DEVELOPMENT OBJECTIVES

The principal objective of training and development
division is to make sure the availability of a skilled
and willing workforce to an organization. In addition
to that, there are four other objectives: Individual,
Organizational, Functional, and Societal.
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Individual Objectives — help employees in achieving
their personal goals, which in turn, enhances the
individual contribution to an organization.

Organizational Objectives — assist the organization
with its primary objective by bringing individual
effectiveness.

Functional Objectives — maintain the department’s
contribution at a level suitable to the organization’s
needs.

Societal Objectives — ensure that an organization is
ethically and socially responsible to the needs and
challenges of the society.

While new instructional methods are under
continuous development, several training methods
have proven highly effective and are widely used to a
climate new employee, impart new skills, and
improve existing skills. They include structured on-
the-job training, role playing, self-instruction, team
building games and simulations, computer-based
training, mentoring, and job rotation.

ON-THE-JOB TRAINING.

One of the most common and least expensive
methods of training and development is on-the-job
training (OJT). OJT refers to the process of learning
skills while working where workers—especially new
workers—obtain the knowledge and skills they need
to complete their tasks through a systematic training
program. Research indicates that employees acquire
approximately 80 percent of their work-related
knowledge and skills on the job, making
consideration and implementation of successful OJT
programs indispensable for employers. While OJT
dates back to ancient apprenticeship programs, much
20th-century OJT  remained uncodified and
unstructured until the 1980s and 1990s.

The structured forms of OJT that emerged promised
to remedy problems associated with unstructured
OJT by relying on a planned process designed and
proven to impart the necessary skills by the end of
the OJT period. Nevertheless, like unstructured OJT,
structured OJT involves having an experienced

employee train a new employee at the work site and
having the new employee receive feedback, advice,
and suggestions from coworkers and trainers.
Structured OJT generally assumes that new
employees lack certain skills and the goal of the OJT
program is to instill these skills. Therefore,
employers design the training programs so that new
employees do not initially perform these new tasks in
order to learn. Instead, they gain knowledge and
experience that will facilitate the performance of
these tasks at the appropriate time and gradually
work toward performing these tasks. Moreover,
trainers assist and intervene at structured intervals,
rather than intervening at random points in the
training program as can occur with unstructured OJT.

Implementing a structured OJT program involves
five basic steps: (1) analyzing the tasks and skills to
be learned; (2) selecting, training, and supervising
trainers; (3) preparing training materials; (4)
conducting an OJT program; and (5) evaluating the
program and making any necessary improvements or
modifications.

ROLE PLAYING.

In role playing, trainees assume various roles and
play out that role within a group to learn and practice
ways of handling different situations. A facilitator
creates a scenario that is to be acted out by the
participants and guided by the facilitator. While the
situation might be contrived, the interpersonal
relations are genuine. Furthermore, participants
receive immediate feedback from the facilitator and
the scenario itself allowing better understanding of
their own behavior.

SELF-INSTRUCTION.

Self-instruction refers an instructional method that
emphasizes individual learning. In self-instruction
programs, the employees take primary responsibility
for their own learning. Unlike instructor- or
facilitator-led instruction, trainees have a greater
degree of control over topics, the sequence of
learning, and the pace of learning. Depending on the
structure of the instructional materials, trainees can
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achieve a higher degree of customized learning.
Forms of self-instruction include programmed
learning, individualized instruction, personalized
systems of instruction, learner-controlled instruction,
and correspondence study. For self-instruction
programs to be successful, employers must not only
make learning opportunities available, but also must
promote interest in these learning opportunities. Self-
instruction allows trainees to learn at their own pace
and receive immediate feedback. This method also
benefits companies that have to train only a few
people at a time.

TEAM BUILDING.

Team building is the active creation and maintenance
of effective work groups with similar goals and
objectives. Not to be confused with the informal, ad-
hoc formation and use of teams in the workplace,
team building is a formal and methodological process
of building work teams with objectives and goals,
facilitated by a third-party consultant. Team building
is commonly initiated to combat ineffectual group
functioning that negatively affects group dynamics,
labor-management relations, quality, or productivity.
By recognizing the problems and difficulties
associated with the creation and development of work
teams, team building provides a structured, guided
process whose benefits include a greater ability to
manage complex projects and processes, flexibility to
respond to changing situations, and greater
motivation among team members.

GAMES AND SIMULATIONS.

Games and simulations are structured competitions
and operational models used as training situations to
emulate real-life scenarios. The benefits of games
and simulations include the improvement of problem-
solving and decision-making skills, a greater
understanding of the organizational whole, the ability
to study actual problems, and the power to capture
the student's interest.

COMPUTER-BASED TRAINING.

In computer-based training (CBT), computers and
computer-based instructional materials are the
primary medium of instruction. Computer-based
training programs are designed to structure and
present instructional materials and to facilitate the
learning process for the student. Primary uses of CBT
include instruction in computer hardware, software,
and operational equipment. The last is of particular
importance because CBT can provide the student
with a simulated experience of operating a particular
piece of equipment or machinery while eliminating
the risk of damage to costly equipment by a trainee or
even a novice user. At the same time, the actual
equipment's operational use is maximized because it
need not be utilized as a training tool. The use of
computer-based training enables a training
organization to reduce training costs, while
improving the effectiveness of the training. Costs are
reduced through a reduction in travel, training time,
amount of operational hardware, equipment damage,
and instructors. Effectiveness is improved through
standardization and individualization. In recent years,
videodisc and CD-ROM have been successfully
integrated into PC platforms allowing low-cost
personal computers to serve as multimedia machines,
increasing the flexibility and possibilities of CBT.

MENTORING.

Mentoring refers to programs in which companies
select mentors—also called advisers, counselors, and
role models—for trainees or let trainees choose their
own. When trainees have questions or need help, they
turn to their mentors, who are experienced workers or
managers with strong communication skills. Mentors
offer advice not only on how to perform specific
tasks, but also on how to succeed in the company,
how the company's corporate culture and politics
work, and how to handle to delicate or sensitive
situations. Furthermore, mentors provide feedback
and suggestions to assist trainees in improving
inadequate work.

JOB ROTATION.

Through job rotation, companies can create a flexible
workforce capable of performing a variety of tasks
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and working for multiple departments or teams if
needed. Furthermore, employees can cultivate
a holistic understanding of a company through job
rotation and can learn and appreciate how each
department operates. Effective job rotation programs
entail more than a couple of visits to different
departments to observe them. Rather, they involve
actual participation and completion of actual duties
performed by these departments. In addition, job
rotation duties encompass typical work performed
under the same conditions as the employees of the
departments experience. Because of the value some
companies place on job rotation, they establish
permanent training slots in major departments,
ensuring ongoing exposure of employees to new
tasks and responsibilities.

TYPES OF TRAINING AND
DEVELOPMENT PROGRAMS

Companies can apply these different methods of
training and development to any number of subjects
to ensure the skills needed for various positions are
instilled. Companies gear training and development
programs towards both specific and general skills,
including technical training, sales training, clerical
training, computer training, communications training,
organizational development, career development,
supervisory  development, and  management
development. The goal of these programs is for
trainees to acquire new knowledge or skills in fields
such as sales or computers or to enhance their
knowledge and skills in these areas.

TECHNICAL TRAINING.

Technical training seeks to impart technical
knowledge and skills using common training
methods for instruction of technical concepts, factual
information, and procedures, as well as technical
processes and principles. Likewise, sales training
concentrates on the education and training of
individuals to communicate with customers in a
persuasive manner and inculcate other skills useful
for sales positions.

COMMUNICATIONS TRAINING.

Communications training concentrates on the
improvement of interpersonal communication skills,
including writing, oral presentation, listening, and
reading. In order to be successful, any form of
communications training should be focused on the
basic improvement of skills and not just on stylistic
considerations. Furthermore, the training should
serve to build on present skills rather than rebuilding
from the ground up. Communications training can be
taught separately or can be effectively integrated into
other types of training, since it is fundamentally
related to others disciplines.

ORGANIZATIONAL DEVELOPMENT.

Organizational development (OD) refers to the use of
knowledge and techniques from the behavioral
sciences to analyze existing organizational structure
and implement changes in order to improve
organizational effectiveness. OD is useful in such
varied areas as the alignment of employee goals with
those of the organization, communications, team
functioning, and decision making. In short, it is a
development process with an organizational focus to
achieve the same goals as other training and
development activities aimed at individuals. OD
practitioners commonly practice what has been
termed "action research™ to effect an orderly change
that has been carefully planned to minimize the
occurrence of unpredicted or unforeseen events.
Action research refers to a systematic analysis of an
organization to acquire a better understanding of the
nature of problems and forces within an organization.

CAREER DEVELOPMENT.

Career development of employees covers the formal
development of an employee's position within an
organization by providing a long-term development
strategy and training programs to implement this
strategy and achieve individual goals. Career
development represents a growing concern for
employee welfare and the long-term needs of
employees. For the individual, it involves stating and
describing career goals, the assessment of necessary
action, and the choice and implementation of
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necessary actions. For the organization, career
development represents the systematic development
and improvement of employees. To remain effective,
career development programs must allow individuals
to articulate their desires. At the same time, the
organization strives to meet those stated needs as
much as possible by consistently following through
on commitments and meeting the expectations of the
employees raised by the program.

MANAGEMENT AND
DEVELOPMENT.

SUPERVISORY

Management and supervisory development involves
the training of managers and supervisors in basic
leadership skills enabling them to function effectively
in their positions. For managers this typically
involves the development of the ability to focus on
the effective management of their employee
resources, while striving to understand and achieve
the strategies and goals of the organization.
Management training typically involves individuals
above the first two levels of supervision and below
senior executive management. Managers learn to
effectively develop their employees by helping
employees learn and change, as well as by identifying
and preparing them for future responsibilities.
Management development may also include
programs that teach decision-making skills, creating
and managing successful work teams, allocating
resources effectively, budgeting, communication
skills, business planning, and goal setting.

Supervisory development addresses the unique
situation of the supervisor as a link between the
organization's management and workforce. It must
focus on enabling supervisors to deal with their
responsibilities to both labor and management, as
well as coworkers, and staff departments. Important
considerations include the development of personal
and interpersonal  skills, understanding the
management process, and productivity and quality
improvement.

DESIGNING TRAINING PROGRAMS

The design of training programs covers the planning
and creation of training and development programs.
Like the training programs themselves, the
development of training programs has evolved into a
profession that utilizes systematic models, methods,
and processes of instructional systems design
(ISD). Instructional systems design includes the
systematic design and development of instructional
methods and materials to facilitate the process of
training and development and ensure that training
programs are necessary, valid, and effective.
Although the instructional design process can take on
variety of sequences, the process must include the
collection of data on the tasks or skills to be learned
or improved, the analysis of these skills and tasks, the
development of methods and materials, delivery of
the program, and finally the evaluation of the
training's effectiveness. Table | describes the process
in greater detail.

Training and development programs often rely on the
principles and theories of various behavioral sciences
such as psychology and sociology. The behavioral
sciences provide useful theories on individual
behavior, motivations, organizational dynamics, and
interpersonal relationships, which the developers of
training programs can draw on when creating their
programs. Similarly, the development of a distinctive
adult educational model has influenced the
development of training programs, giving them an
exclusive focus on adults. According to this model,
adults learn best through goal-oriented instruction,
unlike children, who learn best through instruction
based on the subject matter itself. Hence, given the
goal-oriented needs of adult education, the design
and development of training materials have taken on
a much higher level of structure and methodology
than  traditional methods for  instructional
development.

STEP DESCRIPTION

Needs analysis

Measuring the disparity between current and desired skill levels
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STEP DESCRIPTION

Task assessment . e
possible difficulties

Collection of data on job tasks and the subsequent identification of learning requirements and

Stating objectives

Creation of concise statement of objectives and purpose as a benchmark

Assessment/testing

Development of testing materials designed to measure the performance of the objectives

Development of
materials on the chosen strategies

Selection of effective instructional strategies followed by the development of materials based

Plot programs

Piloting the program to gauge the effectiveness of the materials as well as identify potential
weaknesses through subsequent evaluation

Evaluation

Evaluation of the efficacy of the methods and materials

EVALUATING TRAINING PROGRAMS

Once a company implements a training program, it
must evaluate the program's success, even if it has
produced desired results for other companies and
even if similar programs have produced desires for it.
Companies first must determine if trainees are
acquiring the desired skills and knowledge. If not,
then they must ascertain why not and they must
figure out if the trainees are failing to acquire these
skills because of their own inability or because of
ineffective training programs.

In order to evaluate training programs, companies
must collect relevant data. The data should include
easily measurable and quantifiable information such
as costs, output, quality, and time, according to Jack
J. Phillips in Recruiting, Training, and Retraining
New Employees.

Costs: budget changes, unit costs, project cost
variations, and sales expenses.

Output:  Units  produced, units assembled,
productivity per hour, and applications reviewed.
Quality: Error rates, waste, defective products,
customer complaints, and shortages.

Time: On-time shipments, production or processing
time, overtime, training time, efficiency, and meeting
deadlines.

Companies also can use qualitative data such as work
habits, attitudes, development, adaptability, and

initiative to evaluate training programs. Most
companies, however, prefer to place more weight on
the quantitative data previously outlined.

Furthermore, according to Phillips, companies tend to
evaluate training and development programs on four
levels: behavior, learning, reaction, and results.
Businesses examine employee behavior after training
programs in order to determine if the programs
helped employees adjust to their environment; also,
companies can obtain evidence on employee
behavior via observation and interviews. Throughout
the training process, employers monitor how well
trainees are learning about the company, the
atmosphere, and their jobs.

To evaluate training and development programs
effectively, employers also gauge employee reactions
to the programs. This feedback from trainees
provides companies with crucial information on how
employees  perceive their  programs.  Using
questionnaires and interviews, companies can
identify employee attitudes toward various aspects of
the training programs. Finally, employers attempt to
determine the results of their training programs by
studying the quantifiable data addressed earlier as
well as by considering the employee turnover rate
and job performance of workers who recently
completed a training and development program.
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RESEARCH METHODOLOGY

RESEARCH DESIGN:

Descriptive Research seeks to ascertain
certain magnitude by making complete study of the
topic. It is used in this project to find the

effectiveness of job satisfaction.

SAMPLING DESIGN:

DATA ANALYSIS:

SAMPLE SIZE:

Sample is described as a portion chosen from the
population. The sample size chosen for this study is
100.

SAMPLING METHOD:

There are many types of sampling methods. In this
study convenience sampling is used for selecting the

samples.

RESPONDENTS OPINION ABOUT THE MID SIZE ORGANISATION:
TABLE 1: RESPONDENTS OPINION ABOUT THE MID SIZE ORGANISATION

SNO | DESCRIPTION NO. OF. SAMPLES IN PERCENTAGE
1 Strongly agree 15 50
2 Agree 11 37
3 Neutral 4 13
4 Disagree 0 0
5 Strongly disagree 0 0
TOTAL 30 100

Source of primary data

INFERENCE:

From the above table it is inferred that 15 of the
respondents are strongly agree that the mid size
organization is of satisfactory, 11 of the respondents
are agree that the mid size organization is of

satisfactory, then 4 of the respondents are neutral that

the mid size organization is of satisfactory, then 0 of
the respondents are disagree that mid size
organization is of satisfactory and 0 of the
respondents are strongly disagree that the mid size

organization is of satisfactory.

FIGURE 1: RESPONDENTS OPINION ABOUT THE MID SIZE ORGANISATION
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RESPONDENTS OPINION ABOUT THEIR PERSONNEL OBSOLESCENCE
TABLE 2: RESPONDENTS OPINION ABOUT THEIR PERSONNEL OBSOLESCENCE

SNO DESCRIPTION NO. OF. SAMPLES IN PERCENTAGE
1 Strongly agree 5 17
2 Agree 23 77
3 Neutral 2 6
4 Disagree 0 0
5 Strongly disagree 0 0
TOTAL 30 100

Source of primary data

INFERENCE:

From the above table it is inferred that 23 of the
respondents are agree that the respondents opinion
about their personnel obsolescence, 5 of the
respondents are strongly agree that the respondents
opinion about their personnel obsolescence, then 2 of

the respondents are neutral that respondents opinion

about their personnel obsolescence, then 0 of the
respondents are disagree that respondents opinion
about their personnel obsolescence and 0 of the
respondents are strongly disagree respondents

opinion about their personnel obsolescence

FIGURE 2: RESPONDENTS OPINION ABOUT THEIR PERSONNEL OBSOLESCENCE
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RESPONDENTS OPINION ABOUT THE TRAINING AND DEVELOPMENT PROGRAMME
TABLE 3: RESPONDENTS OPINION ABOUT THE TRAINING AND DEVELOPMENT PROGRAMME

SNO DESCRIPTION NO. OF. SAMPLES IN PERCENTAGE
1 Excellent 2 7
2 Good 27 90
3 Average 1 3
4 Not so good 0 0
TOTAL 30 100

Source of primary data
INFERENCE:

From the above table it is inferred that 27 of
the respondent’s opinion is good towards training and
development provided to them, 2 of the respondent’s
excellent  towards and

opinion is training

development provided to them, 1 of the respondent’s

opinion is average towards training and development
provided to them and 0 of the respondent’s opinion is
excellent towards training and development provided
to them.

FIGURE 3: RESPONDENTS OPINION ABOUT THE TRAINING AND DEVELOPMENT PROGRAMME
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THE GROWTH OF SKILL AND KNOWLEDGE ABOUT TRAINING AND DEVELOPMENT

PROGRAMME
TABLE 4: THE GROWTH OF SKILL AND KNOWLEDGE ABOUT TRAINING AND DEVELOPMENT
PROGRAMME
SNO DESCRIPTION NO. OF. SAMPLES IN PERCENTAGE

1 Strongly agree 2 7

2 Agree 24 80

3 Neutral 4 13

4 Disagree 0 0

5 Strongly disagree 0 0

TOTAL 30 100

Source of primary data
INFERENCE:

From the above table it is inferred that 24 of
the respondents are agree that the training programme
plays a vital role in the growth of skill and
knowledge, 4 of the respondents are neutral that the
training programme plays a vital role in the growth of

skill and knowledge, then 2 of the respondents are

strongly agree that the training programme plays a
vital role in the growth of skill and knowledge, then 0
of the respondents are disagree that the training
programme plays a vital role in the growth of skill
and knowledge and 0 are strongly disagree that the
training programme plays a vital role in the growth of

skill and knowledge.

FIGURE 4: THE GROWTH OF SKILL AND KNOWLEDGE ABOUT TRAINING AND DEVELOPMENT
PROGRAMME
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RESPONDENTS FEELING TOWARDS TRAINING AND DEVELOPMENT PROGRAMME
TABLE 5: RESPONDENTS FEELING TOWARDS TRAINING AND DEVELOPMENT PROGRAMME

SNO DESCRIPTION

NO. OF. SAMPLES

IN PERCENTAGE

1 Strongly agree

18 60
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2 Agree 11 37
3 Neutral 1 3
4 Disagree 0 0
5 Strongly disagree 0 0
TOTAL 30 100

Source of primary data
INFERENCE:

From the above table it is inferred that 18 of
the respondents are strongly agree that the training
programme is necessary for the employees, 11 of the
respondents are agree that the training programme is

necessary for the employees, then 1 of the

respondents are neutral that the training programme
is necessary for the employees, then 0 of the
respondents are disagree that the training programme
is necessary for the employees and 0 are strongly
disagree that the training programme is necessary for

the employees.

FIGURE 5: RESPONDENTS FEELING TOWARDS TRAINING AND DEVELOPMENT PROGRAMME

RESPONDENTS FEELING TOWARDS TRAINING
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RESPONDENTS EXPECTATIONS TOWARDS TRAINING AND DEVELOPMENT PROGRAMME
TABLE 6: RESPONDENTS EXPECTATIONS TOWARDS TRAINING AND DEVELOPMENT

PROGRAMME
SNO DESCRIPTION NO. OF. SAMPLES IN PERCENTAGE

1 Below expectation 7 23

2 Just meet expectation 7 23

3 Exceeded expectation 13 44

4 Excellent 3 10

TOTAL 30 100

Source of primary data
INFERENCE: From the above table it is inferred that 13 of

the respondent’s expectations towards training and
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development programme is exceeding expectations, 7 development programme is below expectation and 3
of the respondent’s expectations towards training and of the respondents expectations towards training and
development programme is just meet expectations, 7 development programme is excellent.

of the respondents expectations towards training and
FIGURE 6: RESPONDENTS EXPECTATIONS TOWARDS TRAINING AND DEVELOPMENT
PROGRAMME
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RESPONDENTS EXPECTATIONS

TRAINING AND DEVELOPMENT PROGRAMME ARE CONDUCTED AT RIGHT TIME
TABLE 7: TRAINING AND DEVELOPMENT PROGRAMME ARE CONDUCTED AT RIGHT TIME

SNO DESCRIPTION NO OF RESPONDENTS PERCENTAGE
1 Yes 29 97
2 No 1 3
TOTAL 30 100

Source of primary data

INFERENCE: programmes are conducted at right time, 1 of the
From the above table it is inferred that 29 of respondents say that the training and development
the respondents say that the training and development programmes are not conducted at right time.

FIGURE 7: TRAINING AND DEVELOPMENT PROGRAMME ARE CONDUCTED AT RIGHT TIME
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TRAINING AND DEVELOPMENT ARE CONDUCTED
AT RIGHT TIME

NO

FINDINGS:

1. 77% of the respondents are agree that the
respondents opinion about their personnel
obsolescence.

2. 90% of the respondent’s opinion is good
towards training and development
programme provided to them.

3. 80% of the respondents are agreeing that the
training programme plays a vital role in the
growth of skill and knowledge.

4. 60% of the respondents are strongly agreed
that the training programme is necessary for
the employees.

5. 58% of the respondents are agreeing that the
training programme is necessary for the
employees.

6. 44% of the respondent’s expectations
towards training and development
programme are exceeded expectation.

7. 97% of the respondents say that the training
and development programmes are conducted

at right time.

SUGGESTIONS:

ot

1. Training programmers can be organized to
all employees to improve their knowledge
and skills.

2. The presenter must possess a good
communication skill.

3. The training programmes may be conducted
selectively as per the designation and
requirements.

4, Training programmes should be conducted
periodically.

5. Based on the work and future plan the
training should be given.

6. Performance of the employees before the
training and after the training should be
compared.

CONCLUSION:

an evaluation on Training and development in
corporate world with reference to Chennai city was
conducted to identify the effectiveness of training and
development programme. The study done with 30
respondents showed clearly that to be effective, the
following factors to be considered

(a) Productivity

(b) Employee engagement
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(¢) Quality of work

(d) Decision making

(e) Clarity about the priorities
(f) Communication

(g) Time to complete the project
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