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ABSTRACT 

 

Human capital is the differentiator between a good company and a great company. Effective 

training and development is an investment in the human resources of an organization, with both 

immediate and long-range returns. This literature review based article presents different 

viewpoints of various authors regarding the significance of training & development for employee 

performance and organizational effectiveness. Obsolescence among the employees and the need 

to adapt to the technological, organizational and social changes make continuous learning and 

updating of skills indispensable for an organization. Firms need to manage training programs 

more effectively so that they can get the highest returns from their investment. Human capital is 

an important asset for organizations under intense competition. Training and Development 

function enables human capital to unleash their dexterity. A profound training program acts as a 

vehicle to enhance employee skills and enable them to perform better in their job. Training and 

development is very crucial to the employees, the organization and their effectiveness. 
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______________________________________________________________________________ 

 

INTRODUCTION 

Training and development is very crucial to the employees, the organization and their 

effectiveness. The organizations have long understood that their most valuable asset is their 

human capital and many are convinced for large investments in employee training and 

development. It is an undisputed fact that effective training is an investment in the human 

resources of an organization, with both immediate and long –range returns. However mere 

investment is not enough; firms need to manage training programs more effectively so that they 

can get the highest returns from their investment.  

 Training holds the key to unlock the potential growth and development opportunities to achieve 

a competitive edge.  In this context, organizations train and develop their employees to the fullest 

advantage in order to enhance their effectiveness.   Performance of an employee is a dependent 

factor on variables like knowledge, skill and abilities. Training and development provides 

employees required knowledge, skills and abilities to do a job. Training is a tool to fill the gap 

and the firms should use it wisely to improve employee productivity.  
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SIGNIFICANCE OF TRAINING & DEVELOPMENT 

Training and development is most effective in motivating and retaining high quality human 

resources within organization. (Kate Hutchings, Cherrie J.Zhu, Brain K, Cooper, Yiming Zhang 

and Sijun Shao, 2009). While early research on strategic HRM advocated the development of 

lists of best practices (Pfeffer 1994), we take as our premise the belief in bundling of high 

performance work practices or having a system approach to HRM  as most effective in ensuring 

organizational performance. Importantly, it has been noted that training is a key element of the 

bundles of practices arising from research into high performance work systems.  

During 1980s, Japanese management practices clearly revealed that business success based on 

high standards of performance was dependent on a highly trained and developed workforce. 

(Brown and Read, 1984). Recent research also indicates a causal link between high commitment 

practices (including training and development) and improvements in an establishment‟s 

performance and competitive advantage. (Patterson et al., 1998; Rajan et al., 1996).  Lowry, 

Simon, and Kimberley (2002) concluded that training is a factor that enhances employee 

commitment and maximizes employee potential. The training process is one of the most 

pervasive methods for enhancing the productivity of individuals and communicating 

organizational goals to personnel. (Ekaterini Galanou, constantinos-Vasilios priporas, 2009). 

Organizational training activities are recognized as being able to become sources of competitive 

advantage (Barney, 1995) through their impact on employees‟ productivity (Ng & Siu, 2004). As 

the need for current and future effective managers increases in all types of organizations, training 

programs and design tools for the evaluation process become more important (Eseryel et al., 

2001; Tennyson, 1999). These statements evidentially make a mention about the importance of 

Training and Development in organizations. 

It has been confirmed that organizations with more progressive people-oriented policies have 

excelled, leaving the competition behind. This is mainly because when organizations invest in 

people, in their training, what they get in return is higher skill and greater competence that helps 

improve morale and productivity (Sheeba Hamid ,2011). As quoted by Kuan Chongtzu, a great 

man of China: “If you wish to plan for a year: sow seeds. If you wish to plan for ten years; plant 

trees. If you wish to plan for a life time; develop men”.   

Training is important at all employee levels, because skills erode and become obsolete over a 

period of time and need to be replenished (Nishtha Langer and Amit Mehra (2010).  It is rightly 

expressed by Rao (1988) that top management‟s commitment to the following beliefs and their 

reiterating them is significant – “Human resources are the most important assets in the 

organization. Unlike other resources, human resources can be developed and increased to an 

unlimited extent and a healthy climate, characterized by the values of openness, enthusiasm, 

trust, mutuality, and collaboration, is essential for developing human resources . 

Training and development practices had a positive impact on preparing them to be more effective 

in their work, increasing their technical abilities, interpersonal abilities, teamwork, job 

confidence and work motivation (Kate Hutchings, Cherrie J. Zhua, Brian K. Coopera, Yiming 

Zhangb and Sijun Shao, 2009). Training activity remains a very large part of human resource 

development (HRD) practice (Nordhaug, 1989). The training process is one of the most 
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pervasive methods for enhancing the productivity of individuals and communicating 

organizational goals to personnel. As a planned attempt by an organization to facilitate employee 

learning, training enhances individual competency by increasing employees‟ skills (Gritz, 1993) 

and supporting career advancement (Tharenou, 1997). Furthermore, organizational training 

activities are recognized as being able to become sources of competitive advantage (Barney, 

1995) through their impact on employees‟ productivity (Ng & Siu, 2004) and their contributions 

to business objectives (Dobson & Toh, 1998). 

Oribabor (2000) submitted that training and development aim at developing competences such as 

technical, human, conceptual and managerial for the furtherance of individual and organization 

growth, also Isyaku (2000) postulated that the process of training and development is a 

continuous one. Man is dynamic in nature, the need to be current and relevant in all spheres of 

human endeavor‟s make staff development a necessity, to keep track with current event and 

methods. Griffin, (1978) Ajibade, (1993) Adeniyi, (1995) and Arikewuyo (1999) have drawn the 

attention of the entire sundry to the inestimable value of training and development. It is an 

avenue to acquire more and new knowledge and develop further the skills and techniques to 

function effectively. Scholars, experts, social scientist and school administrators now recognize 

the fact that training is obviously indispensable not only in the development of the individuals 

but also facilitate the productive capacity of the workers. Among other schools that highlighted 

the usefulness of training are Akintayo (1996), Oguntimehin (2001) and Graig (1976). They 

identified the functions of training as follow: increase productivity, improves the quality of work; 

improves skills, knowledge, understanding and attitude; enhance the use of tools and machine; 

reduces waste, accidents, turnover, lateness, absenteeism and other overhead costs, eliminates 

obsolesce in skills, technologies, methods, products, capital management etc. It brings 

incumbents to that level of performance which needs the performance for the job; enhance the 

implementation of new policies and regulations; prepares people for achievement, improves 

man-power development and ensures the survival and growth of the enterprise. 

 Training should be designed and delivered to meet the needs of all employees, and employees 

should perceive that they are being treated fairly and equitably with regard to the training they 

receive. (Schmidt Steven W. 2009).  A research by Kate Hutchings, Cherrie J. Zhu, Brian K. 

Cooper, Yiming Zhang and Sijun Shao (2009) in China on 310 semi-skilled and skilled workers 

(technicians) about perceptions of effectiveness of training and development revealed that 

training and development practices had a positive impact on preparing the employees to be more 

effective in their work, increasing their technical abilities, interpersonal abilities, team work, job 

confidence and work motivation.  

CONCLUSION 

Training and development ultimately upgrade not only the performance graph employees but 

also of the organization. It has been rightly said, employee development is the key to sustain 

organizational development. The 21
st
 century will belong to those organizations, which are able 

to learn faster than their competitors. Training improves the drive, initiative and quality of work 

of the employees thus assist them to be more committed to achieving the goals and objectives of 

the organization and this has the tendency of enhancing effectiveness among employees within 

the organization.   



IRJC 

International Journal of Social Science & Interdisciplinary Research 

Vol.1 Issue 7, July 2012, ISSN 2277 3630 

 

 

w
w

w
.in

d
ia

n
re

se
ar

ch
jo

u
rn

al
s.

co
m

 
2

0
5

 

 

REFERENCES 

1. Adeniyi, O.I. (1995) “Staff training and development” in Ejiogu, A; Achumba, I. Asika 

(eds). Reading in Organizational Behaviour in Nigeria, Lagos. Maltho use Press Ltd, pp. 

159-167. 

2. Ajibade, E.S. (1993) “Staff development and in-service for teachers” in Ajibade (Ed) 

Emia Nigerian Educational issues policies and practice in the eighties and Beyond. 

Publication, pp.147-157. 

3. Akintayo, M.O. (1996) “Upgrading the teachers status through in-services training by 

Distant Learning System" (DLS) Unpublished. A public lecturer at the Second 

convocation ceremony of NTI, NCE by DLS. 

4. Arikewuyo, M.O. (1999), Improving teachers‟ productivity in Nigeria, in Adesemowo, 

P.O.(Ed). Basic of Education, Lagos Triumph Books Publishers, pp. 102 – 109. 

5. Barney, J. B. (1995), “Looking inside for competitive advantage”, The Academy of 

Management Executive, 9, 4, pp 49–61. 

6. Brown, G. and Read, A.R. (1984), “Personnel and Training Policies – Some Lessons for 

Western Companies”, Long Range Planning, 17, 2, pp 48-57. 

7. Dobson, P. C. and Toh, M. (1998), “Creating a learning organization: training and 

development in British Steel‟s universal beam mill‟, Total Quality Management, 9, 4/5, 

pp 66–70. 

8. Ekaterini Galanou, Constantinos-Vasilios Priporas (2009), “A model for evaluating the 

effectiveness of middle managers‟ training courses: evidence from a major banking 

organization in Greece”, International Journal of Training and Development, pp 221-245. 

9. Eseryel, D., Schuver-van Blanken, M. and Spector, J. M. (2001), “Current Practice in 

Designing Training for Complex Skills: Implications for Design and Evaluation of 

ADAPT-IT”, in C. Montgomerie and J. Vitelli (eds), Proceedings of ED-MEDIA 2001: 

World Conference on Educational Multimedia, Hypermedia, & Telecommunications 

(Tampere, Finland: Association for Advancement of Computing in Education), pp. 474–

10.  

10. Gritz, R. M. (1993), “The impact of training on the frequency and duration of 

employment”, Journal of Econometrics, 57, 1, pp 21–51. 

11. Isyaku, I.A. (2000), Training and retraining of Teachers through Distance Education. 

Being a paper presented at the National Workshop on Distance Education Held at Abuja 

Nigeria. pp 27-29. 

12. Kate Hutchings, Cherrie J. Zhu, Brain K, Cooper, Yiming Zhang and Sijun Shao (2009), 

“Perceptions of the effectiveness of training and development of „grey-collar‟ workers in 



IRJC 

International Journal of Social Science & Interdisciplinary Research 

Vol.1 Issue 7, July 2012, ISSN 2277 3630 

 

 

w
w

w
.in

d
ia

n
re

se
ar

ch
jo

u
rn

al
s.

co
m

 
2

0
6

 

 

the People‟s Republic of China”, Human Resource Development International, Vol.12, 

No.3, pp 279-296. 

13. Kate Hutchings, Cherrie J. Zhu, Brain K, Cooper, Yiming Zhang and Sijun Shao (2009), 

“Perceptions of the effectiveness of training and development of „grey-collar‟ workers in 

the People‟s Republic of China”, Human Resource Development International, Vol.12, 

No.3, pp.279-296. 

14. Kirkpatrick, D. L. (1976), “Evaluation of Training”, in R. L. Graig and L. R. Bitter (eds), 

Training and Development Handbook: A Guide to Human Resource Development, 2nd 

edn (New York: McGraw- Hill), pp. 301–19. 

15. Lowry, D.S., A. Simon and N. Kimberley. 2002. “Toward improved employment 

relations practices of casual employees in the New South Wales registered clubs 

industry”. Human Resource Development Quarterly, Vol. 13, No1, pp 53-69. 

16. Ng, Y. C. and Siu, N. Y. M. (2004), “Training and enterprise performance in transition: 

evidence from China”, International Journal of Human Resource Management, 15, 4/5, 

pp 878–94. 

17. Nishtha Langer and Amit Mehra (2010), “How Training Jump-Starts Employee 

Performance”, Indian Management, Vol 49 (6), pp: 14-18. 

18. Nordhaug, O. (1989), “Reward functions of personnel training”, Human Relations, 42, 5, 

pp 373–88. 

19. Oguntimehin, A. (2001) “Teacher Effectiveness: Some practical Strategies for Successful 

implementation of Universal Basic Education in Nigeria” African Journal of Educational 

Management Vol. 9, No 1 pp. 151 – 16. 

20. Oribabor, P.E. (2000), “Human Resources Management, A Strategic Approval,." Human 

Resources Management 9 (4), pp 21 – 24. 

21. Patterson, M.G., West, M.A., Lawthom, A. and Nickell,S. (1998), The Impact of people 

Management Practices on Business Performance (London:CIPD) 

22. Pfeffer, J. 1994. Competitive advantage through people. Boston, MA: Harvard Business 

School Press. 

23. Rao,T.V and Pereira DF (1998), Recent Experiences in Human Resources Development, 

Oxford & IBH Publishing. 

24. Schmidt Steven W (2009), “Employee demographics and job training satisfaction: the 

relationship between dimensions of diversity and satisfaction with job training”, Human 

Resource Development International, vol.12, No.3, pp 297-312. 



IRJC 

International Journal of Social Science & Interdisciplinary Research 

Vol.1 Issue 7, July 2012, ISSN 2277 3630 

 

 

w
w

w
.in

d
ia

n
re

se
ar

ch
jo

u
rn

al
s.

co
m

 
2

0
7

 

 

25. Sheeba Hamid (2011), “A Study of Effectiveness of Training and Development 

Programmes of UPSTDC, India – An analysis”, South Asian Journal of Tourism and 

Heritage, Vol.4 (1). 

26. Tharenou, P. (1997), “Managerial Career Advancement”, in C. L. Cooper and I. T. 

Robertson (eds),International Review of Industrial and Organizational Psychology 

(Chichester: John Wiley & Sons), pp 39–94. 

 

 

 

 


