International Journal on Research and Development - A Management Review

7
/-

Archives available at journals.mriindia.com

Open Access International Journal of Science and
Engineering

ISSN: 2319-5479
Volume 7 Issue 01, 2018

The Role of Training and Development in Improving Employee

Productivity

Mitsuko Navaratnam

Department of Electrical and Computer Engineering, Mauritius Institute of Marine Engineering , Mauritius
mitsuko.navaratnam@mime-mu.edu

Peer Review Information

Submission: 01 Jan 2018
Revision: 17 Feb 2018
Acceptance: 03 March 2018

Keywords

Training, Employee
Development, Employee
Productivity, Training
Transfer, Human Resource
Development.

Abstract

Training and development are central mechanisms through which
organizations build employee knowledge, skills, adaptability, and work
capability. This methodology paper develops an empirical framework for
examining how structured training and continuous employee development
influence productivity at the individual level. The study proposes a
quantitative, explanatory cross-sectional design in which training quality,
development opportunity, learning transfer, and employee productivity
are measured through a structured questionnaire. The framework is
grounded in evidence showing that training can improve learning and
behavioral outcomes, that transfer to the job depends on motivation and
organizational support, and that firm-level training is associated with
measurable productivity. The proposed procedure includes training-needs
assessment, instrument development, pilot testing, probability-based
employee sampling, reliability and validity checks, correlation analysis,
and multiple regression. Because no primary dataset was supplied for this
paper, the Results section presents literature-grounded expected
relationships and an explicitly illustrative reporting format rather than
fabricated observations. The methodology provides a practical model for
evaluating whether training investments translate into improved speed,
quality, output consistency, and efficient use of work resources.

Introduction

Organizations depend on productive employees
to convert financial, technological, and
informational resources into useful products and
services. Productivity is not determined only by
equipment or staffing levels; it also depends on
whether employees possess current job
knowledge, appropriate technical and behavioral
skills, and the confidence to apply those
capabilities in changing work situations. Training
refers to planned activities intended to improve
competencies required for present work,
whereas development has a broader orientation
toward future capability, career growth, problem
solving, and adaptability. Together, these
activities form an important component of
human resource development.
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Research prior to and including 2015 provides a
strong rationale for examining this relationship.
A meta-analysis by Arthur et al. (2003) reported
meaningful effects of organizational training
across learning, behavior, and results criteria.
Aguinis and Kraiger (2009) concluded that well-
designed training and development can produce
benefits for individuals, teams, organizations,
and society. At the economic level, Dearden et al.
(2006) found that increases in work-related
training were associated with larger gains in
productivity than in wages, while later firm-level
studies also identified positive productivity
effects (Colombo & Stanca, 2014; Konings &
Vanormelingen, 2015). These findings suggest
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that training can generate value beyond
immediate skill acquisition.

However, attendance in a training program does
not automatically improve productivity.
Employees must learn relevant content, retain it,
and transfer it to their jobs. Saks and Belcourt
(2006) showed that transfer-support activities
before and after training are particularly
important, and Blume et al. (2010) identified
motivation, cognitive characteristics, and a
supportive work environment as important
correlates of training transfer. Accordingly, the
present paper treats transfer of learning as an
essential pathway between training and
productivity rather than assuming a direct
mechanical effect.

The purpose of the proposed study is therefore to
determine whether the quality and availability of
training and development are associated with
higher employee productivity, and to examine
whether the opportunity to apply learning at
work strengthens that relationship. The study is
designed to answer three questions: (1) What is
the perceived level of training and development
available to employees? (2) Is training and
development significantly related to employee
productivity? and (3) Does training transfer
contribute additional explanatory power beyond
training participation alone?

Literature Review

The effectiveness of training depends on
systematic design and evaluation. Arthur et al.
(2003) demonstrated through meta-analysis that
training programs generally produce medium-
to-large effects across reaction, learning,
behavioral, and results criteria, although
effectiveness varies with training method, task
characteristics, and evaluation design. Salas et al.
(2012) similarly emphasized that effective
training begins before instruction through needs
analysis and preparation, continues through
sound learning design and practice, and must be
supported after training so that learned
competencies are used on the job. These findings
imply that training quality should be measured as
a process rather than simply as the number of
courses attended.

The link between training and productivity is
also supported by studies using organizational
and economic performance measures. Barrett
and O'Connell (2001) found positive productivity
effects for in-company training, particularly

general training. Dearden et al. (2006), using
British panel data, reported that greater work-
related training was associated with higher value
added per hour and that the productivity effect
exceeded the wage effect. Tharenou et al. (2007),
reviewing organizational-level evidence,
concluded that training is positively related to
human-resource outcomes and organizational
performance, although relationships with
financial outcomes are weaker and may depend
on context. More recent pre-2016 firm-level
evidence from Italy and Belgium also reports
positive productivity effects (Colombo & Stanca,
2014; Konings & Vanormelingen, 2015).

Development extends the value of training by
supporting  continuous learning, career
progression, broader role competence, and
readiness for future responsibilities. Aguinis and
Kraiger (2009) describe benefits that include
enhanced individual performance, improved
team functioning, and organizational capability.
Yet the productivity value of development
depends on application. Saks and Belcourt
(2006) found that employees apply less training
material as time passes and that transfer
activities in the work environment are strongly
related to sustained use. Blume et al. (2010)
reinforced this conclusion by showing that
transfer is affected by trainee motivation and a
supportive work context. Therefore, managerial
reinforcement,  feedback, coaching, job
opportunity, and follow-up should be
incorporated into the proposed measurement
model.

Based on the reviewed evidence, the study
proposes that high-quality training and
meaningful development opportunities improve
employee knowledge and skill, which in turn
promote effective transfer and higher
productivity. Productivity is conceptualized
through self-reported efficiency, quality, target
attainment, reduced rework, and timely
completion of assigned tasks. The framework
also recognizes that supervisor support and
opportunities to practice facilitate transfer. The
principal hypotheses are: H1: Training quality is
positively associated with employee
productivity. H2: Employee development
opportunity is positively associated with
employee productivity. H3: Training transfer is
positively associated with employee
productivity. H4: Training quality, development
opportunity, and training transfer jointly explain
a significant proportion of variance in employee
productivity.
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Table 1. Selected literature supporting the proposed study

Study Focus / Method |Main contribution Relevance
. Training improves learning,|Supports training
Arthur etal. (2003) Meta-analysis behavior and results criteria. effectiveness.
Work-related training | Supports
Dearden et al. (2006) |British panel data |associated with higher | productivity
productivity. outcome.

Saks & Belcourt (2006) | 150 organizations

Pre/post-training
linked with transfer.

support | Supports transfer
mechanism.

Blume et al. (2010) Meta-analysis

Motivation and supportive|Supports contextual
environment predict transfer. |variables.

Training Need
Assessment

5|  Training Design

Knowledge &
& Delivery Skill Gain

Transfer to Employee
the Job Productivity

Figure 1. Proposed conceptual framework for training, transfer, and employee productivity.

Methodology
1. Research design

The proposed study will use a quantitative,
explanatory and cross-sectional survey design. A
quantitative design is appropriate because the
hypotheses specify directional relationships
among measurable constructs and can be tested
statistically. The cross-sectional approach
permits collection of comparable perceptions
from employees at one defined period, while the
explanatory component focuses on estimating
the extent to which training and development
variables account for differences in productivity.
The unit of analysis is the individual employee.

2. Population and sampling

The target population will consist of permanent
employees who have completed at least six
months of service in the selected organization or
organizations. This minimum tenure increases
the likelihood that respondents have
experienced organizational training practices
and can evaluate their own work performance.
For an organization with approximately 200-300
eligible employees, a practical sample of about
140-170 respondents is proposed. Where
employees are distributed across departments or
job categories, proportionate stratified random
sampling will be used so that operational,

technical, administrative, and supervisory
groups are represented. If a complete sampling
frame is unavailable, systematic random
selection from verified departmental employee
lists may be used.

3. Instrument and measures

Data will be collected through a structured
questionnaire with five sections. Section A will
capture non-sensitive = demographic and
employment characteristics such as tenure, job
category, department, and number of training
programs attended during the previous 12
months. Section B will measure training quality
through items on relevance, clarity, practice,
instructor effectiveness, and alignment with job
requirements. Section C will measure
development opportunity through coaching,
career learning, job rotation or stretch
assignments, and access to continuous learning.
Section D will measure training transfer through
application of learned skills, supervisor
encouragement, feedback, and opportunity to
practice. Section E will measure employee
productivity through timely task completion,
quality, output consistency, resource efficiency,
target achievement, and reduction of errors or
rework. Attitudinal items will use a five-point
Likert scale from 1 = strongly disagree to 5 =
strongly agree.
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4. Step-by-step data collection

procedure

Step 1 - Training-needs and context review.
Review organizational training practices, job
categories, and productivity indicators so
questionnaire wording fits the study setting.

Step 2 - Instrument development. Adapt items to
the constructs in the conceptual framework and
ensure every item measures only one idea.

Step 3 - Expert review and pilot test. Ask
HR/research experts to review content validity,
then pilot the instrument with approximately 15-
20 employees who are excluded from the final
sample.

Step 4 - Sampling and administration. Select
respondents using the approved sampling frame;
provide a brief study information statement and
collect voluntary anonymous responses.

Step 5 - Data screening. Check completeness,
duplicate responses, impossible values, and
missing data; code all Likert items consistently.

Step 6 - Reliability and construct checks. Calculate
Cronbach's alpha for multi-item scales, examine
item-total relationships, and where sample size
permits use exploratory factor analysis to check
construct grouping.

Step 7 - Hypothesis testing. Use descriptive
statistics, Pearson correlation, and multiple
linear regression to test H1-H4 at a conventional
5% significance level.

Step 8 - Interpretation and reporting. Report
effect direction and magnitude, confidence

intervals, model fit, assumptions, limitations, and
practical implications rather than relying only on
p-values.

5. Data analysis model

Descriptive analysis will summarize means,
standard deviations, and response distributions.
Reliability will be considered acceptable when
internal-consistency coefficients are adequate
for research use and no item behaves
inconsistently with its scale. Bivariate
correlations will first establish whether the
proposed relationships move in the expected
direction. The primary test will then use the
regression model: Productivity = [0 +
B1(Training Quality) + B2(Development
Opportunity) + (3(Training Transfer) +
B4(Control Variables) + €. Relevant controls may
include tenure, job category, and recent training
frequency. Multicollinearity, residual behavior,
and influential cases will be checked before
interpreting coefficients.

6. Ethical considerations

Participation will be voluntary. Respondents will
receive a concise explanation of the study
purpose, confidentiality protections, and their
right to stop without penalty. Names, employee
identification numbers, and unnecessary
personal identifiers will not be collected. Data
will be reported in aggregate form and stored
only for the period necessary for the study.
Organizational permission and any required
institutional ethics approval should be obtained
before data collection begins.

Table 2. Proposed variables and operational indicators

Variable Role Example indicators Measurement

Training quality Independent Job relevance; practice; instructional clarity; 5-point Likert
usefulness

Development Independent Coaching; career learning; broader skill 5-point Likert

opportunity development

Training transfer

Independent /|Application; supervisor support; feedback;

5-point Likert

mechanism practice opportunity
Employee Timeliness; quality; target attainment; s
productivity Dependent efficiency; reduced rework >-point Likert
Tenure / job category | Control Months/years of service; broad work Profile data
category

Results

Because this methodology paper is not
accompanied by a primary employee dataset, no
observed statistical results are claimed. The
expected pattern, based on the literature
reviewed, is that employees who report more

relevant and well-designed training, stronger
development opportunity, and better transfer
support will also report higher productivity. This
expectation is consistent with meta-analytic
evidence on training effectiveness (Arthur et al,,
2003), evidence on transfer conditions (Blume et
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al,, 2010), and firm-level studies linking training
with productivity (Dearden et al., 2006; Colombo
& Stanca, 2014; Konings & Vanormelingen,
2015). The strongest relationship is expected
when training is closely matched to job needs and
employees have a real opportunity to use the
newly acquired skill.

Table 3 provides an illustrative reporting
template. The values are hypothetical examples
included only to show how final findings could be
presented after real data collection; they must
not be reported as observed evidence. A final
study should replace every illustrative value with
statistics calculated from the approved dataset
and should discuss both statistical significance
and practical effect size.

Table 3. [llustrative hypothesis-reporting format

. . . Expected .
Hypothesis Ilustrative |Illustrative p decision Interpretation
H1: Training quality — Better training predicts higher
productivity 0.31 <001 Support productivity.
H2: Development - Development adds a positive
productivity 0.20 008 Support contribution.
H3: ’.I‘r.ansfer 1036 < 001 Support Appl¥cat10n/support is a strong
productivity predictor.
H4: Joint model R*= .47 <.001 Support Pred1§tors ]91ntly explain

meaningful variance.

Conclusion and Discussion

The proposed methodology provides a
structured way to evaluate the role of training
and development in employee productivity
without reducing training effectiveness to
attendance counts. The literature through 2015
indicates that training can improve learning and
performance and can produce measurable
productivity benefits, but the magnitude of those
benefits depends on design, relevance, transfer,
and organizational context. Arthur et al. (2003)
and Salas et al. (2012) show why systematic
design and evaluation matter, whereas Saks and
Belcourt (2006) and Blume et al. (2010)
demonstrate  that post-training transfer
conditions are central to sustained workplace
application. Firm-level evidence further supports
a positive relationship between training and
productivity (Dearden et al., 2006; Colombo &
Stanca, 2014; Konings & Vanormelingen, 2015).
For managers, the practical implication is that
training budgets should be linked to identified
skill needs, opportunities for guided practice,
supervisory reinforcement, and observable work
outcomes. Development should also be treated as
an ongoing process involving coaching, career
learning, and broader capability building. From a
research perspective, the proposed cross-
sectional survey is feasible for an initial
organizational study, but it cannot establish
strong causal direction. Future work can improve
inference through pre-training and post-training
measurement, comparison groups, supervisor-
rated or objective productivity indicators, and

longitudinal tracking of skill transfer. A further
limitation is common-method bias when
employees rate both training practices and their
own productivity; combining survey measures
with productivity records or supervisor
assessments would strengthen validity. Overall,
the methodology offers a defensible basis for
testing whether training and development
function as productive investments rather than
isolated HR activities.
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