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Abstract 

The purpose of this paper is to present a conceptual study established on the employee training and development program and 
its benefits. This paper will inspect the structure and elements of employee training and development program and later the study 
present what are the positive outcomes for employees and organizations. Organizations find it difficult to stay competitive in recent 
global economy. Importance of employee development program is growing for the organizations those pursuing to receive an 
advantage among competitors. Employees are esteemed resource of the organization and success or failure of the organization relay 
on the performance of employees. Therefore, organizations are financing large amount on employee training and development 
programs. Furthermore, in training program it is supportive for companies to emphasis on knowledge, expertise and ability of 
employees. There is substantial discussion among professionals and researchers on the affect that development program has on both 
employee and organization. The study described here is a vigilant assessment of literature on fundamental of employee development 
program and its benefits to organizations and employees. 
 
Keywords: Design of Training, Training Components, and Training Outcomes. 
 
Introduction 

In any industry, an organization's success is heavily reliant on its people. However, there are other additional factors that play 
a significant role; a business must guarantee that its personnel are efficient in order to be financially powerful and competitive in the 
market. As a result, firms must be concerned about employee job satisfaction and retention in order to maintain this precious human 
resource. Some businesses believe that employees are primarily interested in monetary gain from their labor. This assertion ignores the 
fact that the majority of employees place a high value on the intrinsic perks of their jobs. As a result, not only does it affect employee 
job satisfaction and retention, but it also has negative consequences for businesses. 

 
Career planning and development initiatives were mostly focused on young employees who shown great potential. It has bee

n advised that businesses plan for the future and give training and development to their new workers in order to prepare them for highr
anking jobs in the future. Employees that can quickly change in a constantly changing business environment should be present in 
every firm.  

 
Today, most businesses spend a significant amount of money on employee training and development in order to keep their 

staff competitive and successful. Employee training is becoming increasingly important, and businesses are adopting it to stay ahead 
of their competitors in the market. Scholars and professionals are debating whether training and development programs have a positive 
influence on employee and organizational goals. Some researchers say that high staff turnover leads to more training opportunities, 
while others claim that training is an effective tool for employee retention. Regardless of the debate, the majority of authors believe 
that employee training is a complex human resource strategy that has a significant impact on an organization's success. Furthermore, 
businesses are battling for success in the global market, attempting to differentiate them based on their employees' talents, knowledge, 
and passion. Training is a systematic process of learning and growth that improves an individual's, a group's, or an organization's 
efficiency (Goldstein and Ford 2002). Employee development refers to successes that contribute to the acquisition of new talents and 
skills for personal progress. Furthermore, determining whether certain exploratory research relates to training, development, or both 
might be difficult. We used the term "training" to refer to training and development throughout the rest of this assessment. 
 

When compared to firms that are not devoted to employee development, studies demonstrate that organizations that are 
committed to employee development see higher sales and doubled earnings. Employee engagement is boosted through dedicated 
training and development, and a more productive, competitive, and engaged staff is crucial to your company's financial success. 
Furthermore, when a firm invests in professional development, 93 percent of employees will remain longer. Training and development 
aids businesses in attracting and retaining top personnel, improving employee satisfaction and morale, increasing productivity, and 
increasing profits. Additionally, companies with actively engaged and devoted staff have a 41% lower absence rate and a 17% better 
production rate. 
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It may be argued – and properly so – that a company's most valuable asset is its workers, and that investing in their training 
and development is critical to maintaining corporate growth and success. When you consider the extensive processes that firms go 
through to seek and hire talented employees, this commitment makes sense. However, when employees are employed, the emphasis 
on caring for their personal development often fades. 

 
Reasons of employee training and development 
For an individual or a group of individuals, training and development can be initiated for a variety of reasons, including: 

 When a performance review reveals that there is room for improvement, 
 To "benchmark" the progress made thus far in a performance enhancement project. 
 As part of a comprehensive professional development plan 
 As part of succession planning, an employee's eligibility for a planned shift in role within the business is determined. 
 The functioning of a new performance management system will be "piloted," or tested. 
 To educate on a certain subject 

 
Employee Training Common Topics 

 Communication: Today's workforce is becoming more diverse, bringing with it a vast range of languages and cultures. 
 Computer abilities are becoming increasingly important for performing administrative and office activities. 
 Customer service: In today's global marketplace, it's more important than ever for staff to understand and satisfy the demands 

of consumers. 
 Variety training often involves explanations of how people have varied perspectives and viewpoints, as well as tools for 

appreciating diversity. 
 Corporate social responsibility is becoming increasingly important in today's society. Furthermore, today's diversified 

workforce brings a wide range of morals and beliefs to the workplace. 
 Misunderstandings and disagreement are common in today's workplace due to the rising stress. People can benefit from 

training to help them get along in the job. 
 Quality efforts: Total Quality Management, Quality Circles, benchmarking, and other quality initiatives need basic training in 

quality ideas, principles, and standards, among other things. 
 Safety: When working with heavy machinery, harmful chemicals, repetitive activities, and so on, safety training is essential, 

but practical guidance for avoiding attacks, for example, may also be helpful. 
 Sexual harassment: Sexual harassment training normally involves a detailed overview of the company's sexual harassment 

rules, particularly what constitutes unacceptable behavior. 
 

Employee Training and Development Provides a Wide Range of Benefits 
There is a plethora of internet resources for learning and growth. Several of these websites (which are featured later in this 

collection) offer reasons for supervisors to undertake staff training. These are some of the reasons: 
1. Employee Retention through Training and Development 
Employers have a significant retention difficulty, yet great individuals may be retained through career development. In fact, training 
and development has grown so ingrained in firms that it is frequently utilized as a recruiting tool. Offering professional development 
opportunities makes employees feel valued and committed to the organization, resulting in higher employee retention and a 59 percent 
reduced staff turnover rate. 
2. Future leaders are developed via training and development. 
Employees with future leadership qualities might be crucial in developing a firm for development and evolution. New recruits can 
provide leadership talent, or HR experts might choose present employees as managerial prospects. Having established leadership 
development programs, according to the Society for Human Resources Management (SHRM), guarantees that a company is focused 
on future business goals by training promotable people. 
3. Employees are empowered via training and development. 
Leaders who feel empowered in the workplace are more effective at persuading and winning the trust of their staff. As a result, such 
employees will feel more autonomous, valuable, and confident in their job. Employee autonomy is defined by SHRM as the degree to 
which an employee feels autonomous and can make their own decisions about their job. 
4. Workplace Engagement is boosted by Training and Development 
Finding measures to increase employee engagement can help to reduce workplace boredom, which can lead to sentiments of 
unhappiness and poor work habits if left uncontrolled. Regular training and development activities may assist firms build regular re-
evaluation of their personnel, skills, and procedures, preventing workplace inactivity. Furthermore, by requiring companies to analyses 
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current personnel and evaluate growth and development potential internally rather than through recruiting, it will affect business 
culture and can stimulate company analysis and planning. 
5. Education and Training Builds Relationships in the Workplace 
Finally, giving employees opportunity to learn about new topics, improve their abilities, and broaden their knowledge may help your 
team members bond. They will work together to overcome new problems throughout these training and development events. They can 
also rely on one another for a variety of learning opportunities by interacting with colleagues who specialize in distinct fields.  
 

According to studies, peer cooperation is their favorite’s technique of learning. Not only can learning from each other's skills 
result in a better-rounded staff, but such ties may also help with retention and engagement. 

 Employee morale and work satisfaction have improved. 
 Employee motivation has improved. 
 Process efficiencies have improved, resulting in a financial benefit. 
 Capacity to accept new technology and methodologies has increased. 
 Increased product and strategy innovation 
 Employee turnover is lower. 
 Conducting ethics training (not a legitimate purpose for ethics training!) to improve the company's reputation. 
 Risk management, such as sexual harassment training and diversity training. 

 
Training and Development Programs Provide Individual Benefits 

Market Development Employee development programmes are critical for every business to be sustainable and competitive in 
the marketplace. Though it is costly for a business to invest in its personnel, this expenditure is necessary for the firm to maintain its 
market position. Employees recognize the value of training and are marketable by organisations, according to the American Society 
for Training and Development. CEOs of companies understand how quickly information is transferring in today's business 
environment, according to the American Society for Training and Development (Fenn, 2000). According to Greengard (2000), firms 
must create and sustain a learning environment for their employees that expand their organizational knowledge and competitive 
capacity. 
 

Employee training programmes, on the other hand, are expensive but offer a positive return on investment. Microsoft and 
General Electric Company are both huge, effective companies that see training as an investment (Kleiman 2000). According to 
Wanger (2000), the American Society for Training and Development discovered a link between funding for staff development 
programmes and increased stock market income in his study. Furthermore, according to the American Society for Training and 
Development, companies that spend an average of $1,575 per employee on learning see a 24 percent increase in gross profit and a 218 
percent increase in revenue per employee.  

 
Investing in employee development is a condition that is beneficial to both individuals and organisations. Furthermore, staff 

training and development programmes not only help businesses make more money, but they also help them stand out in their local 
market. Organizations can practice training and development opportunities to make them available to present and prospective 
employees, as well as clients. GSD&M's Idea U programme helps employees recognize their personalities and has proven that it has 
trained them to be great company contributors (Petrecca 2000). The findings of recent study can be used in a variety of ways by a 
variety of organizations. Companies, in general, are thought to place the most value on their people, and to build beliefs and behaviors 
that demonstrate the employees' highest dedication. Employees needed to feel as if they were making a significant contribution to the 
company's success by delivering positive results and committing to doing their jobs properly. Furthermore, while it is impossible for 
most companies to build corporate level institutions and give wide chances for internal promotions, it is quite simple for enterprises to 
assist their employees in developing career goals and action plans. Certain businesses may discover that they develop individuals who 
put their skills to good use. However, the firms are also discovering that they are enhancing the sense of loyalty among other 
employees. Individuals and organizations can obtain a variety of benefits from training programs, according to this study. Efficiency 
and elements that are directly or indirectly related to employee performance are included in such perks. The good outcomes of training 
programs for organizations have been documented in this study. Better organizational performance (e.g., profitability, efficiency, and 
output) as well as additional benefits that are directly or indirectly related to employee performance are included in these perks. We 
also identify specific instructions for future research in this study. First, we claim that training benefits may have a favorable impact 
on individual employee benefits, which then improve organizational outcomes. However, more research is needed to identify the 
characteristics that allow for a smooth transfer of employee development advantages at all levels. In addition, there are some unique 
vertical transfer questions, such as how training and development directly affect individuals and organisations. This process has a 
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conceptual model, but there has been little actual research on the subject (Kozlowski et al. 2000) Second, there is a disconnect 
between the applied and academic literature when it comes to the use of cycle time as a metric for evaluating the effectiveness of 
training and development programmes (Holton 2003). As individuals and organisations realize and apply answers to new problems, 
the size of the effect on performance quality may differ. Organizations are discovering the value of staff training and development 
programmes as they face increased competition. At various levels of exploration, more research is needed into the aspects that can 
improve awareness of the benefits of training and development. This study might benefit from primary research on the effects of 
training and development on employee and organizational novelty and performance adaptation. 
 
Conclusion 

In this study, we use the premise that training has significant benefits for both individuals and organisations as a starting 
point. According to extant research, these benefits differ depending on individual and organizational performance. We adopted several 
levels and disciplinary perspectives of staff development programmes to better grasp the benefits of training and development. In our 
research, we also included a discussion about how to improve the benefits of training. These characteristics include paying close 
attention to training design, delivery, and transfer. After conducting research on the subject, we are convinced that developing 
employee development programmes is extremely useful to businesses. Companies will reap the benefits of a comprehensive training 
and development programme for their personnel. Profit from the market and keep your employment market competitive. A planned 
and efficient development programme with supportive apparatuses would greatly assist firms in retaining their most valuable human 
resources, particularly those with extensive experience with the organization. Employees and organisations will gain in the long run if 
organisations are capable of supporting all employees in reaching their requirements. It is also critical for businesses to review the 
efficacy of their staff training and development programmes on a regular basis. 
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