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An Impact of Employee Tralning and Development on Organiyse.,
| Porformance with Refarence 1o 506G ¢ 44,4 gg'g’";’;

K. Manapayg ”

Abstract

Training and development of employees Iy o critlcal strateyic vole fowards Wzl oy Ao,

productivity and susteainability, Against the backdrop of Sustatnable Developmens vl /L/,/)
(Decent Work and Feonomle Crowth) and 510 17 (Partrerships for the Gaals), the P sy, s
Jocuses on effectivenesy, relevance, and outcomes of Iraining programs in the financia sery; (45 sy, r;
The descriptive research desipn was wsed, and primary data were yathered Using o ;_fru,/,!wéd
questionnaire of 100 employees. Statistical pockages such os percentaye analysis, me, Hettidry
deviation and corvelation were utilized, The results show that training hus o yrem itflucry 1y,
Improving emplayee performance, motlvation, productivity and relationships of workplace 14, e
ends with the recommendatlons on how the tratning can he more effective by means of better Plarving,
constant reviewing, and allgnment 1o 510, '

Keywords:Sustainable Development Goals, Organizations) Verformance, Vioducivity Erbamicrsens
Workplace Relationships

Introduction

In the modern business world where the world has become highly dynamic due to the Susr-chamgng
technology, the global competition and changing customer demmands, hurman resourcs developmaet
should be the main strategic investment of organizations (1], Training and developsment prograsss will
help create a knowledgeable, skilled and flexible workforce, which will e e 1 hetp uild e
sustainability of the organization, SIDG % focuses on the decert work and ecomxnmic yowdh, whierszs
SDG 17 focuses on the importance of working vith paniners toward ataining sustzinde developrment.
The role of employee training in helping organizations 1 maimain these objectives is mmmese o
improving the performance of employees, ethics, productivity, and retemtion of wlerts. In s stady.
the authors examine the impact of structured employee Waining programs on orzmizsiondd
effectivencss, employee satisfaction, and developmem of long-term sustainabiiny in the fmanciod
services industry (2],

Objectives

To examine how such raining programms are effective in improving employes skills and knowledy
concerning the S0 4 goals (3],

*  Tofind out how the current training programs are lacking or what could be done better.

* 1o determine how much employes panticipation in training prograns i correlated wd the¥
contribution to the achievement of SIX; % yals,

¢ Todetermine the overall effects of employes training and develoom p——
quality education. oy Z elopmert progs
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objectives.

Jow training programs can be better aligned with the SDG targets of SDG
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\imized to benefit the field of financial sector.
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rent (T&D) of employees is a well-known strategic Hr function that increases
affects the organizational performance. Classical human capital theory is
aan € which postulates that investment in skills of employees enhances productivity and
w 'Nf“.‘\.\ s of firms [4]. Modem research builds on this by correlating T&D with such
o \m:: ;::l‘consequences like profitability, innovation, service quality, employee retention and firm
:f:;:;\;ness 0 the quick changing markets.

ace. Quantitative research in manufacturing, service and public sectors reveal such
e correlations bet\‘\re.n Tand D @d Prod_uctivit)f (output per \mr}_:er, _sales‘ gr?w(p) and non-
fnancial (customer satisfaction, product.'semc_e mnoyguon) results. Longitudinal studies indicate that
payollof yraining is based on design (on-the-job training versus classroom training), alignment with
hsiness strategy and transfer mechanisms (supervisor support, follow-up coaching) [5]. The effect
Jxs of training on learning and behaviour change are moderate to strong, With weaker but significant
ket on organizational performance, again, they become stronger when training is used
xnjunction with other compatible HR practices (performance management, career pathways).

Pnirical evide

\kchanisms that are connecting T&D and performance. Training enhances abilities and roles of

aployees, role clarity and motivation -minimizing mistakes and maximizing discretional effort. The

h‘““}'led:le sharing and succession is aided by developing programs (leadership, cross-functional

;";::}\n‘) and is more likely to increase organizational resilience [6]. In addition, TRD asa continuous

mm:}fmfss (lifelong learning, continuous professional df:\»'elopment) helps to promote a learning
that will make innovations and process enhancement faster.

DG § ency
Q < . . . .
. ehcourages productive employment, decent working conditions and sustainable development.

[\ Q
k.?h“l;\‘:lg‘\“tf;; fiil‘e‘ct contribuxi?n in enhaqcing empl(j}u})ilit)‘. :iob quality and {lpj\ard nmbn}nn
L — fie \'lzlanons to provide decent jobs, trar}stemng skills [7]: C ompanies ﬂ:at invest in
loymeny o elopment can spur the local economic gro“}h by pm\‘ld}ng be{tir wages, superior
Sl gect, increased efficiency. The policies that foster \\?rktorv:‘e skill remxam.ﬂnﬁentt
by OSter s ology and green skills, resonate organizational objectives with the SDG 8 goals, as
Mg S@inable economic productivity and inclusive labour markets.
%) .
iz Zl;?:::m" builds capacity, tailors the curriculum to the demands o‘f the market and can
mm" iDs in “‘;S ::) SQPPQ"\SllSlGillﬂble development of the }\’orktbrce‘. Ol:gaillmllﬂzls ﬂl':ll :‘n‘t:tr1 :1‘1‘;(;
slong| capag ,m‘i‘“ of T&D do not only empower their talent pipelines but also help NAE
ty-building objectives, as incorporated in SDG 7.

" ang gane

tan reﬂfcapb‘ Most of the literature draws on th quanuihiab’e ¢ o ks
Nent oy ton the societal outcomes in the long term or the contribution o_t~h\Dt§\\\~u_d>‘~
Png o m: "}“Cm-level SDG targets. EtYorts to use evidence based on S\lhs a‘nd ?‘mmm?m‘\ u:;
r,h(::};_‘\a\l\‘ also undcr-rciwmscmed. where the |im‘ik\‘i nvnil‘ab‘lht_\ f\t n;zo‘u:\‘e‘:{i .
ets alter the balance of training uptake and efTeCUVEREss [8]. Also, the Inferacit

It
ey,

i ¢ short-term quantifiable outcomes. less
PV S
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between the digitalization, automation. and training efficacy is a developing field thy neeq
3 “ e Pl s e S
longitudinal and mixed-methods studies.

Practice and research implications. Organizations must identify training strategy to business Prioritjeg
and SDG priorities- develop programs to create green and digital skills, to integrate socia] inclusjon
and to exploit parterships to reach wider [9]. The researchers ought to focus on longitudinal, context.
specific research that can help understand the contribution of T&D to SDG indicators (employmens
quality. vouth employment, institutional capacity) and explore scalable T&D partnership modejs that
can SDG 17 operationalize.

Conclusion. The literature points towards the positive, conditional effect of training and development
of employees in an organization on its performance. When T&D is framed in the context of SDG § anq
SDG 17. it is important to note that the definition of T&D is two-fold, to enhance both firm-leve|
periormance and help address broader societal objectives, through decent work and joint capacity-
building. Further employment ought to bridge the evidence gaps on the long-term, system-wide effects
and effective partnership models that maximize the benefits of training.

2. Research Methodology

The research design was descriptive in nature to determine how the employees perceive the
effectiveness of training [10]. The research was done on a total workforce of 400 employees out of
which 100 employees were chosen through simple random sampling method to achieve unbiased
representation. The primary data was obtained with the help of a structured questionnaire with Likert
scale questions in which trainees were able to speak about their degree of agreement with this or that
feature of the training programs. Secondary data were also collected to supplement and prove the
findings in the forms of industry reports, academic journals, and other organization documents. The
proposed work was defined by fig.1.

- ol s el g =

Ertunce Digind Trining Modules o Algn | o SecondaryCema | o Primary Data.
wh SDGIE DG 7 % 5 N3 CoBecton
Recommendiions for
Improving Tnining

Fig. 1 Flowchart to proposed work

Financial services industry is a significant part of the development, stability, and operations gL
economy of a country. This sector covers banking, insurance, asset management, investment services;
micro finance, fintech and other related financial intermediaries which link individuals, businesses an
governments to the financial system.

ms among
training
Ou]'CCS

The research provides several recommendations to revise the efficiency of training prograf
the employees [11]. Employees ought to be engaged in active means of determining their
requirements to make the programs relevant and focused. To set expectations, the Human Res
need to carry out pre training briefing and post training assessment of the learning outcomes:
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o 1opment organizations are urged to come i
tic deve up with value-added
programs that

e hql:e C anagement, SUress management and professional ethics, Th

ti - and the Impact of the entire program is critical by carryiﬁ - r}?easuremgm of
fter each program. The training programs must also be gea%e(c)ilit the evaluation of
w technology to.e_nsure the relevance of the workforce. The OWaFQS the present
rewards, recognition, and career advancement;thus jt. is Ores.léllls of "alm.ng
Training should be done regularly, and emphasis shc;u]d be I:n;(sil © 19 prails
ative to in'crease the engagement. Also, the enhancement of theedEO'T?ke ‘th_e -
the alignment of the organizational activities with the goals o%lsall)(t}raémng
sustainable development and international cooperation. In table 1, it sh:\r:/(:

dust
. he connecteq to
Cm;tmua otivation-
" qacti and particip
M s wil contribute tO

%
rsnr;(‘:ﬂl 7, which encourage s £ Traini
3 of Employee Perceptions 01 RIS
Table 1 Employee Perceptions of Training

Statement / Metric % of Employees Agreeing
Employees like to attend training sessions 999,
Training improves knowledge and skills 82%
Training is necessary for new and current

employees Rt
Training plans are properly designed 96%
Training programs are conducted monthly 73%
Training leads to increased productivity &

performance s
Coaching is the most widely used training

technique Ga%
Lack of interest is a major obstacle 48%
Training implementation lasts 2—3 months 77%
Training enhances employer—employee relations 89%
Training increases motivation 68%
Feedback is valuable for assessing results 95%

3. i
Results and discussion

The surve . ;
y was able to identify some valuable facts concerning the effectiveness of the training

Progray L
Sessgiogxé ;h;/i’rogfamzatlon. Mo§t (99% of employees) of them said that they lil_<e to attend training
fleved thay it is employees sa'ld that training improves their knowledge and skills. Also, 89 percent
e Poperly des; necessary 'tO train new and current employees, and 96 percent though} t-hat the plans
¥ done momhfgned' Consistency was also apparent as 73% of them (affirmed that training programs
"eased proy ¥).- When asked about their effectiveness, 97 percent said that training leads to
the gy Widcnvlty and performance overall, and 65 percent of the respondents identified coaching
Emplgl)é used tra{ining technique. Nevertheless, 2 few difficulties were also observed: 48
oy, Mt and };76 s mentioned the lack of interest as one of the main pbstacles to the successful
the s € reseg percent mentioned that the implementation of training usually l.asits two three
®lationg: rchalso established that 89 percent of the people are convinced that training enhances

mOIiV ‘ ns lp ¢ . . . -
" tween employees and the employer, 68 percent 1S adamant that training Increases
. assessing the results of training.

COTT b and 95
Haton > percent highlighted the value of feedback in esults ¢ .
0.12), which indicates g00

Oy anal
Mg ye Sl T . -
e, Mication ;Imz also indicated a moderate positive correlation r= . Ipeic o
g "eemen: 1+ & (e employees and a strong positive correlation (r = 0.61), which indicates tha
Empjae. 1t listen 8P . o Benefits in fig.2
Oyee e o1S 10 the suggestion of its employees. It discussed on Training Benetl &

¢ raming dat .
aset for performance in fig.3.
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s Increased productivity & performancs
« Improved motivation

» Better employer—employee relations

» Coaching as most used technique

» lack of mterest

« Challenge: long duration

Fig. 2 Training Benefits

In general, the results reveal that the employees are very interested in training ,

to improve their skills and realize the advantages of the properly organized ,ﬁ,gr}d Consides iy,

programs. The most suitable approach was coaching and training was reported ;?QUcnuy implcrm;f

enhancing productivity, motivation and performance. In addition, it is positi ’.p lay Ctiticy) ,0]_,2

employer relations, and it is largely dependent on effective feedback systém:tliowardg ""”P“f/'v,'

benefits, the absence of interest and the shortage of skilled trainers are stjl| signiﬁ'Carﬁiécal::]'Icﬁs Of gy
ChgEs o

optimisation of training programmes [12].

g 1

E 08 -

% 06

20.4 '

N

- Likes Knowledge Motivation Coaching Lack of

Training  Improved Imcreased  Preferred  Intersst
(EL) 15y (1/0) (L) 1)

Sources

Fig. 3 Employee training dataset for performance

e e | vides ff /
fivity since it PO o

Financi ices i : : :
ancial services industry is the supporting force in the economic ac ing y
ment processiie ],ﬂ,gsa@

financial i fats .
nancial intermediation. It offers services that are necessary like pay

credi p .
heig;t’i;v?ltman?ggmem’ insurance protection, and advisory services 00 mve;tr:;zil;g ¥
- rowth of business, h col etabili nment 110

functions. , household financial stability and gover )
i
) 1
The industry j i1alizatioh o
s m : .. . jgita o

&) arked by strict control, ongoing innovation and ;“td?a%RBl)andlhesf

envi i
ronment is guaranteed by regulatory bodies, like the Reserve Bank of In
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w“'i' . 2 " . . P
l of Indid (SEBI) ‘mfl diie lnsurdnc'g Regulatory and Development Authori
”uur‘l " the (cchnological progress is transforming the environment oforl}:y
' - the

e | opeoustys o including artificial intelli : ‘kchai :
,luh sjlhlln"”zi‘ﬂ in',lllull(m%, Ir"’h,‘d.”]!’ .L l”[. ';ll ;z‘gl;)gcncc’ bl()(.k(,ham, mobile hanking and
y L ancl - 7 7 S Jie > DEcause ¢ i i i
."ﬂ(l)/\”q' of fil ',[|,c jmportance of training In this !tﬁl. '$ because compliance requirements, online
" Mg . " 1< ar 5€ “€ CXpe L T 1sti .
'u«“"”'d rading ystems .nd customer service expectations are changed fast. The statistical analysis
ﬂxllL :[Jing h l
gt % able
W afio |td
”(rf' 3 cd I .
p!adn]a.lnl Table 2 Correlation Values
W
/w»—-’*" Correlation Value
— r) Sample Size (n)
0.12 100
0.61 100

ning and development of employees plays a great part in enhancing
faction of employees and in long-term organizational growth.
[l-informed workforce who can adjust to the fast changes in the

8 SDG of decent work and economic growth.

concludes that traf'
ation erformance, Satis
" ists in developing 2 we

inin
‘Tr:jl:strf and thus observe goal
|
. when ate in training design and evaluation, better communication,
More(:/ved’relations, and motivational levels will be attained. When training processes are aligned to
s ;?nability principles, organizations can boost their productivity and at the same time bring benefit
» on. In general, systematic, properly planned, and constantly evaluated training

i the larger populati | o
glms are an impetus towards excellence and sustainable growth of the organization.

employees particip
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