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Abstract 

Employees are vital organizational asset that must be proactively or reactively empowered through 

training and development to bridge the knowledge and skills gap created by the current dynamic 

working environment. Training and development is a veritable tool used in providing employees with 

the requisite knowledge and skills to effectively and efficiently undertake job task. This paper aimed 

at assessing the impact of training and development on employees’ productivity, the identification 

of the relationship therein and to suggest how business organizations can enhance the productivity 

of its workforce to meet challenges of the 21st century. The conceptual literature review approach 

was adopted in this project which involves critically reviewing articles, periodicals, books published in 

English language between the years 2000 to 2020 with the view of synthesizing information on 

‘training and development on employees’ productivity’ based on the analysis from existing studies. 

The study reveals that employees who are trained are likely to be more skilful, competent, and more 

proficient in performing their jobs than the employees’ that are not trained. Training and 

development programs are aimed at upgrading both employee and organizational productivity. It is 

a process of continuous learning which provides conducive environment for employees to gain 

various knowledge, skills (personal, technical and professional) and keeping them on the right track 

towards the achievement of organizational mission, vision and goal. It was concluded that training 

and development has a positive impact on employee productivity and organizations should lay 

emphasis and embark on effective training and development of its employees to increase their 

productivity and gain competitive edge over competitors. Implication for future research may include 

moderating variables such as age, team work, life style and level of education. 
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Introduction 

The business as well as the working environment in the 21st century is characterized by increasing 

instability and uncertainty (Masa’deh et al., 2015, Orozco et al., 2015), which is due to technological 

advancement, fierce competition, increased globalization (Shannak et al., 2010; Masa’deh, 2013),  

and the growing need for qualified and competent employees in order to enhance organisational 

productivity which form part of the challenges facing organizational operations (Masa'deh et al., 

2016; Obeidat et al., 2016). Therefore, making business organizations in striving more towards 

utilizing its resources in attracting, retaining and maintaining a talented workforce (Singh and 

Mohanty, 2012). Organizations are hugely investing in effective training of their employees as an 

essential means of equipping and preparing them to effectively and efficiently work in the dynamic 

environment, building competitive advantage, enhancing productivity, fostering organizational 

success and continuous development (Al-Azmi et al., 2012; Alshurideh & Alkurdi, 2012; Almajali et 

al. 2016; Altamony et al., 2016). 
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Training and development are critical instruments for human capital improvement through 

increasing knowledge, capabilities, skills, productivity, enhancing organizational workforce and 

gaining competitive edge in the modern work environment (Barsh et al, 2008). Organizational 

workforce is an intellectual asset (Kaur, 2016) that continuously requires training through re-skilling 

or up-skilling or both that can be utilized by organizations for gaining competitive advantage and 

achieving success in this age of the Fourth Industrial Revolution (Hajir et al., 2015; Obeidat et al.; 

2016; WEF, 2018). Effective training and development programmes are highly beneficial to 

organizations in numerous ways such as building individual and organizational capability, facilitates 

organizational change (Valle et al., 2000), enhances retention capacity of the talented workforce 

(Jones & Wright, 1992) which in turn leads to gaining competitive advantage (Youndt et al., 1996; 

McKinsey, 2006). Training and development are essentially significant to all levels of employees, 

since skills are eroded overtime, becoming obsolete and are required to be improved upon (Nishtha 

& Amit, 2010). 

Therefore, for organizations to survive in this current dynamic business environment and attain 

competitive edge, employee training and development must be considered as an invaluable tool for 

building employee competences, enhancing productivity, gaining competitive advantage and 

sustainability. 

 

Aim & Objective of the Study 
The main purpose of this project is to assess the impact of training and development on employees’ 

productivity, and to examine further the relationship that exists therein. The co-objective is to 

examine how employees’ knowledge and skills are influenced by training and development in the 

workplace. 

 

Research Questions 
This project seeks to address the following questions: 

• Does training & development have positive impact on employees’ productivity? 

• What are the objectives of training and development in the workplace, whether they are achieved 

and to what extent? 

• How does training and development enhance employees’ technical know-how (competencies) 

and professional skills in the workplace? 

 

Literature Review 
Human Capital and its Relation to Employee Productivity 

Human capital is conceived as the most active organizational resource which comprises of capable 

and intellectual workforce (employees) that enhance organizational growth, survival and 

sustainability (Philip & Ikechukwu, 2018). Human Capital encompasses knowledge, attitudes, skills, 

effort required (both physical & managerial) in manipulating other forms of capital, technology, 

materials and land towards production of goods or rendering of services (UNECA, 1991). Human 

Capital is conceived as the organizational resource that comprises of knowledge, education, skills, 

competences, motivation, personal relationships and work attitudes of employees (Jeffery, 2005). It 

is a combination of an employee’s traits (energy, intelligence, commitment, positive behaviour and 

reliability), his/her ability to share knowledge, information (goal orientation and team work) and 

ability to learn and adapt to new ways of doing things (imagination, aptitude, creativity and 

innovation) (Fitz-enz, 2009), which can be further developed through the creation of a suitable 



 

 

Afropolitan Journals 

43      March 2022, Vol. 3, No. 5    African Journal of Management and Business Research 

www.afropolitanjournals.com 

environment that will rapidly enhance learning and the application of new knowledge, ideas, skills, 

behaviours and work related attitudes (Philip & Ikechukwu, 2018). It can be deduced from the above 

that human capital is the sum of all employees’ personal capital referring to level of education, 

working experience, knowledge, skills, competences, expertise, work commitment and intrinsic 

motivation that help in adding more value to performed work task and product or service provided.  

The success of an organization largely depends on its human capital which is composed of 

employees’ knowledge, skills, expertise, work experience, intrinsic motivation, and level of education 

(Chen & Len, 2005; Sumual et al, 2017), which influence employee’s productivity and determine 

organizational performance (Weatherly, 2003). However, employee’s productivity is greater and fully 

optimized only when human capital is backed up by the presence of other environmental factors 

(reward system, equipment, conducive environment and work safety) that influence productivity as 

well as organizational capital (organizational intellectual knowledge such as operating procedures, 

data base, hardware, information, tacit knowledge and intellectual material) which are mainly made 

up of organizational culture, information and communication ability and organizational structure 

(Nezam et al, 2013). Employees’ productivity tends to increase and become higher when human 

capital is augmented with organizational capital, since organizational support is a necessary 

requirement that enable employees to be more productive (Nezam et al, 2013). Furthermore, 

organizational capital can only be important and capable of influencing employee productivity in the 

presence of human capital (Kaur, 2016). This is because organizational capital is static and can only 

yield result when utilize by employees (Sumual et al, 2017). Thereby making human capital the most 

active determinant of employee productivity without which everything remains idle. 

The quality of organizational workforce is shaped by the quality of its human capital which is 

influenced and can be improved through training and development (Lottum et al, 2014), resulting to 

higher organizational productivity and performance (Mahmood & Azhar, 2015). Improved 

organizational performance, flexibility, productivity and innovative capacity (the ability to come up 

with new ideas, products or services) which can be gained through the advancement of knowledge, 

skills and competences are the most common expected return on investment in human capital 

(Baron & Armstrong, 2007). Therefore, employees’ knowledge, skills and competences can be 

advanced through training and development which is conceived as the most pertinent investment 

towards developing a sound and dynamic human capital (Becker, 1993), Which, in turn, is a major 

determinant of employee productivity (Remer, 1990). Training is considered as one of the major 

elements of developing human capital of an organization either through on the job or off the job 

towards gaining competitive advantage, continuous survival and enhanced organizational 

performance (Philip & Ikechukwu, 2018). 

 

Employee Training and Development 

Several authors have defined training and development in many ways and these two concepts have 

distinguishing attributes as identified by Noe (2008), which includes; goal, participation, work 

experience, and focus. In the concept of ‘training’, goal is to acquire skills for a present job, 

participation being mandatory once initiated, low work experience, and focuses on current job while 

in the concept of ‘development’, goal is to acquire skills for future jobs, voluntary participation, 

moderate or high work experience, and focuses on future jobs (Noe, 2008).  

It can be deduced from literature that training highly focuses on capability enhancement of the 

workforce through learning and is directly linked to productivity and performance. Training is defined 
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as a way of building employee confidence in the workplace towards enhancing better performance 

(McClelland, 2002). According to Bramley (2003) training is conceived as a planned process of 

facilitating employee learning of the job for them to be effective in performing certain or all aspects 

of their work. In the same vein, Pilbeam & Corbridge (2002) view training as a process of identifying 

training needs, planning, designing, delivering and evaluating training outcomes. Training is also 

conceived as a systematic process of knowledge, skills and attitudes enhancement towards 

satisfactory employee job performance (Obisi, 2011). Similarly, Chiaburu & Takleab (2005) opines 

that training is a planned activity which is aimed at strengthening employee performance on the job. 

Furthermore, training is viewed as a process which involves series of activities set up by organizations 

to bridge and transform an existing gap in employees’ knowledge, attitude and skills towards 

achieving better performance and attainment of organizational objectives (Abomeh & Peace, 2015). 

Additionally, Kaur (2016) asserts that training is an endless activity aimed at providing the employees 

with the requisite knowledge and skills to effectively perform their jobs, meeting current job 

requirement as well as preparing them for the imminent changes occurring in the modern workplace 

and their jobs.  

Development on the other hand is an activity that is self-directed, requiring self-motivation and 

exploring various means of personal and career development (Noe, 2008). According to Amstrong 

(2009), Khawaja & Nadeem (2013) development is aiming the acquisition of modern knowledge and 

skills for the progress of a future job requirements. Employee development involves the act of 

building the capacity and capability of individual employee towards meeting standard level of 

performance in the future (Jelena, 2007). Similarly, Obisi (2011) asserts that development is broad in 

scope and emphasise on personal growth of employees on a long-term basis to address a job 

requirement in the future. Thus, it can be observed that development is also geared towards 

enhancing employee performance, personal employee growth and often related to address a future 

job requirement. However, training and development is considered as one in this project for the sake 

of simplicity, ease and clarity. 

Training and Development is defined as a systematic process of developing knowledge related to 

work and employee’s expertise towards the improvement of jobs performance (Swanson & Holton, 

2001). In addition, Akdere (2003) conceived that training and development are practices that reflects 

parameters used for advancing the level of self-awareness & skills of employees towards effective 

job performance.  

Hence, training and development is a logical and more organised means through which knowledge, 

skills and attitude of employees with respect to their jobs are improved. Both concepts are related to 

productivity while training focus on current jobs, development focuses on likely future jobs. 

Essentially, the sole objective of training and development is to enhance both employee and 

organizational productivity as well as the attainment of the organizational goals. Training and 

Development further depicts formal organizational effort in enhancing productivity through 

numerous educational programs and techniques. 

 

Objectives and Importance of Training and Development 

Employees are defined as the bedrock and most valuable asset of any organization (Hammed & 

Waheed, 2011) and their performance to a large extent determines organizational efficiency, success 

and survival (Glaveli & Karassavidou, 2011; Kaur, 2016). The objectives of Training and Development 

arise from the situation analysis of the organization’s current manpower that is obtainable through 
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a comprehensive manpower survey which reveals the existence of skill gap requiring attention (Ngu, 

1994). 

Modern organizations actively invest on employee training and development with the main objective 

of achieving increased productivity, profitability, competitive edge, sustainable growth (Garavan, 

1997; Kaur, 2016) and organizational development (Nelson et al, 2012). This is only feasible through 

a well-properly trained and highly developed organizational workforce who directly or indirectly 

contributes towards attaining organizational efficiency, productivity, growth and reputation in the 

current work and business environment (Akbar & Matto, 2010). Moreover, trained employees are 

conceived as company intellectual assets that are highly correlated to success and are acquainted 

with the present trends in the modern workplace and market environment (Wheelen & Hunger, 2012) 

which tends to either reduce or avert operational losses likely to be incurred because of ignorance 

(poor knowledge) or inadequate employee skills (Zhou et al, 2011). Furthermore, having a skilled 

base employee, growth enhancement and guaranteed long-term business success is another 

objective aimed to be achieved by several companies (Salas et al, 2012). However, there are various 

specific Training and Development objectives depending on the type of organization and their 

training needs assessment for specific jobs which often emanates from the analysis of job 

requirement (examining job description), performance appraisal (measuring employee performance 

against standard performance), human resource survey (identifying areas of deficiencies) and 

organizational analysis (Infande, 2015). In view of the above, the major objectives of Training and 

Development to various organizations can be geared towards achieving some of the followings; 

Increased organizational productivity, building competitive advantage, profitability, cost 

effectiveness, organizational growth & development, reputation, survival and sustainability. All of 

which are only achievable through a well-trained organizational workforce. 

Training and Development are significantly important as they are the catalyst for progress and 

growth for emerging and existing businesses and economies, and they are used as tools for 

responding to the dynamic trends of globalization, uncertainty, growing clients/customer 

expectation and technological exploitation (Hung, 2010) in this 4th Industrial Revolution working 

environment of today (WEF, 2018). Training & development is very important to both employees and 

organizations in numerous ways. Firstly, it improves employee morale, satisfaction, job security, 

productivity which in turn leads to an increase in organizational productivity (Onyango & Wanyoike, 

2014). Secondly, employee self- efficacy is developed through training and development (Tahir et al, 

2014) thereby resulting to the removal of weak traditional work practices and replacing them with 

modern practices in the workplace (Wajidi & Tabassum, 2016) and in turn leads to organizational 

effectiveness and efficiency. Thirdly, it helps in decreasing employee anxiety and frustration which 

may emanates from their inability to perform their jobs/work to the desired level and may also 

influence their decision to leave the organization, resulting to higher rate of employee turnover 

(Chen et al., 2005). It bridges the gap between the required necessary skill for the job and that which 

is possessed by the employee, the lower the gap the higher employee job satisfaction and vice-versa. 

Trained employees display a high level of satisfaction on their work and are capable of satisfying 

customers/clients satisfactorily (Rowden & Conine, 2005). Fourthly, it helps in improving employee 

morale (through increasing their confidence & motivations), reduces cost of production (through 

avoiding waste and reducing operational risks), reduces absenteeism and the rate of labour turnover, 

enhanced staff quality and achievement of organizational goal (Cole, 2002). Lastly, it is an important 

tool for managing organizational change through employee participation (involving them actively) 
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in the change process, educating and equipping them with the necessary skills required for new, 

changing and complex situations (Cole, 2002) modifying the work related behaviour of employees 

and encouraging them to actively partake towards achieving organizational success and yielding 

greater return (Mamoria, 1995) as well as improving its profitability base (Tahir et al, 2014). 

Therefore, it can be deduced that the imperative of training and development to both employees 

and organization is enormous and cannot be underestimated. A major objective of business 

organization is profitability, growth and sustainability which depends on revenue (Singh & Mohanty, 

2012) and the revenue cycle is controlled by knowledge, creativity and innovation of which all 

emanates from organizational workforce (employees) (Kaur, 2016). Thus, training these work force 

for development leads to productivity which in turn generates this revenue. Training and 

development do not only improve productivity but inspire and motivate employees towards 

performing their task making it inevitable to all organizations in the modern business and work 

environment. 

 

Training and Development Techniques 

There are various techniques of training and development from which organizations may choose to 

adopt depending on the organization, nature of the industry and the training needs of its employees 

(Hazra et al, 2017). Employee training has been classified into two basic techniques; on the job 

training and development technique and off the job training and development technique (Ngu, 1994; 

Sabir et al, 2014).  

On the job training: This is the type of training that occurs within the organization, to make better 

use of various equipment, documents and materials that are needed to enhance employee learning 

process (Sabir et al, 2014) and happens to be the most common technique for attaining employee 

development in various organizational levels (Meyer & Smith, 2000). It is the technique that allow 

employees to practically learn what to do in the workplace (Tom Baum et al., 2007). It is a time-

saving, cost effective (Ruth & Doug 2004) and a useful method for developing as well as practising 

specific work-related skills required by the organization such as technical, managerial, 

administrative, manual and leadership towards enhancing organizational competitiveness 

(Armstrong, 1998).  This is a step-by-step learning process through which an employee is shown how 

to perform certain tasks and he/she can undertake such task with close monitoring or supervision 

(Falola et al, 2014). Therefore, it can be deduced that on-the-job training is a technique that tends to 

be cheap, timesaving, involves repeated steps, and it does not require the employee to go elsewhere 

as it is conducted in-house (thereby making the employee to be involve in two activities; learning 

new skills and performing his job) and it is practice oriented. Furthermore, employees under this form 

of training engage in organizational productive activities.  

Several scholars such as Dessler (2005), Dessler & Verkkey (2009), Kulkami (2013), Abomeh & Peace 

(2015) identified numerous on the job training programs which includes and not limited to: 

• Job instruction: This is a systematic process of instructing and guiding an employee to perform 

certain job. It is a sequential form of training offered on each task. 

• Job rotation: This is simply a means through which employees are moved from one job task or 

department to another in order to have a broad knowledge and experience on various section 

of the organization. 

• Apprenticeship: This type of training is applicable to jobs that are technical in nature such as 

electricians, mechanics, carpenters, and is very common and desirable in building 
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constructions, metal and printing traders. It requires a steady employee flow, continual 

supervision and tends to be very expensive.  

• Induction training: this is a training programme that is aimed at new employees as a way of 

welcoming and introducing them to the new environment to enable them settle and be aware 

of their expectations as quickly as possible in the organization.   

Off the job training: As the name implies, it is a form of employee training that usually occur outside 

the organization and employees are not directly considered as productive workers, since they must 

leave the environment of their organization for a while to enable them focus on the training activity 

(Sabir et al, 2014). It involves engaging an external training expert, consultant, training 

establishments to train either new or old employees on the recent way to perform their work with 

ease (Abomeh & Peace, 2015) which is highly related to the theoretical knowledge and aspect of 

work, mostly undertaken in classrooms (Ngu, 1994). Employees tend to effectively acquire 

interpersonal and problem-solving skill (Noe, 2008). However, it can be effectively utilized in 

developing problem solving and certain technical skills such as effective communication. It is the type 

of training that employee receive at a separate location totally different from their working places, 

organized in the form of an abstracted knowledge which is expected to be practiced in the workplace. 

One of the advantages of this technique is that employees have full concentration and are trained by 

qualified external personnel. In adopting off the job training method, various programs are 

highlighted by Dessler & Verkkey (2009) and Abomeh & peace (2015) which includes; 

• Programmed instructions: This is a more comprehensive way of training using books that are 

programmed and modern teaching equipment as well as filmstrips. Here, the trainer is 

responsible in guiding the process of learning. 

• Classroom lectures: It is a formal arrangement where trainees are lectured by qualified 

personnel in an institution guided by a standard curriculum and syllabus.  

• Workshop, seminars and conferences: This type of training involve the trainee (employee) 

attending an organized interactive session with a guest speaker who is an expert in certain field 

of discourse. 

• Vestibule training: In this method an employee is trained on his regular job yet in a different 

work environment that resembles his workplace. The employee (trainee) can use those 

equipment, materials and instrument that he is conversant with to practice and display his 

skills.  

 

Employee Productivity 

The term productivity is described as the capacity to deliver certain work-related task in accordance 

to a specified predetermined standard with accuracy of speed, cost, and completeness (Sultana, 

Irum, Ahmed, & Mehmood, 2012). Employee productivity has been defined by several scholars. For 

instance, Kaur (2016) asserts that employee productivity is concern with the ability of an employee 

to complete assigned task which is highly related to work output, timeliness and quality. Ferreira & 

Du Plessis (2009) construe employee productivity as the amount of time spent to execute a task 

based upon job description and the achievement of desired expected outcome by an employee. It is 

the economic means of measuring output in relation to the input per unit (Rohan & Madhumita, 

2012) which can be examined either individually (individual employee) or collectively (the economy 

as a whole) (Singh & Mohanty, 2012). Furthermore, Mathis & Jackson (2008) opined that productivity 

of an employee can be evaluated on the basis of the quality and quantity of job done, considering the 
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cost of resources used to undertake such job. Therefore, it can be observed that enhancing employee 

productivity is very crucial towards enhancing organizational productivity and efficiency. 

Employee productivity is one of the critical challenges that organizations recently face towards work 

force management (Hanaysha, 2016). This is because employee productivity is achieved through the 

utilization of various organizational inputs/ resources (money, machines, methods, materials) and it 

is influenced by several behavioural and environmental factors (Bhat, 2013). Major behavioural 

factors influencing employee productivity are employee training, employee empowerment and 

team work (Bhat, 2013). Environmental factors influencing employee productivity consist of enabling 

and conducive working environment (Hameed & Amjad, 2009), adequate office equipment, 

lightening, temperature, noise free environment, befitting physical office layout (Vasudevan, 2014), 

a well-developed sound culture of safety at work (Newstrom, 2002), healthy management-

subordinate relationship and employees and industrial peace (Nilsen, 2002), befitting physical office 

layout, and the existence of a reasonable balance of power, control and authority in making decisions 

(Brown, 2008).  Employee productivity is considered as one of the major determinants for 

organizational success (Najeeb, 2013) which emanates from competent management (Vrat et al, 

2009) and through effective training and development programs (Nelson et al, 2012; Bhat, 2013). For 

this reason, organizations must strive in identifying significant factors that are responsible in 

influencing employee productivity as well as developing suitable training and development programs 

that will facilitate and leads towards organizational productivity.  

Training and development is regarded as a very important tool that is effective and essential towards 

achieving organizational mission, objectives and goals which in turn result to increased productivity 

(Colombo & Stanca, 2008; Sepulveda, 2010;). In the same vein, Glaveli & Karassavidou (2011) asserts 

that adequate provision of appropriate training to employees often leads to reduction in cost of 

production, increased innovation and higher productivity. In addition, Rowden (2002) assert that 

training can be used to improve employee job satisfaction which may also lead to increased 

productivity. Thus, implying that training can lead to employee satisfaction which in turn will reflect 

on his level of productiveness. 

However, Kawara (2014) opined that associating reward to productivity and performance through 

various incentive schemes either financial (cash bonuses) or non-financial (recognition, awards, 

vacation,) is a common approach that leads to employee satisfaction and can influence employee 

productivity. This indicates that a trained employee can still be less productive if there is absence of 

certain environmental factors such as good corporate culture, power & politics within the 

organization, group dynamics, job design and an effective appraisal system. For this reason, these 

environmental factors must be considered in the quest for achieving the effectiveness of training as 

well as ensuring its positive impact on employee productivity (Wright & Geroy, 2001). 

From the foregoing, it can be observed that employee productivity can be influenced by numerous 

factors either behavioural or environmental as disclosed by several scholars ranging from enhanced 

working environment, management-subordinate relationship, reward systems, safety and 

equipment. This imply that training alone without considering other factors may not be enough for 

the attainment of employee productivity. The productivity of an employee depends not only on 

training but the level of employee freedom (allowing him/her to put into practice whatever learnt 

during the training and development exercise, taking part in strategic decision making process and 

freely decides on the jobs they are responsible for) coupled with the availability of certain 

environmental factors such as conducive working environment. However, effective training can be 

considered as a major factor for enhanced employee productivity because employees can be 
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satisfied when they have the feeling of being competent and capable of handling their jobs 

effectively and efficiently. Therefore, employees who undergo effective training programs often 

display higher level of job satisfaction and tends to be more productive.  

 

Relationship Between Employee Training, Development & Productivity 

Training and development programs are geared towards meeting certain specific needs which 

includes positively increasing productivity of employees as well as that of the organization and to 

further control or avert any potential loss resulting from either human or financial cost associated to 

employee’s turnover (Owens, 2006). Employee training is highly related to productivity (Nelson et 

al, 2012) that helps in generating numerous benefits for both the employee and the organization 

ranging from enhancing employees’ knowledge, skills, behaviour and competences that when 

properly translated into real life work situations will result to an increase in revenue and profitability 

(Khan et al, 2011). Asim (2013) opines that there is a linear relationship between employee training, 

development and productivity (which implies that the higher the level of training received by an 

employee, the higher is the level of his productivity and vice-versa). This linearity can be displayed 

through a significant positive change in trained employees work-related attributes such as 

knowledge and skills improvement, behavioural modification and higher productivity (Hung, 2010). 

One of the major crucial human resource practices that has great influence on the quality of 

employee’s knowledge, capabilities and possessed skills resulting to higher employee productivity is 

identified as training and development (Guest, 1997). Thus, signifying the existence of a positive 

relationship between training and productivity. Satterfield & Hughes (2007) stated that the 

behaviour and work-related skills of employees are greatly influenced by training which to a large 

extent positively contributes to employee’s productivity. Programs involved in training and 

development has positive impact on employee knowledge, development of advanced skill and 

enriching the job, thereby reducing the rate of attrition, increasing job retention and additional value 

to the workforce (Kaur, 2016). According to Bartel (2004) effective employee training and 

development and higher productivity are correlated positively but can only yield a desired result 

when other environmental factors are considered (Khan et al, 2011; Nelson et al, (2012) which to a 

large extent leads to organizational productivity. Similarly, Swart et al (2005) asserts that training is 

a tool used by various organizations to bridge the existing gap in required skills (skill deficit) which is 

related to employee productivity through enhancing his knowledge, skills and competences on the 

job. Therefore, lack of training will adversely affect the productivity of an employee, as trained 

employees are more competent and happier to perform their jobs with enthusiasm and great 

motivation, thereby making them highly productive while untrained employee feel depressed and 

demotivated which often makes them less productive which in turn affects organizational 

productivity, growth and development. Employee training is one of the keys that significantly 

increases productivity (employee & organizational) that results to putting the organization in a 

position that is more desirable in meeting and surpassing competition. This implies that 

organizations that offer training to their employees are more likely stand to be better than 

organizations that do not see it as important or necessary.  

The relationship that exist between training and development on employee productivity has been 

evidently presented in the existing literature by several scholars. For instance, Riyaz (2004) in his 

study titled “Training effectiveness in public and private sector commercial banks” using two 

commercial banks as case study (State Bank of India & Jammu & Kashmir Bank Limited) focusing on 
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training inputs, attitude of management towards training, transfer of training skills on the job and 

quality of training embarked upon. Being a comparative study, the author concludes that transfer of 

objectives of training to the job can only be achievable resulting to higher employee productivity 

when the assessment of training needs is conducted prior to the implementation of training 

program. Thus, indicating the existence of a positive relationship between training and development 

and productivity. Another study by Dearden, Reed & Reenen (2006) on “The impact of training on 

productivity and wages” using varied techniques of estimation to find out the extent to which training 

influence productivity and wages, using British industries discovered that training (work-related) is 

significantly associated with higher productivity with an increase of 0.6% per hour of value addition 

and 0.3% increase per hour of wages associated to 1% increased training point. Similarly, Konings & 

Vanormelingen (2010) studied “The impact of training of firm provided training on both wages and 

productivity” using data from 170,000 active firms in Belgium. The study showed that the increase 

experienced in the employee marginal productivity is greater than that of its wages, signifying that 

on the average the premium productivity of a trained employee is about 23% and that of wages is 

12%. Thus, implying that training has more impact on productivity than wages. Furthermore, a 

research by Shefali et al, 2011) on “Training as it affects insurance organization and its impact on 

employee productivity” the research focuses on employees’ knowledge, skills and work-related 

attitude in relation to performing job task. The authors provide important guides on suitable 

methods of training to the management of the insurance organization and concludes that there is a 

positive relationship between training and employee productivity. 

However, an extensive literature review conducted by Singh & Mohanty (2012) titled “Measuring the 

Impact of Training and Development on Employees’ Productivity in various Sectors & Industries” 

found a varied result. The general findings from the study were that, training and development has 

a high impact on employee productivity of the agricultural & automobile industry and a very low 

impact on luxury products and service industry such as banks, insurance. They further concluded that 

the relationship between training and productivity exist even though its impact varies depending on 

sectors and industries and employee productivity is also influenced by market and macro-economic 

factors. Thus, indicating that the impact of training and development on employees’ productivity 

varies from one sector / industry to another.  

From the studies above, it can be observed that training and development are regarded as 

behavioural factors that aid employees’ learning and have positive impact on employees’ 

productivity. Employees’ who partake in training and development programs are more likely to have 

greater knowledge of the job and well informed about modern work practices which in turn increase 

productivity than employees’ who did not partake in training and development programs. Moreover, 

other factors such as organizational structure, work environment, wages and market forces also play 

a vital role towards enhancing employee productivity. Hence, training is a veritable tool used in 

enhancing employee’s knowledge, skills and behaviour which in turn reflects on his ability to 

undertake his work effectively and efficiently and this also depends to large extent on the availability 

of equipment, conducive work environment, wages, and other environmental factors to achieve a 

desired result. 

 

Methodology 
Methodology includes critical conceptual reviews (synthesis) of related literature on the impact of 

training and development on the employees’ productivity. It is based on the analysis and insights 

drawn from the existing literature of numerous studies on training and employees’ productivity 
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(articles, periodicals, books). The resources (articles) used in reviewing the literature are sourced 

using search engines and data bases such as Web of Science, Science Direct, Google scholar, and 

EBSCO to source for related articles. The entire search was limited to peer reviewed articles 

published in English language within the period of 2000 to 2018, which were reviewed critically and 

further analysed. The rationale behind the period restriction was to get broad and latest information 

from current related articles and latest findings on the topic. Key words utilized in search for useful 

and related information includes; Human Capital, Training, Development, Employee, and 

Productivity. 

 

Findings & Implications 
Based on the above literature, it has been found that employees are the most active, unique and 

valued organizational resources that competitors cannot imitate. They must also be managed 

effectively and efficiently to enhance organizational productivity and performance. Training and 

development have also been identified to have a positive impact on employee productivity which is 

in line to previous research findings (Riyaz, 2004; Dearden et al, 2006; Konings & Vanormelingen, 

2010; Verma & Goyal, 2011; Sultana et al, 2012; Bhat, 2013; Kaur, 2016). The objectives of training 

are basically found to be varied depending on the organizational needs, manpower survey, employee 

appraisal system, technical analysis, personal development plans and organizational desire to 

increase productivity. Business organizations in the 21st century engage in training and development 

programs to purposely increase productivity, profitability, meet & surpass competition, enhance 

organizational development, achieve growth and sustainability. It was also discovered that training 

and development is an important tool used by organizations to improve employee morale, self - 

efficacy, reduce labour turn over, increase job satisfaction, bridging skill gap, managing 

organizational change, increase job satisfaction and increase both employee and organizational 

productivity (Bhat, 2013; Cole 2002; Rowden & Conine, 2005). The above result is in tendon with the 

findings of Nelson et al, 2012 & Kaur, 2016 who found that training and development is highly related 

to employee productivity as well as being a significant contributor towards improving employee’s 

morale, increase job satisfaction, reduces employee attrition and use in equipping employees to 

meet market competition which often leads to organizational productivity. Organizational 

productivity & performance to large extent depends on employee productivity which in turn depends 

on employee training and development. However, training and development is considered a 

behavioural factor and will only yield a desired level of productivity when coupled with other 

environmental factors such as reward system, equipment, conducive environment and work safety 

(Wright & Gerov, 2001; Nilsen, 2002; Brown, 2008; Kawara, 2014). Training and development help in 

improving employee’s knowledge, skills, attitudes, job competences, new work practices and 

prepare them for future challenges which allows them to confront the modern business environment 

and are abreast with modern ways of performing job task leading to employee job satisfaction and 

productivity (Kaur, 2016). Moreover, trained and skilled employees have the ability and competence 

in discharging their responsibilities better and tends to be more productive than the employees who 

are not trained and unskilled (Kaur, 2016). One of the more significant findings to emerge from the 

literature reviewed is that training and development are instruments that aids the learning process 

and majorly concerned with advancing knowledge, skills, behaviour and competencies which is also 

a determinant of employee productivity. It is a critical tool used by several business organizations 

towards mission and vision realization (Imran & Tanveer, 2015).  
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Implications 
The above findings have the following significant implications for policy makers (organizations, 

government), future research, theory and practice: 

• The work environment of the 21st century is more likely to be of tremendous advantage to 

organizations that learn fast through training and development and can quickly adapt to the 

dynamics of the environment than their competitors. 

• Employees who are trained are more likely to be happier and satisfied with their jobs which 

influence their commitment and productivity than employees who are not trained and possibly 

gets frustrated and dissatisfied which may result to inefficiency, lack of confidence and being 

less productive. 

• The findings reveal that organizations interested in achieving high level of productivity and 

profitability must have an effective and efficient workforce management that lay emphasis on 

imparting additional knowledge, skills, competencies and modern work practices that can be 

gained through training and development. 

• It is important to note from the findings that organizations investing in employee training and 

development are likely to be more valued by its workforce and have better chance of benefiting 

from high employee commitment, morale and high level of productivity, which is much likely 

to have positive effect on employee productivity. 

• Training and development from the above finding is a means of strengthening the strategic 

capacity of a business organization through reskilling and upskilling its workforce (employees) 

to meet up with the recent technological breakthroughs, and innovations in modern work 

environment, these practices are likely to have much effect in real situations. 

• This project is a conceptual literature review and is limited to training and development aspect 

of behavioural factors influencing employee productivity. This means that the findings cannot 

be generalized which therefore lead to the need for further empirical or case study research on 

training and development or other behavioural factors such as team work and empowerment 

as well as environmental factors (conducive working environment, safety conditions, 

equipment and freedom). 

• A major contribution of the findings of this project has been to confirm the relevance of training 

and development towards influencing employee productivity and the urgent need to address 

the skills gap created by technological breakthrough and globalization. This skills gap has much 

effect on both employee and organizational productivity and can be addressed reasonably 

through training and development. 

 

Conclusion & Recommendations 
This project is basically aimed at assessing the impact of training and development on employees’ 

productivity with a view to examine the relationship between them. Based on the findings of the 

project, it was concluded that training and development has positive impact on employee 

productivity and that training and development programmes significantly influence employee 

productivity. Therefore, to achieve the benefits of training and development, organizations should 

conduct manpower survey to identify the causes of less productiveness, where and how to address 

the problem, what type of training is required and for who in order to avoid unnecessary expenses 

and achieve desired training outcome. It is also recommended that business organizations should lay 
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emphasis on training and development of their workforce in order to meet up with the challenges, 

dynamic trends and market competition in this current era of the Forth Industrial Revolution.  

The limitation of this project is that, it is a conceptual review and it mainly focused on the direct link 

between training and development and employee productivity. Further research could usefully 

explore and include moderating factors such as age, level of education, gender, or other behavioural 

factors such as team work and empowerment. Additionally, future empirical /case study research on 

this topic is needed to fully understand the impact of training and development on employee 

productivity and its implications in the 21st century. 
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