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Abstract

Training and development are widely recognized as essential human resource management practices that enhance
employee capabilities and contribute to organizational success. This secondary review critically examines existing
scholarly literature to evaluate the impact of training and development on employee performance across different
organizational contexts. The study synthesizes evidence from peer-reviewed research to identify the key factors that
influence the effectiveness of training initiatives and their contribution to employee productivity, engagement, and
overall organizational performance. The review demonstrates that well-structured training and development programs
improve employees' knowledge, technical competencies, work efficiency, and problem-solving abilities while
increasing job satisfaction and organizational commitment. Furthermore, the findings indicate that management
support, continuous learning, and a positive organizational culture strengthen the effectiveness of training
interventions. The review also identifies research gaps related to digital learning, long-term training outcomes, and
evolving workplace competencies, highlighting opportunities for future research.
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Introduction

In today's highly competitive and dynamic business environment, organizations recognize that their employees are
valuable strategic assets whose knowledge, skills, and capabilities directly influence organizational success. Rapid
technological advancements, digital transformation, globalization, and evolving customer expectations have
significantly changed workplace requirements, making continuous employee learning an essential organizational
priority. As a result, training and development have emerged as critical human resource management (HRM) practices
that enable employees to acquire new competencies, enhance existing skills, and adapt effectively to changing job
responsibilities. Organizations that invest in well-designed training and development initiatives are more likely to
improve employee performance, strengthen organizational effectiveness, and sustain long-term competitive advantage.

Training focuses on equipping employees with the knowledge, technical expertise, and behavioral competencies
required to perform their current roles efficiently. Development, on the other hand, emphasizes the long-term growth
of employees by preparing them for future responsibilities, leadership roles, and career advancement. Together, these
practices contribute to improved employee confidence, motivation, productivity, and job satisfaction while fostering a
culture of continuous learning and innovation. Effective training and development programs also support employee
engagement by encouraging active participation, enhancing commitment, and creating opportunities for professional
growth.
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Previous studies have consistently highlighted a positive relationship between training and development and employee
performance across diverse industries. However, variations in organizational culture, training design, learning methods,
technological integration, and employee participation often influence the effectiveness of these initiatives.
Consequently, organizations must adopt evidence-based training strategies that align with both individual learning
needs and organizational objectives. A comprehensive understanding of existing research is therefore essential for
identifying best practices and addressing gaps in current knowledge.

Review of Literature
1. Garavan et al. (2021)

Garavan et al. (2021) explored the relationship between employee training and organizational performance through a
comprehensive meta-analysis of previously published empirical studies. Their findings indicated that organizations
investing consistently in employee training experience measurable improvements in workforce capability, productivity,
and overall organizational performance. The study also emphasized that training contributes to long-term
organizational success by strengthening employees' knowledge, skills, and adaptability to changing workplace
demands. Furthermore, the authors highlighted that training should be viewed as a strategic human resource investment
rather than a routine administrative activity because its benefits extend beyond individual performance to overall
organizational competitiveness.

2. Akdere and Egan (2020)

Akdere and Egan (2020) examined how organizational learning and leadership practices influence employee
performance. Their research found that organizations promoting continuous learning create a work environment where
employees develop stronger competencies and demonstrate higher levels of job satisfaction. The study further
suggested that learning-oriented leadership encourages employees to improve their professional capabilities, resulting
in enhanced productivity and organizational effectiveness. The authors concluded that integrating learning initiatives
into organizational strategy can significantly strengthen employee performance.

3. Leeetal. (2020)

Lee et al. (2020) investigated the contribution of employee training to organizational performance by examining
knowledge-sharing practices within organizations. The researchers observed that structured training programs
encourage employees to exchange knowledge and develop stronger collaborative relationships. This improved
collaboration enhances problem-solving abilities and work efficiency, leading to better employee performance. The
study concluded that organizations should combine effective training with knowledge management practices to
maximize employee productivity and achieve sustainable competitive advantage.

4. Wallo et al. (2020)

Wallo et al. (2020) focused on evaluating the effectiveness of competence development initiatives in the workplace.
Their study demonstrated that employees participating in well-planned learning and development activities show
continuous improvement in professional competencies and workplace performance. The authors also emphasized the
importance of regularly assessing training outcomes to ensure that learning objectives align with organizational goals.
Continuous evaluation enables organizations to improve future training programs and enhance employee development.

5. Saputri et al. (2020)

Saputri et al. (2020) examined the influence of training and development on employee performance within the
consulting sector. The study found that employees who participated in structured development programs demonstrated
improved technical competence, greater confidence in performing work responsibilities, and higher productivity
levels. The researchers concluded that continuous investment in employee development not only improves individual
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performance but also contributes to organizational growth by building a skilled and adaptable workforce.

6. Noe (2020)

Raymond A. Noe (2020) emphasized that training and development are strategic human resource practices that enable
employees to acquire new knowledge, improve technical competencies, and adapt to organizational change. According
to the author, organizations that establish continuous learning opportunities create a workforce that is more innovative,
productive, and capable of responding to dynamic business challenges. The study also highlighted that training
initiatives should be aligned with organizational objectives to maximize employee performance and long-term
business success.

7. Salas et al. (2019)

Eduardo Salas and colleagues (2019) reviewed decades of research on workplace training and concluded that well-
designed training programs significantly improve employees' knowledge, skills, and job-related behaviors. Their
findings indicated that training is most effective when organizations conduct proper training needs assessments,
use evidence-based instructional methods, and evaluate learning outcomes. The authors emphasized that continuous
improvement of training practices leads to sustained employee performance and organizational effectiveness.

8. Al Mamun and Hasan (2017)

Al Mamun and Hasan (2017) investigated the impact of training on employee performance in the banking sector. Their
findings revealed that employees who received regular training demonstrated higher productivity, improved service
quality, and increased confidence in performing their responsibilities. The researchers concluded that continuous
investment in employee development strengthens workforce capability and contributes to organizational
competitiveness.

9. Khan et al. (2018)

Khan and colleagues (2018) examined the relationship between training, employee motivation, and organizational
performance. The study found that effective training programs improve employees' technical knowledge while
simultaneously increasing motivation and job commitment. Employees who perceive organizational support through
learning opportunities are more likely to demonstrate greater engagement and higher levels of performance. The
authors recommended integrating training with performance management systems to achieve sustainable
organizational growth.

10. Aguinis and Kraiger (2009)

Herman Aguinis and Kurt Kraiger (2009) conducted a comprehensive review of training and development research
and concluded that employee training generates positive outcomes at individual, team, and organizational levels. Their
review demonstrated that training enhances knowledge acquisition, improves job performance, strengthens teamwork,
and supports organizational competitiveness. The authors further argued that organizations should consider training as
a strategic investment because its benefits extend beyond immediate performance improvements to long-term
organizational development.

11. Sung and Choi (2018)

Sung and Choi (2018) investigated the relationship between training and development, employee outcomes, and
organizational innovation. Their study found that organizations encouraging voluntary participation in training
programs achieved better learning outcomes and higher innovative performance than organizations relying solely
on mandatory training. The authors emphasized that employee motivation and systematic evaluation of training
programs strengthen the positive influence of training on employee performance. They concluded that organizations
should create supportive learning environments to maximize the effectiveness of training and development initiatives.
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12. Garavan et al. (2019)

Garavan, McCarthy, Sheehan, Lai, and Saunders (2019) reviewed more than 200 empirical studies to evaluate how
researchers have measured the organizational impact of training. They reported that although most studies identified
positive relationships between training and organizational performance, many lacked methodological rigor in
measuring long-term outcomes. The authors recommended adopting stronger research designs and longitudinal
approaches to understand how training contributes to sustainable employee performance and organizational success.

Research Objectives

1. To examine the concept of training and development in human resource management.

2. To analyze the impact of training and development on employee performance.

3. To evaluate the relationship between training and employee engagement.

4. To assess the role of training and development in improving employee productivity.

5. To identify the factors influencing the effectiveness of training and development programs.

Research Methodology
1. Research Design

This study adopts a qualitative secondary research design based on a comprehensive review and synthesis of existing
scholarly literature. The research aims to examine the impact of training and development on employee performance by
analyzing findings reported in peer-reviewed academic publications.

2. Research Approach

A descriptive and analytical approach was employed to critically evaluate previous studies. The selected literature was
systematically reviewed to identify recurring themes, research trends, theoretical perspectives, and empirical findings
related to training and development and employee performance.

3. Nature of the Study

The study is exploratory and descriptive in nature. It explores the existing body of knowledge to understand the
relationship between training and development practices and employee performance without collecting primary data.

4. Data Source

The study relies exclusively on secondary data obtained from credible academic sources, including peer-reviewed
journal articles, review papers, scholarly books, conference proceedings, and reputable institutional publications.

5. Sources of Data

The literature was collected from recognized academic databases such as Scopus, Web of Science, ScienceDirect,
SpringerLink, Wiley Online Library, Emerald Insight, Taylor & Francis Online, Sage Journals, and Google Scholar.

6. Literature Selection Criteria

Studies were selected based on the following criteria:

> Peer-reviewed publications.

> Relevance to training and development and employee performance.

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM67208 | Page 4


https://ijsrem.com/

j.-t' “ARe
¢ TISREM 3

%0 7 International Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 10 Issue: 09 | Sep - 2026 SJIF Rating: 8.659 ISSN: 2582-3930
> Publications written in English.
> Articles published in reputable journals.
> Studies containing empirical or theoretical contributions to human resource management.
7. Data Collection Procedure

Relevant studies were identified using keywords including training, development, employee performance, human
resource management, employee engagement, training effectiveness, and learning and development. The selected
articles were reviewed, categorized, and synthesized according to their objectives, methodologies, findings, and
conclusions.

8. Data Analysis Method

The collected literature was analyzed using thematic analysis. Common themes, similarities, differences, and research
gaps were identified and synthesized to develop a comprehensive understanding of the impact of training and
development on employee performance.

0. Scope of the Study

The study focuses on published research examining the relationship between training and development and employee
performance across various industries and organizational settings. The review emphasizes the role of human resource
management practices in enhancing employee competence, engagement, and organizational performance.

10. Limitations of the Study

The study is limited to secondary data and does not include primary data collected through surveys, interviews, or
observations. The findings are based on published literature and depend on the quality and availability of existing
research.

Results and Discussion

The findings of this secondary review indicate that training and development have a significant and positive influence
on employee performance across various industries and organizational settings. The reviewed studies consistently
demonstrate that employees who participate in structured training programs acquire enhanced knowledge, technical
skills, and professional competencies, enabling them to perform their job responsibilities more effectively. These
improvements contribute to higher productivity, better work quality, increased efficiency, and stronger organizational
performance.

The literature further reveals that effective training programs positively influence employee engagement and
motivation. Employees who receive continuous learning opportunities tend to exhibit greater commitment, higher job
satisfaction, and increased confidence in performing their roles. This positive work attitude encourages employees to
contribute more actively toward achieving organizational objectives while reducing absenteeism and employee
turnover.

Another important finding is that the effectiveness of training depends not only on the availability of training programs
but also on their quality and relevance. The reviewed studies emphasize that organizations should conduct systematic
training needs assessments, establish clear learning objectives, adopt appropriate training methods, and evaluate
training outcomes regularly. Such practices ensure that training initiatives address organizational requirements as well
as employees' professional development needs.

The review also highlights the growing importance of digital learning technologies in modern organizations. Online
learning platforms, virtual training sessions, blended learning approaches, and digital skill development programs have
expanded access to continuous learning while improving flexibility and cost-effectiveness. Organizations adopting
technology-enabled training methods are better positioned to develop a knowledgeable and adaptable workforce

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM67208 | Page 5


https://ijsrem.com/

Al 1Y

b %
. n’s5m International Journal of Scientific Research in Engineering and Management (IJSREM)

w Volume: 10 Issue: 09 | Sep - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

capable of responding to rapid technological and market changes.

Furthermore, the literature indicates that organizational support plays a critical role in determining training
effectiveness. Supportive leadership, adequate learning resources, constructive feedback, and a positive learning culture
encourage employees to apply newly acquired knowledge and skills in their workplace. Consequently, organizations
that integrate training and development into their strategic human resource management practices achieve better
employee performance and stronger organizational competitiveness.

Despite the overall positive findings, several reviewed studies identify challenges that may reduce the effectiveness of
training and development initiatives. These challenges include insufficient management support, inadequate training
evaluation, limited employee participation, budget constraints, and the absence of follow-up activities after training.
Such factors may restrict knowledge transfer and reduce the long-term benefits of training investments.

The review also identifies several research gaps within the existing literature. Most previous studies have focused on
individual industries or specific organizational contexts, limiting the generalizability of their findings. In addition,
comparatively fewer studies have examined the long-term impact of digital learning, artificial intelligence-based
training, personalized learning systems, and hybrid workplace training on employee performance. Future research
should adopt longitudinal research designs and cross-industry comparisons to provide a broader understanding of how
emerging training practices influence employee outcomes.

Findings

The findings of this secondary review indicate that training and development are fundamental human resource
management practices that significantly enhance employee performance. The reviewed literature consistently
demonstrates that well-structured training programs improve employees' knowledge, technical skills, problem-solving
abilities, and confidence, leading to higher productivity and improved work quality. Continuous learning opportunities
also strengthen employee engagement, job satisfaction, and organizational commitment, enabling employees to adapt
effectively to technological advancements and changing business environments. Furthermore, organizations that align
training initiatives with strategic objectives and regularly evaluate training outcomes achieve better organizational
performance and sustainable competitive advantage. The review also reveals that management support, a positive
learning culture, and employee participation are essential factors influencing the success of training and development
programs. However, several studies identify challenges such as inadequate training evaluation, insufficient managerial
support, limited financial resources, and ineffective knowledge transfer, which may reduce the overall effectiveness of
training initiatives.

Suggestions

Based on the findings of this review, organizations should adopt a strategic and systematic approach to training and
development by conducting regular training needs assessments and aligning learning initiatives with organizational
goals. Training programs should be designed to address both technical and behavioral competencies while
incorporating modern learning approaches such as digital learning, blended learning, and continuous professional
development. Organizations should establish effective mechanisms to evaluate training outcomes and measure their
impact on employee performance using appropriate performance indicators. Management should actively support
employee learning by providing adequate resources, encouraging participation, and fostering a culture of continuous
improvement. In addition, organizations should promote employee engagement through mentoring, coaching, and
career development opportunities to maximize the long-term benefits of training investments. Future research should
focus on emerging technologies, including artificial intelligence, personalized learning systems, and digital training
platforms, to better understand their influence on employee performance across diverse organizational contexts.
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Conclusion

Training and development have become indispensable components of contemporary human resource management,
enabling organizations to build a skilled, adaptable, and high-performing workforce. This secondary review examined
the existing body of scholarly literature to understand the relationship between training and development and employee
performance. The findings consistently indicate that well-planned training initiatives enhance employees' knowledge,
technical competencies, problem-solving abilities, and professional skills, leading to improved job performance and
increased organizational productivity. In addition to strengthening individual capabilities, effective training programs
promote employee engagement, job satisfaction, and organizational commitment, which contribute to sustainable
organizational growth.

The review also highlights that the effectiveness of training and development depends on several critical factors,
including organizational support, leadership commitment, training design, learning culture, and systematic evaluation of
training outcomes. Organizations that align training programs with strategic objectives and employees' developmental
needs are more likely to achieve meaningful improvements in performance and competitiveness. Furthermore, the
increasing adoption of digital learning technologies and continuous professional development initiatives has expanded
opportunities for organizations to deliver flexible and effective learning experiences in rapidly changing business
environments.

Despite the positive relationship identified across the reviewed studies, the literature also reveals several research gaps,
particularly regarding the long-term impact of digital learning, emerging technologies, and industry-specific training
practices. These gaps provide opportunities for future researchers to explore innovative approaches that further
strengthen employee performance and organizational effectiveness.
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