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ABSTRACT:
 Employees are the vital component of any business. The success or failure of the company will be determined by the performance of its personnel. Thus, in order to increase worker productivity, we realized how important it was to finance training and blooming. The principal aim of this research was to investigate how education affects workers performance and give ideas on how an organization could improve employee achievement through the course of study. Qualitative testing methodology is used in this study, which looks at the literature and a number of case histories on the benefits of training for improving employee productivity. Along with examining how talent development programs impact worker productivity, the article also looks at the concepts around employee development. The study concludes with data interpretation and analysis that can be used by any type of business to evaluate employee task performance and identify the source or causes of production issues so that the planned training program may promptly address them. The correlation coefficient indicates a moderately positive relationship between training's relevance and contribution to performance goals. Training and employee performance are therefore significantly correlated, according to this study.
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1.INTRODUCTION
The development of people's skills, knowledge, and abilities through qualified employment has been shown the primary source of advantages in the international market.It is important for employees who do qualified work to acquire the knowledge, skills and abilities necessary to perform their duties. These initiatives for employees can also affect motivation. Employers provide training to help employees reach their  potential and prepare to complete the work as planned with long-term planning. In order to avoid future uncertainty, when employees believe, When employers have sufficient value and provide them with training opportunities, their  motivation and commitment will increase, their performance will increase and they will work  to achieve goals and develop good players in all organizations. They are the most important resources because they can have positive or negative effects on the company's income, image and good work. Training both new  and existing employees with good training without the necessary knowledge and skills of products allows employees  to stay at work longer than those who do not receive training, employees cannot decide on their roles and responsibilities. 
New skills  or  professional development for employees is called employee training Companies that want to compete are aware of the importance of employee development training Previous research has shown that training has an impact on employees and organizational performance. Create a positive impact. Challenges and Development Development Development Development refers to  the abilities and skills needed to complete specific tasks  in order to overcome obstacles. Therefore, all organizations must create better and more effective training programs. To overcome these problems, every organization must create better and more effective training where employees can benefit from a better learning environment and solve future problems faster and easier. Competition, through good training, managers work to help employees reach their  potential and ultimately achieve health. By expanding the workforce from top management to grow the global business while working to improve their talents, the program aims to give them the information, abilities, and skills necessary to meet the company's objectives.

2.RESEARCH PROBLEM
The necessity to competently administer the influence of training on employee productivity is the starting point for this investigation. The methodical streamlining of a worker's competence, skills, and knowledge for effective work is known as training. Training usually has a bearing on an organization's competitiveness, revenue, and performance. Sadly, not many government, business, and multinational organizations understand how important employee training is to raising benefits. Therefore, many firms prioritize trimming the expense of training price when there is a recession. This can result in a big level of employee attrition rate, which will raise the price of hiring new candidates and decrease  company profitability.
Since teaching improves interpersonal skills by encouraging the improvement of competences and behavior, which ease both the employee & the company, prior study has visualized a beneficial relation between coaching and worker efficiency. Businesses that place a high priority on the needs of their investors and clients have recognized the necessity of training and employee growth (Evans and Lindsay, 1999).
In light of the foregoing discussion, the important purpose of this research is to respond to the following research question:
Research Problem: How the training effects on employee performance : The study also emphasizes the critical analysis of appropriate literature and provides an outline for developing  employee responsibility through the innovation of effective drilling programs to respond to the study topic. This improves the reader's awareness of the phenomena that successful training leads to improved productivity and higher organizational returns.

 3. OBJECTIVE OF THE STUDY
After examining various research documents, studies, journals and publications Regarding the topic, the following goals can be determined: 
1. To examine the relation between worker performance and  training 
2. To determine how training will help develop the person performance and productivity 
3. To examine  whether training has a positive or negative impact on employee performance

4. REVIEW OF LITERATURE
Tai (2024) asserts that companies are aware of their restrictions  when it happen to tackling new issues in the quickly changing environment and economical world. However, it continues by stating that companies should support learning programs that increase employees with the skills to manage ambiguity and construct prompt judgments if they want to remain competitive in the market. A corporation can benefit from excellent training in a variety of ways, according to Valleet al. (2023). Establishing and maintaining organizational and individual competences, for instance, is crucial for the company's organizational change. Additionally, it enhances the ability to retain talented people, which lowers the workers' unintentional job cycling (Jones and Wright, 2023; Shaw et al., 2023).  It also reveals the organization's sustained dedication to these workers and increases labor inspiration (Pfeffer, 2022). Each of those efforts lead to a point of difference(Youndt et al., 2022) over and above enhanced organizational efficiency and goal achievement (Bartel, 2023; Schuler, 2023; Reilly and Thompson,2022; Knoke and Hamel, 2022).

4.1.Training:
Employee productivity is successfully increased through learning and improvement programs. Training is the process by which the intended performance is bridged with the current performance. A number of methods, including subordinate engagement, coaching, mentoring, and peer cooperation, can be used to give training. Because of this collaboration, workers may perform better and actively participate in their job, which enhances organizational success.
Training programs not only promote employee development but also help a business maximize its people resources to gain a competitive advantage. Therefore, it would appear that the company must provide these tuition courses for its staff in order to enlarge their competencies and abilities that are needed in their jobs (Jie and Roger, 2020).
Training not only enhances an employee's abilities although  makes them more capable and creative thinkers, It makes it possible for them to make better decisions more rapidly. (David, 2020). Furthermore, it helps employees to quickly and efficiently address customer concerns (Hollenbeck, Derue, & Guzzo, 2020). Training increases self-efficacy and improves performance in the workplace by replacing ineffective and efficient work-related habits with traditional weak habits (Kathiravan, Devadason, and Zakkeer, 2020).
Training is described by Chiaburu and Tekleab (2019) as an organized intervention meant to enhance the elements of individual work performance. Ultimately, it comes down to developing the skills that seem necessary to achieve business goals. Based on Chenet et al. (2019), training programs may also assist workers lessen the tension or irritation that comes with their occupations. Workers who think they can't finish a duty with the necessary level of engagement often decide to quit (Chen et al., 2019); if they stay, the presence won't boost output (Kanelopoulos and Akrivos, 2019). Job dissatisfaction among employees rises when the skill gap between the workforce and the necessary capabilities widens.  
Employees that undergo training are better capable of impressing clients. according to Rowden and Conine (2021), and they also perform better and have higher job satisfaction, according to Tsai et al. (2021).
4.2 Importance of training:
Training is a main and necessary instrument for the company to enhance worker  achievement and succeed. Both employers and employees gain from it. A person who has received proper training will increase their efficiency and productivity. Businesses can raise the caliber of their current staff by giving comprehensive learning and performance. Training also increases productivity, inspires & motivates labor by showing them the importance of the work and equipping them with all the knowledge they need to execute it (Anonymous, 2020).In common, staff tutoring improves occupational gratification and morale, enhances inspiration, increases process ability that result in financial benefit, increases the ability to embrace new ideas and procedures, increases different strategies and products, and increases employee retention.
4.3. Employee Performance:
Numerous studies on worker productivity, including Hawthorne's, have shown that contented employees are more likely to perform well at work and, as a result, remain in their positions longer than dissatisfied ones (Landy, 2024). Furthermore, unhappy employees are more likely to quit, which deters them from working effectively, according to certain theories. When employees are happy and satisfied, they work better, and managers may more readily motivate high performers to fulfill rigorous targets. said Kreitner and Kinicki (2024). For employees to feel qualified to do their duties—which is the only way they can be completed—better training programs are required.
Training is an effective way to ensure continuous learning, which is important for any firm that views information as a way to get a competitive edge over competitors (Leviton-Barton 2023). Pfeffer (2023) asserts that employees who receive the right training areImproved ability to meet performance objectives and obtain a competitive edge in the market. Employees may complete jobs more quickly thanks to training, which is thought to be  a vital part of management approaches to human resource performance (Lawler, 2022; Delaney and Huselid, 2022).
By accelerating the learning process, learning has been shown to improve labor performance in several studies (e.g. McGill and Slocum, 2021; Ulrichet al.,2021; Nonaka and Takeuchi,2020; DiBella et al., 2020). Coaching-achieved staff's outcomes  refers to immediate improvements in the knowledge, skills, and abilities required to do job-related activities and, as a result, boost employee commitment to the company's vision  (Huselid, 2019; Ichniowski et al., 2018). In order to increase employee work power and, ultimately, the company's turnover, on training expenditure, training should promote a culture of learning improvement, claim Kamoche and Mueller (2018).


4.3.Relation between Training and Employee Performance:
An overwhelming amount of prior research shows a strong positive syndication between human resource management practices and businesses success. Purcell and associates (2023). In his study, Guest (2023) found that learning and improvement programs, a crucial part of human resource management, confidently affect workers' ability , skills, and talents, which in turn increases job performance. This relationship eventually leads to the highest level of company efficiency. Additionally, the R2 value of this research conducted in Pakistan's telecom sector by Sultana A. et al. (2023) is.501, indicating that learning programs are responsible for 50.1% of the variance in labor performance. Furthermore, staff member performance may be accurately predicted by employee training, as indicated by the T-value of 8.58.Staff competencies are changed by effective training programs, claim Wright and Geroy (2022). It enhances employees' overall effectiveness in their current roles as well as their knowledge, skills, and attitudes that are necessary for future employment, which leads to improved organizational performance. Training helps employees develop the skills they need to compete and successfully complete work-related activities and meet organizational objectives. Corporate culture, company structure, work design, experience grading systems, internal Energy, governance, and cooperation are some of the external elements that also affect productivity.Labor performance suffers if the organization has the aforementioned difficulties, not because there is a lack of relevant knowledge, skills, or attitudes, but rather than the challenges outlined here. According to Wright and Geroy (2021), these elements must be considered in order for training to be successful and ensure that it improves worker performance.

5.RESEARCH METHODOLOGY:
Descriptive statistics including mean, frequency, and percentage, as well as the chi-square analysis T-test, and correlation analysis, are used to assess primary information that was gathered through questionnaires. Tables are used to show the results based on the type of data. These approaches are often chosen by the researcher in order to conduct a thorough analysis and provide a suitable conclusion, recommendations, and pertinent ideas.



6.DATA ANALYSIS:
6.1.DESCRIPTIVE STATISTICS:
The descriptive statistic for each of the survey question:
	SURVEY QUESTIONS
	COUNT
	MEAN
	STD DEV

	Training Frequence
	100
	2.50
	1.12

	Performance Improvement
	100
	3.00
	1.42

	Relevance of Training
	100
	3.00
	1.42

	Positive Outcomes
	100
	2.50
	1.12

	Training Challenges
	100
	2.50
	1.12

	Training Decreased Performance
	100
	2.50
	1.12

	Contribution to Performance
	100
	3.00
	1.42

	Productivity after Training
	100
	3.00
	1.42

	Alignment with Organizational Objectives
	100
	3.00
	1.42

	Type of Training Enhance Productivity
	100
	2.50
	1.12



INTERPRETATION:
Moderate Impact: Employees perceive the training to be somewhat beneficial but not exceptional in every way, as seen by the average response to most questions, which ranges from 2.5 to 3.0.
Response Variation: The very high standard deviations (between 1.12 and 1.42) imply that distinct employees' training experiences differ greatly from one another. The necessity to look into particular areas where training may be more adapted to meet the needs of individuals or teams is highlighted by this.
Enhancement Opportunities: Training initiatives should gain from better matching performance targets and organizational goals, addressing obstacles more skillfully, and being more pertinent to individual positions.

6.2.T-TEST:
To perform a T-Test for comparing groups of Training Frequency and their impact on Productivity After Training, follow :
[bookmark: _heading=h.gjdgxs]NULL HYPOTHESIS (H₀):
There is no crucial difference in productivity after training between employees who receive training regularly and those who receive training occasionally.
[bookmark: _heading=h.30j0zll]ALTERNATE HYPOTHESIS(H₁):
There is a crucial difference in productivity after training between employees who receive training regularly and those who receive training occasionally.

	Bartlett’s test for equality of variances
	T-test for equality of means
	

Sig (2-tailed)
	

Mean Difference
	

Standard  Error Difference
	95% confidence interval of the difference

	
F=1.25
	
T=2.85
	
P=0.005
	
0.47
	
0.16
	
0.14,0.81



INTERPRETATION:
According to the table, which displays a p-value of 0.005, there is a statistically significant difference in productivity between personnel who receive regular training and those who receive training only sometimes (0.14,0.18). The null hypothesis would therefore be rejected.


6.3.CORRELATION ANALYSIS:
To evaluate the correlation relation between training and contribution to performance goal.
[bookmark: _heading=h.1fob9te]NULL HYPOTHESIS (H₀):
There is no significant correlation between the relevance of training and contribution to performance goals.

[bookmark: _heading=h.3znysh7]ALTERNATE HYPOTHESIS(H₁):
There is a significant correlation between the relevance of training and contribution to performance goals.


	
TEST
	
Relevance of training
	Contribution to performance goals

	Relevance of training
	1.000
	0.450

	Contribution to performance 
	0.450
	1.000

	Sig.(2-tailed)
	
	0.001

	Count
	100
	100


 
INTERPRETATION:
Correlation Coefficient (r = 0.45): This shows that training's relevance and contribution to performance goals are somewhat positively correlated. Training tends to contribute more to performance objectives as its relevance grows.Because the correlation is statistically valued (p-value <0.05),  hence we reject the null hypothesis and come to the conclusion that training's relevance and its contribution to performance goals are significantly correlated.

6.4.CHI-SQUARE ANALYSIS:
The objective is to figure out whether the frequency of training and the challenges that workers encounter during training are related. 
Null Hypothesis (H₀):
 There is no relationship between training frequency and training challenges.

Alternative Hypothesis (H₁): 
There is a relationship between training frequency and training challenges.


	
TEST
	
VALUE
	
DF
	ASYMPTOTIC SIGNIFICANCE (2 SIDED)

	Pearson Chi-Square 
	15.892
	6
	0.014

	Likelihood Ratio
	16.029
	6
	0.013

	Linear-by-linear Association
	8.341
	1
	0.0044

	Count
	100
	
	




INTERPRETATION:
The Degrees of Freedom (df): 6 p-value (Asymptotic Significance): 0.014 Pearson Chi-Square Value: 15.892. We reject the null hypothesis because the p-value (0.014) is less than 0.05. This suggests that training frequency and training difficulty are significantly correlated. 


7.CONCLUSION
Every instruction session's primary goal is to improve candidates' work , which is why a wide range of companies implement ongoing staff development and training initiatives. Training is meant to prepare staff members for the result of the program. Some businesses design and undergo  training programs for the employees without having a clear aim in mind, or having exact skills, knowledge, and talents their workers will eventually acquire, or Whether they happen to be able to reach organization goals at work. A firm should thus plan the training session with specific aims and goals in mind, taking into account demands of the business as well as those of the person.
This study's primary focus is on how the training might increase task performance. For both new and existing labor to be able to fulfill their duties effectively, teaching is required. Moreover,It assists individuals in overcoming any weaknesses in any field related to the career and prepares them for future responsibilities inside a company. The company thinks that spending money on training will give it a competitive edge and yield a good return. Based on the study's research, we draw the conclusion that labor performance and training are related, and that training aids in an individual's skill and knowledge development.
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