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Abstract 

The objective of this research paper was to analyze various aspects of training 

 and development as well as their impacts on the performance of organizations. 

        For this purpose, primary data was collected from 300 employees of IT 

companies through a structured questionnaire randomly. The selected 

independent variables were Training Delivery Style, Training Design, Off-the-

job Training and On-the-Job Training while dependent variable was 

Organizational performance. Training and Development of employees was a 

mediating variable. The statistical techniques such as Descriptive Statistics, 

Reliability test, Correlation analysis and Multiple Regression Analysis were 

used to analyze data. Our findings show that On-the-Job training, Training 

design, Delivery style and Off-the-Job training have positive and significant 

impact on the performance of organizations.  
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1. Introduction 

             Training of employees is a kind of investment for any organization to 

enhance its capability. This part has become a norm with changing industry 

standards over the long period of time. To be a strong-competitor or a leader 

in an industry, the company needs to enhance its mentorship. There are 

multiple aspects that need to be considered for HRM to practice in the hiring 

process. These practices are described by (Redmon, et al., 2013). To 

accomplish organizational objectives adequately, it is significant that human 

resources should be managed according to the changing business environment. 

The proficient and experienced workforce is a basic necessity for each 

association. Aptitude conduct and frame of mind and efficient working are core 

need for organizational development (Neuman, 2006).Hiring and selection of 

employees are usually being done after training in Pakistan, but succession 

planning and performance evaluation are being ignored while employee 

training is needed to be implemented (Zhu, 2004). Previous studies (Shahazadi 

and Naveed, (2016); Ackah & Agboyi, (2016); Ndibe, (2014); Bruce, et al., 

(2011); Dajani, (2015); Gregoriou, (2009); Alvesson, (2012) and Redmon, et 

al., (2013) show that employees’ training is an important factor to attain the 

organizational goals. If proper training is given to employees, commitment, 

there work loyalty and productivity may increase which by the end increases 

organizational performance Strategic planning and outcomes cannot be 

successful until and unless employee training is not done in a particular 

manner. Awan and Islam (2015) have argued that satisfaction, attitude and 

training have significant impact on employees’ performance. So the business 

firm should focus on satisfaction and attitude because they have positive 

association with employees’ performance. Awan (2012) argues that employees 

are valuable asset of business firms and it is human capital. It must be 

developed through training, development and motivation.  
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             After going through the study background on Training of Employees, 

Development of Employees and Organizational Performance, it was found that 

a few studies are conducted on the relationship between Organizational 

Performance with new dimensions of Employees’ Training such as On Job 

Training, Off Job Training and Training Design. It was also observed that the 

role of Employees’ Development on Organizational Performance has also been 

investigated on limited scale. Therefore, we have intended to investigate the 

relationship between Training and Development of Employees and 

Organizational Performance through real life data in this study. 

     1.2 Hypothesis of the study 

      We have developed following four hypotheses for this study: - 

H1 On-the-Job Training has significant impact on organizational performance. 

H2: Training Design does helps improving organizational performance 

H3: Delivery Style of Training does improve Organizational Performance 

significantly. 

H4. Off-Job-Training has significant impact on organizational performance. 

In the light of these hypotheses we analyze previous research to know what 

research so far has been conducted on this topic. 

      2. Literature Review 

             We conducted literature review keeping in view the four hypotheses of the 

study. The brief sketch of review is given below: - 

              On Job Training (OJT) is an active methodology for indicating the 

capacities, data, and aptitudes needed for agents to perform specific work at 

workplace. Awan and Ahson ,(2015) stated that quality practices applied by 

companies have significant impact on employees’ performance. (Guttry, et al., 

(2018). Active planning uses the current workplace contraptions, machines, 

chronicles, rigging, and data to coach a worker to perform his duty efficiently 

(Bruce, et al., (2011).  Training can be carried out at workplace or at conference 

rooms or when the workers are performing their real jobs (Morgan, (2014). Job 
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satisfaction also improve the performance of employees. The business 

organization should equally give importance of the employees’ satisfaction 

(Awan and Asghar, (2014). The direct objective of on-job training is to use the 

current condition, instruments, and inclination getting readily available in the 

workplace to plan worker to complete their obligations—at work (Corrigan 

and McCracken, (1997). These studies have shown that the Organizational 

Performance is influenced by On Job Training of employees. Therefore, this 

research requires sorting out the relationship between Organizational 

Performance and On Job Training in the IT sector of Pakistan. For determining 

the relation thereof, the following hypothesis is developed: 

       H1. On-the-Job training has significant impact on organizational performance. 

In Pakistan, there is limited number of companies that have gained or adapted  

improvement programs. It is trend that is being adapted in a worker-based  

environment and people need to learn that training design is one of the most 

 important steps in the long run performance. The working environment can be  

boosted if a proper commitment is inculcated in the environment and job  

seekers are given a proper platform (Bruce, et al., 2011). In most of the  

customer care sectors, people leave jobs as they think that they are not being 

       given proper practical knowledge of working in the organization (Bremer, 

2012). By knowledge it means a work environment and increases their 

aptitudes in the work improvement. The Work schedule hence needs to be 

worked out and deal  in a proper manner (Reason, 2011). In order to make 

working environment be smooth, there is a need to be working with 

commitment in a smooth environment. Those organizations which have 

complex structures are not the only ones that are bound to professional 

bureaucracy but also the ones which want to increase learning procedures 

(Festing, 2013). These studies have shown that the Organizational 

Performance is influenced by Training Design of employees. Therefore, this 

research requires sorting out the relationship between Organizational 
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Performance and Training Design in the IT sector of Pakistan. For determining 

the relation thereof, the following hypothesis is developed: 

       H2. Training design does helps improving organizational performance. 

             The companies should be considering new devices and technology with a 

new delivery style through which they can train employees. Like simulation 

and virtual reality is being used in most of the companies to improve their 

delivery style for employees (Rayna & Striukova, 2016). Different types of 

models are developed in the field of architecture, and this hence decreases the 

costs and increases efficiency of work (Bruce, et al., 2011). In many places for 

the record, in abroad, new methods in augmented and virtual reality are being 

used to develop reaction time for employees (Gregoriou, 2009). This is because 

training depends on business needs for improvement programs to be successful 

in the longer run. The obligations of the employees thus need to be considered 

in this way, to keep scoring of possibilities to be normal. The greatest concern 

of time is that future barriers need to be considered. If companies are not 

concerned of the challenges that might come or arise in the time to come, then 

there will be problems (Baden-Fuller & Morgan, 2010). For this, growing 

organizations are finding new technologies, and new delivery style for better 

or best execution. The companies are considering new delivery style and 

technology with which they can train employees. Like simulation and virtual 

reality is being used in most of the companies to increase their motivational 

levels for employees (Rayna & Striukova, 2016). These studies have shown 

that the Organizational Performance is influenced by Training Delivery Style 

of employees. Therefore, we have to explore relationship between 

Organizational Performance and Delivery Style in the IT sector of Pakistan. 

For determining these relationships, we have developed the following thereof, 

the hypothesis: 

       H3. Delivery style of training does improve organizational performance 

significantly. 
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             The greatest concern of time is that future barriers need to be considered. 

If companies are not concerned about the challenges that might come or arise 

in the time to come, then there will be problems (Baden-Fuller & Morgan, 

2010). For this, growth-oriented organizations are searching new technologies, 

and new systems for improvement in their working. The companies should be 

considering new delivery style and technology with which they can train 

employees. Like simulation and virtual reality is being used in most of the 

companies to increase motivational levels of their employees Off-the-job 

training involves a spot that is close to real working environment, and the 

workers are asked to gain efficiency by training off job and on job (Gregoriou, 

2009). They are able to go to the environment where they can use new 

proficient tools for development in the fields (Guttry, et al., 2018). The 

example is of event management organizers, who are able to learn in seminars, 

or conventions. These studies have shown that the Organizational Performance 

is influenced by Off-Job-Training of employees. Therefore, we have to 

determine sorting relationship between Organizational Performance and Off-

Job-Training in the IT sector of Pakistan. For determining the relationship 

between these two variables, we have developed the following   the hypothesis: 

       H4. Off-Job-Training has significant impact on organizational performance. 

     3.Data and Methodology 

     3.1 Research Design 

             This is a qualitative study which is based on primary data that was collected 

through a structured questionnaire. The questionnaire has two parts. First part 

contains categorical data, which is qualitative with Nominal scale (Unranked 

categories) and Ordinal scale (Ranked categories). The second part has 

quantitative data which is based on 5-Points-Likert Scale. This scale has five 

options from 1 to 5. The design of the questionnaire was focused on targeting 

employees and managers of different IT firms. Major portion of the 
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respondents belong to southern Punjab. The data from respondents has been 

collected personally through field survey.  

     3.2 Sample of study 

             In this study, employees of entire IT Sector of Pakistan were target 

population from which 300 respondents were randomly selected as a sample 

from District Multan, Pakistan. The questionnaires were filled by Managers 

and middle level employees of Pakistan Telecommunication Ltd, Zong, Jazz, 

Ufone and Telenor Pakistan Ltd. 

     3.3 Selected Variables 

             The variables of the study are stated as under: - 

     3.3.1 Independent variables 

● Training delivery style 

● Training Design. 

● Off-the-job training. 

● On-the-job training. 

3.3.2 Mediating variable  

 Training and Development of employees  

3.3.3 Dependent variable 

Organizational performance. 

3.4 Conceptual Model 

      The conceptual model containing independent, moderating and dependent 

variables is shown in Figure 1.  
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Figure 1: Hypothesized research model. 

Independent Variables          Dependent Variable 

   

    

     3.5. Measures scale 

             The variables of this research were measured through five point Likert 

scale from 1to 5 in which 1 = Strongly Agree, 2=Agree, 3= Neutral, 4= 

Disagree and 5= Strongly Disagree.  Moreover, On-Job Training (Guttry, et 

al., 2018), Training Design (Bruce, et al., 2011), Delivery Style (Rayna & 

Striukova, 2016), Off-the-Job Training (Ackah & Agboyi, 2016) and 

organizational performance (Redmon, et al., 2013) were measured through 5, 

6, 6, 6 and 5items respectively. 

     3.6 Analytical Techniques 

             The following statistical techniques and software were used to analyzed the 

data and draw the results: - 

● Descriptive statistics 

 ● Reliability Test 

● Correlation Analysis 

● Regression Analysis 
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4. Empirical Analysis 

4.1 Descriptive statistics  

      The data of 300 respondents was entered into SPSS v.20 and analyzed 

 under the descriptive statistics of variables. The results are shown in Table 1. 

Table 1: Descriptive Statistics 

            Variables N       Minimum        Maximum      Mean SD 

          On Job Training     300 2.00 5 11.9133 4.86945 

          Off Job Training     300 1.45 5 17.6300 5.00432 

          Training Design     300 1.00 5 17.2367 5.48156 

          Delivery Style     300 1.00 5 17.8467 5.37209 

Organizational Performance    300 1.00 5 14.6000 4.46240 

 

       Table 1 shows the descriptive statistics of data normality and adequacy in 

which mean, minimum; maximum and standard deviation prove the normality 

of the current data. As the mean values of On Job Training, Off Job Training, 

Training Design, Delivery Style and Organizational Performance are all 

ranging from 1 to 5, which is the rating scale of these variables, therefore, it is 

found that there is no outlier or extreme value in the data of all these five 

variables. The values of the standard deviation of these variables are also 

falling within the acceptable range; therefore, the adequacy of the data is 

confirmed as there is not too much variation in the data. It means that the 

current results are in the acceptable range to be used for analysis.  

     4.2 Reliability Test 

            According to Salovey and Mayer, (1990), the value of Cronbach Alpha must 

be equal or higher than 0.7. The results of reliability test are shown in Table 2. 
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Table 2: Reliability Test 

            Scales No.    Items “    Cronbach Alpha 

            On Job Training 300 5 0.830 

            Off Job Training 300 6 0.927 

            Training Design 300 6 0.708 

            Delivery Style 300 6 0.860 

Organizational Performance 300 5 0.79 

 

      The results of reliability and validity analysis show the values of Cronbach 

alpha for each variable of this study which meet the required standard score 

(>0.7) of validity and reliability. After that the reliability is tested on the 

complete sample for N = 300 are 99.9%, which shows that accurate data has 

been processed. The values are above 0.7 and this shows that the study sample 

is the most reliable and can be used in the analysis.  

     4.3 Correlation Analysis 

             The correlation analysis is used to check the degree of relationship between 

variables. The results of this analysis are given in table 3: 

 

Table 3: Results of Correlation analysis 

       On Job 

Training 

Off Job 

Training 

Training 

      Design 

Delivery 

    Style 

Organizational 

      Performance 

On Job Training 

 Correlation         1 .810** .674**        .705       .763** 

     Sig. (2-tailed)           .000          .000          .000     .000 

N           300           300          300          300     300 

Off Job Training 

Correlation .810**              1 .911** .955**     .973 

      Sig. (2-tailed)          .000           .000          .000     .000 

N          300            300          300          300      300 

Training Design 
 Correlation .674** .911** 1 .925**          890** 

Sig. (2-tailed)          .000          .000           .000       .000 
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N          300            300          300          300         300 

     Delivery Style 

 Correlation .705** .955** .925** 1**           .961** 

Sig. (2-tailed)         .000          .000           .000         .000 

N         300          300           300           300         300 

      Organizational 

    Performance 

 Correlation .763** .973** .890** .961**                 1** 

Sig. (2-tailed)         .000         .000          .000         .000  

N        300          300         300         300       300 

                                                              Note: N = 300. 

       The results in Table 3 show that there is a positive and significant correlation 

between On Job Training and Organizational Performance (p = .000, r = .763). 

Off Job Training is positively and significantly correlated with Organizational 

Performance (p = .000, r = .963). Training Design also has positive and 

significant correlation with Organizational Performance (p = .000, r = .890). 

There is a positive and significant correlation between Delivery Style and 

Organizational Performance (p = .000, r = .961). 

     4.4 Regression Analysis 

             The results of regression analysis are shown in Table 4. 

Table 4: Regression Analysis 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .169 .194        3.448 .001 

On Job Training .209 .020 .209        2.436 .000 

Off Job Training .608 .047 .682         12.822 .000 

Training Design .198 .026 .120        3.809 .000 

Delivery Style .355 .038 .428        9.244 .000 

            a. Dependent Variable: Organizational Performance 
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       Table 4 show the significance relationship (P-Value .000) between On Job 

Training, Off Job Training, Training Design and Delivery Style Relations with 

Organizational Performance, which means there is a significant and positive 

relationship between the independent and dependent variables. The role of 

mediating variable is also significant. Thus, all four Hypothesis H1, H2, H3 and 

H4 of this study are proved and accepted. 

     5. Findings of study 

             Data of 300 respondents from IT companies of Pakistan was analyzed 

through SPSS v.20 software. The findings of this study are based on the results 

which are described as under: - 

●    It was found that the effect of on-Job Training on employee’s performance 

is high. These results match the findings of Olaniyan and Ojo (2008) who 

revealed that on-job training of the employees influences the general 

performance of the firm. This finding is consistent   with the findings of 

Adamu (2008) who found that on-job worker’s training is a conscious 

corporate approach instrument planned with the objective and goal to 

control its program decision and substance bundled to assess or take care 

of distinguished training needs or issues. 

●    It was also found that a firm’s qualities influence worker functioning to a 

higher degree. The finding is aligned with the study of Partlow (1996) who 

diagnosed that Organizations that build up its competencies as per the 

necessities of the workers and that of the Organization consistently get 

better outcomes. 

●   It was further found that employee’s development to a higher degree 

influences employee’s performance. This finding is consistent with the 

findings of Mark and Andrew (2000) who concluded that if employees 

training is carried out properly their knowledge, skill and performance 

would improve. This result is also in the line with the study of Phillip and 

Eves (2005) who found that employee’s development has such a 
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significant impact on employee’s performance through which a firm may be  

able to achieve its long term goals. 

6.Conclusion 

       In Pakistan, training of employees is not being given much importance  

and people are just being hired. In IT industry, training is given but job security  

is too low. The low scores in the analysis show that this topic still needs  

attention because many employees are not aware of their rights in jobs. Over  

the years, with the increased attention to administrative management, human  

resource management has played a more prominent role in organizational  

management as the impact of human resource management on innovation "in  

new ways" to create working conditions and improve employee skills.  

Education and development are important aspects of human resource  

management. It is important for companies to attract skilled and skilled  

employees in order to perform better and that employees are competent if they  

have the knowledge and skills to carry out assigned tasks. Education and  

development offer employees the opportunity to improve their careers and  

achieve better positions in the organization. This can improve the efficiency of  

the organization. Similarly, employees are the assets of the organization. If  

they are qualified and well educated, they will do better than those who are  

neither qualified nor trained. 

             The study concluded that organizational performance is significantly 

improved if the employees concerned are trained through systematic training 

procedures (identification and selection of the employees to be trained). In 

order for organizations to be more productive and keep their business 

performing, especially in the current era of increasing global competitiveness 

and increasingly complex work environments, the HR department must 

proceed to properly assess training needs before sending staff out for training. 
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      7. Study limitations and practical implications 

             Despite having some limitation the present study possesses several 

noteworthy theoretical and practical implications through the development and 

implementation of attitudinal and behavioral model that checks the impact of 

perceived external and internal employees’ training and development features 

on organizational performance.   

             The main limitation of this study is cost and official protocols of 

organizations that took a lot of time in contacting employees to improve their 

skills. Thus, the research was narrowed down to one industry namely 

Information Technology. The result may not be generalized with other 

industries. The study could not cover all the stakeholders’ aspects of 

management because the employees are not involved in training and 

development related discussion so they could be only approached to common 

known skills and growing environment. In general, the research has a dilemma 

that the strength of one strategy can be the weakness of other method on the 

same problem set as stated by (Mc Grath, 1982). Finally, the data was collected 

in one go cross sectional and it could be longitudinal as well if it were not 

academic study because longitudinal studies spread over number of years 

whereas academic studies is bound to be finished with specified short span of 

time. 

     8.Contribution of this study 

             This study contributes to research on the education and development of IT 

industry in Multan-Pakistan. There are many studies on education and 

development, but these studies are mainly conducted in western countries. This 

Research shows that employees in the IT industry believe that training and 

development are the most important factors in employee performance and 

productivity, which is why they are preferred. This study shows that IT 

management, interested in the firm's productivity and efficiency, have no 

choice but to resort to training and development. 



 Impact of employees’ training & Development on organizational performance  614 
____________________________________________________________________ 
 

      Acknowledgement 

       The authors are grateful to the anonymous referees of the journal for their 

extremely useful suggestions to improve the quality of the article. 

     Disclosure of conflict of Interests 

The authors declared no potential conflicts of interest with respect to the 

research, authorship and/or publication of this article. 

Funding: 

The authors received no financial support for the research, authorship and/or 

publication of this article. 

ORICD 

Abdul Ghafoor Awan  : https://orcid.org/0000-0001-5767-6229 

 

Notes on contributors 

      Rizwan Rashid is a research scholar at Department of Business Administration, 

Institute of Southern Punjab, Multan. He has completed his MS Business 

Administration under the supervision of Prof.Dr.Abdul Ghafoor Awan. He is seeking 

further higher studies in the same discipline. He can be contacted at his Email ID: 

rizwan.rasheed06@gmail.com. 

       Prof.Dr.Abdul Ghafoor Awan is serving as  Dean, Faculty of Management  

since 2010. He has two Ph.Ds. His first Ph.D. is in Business Administration from 

University of Sunderland, UK and his second Ph.D. is in Economics from Islamia 

University of Bahawalpur, Pakistan. He has so far supervised more than 400 research 

students of M.Phil in different disciplines. He has taught Ph.D. classes at Bahauddin 

Zakariya University, Multan. He is author of eight books on different topics. He has 

credit to have more than 300 research papers published in different impact factor 

international Journals. His research profile can be seen at Google Scholar, ORCID, 

Publons, and other global research databases. He can be reached at his Email ID: 

drabdulghafoorawan@gmail.com. 

                                                                  

 

https://orcid.org/0000-0001-5767-6229
mailto:rizwan.rasheed06@gmail.com
mailto:drabdulghafoorawan@gmail.com


 615                                M.Rizwan Rashid, Abdul Ghafoor Awan 

______________________________________________________________ 
 

       References 

       Abiodun, R.-A).(2010. Leadership Behavior Impact on Employee's Loyalty,  

            Engagement and Organizational Performance: Leadership Behavior and 

            Employee Perception of the Organization. Bloomington: AuthorHouse. 

                                                                                                                                 Google Scholar 

       ___________________________________________________________________ 

       Ackah, D. & Agboyi, M. R., 2016. The Effects of Training and Development 

            on Employee Performance in the Public Sector of Ghana. s.l.:GRIN 

             Verlag,.                                                                                  Google Scholar 

__________________________________________________________________ 

        Alvesson, M., 2012. Understanding Organizational Culture. s.l.:Sage. 

                                                                                                          Google Scholar 

____________________________________________________________________ 

        Aigbepue S. And Mammud V.E (2012) training, development and 

            organizational performance. join 10 (3), December, 2012. issn 1596 - 8308 

          . www.transcampus.org./journals, www.ajol.info/journals/jorind  

                                                                                                          Google Scholar 

        ______________________________________________________________ 

        Akinpoju, B. (1999): Educational Technology and teaching – learning process  

            in the 21st century. Adesomowo, P.O. (Ed), Basic of Education, Lagos  

            Triumph Books publishers.                                                       Google Scholar 

        ______________________________________________________________ 

        Amir Elnaga, Amen Imran. (2012), The Effect of Training on Employee 

             Performance, European Journal of Business and Management, .53  

                                                                                                          Google Scholar 

        ______________________________________________________________ 

       Awan, Abdul Ghafoor, Ahson,Nimra (2015). Impact of Quality Management  

           Practices on the performance of employees: A case study of selected Banks 

            of Pakistan. Research Journal of Finance and Accounting,l 6 (13):134- 

http://www.ajol.info/journals/jorind


 Impact of employees’ training & Development on organizational performance  616 
____________________________________________________________________ 
 

           146.                                                                                         Google Scholar 

        ______________________________________________________________ 

       Awan, Abdul Ghafoor,. Asghar, Iffat (2014). Impact of employee job  

            satisfaction on their performance: A case study of banking sector in 

            Muzaffargarh District, Pakistan. Global Journal of Human Resource  

            Management,   2 (4):71-94.                                                     Google Scholar 

        ______________________________________________________________ 

       Awan, Abdul Ghafoor (2012). Human Capital: DrivingForce of Economic 

            growth in selected  Emerging Economies, Global Disclosure of Economic  

             and Business, Vol  1 (1): 09-30                                            Google Scholar. 

        ______________________________________________________________ 

       Awan, Abdul Ghaffoor, Islam,Mariam (2015). Relationship between 

             satisfaction, attitude and performance: A case study of MCB Bank Ltd,  

             Journal of Marketing and Consumer Research, 7:11-18     Google Scholar 

       ______________________________________________________________ 

       Barzegar, N. & Shahroz, F.(2011).A Study on the Impact of on the job training 

            Courses on the Staff Performance (A Case Study).Social and Behavioral 

            Sciences., 29: 1942 – 1949                                                   Google Scholar. 

        ______________________________________________________________ 

       Brinkerholff, R.O (2013):Training professionals‟ usage and understanding 

             of Kirkpatrick‟s Level 3and Level 4 evaluations. International Journal of 

             Training and Development, 18(1).                                        Google Scholar. 

  ___________________________________________________________________ 

       Bruce, A., Hampel, B. & Lamont, E., (2011). Solving Employee Performance 

            Problems: How to Spot Problems Early, Take Appropriate Action, and 

            Bring Out the Best in Everyone. London: McGraw Hill Professional. 

                                                                                                                                   Google Scholar 

        ___________________________________________________________________ 

       Chukwunenye, I.O., and Igbokwe, B.N. (2011), Training, manpower 

            development and job performance: perception and relevance among civil  



 617                                M.Rizwan Rashid, Abdul Ghafoor Awan 

______________________________________________________________ 
 

            servants in Ebonyi State, Nigeria. Journal of Economics and International 

            Finance, 3(6), 399-406                                                        Google Scholar 

       _____________________________________________________________ 

       Cooke F L., (2000), Human Resource Strategy to improve Organizational 

             Performance: A route for British firms, Working Paper No 9 EWERC,  

             Manchester School of Management.                                       Google Scholar 

____________________________________________________________________ 

       Corrigan, P. W. & McCracken, S. G., 1997. Interactive Staff Training: 

             Rehabilitation Teams that Work. London: Springer Science & Business 

             Media.                                                                                  Google Scholar 

____________________________________________________________________ 

       Dajani, M. A. Z., 2015. The Impact of Employee Engagement on Job 

             Performance and Organisational Commitment in the Egyptian Banking 

             Sector. Journal of Business and Management Sciences, 3: 138-147 . 

                                                                                                         Google Scholar 

       _____________________________________________________________  

       Greve, H. R., (2003). Organizational Learning from Performance Feedback: 

              A Behavioral Perspective on Innovation and Change. Cape Town: 

              Cambridge University Press.                                             Google Scholar 

____________________________________________________________________ 

       Herzberg, F., (2008). One More Time: How Do You Motivate Employees? 

            . London: Harvard Business Review Press                          Google Scholar 

___________________________________________________________________ 

       Husolid, M., (1995). The impact of Human Resource Management; Practices  

              on Turnover, Productivity and Corporate Financial Performance. Academy 

              of Management Journal, pp. 635-672                                 Google Scholar 

____________________________________________________________________ 

       Ifenthaler, D. et al., (2010). Multiple Perspectives on Problem Solving and 

Learning in the Digital Age. s.l.:Springer Science & Business Media. 



 Impact of employees’ training & Development on organizational performance  618 
____________________________________________________________________ 
 

                                                                                                                                 Google Scholar 

       ____________________________________________________________________ 

       James Onyango and Daniel M. Wanyoike (2014) Effects of training on 

             employees performance: Asurvey of health workers in Siaya county Kenya 

            European Journal of Material Sciences, 1 (1):11-15.           Google Scholar. 

        _____________________________________________________________ 

       Kassimo (2012): Effects of manpower development on workers job 

             performance. European Journal of Educational Studies 4(3), 2012, Ocean 

             Publication.                                                                           Google Scholar. 

       ______________________________________________________________ 

       Kayode, T. (2001): The Role of Training in charge Management.  Journal of 

             the Institute of Personnel Management of Nigeria. 10(7):24 – 31 

                                                                                                          Google Scholar 

        ______________________________________________________________ 

       Khan, R.A.G., Khan, F.A. and Khan, M.A. (2011) Impact of Training and 

              Development on Organizational Performance. Global Journal of  

             Management and Business Research, 11, 62-68                Google Scholar 

       ______________________________________________________________ 

       Kun F . D, Ccowden R And Karodia A. M(2014) impact of training and  

              development on .employee performance: a case study of escon consulting  

              singaporean. journal of business .economics, and management studies 3 

              (3)                                                                                       Google Scholar 

        ______________________________________________________________ 

       Mahbuba Sultana (2013) Impact of Training in Pharmaceutical Industry: An  

              Assessment on Square Pharmaceuticals Limited, Bangladesh. 

             International Journal of Science and Research ,576-587.  Google Scholar 

       ______________________________________________________________ 

       Malone, V. M, (1984), Inservice training and staff development", Agricultural 

             extension: A reference manual, Â Rome: FAO, pp.12             Google Scholar 

       ______________________________________________________________ 

       Manu, J. S. (2004). Training and development techniques for improving 



 619                                M.Rizwan Rashid, Abdul Ghafoor Awan 

______________________________________________________________ 
 

              organizational performance for Ghanaian firms. The Graduate School,  

              University of Wisconsin-Stout , pp.1-43.                             Google Scholar 

       ______________________________________________________________ 

       McConnelll, R.C. (2004). Managing employee performance. Journal of Health  

              Care Management, 23(3):273–283.                                       Google Scholar. 

        ______________________________________________________________ 

       McDowall, A. and Saunders, M.N.K. (2010) UK Manager‟s Conceptions of  

             Training and Development. Journal of European Industrial Training, 34, 

              609-630.http://dx.doi.org/10.1108/03090591011070752            CrossRef    

        _____________________________________________________________             

       Mehrdad, A., Mahdi, S., Ali, S. (2009): A Study of on the Job Training 

            Effectiveness: Empirical Evidence of Iran. International Journal of  

            Business and Management, 4 (11):63-68.                             Google Scholar. 

        ______________________________________________________________ 

       Morgan, J., 2014. The Future of Work: Attract New Talent, Build Better 

             Leaders, and Create a Competitive Organization. New Jersey: John Wiley 

             and Sons.                                                                                  Google Scholar 

____________________________________________________________________ 

       Nasir Shaheen (2013)  Association of Training Satisfaction with Employee  

             Development aspect of Job Satisfaction.  Journal of Managerial Sciences, 

             162 VII (1 ):                                                                   Google Scholar/ISI] 

         _____________________________________________________________ 

       Nielson, B. (2010), Identifying your Organizational Training Needs. 

             http://www.yourtrainingedge.com/identifying-your-organizational- 

             training-needs-1.                                                                  Google Scholar 

        ______________________________________________________________ 

       O'Lawrence, H., (2016). Managing Workforce Development in the 21st 

              Century: Global Reflections and Forward Thinking in the New 

              Millennium. London: Informing Science.                            Google Scholar 

 ___________________________________________________________________ 

http://dx.doi.org/10.1108/03090591011070752


 Impact of employees’ training & Development on organizational performance  620 
____________________________________________________________________ 
 

       Parveen, Abida, Awan, Abdul Ghafoor (2019). Eeffect of organizational  

             justice, job satisfaction and trust on managers on employee performance,  

             Global Journal of Management, Social Sciences and Humanities, 4 (2)                 

                                                                                                          Google Scholar. 

____________________________________________________________________ 

       Perry, B. (2007). Organizational management and information systems. 

              Oxford: Elsevier.                                                                Google Scholar 

____________________________________________________________________ 

       Rayna, T. & Striukova, L., (2016). From rapid prototyping to home fabrication: 

             How 3D printing is changing business model. Technological Forecasting 

               and Social Change, pp. 214-224                                         Google Scholar 

____________________________________________________________________ 

       Redmon, W. K., Mawhinney, T. C. & Johnson, C. M., (2013). Handbook of 

              Organizational Performance: Behavior Analysis and Management. 

              London: Routledge.                                                             Google Scholar 

___________________________________________________________________ 

       Saeed, Farwa,.Awan, Abdul Ghafoor (2014). Impact of professional training  

             on employees' performance:A case study of Pakistani Banking sector. 

              European Journal of Accounting, Auditing and Finance Research. 2 

              (8):70-80                                                                               Google Scholar 

        ______________________________________________________________  

       Sisson, G. R., (2001). Hands-On Training: A Simple and Effective Method for 

             on the Job Training. London: Berrett-Koehler Publishers.  Google Scholar 

____________________________________________________________________ 

       Saleem, Q., Shahid, M. & Naseem, A. (2011).Degree of influence of training 

             and development on employee‟s behavior. International Journal of 

             Computing and Business Research., 2(3): 2229-6166       Google Scholar 

        _____________________________________________________________ 

       Sila A. K (2014) Relationship between training and performance: a case study 



 621                                M.Rizwan Rashid, Abdul Ghafoor Awan 

______________________________________________________________ 
 

             of kenya women finance trust eastern nyanza region, kenya. European 

              journal of business and social sciences,3 (1): 95-117       Google Scholar 

        _____________________________________________________________ 

       Sims, R. (2002). Organizational Success through Effective Human Resources 

             Management. Westport CT: Quorum Books.                    Google Scholar 

       ______________________________________________________________ 

       Singh, R. &Mohanty, M. (2012).Impact of Training Practices on Employee  

             Productivity: A Comparative Study. Inter science Management Review., 

             2(2): 2231-1513.                                                                   Google Scholar 

       ______________________________________________________________ 

       Smith, G.  (2010), How to Increase Job Satisfaction and Improve Employee 

              Engagement, www.chartcourse.com/articlepride.htm.        Google Scholar 

       ______________________________________________________________ 

       Talbot, J., 2012. Training in Organisations: A Cost-Benefit Analysis. New 

              York: Gower Publishing, Ltd..                                                Google Scholar 

____________________________________________________________________ 

      Williams, R. S., (2002). Managing Employee Performance: Design and  

             Implementation in Organizations. London: Cengage Learning EMEA. 

                                                                                                                                   Google Scholar 

        ___________________________________________________________________ 

       Wood, S. J. (2008): The impact of human resource and operational  

              management practices on company productivity: a longitudinal study. 

              Personnel Psychology, 61(3):467-501                                   Google Scholar 

        ______________________________________________________________ 

       Zaccaro, S. J. & Klimoski, R. J., (2002). The Nature of Organizational 

             Leadership: Understanding the Performance Imperatives Confronting 

             Today's Leaders. San Francisco: John Wiley & Sons.           Google Scholar 

____________________________________________________________________ 

 

 

http://www.chartcourse.com/articlepride.htm

