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Abstract
Investments in the development of human capital, which are concerned with the development
of knowledge, competencies and qualifications of employees, are considered more important
today for the performance of an organization and for the economic growth of a country
than investments in physical capital. Keeping this in perspective, this research examined the
effect of the determinants of training such as training and development, strategic objective,
culture and value, knowledge and skills, rewards and promotion, readiness and flexibility on
job performance, effectiveness, and efficiency of employees in a large service conglomerate.
The results indicated significant positive relationship of training and development,
strategic objectives, culture and values, knowledge and skills, rewards and promotion with
job performance, effectiveness, and efficiency of employees. The study also reported the
importance of training, strategic objective, culture and value, knowledge and skills, rewards
and promotion to augment job performance, effectiveness and efficiency but undermined the
significance of readiness and flexibility. The employees underpin motivational factors that
are responsible for better job performance. The findings suggest that harnessing all these
determinants may render service organizations with the potential to foster job performance,
effectiveness, and efficiency of employees.
Keywords: Training, Rewards, Performance, Effectiveness.
Introduction
Employee training is at the heart of modern
management practice in any organization
(Purcell, 2000). From a management point
of view, training programmes are expected to
provide numerous benefits to the organization
including employee development, increased
productivity and improved employee
performance (Watson, 2008). Training and
employee development are vital contributors

to organizational success and will continue
to be so in the foreseeable future. Changes
in economic forces and globalization point
to the importance of human resources and
skilled “knowledge workers” as key sources
of sustainable competitive advantage
(Drucker, 1999). Every indication is that
the need for training will continue given
increasing demands on organizations to boost
productivity, keep pace with technological
advances, meet competitive pressures, use
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team-based decision-making and problemsolving, reengineer processes, and satisfy
employee development and retention
requirements.
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With this emphasis on learning and skill
development, employers hope expenditures
will yield a favourable return on their
investment. Studies suggest that many
training and development activities are
implemented on blind faith in the hope that
they will produce results (Arthur et al.,
2003). One study found that employers who
were in the top quartile of their peers relative
to the average training expenditure per
employee experienced 24 per cent highergross profit margins, 218 per cent higher
income generation per employee, and a 26 per
cent higher price-to-book value of company
stock price relative to those employers in the
bottom quartile (Wells, 2001).
Objective of the Study
The present study is aimed at examining the
effect of various determinants of training
on job performance, effectiveness and
efficiency of employees especially in a
multinational company’s (MNCs) service
firm operating in Bangladesh. It is also
rational to say something about the training
and development landscape in Bangladesh.
With regard to training in public entities, the
Bangladesh Public Administration Training
Centre (BPATC) conducts most of the
training and development activities for all
officers employed in ministries, departments
and directorates to make them aware of
government policies, familiarize them with
government rules and regulations and keep
them up-to-date with contemporary issues
of public administration and management
(BPATC, 2009). The Asian Development
Bank (ADB) study pointed out that fewer
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than 5 per cent of the employees in the private
sector receive formal employer-sponsored
training either in the workplace or offsite
(ADB, 2007). Considering the pressing for
training and development, the present study
attempts to determine the effect of training
in a multinational company operating in
Bangladesh and the determinants influencing
employee’s performance, effectiveness and
efficiency. Though a number of studies
have been conducted in different developed
countries related to training none of them
(Smith & Dowling, 2001; Saks & Belcourt,
2006; Kurosawa, 2001) empirically
looked into the impact of training on job
performance, effectiveness and efficiency
in a local context and more specifically in
Bangladesh. The present study will shed
light to determine the determinants of
training contributing to job performance,
effectiveness and efficiency of employees
in the organization. This will be one of
the premier empirical studies to explore
the effect of training on job performance,
effectiveness and efficiency of employees
within a large MNCs’ service organization.
Literature Review
Employee Training and Development is
aimed at improving individual, team and
organizational effectiveness (Kraiger &
Ford, 2007) and is regarded as one of the
most widespread human resources (HR)
practices (Boselie et al., 2005). To remain
competitive in the new economy and the
rapidly changing environment, corporations
and even small businesses need to keep
employees working at the top of their games
once they are hired and this has to be done
by formal training (Morin & Renaud, 2004).
In contrast, job performance which is one
of the variables of the study is defined as an
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aspect of the work behaviour domain that
is of relevance to job and organizational
success (Austin et al., 1991). It represents
a sample of the universal behaviours an
individual performs in the course of work
that is relevant to judging success. It is a key
construct in human resource management
because the criteria for promotion as well
as for selection validation purposes are
frequently drawn from the job performance
domain. Job performance is a commonly
used, yet poorly defined concept, in industrial
and organizational psychology–the branch
of psychology that deals with the workplace.
It most commonly refers to whether a person
performs his/her job well. Performance is an
extremely important criterion that relates to
organizational outcomes and success. From
a psychological perspective, Campbell
describes job performance as an individual
level variable. That is, performance is
something a single person does.
The American Society for Training
and Development estimates that U.S.
organizations spend almost $110 billion on
employee learning and development annually,
with an average expenditure of more than
$1,400 per employee (Rivera & Paradise,
2006). Performance is a function of several
factors, but perhaps it can be boiled down to
three primary concerns: ability, motivation,
and environment. Each individual has a
unique pattern of strengths and weaknesses
that play a part. But talented employees with
low motivation are not likely to succeed
because motivation affects willingness to
learn (Kraiger & Ford, 2007). In addition,
other factors in the work environment or
even in the external environment, which
includes personal, family, and community
concerns, can impact performance either
positively or negatively. If an employee’s
performance is not up to standards, the cause

could be either a skill problem (knowledge,
abilities, technical competencies), an
effort problem (motivation to get the job
done), and/or some problem in the external
conditions of work (e.g. poor economic
conditions, supply shortages, difficult sales
territories). Any of these problem areas
could cause performance to suffer (Scott &
Kenneth, 1985). Although there are many
determinants that might trigger training and
subsequently job performance, the present
study has considered only five variables
including training and development, strategic
objectives culture and values, knowledge and
skills, rewards and promotions, and readiness
and flexibility and assumed that these are
part and parcel of training initiatives which
would affect job performance, effectiveness
and efficiency in the organization.
Training and Development (TAD)
Training can be defined as the systematic
acquisition of knowledge, skills and attitudes
that together lead to improved performance
in a specific environment (Salas et al.,
2006). It is also defined by Patrick (2000) as
a systematic development of the knowledge,
skills, and expertise required by a person
to effectively perform a given task or job.
Landy (1985) defined job training as “a
set of planned activities on the part of an
organization to increase the job knowledge
and skills or to modify the attitudes and
social behaviour of its members in ways
consistent with the goals of the organization
and the requirements of the job”. Conversely,
employee training and development is
regarded as one of the most widespread
human resources practices (Boselie et al.,
2005). As the overall focus of TAD is on
improving employee performance (Kraiger
et al., 2004), a central issue is whether there
is a direct relationship between TAD and
employee outcomes.
25
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Employees who perceive that they are not
being provided with sufficient training
opportunities might develop higher turnover
intentions (Pfeffer & Sutton, 2006). Based on
arguments from the social exchange theory
(Shore et al., 2006), employees who perceive
that their employer provides sufficient and
relevant training opportunities might be
more reluctant to leave their employer, as
they feel obliged to reciprocate the offer
provided (Benson et al., 2004). There is an
increasing awareness in organizations that
the investment in training could improve
organizational performance in terms of
increased sales and productivity; enhanced
quality and market share; reduced turnover,
absence and conflict (Huselid, 1995). The
knowledge and skills that workers acquire
through training have become important in
the face of the increasing rapid changes in
technology, products, and systems. Most
organizations invest in training because they
believe that higher performance will result
(Kozlowski et al., 2000). From the above, it
can be hypothesized that:
H1: Training and development will be
positively related to job performance,
effectiveness and efficiency of employees in
the organization.
Strategic Objective, Culture and Value
(SOCV)

The term “strategic objectives” refers to an
organization’s articulated aims or responses
to address major changes or improvements,
competitiveness or social issues, and business
advantages. Strategic objectives generally
are focused both externally and internally
and relate to significant customer, market,
product, or technological opportunities and
challenges (strategic challenges). Broadly
stated, they are what an organization must
26

achieve to remain or become competitive
and ensure long-term sustainability. Strategic
objectives set an organization’s longer-term
directions and guide resource allocations
and redistributions. Organizational culture,
which refers to a system of shared meanings
and manifestations of organizational
behaviour (Kopelman et al., 1990), is
critical to all forms of organizational
activity, as it represents a core set of values
governing the attitudes, interactions and
behaviours employees adopt towards their
work environment and, consequently, their
decision regarding training. On the other
hand, values are central to understanding the
meaning that people place on work (Nord,
Brief, Atieh, & Doherty, 1990) and the
degree of satisfaction that they find when
they ‘fit’ in a given work environment.
Strategic objective, culture and value
regarding training and development sets
objectives, demands a yardstick to measure
the fulfillment of the objectives of training
programmes. If that training objective lacks
specificity or measurability, it is not very
useful for an organization, simply because
there is no way of determining whether it is
helping the organization to move toward the
organization’s mission and vision. Most of
the strategic objectives are directed toward
generating greater profits and returns for the
owners of the business, others are directed
at customers or society at large (Simone,
2010). According to Smith (2009), culture
is what naturally emerges as individuals
transform themselves into social groups as
tribes, communities, and ultimately, nations.
In other words, culture is comprised of
distinct observable forms that groups of
people create through social interaction
and use to confront the broader social
environment. This second view of culture is
most relevant to the analysis and evaluation
of organizational culture and to cultural
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change strategies that leaders can employ to
improve organizational performance. From
the above, it can be hypothesized that:

http://mmj.uum.edu.my/

H2: Strategic objective, culture and value
related to training and development will
be positively related to job performance,
effectiveness and efficiency of employees in
the organization.
Knowledge and Skills (KS)
Knowledge is what a person knows that is
relevant to the job (e.g. knowledge of legal
procedures for a police officer). Skill refers
to a person’s current level of performance
on a particular task or family of tasks. Skills
can be classified as either mental (e.g. report
writing) or physical (e.g. dragging heavy
weight) although most job tasks involve
elements of both. Skill reflects a person’s
current level of performance. Skills can be
assessed by a variety of devices, including
Assessment Centres, psychological tests,
and work samples. Training has been linked
to higher profits in firms (Hambledon Group
Ltd., 2000) and skill differentials form an
enduring aspect of national differences in
productivity (Broadberry & O’Mahony,
2004). The role of skills is particularly
significant. Although it is generally asserted
that the way to achieve high profits and high
performance organizationally is through
high skills competition and a high skills
economy (Brown, 2001), in practice, many
firms can and do compete on the basis of
cost (Bach, 2005). Nor does switching to
high-skills competition necessarily result
in high-skills labour. As Hannon’s (2005)
research reveals, moving to knowledgeintensive competitions has a variable, rather
than a positive, impact on workers’ skills.
Smith and Sadler-Smith (2006) reported
knowledge-workers as those who not

only acquire knowledge, but also who
understand the importance of sharing that
knowledge across the organization, thereby
emphasizing network, relationships and
trust. The important factor is how far they are
recognized as critical to the organization, and
how far their knowledge-sharing is promoted
by the organization rather than being viewed
as ‘time-wasting’. Because knowledge
workers become the central plank of the
labour process, HRM takes up a critical role
in appointing, retaining and harnessing their
skills to the full (Purcell et al., 2003). From
the above, it can be hypothesized that:
H3: Knowledge and skills related to training
and development will be positively related
to job performance, effectiveness and
efficiency of employees in the organization.
Rewards and Promotion (RP)
Achieving and sustaining competitive
advantage necessitates that organizations
leverage human capital in a desired direction
(Boxall & Purcell, 2003). The principle
means by which this is accomplished is
through the incentive power of rewards
(Lawler, 2000). Viewed through the lens
of the agency theory, various types of
rewards can be used by an employer to
direct employee behaviours and align
employee–employer interests (Eisenhardt,
1989). The expectancy view also suggests
that motivation increases when a behaviour
is highly instrumental to achieving valent
outcomes (Porter & Lawler, 1968). Incentiveoriented rewards, for instance, are widely
used to support competitive strategies, such
as innovation, quality, and customer focus
(Allen & Kilmann, 2001). Organizationally,
promotions serve the critical role of ensuring
the optimal allocation and utilization of
human resources (Kaplan & Ferris, 2001).
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Promotions represent opportunities for
coalitions to maintain or wrest control of
key organizational positions.
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In recent years there has been a growing
emphasis in the literature that reward should
be utilized as a strategic tool to manage
corporate performance and to influence
corporate values and beliefs (Lewis, 2006).
An effective compensation and reward
philosophy takes into account the dynamic
nature of the organization’s change initiatives
(Flannery, Hofrichter, & Platten, 1996) while
allowing the firm to establish and navigate
its ultimate course (Condrey, McCoy, &
Fleury, 2006). Reward programmes that
help organizations achieve specific change
goals such as greater creativity, innovative
products, competitiveness, collaboration
and teamwork, employee commitment and
loyalty, long-term plans, and continual
learning and application of new skills are
positively related to organizational goal
achievement (Ulrich, Zenger, & Smallwood,
1999). From the above, it can be hypothesized
that:
H4: Rewards and promotions related to
training and development will be positively
related to job performance, effectiveness and
efficiency of employees in the organization.
Readiness and Flexibility (RF)
Before trainees can benefit from any form
of training, they must be ready to learn
(Goldstein, 1986). Trainee readiness refers
to both the maturational and experiential
factors that a learner brings to the training
programme. Readiness, though, is typically
seen as primarily due to the number and
kind of previously learned intellectual
skills (Gagne, 1985). To examine readiness,
the capabilities of the trainees must be
investigated in the context of the ability
28

requirements of the training programme
content (Fleishman & Mumford, 1989).
If there is a mismatch between the ability
requirements of the training programme and
the training capabilities of the trainee, the
training programme will fail.
Readiness to learn is how a group comes
to recognize that stimuli for learning
are occurring and that the group needs
to change, learn something in order to
accomplish its work, and to actually make
a decision to take action (Sessa & London,
2006). Groups are more likely to be ready to
learn when they have appropriate boundary
permeability and when they are sensitive
to the demand and concerns of other
individuals and as they grow in maturity. As
groups mature, they appreciate teamwork,
welcome individual expression, and engage
in experimentation and collaboration (Kasl
et al., 1997). Readiness is the maturity
and experience factors in a trainee’s
background. Recognizing individual
differences in readiness is as important
in organizational training as it is in any
other teaching situation. The receptiveness
and readiness of participants in training
programmes can be increased by having
them complete questionnaires about what
they are attending training for and what they
hope to accomplish. However, managers can
undertake six strategies (Bohlander & Snell,
2004) such as using positive reinforcement,
eliminating threat and punishment, being
flexible, having participants set personal
goals, designing interesting instructions, and
breaking down physical and psychological
obstacles to upkeep the training environment
conducive for learning. In addition, it
promotes diversity, cross-training, and has a
positive impact on workplace culture, morale
and employee recruitment, engagement and
retention (Whetten & Cameron, 2007). From
the above, it can be hypothesized that:
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that these variables (e.g., training and
development, rewards and promotion,
strategic objective, culture & values,
readiness and flexibility, knowledge and
skills) are interrelated and either individually
or collectively they are liable to sustain job
performance, effectiveness and efficiency in
the organization.
Methodology

Participants
Control variables such as demographic
characteristics of gender and age were
recorded in the study. The key participants
in the study were mainly from managerial
positions of a German multinational
company operating in Bangladesh. The
reason to target only them was because they
were expected to provide a comprehensive
response pertaining to the strategic
importance of training and development in
the firm. Moreover, the number of managerial
employees was prolific in the corporate head
office and to have maximum representation,
the research deliberately took all participants
from managers than non-managers. Of them,
11% were from top management, 59% were
from mid- management and 30% were from
the frontline. Out of 100 participants, 79%
were males and 21% were females. The
respondent’s ages, however, ranged from
30 years to 52 years. The maximum work
experience of the participants was 15 years
and the lowest was 1 year.
Sampling

The respondents were managerial employees
of a German multinational company
operating in Bangladesh and the actual
population was 264. A mail survey was
30

conducted from December 2010 to February
2011 to obtain data. It was promised that
the name of the company would not be
disclosed due to ethical reasons. The
respondents were selected randomly and the
questionnaires were provided initially among
200 managers. With regard to questionnaire
mailing, 42 surveys were returned because
of missing addresses or the respondents had
moved to unknown locations. Deducting
the undeliverable questionnaires from the
original 200 mailed, the valid mailing was
158 surveys, from which 128 responses were
received and 104 responses were identified
as complete. Of them, only 100 were usable.
The effective response rate was 50%.
According to Aaker, Kumar and Day (2001)
the response rate for a mail survey without
an appropriate follow-up procedure is less
than 20%, thus the response rate of this
study is considered acceptable. Moreover,
in Bangladesh, the effective response
rate of a mail survey ranges from 40% to
50%. This was in congruent with the study
reported by Miah and Talukder (2012) in an
empirical study. All the participants were
given a letter, attached to the questionnaire,
from the researcher explaining the context
of the research. No information was asked
on the identity or contact information of
the respondents. All employees received
the questionnaires through mail following
ethical approval. Employees were assured
of the confidentiality of their responses.
Measurement
The instrument comprised 5 independent
and 2 dependent variables. In total there
were 7 variables consisting of 35 questions
and each variable had 5 items. Rigorous
literature review was carried out to support
the validity of the self-administered
structured questionnaire. According to
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Stevens (1996) to frame an instrument and
subsequently to obtain data in a quantitative
study there has to be around 20 respondents
for each variable and this also supports
statistical power to the research. In the
study, the effective sample size was 100 and
this consisted of 5 independent variables
in addition to 2 dependent variables,
each having 5 items to see to what extent
these items accounted for the dependent
variables. Hence, the instrument can be
justified. The dependent variables were job
performance, efficiency and effectiveness,
and the independent variables were training
and development, rewards and promotions,
readiness and flexibility, knowledge and
skills and strategic objectives, culture and
values. All items used the 5-point Likert
scale ranging from highly disagree (1) to
highly agree (5). The items of each construct
were in the form of statements that were
direct, simple and concise. The participants
had to tick the boxes next to each question
according to the extent of their agreement
(scale was provided at the beginning of
the questionnaire). The data obtained were
analyzed with SPSS for Windows 11.5. To

measure the reliability of the items, Cronbach
alpha value was calculated and to obtain the
maximum alpha value, factor analysis was
executed. In order to test the hypotheses, the
analysis of Pearson correlations and linear
regression were used.
Findings and Discussions
Factor Analysis
The factor analysis revealed 7 variables
with Eigen values, percentage of variance
explained and cumulative percentage of
variance (Table 1). Of them, 2 variables; job
performance, efficiency and effectiveness
represented Eigen values which were greater
than 1. These two variables captured more
than 95% of the variance explained in the
study. Factor analysis was carried out to
eliminate the inconsistent items with low
factor coefficient values to have higher alpha
(α >.7) values. By and large, the alpha value
greater than 0.7 is acceptable for further
analysis (George & Mallery, 2003).

Table 1
Eigen Values and Total Variance of the Items Explained in the Study
Variables
Job Performance
Efficiency & Effectiveness
Training & Development
Strategic OCV
Knowledge & Skills
Rewards & Promotion
Readiness & Flexibility

Eigen values
5.68
1.00
.19
5.42E-02
2.66E-02
2.01E-02
1.76E-02

% of variance
explained
81.27
14.24
2.79
.77
.38
.28
.25

Cumulative % of
variance
81.27
95.51
98.3
99.07
99.46
99.74
100

Extraction: Principal Component Analysis
Descriptive Statistics, Reliabilities, Correlations and Regression Analysis
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performance, efficiency and effectiveness
of employees in the organization. The
study found (Table 2) significant positive
relationship of training with job performance
(r=.91**, p<.01), efficiency and effectiveness
(r=.88**, p<.01) in the organization. Thus
hypothesis 1 is accepted. The regression
results in Table 3 also supported the
hypothesis with job performance (β=.95*,
p<.05), efficiency and effectiveness (β=93.*,
p<.05). Hypothesis 2 predicts that strategic
objective, culture and value related to training
and development will be positively related to
job performance, efficiency and effectiveness
of employees in the organization. The
research indicated significant positive
relationship of strategic objective, culture
and value with job performance, (r=.92**,
p<.01) efficiency and effectiveness (r=.89**,
p<.01). Thus hypothesis 2 is accepted. This
is also supported by the regression analysis
(β=.95*; β=.93*).
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Descriptive statistics, reliabilities, and
coefficient values of all the variables are
displayed in Table 2. The mean scores were
calculated by equally weighting the mean
scores of all the items. The study found
the highest mean score for efficient and
effectiveness as 4.31. This signifies that
training could play a vital role in bringing
efficiency and effectiveness of employees
to the organization. The mean score of job
performance was 3.92. This indicated that
job analysis was vital to improve individual
performance. Similarly, the mean scores
of rewards and promotion, readiness and
flexibility, knowledge and skills, strategic
objectives, culture and values, training and
development were reported as 3.88, 3.83,
3.83, 3.83, and 3.82 respectively implying
the importance of these variables in making
training as a solid investment for the
organization.
Hypothesis 1 predicts that training and
development will be positively related to job
Table 2

Means, Standard Deviations, Reliabilities and Correlations among Variables
Mean

SD

1

1. Training & Development

3.82

.44

(.81)

3. Knowledge & Skills

3.83

.41

.98**

2. Strategic OCV

4. Rewards & Promotion

5.Readiness & Flexibility

3.83

3.88

3.83

2

.97**

(.82)

.43

.97**

.98**

.47

.73

.05

3

.97

(.9

.05

.07

6. Job Performance

3.92

.42

.91**

.92**

7. Efficiency & Effectiveness

4.31

.45

.88**

.89**

(

Variables

4

.97**

(.8)

5

6

.92**

.06

.94**

(.7)

.04

(.8)

.89**

.90**

.06

.94**

7

(.81)

N=100;**p<.01; all items measured in 5-point scale.

Hypothesis 3 predicts that knowledge and
skills related to training and development
will be positively related to job performance,
32

efficiency and effectiveness of employees
in the organization. The study reported
significant positive relationship of knowledge
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and skills with job performance (r=.92**,
p<.01), efficiency and effectiveness (r=.89**,
p<.01). Thus hypothesis 3 is accepted. This

is also supported by the regression analysis
(KS with JP and EE as β=.96*; β=.94*
respectively).

Table 3
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Regression Results of Variables in the Study

Variables
Training &
Development
Strategic OCV
Knowledge & Skills
Reward & Promotion
Readiness & Flexibility

Dependent
Job Performance

Dependent
Efficiency & Effectiveness

β

T

F

AR2

Β

T

F

AR2

.95*
.95*
.96*
.98*
–.01*

23
23
23
26
.38

512
534
537
676
.15

.83
.84
84
.87
.01

.93*
.93*
.94*
.95*
–.01*

19
19
19
20
.59

343
358
359
422
.34

.77
.78
.78
.81
.01

*p<.05
Hypothesis 4 predicts that rewards
and promotions related to training and
development will be positively related to job
performance, efficiency and effectiveness of
employees in the organization. The research
found significant positive relationship of
rewards and promotion with job performance
(r=.94**, p<.01), efficiency and effectiveness
(r=.90**, p<.01). As such the hypothesis
is accepted. This is also supported by the
regression analysis (RP with JP and EE as
β=.98*; β=.95* respectively). Hypothesis
5 predicts that readiness and flexibility
related to training and development will
be positively related to job performance,
efficiency and effectiveness of employees
in the organization. The study indicated
no relationship of readiness and flexibility
with job performance, efficiency and
effectiveness. So, the hypothesis is rejected.
This is also supported by the regression
analysis (RF with JP and EE as β=–.01*;
β=–.01* respectively).

The research found significant positive
relationship of training and development
with job performance, effectiveness and
efficiency of employees. Similar findings
were reported by Kintana, Alonso and
Olaverri (2006) as they indicated that
training has positive effects on productivity
(r=.04). In another study, Zheng, Morrison
and O’Neill (2006) noted that training has
positive effects on competency, turnover,
and employee commitment. Martell and
Carroll (1995) indicated that training has
positive effects on perceived business unit
performance (r=.15**). Employers also see
a bottom-line benefit from strategicallydesigned training activities. Hatch and Dyer
(2004) provide empirical evidence that the
investment in firm-specific human capital
(e.g. training and other interventions)
significantly increases firm performance.
Research in strategic human resources is
beginning to link investment in human
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capital including training to broader
organizational outcomes such as a firm’s
financial performance and shareholder value
(Huselid, Jackson, & Schuler, 1997; Pfau &
Cohen, 2003).
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Regarding the second hypothesis, the study
found significant positive relationship of
strategic objective, culture and values of
the firm with job performance, effectiveness
and efficiency of employees. This finding is
consistent with Nixon (1995) who suggested
that training can change the organizational
culture to empower employees to deal
with the uncertainty, complexity, chaos,
and confusion of the modern workplace.
Gill (1995) recommends linking training
to organizational needs and strategic goals,
managing training with a system view,
and evaluating training with an eye to
continuous improvement––all activities
traditionally associated with organizational
development. In another study, Noe and
Colquitt (2002) focused on features of the
training environment that influence how
much trainees learn during training and how
much this learning results in changes in their
on-the-job behaviour to make the training
effective. To have maximum results out
of the training, the organizational strategy,
culture, and values have to be consistent
with training initiatives.
The study shows positive relationship of
knowledge and skills with job performance
effectiveness and efficiency of employees.
This can be compared to the study of
Hansson (2007) where he mentioned that
issues of human resource management
practices, line management involvement
and the opportunity to practice skills were
as important as the product specifications
in development skills. Moreover, Phillips
(1994) reported that U.S government
supervisory skills training increased Return
on Investment (150%) and had positive
34

effects on the skills. Another survey found
that 96 per cent of job applicants reported
that the opportunity to learn new skills was
very important when evaluating a prospective
employer (Leonard, 2001). In today’s
global economy, the knowledge, skills and
abilities necessary to maintain a competitive
advantage are growing and changing
(Arguinis & Kraiger, 2009). As the nature of
work changes, employees are increasingly
required to develop a wide, mutable set of
skills that are essential to the success of their
organizations. These bundle of competencies,
by and large, stem from training. Training is
focused on producing permanent cognitive
and behavioural changes, and on developing
critical competencies for job performance.
Organizations make increasingly large
investments in training because it serves as
a powerful tool for producing the targeted
cognitive, behavioural and affective learning
outcomes essential for their survival (Salas
& Stagl, 2009). Effective training can yield
higher productivity, improved work quality,
increased motivation and commitment,
higher morale and teamwork, and fewer
errors, culminating in a strong competitive
advantage (Salas et al., 2006).
The research reported significant positive
relationship of rewards and promotions with
job performance, effectiveness and efficiency
of employees. This finding his congruent
with Gerhart (2000) as he stated that reward
system design and reward decisions can
affect business performance because they
“can have a positive influence on alignment
of employee interests”. In another study,
LeBoeuf (1985) suggested that managers
secure desired results through compensation
and reward philosophy that recognizes
employees for the right performance.
In the management literature, empirical
evidence suggests the moderating role of
reward systems in the strategy–performance
relationship (Allen & Kilmann, 2001).
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Rajagopalan (1997) found that different
incentive methods (cash versus stock
options) and different time horizons (shortterm versus long-term) related to better
performance in different product-market
strategy situations, and that an incorrect
compensation–strategy pairing can have a
nonsignificant or even negative effect on
performance. In addition Markham, Harlan,
and Hackett (1987) noted that “viewed from
a human resources management perspective,
promotion enhances human capital and
deploys it more effectively, thereby
improving job performance and increasing
satisfaction and commitment”.
The study found no relationship of
readiness and flexibility with performance,
effectiveness and efficiency of employees.
Individuals who are less conscientious, less
goal-oriented, low self-disciplined, and less
persevering are less likely to perceive a link
between the effort they put into training and
higher performance on the job (Bohlander &
Snell, 2004). For optimum learning to take
place, trainees must recognize the need for
new knowledge or skills. They must have a
desire to learn as training progresses. This is
supported by previous research by Noe and
Colquitt (2002) who contend that several
trainee characteristics influence trainee
motivation and, thus, training effectiveness.
Employees with higher cognitive ability
and basic skills are proposed to be more
trainable. They also proposed that trainee
beliefs and attitudes influence motivation to
learn in training. Trainees who are confident
in training, who see the training as relevant
to their jobs or careers, and who value the
outcomes of training are more motivated in
training.
Conclusion and Implications
The purpose of this research was to examine
whether there was a relationship between

the different determinants of training
and development with job performance,
effectiveness and efficiency of employees
in a large service conglomerate. The present
research considered five determinants
including training and development, strategic
objective, culture and values, knowledge and
skills, rewards and promotions, readiness and
flexibility to know the likely effect on job
performance, effectiveness and efficiency.
Apart from readiness and flexibility, all these
dimensions moderated significantly job
performance, effectiveness and efficiency of
employees in the organization. In addition, all
these determinants contributed significantly
to elevate the level of job performance of
the employees. Although readiness and
flexibility did not have any effect participants
agreed that a trainee’s prior knowledge,
skills and ability are crucial to make the
training successful. This could contribute
to an individual employee becoming more
effective and efficient following training in
the organization. The study also surfaced
cause and effect relationships between and
among the variables. This was noticed in
the correlation and regression analyses. The
study also figured out that both trainers’
competency and trainees’ willingness are
inevitable to make the training a success.
More importantly, strategic objectives,
culture and values of the organization in
relation to training have to be integrated to
have positive changes in the organization.
This was also explored in the study.
To improve training effectiveness at the
organizational level, we must do a better job
of linking training outcomes to organizational
and business outcomes, and do so while
involving organizational decision-makers.
Training and development must be a rational
process. Then planning for training must be
a collaborative effort, involving all levels of
the organization. We need to think broadly
when identifying stakeholders for training.
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By involving the workforce in traditional
needs-assessment processes, employees
will feel greater ownership in training,
and the resulting training is more likely to
match individual learning styles. Through
ongoing dialogue with organizational
decision- makers, training professionals can
stay abreast of organizational initiatives,
design training interventions that matter,
and frame expectations for the types of
metrics and levels of evidence that will
persuade key parties that training matters.
Moreover, accountability for training must
be emphasized throughout the organization.
Survey data suggest that organizations have
and will continue to invest in training to
have increased levels of performance, and
to make the organization more effective
and efficient than before. Research on
training effectiveness suggests that training
has its greatest impact when all parties
in the organization share responsibility
for identifying training needs, ensure that
trainees have the time and opportunity to
focus on training, and have the opportunity
and support to apply and practice trained
skills on the job.
Training is a big business with both
organizations and employees having
high expectations about what can be
accomplished. Many conditions suggest
even greater expectations concerning what
training needs to accomplish in the future
(Goldstein & Gilliam, 1990). Already a
significant portion of our lives is spent
on education and training programmes.
As noted by Howell and Cooke (1989),
instead of simple procedures and predictive
tasks, the demands of operating extremely
sophisticated computer systems require
the human operator to become responsible
for inferences, diagnoses, judgments, and
decision-making, often under severe time
pressure. All these types of developments in
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automation and computer technology place
even greater demands on training systems to
produce a highly sophisticated work force
and to make them effective and efficient
than ever.
Managers will need to provide on-the-job
training to integrate unskilled youth into the
workforce, while at the same time working
with job incumbents and other managers who
may not have previously been a traditional
part of the workforce. Supervisors will need
to perform these at a time when jobs have
become increasingly complex and, national
and international competitions more intense.
All of these will make training in areas such
as interpersonal skills even more important
in the future workplace. A related impact of
training is that there is an increasing emphasis
on quality for both service-oriented jobs
and manufacturing-oriented jobs. This has
important training implications in that more
employees will need to be trained in quality
techniques and processes. However, for the
manager, the training implications for being
able to manage such phases are dramatic.
Managers will be expected to understand
and manage the processes for achieving
quality as well as learning to manage team
efforts, which are likely to be emphasized
as a way of achieving success. Evidently,
training can be a positive force for both the
individual and the organization. To address
these expectations, clearly the training
agenda for the next decade will provide
quite a challenge.
The study has both theoretical and practical
implications. It is interesting to note that
the findings point to positive reactions
toward training and development, strategic
objective, culture and values, knowledge
and skills and rewards and promotions to
obtain vital job performance, effectiveness
and efficiency of the employees. In order
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for such a relationship to occur, it seems
that employees must report high levels of
perceived training opportunities, which
may lead to higher levels of work intrinsic
motivation, which then relate to employee
outcomes. These are by no means novel
findings, but point to the importance of
training and development. Consequently, we
hope the findings from our study might guide
practitioners in applied settings in improving
their training efforts by permeating them
more fully with theoretical knowledge and
empirical findings, at the cost of normative
assumptions of alleged relationships
between such investments and employees’
performance, their continued effectiveness
and efficiency in the organization. Finally, to
maximize the benefits with regard to training
and development, it is essential to explore
further possible interrelationships between
personal and organization-related factors
so that trainees will take full advantage of
the training experience and performance of
training programmes will be maximized.
Limitations and Directions for Future
Research
Several limitations of this study are
identified to help guide future research.
This study was conducted using data from
a single organization, which may limit the
generalizability of the results to other work
settings, industries or even cultural contexts.
It is thus important to examine whether or
not findings similar to these of the present
study are found in different work samples,
other work settings or cultures. The sample
size was very small (N=100) which is
almost impossible to make generalizations.
Furthermore, the study employed the use
of convenience sampling, which cannot be
considered representative of the population.
However, Wallen and Fraenkel (2001)

note that in convenience sampling, “the
researcher is obligated to describe the sample
as thoroughly as possible with respect to the
variables pertinent to the study. Sometimes
it is possible to show that the sample is
very similar to the intended population in
certain ways. In this case, the researcher
can argue that the sample is representative”.
Location may have posed a threat to internal
validity because respondents were asked
their feelings about a variety of work-related
issues while at work. As such, they may not
have answered truthfully or responded at all,
especially if they felt their responses could
affect them or their job in a negative way.
Characteristics of the data collector may also
have posed a threat to internal validity. In this
case the study was done by mail survey and
asked the collectors to obtain the completed
questionnaires from the participants. If data
collection were done electronically that
might lessen the threat to validity posed by
the traits of the data collector. Yet companies
operating in Bangladesh are not proactive
and/or familiar to provide empirical data in
the form of virtual questionnaires. The data
in this study were gathered at one point in
time, making it impossible to draw inferences
of causality or rule out the possibility of
reverse causality. It seems likely, however,
that employee perception of training
opportunities will probably be influenced by
other sources than training itself, and that the
content and frequency of training are most
probably different for employees across
organizations. Another limitation is the
reliance on self-reported questionnaire data,
which causes concerns about possible monomethod bias and percept-percept inflated
measures. The study also could not report the
likely effect of intervening variables before
and after training. It is expected that future
research might produce very interesting
and useful findings by harnessing all the
aforesaid constraints.
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