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ABSTRACT :

The purpose of this research paper is to examine the role and effectiveness of training and development practices at Miter & Miter Engineers Pvt. Ltd., a
manufacturing company situated in Rudrapur, Uttarakhand. Training and development have become a vital part of Human Resource Management in the

modern business world, where continuous learning is required to sustain competitiveness and adapt to technological advancements.

This study focuses on the systematic training programs provided to employees such as 5S, FIFO, safety awareness, PPE knowledge, raw material
handling, and emergency mock drills. Data was collected from 40 employees through structured questionnaires and personal interviews. The findings
indicate that employees strongly support training initiatives, view them as essential for productivity, and prefer practical on-the-job methods. However,

challenges such as limited duration, budget constraints, and the absence of modern digital methods were observed.

The study concludes with recommendations to expand training hours, incorporate advanced techniques such as simulations and e-learning, and conduct regular

evaluations to ensure continuous improvement.
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Introduction

Human resources are the most valuable asset of any organization. In today’s globalized and technology-driven environment, the survival and growth
of businesses depend largely on how effectively they train, motivate, and develop their workforce. Training ensures that employees acquire the skills
necessary for their present roles, while development prepares them for future challenges and leadership positions.

In manufacturing companies, where safety, efficiency, and technical precision are critical, training programs are essential. Miter & Miter Engineers
Pvt. Ltd., with around 50 employees, has realized this importance and introduced structured training programs like 5S (workplace discipline),
FIFO (inventory management), safety and PPE awareness, raw material knowledge, and emergency preparedness. These programs not only
enhance operational efficiency but also create a culture of safety and continuous improvement.

The aim of this research paper is to analyse the training practices followed by the company, measure employee satisfaction, and provide suggestions
for improvement.

Training and Development: Concept and Importance

Training is defined as a systematic process of imparting knowledge, skills, and attitudes to employees to improve their performance in current job
roles. Development, however, has a wider scope and is more future-oriented. It involves preparing employees for new responsibilities, leadership
roles, and long-term growth.

The importance of training and development can be summarized as:

Skill Enhancement: Employees gain technical and behavioural skills necessary for effective performance.
Motivation: Regular training boosts morale and creates a sense of belonging.

Safety: Especially in manufacturing, training prevents accidents and promotes a safe workplace.
Adaptability: Trained employees can easily adapt to technological and procedural changes.
Productivity: Proper training leads to reduced errors, faster work processes, and higher output.
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Thus, training is not an expense but an investment that yields long-term returns in terms of productivity, quality, and employee retention.
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Traditional vs. Modern Training Methods
Organizations use various training methods depending on their needs.
Traditional Methods

On-the-Job Training (OJT): Employees learn by performing actual tasks under guidance. Classroom Training: Trainer-led sessions focusing on
theory and technical knowledge. Workshops & Seminars: Interactive group discussions and knowledge-sharing forums. Modern Methods
E-Learning: Online training modules accessible anytime, anywhere.

Simulations: Virtual models of real-life situations to practice without risks. Gamification: Using gaming techniques to make training engaging and
motivating. Blended Learning: Combination of traditional and digital learning approaches.

At Miter & Miter Engineers Pvt. Ltd., traditional methods such as OJT and classroom sessions dominate, but there is scope to integrate modern
techniques for enhanced effectiveness.

Review of Literature

A considerable body of literature exists on training and development, highlighting its role in enhancing employee performance and organizational
growth.

Flippo (1984): Defined training as the act of increasing the knowledge and skills of employees for a specific job.

Armstrong (2006): Described training as a systematic effort to modify employee behaviour to achieve organizational goals.

Kirkpatrick (1994): Proposed the Four-Level Evaluation Model (Reaction, Learning, Behaviour, Results) which is widely used to assess training
effectiveness.

Phillips (1996): Extended Kirkpatrick’s model by introducing the concept of Return on Investment (ROI) in training evaluation.

Goldstein (1993): Emphasized the importance of continuous learning to keep pace with environmental and technological changes.

Aguinis & Kreiger (2009): Found that training improves not only technical skills but also motivation, attitudes, and teamwork.

Aswath Appa (2010): Stressed that training in Indian industries enhances competitiveness by improving workforce skills.

Rao & Pareek (2004): Focused on training as a bridge between existing capabilities and future job requirements.

Werbach (2014): Highlighted gamification as a modern training tool to increase learner engagement.

Ivancevich (2010): Suggested that development activities should prepare employees for adaptability and leadership roles.

Noe (2008): Highlighted the growing role of e-learning and digital platforms in training delivery.

Nadler (1984): Differentiated between training (for current roles) and development (for future roles), highlighting the strategic importance of
development.

Ivancevich (2010): Asserted that development prepares employees to adapt to environmental changes and take leadership roles.

Garavan (1997): Suggested that employee development fosters organizational learning and continuous improvement.

Becker (1964): Through his Human Capital Theory, emphasized that investment in training yields returns similar to investments in physical capital.
Wright & Geroy (2001): Showed that effective training improves not only individual skills but also organizational adaptability and competitiveness.
Swanson & Holton (2001): Suggested that development initiatives are linked with higher employee retention and lower turnover rates.
Kirkpatrick (1994): Introduced the Four-Level Model (Reaction, Learning, Behavior, Results) which remains the most popular framework for
training evaluation.

Phillips (1996): Extended Kirkpatrick’s model by adding Return on Investment (ROI), thereby linking training outcomes directly to organizational
profitability.

Goldstein (1993): Argued that training should be considered a continuous process, not a one-time activity, to meet changing business needs.

Noe (2008): Focused on the growing role of e-learning and technology-enabled training in modern workplaces.

Werbach (2014): Discussed gamification in training, which increases learner engagement through interactive methods.

Salas et al. (2012): Found simulation-based training highly effective in industries requiring safety and precision.

Pigors & Myers (1981): Training was considered essential for shaping employee attitudes and improving interpersonal skills, not just technical
know-how.

Campbell (1971): Defined training as a planned program to improve performance at the individual, group, and organizational level.

Dessler (1999): Explained that training ensures employees understand not only their job roles but also organizational culture.

Becker (1964): Introduced Human Capital Theory, which argues that investment in employee training yields long-term benefits to both employees
and employers.

Wright & Snell (1998): Proposed that training helps in achieving strategic alignment between workforce capabilities and business goals.
Barney (1991): From the Resource-Based View (RBYV), considered training as a source of sustained competitive advantage when it develops
unique skills.

Rao & Pareek (2004): Highlighted the role of training in Indian companies for bridging skill gaps and preparing employees for global
competitiveness.

Aswathappa (2010): Suggested that Indian firms must invest more in structured training programs to retain talent.

Khandelwal (2015): Found that safety-related training significantly reduces workplace accidents in Indian manufacturing units.

Pattanayak (2014): Stressed that employee development in India is linked with loyalty and reduced attrition.
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Deci & Ryan (1985): Self-Determination Theory—training improves intrinsic motivation when it fulfills needs of competence and autonomy.
Herzberg (1968): Training acts as a motivator by providing opportunities for growth and achievement.
Locke (1968): Goal-Setting Theory—employees perform better when training programs set clear and challenging goals.

Challenges in Training and Development

Despite its importance, organizations face several challenges in implementing effective training programs:

Budget Constraints: Small and medium enterprises often allocate limited funds for training. Short Duration: Training programs are sometimes
too brief to cover essential topics in depth. Employee Resistance: Some employees view training as a burden rather than an opportunity.
Evaluation Gaps: Lack of systematic methods to assess training effectiveness.

Technological Limitations: Absence of digital infrastructure for e-learning or simulations.

These challenges were also observed in Miter & Miter Engineers, where most employees appreciated the training but felt sessions were too short
and lacked modern approaches.

Research Methodology

This study followed a descriptive research design.

Sample Size: The study was conducted on 40 employees of Miter & Miter Engineers Pvt. Ltd., which includes a mix of shop-floor workers,
supervisors, and office staff. Since the company has approximately 50 employees, this sample size represents 80% of the total workforce, making it
fairly representative.

Sampling Technique: The method used was Convenience Sampling, a non-probability sampling technique. This was chosen because:

o  Employees were selected based on availability during working hours.

e The workforce is relatively small, so random sampling was not required.

e It helped in collecting responses quickly without disturbing production schedules.

e  Although convenience sampling has limitations in generalizability, it is suitable for small organizations where the objective is to
get a realistic overview rather than universal generalization.

Data Collection

Both primary and secondary data sources were used:
Primary Data:

o  Structured questionnaire (10 questions including Likert-scale and close-ended).

O

Informal interviews with HR and supervisors.

o  Direct observation of training sessions (5S, FIFO, PPE, safety drills).
Secondary Data:
Company HR manuals and training policy documents.

ISO audit reports (14001 & 45001 compliance).
Books and journals on Human Resource Management (Armstrong, Flippo, Aswathappa).
Online research articles related to training practices in manufacturing companies. This combination of primary and

O OO0 O

secondary data enhanced the validity and reliability of the findings. Limitations

While the research was carried out systematically, certain limitations were faced:

Time Constraint: Due to short duration, only 40 employees could be surveyed.

Employee Reluctance: Some workers were hesitant to express negative feedback due to fear of management.
Language Barrier: Few employees were more comfortable in Hindi, so translation of questions was required.
Limited Generalization: Since convenience sampling was used, results may not be generalized beyond the company.

Budget Restriction: No advanced statistical tools or external consultants could be used for deeper analysis.

Data Analysis and Interpretation

The results from the questionnaire are summarized below:

e Usefulness of Training: 60% strongly agreed training was useful, 20% agreed.



International Journal of Research Publication and Reviews, Vol (6), Issue (8), August (2025), Page — 3498-3503 3501

% Of

= Strongly agree

= Agree
= Somewhat agree
= Disagree
e  Willingness to Attend: 80% preferred attending training regularly.
% Of
= Ye
= g
No

e Preferred Method: 50% chose on-the-job training, 30% classroom, 20% flexible.

% Of Respondents

M On the job
= Of the job Depends

™ on need
e Trainer Communication: 60% highly satisfied, 20% moderately satisfied.
% of respondents
= Highly
= satisfied
« Satisfied
Average
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Interpretation: Employees strongly value training initiatives, particularly practical and interactive sessions. However, they also indicated the need
for more time, updated tools, and continuous opportunities for learning.

Findings and Discussion

Training has improved employee technical skills and safety awareness.

Employees view the current system positively but want longer and more interactive sessions. HR has successfully implemented structured programs
despite limited resources.

Cultural and social contexts influence participation, as highlighted by employees.

Training directly contributes to higher productivity, fewer errors, and improved motivation.

These findings confirm theories of Armstrong (2006) and Aguinis & Kreiger (2009), who emphasized the role of training in employee motivation

and organizational growth.

Role of Technology in Training

Modern organizations increasingly use technology to enhance training. Tools like e-learning platforms, mobile apps, and Learning Management
Systems (LMS) allow employees to learn at their own pace. Virtual Reality (VR) and Augmented Reality (AR) provide risk-free environments for
complex training such as machine handling or safety drills.

For a company like Miter & Miter Engineers, adopting low-cost digital solutions can significantly improve learning effectiveness and employee

engagement.

Best Practices in Training and Development

Needs Assessment: Identifying exact training needs before designing programs.

Customized Modules: Tailoring training as per job roles and departments.

Blended Approach: Combining traditional classroom with digital tools.

Regular Evaluation: Using models like Kirkpatrick to assess effectiveness.

Continuous Learning Culture: Encouraging employees to view training as ongoing, not occasional.
Implementing these practices will make training more impactful and aligned with organizational goals.

Future Trends in Training

Micro-learning: Short, focused training modules delivered via digital platforms. Gamification: Increasing engagement through point systems,
badges, and leaderboards. AI-Powered Learning: Personalized training paths using Artificial Intelligence.

Remote Training: Online platforms enabling learning across locations.

Soft Skills Focus: Beyond technical training, emphasis on communication, teamwork, and leadership.

Adopting these trends can prepare Miter & Miter Engineers for long-term growth and competitiveness.

Conclusion and Suggestions Conclusion

The present study on Training and Development at Miter & Miter Engineers Pvt. Ltd. has provided valuable insights into how training contributes
to both employee growth and organizational effectiveness. The findings clearly indicate that training is not merely a support function, but a
strategic necessity for any organization that wishes to remain competitive in today’s fast-changing business environment.

The analysis of employee responses showed that a majority of workers and staff members consider training programs to be useful, engaging, and
productivity-enhancing. Employees expressed high levels of satisfaction with trainers’ communication and delivery methods, and most of them
indicated a strong willingness to attend future training sessions. This reflects a positive organizational culture towards continuous learning.

Suggestions

Diversify Training Methods

e While on-the-job training is highly preferred, the company should also introduce blended learning (classroom + e-learning) for
better flexibility.

e Use simulation and case-study based training for technical and safety modules.
e Include role plays and group discussions for developing soft skills, communication, and teamwork.
Continuous Training Calendar

e Instead of conducting training only when required, the company should prepare an annual training calendar in advance.
e This will ensure regularity, structured scheduling, and higher participation.
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e It should include technical, safety, behavioral, and managerial training sessions.
Trainer Development

e Trainers should undergo periodic “Train-the-Trainer” programs to update their delivery style and content knowledge.
e  External experts from industries, safety organizations, and academic institutions can be invited for specialized sessions.
Use of Technology
e Adopt e-learning modules for theory-based training like safety guidelines and ISO awareness.
e Introduce digital tracking tools for recording attendance, training hours, and post-training assessments.
e  Use short video-based microlearning sessions that employees can watch during breaks.
Evaluation and Feedback Mechanism
e The company should implement Kirkpatrick’s Model or ROI-based evaluation after every training program.
e  Employee feedback should be collected and analyzed to continuously improve training content.
e  Supervisors should observe and record whether employees are applying training learnings at the workplace.
Focus on Soft Skills & Leadership Development

e  Besides technical knowledge, employees should receive training in communication, problem-solving, and teamwork.
e  For supervisors and managers, leadership and conflict resolution training should be introduced to prepare them for higher
responsibilities.
Safety and Compliance Training
e  Safety training (PPE usage, emergency evacuation, fire drills) should be conducted more frequently.
e ISO 14001 & 45001 related training should be made mandatory for all employees, ensuring compliance and certification
maintenance.
Motivation through Recognition
e Employees who perform well in training programs should be recognized and rewarded

(certificates, appreciation in meetings).

e A Best Trained Employee Award can be introduced annually to boost motivation.
Encourage Employee Participation

e Employees should be encouraged to suggest training topics they find useful.

e An open suggestion box or digital feedback system can help in customizing training according to employee needs.
Long-Term Strategy

e  Training should not be treated as a one-time event but as a continuous developmental process.

e The company should align training programs with its long-term goals, ensuring that employees are ready for future
challenges like automation, digitalization, and global competition.
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