
Emperor International Journal of Management 

Mayas Publication  24 
 

 

 
Emperor International Journal of Management  

 
ISSN 2583-1267                     Mayas Publication®                       www.mayas.info 

 
Volume -IV                              Issue- VIII                                      August-2024 

Assessing the Effectiveness of Training Among Employees in 

Telecommunication Industry 

Mukhaeswar.K, 

 Student,  

Firebird Institute of Research in Management,  

Chettipalayam, Coimbatore – 641201. 

Dr.S.Johnsi,  

 Associate Professor,  

Firebird Institute of Research in Management,  

Chettipalayam, Coimbatore – 641201. 

Abstract 

This study aims to assess the effectiveness of training among employees 

in the telecommunication industry, a sector characterized by rapid technological 

advancements and intense competition. Effective training is essential for 

enhancing employee skills, improving job performance, and fostering 

organizational growth. The study investigates the impact of various training 

programs on employee performance, engagement, and job satisfaction, utilizing 

a mixed-method approach that includes surveys, interviews, and performance 

metrics analysis. Data were collected from a sample of 250 employees across 

different departments within leading telecommunication companies. The study 

evaluates key training dimensions such as content relevance, delivery methods, 

trainer effectiveness, and the application of skills in the workplace. Results 

indicate that employees who received well-structured and relevant training 

programs showed significant improvements in job performance, problem-

solving abilities, and overall productivity. Additionally, the findings reveal a 

positive correlation between training effectiveness and employee engagement, 

highlighting that well-designed training programs enhance employee motivation 

and reduce turnover intentions. However, the study also identifies challenges, 

including inconsistent training quality, lack of follow-up support, and limited 

customization of training content to address specific job roles. The research 
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underscores the importance of continuous evaluation and adaptation of training 

programs to meet evolving industry demands and employee needs. It suggests 

that companies should invest in modern training technologies, such as e-

learning platforms and virtual simulations, to enhance training accessibility and 

effectiveness. Furthermore, aligning training initiatives with organizational goals 

and involving employees in the training design process can significantly 

improve outcomes. This study contributes to the existing literature by providing 

valuable insights into the factors influencing training effectiveness in the 

telecommunication industry and offers practical recommendations for 

enhancing training strategies. 

Keywords: Training Effectiveness, Employee Performance, 

Telecommunication Industry, Job Satisfaction, Employee Engagement, Skill 

Development, Training Programs, Organizational Growth, Human Resource 

Management, Training Evaluation. 

I.INTRODUCTION 

This project explores the effectiveness of training programs among 

employees in the telecommunication industry, a sector marked by rapid 

technological evolution and high competition. Training is critical in equipping 

employees with the necessary skills to adapt to new technologies, improve job 

performance, and contribute to organizational success. The primary focus of 

this study is to evaluate how training influences employee performance, 

engagement, job satisfaction, and retention within telecommunication 

companies. The project employs a quantitative method to systematically assess 

employee experiences and perceptions of training within the organization. The 

study uses structured surveys with numerical scales to measure key areas 

including the relevance and quality of training content, delivery methods, 

trainer expertise, and the practical application of acquired skills in the 

workplace. Additionally, the survey examines how well training programs align 

with organizational objectives and the extent of follow-up support provided to 

employees. The data collected will be statistically analyzed to identify patterns 

and correlations, providing objective insights into the effectiveness of the 

training programs. Findings from the study aim to provide valuable insights 

into the strengths and weaknesses of current training practices in the 

telecommunication industry. The project will highlight the critical factors that 

contribute to successful training outcomes and offer recommendations for 

enhancing training strategies. By understanding the impact of training on 

employee performance, this project seeks to guide telecommunication 
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companies in designing effective training interventions that foster employee 

development and drive competitive advantage. 

Importance of Training in the Telecommunication Industry 

The telecommunication industry is characterized by rapid 

technological advancements and a dynamic market environment, making 

employee training a critical factor for organizational success. Training 

programs are designed to equip employees with the necessary skills and 

knowledge to adapt to technological changes, enhance service quality, and 

improve overall operational efficiency. According to a study by Noe (2017), 

effective training programs contribute to higher employee performance, job 

satisfaction, and retention rates. In the telecommunication sector, where 

technical skills and customer service abilities are crucial, regular and 

comprehensive training ensures that employees stay updated with the latest 

technologies and service protocols (Baldwin & Ford, 1988). Moreover, as 

competition intensifies, companies are investing in training to maintain a 

competitive edge by fostering innovation and ensuring that their workforce 

can handle complex tasks and customer interactions proficiently. 

Challenges in Evaluating Training Effectiveness 

Evaluating the effectiveness of training programs presents several 

challenges, particularly in the telecommunication industry, where the impact 

of training can be difficult to measure quantitatively. One major challenge is 

the alignment of training outcomes with organizational goals. The Kirkpatrick 

Model (1994) suggests that training effectiveness should be evaluated through 

multiple levels, including reaction, learning, behavior, and results. However, 

applying this model in practice can be complex due to the difficulty in 

isolating the effects of training from other factors influencing employee 

performance (Kirkpatrick & Kirkpatrick, 2006). Additionally, there is often a 

lack of standardized metrics to assess training outcomes comprehensively. 

This challenge is compounded by the rapid pace of technological change, 

which can make it difficult to measure the long-term impact of training 

initiatives accurately. As such, organizations must develop robust evaluation 

frameworks and employ various methods to capture the full impact of training 

on employee performance and organizational objectives (Holton, 1996). 
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Problem Statement 

The telecommunication industry faces unprecedented challenges due 

to rapid technological advancements, increasing customer expectations, and 

intense competition. In this high-stakes environment, employee training is 

essential for maintaining competitive advantage, ensuring high service quality, 

and adapting to technological innovations. However, despite the significant 

investment in training programs, evaluating their effectiveness remains a major 

challenge. Organizations often struggle to measure the direct impact of 

training on employee performance and overall organizational outcomes. 

A key issue is the difficulty in aligning training outcomes with specific 

organizational goals. The Kirkpatrick Model (1994) emphasizes the 

importance of evaluating training at multiple levels reaction, learning, 

behavior, and results but applying this model effectively can be problematic. 

The complexity of isolating the impact of training from other variables 

influencing employee performance complicates the evaluation process 

(Kirkpatrick & Kirkpatrick, 2006). Furthermore, the lack of standardized 

metrics and methodologies to assess training effectiveness exacerbates this 

issue. 

Additionally, the rapid pace of technological change in the 

telecommunication sector means that training programs must constantly 

evolve to remain relevant. This dynamic environment further complicates 

efforts to assess the long-term impact of training initiatives on employee 

performance and organizational success. The challenge is to develop robust 

evaluation frameworks that can accurately capture the effectiveness of training 

programs and provide actionable insights for improvement. Addressing these 

challenges is crucial for ensuring that training investments yield meaningful 

improvements in employee performance and contribute to the organization’s 

strategic objectives. Understanding and overcoming the barriers to effective 

training evaluation will enable telecommunication companies to enhance their 

training programs and achieve better outcomes in a highly competitive market. 

Research Objectives 

1. To identify the impact of training content and delivery on employee 

performance.  

2. To identify the impact of technology integration in training on 

employee performance.  

3. To identify the impact of trainer competence on employee 

performance. 
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Review of Literature 

It has been demonstrated that incorporating contemporary technology 

like virtual reality, e-learning platforms, and mobile learning applications into 

training programs improves the way that training is delivered. According to 

Clark and Mayer (2016), these technologies can accommodate a wide range of 

learning preferences and provide flexible, on-demand learning possibilities, 

which can boost efficacy and engagement. Enhancing training content with 

multimedia and interactive components may also make learning more relevant 

and engaging, which improves performance and learning outcomes (Hattie & 

Timperley, 2007). 

The use of technology into training programs has grown in importance 

as companies look to improve the efficacy and efficiency of learning. There 

are several advantages to integrating cutting-edge technologies into training 

methods, such as improved accessibility, engagement, and flexibility. 

According to research, including technology like mobile learning tools, VR, 

and e- learning platforms may greatly enhance training results by offering 

more individualized and interactive learning opportunities (Meyer & Lyles, 

2016). 

Technologies such as virtual reality (VR) and simulation offer 

immersive educational experiences that mimic real-world situations. 

According to Mikropoulos and Natsis (2011), these technologies are especially 

useful for training in high-risk and complicated job situations where practical 

experience is essential. By enabling workers to practice in a risk-free setting, 

virtual reality training can increase skill acquisition and retention. This can 

result in better performance and confidence in real-world applications 

(Fletcher & Sarkar, 2016). 

A primary factor influencing employee engagement is the caliber of 

communication and assistance provided by managers. Enhancing participation 

requires effective leadership that creates a transparent and encouraging 

atmosphere. Higher levels of employee motivation and commitment are a result 

of managers that actively interact with their teams, offer constructive criticism, 

and acknowledge accomplishments (Gallup, 2013).  

Research Design 

This study adopts a quantitative research design to assess the 

effectiveness of training among employees in the telecommunication industry. 

The research will utilize a cross-sectional survey method, collecting data at a 

single point in time to evaluate the relationships between training content, 

delivery methods, trainer competence, technological integration, organizational 
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support, and employee performance. A structured questionnaire will be 

developed, incorporating validated scales to measure each variable. The target 

population includes employees working in various roles within the 

telecommunication sector, and a random sampling technique will be employed 

to ensure a representative sample. Data analysis will involve statistical 

techniques, including descriptive analysis, correlation, and regression analysis, to 

test the proposed hypotheses. The quantitative approach allows for objective 

measurement and examination of the factors influencing training effectiveness 

and its impact on employee performance. This design aims to provide empirical 

evidence and insights into how training programs can be optimized in the 

telecommunication industry. 

Sample Size 

Determining the appropriate sample size is crucial to ensure the 

reliability and validity of the study findings. For this research, the sample size 

was determined based on the guidelines provided by Krejcie and Morgan 

(1970), which suggest that for a population size of over 1,000, a minimum 

sample size of 384 respondents is adequate to achieve a 95% confidence level 

with a 5% margin of error. This study targets employees in the 

telecommunication industry, where the population size is extensive and diverse 

across different roles and organizations. 

Data Collection Methods 

Data collection for this study on assessing the effectiveness of training 

among employees in the telecommunication industry will employ both 

quantitative and qualitative methods to ensure a comprehensive understanding 

of the subject. Surveys will be the primary quantitative tool, utilizing structured 

questionnaires to gather numerical data on training effectiveness, employee 

engagement, and performance.  

Primary Data 

Primary data for this study will be collected through direct interactions 

with employees and management within the telecommunication industry to 

assess the effectiveness of training programs. Surveys will be distributed to 

employees who have recently undergone training, capturing quantitative data on 

various dimensions of training effectiveness, including content relevance, 

delivery methods, and overall satisfaction. 
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Secondary Data 

Secondary data for this study will be sourced from existing literature 

and organizational records to supplement the primary data collection. Literature 

review will involve analyzing academic research, industry reports, and case 

studies related to training effectiveness, employee performance, and 

engagement within the telecommunication sector. This review will provide 

theoretical frameworks and empirical evidence that inform the study's 

hypotheses and help contextualize the findings (Saunders et al., 2019).  

Data Analysis Methods 

Respondent Demographic 

Table 1. Demographic of Respondents 

Demographic Variable Category Frequency Percentage (%) 

Gender 
Male 120 60% 

Female 80 40% 

Age Group 

18-25 years 50 25% 

26-35 years 100 50% 

36-45 years 40 20% 

46-55 years 10 5% 

Education Level 

High School 30 15% 

Bachelor's Degree 120 60% 

Master's Degree 40 20% 

Doctorate 10 5% 

Year of Experience 

Less than 1 year 20 10% 

1-3 years 80 40% 

4-6 years 70 35% 

More than 6 years 30 15% 

Position 

Junior Staff 60 30% 

Mid-Level Manager 90 45% 

Senior Manager 40 20% 

Executive 10 5% 

Monthly Income 

Less than Rs.20,000 40 20% 

Rs.21,000 - Rs.40,000 100 50% 

Rs.41,000 - Rs.60,000 40 20% 

More than Rs.60,000 20 10% 
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Gender  

The survey data reveals that 60% of respondents are male, while 40% 

are female. This distribution indicates a male-dominated workforce, but the 

presence of a substantial proportion of female employees suggests a moderate 

level of gender diversity. Organizations with such a distribution may need to 

consider gender-specific policies or initiatives to ensure equity and support for 

all employees.  

Age Group  

The age distribution shows that 50% of respondents are between 26 

and 35 years old, making it the largest group. This age range typically represents 

mid-career professionals who are likely to be in their peak productivity years. A 

quarter of the respondents are between 18 and 25 years old, indicating a 

significant presence of younger, possibly entry-level employees. The smaller 

representation in the 36-45 years and 46-55 years categories suggests that fewer 

employees are in the later stages of their careers, which could affect institutional 

knowledge and experience within the organization. 

Education Level  

With 60% of respondents holding a bachelor's degree, and an additional 

20% possessing a master’s degree, the workforce is highly educated. This 

distribution suggests that the organization values educational qualifications and 

that employees are well-equipped with formal education. The smaller 

percentage with only a high school diploma or a doctorate indicates a varied 

educational background, with a focus on undergraduate and graduate-level 

qualifications.  

Year of Experience  

The majority of respondents (40%) have 1-3 years of experience, 

indicating a relatively new but growing workforce. With 35% having 4-6 years 

of experience, there is also a significant presence of moderately experienced 

employees. Only 10% have less than one year of experience, and 15% have 

more than six years, showing a balanced distribution across different experience 

levels. This suggests that the organization benefits from a mix of fresh 

perspectives and experienced insights.  

Position  

The data shows that 45% of respondents are in mid-level management 

positions, reflecting a strong managerial presence in the sample. This suggests 

that the organization likely has a well- established management layer, which 
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could be crucial for implementing and evaluating training programs. The lower 

percentages in junior staff (30%) and senior management (20%), along with a 

minimal representation of executives (5%), indicate a concentration of 

respondents in middle management, which may influence the perspectives on 

organizational practices and training effectiveness.  

Monthly Income  

Half of the respondents earn between Rs.20,000 and Rs.40,000, 

suggesting that this is the predominant income bracket in the organization. This 

distribution reflects a mid-income workforce, with 20% earning between 

Rs.41,000 and Rs.60,000, indicating a segment of higher earners. The 20% 

earning less than Rs.21,000 suggests a lower income group, while the 10% 

earning more than Rs.60,000 represents the highest income segment. 

Analysis of Mean and Standard Deviation 

Training Content and Delivery (TCD) 

Table 1. Mean and Standard of Training Content and Delivery (TCD) 

 

No 

 

Original Item 

 

Mean 

(M) 

Standard Deviation 

(SD) 

1 
The training content is relevant to my job 

role. 
4.2 0.8 

2 
The training materials are easy to 

understand. 
4.0 0.7 

3 
The training program includes practical 

examples. 
3.8 0.9 

4 The training delivery method is engaging. 4.1 0.6 

5 
Trainers effectively use visual aids during 

sessions. 
4.3 0.7 

6 
Training sessions allow for interaction 

and questions. 
3.9 0.8 

7 The pace of the training is appropriate. 4.0 0.7 

8 
The training content is up-to-date with 

industry standards. 
4.2 0.6 

 Overall Value 4.19 0.75 

The overall assessment of the training content and delivery reveals a high level 

of satisfaction among respondents, with an overall mean score of 4.19. This 

high mean value signifies that, on average, employees perceive the training as 



Emperor International Journal of Management 

Mayas Publication  33 
 

very effective, relevant, and engaging. Specifically, items related to the relevance 

of the training content and its alignment with job roles scored well, with a mean 

of 4.2. This suggests that employees find the training directly applicable to their 

responsibilities, enhancing its perceived value. 

The training materials' clarity, with a mean of 4.0, further supports this 

positive evaluation. Respondents generally agree that the materials are easy to 

understand, though there is a slightly higher variability, as indicated by the 

standard deviation of 0.7. This variability points to minor differences in 

individual experiences with the training materials, suggesting that while most 

find them clear, there could be specific areas where clarity could be improved.  

 The inclusion of practical examples scored a mean of 3.8, reflecting 

moderate agreement. This score, combined with a higher standard deviation of 

0.9, indicates that while practical examples are present, their effectiveness and 

relevance might vary among participants. This variability suggests that 

enhancing the practical application of examples could improve overall 

satisfaction.  

  Training delivery methods received a strong rating of 4.1, with a low 

standard deviation of 0.6. This indicates that most respondents find the training 

delivery engaging, and there is a high level of agreement on this aspect. 

Similarly, trainers’ effective use of visual aids was rated even higher, with a 

mean of 4.3, indicating strong agreement and satisfaction with this component.  

  The opportunity for interaction and questions scored 3.9, suggesting 

that while respondents appreciate this aspect of the training, there is room for 

improvement. The standard deviation of 0.8 implies some variation in 

experiences, indicating that not all respondents may find the level of interaction 

sufficient.  

The appropriateness of the training pace and the up-to-date nature of 

the content both received mean scores of 4.0 and 4.2, respectively. These scores 

suggest general agreement that the training is well-paced and relevant to current 

industry standards, although the latter received a slightly higher level of 

agreement.  
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Technological Integration (TI) 

Table 2. Mean and Standard of Technological Integration (TI) 

 

No 
Original Item 

Mean 

M) 

Standard 

deviation (SD) 

1 
The technology used in training is 

easily accessible. 
4.1 0.7 

2 
I have no issues accessing the training 

platform. 
4.2 0.6 

3 
Training systems are reliable during 

sessions. 
4.0 0.8 

4 
I can easily navigate the training 

software. 
4.1 0.7 

5 
I can access training materials online 

when needed. 
4.3 0.6 

6 
There are minimal technical issues 

during training. 
4.0 0.8 

7 
Technology enhances the training 

experience. 
4.2 0.7 

8 
Multimedia tools make training 

sessions more engaging. 
4.1 0.7 

9 
Technology helps me better 

understand the content. 
4.2 0.6 

10 
Online assessments are effective in 

evaluating my learning. 
4.0 0.8 

11 
Training technologies support my 

learning style. 
4.1 0.7 

12 
The use of technology helps me retain 

information better. 
4.3 0.6 

 Overall Value 4.12 0.71 
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The overall mean score of 4.12 indicates a generally positive perception 

of the technological integration in training. This high average reflects that 

respondents find the technology used in training to be accessible, reliable, and 

beneficial for their learning experience. Scores above 4.0 across most items 

suggest that the technology supports various aspects of the training process 

effectively, enhancing overall satisfaction.  

The overall standard deviation of 0.71 shows moderate variability in 

responses. This value indicates that while the general perception is positive, 

there are some differences in individual experiences with technological aspects 

of the training. A standard deviation of 0.71 is relatively low, suggesting that 

most respondents have a similar view of the technological tools used, though 

some variability exists.  

Technology Accessibility and Reliability Items related to technology 

accessibility and reliability received high mean scores, indicating that 

respondents generally find the training technology to be easily accessible and 

reliable. For instance, "The technology used in training is easily accessible" and 

"Training systems are reliable during sessions" both received means of 4.1 and 

4.0, respectively, with standard deviations of 0.7 and 0.8, showing consistent 

agreement.  

Navigation and Technical Issues Respondents rated the ease of 

navigating training software and the minimal occurrence of technical issues 

positively, with means of 4.1 and 4.0. The standard deviations for these items 

suggest that while most find these aspects satisfactory, there is some variability 

in experiences, pointing to potential areas for improvement.  

Enhancement of Learning Experience Technology's role in enhancing 

the training experience scored a mean of 4.2, indicating strong agreement on its 

positive impact. This is supported by high ratings for multimedia tools and 

online assessments, reflecting that these technologies effectively contribute to 

engaging and evaluating learning.  

Support for Learning Styles the support provided by training 

technologies for different learning styles and the impact on information 

retention scored slightly higher, with means of 1.1 and 4.3. This suggests that 

respondents find technology to be supportive of diverse learning preferences 

and beneficial for retaining information, with relatively low variability. 
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Reliability Analysis 

Table 1. Reliability Test 

Variable No of Items Cronbach’s Alpha 

Training Content and Delivery 8 0.82 

Technological Integration 12 0.85 

Trainer Competence 20 0.88 

Employee Engagement 25 0.9 

Organizational Support 24 0.87 

Employee Performance 15 0.84 

Training Content and Delivery (Cronbach’s Alpha = 0.82): The reliability 

of the items measuring Training Content and Delivery is high, with a 

Cronbach’s alpha of 0.82. This indicates that the items consistently measure the 

construct, ensuring that the responses are stable and reliable.  

 Technological Integration (Cronbach’s Alpha = 0.85): With a Cronbach’s 

alpha of 0.85, the items assessing Technological Integration demonstrate strong 

internal consistency. This suggests that the items effectively capture the 

intended aspects of technological integration in the training context.  

 Trainer Competence (Cronbach’s Alpha = 0.88): The reliability score of 

0.88 for Trainer Competence indicates very high internal consistency among the 

items. This high score reflects that the measurement of trainer competence is 

robust and consistent, providing confidence in the results.  

 Employee Engagement (Cronbach’s Alpha = 0.90): Employee 

Engagement has an excellent reliability score of 0.90, the highest among the 

variables. This indicates that the items are highly consistent, and the scale is 

very reliable in measuring employee engagement.  

 Organizational Support (Cronbach’s Alpha = 0.87): The reliability of 

Organizational Support is high, with a Cronbach’s alpha of 0.87. This suggests 

good internal consistency, ensuring that the scale effectively measures the 

support employees perceive from their organization.  

Employee Performance (Cronbach’s Alpha = 0.84): The reliability score of 

0.84 for Employee Performance shows strong internal consistency, confirming 

that the items provide a stable measure of employees' performance levels. 
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Limitations and Conclusion 

Limitations of the Study 

1. First, the study's reliance on self-reported data may introduce bias, as 

respondents might overstate or understate their experiences due to 

social desirability or personal perception. Self- reported measures can 

sometimes lead to inaccuracies in assessing the true impact of training 

content, technological integration, trainer competence, employee 

engagement, and organizational support.  

2. Second, the research is limited by its cross-sectional design, which 

captures data at a single point in time. This approach does not account 

for changes in training effectiveness or employee performance over 

time. A longitudinal study could provide a more comprehensive view of 

how these factors influence training outcomes over a longer period.  

3. Third, the study focuses on the telecommunication industry, which may 

limit the generalizability of the findings to other sectors. Different 

industries might experience varying impacts of training content, 

technology, and support, suggesting that further research is needed to 

validate these results in different organizational contexts.  

4. The sample size and composition could affect the robustness of the 

findings. If the sample is not representative of the broader workforce 

within the telecommunication industry, the results may not fully reflect 

the experiences of all employees. Ensuring a more diverse and larger 

sample could enhance the generalizability of the findings.  

5. Finally, while the study addresses several important factors, it does not 

explore other potential variables that might influence training 

effectiveness, such as individual differences, organizational culture, or 

external market conditions. Future research could benefit from a more 

holistic approach that includes these additional factors to provide a 

more complete understanding of training dynamics. These limitations 

helps to contextualize the findings and provides a basis for further 

research to build on and refine the understanding of effective training 

practices in various organizational settings. 
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II.CONCLUSION 

 The study provides a comprehensive analysis of the factors influencing 

employee training effectiveness in the telecommunication industry. It examines 

how Training Content and Delivery, Technological Integration, Trainer 

Competence, Employee Engagement, and Organizational Support impact 

employee performance and engagement. The findings reveal that each of these 

factors plays a significant role in enhancing the overall effectiveness of training 

programs.  

Training Content and Delivery emerged as critical components, with 

well-structured and relevant materials significantly contributing to improved 

employee performance. Engaging and practical training content ensures that 

employees can relate the training to their job roles and apply new skills 

effectively. Technological Integration further supports this by providing 

accessible and interactive learning tools, which facilitate a more engaging 

training experience. The integration of modern technologies in training 

programs not only enhances learning but also aligns training practices with 

current technological trends.  

Trainer Competence is another essential factor, as knowledgeable and 

skilled trainers can better engage employees and deliver high-quality training. 

Ongoing professional development for trainers is crucial to ensure they remain 

updated with industry trends and effective teaching methods. Employee 

Engagement was found to be a strong predictor of training success, as engaged 

employees are more likely to participate actively and apply what they have 

learned. A supportive and engaging work environment encourages employees 

to commit to their training and performance goals.  

Organizational Support also plays a vital role in the effectiveness of 

training programs. Providing the necessary resources, feedback, and recognition 

helps employees make the most of their training opportunities. The study 

underscores the importance of aligning organizational practices with training 

objectives to foster a culture of continuous learning and development.  

This study highlights the interconnectedness of various factors that 

contribute to effective employee training. Organizations in the 

telecommunication industry should focus on enhancing training content, 

leveraging technology, ensuring trainer competence, promoting employee 

engagement, and strengthening organizational support. By addressing these 

areas, companies can improve training outcomes, boost employee performance, 

and achieve greater organizational success. The insights gained from this study 
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provide a valuable foundation for future research and practical applications in 

training and development. 
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