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ABSTRACT 

The subject matter of this paper work focuses on to examine the effectiveness of training and 

how employees perceive training in the public sector banks. The paper also attempts to 

determine the training needs of the employees. Quantitative method through questionnaire 

survey is used for data collection in which questionnaires are distributed among 60 bank 

employees. 

The study is carried out in public sector banks of Haliyal (Uttara Kannada district). Two 

hypothesis were formulated and tested using various statistical measures. Causal analysis is 

used to identify the relationship between different dimensions of training with the help of 

correlation tools. 

The results of the study revealed that there is a positive correlation between the dimensions of 

training program- effective determination of training needs and trainee performance and overall 

training effectiveness which is significant at 0.01 level. This indicates that effective 

determination of training needs and trainee performance will increase the effectiveness of the 

training &amp; development program. Therefore, to reap the complete advantage of training 

initiatives also as development programs, training needs should be done more professionally in 

conjunction with individuals involved alongside human resource personnel. Banks need to 

identify what is lacking and what needs to be changed. This will go a long way to improve the 

effectiveness and efficiency of employee’s performance and thus an aid to human resource 

personnel to design good training and development programs to suit their work force. 

Keywords: Training, Effectiveness, Employees, Development, Public sector Banks, Human 

Resource 

 

INTRODUCTION 

Training and Development is a key factor in human resource management practices. It is an 

endeavour, which enhances those required skills and knowledge in his/her through learning or 

by changing the attitudes in employees which intern boosts the employee’s performance in an 

organization. Training and development includes refining the effectiveness of organizations 

and thus the individuals and teams within them. Among organizations training programs have 

become widespread after the Second World War. In a human resource development process, 

one of the most important segments is training and to develop a human resource are also 

important in this fast changing environment. In a planned way, human resource development is 

a continuous process; which ensure the competencies, effectiveness and motivation for the 

employee’s development. To work efficiently in an organization training motivates employees. 

Sometimes training also proved as a drag solving tool in a corporation. 
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In Banking Sector, Training and Development is one among the important tools which transfer 

an employee to a far better employee. Training and development programmes give impetus to 

knowledge and skill development and job enrichment of bank employees while providing 

information and instruction on how to better perform specific tasks. It also reduces the rate of 

attrition, increases job retention and provides value addition to the workers. Training and 

development is a continual activity endowing the employees to perform more effectively. The 

result also can be seen as an improved bank culture and profits to the bank. Training has to be 

an on-going process as it plays a vital role in improving the productivity, efficiency, and 

effectiveness of managers. Structuring Training and development programs brings about 

expense at present though the advantage accumulates as expanded efficiency of employees, 

expanded spirit, diminished management, and expanded organizational dependability and 

adaptability for what’s to come. The best way to confront the opposition in the market is to 

build up a capable and flexible workforce. To be effective organizations need to include worth 

and this must be conceivable through skilled employees. 

 

NEED OF THE STUDY 

The modern day business organizations are reeling under intense competition and accordingly 

there are dramatic changes in the approaches adopted by the organizations to survive and excel 

in this competitive world. Human capital is a major weapon used by organizations as it is 

considered to be a source of competitive advantage. This competitive advantage can be made 

sustainable only when human capital is knowledgeable and dexterous. Training and 

Development function ensures that human capital inculcates required knowledge and abilities. 

The organizations have long understood that their most precious asset is their human capital 

and lots of are convinced for giant investments in employee training and development. 

Organizational training activities are capable of becoming sources of competitive advantage 

(Barney, 1995) through their positive impact on employees‟ productivity (Ng & Siu, 2004) and 

their contribution to business objectives (Dobson & Toh, 1998). It is an undisputed fact that 

effective training is considered to be an investment in the human resources of an organization 

that yields both immediate and long –range returns. However mere investment isn’t enough; 

firms got to manage training programs more effectively in order that they will get the very best 

returns from their investment. Training alone is not the answer to a sustained competitive 

advantage for organizations. Training evaluation gives guidance to organizations on their 

investment on human capital investment because it is a means of determining whether or not 

the training has been of value to the business. 

 

REVIEW OF LITERATURE 

Shantha, A. (2019) revealed that two dimensions (Training Content and Trainers) have a 

positive significant relationship with the employee performance on training. Firm should put 

big effort to enhance those two dimensions in order to increase the employee performance. 

Jadhav (2013) highlighted the training and development programmes undertaken by banks for 

employees. The main objectives of this study were to research effectiveness of training and 

development programmes for employees to discharge their duties and to review how training 

and development programmes helps to achieve customer satisfaction. It is concluded that 

Banks provide training programmes to reinforce their knowledge and skills to satisfy the 

customers. According to Megharaj (2014), “since globalization enormous amount of changes 

have taken place in banking system in terms of its products and services, more innovative 

activity has gone into the method of human resource development, necessitating the necessity 

for employee training to adapt to the changing banking context. Jadhav Ajit (2013) revealed 

that commercial and Industrial Sector Indian Banks undertake training and development 

programme for their employees to increase their efficiency and even pointed out that the 
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growth of banking sector in India is that the results of skilled manpower which is the outcome 

of training and development. Sarita Moharana (2013) found that the chosen banks for the study 

are directly engaged in training activities mostly within the world of Rural Development, 

Education, Community Welfare, Women and youths. The analysis shows that, banks are 

making efforts for the implementation of training, but are restricted within certain fields. There 

is a need for better training activities by the banks, which is possible by adding more and more 

social development issues link with corporate sector. Sanjay Kanti Das (2012) presented that 

development of Role and Responsibility of employee is very slowly in India though it was 

started a long time ago. In the view of training has been assuming greater importance in the 

world, including the banking sector. There is a clear trend within the financial sector of 

promoting environment friendly and socially responsible lending and investment practices. 

Riyaz (2004), in their study empirically examined the training policy in two commercial banks, 

i.e., State Bank of India and Jammu & Kashmir Bank Limited. The focus was on the various 

facts of training including Management’s attitude towards training, training inputs, quality of 

training programmes and transfer of training to the job. Kaur, M. J. (2012) revealed that the 

training to employees increase the level of motivation, create positive attitude and also improve 

inter-personal relation between the employees. Various training needs were identified by the 

perception of employees. The study showed that the major reason to impart training to the 

employees was to increase the quality and magnitude of the work and to equip the staff with 

more skills. Mamofokeng Eliza Motlokoa, L. P. (2018) revealed that training not only 

increases employees‟ performance but also positively affects employees‟ motivation and job 

satisfaction within the banking sector. Ganesh, A. (2012) examined the effect of training on 

Bank employees in different banking skills, before and after training. Out of the seventeen 

skills identified, seven skills had shown moderate improvement, after training. They were 

Marketing skill, Communication skill, Accounting skill, Cash Management skill, Time 

Management skill, IT Related skill and Customer Service skill. 

 

ANALYSIS AND INTERPRETATION 

 

INTRODUCTION 

This presents the analysis and interpretation of data collected from 60 employees with more 

than year of experience focusing on the effectiveness of Training and Development in Public 

Banks in Haliyal. The Data is analyzed and presented in the various sections, starting from 

reliability and validity of the scale, Descriptive Statistics, Correlation. Using SPSS version 

20.0, an internal consistency analysis was performed to assess the reliability aspect of the 

instrument. 

 

ESTIMATION OF CRONBACH’S COEFFICIENT ALPHA FOR EFFECTIVENESS 

OF TRAINING AND DEVELOPMENT IN BANKS 

 

TABLE 1: CRONBACH’S COEFFICIENT ALPHA FOR TRAINING AND 

DEVELOPMENT 
 

Practices 
 

Cronbach’s Alpha 

Training and Development 0.911 

Source: Data compiled from the survey 

It is found that there is good reliability of training and development as their alpha values are 

more than 0.70. Hence, the internal consistency is found to be very high as their alpha values 

are more than 0.70 i.e., α= 0.911. 
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OBJECTIVEWISE ANALYSIS 

 

Objective 1 

To understand training and development practices in Banks 

Training and development is an organized activity and includes several steps. Conduct of such 

programmes requires passing through different stages like, it begins from need identification, 

preparation of calendar, budget estimation, deputation of trainees, evaluation and follow-up. 

Training and development is an organized procedure for increasing skill and knowledge of 

people for a definite purpose. Employees in most organization consist of many employees who 

differ in age, qualification, experience, designation, attitude and interest. Therefore, training is 

required to all categories of employees. 

 

Training calendar of Banks includes wide range of programmes suiting to the requirement of 

various categories of employees in the organization. Programmes are organized for senior 

executives, middle level executives, managers, supervisors and also to the workmen. Training 

topics relate to skill and knowledge development, topics of management practices, marketing’s, 

technical information, technology and quality and general topics, as well. All organizations 

look forward to see that their employees would develop and improve their personal and 

technical qualification. Organizations help them by sponsoring them to premier institutions to 

undergo training. This would help them to improve their academic and technical qualification, 

and also their skill and knowledge. This facility is largely offered to the supervisory and 

managerial personnel than to the workman. 

 

Objective 2 

To determine the training needs of the employees. 

Needs assessment is very important as the training &amp; development programs have to be 

designed based on the training needs identification. Training should be designed and delivered 

to meet the needs of all employees, and employees should perceive that they are being treated 

fairly and equitably with regard to the training they receive (Schmidt Steven W. 2009). 

 

Hypothesis 

Ho: There is no significant relation between training needs and training effectiveness. 

Ha: There is no significant relation between training needs and training effectiveness. 

The above hypothesis was tested through correlation and the results of the test are presented in 

Table below. 

 

TABLE 2: CORRELATION 

 Training Needs Training Effectiveness 

 Pearson Correlation 1 .469
**

 

Training Needs Sig.(2-tailed)  .000 

 N 60 60 

 Pearson Correlation .469
**

 1 

Training Effectiveness Sig.(2-tailed) .000  

 N 60 60 

**Correlation is significant at the 0.01 level (2-tailed). 
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The above Table, shows that correlation between training needs and training effectiveness is 

0.469. The correlation is significant at the 0.01 level. The p-value i.e. Sign. 2 tailed value is 1.1 

<0.05, and we reject our null hypotheses. And we can say that there exist a significant 

correlation between training needs and training effectiveness. It means that effectiveness of 

training is positively influenced by the training needs of the employees. 

 

Objective 3 

Satisfaction of employees towards the training programmes in banks. 

 

TABLE 3: JOB SATISFACTION 

 

 Frequency Percent 

Strongly Agree 8 13.3 

Agree 40 66.7 

Neutral 6 10.0 

Disagree 6 10.0 

Total 60 100.0 

 

It can be understood from the above table that, majority of 80% of the employees agreed that 

training programs conducted by the banks helped them to acquire better job satisfaction. 10% 

of the employees have disagreed, 10% of the employees are neutral. 

 

TABLE 4: JOB COMMITMENT 

 

 Frequency Percent 

Strongly Agree 9 15.0 

Agree 38 63.3 

Neutral 9 15.0 

Disagree 4 6.7 

Total 60 100.0 

 

It can be understood from the above table that, majority of 63% of the employees agreed that 

training programs conducted by the banks improved their commitment towards job. 15% of the 

employees have strongly agreed, 7% of the employees have disagreed and 15% of them are 

neutral. 

 

Satisfaction with training &amp; development programs 

79% of the respondents are satisfied with the training & development programs in banks as 

they lead to higher job satisfaction and more commitment from the employees. Only 8% are 

not satisfied while 13% are neutral in terms of satisfaction with training & development 

programs. 
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Objective 4: 

To analyse the effectiveness of training and development programmes for employees. 

Training should be evaluated during the process. The effectiveness of any training program is 

resolved not just by the fruitful securing of basic information yet in addition the capacity to 

effectively move that information to the performance condition (Alkesander P.J. Ellis, 

Bradford S. Chime, Robert E. Ployhart, John R. Hollenbeck, Daniel R. Ilgen, 2005). 

Employees should be evaluated by contrasting their newly acquired skills with the skills 

characterized by the objectives of the training program. Any discrepancies should be noted and 

adjustments have to be made to the training program to enable it to meet specified goals. Many 

training programs come short of their expectations just because the administrator fails to guage 

its progress until it had been too late. Timely evaluation will keep the training from wandering 

from its objectives. 

 

TABLE 5: PERIODICALLY REVIEWED 

 

 Frequency Percent 

Strongly Agree 11 18.3 

Agree 36 60.0 

Neutral 4 6.7 

Disagree 6 10.0 

Strongly Disagree 3 5.0 

Total 60 100.0 

 

In the present study, 78% of the respondents agreed that training program is periodically 

reviewed in the bank. 7% of respondents neither agreed nor disagreed with periodic review of 

training and 15% employees disagree. This indicates that there is scope to improve the 

effectiveness of training by periodically reviewing which is a very important in the program. 

 

Trainee Performance 

Through training & development, motivational variables of recognition, achievement, growth, 

responsibility &amp; advancement are internalized and operationalized. It also helps in 

encouraging &amp; achieving self development &amp; self confidence, helps a person handle 

stress, tension, frustration &amp; conflict, provides the trainee an increase in salary, a road for 

development and a state in his/her own future. Training is an essential element of the groups of 

works on emerging from investigation into elite work frameworks. Training is an essential 

element of the groups of works on emerging from investigation into elite work frameworks 

(Ashton and Sung, 2002, cited in Smith and Smith 2007). Hutchings et al., (2009) expressed 

that training and development is most effective in motivating and retaining high quality human 

resources within organizations when operationalized along with other high performance work 

practices to which it is interrelated, namely rewards and performance management. Training 

and development practices have a positive impact on preparing them to be more effective in 

their work, increasing their technical abilities, interpersonal abilities, teamwork, job confidence 

and work motivation 
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TABLE 6: ENHANCE EFFICIENCY & EFFECTIVENESS 

 Frequency Percent 

Strongly Agree 14 23.3 

Agree 38 63.3 

Neutral 6 10.0 

Disagree 2 3.3 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority of 63% of the respondents agreed that 

training programs conducted by the banks enhance efficiency & effectiveness of the work 

being performed by them. 24% of the respondents have strongly agreed, 10% of them are 

neutral and 3% of the respondents have disagreed. 

 

TABLE 7: INCREASES SKILLS 

 Frequency Percent 

Strongly Agree 13 21.7 

Agree 38 63.3 

Neutral 8 13.3 

Strongly Disagree 1 1.7 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority of 63% of the respondents agreed that 

training programs conducted in bank helps in increasing their skills. 22% of the respondents 

have strongly agreed, 2% of the respondents have disagreed and 13% of them are neutral. 

 

TABLE 8: REDUCES STRESS LEVEL 

 Frequency Percent 

Strongly Agree 9 15.0 

Agree 32 53.3 

Neutral 8 13.3 

Disagree 7 11.7 

Strongly Disagree 4 6.7 

Total 60 100.0 
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Inference 

It can be understood from the above table that, majority of 53% of the respondents agreed that 

training programmes helps in reducing the stress level at their job. 15% of the respondents have 

strongly agreed, 12% of the respondents have disagreed, 7% of respondents strongly disagreed 

and 13% of them are neutral. 

 

TABLE 9: LEARNING NEW METHODS & PROCEDURE 

 

 Frequency Percent 

Strongly 

Agree 
20 33.3 

Agree 36 60.0 

Neutral 4 6.7 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority of 60% of the respondents agreed that 

training helps in learning new methods and procedure for performing Job. 33% of the 

respondents have strongly agreed and 7% of them are neutral. 

 

TABLE 10: HIGHER ROLE 

 

 Frequency Percent 

Strongly Agree 12 20.0 

Agree 35 58.3 

Neutral 10 16.7 

Disagree 2 3.3 

Strongly Disagree 1 1.7 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority of 58% of the respondents agreed that 

knowledge/skills and information gathered during this training helped to play a bigger role than 

current job. 20% of the respondents have strongly agreed, 3% of the respondents have 

disagreed, 2% of respondents strongly disagreed and 17% of them are neutral. 
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TABLE 11: INCREASES LEADERSHIP MANAGERIAL SKILLS 

 Frequency Percent 

Strongly Agree 13 21.7 

Agree 33 55.0 

Neutral 11 18.3 

Disagree 1 1.7 

Strongly Disagree 2 3.3 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority 55% of the respondents agreed that 

training improves their leadership and managerial skills. 22% of the respondents have strongly 

agreed, 2% of the respondents have disagreed, 3% of respondents strongly disagreed and 18% 

of them are neutral. 

 

TABLE 12: MINIMIZE FAULTS 

 Frequency Percent 

Strongly Agree 16 26.7 

Agree 39 65.0 

Neutral 4 6.7 

Strongly 

Disagree 

 
1 

 
1.7 

Total 60 100.0 

 

Inference 

It can be understood from the above table that, majority 65% of the respondents agreed that 

training program helped in minimizing the faults in operation. 27% of the respondents have 

strongly agreed, 2% of respondents strongly disagreed and 6% respondents are neutral. 

 

Effectiveness of training & development programs 
Training effectiveness is based on the effective determination of training needs and trainee 

performance. It is a noteworthy feature that majority of the respondents perceived that the 

training & development programs are effective. 

 

Hypothesis 

Ho: There exists no relation between trainee performance and training effectiveness. 

Ha: There is a relation between trainee performance and training effectiveness 

 

The above hypothesis was tested through correlation and the results of the test are presented in 

Table below. 
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TABLE 13: CORRELATIONS BETWEEN TRAINEE PERFORMANCE AND 

TRAINING EFFECTIVENESS 

 Trainee 

 
Performance 

Training 

Effectiveness 

 Pearson Correlation 1 .607
**

 

Trainee Performance Sig.(2-tailed) 
 

.000 

 
N 60 60 

 Pearson Correlation .607
**

 1 

Training Effectiveness Sig.(2-tailed) .000 
 

 
N 60 60 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

The above Table, shows that correlation between trainee’s performance and training 

effectiveness is 0.607. The correlation is significant at the 0.01 level. The p-value i.e. Sign. 2 

tailed value is 0.000 &lt; 0.05, and we reject our null hypotheses. And we can say that there 

exist a significant correlation between trainee performance and training effectiveness. It means 

that effectiveness of training is positively influenced by trainees performance. 

 

TABLE 14: CORRELATIONS BETWEEN DIMENSION OF TRAINING AND 

TRAINING EFFECTIVENESS 

 Trainee 

Performance 

Training 

Needs 

Training 

Effectiveness 

 Pearson 

Correlation 
1 .734

**
 .607

**
 

Trainee Performance 
Sig.(2-tailed) 

 
.000 .000 

 N 60 60 60 

 

 

Training Needs 

Pearson 

Correlation 
.734

**
 

 

1 .469
**

 

Sig.(2-tailed) .000  .000 

 N 60 60 60 

 Pearson 

Correlation 
.607

**
 .469

**
 

 

1 

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

 

 N 60 60 60 

**. Correlation is significant at the 0.01 level (2-tailed). 
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It is very clear that there is a positive correlation between the dimensions (training needs and 

trainee performance) of training program and overall training effectiveness which is significant 

at 0.01 level. This indicates that effective determination of training needs and trainee 

performance will increase the effectiveness of the training &amp; development program in 

public banks. 

 

FINDINGS 

The data collected were analysed carefully and therefore the following findings were drawn 

 The present study concentrates on examining the effectiveness of training and development 

especially in public banks located in Haliyal. Training firmly impacts the profitability, 

effectiveness, inventive thoughts and complete knowledge about the job. Accordingly, it is 

important to realize the training given to the employees in the association give them level of 

acknowledgment, care and certainty after the training program and their satisfaction about 

the training program. 

 Through estimation of Cronbach’s coefficient alpha it is found that there is good reliability 

of training and development as their alpha values are more than 0.70. Hence, the internal 

consistency is found to be very high as their alpha values are more than 0.70 i.e., α= 0.911. 

 Frequency table reveals that the study had 60% of male employees followed by 40% of 

females who were experienced, where 38% of the respondents are below 30 years of age 

group, 50% respondents are 30-40 years of age, 9% of the respondents are 40-50 years of 

age and 3% of the respondents are above 50 years of age. It is also observed that 70% of the 

respondents have completed graduation, 27% of the respondents completed Post 

Graduation, 3% of the respondents completed secondary. 

 There is a significant correlation between dimensions (training needs, trainee performance) 

and training effectiveness. This indicates that effective determination of training needs and 

trainee performance increases the effectiveness of the training & development program. 

 Majority of 79% of the respondents are satisfied with the training &amp; development 

programs conducted in public banks as they lead to higher job satisfaction and more 

commitment from the employees. 

 Majority of 87% of the respondents agreed that training programs conducted by the banks 

enhance efficiency & effectiveness of the work being performed by them. 

 Majority of 85% of the respondents agreed that training programs conducted in their bank 

helps in increasing their skills. 

 Majority of 68% of the respondents agreed that training programmes helps in reducing their 

stress level at work. While majority of 93% of the respondents agreed that training helps in 

learning new methods and procedure for performing Job. 

 Majority of 78% of the respondents agreed that knowledge/skills and information gathered 

during this training program helped them to play a bigger role than their current job. While 

majority of 92% of the respondents agreed that training program helped them in minimizing 

the faults in operation. 

 55% of the respondents have expressed that the course content of training programmes 

provided by their bank were relevant and useful whereas 42% of respondents have 

expressed that it is general and only 3% of respondents have expressed as irrelevant. 

 Respondents have expressed that as training imparts only theoretical knowledge and 

applying it in practise is not always possible and ground level actual feedback from 

employees is not much taken care of. 

 In the Public sector banks, various on the job and off the job training methods are 

moderately used, wherein Lecture method is mostly used as a medium of training followed 

by other methods. 
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 In a service oriented industry such as banking, people are among the most important assets 

and a bank must efficiently manage its employees during every face of employment in this 

competitive area. It is that public sector banks undertake training and development 

programmes for their employees to increase their efficiency. 

 

SUGGESTIONS 

1. After each training program, feedback should be collected through questionnaire or any 

other means. In view of the feedback gathered vital changes can be made. 

2. The programmes could be little more exhaustive with more of practical knowledge then of 

theoretical and try to cover the topics in every aspect so that employees can execute the job in 

ease. 

3. To update worker’s knowledge and expertise appropriate training must be given at ordinary 

spans for example in a year or according to the prerequisite to keep the employees refreshed. 

4. Training and development should also include more of upgrading their social behaviour as 

they connect to various clients belonging to various social backgrounds of society. As they 

need to intermingle with different colleagues during transfers and delegations. 

5. Banks should provide training programmes more of subject oriented training than general for 

longer period. Training programmes could be made much better by bringing in industry experts 

and more real time information and troubleshooting skills. 

 

CONCLUSION 

The Study throws light on the effectiveness on training and development programmes being 

conducted in public banks. To achieve this purpose, hypothesis had been developed to 

investigate how dimensions impact on the effectiveness of training. The results revealed that 

two dimensions (Training needs and Trainees performance) have a positive correlation with the 

effectiveness of training. Banks should put big effort to enhance these dimensions in order to 

increase the effectiveness. Based on the findings, the management can redesign and develop 

new modules within the training and development programme, in order that ultimately the 

resources of employees are utilized at optimum level. Training is an exceptional asset among 

the assets of the universe “no training no development”; Accordingly, training and 

development is a piece of any organization on the planet. The new Millennium will be one of 

knowledge and rivalry. The public banks shall therefore endeavour to make every employees 

job an existing one with adequate opportunities for personal development. At whatever point a 

requirement for knowledge demand emerges in the framework the organization should find a 

way to refresh the knowledge and expertise of the employees by sorting out training programs. 

Successful training and development assessment techniques are needed to gauge change in 

individual, and group in regard of organizational productivity and effectiveness. 

 

All the Public Banks selected for study have a good organization culture, excellent working 

environment and competent human resource who are highly qualified and hardworking. Banks 

have provided training to all the employees of the departments. It can be concluded that State 

Bank of India, Union bank of India & Canara Bank provides training and development 

program to the employees to enhance their knowledge and skills in order to increase their 

competency. Every bank undertake training and development program to increase their 

efficiency. 
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