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[bookmark: _Toc158403354]ABSTRACT

The impact of employee’s training and development on organizational performance is the main topic of this thesis project. It was motivated by the observation that some firms don't seem to care about their employees' growth potential but instead criticize and penalize any flaws they may display. Finding out whether Global Technology Company conducts training and development programs for all employees, potential implementation barriers, and the real-world effects of training and development on performance at work were the researcher's main goals in tackling the research problem. The researcher also focused on the many training approaches that have been developed and how they are being used in training and development programs globally. Using the Global Technology Company, the researcher got information from 109 respondents, through questionnaires, interviews and personal observation. The study also shows that all businesses must prioritize training and development, especially for their less experienced or unskilled workers. In general, the company's training techniques and resources significantly increased the amount of work that employees contributed. As a result, it had a favorable effect on workers' performance as well as an improvement in their abilities and productivity.
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[bookmark: _Toc158403360]INTRODCTUION

One may argue that an organization's most valuable asset is its human capital, and companies must make investments in it in order to remain viable and expand. The company must make sure that it hires and keeps personnel that is knowledgeable, devoted, and highly motivated. This entails taking action to determine and meet the demands of future generations of workers as well as to strengthen and develop each person's innate abilities in order to maximize their contributions, potential, and employability through learning and ongoing development opportunities. 
Due to intense global competition, businesses are now scrutinizing every facet of their operations and considering how each procedure and role might advance strategic objectives. The same demands are placed on training and development departments to prove their worth to the company. This is due to the fact that, despite investing a significant amount of time, money, and resources in employee training, firms do not always reap the rewards of their efforts in the form of increased performance. To make training and development useful, it should be well planned and systematically implemented. (TAGESSE, “The impact of Training and development on employee‟s performance in the case of ASKU Plc, 2018 May). The capacity of staff in a firm influences the ability to achieve the desired targets particularly in performance driven enterprises. Thus, human resource is recognized as a critical resource for success.
Without appropriate training and development, both new and experienced personnel fail to acquire the relevant skill set for doing tasks to the best of their abilities. Employees who receive proper training and development tend to stay on the job longer than those who do not. In the workplace, training and growth are unavoidable. Workers who don't receive the right instruction and growth don't have a solid understanding of their roles. Training and development activities are of immense benefit at both the individual and team level (e.g., motivation, attitudes and empowerment) (Herman, 2009). Managers are doing everything possible within their means to develop the capabilities of employees, eventually creating a conducive working environment within the organization. Therefore, the main purpose of this research is to assess the impact of training and development on employee’s performance.
[bookmark: _Toc158403361]Background Information of the Study
 	During a pandemic, job security in Myanmar is rarely worse than in prior years. Many businesses are facing a variety of challenges as a result of the pandemic's economic impact on exporting/importing countries. The impact of the global pandemic is not only economic, but also social, and in the case of organizations, employees' emotional and physical well-being are likely to be harmed, as is employment security (Phyu, Feb, 2023). 
 	Raining is an effort initiated by an organization to promote learning among its workers, while development is an effort directed more toward broadening an individual's skills for future responsibilities. (Scott Snell, 2012). Training and development is a continuous effort to improve the performance of employees with the objective of improving their performance and performance. United States A major contributor to economic growth in most industrialized countries, including Japan and Britain, is human resource management. Developing countries like Burma, which has abundant natural resources and financial support, can enjoy economic success if it properly focuses on the development and training of its people's resources. People are involved in all aspects and functions within a company. for example, A manager has skills; knowledge Abilities and Competencies (SKAC) Failure to succeed if subordinates are not qualified.
    Optimizing human resources is the most important part of human resource management as they are the most important asset of the organization. It can happen in various situations, whether it is at work or outside of work, inside or outside the organization. Training improves knowledge and information about a specific field, as well as opportunities for networking (Tntelek, 2022, p. 2).
    The course is competitive; Impact on revenue and employee performance. Unfortunately, corporate Most multinationals and government organizations are unaware of the importance of training in improving worker productivity. Because of this, when the economy is struggling or revenues are low, many of these organizations are eager to reduce their training costs. This leads to high employee turnover rates in hiring new workers and low organizational profitability (Tntelek, 2022, p. 3).
   Training is a process by which non-managerial employees or employees acquire skills and competencies for specific purposes using a structured and systematic approach within a short period of time. At the same time, Development is a long-term process in which management personnel or employees use a systematic and systematic approach to develop concepts or theories of skills and competencies for general purposes. In today's business world, training is a key aspect as it improves the productivity and performance of both employees and organizations. Training needs assessment of staff performance; training methods; training content; Training and development are influenced by many factors such as training materials (Intelek, 2022). This proposal outline is a research study on employee training and development on GTG and organizational performance. Employee training and development is very important for productivity, which has a direct impact on employee performance. Therefore, this study will examine the impact of training and development on employee performance of Global Technology Group in Myanmar.

[bookmark: _Toc158403362]Problem Statement of the Study 
  	It is a well-known fact that training and development enhances worker performance and productivity in organizations (Cole, 2002). Many organizations in Myanmar and indeed the global technology company engage in training and development of staff and have departments, units and sectors in charge of training and development. Training and development have lots of impact on employee’s performance. The only factor which is point of hesitation for the employers is “cost”, used for the training and development. Otherwise there is always a positive result from training and development.
	While development deals with the broad enhancement and growth of individual ability and capacities through conscious and unconscious learning, training deals with imparting specialized skills to execute specific jobs. Enhancing employee competencies is the primary goal of training and development, enabling businesses to get the most out of their people resources while also maximizing their efficiency. (Armstrong, 2009) clearly stated in his book that organizations could benefit from training and development through winning the “heart and minds of” their employees to get them to identify with the organization, to exert themselves more on its behalf and to remain with the organization.
	Any organization's long-term performance is largely dependent on the caliber of its people resources. This is so that a firm can get its competitive edge. Human resources are a strategic resource. By creating training and development programs that are relevant to the changing environment, one can gain a competitive advantage. Service quality needs to be continuously improved in service-oriented sectors like GTG in order to satisfy customers' growing expectations.	Effective training and development program depend on knowing what results are required for the individual, the department and the organization as a whole. Absence of qualified workforces affects the employees as well as the employers‟ quality of work in an organization. To survive in this competitive, liberalized and globalized market, the organization need to focus on planning training and development programs and evolve right approach for its implementation. Training and development activities have implications for attempts to motivate and involve the workforce with an aim of improving their performance.
	Many studies argue that most of the training and development programs in developing countries have failed to achieve their expected results mainly due to their inability to design a training program that targets specific objectives (Mhamed, 2014). States that various training programs were offered in government organizations in some developing countries, but they were very ineffective in the sense that they were very theoretical and too broad, and were not directed towards achieving any specific objectives.
	The researcher noticed that GTG's productivity and profitability are currently declining, which indicates that sales volume has dropped by half when compared to prior years. As a result, the researcher conducted a preliminary gap assessment, and by contrasting the work of junior and senior employees, some gaps were identified. As a result, the early research findings, which were derived from interviews with managers, supervisors, and business owners, indicate that senior personnel perform better than junior employees. The primary cause of these performance disparities was that senior staff members received excellent training from the organization and acquired fundamental skills through successful training and development programs, while junior staff members received inadequate training, which decreased their output relative to earlier staff members. In addition, the highly dynamic, increasingly international, and technologically advanced company world of today necessitates the need for effective training and development programs in order to boost employee performance.	Past researches found a positive link between training & development and employee’s performance, by demonstrating the benefits of training to bring for the employees along with the firm by impacting employee’s performance through the enhancement of employee’s competencies and behavior (Elnaga, 2013). According to (Guest, 2011), mentioned in his study “training and development programs, as one of the vital human resource management, positively affect the quality of the worker’s knowledge, skills and capability and thus results in higher employee performance.” This relation ultimately contributes to supreme organizational performance. However, the link between training & development and employee performance in the case of GTG is not studied. Therefore; the purpose of this research is to examine the impact of training and development on employee’s performance in the case of GTG.
	Therefore; the purpose of this research is to examine the impact of training and development on employee’s performance in the case of GTG.

[bookmark: _Toc158403363]Objectives of the Study
 	The objective of this study is mainly attention on the influence of training and development getting through employee performance and the research is conducted in the Myanmar Technology Service Provider industry. The objectives of the study: 
(1) To explore the effect of training and development on employee performance of Global Technology company in Myanmar 
(2) To analyze the influence of the training and development such as training need assessment, training method, training content and training materials on employee performance of Global Technology Company in Myanmar. 

[bookmark: _Toc158403364]Research Questions of the Study 
  	According to the research objectives, the following research questions are set   for this study;
· What is the effect of training and development on employee performance in the Myanmar Technology industry?
· How do the Training Need Assessment and Training Method influence employee performance in the Myanmar Technology service provider industry? 
· What is the level of need for employee training in the Myanmar Technology service provider industry? 
· Does Training Content and Training Material have a significant effect on employee performance?

[bookmark: _Toc158403365]Scope and Limitations of the Study
 	This research focuses only on the impact of job training and development on employee performance of Global Technology Company in Myanmar, not the whole country due to limited time and other resources. Data collection is done based on primary data as well as secondary data. Primary data were collected from the surveys of the employees who are working employees at company. The data collection period is from October to November 2023. As research participants, total samples of 109 employees were collected by convenience sampling method among the total 1,300 employees and company staff of Global Technology Company in Myanmar. Secondary data were collected from company’s authorized persons, official websites, textbooks, relevant books, previous research papers, respective organizations and internet websites.
[bookmark: _Toc158403366]Organization of the Study
 	This study covers the five chapters. Chapter one is introduction which includes the objectives of the study, research question, scope of the study. Chapter two is containing review of related literature which is related with the topic of the study. Chapter three is present research design and methodology; research design, source of data, data gathering tools, sample size and sampling techniques, and method of data analysis and chapter four is depicting data analysis and interpretation. Finally, chapter five is focus on summary of findings, conclusion and recommendations.
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[bookmark: _Toc158403368]LITERATITURE REVIEW

 	This chapter presents training and development theory. It also presents the related literature review for training and development, training need assessment, training method, training content, training material and employee performance. Furthermore, it includes previous studies and conceptual framework of the study.

[bookmark: _Toc158403369]2.1	  Training and Development
[bookmark: _Toc158403370]	Training and development is defined as the process of systematically developing occupational knowledge and skills in people to improve performance (Holton R. A., 2001). Both training and development are necessary to establish a continuous process for the company. Training principles make people more structured; Transforming and improving strategic thinking for the benefit of the organization; He indicated that training and development, which must be done carefully to benefit the organization and employees, should be the most important consideration for any corporation when evaluating employee performance and development. To improve employee communication. Knowledge meets its needs and raises the bar for the organization by promoting basic literacy and problem-solving skills. (Otoo, June, 2018). The importance of education and training in closing the gap between present knowledge and future expectations is mostly involved in organizational functioning and falls within the functions of human resource management or HRD. (Woodall, 2005).
New ideas, know how, learning methods and practices is the main focus of training and development. Training and development is individual; because it can improve performance at team and organizational levels; It is one of the essential components of human resource management. Organizations are currently growing more precisely with organizational learning, and consequently collective growth as a process of "enhancing the ability to perform".
From a strategic perspective, organizational learning is knowledge, skills; It deals with the acquisition of procedures and practices. It uses training and development as one of the various answers. Accomplish organization-wide training and development; Deductive users can turn them into institutional resources. (Armstrong, 2009). Planned learning experiences such as training and development help employees become more proficient in their current and future roles. From the employee's perspective, the main goals of learning are to acquire the information and skills needed to perform the job; To grow in one's career and gain promotion. Training and development supports career transitions as well as personal and professional growth of individuals.
Both employees and the organization as a whole can benefit from training and development. one side Training and development improves job knowledge and skills at all organizational levels, improves employee morale, and makes it easier for employees to identify with organizational goals. It may also lead to increased profitability and/or positive attitudes towards profit orientation. However, individual employees have better decision-making and problem-solving skills; Support in developing self-development and self-confidence; stress tension Employees benefit in many ways, including helping them manage frustration and conflict. Promotes progress toward personal goals while increasing job satisfaction and recognition and improving interpersonal skills. (Sims, 2002).
(Armstrong, 2009) is education, it is defined as the systematic and orderly modification of behavior through learning that occurs as a result of instruction and development and planned experience. Knowledge required for job duties; The process of imparting skills and attitudes to workers is called training. On the other hand, Employee development focuses on improving an employee's ability to adapt to future environmental demands. Businesses provide many training initiatives to meet organizational needs. These include industry-specific training; management or supervisory courses; Compliance sales executive development; basic skills; orientation of new employees; including customer service and quality. These include IT and systems; processes; It includes procedures and business practices.

2.2	 Meaning of Training
	Training is a "learning experience, in that, it seeks a relatively permanent change in an individual that will improve his ability to perform on the job,". This means that training needs to be planned so that it involves improving or modifying social behavior, knowledge, skills, and attitudes. This improvement or modification of the worker's abilities, knowledge, attitudes, and social conduct may encompass the worker's knowledge base, working style, relationships, and interactions with managers and other employees. 
	"The teaching or learning activities carried out for the primary purpose of helping members of an organization acquire and apply the knowledge, skills, abilities, and attitudes needed by that organization" is how define training. It is the process of improving a worker's knowledge and abilities to do a specific task. According to (Dessler, 2008), supplementary training is a way to provide new or existing workers with the abilities they need to carry out their varied jobs. He goes on to say that he believes that effective management is characterized by training, and that managers who disregard training do so at the firms they oversee greatly suffer as a result. This is due to the fact that having high potential personnel does not ensure that they will function well at work. For this reason, every employee needs to be aware of what the management expects of him and how to do it. As a result, training has a rather good track record of impacting organizational effectiveness.
	According to (Cole, 2002), management must pay close attention to human resources since they are the most dynamic resource available to the company and must be provided with sufficient support to reach their professional potential. Management must therefore handle issues with training and development, payment methods, job reorganization, motivation, leadership, and communication.
He further provided some definitions that are worth noting;
1. Education - typically defined as a comprehensive and individualized program of basic knowledge and skills intended to help people maximize their chances in life.
2. Training - suggests becoming ready for a certain job or set of abilities. It is therefore more job-oriented than personal, and its idea is narrower than that of either education or development.
3. Development - in general, this implies a far more expansive perspective of knowledge and skill acquisition than training; it is more career-oriented than job-oriented; it is more focused on human potential than on current skill; and it views employees as flexible resources.
4. Learning - this process of acquiring knowledge, understanding, skills and values in order to be able to adapt to any environment; it underpins all of the above three terms.
5. Competence - this refers primarily to a person’s ability to demonstrate to others that they can perform a task, process or function to a predetermined standard; it’s all about putting learning into practice.
[bookmark: _Toc158403371]2.3	 Organization’s Need for Training
	When well-developed and trained workers are fully employed by the company they work for, both the company and the employees gain. As a result, in order for an organization to develop and thrive in the fiercely competitive and rapidly changing global market of today, particularly in the field of technology, it will be necessary for it to devise policies and initiatives that will motivate employees to work hard, pay attention to detail, be creative, and come up with new ideas both individually and as groups or teams within a network. In order to deal with the constant change and competition in the business world, businesses aim to adapt to new structures, new cultures, and new efficient techniques for performance management and employee motivation.
	Successful innovations or adaptations result from people gaining new perspectives, understandings, values, knowledge, and abilities. For instance, the implementation of a modern and efficient approach in performance management would necessitate that the staff members (managers and supervisors) in charge of overseeing this system (i) comprehend the necessity of it and (ii) possess the necessary expertise to put it into practice. This comprehension, expertise, and abilities would result from planning workshops or seminars that will give these implementers the pertinent viewpoints, abilities, and information for an implementation that is successful. Performance is ultimately the ultimate goal of human resource management, and as a result, all other goals, including employee morale, competences, attitudes, and motivation, are factors that influence performance (Ibid). Employee performance, as previously stated, is therefore related to employee output, which consists of two things: first, the efficient use of inputs or resources, and second, the conversion of efficiency into high-quality services in a company such as Accra Polytechnic, which has been accredited to offer bachelor of technology courses. 
	Consequently, the goal of human resource education, training, and development initiatives is to provide staff members with the skills they need to do their jobs well. Thus, it is reasonable and significant to say that no amount of financial or in-kind incentive will be able to persuade staff members to perform to a high standard or at all if they lack the necessary competences. Therefore, the goal of training and development initiatives must be to give staff members the management, technical, and interpersonal skills necessary for them to attain and maintain high performance levels. To be highly competitive in the global scheme of things, Accra Polytechnic would need to adopt this position inside the organization. 
That being said, not every performance issue in a company can be resolved by training. (Asare-Bediako, 2008) offers the following performance (mathematical) model, which needs to be taken into account:
	Performance = (ability) x (motivation)
According to the mathematical model mentioned above, motivation and ability combine to produce performance. Motivation is the "want to" component in the equation, whereas ability is the "can" portion. Performance would therefore be ensured by the combined effect of ability and motivation if the employee possesses the necessary motivation (want to factor) and the capacity (can factor). Therefore, even though an employee may be capable, non-performance must result from a lack of motivation, which can be caused by, among other things, incentives, leadership, and workplace ergonomics, to name a few. In this case, no amount of instruction could make the issue go away.
But training can affect both of these factors (ability x motivation); it can boost employees' motivation by boosting their sense of commitment and pushing them to learn and use new skills, as well as their skills and abilities. Thus, training is an effective instrument that, when applied correctly, may significantly affect workers' morale and productivity.
However, a supervisor must first set up some sort of employee appraisal system in order to be able to evaluate the competitiveness of the competencies of his staff and, consequently, set goals for the necessary improvement of these competencies through training and development. A manager is responsible for the work that his subordinates do, hence the performance of the subordinates will determine the manager's success. By lowering weariness and waste, a better or highly trained worker should boost production and efficiency. Depending on their suitability for their current roles, each employee fell into one of three categories, according to (Thomson, 2002). 
Organizational design changes have made technical training more and more crucial. For instance, employees need to be proficient in a greater range of tasks and have more knowledge about how their organizations should run as they flatten their organizational structures, use teams more frequently, and break down traditional barriers. 
In general, training aims to enhance workers' job competencies, including technical, management, and interpersonal abilities. E. g. Workers might receive machine operation training, acquire new skills, or learn about personal development techniques.
When an organization is launching a management-by-objectives program, for example, there is an additional need for training on goal-setting and updating goal-oriented performance systems. The demand for employee training is further exacerbated by economic and demographic trends that have resulted in significant shifts in the labor force's makeup. Automation, worker displacement from mergers and acquisitions, downsizing, and business paradigm shifts, such as moving from manufacturing to services, are additional factors influencing the quantity, types, and requirements of available jobs. Other factors include the need to train underutilized employees, the need to train underutilized employees, and the training needs resulting from national and international competitions in the environment.
	"We've documented the savings from the statistical process control methods and problem-solving methods we've trained our people in," a Motorola corporate spokeswoman is quoted as saying by (Brody, 1987). Our rate of return is almost thirty times the amount invested, which is why upper management has been quite supportive of us. This is a blatant indication that an organization would benefit greatly from a systematic, well-planned, and executed training and development policy in terms of cost savings (such as decreased waste and scrap, increased productivity, and so forth), employee effectiveness and efficiency, and a host of other benefits.
	Training and development could be situated within a strategic framework, according to Dessler. This happens when management and trainers meet down to discuss strategic goals and objectives, as well as the knowledge and skills that could be used to achieving them. This is known as the paradigm shift. The next step is to identify the staff members' abilities and expertise. If they don't, talks about the need for training are prompted. Again, for this reason, human resource management is becoming more and more of a business partner with the other functional areas. This position is further supported by the reality that every choice made by upper management has an impact on the organization's human resources. (Asare-Bediako, 2008)
	Managers must ensure that staff members possess the necessary outlook and attitude in order for an organizational culture to be successfully created. This lends more support to the idea that all staff members, from brand-new hires through orientation to seasoned workers who occasionally need to adjust their mindset to be in step with the company culture, require training and development.

[bookmark: _Toc158403372]2.4	 Impact of Training and Development
T&D initiatives bring about beneficial developments like learning new skills that improve job performance and improve performance on the job. Research has shown that T&D has excellent innovation and tacit capabilities (Zemburuka, 2020). (Robertson, 2015) suggested that training influences how employees' mental models or knowledge structures change and influence changes in their skill sets. Training affects employees' strategic knowledge, defined as the extent to which they can use specific skills or information. As a result, it can have implications beyond mere declarative and procedural knowledge (Kozlowski, 2001). Numerous HRM scholars are also aware of the impact of development and training on organizational effectiveness (Garcia, 2015). In addition, (Amadi, 2014) has shown that T&D improves employee performance and motivation and requires ongoing training. According to organizational training policies; employee Customer and shareholder satisfaction, as well as an objective indicator of organizational success, have been shown to be directly related to T&D programs focused on human capital development (Garcia, 2015). As T&D initiatives continue to grow and expand across many industries, there is more demand than ever to demonstrate the benefits of training. It is critical to adequately demonstrate and communicate how training and development efforts contribute to an organization's effectiveness.
The lecture or address technique is regarded as one of the most prominent and widely applicable techniques for internal educators teaching at all levels. In this technique, Trainers regularly provide information to learners about lesson plans and educational concepts in classroom settings. They use unique teaching materials and instructional procedures. When they are used effectively, obtaining numerous unique reflections on different components means study steps, concepts, requirements and study levels of subjects; Insightful destinations and a great teaching system. When teachers plan addresses, they must be restrained. One of the basic views is that they should be able to clearly understand the questions and contribute answers to the questions posed by the students. The address methodology has preferences as well as disadvantages. The central focuses need to be fortified and downsides have to be checked. Thus, when the teachers are setting into operation the address strategy at all levels of instruction, they have to do beyond doubt that understudies are the ability to obtain the product concepts. Most concepts are taken under consideration, components required in arranging a lecture, abilities required to get ready the address strategy, and focal points and drawbacks of address strategy. (Kapur, 2022)
Address strategy is the formal, verbal introduction of data or other fabric by a teacher to a bunch of understudies or other learners. The address strategy is utilized primarily when bunches are huge or time is constrained (e.g., in work force preparing). It can moreover be utilized to present other directions strategies, such as varying media introductions or part play, or to summarize fabric created by other implies. (Dictionary of Psychology)
  An address is one of the slightest costly, slightest time-consuming ways to show an expansive sum of data productively and in an organized way to bunches of learners. Addresses are valuable when the teacher is the most information holder and it is the foremost effective and coordinated way to supply learners with that information. Addresses that are scripted can be utilized to provide a reliable message. An address can too illustrate a subject-matter expert’s passion and excitement for a subject. The reason for the address is to communicate the message that supervisors ought to not be anxious of disappointment. At the yearly assembly of Skanska, a development company, two previous warrior pilots addressed senior officials almost the steps required to effectively execute a mission, counting how to characterize a venture, analyze advance, question, and celebrate victory. This was a particularly significant point since the company was executing a modern commerce procedure.
Training and development is the very important because training is the venue of transformation of information concerning organizational development strategies, representative of organization, facilitator to assist employee to smooth to do their job responsibilities, test performing venue for the actual field, introduce project information, can build capacity and coach closely business ethics, rules and regulation, venue of building network relationship, venue of feed on unclear information to clear information, promote venue discussion with same level of staff and experienced senior staff, venue as a conference for strategic decision making process; discussion, identifying, choosing, planning, implementation, evaluation, choosing responsible person and so on. As these, development is also important because development as a state or condition static and development as a process or course of change dynamic. It is as broadness in anywhere.
[bookmark: _Toc158403373]2.5	The Significance of Employee Performance on Organizational Performance
[bookmark: _Toc158403374]          	T&D is one of the concepts that make employees more competent and more efficient. According to (Wright, 2001), the skill level of employees is positively changed through effective training programs. Managers utilize training programs to meet the demands of their staff members. Good training programs help employees acquire new techniques that enable them to perform their duties and at the same time fully master the necessary skills and competencies to have fewer errors (Samwel, 2018). By expanding employee capabilities through training, the business can accomplish its goals with a knowledgeable and skilled workforce. T&D is also recognized as a critical accelerator for improving organizational productivity and profitability. T&D is a very beneficial technique when a company wants to succeed and meet its goals of increasing productivity (Konings, 2009). According to a related study, employee productivity and training are related to organizational performance. This indicates a positive relationship between organizational success and training.
(Samwel, 2018) states that the concept of employee learning through T&D is considered to be an important part of achieving organizational goals and improving employee performance, affecting the overall performance of the organization. Kauffman (2010) states that businesses that adopt training and development strategies, its stakeholders, shareholders, It also suggests that it has the potential to retain consumers and employees for the long term. He added that the biggest way to increase employee retention is through organizational training programs and other grassroots employee engagement initiatives.

2.6	Training Need Assessment 
  	The ongoing process of gathering data regulation is the necessity of training that could develop for heling the organization to reach the objectives of the organization (Brown, 2002). The conducting of systematic training need assessment is the first initial part of designation to the training program to adaptable to influence the total effective training programs, which is the link with performance of employees’ achievement (Goldstein, 2002).

[bookmark: _Toc158403375]2.7	Training Method
 	In addition to on-the-job and off-the-job methods, a variety of approaches or a combination of approaches can be used in training. A wide range of training and development approaches are available; The best approach will be chosen based on the situation led by training and development and need (what the organization wants its employees to learn) (Kaye Thorne, 2001). . In general, There are two types of training: on-the-job and off-the-job. Learning by doing a job is called on-the-job training or OJT. Acquiring skills and knowledge in a place other than the employee's office is called off-the-job training. It includes reading, lectures, One-on-one tutorial lessons (Kempton, 1995).

[bookmark: _Toc158403376]2.8 	Training Content 
 	Organizations must assess their training needs before implementing any training programs. The content that is required for the training is then determined using the training objectives. The actual lessons that the participants in the program were given are referred to as the training content. When they believe the training, program was created and presented in a way that enhances their capacity to apply the training to the job, trainees are more likely to transfer the training content to the workplace. (Holton E. F., 1996)
 	Training preparation comprises information about the learning objective, which includes the skills and knowledge that the student must possess. Additional resources include notes, PowerPoint, case studies, practical exercises, and a method of transformation. The transfer of new knowledge and skills, together with theoretical and practical components, should all be included in training material. Training content is vital because it fosters creativity in design and enhances creativity in product design. Based on the training's balance of theoretical and practical content, trainees assess its value. Likewise, learner satisfaction is typically lower when they sense an imbalance between theoretical and practical training concerns.

[bookmark: _Toc158403377]2.9 	Training Material 
 	Setting up the right training with the right resources is also beneficial for a clear visual understanding. One important tool for improving organizational performance is employee training. In the meantime, it helps to promote stability and provides guidance to the organization for branding the cost-effective method of extra effort to achieve the organization's objectives through employee training (Samwel, 2018). The transfer of new knowledge and skills, together with theoretical and practical components, should all be included in training material. Training materials, including handouts, manuals, notes, and the like, are referred to as training content. (Carliner, 2003).

[bookmark: _Toc158403378]2.10 	Employee Performance
 	The accomplishment of a task or an employee's basic effectiveness at work is referred to as employee performance. The typical way to evaluate employee performance is in terms of results. But it's also evident in the performance. Employee performance is influenced by individual factors such as personality, aptitude, experience, knowledge, and skills. Individual action indicates that people are acting after being required to take actions and subsequently achieving the organization's objectives (Campbell, 2015). As living standards rise and commodities become more readily available, good economic performance and productivity growth play a crucial role in stabilizing the economy (Ricky W Griffin, 1981). Higher performance from employees leads to higher productivity, which is the foundation of a high-level environment.
(Holton E. F., 1996) characterizes performances as a multifaceted construct, the measurement of which is contingent upon a multitude of variables. However, (Armstrong, 2009) defines performance as both behavior and results, stressing the importance of taking into account both behavior (input) and results (output) while managing performance. An organization's performance is the result of the interactions between its members and its individual units. Organizations have the ability to manage or influence all aspects that impact an individual's or unit's performance, both formally and informally, with the exception of external effects on behavior and personal attributes. Individuals can formally exert more influence through managerial style, workplace culture, and communication.
When everyone is committed to learning the information that will allow them to accomplish the goals with the least amount of work and resources that the organization's standards allow, organizational performance happens. Organizational development includes long-term practices that encourage positive conduct inside the company and cooperative engagement from management and staff. Development and organizational performance are closely linked; an effective organization cannot function without a robust development plan.
Everything that has an impact on and is related to an employee's work, whether directly or indirectly, is considered part of their performance. Performance encompasses both actions and outcomes. Performance is changed from abstraction to action by the performer's behavior. Behaviors are not only tools for achieving goals; they are also results in and of themselves, the culmination of both physical and mental labor put into tasks, and they are assessable independently of outcomes. There will be alignment and integration between training and real work in high performance work systems. Employees need training in group dynamics and interpersonal relations, and in systems thinking to understand better how all parts of their organization fit together and affect each other. Trainers play a key role in providing feedback on employees„ performance and financial performance of their organization.
Through the training process, employees acquire skills, knowledge, and an understanding of the firm and its goals. Employee training programs are those that offer knowledge, new skills, or opportunities for professional development to employees. Employee training is one of the most crucial tools for enhancing effective organizational performance and strengthening the stability index of the company. The company has to work extra hard and invest a lot of money in staff training if it wants to achieve its goals in the most economical way. When hired by the organization, employees might not have all the skill sets required for them to do their tasks as effectively as possible. Training fills in the gap’s significant differences between the ideal and optimal developmental stages. On the other hand, needs emerge in the workplace when desired and actual work techniques or results are compared. (Ngui, 2019) discuss three approaches to needs identification: competency evaluation, performance analysis, and generic methodologies.
Development is the actualization of a person's potential through lived and educational experiences, whereas training is the planned, systematic modification of behavior through learning activities, events, programs, and instructions that enable individuals to achieve the level of knowledge skills necessary to carry out their work effectively. To ensure quality work, employees need to be capable, have well-defined job responsibilities, know what is expected of them, have the tools needed to do their jobs, have the requisite knowledge and skills, have regular performance reviews, and be acknowledged and rewarded for their outstanding work. These are the elements of an effective performance management system. Through an operational plan, management must clearly define and communicate the organization's purpose, what matters to members in carrying out their work, organizational aims and goals, and what constitutes the successful accomplishment of the aims and goals in order to improve employee performance. Performance management measures the employees training, standards setting, appraisal, and feedback relative to how his or her performance should be and is contributing to achieve the company’s goals (BARMAO, 2009).
It is usual to expect performance to increase after training. Better performance is the ultimate expectation of goal achievement, regardless of the original objective—reducing the number of customer complaints, the rate of product rejection, or modifying behavior. If training is the real answer, that is questioned. It's rarely the whole answer. Systems of reward, appraisal, and supervision need to be regularly considered. 
Therefore, if training did not result in a gain in performance, it was either inefficient in resolving the current problem or the training process was poorly designed. 

[bookmark: _Toc158403379]2.11 Relationship between training and development on employee performance
[bookmark: _Toc145790323][bookmark: _Toc158403380]  	According to the study, Effective training improves employee performance and motivates them more by fostering a culture of learning. According to (Otoo, June, 2018), the training not only provides employees with the necessary techniques and skills, but also their interpersonal communication, technical knowledge; problem solving ability; It helps to improve basic literacy and other related skills in preparation for the future. Organizational needs. Training programs are designed to improve an individual's performance in their current role; It aims to provide them with new skills for a future career or position or to promote overall development for both the company and its workforce (Bunch, 2007). The belief is that employee performance depends on many components and is equally necessary to achieve organizational goals. However, skills, skills; Training is considered very important as it increases skills and confidence (N. Ahmad, 2014). According to (Champathes, 2006), district assemblies can be used as a combination to improve district development capacity by investing in staff training and development. According to (Robert L. Mathis, 2004) (Guest, Human Resource Management and Performance: A Review and Research Agenda, 1997), training and development programs have a positive impact as an important human resource management practice. knowledge of workers; The efficiency of the employees will be higher because of the skills and performance quality. This relationship ultimately maximizes organizational performance. (Khan, 2011) The result of the study depicted a positive correlation between training and employee performance as r=.233. Therefore, From this finding, we can infer that it is impossible for the company to achieve higher profits without optimal utilization of its human resources and only when the company is able to meet the work-related needs of its employees in a timely manner. Training and development is the only way to identify the missing needs of the employees and then build their required competence so that they can perform well to achieve the organizational objectives.
(Swart, 2005) defines "bridging the performance gap" as the implementation of a relevant training intervention with the aim of enabling employees to develop certain skills and abilities and improve performance. Training and development help organizations identify when employees are not performing at their best, and align their knowledge, skills, and abilities with the company's goals. He went on to explain the idea that there is a need to change skills and attitudes. Lack of motivation to utilize skills due to poor performance among employees; This can arise from a number of factors, including lack of confidence in one's own abilities or work-life conflicts. When choosing the best training and development intervention; the company to deal with all the problems of the organization; The company must consider all the above factors in order to increase the motivation of the employees and make them show the performance expected by the company. According to (Swart, 2005), the only reason for the outstanding performance of these employees is a high-quality training and development program that motivates employees and meets their needs.
In addition, training helps shape employee job-related behaviors and drives them to contribute to the company's success. Due to the higher efficiency of the workers, the company ultimately earns a greater return. It is also said that a properly trained workforce minimizes waste and maximizes the use of organizational resources. According to (Obisi, 2011); Organizations can delegate authority and responsibility to their well-trained staff with full confidence that they are ensuring business success.
Several research studies on training and development have demonstrated a strong positive relationship between the performance of organizations and their human resource management methods (Elnaga, 2013). According to the reference (Guest, 2011), T&D programs improve the ability of employee.

2.12	Conceptual Framework of the Study
 	After the literature on employee performance was reviewed, the conceptual framework was created. Two major categories were used to group the factors that were discovered during the literature reviews. They are as follows: (a) Training and development components, such as training method, training content, training material, and training need assessment, that have an effect on employee performance. (b) Employee demographics, including age, gender, marital status, job title, and degree of education. The study's theoretical approach examines the connection between employee job performance and training and development components. A diagram of the conceptual framework is indicated in the following figure (1).
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Figure (2.1): The Relationship Between Independent Variables and Dependent Variable 
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CHAPTER III
[bookmark: _Toc158403382]TRAINING AND DEVELOPMET OF GLOBAL TECHNOLOGY COMPANY

 	This chapter describes the practice of training need assessment, training method, training content and training material of Global Technology Company (Mandalay Region). The training programs is implemented by the company and the important of training programs are a part of this chapter. And also, the profile of the company and the organizational structure of the company are included in this chapter.

[bookmark: _Toc158403383]3.1      The profile of Global Technology Company 
Global Technology Group is growing under a well-experienced management team led by visionary co-founders that have played a pivotal role in advancing the technology industry with more than 20 years’ experience, supported by a skilled executive team with a unique leadership style that embraces entrepreneurship sprit, coaching, and innovative learning culture in an evolving workforce and supporting technology in HR. (GTG, 2022)
 	Global Technology Group (GTG), Myanmar’s flagship of innovation and creativity, and leading conglomerate business group, today receives Myanmar Employer Award (MEA) 2020 in five categories of HR best practices and social recognition awards as;
1. 2020 Most Innovative Use of Technology in HR (Gold Award)
2. 2020 Best Learning and Development Program Award (Gold Award)
3. 2020 Most Effective Recruitment Strategy for Talent Attraction (Silver Award)
4. 2020 Best Use of Internal Marketing for Company Pride (Silver Award)
5. 2020 Best CSR and Community Engagement (Bronze Award)
 	Global Technology Group was established in 2003, provide a board range of world-class telecommunications services initially. Later on, the organization expands its scope to include vertical business sectors such as trading, real estate, financial services, TMT (technology, media, and telecommunications), and consulting. We provide our services to a wide spectrum of customers, including small and medium-sized businesses, public sector government entities, large enterprises, corporate, or mid-market companies. They employ about 900 people, the majority of them are consultants, engineers, business development specialists, ICT experts, and financial experts.
To maintain GTG's working culture of "One for all, all for One," our primary focus is our employees. Nonetheless, even when we promote a happy working atmosphere and a flexible working environment for our staff, we never attain 100% satisfaction. Individual employee happiness is difficult to quantify. Despite the fact that, as an employer, we are creating an inexpensive working environment in which all of our employees who work at GTG are doing their best.

3.2 [bookmark: _Toc158403384] Organizational Structure of Global Technology Company
 	Global Technology Company has a proper organization structure which is stated below. Board of Directors sits on the top of the organization chart which directly goes down to General Manager. According to Figure (3.1), Global Technology Company is composed of six departments namely Admin, HR, Finance, Sale and Marketing, ICT and Inter Audit. 


					Board of Directors



General Manager
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Inter Audit
ICT
Sale & Marketing
HR
Finance



[bookmark: _Toc156767534][bookmark: _Toc156767539][bookmark: _Toc156767882][bookmark: _Toc156767905][bookmark: _Toc157250822]Figure (3. 1): Organization Structure of Global Technology Company
Source: Global Technology Company (2023)




(i) Administration Department
 	The management of a technological company includes a wide range of duties that are essential to the seamless operation and further expansion of the company. This include keeping an eye on daily operations, allocating funds, and guaranteeing adherence to industry rules. When it comes to promoting efficient communication both inside the organization and with outside stakeholders, administrators are essential. In addition, administration entails encouraging innovation, putting in place effective systems and procedures, and strategically planning to match the company's goals with new technical developments. In the quickly changing tech landscape, administrators also prioritize risk management, cybersecurity, and data protection to secure the company's assets and uphold its integrity. at the end, administration at a technological company works in a variety of fields to establish an atmosphere that supports long-term success and flexibility.
(ii) HR Department
 	The HR department is in charge of finding and choosing potential applicants. Next, it offers staff development and training to help them achieve the company's strategic objectives. It conducts performance reviews on a regular basis and offers incentives. In addition, this agency is in charge of handling disputes and making sure that workers are healthy and safe. It often aligns the HR plan with the company's future strategic goals.
(iii) Finance Department
 	The finance department is in charge of keeping track of all business dealings at Global Technology Company and ensuring that the organization has sufficient internal controls in place to protect its priceless assets. It also needs to track company expenses and recommend changes to current operations to save operating costs, establish accountability throughout the organization and serve as a foundation for performance evaluation. Finally, it needs to support senior management in making decisions by presenting financial data in an appropriate manner. It must also base its planning on an expectation of resource availability and a prediction of business demands.
(iv) Sale and Marketing Department
 	For a technological company to thrive, create a market presence, and guarantee that products and services are successfully adopted, the sales and marketing department is essential. It is the responsibility of sales professionals to recognize and develop connections with clients, comprehend client demands, and clearly explain how the company's technology solutions meet those needs. In order to increase client happiness, they negotiate contracts, strive to reach sales targets, and offer post-sale support. In the meantime, the marketing team concentrates on developing effective plans to advertise the brand, produce leads, and raise awareness in the marketplace. In order to highlight the company's technological advancements, this entails conducting market research, product positioning, digital marketing initiatives, and content production. Collaboratively, sales and marketing teams align efforts to develop comprehensive go-to-market strategies, leverage social media platforms, attend industry events, and utilize analytics to refine approaches and maximize the impact of their initiatives. The work scope of sales and marketing in a technology company is dynamic, requiring agility to navigate competitive landscapes and capitalize on emerging opportunities in the ever-evolving tech industry.

(v) ICT Department
 	IT Division the Department of Information and Communication Technology's mission is to support the Bank's operations by offering information technology-based services that are necessary to help the business processes of the company run more smoothly and effectively. This department's goal is to support the bank's strategic direction by enabling it to operate in its various functional areas through the planning, delivery, maintenance, and support of the infrastructure and information systems needed to support the direction, as well as education of staff members and agents in ICT systems and technologies.

(vi) Internal Audit 
 	In a technological business, the scope of work assigned to internal audit is crucial for maintaining operational effectiveness, compliance, and transparency. The responsibility of assessing and improving the efficacy of risk management, control, and governance procedures falls on internal auditors in technology companies. They carefully evaluate information technology, cybersecurity, and data management internal controls with the goal of finding weaknesses and suggesting fixes. In order to maximize resources and minimize risks, internal audit functions also entail evaluating how well technological efforts match the organization's strategic goals. Moreover, internal auditors are essential in confirming adherence to industry norms, internal policies, and regulatory obligations. Their work extends to evaluating the reliability of financial information generated by technology systems and ensuring the integrity of data across various platforms. Ultimately, the internal audit function in a technology company serves as a proactive mechanism to enhance organizational resilience and maintain a robust control environment amid the dynamic landscape of technological advancements.

3.3 [bookmark: _Toc158403385]Training of Global Technology Company
Business development includes several key objectives, including employee development. It is one of the important keys of the company and creates a win-win situation for both employers and employees. The Global Technology Company regards its employees as its most valuable resources, so it provides professional development investments for them. Most of our employees want to continue to grow professionally and train in order to succeed in their roles. While focusing on the company's future business development, our organization actively supports education and training programs to help employees become more skilled workers.
The Global Technology Company provides educational support programs to all exceptional employees that promote the growth of its workforce within and within the organization. Domestic and international education support programs are open to all employees who have worked at the company for at least six months. Local training may be implemented with the approval of appropriate supervisors and E-Staff. The Corporation will pay all costs associated with the local education program. Foreign courses need to be approved by our CEO and the appropriate E-Staff. Global Technology Company will cover the remaining 50% of the international training fee from the employee's income. At Global Technology Company, employee care is our top priority. to expand Our business uses its own resources. This includes professional training from internal and external sources to enhance the skills of our employees. Depending on their position, every employee—from entry-level workers to managers—is eligible to enroll in the appropriate course. Training programs ensure that workers are happy and motivated by providing support based on individual needs.
Our organization recognizes workers in levels 1 through 12, from entry-level workers to managers. One of the strengths of Global Technology Company is that we provide every employee with opportunities to develop in their field of interest and open careers within the industry. Achieving the required training requires people to do their job well and put in a lot of effort. This is a special program for our local development. We are investing in our most valuable resource through our people training programs.
Identifying the needs of the trainee and the type of training required is the first step in the training process. A number of methods can be used to assess an employee's training needs, depending on whether they are a recent hire or an established employee. Conducting training surveys and evaluating performance research are two examples of these methods. The first step in determining a new hire's training needs is to be sure what the job entails and break it down into smaller tasks that the new hire must learn to complete. Surveys for training are another name for this process. Determining whether training, sometimes referred to as performance appraisal, is a valid course of action adds another layer of difficulty to studying current employee training needs. A well-executed requirements analysis is a prudent financial investment for the company.
When you work on the right problems, you save time. Saves money and effort.
[bookmark: _Toc158403386]Companies that don't support needs analysis discourage investing a lot of money in training when a different strategy would be better. Training is used too much or not enough, or training is used but its results are not tracked. An extensive research program generates the information needed to identify solutions that prioritize the most relevant populations in the region. Systematic examination of course requirements using unique methods of data collection. Requirements analysis is a stepwise procedure. The end of one step affects and shapes the next. This is not a quick or easy task.






[bookmark: _Toc158403387]3.4    Training and Program of Global Technology
Technology economy safety Leadership and management are the main themes of GTG's courses. There are also English teaching programs. Courses offered include: Leadership and Decision Making; Cable Management & Cabling in DC; NAT and CGN; data center planning; implementation and design; Metro and ABR OSPE Knowledge Sharing IGW Transition; Peering and BGP Part 1 through Part 4; MPLS and VPLS; Understanding Core Planning; Basic OH Fiber Cabling; Splicer maintenance; GPON Basics Outdoor Wireless PTP/PEMP Backhaul (24G, 5G) Course; Fiber Inspection and Troubleshooting Fiber; SBS network deployment; basic electronic radio frequency; CS ERP Certification CS Process Level 1; NAT and CGN; Linux Starter Course; SBS network and determination; FTTH design and infrastructure troubleshooting; Store Operation Management Since safety is a concern in every part of the organization, GTG extends safety training to all employees. Provides basic electronics training (M&E Training Level I) for level 2 and 3 employees. To protect against electric shock and electrical hazard. The training tries to cover basic information about electrical power and electronic components. Electrical safety; Basic knowledge of grounding (grounding) and electronic components and equipment is included in the course. In both their personal and professional lives, participants understand their wide range of electronics and are able to apply the importance of grounding and electrical safety. The English language course is the only external course for our company. English language skills are mandatory to work in the global business sector, so our organization encourages all its employees to upgrade their language skills from scratch. Extensive in-house technical training is provided by GTG's worldwide staff of professionals. Trainers' commitment to basic skills; It lies in familiarizing participants with protocols and technological advances. They apply their extensive global technical knowledge and experience to promote the development and wellbeing of junior staff. for professional development; giving advice Group activities including negotiation and participation are incorporated into the training.




3.5      Method of Training
 	Co-founder and CEO (U Thein Than Toe) provides a "Leadership and Decision Making" course for 7th grade and management level employees. Through his training, His business knowledge, Key qualities of an effective leader; managing problems; managing people; results orientation and reward system; Conflict resolution and self-improvement learning and attitude are shared. Our CEO has developed a guided business and leadership management to empower all employees to take care of and bring the best to GTG.
A variety of training methods are used in different organizations today, to train different individuals. (De Cenzo, 1996) explains that the most popular training and development method used by organizations can be classified as either On-the-job training and Off-the-job training.

(1) On-The-Job Training
 	As the name suggests, on-the-job training (OTJ) is a way to train staff members while they are working in their actual workplace. The goal of this training is to acquaint the staff with the typical working environment. To that end, during the training period, the staff will be directly involved in the use of machinery, equipment, devices, materials, and so forth. It also assists staff members in learning how to deal with obstacles that may arise while performing their duties. The primary concept of this training is learning by doing, wherein the supervisor or more seasoned staff members demonstrate to the trainees how to carry out a particular work. The learners take after the directions of the supervisor and perform out the task.
 	This method is highly used by companies to train current and future workers, due to its simplicity. On-the-job training includes apprenticeship, couching, internship, job rotation, job instruction and few others.

(2) Off-The-Job Training
 	Another type of training is called "off-the-job training," which is conducted for a set amount of time at a location separate from the employee's original workplace. This alternative training approach aims to provide employees with a quiet space where they may concentrate solely on their education. The trainees are given learning materials to ensure they have a thorough theoretical understanding. During these training sessions, the learners are free to share their thoughts and viewpoints. They can also research fresh and creative concepts. During their off-the-job training, employees must participate in case studies, conferences, audiovisuals, seminars, simulations, role plays, and lectures, among other fundamental technologies. This is an expensive training technique. It includes choice of the place of training, arrangement of facilities for the employees, hiring experts to impart the training.

3.6 [bookmark: _Toc158403388]  Factors Affecting Training
The environment Superintendent Lecturer There is many factors that influence the content of the course and how the course is conducted. These variables can be better understood by discussing them below:
1. Individual Factors 
People usually have an impact on the environment or process they are experiencing whenever they participate in any kind of activity or practice. The state of staff training is similar. Since it's a process of passing on knowledge and technology from an expert to a novice. Obviously, the employees who are seeking training and the staff person or trainer who is providing it are the key players. Authorities that monitor the prearrangement and post-quality evaluation of training can be regarded as third parties because they organize training and provide resources for it. (Engetou, 2017).
2. Human Resource Policy
Haywood has provided an illustration of this, drawing from the training program policy that human resources created. He stated that having too many training programs has an impact on the primary goals of training, which are behavior modification and skill development. (Haywood, 1992).

3. Organizing Factors
 	Just as everything is influenced by its surroundings, training organizers are not an exception. According to Birdi, the influence of creative training may be limited in the absence of managerial assistance. Training efficacy is impacted by an unfavorable atmosphere. (Engetou, 2017)



4. Other Factors
According to Fischer and Ronald, another element in successful training is open-mindedness. It has been asserted that the effectiveness of training depends on how receptive both the teachers and the students are. According to Driskell, the type of training delivered, the training's substance, and the trainer's level of experience all have an impact on its outcomes. Success is determined by the trainer's methods and the training's substance. (Engetou, 2017).

3.7 [bookmark: _Toc158403389]Importance of Training
[bookmark: _Toc158403390]Training is an important part of human resource management and development and for Govil; This is important for the following reasons.
•Training helps in recruitment and ensures more quality of applicants.
• Trained staff help improve materials and economic use, and eliminate hazards by reducing and avoiding waste.
• Training serves as a monitoring point for employees in an organization.
• It leads to greater efficiency and productivity.
• It increases employee loyalty and compliance.
• It improves employee morale.

3.8 Benefit of Training
Acquiring and improving information, abilities, and attitudes toward tasks connected to the workplace is the primary goal of training. It is among the most significant potential motivators that might assist people and organizations in the short- and long-term. There are a ton of advantages to training. (Cole, 2002) enumerates these advantages as follows:
(1) High morale – employees who receive training have increased confidence and motivations; 
(2) Lower cost of production – training eliminates risks because trained personnel are able to make better and economic use of material and equipment thereby reducing and avoiding waste; 
(3) Lower turnover – training brings a sense of security at the workplace which in turn reduces labor turnover and absenteeism is avoided; 
(4) Change management – training helps to manage change by increasing the understanding and involvement of employees in the change process and also provides the skills and abilities needed to adjust to new situations; 
(5) Provide recognition, enhanced responsibility and the possibility of increased pay and promotion; 
(6) Help to improve the availability and quality of staff.
3.9 [bookmark: _Toc158403391]Global Ednovation fo GTG
Leading the way in Myanmar's Technology, Media, and Telecommunication (TMT) sectors is Global Ednovation, an Ed-Tech company and a division of Global Technology Group (GTG). As the first authorized Prometric test center since 2004, we have over 21 years of expertise in the vocational education sector. In 2013, we evolved into a Pearson VUE authorized test center. As part of our advancement in educational technology solutions, we also offer an adaptive learning platform for 9.1 million K–12 students, a learning management system with integrated Zoom video conferencing, and modern learning solutions (Zoom for Education) for schools, institutes, and organizations in the public and private sectors throughout Myanmar.
(i) Global Net IBT Professional Test Center
 	Our Test Center offers our clients and applicants the best possible service, having built its reputation on dependability. In Myanmar, our test center administers tests to more than a thousand people annually. Nowadays, a lot of professional certification tests are given online using computer-based exams (CBEs), which offer a safe, practical, and high-quality testing environment. We are approved to administer certification tests for international management, accounting, IT, and medical from several worldwide companies, including PMI, AWS, Cisco, Microsoft, CompTIA, Oracle, HP, VMware, Linux, LPI, CIMA, UKCAT, and many more.

(ii) Learning Management Program
 	With online teaching and learning platforms, educators, students, and schools can learn alone or collaboratively from any location and on any kind of device. management, monitoring, reporting, and automated e-learning, education course, training, or learning and development program delivery. To put it simply, you can check reports, test results, and certifications, add users, add courses, and assign courses to learners.
Features: e-learning
· Video/Digital Documents
· Assessment
· Custom portal Branding
· Calendar, Announcements, Notifications and Reminders
· Dashboard for Learners
· Certificates and Compliances
· Reporting and Data Visualization
· Virtual Classroom
(iii) Modern Learning Solution (Zoom for Education)
 	Zoom Communications supports your institutions in creating the modern classrooms and learning environments of today. Through secure video communication services for hybrid classes, office hours, administrative meetings, and more, our Zoom for Education product and service assists Universities and Schools in improving student results. We may offer an education package that is adaptable enough to match the needs of your schools and organizations, starting at $1,800 per year for 20 hosts.













[bookmark: _Toc158403392]CHAPTER IV
[bookmark: _Toc158403393]ANALYSIS ON EMPLOYEE PERFORMANCE OF GLOBAL TECHNOLOGY COMPANY

 	This chapter presents the analysis of employee performance of global technology company that consists of research design, research variables used in this research, analytical methods and tools used in this research, and multiple linear regressions. Moreover, 109 employees are selected and given structured questionnaires in this company. Based on data, the demographic characteristics of respondents, reliability test for training and development, training need assessment, training method, training content and training and employee performance are performed by using descriptive statistics and data analysis. And then, this chapter presents the detailed information about job training and development and employee performance of the company and the analysis on job training and development and employee performance as well as analysis of influencing factors on training and development and employee performance are also described.

4.1 [bookmark: _Toc158403394]Research Design 
 	The unit of analysis, sampling strategy, research variables utilized in this study, and multiple linear regressions are the four primary components of a research design. The following are crucial for study design and have a significant impact on Global Technology Company employee performance analysis. A research design, is the process of planning ahead for the procedures to be followed in order to gather pertinent data and the methodologies to be applied in their analysis, while keeping in mind the goal of the study and the resources available in terms of personnel, time, and money. It was specifically chosen because of its relative advantage over the survey and experimental designs.

4.2 [bookmark: _Toc158403395]Data Collection 
 	The data collection includes two types of information such as primary data and secondary data. The primary data is the information being obtained directly from the first-hand sources which mean survey, experimentation, and observation and it was collected from the respondents. For primary data, conducting a survey is a more appropriate way for the study to generate a large amount of data. Thus, a survey method of data collection through questionnaires was used to collect the primary data for this study. To get the primary data, the global technology company   at Myanmar were studied by using survey method. All of 109 respondents were answered completely structured questionnaire with a five-point Likert scale was used for demographic information of respondents. The second and third parts of the questionnaire focused on the training development variables and employee performance. The secondary data were collected from previous research, textbook, websites, and published journals and articles. By applying a simple random sampling technique, questionnaires were distributed through a convenience sampling method. Respondents were asked to rate each statement using Five Points Likert Scales of 1 to 5 ranging from strongly disagree to strongly agree. Analytical research method is used in this study.

4.3 [bookmark: _Toc158403396] Reliability Analysis  
 	A scale should consistently reflect the construct it is measuring, according to reliability analysis. The purpose of the project was to evaluate the variables in the questionnaire for internal consistency. Since Cronbach's alpha is the most widely used technique for calculating the internal consistency reliability coefficient in a certain psychometric measurement, it was chosen to conduct the reliability test. It evaluates the reliability of multiple-choice Likert scale surveys. The test is accurately measuring the relevant variable, according to Cronbach's alpha.  	This study intends to investigate the effects of on-the-job training and development on the productivity of Global Technology Company employees in Myanmar. It also analyzes the effects of training and development—including training needs assessment, training method, training content, and training materials—on productivity. Three elements make up the survey question used in this investigation. The first section asks about demographic data. The questions regarding the aspects of training and development, including training method, training content, training materials, and training need assessment, are in section two. The worldwide technology company's employee performance is the subject of the third section's question. Then, the questions in section two and three are measured with a five-point Likert scale ranging from “strongly disagree to strongly agree” (1=strongly disagree to 5=strongly agree). In this study, reliability analysis is applied to test the internal consistency of the variables in the questionnaire.	

4.4 [bookmark: _Toc158403397]Data Analysis 
 	Data analysis is a research method for the objective, systematic and qualitative explanation of the clear content of a statement. The consequences and interpretation of data analysis provide crucial information for the study. The collected data through a structured questionnaire were analyzed using SPSS version 25. Both of analytical method and Linear Regression method were used in this study. Analytical research is used to describe characteristics of a population or phenomenon being studied.
	
4.5 [bookmark: _Toc158403398]Descriptive Analysis 
 	Every variable, including independent and dependent factors, was subjected to a descriptive analysis in this study, including all demographic characteristics. Since it is a more effective way to convey the study's findings, descriptive statistics involve the process of turning the majority of the raw data into tables, charts, frequency distributions, and percentages to characterize the responses. The most common descriptive statistics that are employed are the mean, percentages, and standard deviation; the findings are displayed in tables.

4.6 [bookmark: _Toc158403399]Correlation Analysis
 	Pearson’s correlation coefficient statistical analysis was computed to determine the relationship between the variables and helped to show any correlations and variances. Pearson’s correlation coefficient measures the strength and direction of a linear relationship between independent and dependent variables. 

4.7 [bookmark: _Toc158403400]Regression Analysis 
 	The effect of on-the-job training and development on employee performance at Global Technology Company in Myanmar was examined using multiple linear regression analysis. Finding the explanatory link between two or more independent variables and one dependent variable is the goal of multiple regression analysis. Employee performance will be the dependent variable in this model, while job training and development factors including training need assessment, training content, training method, and training materials would be the independent variables. Further, this analysis may be used to show whether the relationship between variables is positive and negative. The model equation in multiple regression analysis is:
Where:
Y= dependent variable
X 1 = independent variable
X 2 = independent variable
β 0 = constant, the value of Y when all X values are zero
β n = the slope of the regression surface (The β represents the regression coefficient associated with each X 1)
ε = an error term, normally distributed about a mean of 0
 	Coefficient of determination test is used to know how well the variables fit in the regression model. In this test, the Adjusted R Square result shows how immeasurably the dependent variable can represent the independent variable. The more it closes to 100% the better the result is (Ghozli,2013). It means that the model fit.

4.8 [bookmark: _Toc158403401]Demographic Profile of Respondents 
 	First necessary information of the respondents was collected and demographic characteristics and data of the respondents were using the survey questionnaire. This questionnaire was asked to understand about general information of training and development on employee which are gender, age, education level, work experience in job, number of training program attended, frequency of respondents, training and purpose of training are show in the following tables.

4.8.1 [bookmark: _Toc158403402]Gender of Respondents 
 	Analyzing the gender of the respondents, findings revealed that 48 of respondents were male and 61 of respondents were female as shown in Table 4.1. There was a total of 109 respondents to the survey and female respondents are more than male respondents.	
[bookmark: _Toc156747827][bookmark: _Toc157250581]Table (4.1): Gender
	Gender
	Frequency (N)
	Percentage (%)

	Male
	48
	44

	Female
	61
	56

	Total
	109
	100



4.8.2 [bookmark: _Toc158403403]Age of Respondents 
 	Table (4.2) shows the age of the respondents. The four different types of age group of respondents are surveyed for this research. The most attend training of the respondents is the group of people who are between 26 and 33 years. The least of the respondents is the group of people who are between over 50 years and under 42 and 49 years. In the parts of the age category, it is found that those between 18 - 25 years and between 26- 33 years are more attending training as they are familiar with training and development program.
[bookmark: _Toc156747828][bookmark: _Toc157250582]Table (4.2): Age
	Age of Group
	Frequency (N)
	Percentage (%)

	18 - 25 years
	44
	40.4

	26 - 33 years
	54
	49.5

	34 - 41 years
	9
	8.3

	42 - 49 years
	-
	-

	50 years and above
	-
	-

	Other
	2
	1.8

	Total
	109
	100




4.8.3 [bookmark: _Toc158403404]Education Level of Respondents
 	According to Table (4.3), it shows the type of education level of the respondents. The education of the respondents is also classified as University, Diploma, Bachelor, Master and Others. The majority of respondents are University and Bachelor.
[bookmark: _Toc156747829][bookmark: _Toc157250583]Table (4.3): Education Level
	Education Level
	Frequency (N)
	Percentage (%)

	University
	53
	48.6

	Diploma
	8
	7.3

	Bachelor
	42
	38.5

	Master
	6
	5.5

	Total
	109
	100



4.9 [bookmark: _Toc158403405]Reliability and Validity Test from Employee Responses
  	As this study reliability analysis test, the internal consistency analysis was carried out through Cronbach alpha reliability test of the training and development and employee performance. The results can be found in the following Table (4.4).

[bookmark: _Toc157250584]Table (4. 4): Reliability Analysis
	Scale Items
	No. of Items
	Cronbach’s Alpha

	Training Need Assessment 
	5
	0.824

	Training Method 
	5
	0.817

	Training Content 
	5
	0.872

	Training Materials 
	5
	0.859

	Employee Performance 
	7
	0.838


Source: Survey Data (2023) 
 	According to Table (4.4), it shows the reliability of all variables. According to (Sekaran, 2003) the closer Cronbach’s alpha is to 1, the higher the internal consistency reliability. Cronbach Alpha value is a measure of internal consistency. If alpha value is equal or more than 0.7, this variable is accepted as a reliable variable. First variable training content has 5 items and alpha value of these items is 0.872. Second variable training materials has items: value of alpha is 0.859, 5 items. Third variable employee performance has 5 items and the value of alpha of these items is 0.838. Fourth variable training need assessment has 5 items and the value of alpha of these items is 0.824 and fifth variable empathy has 5 items and the value of alpha of these items is 0.947. The final variable training method has 5 items and the value of alpha of these items is 0.817. According to Table (4.4), it is found that the Cronbach’s alpha values for all values are higher than the cut-off value of 0.7, indicating high reliability and thus it can be expected that the scales used in this study.
 	According to the mean values of the items, the respondents generally agree the three key factors of training and development and one factor of employee performance. Each factor includes different number of items and is measured on five-point Likert scale. As shown in following Table (4.5), training need assessment is 5items, and training method is 5 items, training content is 5 items, training material is 5 items respectively. Moreover, employee performance includes 7 items also respectively. The high averaging scores suggest that employee have high perception on these dimensions. The means value is categorized into the three levels. Means value of less than 2 are as low level, means value between 2 and less than 3.5 are as moderate level and means value of 3.5 or higher are as high level of perception towards a particular variable.
[bookmark: _Toc157250585]
Table (4. 5):  Average Mean and Standard Deviation of Variables
	Factor 
	Mean 
	Standard Deviation 

	Training Need Assessment 
	3.98
	0.476

	Training Method
	4.05
	0.505

	Training Content 
	4.04
	0.475

	Training Material
	4.01
	0.449

	Employee Performance 
	4.00
	0.491


Source: SPSS Outputs, 2023

4.10 [bookmark: _Toc158403406]Effect of Training and Development on Employee Performance in Global Technology Company 
 	Multiple regression analysis was performed to observe the relationship between the independent variables and dependent variable. The result of multiple regression analysis is shown in Table 4.6 to 4.7. To identify the relationship between training and development (training need, training method, training content and training material) and employee performance is regress with training and development variables. The results of the relationship between training and development (training need, training method, training content and training material) and employee competencies are presented in the following Table (4.6).
[bookmark: _Toc157250586]Table (4. 6): Effect of Training and Development (Training Need, Training Method, Training Content and Training Material) on Employee Competencies
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	0.466
	0.255
	
	1.827
	0.071

	Training Need 
	0.305***
	0.108
	0.296
	2.813
	0.006

	Training Method
	0.363***
	0.127
	0.373
	2.857
	0.005

	Training Content 
	0.198
	0.131
	0.192
	1.518
	0.132

	Training Material
	0.014
	0.127
	0.013
	0.108
	0.914

	Fit Indices
F= 54.894, P= 0.05
R2 = 0.666

	a. Dependent Variable: Employee Performance 


Source: SPSS Output, 2023
Statistically significant indicate ***at 1%, ** at 5%, * at 10% level respectively
 	In this Table (4.6) the value of the F test, the overall significance of the model, is highly significant at 1% level. The specified models explain that the variation of employee performance is predicted by three independent variables as the value of R 2 is 66.6%. According to the result, training need assessment and training method for employee skills development and positive significant. Employee learned effective training and development and follow the training objectives and organization it makes the skills development.

4.11 [bookmark: _Toc158403407]Analysis on the Relationship between Training and Development and Employee Performance
In this study, to identify the relationship between training and development (training need, training method, training content and training material) and employee performance is measured by personal correlation.
[bookmark: _Toc157250587]Table (4. 7 ): Relationship between Training and Development and Employee Performance 
	
	Training
[bookmark: _GoBack]Need
	Training
Method
	Training
Content
	Training
Material
	Employee
Performance

	Training
Need
	Pearson Correlation
	1
	.830**
	.796**
	.774**
	.768**

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

	
	N
	109
	109
	109
	109
	109

	Training
Method
	Pearson Correlation
	.830**
	1
	.864**
	.838**
	.795**

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

	
	N
	109
	109
	109
	109
	109

	Training
Content
	Pearson Correlation
	.796**
	.864**
	1
	.850**
	.760**

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

	
	N
	109
	109
	109
	109
	109

	Training
Material
	Pearson Correlation
	.774**
	.838**
	.850**
	1
	.718**

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

	
	N
	109
	109
	109
	109
	109

	Employee
Performance
	Pearson Correlation
	.768**
	.795**
	.760**
	.718**
	1

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

	
	N
	109
	109
	109
	109
	109


**. Correlation is significant at the 0.01 level (2-tailed).
 	According to Table (4.7), all the independent variables have moderate positive relationship with the dependent variables. Assurance has the strongest positive relationship with customer loyalty (0.851), followed by reliability (0.821), followed by empathy (0.788). followed by responsiveness (0.781) and followed by tangibility (0.716). Results of the correlation revealed that, empathy, reliability, empathy, responsiveness and tangibility have positive relationships with customer loyalty.























[bookmark: _Toc158403408]CHAPTER V
[bookmark: _Toc158403409]CONCLUSION

This chapter includes findings and discussion, the suggestion and recommendation of the study and suggestion for further studies. Findings and discussion are based on the impact of job training and development on employee performance of Global Technology Company in Myanmar. Suggestion and recommendation are based on the result of the finding and limitation of the study described on the result of the finding

[bookmark: _Toc158403410]5.1	Findings and Discussion
Expenditures on training and development have the effect of innovation by providing a variety of learning strategies. The main objective of this study is to evaluate the impact of a Global Technology Company's training and development initiatives on the performance of its employees in Myanmar. The study's findings indicate that assessing training needs and providing more relevant training resources in the workplace are essential to the effectiveness of training. Improving employee performance through training and development is essential, and the organization must increase its annual training budget to maintain competitiveness (Phyu, Feb, 2023). Furthermore, it motivates workers to improve their reputation and foster a cooperative workforce for the benefit of the company.
Accurately identifying the degree of skill and knowledge required by employees should be the goal of training. Training materials need to be modified to take into account how rapidly the environment is changing. Creating training materials should consider the formation of attitudes that will increase productivity in the workplace. staff skill level while developing the training curriculum; All experience levels and educational backgrounds should be considered. According to (Sung, 2014), the benefits of training are gaining knowledge; including having a significant impact on skills development and transformation. When skills are acquired on the job through training, the only organization that can accomplish the desired result can recognize and focus on efficiency (Bhatti, 2014).
Because there is a moderate correlation between job performance and the training method, the training method depends on the employees' specific tasks; It needs to be aligned with key performance indicators and company goals. It is necessary to measure the effectiveness of the training by providing training evaluation forms to each employee after the completion of the program.
Training employees makes them more successful; It makes it competitive and generates better financial results for the company (Antony, 2016). The training requires employees to immediately ask supervisors for performance evaluations to assess how well they are performing. Continuously trained staff to meet the needs, Ability to handle dynamic and competitive workplaces. Good training initiatives yield higher returns than ineffective investments. Previous studies have shown that training plays a beneficial role in achieving the highest possible levels of employee retention (Becker, 1993). Every aspect of goods and services is changing thanks to Internet technology and increased facility automation. An agile, high-performing company still relies heavily on training and development. The rapid development of Internet services to improve companies in innovations and innovations has led to an increase in value-added services through the Internet platform (Bhatti, 2014)..

[bookmark: _Toc158403411]5.2	Suggestion and Recommendations
The findings of the data analysis showed that there were positive relationships between each independent variable and worker performance. Providing the necessary training to the employees is one of the most important ways to improve their performance and improve the growth of the organization. According to this research, An employee's performance is likely to improve and the more times they are assessed for training needs (β=0.296, P<0.05) the more effective they will be. If the training content is more relevant to their job and required knowledge (β=0.192, P<0.05), the employee will achieve better performance. The investigation found that these factors could be improved because there was a moderately good correlation between training methods and training materials and job performance. After identifying the training needs; What needs to be done should be decided to determine the next step in the training process (Tannenbaum, 1992). According to the observations, the mean value of training method is 4.05, which is higher than other variables. Firms should consult with subject matter experts to develop training materials. The second highest mean value (4.04) was found in training materials. to properly assess the training needs of employees; The training needs assessment model should be changed. A more systematic approach should be taken in assessing training needs. the actions of employees according to the results; personal satisfaction; The results show that tasks can be completed efficiently and both accuracy and precision can be improved with training and development. Because the mean value of employee performance is 4 and the standard deviation is found to be 0.491. Internet service companies should improve all the dimensions included in this study to improve employees' job performance.
There are many ways to improve employee performance and productivity, but training and development are the most important. The survey results, which also revealed the company's current training and development procedures, revealed a very large gap in the study. Based on the statistics, it can be concluded that the company's current training and development policies are inadequate, but most of the employees receive training only once a year and a small portion never receive it. On the other hand, As the company's average value course shows, The training will improve the knowledge of the workforce; successful in developing skills or attitudes; Something that is inclusive or clear. Before creating a training program, The organization has neglected to adequately assess its training needs. In addition, The data indicated that employees who answered the survey had little experience in the services they would provide to customers, and that the company's culture did not support immediate training and development. Respondent acknowledges that staff members are not efficient enough to sell the large number of products the company manufactures and are unable to work effectively due to a lack of training and development opportunities.
Most respondents agreed that training and development had a positive impact on the following issues: knowledge; improving skills and attitudes; productivity improvement; promoting high quality of goods and services; improving the safe use of tools and machinery; reducing absenteeism and tardiness; material waste reduction; fostering strong teamwork; improving customer satisfaction; Improved performance due to high employee performance. Using regression analysis and correlation, the researcher looks at how training and development affects employee performance. The data show that there is a high and positive correlation between employee performance and training design. In addition, From the regression analysis; The beta coefficient was highest in the training design. This means that the training style has the highest impact on employee performance.
The researcher concluded that GTG company currently lacks training and development practices; However, from the literature review, we see that training and development have a great impact on employee performance, and many researchers.

[bookmark: _Toc158403412]5.3	Suggestion for Further Studies
This study examined the training and development performance of employees at the workplace of a Global Technology Company in Myanmar. This research is a training needs assessment; training methods; Serves as a foundation for training content and training materials. The results of the study suggest that the factors that define successful employees in a global technology company can be enhanced through on-the-job training and development. It is highly recommended to include additional independent variables in future research. Financial and time constraints limited the scope of the study to only 109 respondents in Myanmar. Subsequent investigators could collect data with a wider sample size and conduct further inquiries from participants in all provinces and territories in Myanmar. Recommendations for future educational studies 47 It would be interesting to research all global technology companies in Myanmar and compare the results with this study.
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Appendix – A
[bookmark: _Toc158403415]Questionnaires

This research is intended to explore “THE IMPACT OF JOB TRAINING AND DEVELOPMENT ON EMPLOYEE PERFORMANCE: A STUDY OF GLOBAL TECHNOLOGY COMPANY IN MYANMAR”. The survey is concerned with Master of Business Administration conferred by PSM International College. Information collected is for academic purpose and will be strictly treated as confidential. Thanks for taking the time to help out me.
Part A: Demographic Information
1. Gender:
Male				Female 			   Other 

1. Your Age:
18 - 25 years
26 - 33 years
34 - 41 years
42 - 49 years 
50 years and above

1. Educational Level:
University Level 
Diploma	
Bachelor
Master		

1. Work experience in present job 
		0 – 2 years			3 – 5 years
		6 – 8 years			9 years and above

1. Have you ever attended the trainings provided by Global Technology Company?
Yes 				No 
1. Number of training program(s) attended
		1 – 2 times			3 – 4 times
		5 – 6 times			7 times and above

1. What are the methods of facilitation at the training you have attended?
(a) Lecture 	
(b) Case study 	
(c) Seminar 	
(d) Demonstration 	
(e) Group exercise 	
(f) If any other specify (----------------------------------------)

1. From the following training methods under which training method you have trained? 
1. On the job
1. Off the job
1. Both 

1. Do you think that the training you have attended is effective for your job performance?
Yes 				No 

Part B: Training and Development on Employee Performance 
Please choice your opinion on each of the following questions by using the Five Likert scales. 
Please make a tick mark (√) in the appropriate column to the right side where: 
(1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree).
	No.
	Training Need Assessment  
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1.
	Training needs assessments helps for measuring effectiveness of the training in knowledge, skills and attitudes expected of trainees.
	
	
	
	
	

	2.
	Training needs assessments standards must be confirm level of competence.
	
	
	
	
	

	3.
	Training needs are identified through a formal performance appraisal mechanism.
	
	
	
	
	

	4.
	My company properly undertaken training needs assessment before the training program designed and implemented.
	
	
	
	
	

	5. 
	Training needs assessment can help identify what types of training topics to plan and implement.
	
	
	
	
	



	No.
	Training Method 
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1.
	On the job training is the most important for training and development practices.
	
	
	
	
	

	2.
	Off the job tainting is the most important for training and development practices.
	
	
	
	
	

	3.
	Combinations of on- the- job and off the job training are the important for training.
	
	
	
	
	

	4.
	Well training and development methods are useful and effective for employees in current work place.
	
	
	
	
	

	5.
	Supervisors support the use of techniques learned in training that employees bring back to their jobs
	
	
	
	
	



	No.
	Training Content 
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1.
	Training contents is provision of platform to showcase technical skills.
	
	
	
	
	

	2.
	Training contents is updating existing skills and acquiring new technologies.
	
	
	
	
	

	3.
	The training content is relevant to achieving personal needs, goals and self-development.
	
	
	
	
	

	4.
	Training contents is utilization of information gathered to support and assist top management.
	
	
	
	
	

	5. 
	Training contents is including the ways how the knowledge and skills to be applied to the job.
	
	
	
	
	



	No.
	Training Material
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1.
	The training materials were understandable and easy to access.
	
	
	
	
	

	2.
	I was able to easily access and use the training materials.
	
	
	
	
	

	3.
	I was able to clearly hear our trainer during training.
	
	
	
	
	

	4.
	The trainer quickens respond to your questions during the training session.
	
	
	
	
	

	5. 
	The font size and style were eye-friendly.
	
	
	
	
	


	No.
	Employee Performance
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1.
	The training and development provided by the company helped me to perform my work quickly and efficiently.
	
	
	
	
	

	2.
	How closely related is employee perception of training and development to organizational   
performance?
How closely related is employee perception of training and development to organizational   
performance?
How closely related is employee perception of training and development to organizational   
performance?
How closely related is employee perception of training and development to organizational   
performance?
In my opinion training & development helps me to increase productivity.
	
	
	
	
	

	3.
	The training and development I received helped me to enhance high quality of product/service.
	
	
	
	
	

	4.
	Performance increase due to the enhanced competency of the employees.
	
	
	
	
	

	5. 
	Employees Performance greatly depend on Training and & Development.
	
	
	
	
	

	6.
	Most of the employers consider training and development waste of time and waste of money.
	
	
	
	
	

	7.
	Training and development boost up the morale of the employees.
	
	
	
	
	



Part C: Employee Performance in Organization
Please choice your opinion on each of the following questions by using the Five Likert scales.
(1 = Strongly dissatisfaction, 2 = Dissatisfaction, 3 = Neutral, 4 = Satisfaction, 5 = Strongly Satisfaction). 
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