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INTRODUCTION

ABSTRACT

The study focuses on assessing the effectiveness of training programmes
conducted for adult learners outside formal institutional environments.
In recent years, non-institutional training programmes have gained
importance in promoting lifelong learning, employability, professional
competency, and social development among adults. These programmes are
generally flexible, practical, and learner-oriented, catering to individuals
from diverse educational and occupational backgrounds. The present
study evaluates various dimensions of training effectiveness, including
instructional methods, trainer competency, learner participation, knowledge
acquisition, skill development, behavioural change, and the practical
application of learned skills. The research adopts both quantitative and
qualitative approaches through questionnaires, interviews, observations,
and performance assessments to obtain comprehensive and evidence-
based findings regarding the impact of the training programme on adult
learners. The research emphasizes the importance of systematic evaluation
and continuous improvement in ensuring meaningful learning experiences
and sustainable developmental outcomes. The study also offers practical
recommendations for trainers, policymakers, educational planners, and
organizations to design more effective, inclusive, and outcome-oriented
training programmes for adults outside institutional contexts.
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judge whether training contributes to changes in
performance, behaviour, organisational capacity and

In modern organisations, training and development
is no longer a fringe support activity, but rather
strategic tool that directly impacts on productivity,
innovation as well as long-term competitiveness.
As work becomes more knowledge-based and
technology-intensive, training interventions can no
longer be judged by anecdotal feedback, intuition
or qualitative judgment only. Use of evidence to

ultimately development outcomes is growing instead.

Quantitative evaluation on the effectiveness
training not only shows how well something works,
who it works best for, and under which conditions it can
be applied. Organizations need to consider a statistic
framework and tools available, with performance
metrics and analysis models that allow measurement
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of learning in areas such as knowledge acquisition,
skills improvement, productivity increase, error
reduction, retention and return on investment (ROI).
This kind of data-driven insight allows organizations
to make an informed decision, maximize training
budgets, and correlate learning with business goals.

The data-analytical framework shifts training
evaluation from a one-time post-program exercise
to a continuous feedback and improvement cycle.
Through methods such as pre- and post-assessment
comparisons,  productivity  analytics, learning
dashboards, regression modeling, and cohort analysis,
organizations can identify learning gaps, measure the
transfer of learning to the workplace, and predict
future competency needs. Quantitative evidence also
strengthens managerial accountability and supports
the institutionalization of a learning culture.

The perspective of organizational development
(OD), data-based training assessment plays a catalytic
role. It enables organizations to link individual
learning outcomes with broader developmental
indicators such as employee engagement, innovation
capability, service quality, leadership pipeline
strength, and strategic transformation readiness.
By demonstrating tangible developmental value,
quantitative evaluation helps position training not
merely as a cost center, but as a critical investment
in organizational growth and sustainability. A major
paradigm change in modern HR and OD practice
is represented by the quantitative and analytical
approach to training efficacy. It makes a significant
contribution to holistic organizational development by
providing organizations with actionable intelligence,
encouraging evidence-based learning methodologies,
and bolstering the connection between organizational
performance and human capital development.

Scope of the Study

This study’s scope, “Measuring Training Effectiveness: A
Data-DrivenApproach toOrganizational Performance,”
includes the methodical assessment of training
initiatives across various organizational functional
areas using quantifiable indicators and statistical
techniques. By looking at factors such knowledge
acquisition, skill development, productivity gains,
behavioral change, task performance, employee
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engagement and return on training investment (ROTI),
the study focuses on evaluating training outcomes at
many levels individual, team and organizational. In
order to comprehend the sustainability of learning
results across time, it includes longitudinal tracking,
comparative performance analysis and pre-training
and post-training testing. The scope includes the
objective interpretation of training effectiveness
through the use of quantitative tools such performance
scorecards, regression models, correlation analysis,
descriptive statistics and trend analysis.

Depending on the context of data availability,
the study may be limited geographically to specific
companies or sectors, but methodologically it places
a strong emphasis on gathering empirical data through
surveys, performance indicators, assessments and
organizational records. The study stresses evidence-
based insights to enhance strategic decision-making
rather than qualitative impressions of training,
informal learning experiences or solely subjective
evaluations. The study’s conclusions are meant to help
HR managers, training specialists and organizational
development practitioners create data-driven training
plans, allocate resources optimally, improve learning
outcomes and advance organizational development
programs as a whole.

Importance of the Study
This study, “Measuring Training Effectiveness: A Data-
Driven Approach to Organizational Performance,”
is noteworthy because it replaces intuition-based
judgment with evidence-based decision making when
evaluating training. Although training programs are
implemented in many organizations with significant
time, financial, and human resource investments,
their results are frequently evaluated using
subjective feedback or general perceptions. This
study offers an organized way to gauge how training
truly affects employee capabilities, productivity,
behavioral change, and organizational performance
by using a quantitative and analytical framework.
These quantifiable insights allow management to
show accountability, justify training expenditures,
and guarantee that training programs are in line with
strategic company objectives.

In the perspective of organizational develop-
ment, the research is as well important in that it cre-
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ates a good relationship between particular learning
outcomes and more general developmental indicators
such as the ability to be innovative, quality of service,
leadership development, and readiness to change.
The data-driven evaluation can help organizations to
redesign learning interventions, get rid of non-effec-
tive programs, and find effective training techniques.
Moreover, the analytical findings of the research also
foster the culture of performance-based learning,
help the continuous development of training design,
and enhance the decision-making process of the ex-
ecutives regarding the development of talent and
capability building. Finally, with the training being
modelled as a strategic investment and not an or-
dinary administrative practice, the study empowers
competitiveness and sustainability in organizations.

OBIJECTIVES OF THE STUDY

» To determine the degree of learning and skill
growth.

» To measure behavioural and performance in-
crease.

» In order to justify expenses and resources on
training.

» To make evidence-based HR and OD deci-
sions.

» To intensify on-going improvement in training
programme.

» To discover the correlation between the dif-
ferent components of quantitative evaluation.

Sampling
The investigator carried out the study at Chennai
District. This work is carried out with the employees

who are employed in different private manufacturing
companies in Chennai District. The performance of
employees is very specific to the private companies and
thus they are regularly undertaking different training
programme. The investigator used the convenient
sampling approach to collect data collection. The
convenient sampling method is high efficiency and
speed for data collection and cost effectiveness. For
this study the researcher used convenient sampling
approach.

The structured questionnaire prepared and
distributed in five taluks in Chennai District equally,
i.e 50 questionnaire in each taluks. The selected
taluks are (i) Egmore, (ii) Mylapore, (iii) Guindy, (iv)
Mambalam and (v) Velachery. 250 questionnaires were
distributed to the respondents, out of that 227 were
collected back from the respondents. The researcher
unable to cover the all taluks in Chennai. So that the
nearby taluks were taken for data collection. All the
5 taluks is nearby and it was much helpful to identify
the respondents while collecting data.

The questionnaires distribution and collection
details presented in the following table.

Tools and Techniques

The researcher employed the percentage analysis
and correlation. The data was collected through
percentage analysis which was presented in the form
of respondents. The correlation, which was used
to establish the relationship amongst the different
dimensions of the study with behavioural change
after training.

Percentage Analysis

Learning and Skill development

Table 1 : Questionnaire distribution and Collected back for analysis

Sl. No. Taluks Questionnaire distribution Collected back for analysis
1 Egmore 50 43
2 Mylapore 50 48
3 Guindy 50 46
4 Mambalam 50 44
5 Velachery 50 46
Total 250 227
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Table 2 : Learning and Skill development

Sl. No. Learning and Skill development Number of respondents Percentage

1 Highly effective 29 12.78

2 Effective 41 18.06

3 Neutral 84 37.00

4 Ineffective 51 22.47

5 Highly ineffective 22 9.69
Total 227 100

Source : Computed data

The table above indicates the learning and skill respondents indicated that behavioural and

development of the sample respondents, out of the
total population of 227 samples, twenty nine (12.78)
respondents indicate that the learning and skill de-
velopment is highly effective. Forty one (18.06) of
the respondents say that learning and skill develop-
ment is effective. Eighty four (37.00) respondents say
that learning and skill development is neutral. It has
fifty one (22.47) respondents that learning and skill
development is ineffective and twenty two (9.69)
respondents that learning and skill development is
highly ineffective. Majority (37.00%) said that it is a
neutral learning and skill development.

Behavioural and performance improvement
The behavioural and performance change of the
samples has been indicated in the given table above.
Among 227 samples, forty two (18.50) respondents
reported that behavioural and performance are
highly enhanced. Twenty seven (11.89) respondents
indicated that there is improvement in behavioural
and performance. Ninety five (41.86) respondents
indicated that there are no behavioural and
performance neutrality. The forty two (18.50)

performance are not improved and the remaining
twenty one (9.25) respondents indicated strongly not
improved. Majority (41.86) of the respondents are
supposed to be behavioural and performance neutral.

Training costs and resource allocation

The table 4 shows the cost of training and the resources
allocation of the respondents. Among 227 samples,
thirty six (15.86) respondents strongly believe that
training costs and resource allocation are effective.
Forty five (19.82) respondents are concurring with
training expenses and resource allocation as being
effective. Eighty four (37.00) of the respondents are
neutral that training costs and resource distribution
are effective. The opinion that training costs and
resource allocation is effective is disagreed by forty
one (18.06) respondents and strongly disagree by
remaining twenty one (9.26) respondents. A majority
(37.00%) of the respondents are neutral that training
costs and resource allocation are effective.

Evidence-based HR and OD decisions
The Evidence-based HR and OD decisions, in the
table 5, are twenty seven (11.89) out of 227 (227)

Table 3 : Behavioural and performance improvement

SI. No. Behavioural and performance improvement Number of respondents Percentage
1 Strongly Improved 42 18.50
2 Improved 27 11.89
3 Neutral 95 41.86
4 Not Improved 42 18.50
5 Strongly Not Improved 21 9.25
Total 227 100

Source : Computed data
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Table 4 : Training costs and resource allocation

Sl. No. Training costs and resource allocation Number of respondents Percentage
1 Strongly Agree 36 15.86
2 Agree 45 19.82
3 Neutral 84 37.00
4 Disagree 41 18.06
5 Strongly Disagree 21 9.26
Total 227 100
Source : Computed data
Table 5 : Evidence-based HR and OD decisions
Sl. Number of respon-
No. Evidence-based HR and OD decisions dents Percentage
1 Strongly supports evidence-based decisions 27 11.89
2 Supports evidence-based decisions 36 15.86
3 Neutral evidence-based decisions 71 31.28
4 Does not support evidence-based decisions 52 22.91
5 Strongly does not support evidence-based deci- | 41 18.06
sions
Total 227 100

Source : Computed data

respondents strongly supporting evidence based
decisions. Thirty six (15.86) respondents are in
favor of evidence based decisions. The number of
respondents who are neutral regarding the Evidence-
based HR and OD decisions is seventy one (31.28).
Fifty two (22.91) respondents said does not support
evidence based decisions and the rest forty one
(18.06) strongly said does not Support Evidence-
Based Decisions. The largest percentage (31.28) of
the respondents is neutral toward Support Evidence-
Based Decisions.

Continuous improvement in training
programme

The table above shows the Continuous improvement in
training programme, the total number of respondents
who are twenty-four (10.57) out of the total number
of respondents 227 have very high level of continuous
improvement. The level of continuous improvement
in training programme has been reported to be
forty one (18.06) respondents. Moderate level of
continuous improvement in training programme is
found in 88 (38.77) respondents. Forty two (18.50)

Table 6 : Continuous improvement in training programme

Sl. No. Continuous improvement in training programme Number of respondents | Percentage
1 Very high level of continuous improvement in training programme | 24 10.57
2 High level of continuous improvement in training programme 41 18.06
3 Moderate level of continuous improvement in training programme | 88 38.77
4 Low level of continuous improvement in training programme 42 18.50
5 Very low level of continuous improvement in training programme 32 14.10
Total 227 100
Source : Computed data
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of the respondents are moderate level of continuous

Improvement in training programme and the rest Sl. | Behaviour chang- | Number of
thirty two (14.10) respondents are felt very low level No. | es after training | respondents FETEET AL
of continuous improvement in training programme. 1 Positive 85 37.44
The respondents that have moderate level of Behavioural
continuous improvement in training programme are Change
greatest in number (38.77). -

2 Partial changes 111 48.90
Behaviors changes after training 3 | No changes 31 13.66
Another question that was asked by the researcher Total 227 100

was to determine the changes in behaviour after
training the sample respondents. The feedback was
given to researcher, which was grouped into three
categories, i.e.

» Positive Behavioural Change
» Partial changes

» no changes.

The table 7 demonstrates the behavioural
change post training of the respondents, out of the
227 respondents, eighty-five (37.44) respondents
responded that they have positive behavioural
change post training. One hundred and eleven

Table 7 : Behaviors changes after training

Source : Computed data

(48.90) respondents answered that they have partial
changes after training and remaining thirty one
(13.66) respondents answered that they have no
changes in behaviour changes after training. Most of
the respondents (48.90) experience partial changes
in behaviour changes following training. The training
should have greater influence in the behaviour
change of the employee, and this study reveal that
the changes made in the behaviour of employees
partially after training.

Table 8 : Correlation Relationship between the various dimensions

Behavioural Training Evidence
Learning and cost and | based HR | Improvement
and skill performance | resource and OD in training Behaviour
development | improvement | allocation | decisions programme change
Learning and skill development | 1
Behavioural and performance | 0.448 1
improvement
0.218
Training cost and resource 0.911* 0.391 1
allocation
0.001 0.113
Evidence based HR and OD 0.839** 0.489 0.889** 1
decisions
0.001 0.144 0.001
Improvement in training pro- 0.818* 0.551* 0.884* 0.991* 1
gramme
0.001 0.001 0.001 0.001
Behaviour change 0.706* 0.883* 0.378 0.885** 0.944* 1
0.001 0.001 0.184 0.001 0.001

**_ Correlation is significant at the 0.01 level (2-tailed)
*. Correlation is significant at the 0.05 level (2-tailed)

Source : Computed Data
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At 5 per cent significant level, learning and
skill development (0.706) and behavioural and
performance improvement (0.883) have positive and
significant relationship with behaviour changes after
training programme. Behaviour changes after training
programme have positive and significant relationship
with evidence based HR and OD decisions (0.885) and
improvement in training programme (0.944) at 1%
level of significance.

The Improvement in training programme and be-
haviour changes shows high relationship, it means the
improvement in training programme is more effective
and reliable, will be more impact in behaviour chang-
es of the employees. The same time if there is neg-
ative impact of improvement in training programme
will has negative impact in behaviour changes.

SUGGESTIONS

» The training is weak in some respects, in that
the varying forms of training have not yet
served the final purpose, few of the employ-
ees are not yet inspired, the management
must investigate and locate the loophole and
modify the training process.

» Not all employees in the companies under-
stood that their behaviour had changed after
the training, thus the management should
target those specific employees in order to
transform the training process. Since, it is
likely that these employees will ruin the en-
tire work force.

» Organizations ought to change their per-
ception-based evaluation to systematic,
metric-based evaluation. The analytics
dashboards, performance measures and mea-
surable learning outcomes have to be incor-
porated into all training programs.

» Conduct Pre- and Post-Training Tests:
Structured tests, performance standards
and evaluations based on skill should be
conducted prior to and following training in
order to understand the level of knowledge
acquisition, behavioral change and
performance improvement.

» Training objectives must be connected with
productivity, quality improvement, customer
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satisfaction, innovation and strategic capa-
bility development to ensure the high impact
of organizational development.

» Add Longitudinal Tracking: To gauge reten-
tion, skill transfer and long-term behavior
change it is advisable that companies conduct
follow up tests over time instead of looking at
training immediately.

» Combine HR Analytics and Performance Data:
To generate more meaningful results and
ROI-driven analysis, training data should be
connected with employee performance data,
KPI dashboard, appraisal reports and produc-
tivity metrics.
> Encourage Evidence-Based Training
Design: Training materials and delivery meth-
ods need to be updated, basing on the analyt-
ical findings, enhancing the successful ones
and eliminating the unnecessary or ineffec-
tive training programs.

» Promote Managerial Evaluation: Supervi-
sors and line managers ought to be inter-
ested in monitoring the application of skills
post-training and ensuring the verification of
the performance metrics based on quantifi-
able indicators.

Invest in Analytical and Evaluation Capability: HR
and training professionals ought to be trained
in statistical means, data interpretation and
evaluation protocols so that the rigor and reli-
ability of the training tests can be enhanced.

CONCLUSION

The article titled Measuring Training Effectiveness: A
Data-Driven Approach to Organizational Performance
focuses on the growing need to evaluate training
as an investment that directly contributes to
organizational performance and development and
not a mere administrative behavior. The quantitative
methods used by organizations to measure the effects
of training on employee competencies, productivity,
behavioral results and developmental advancement
yield objective information on the impact of training.
These approaches are statistical analysis, performance
measures, pre- and after-training comparisons, and
ROI analyses. This approach of analysis makes training
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evaluation a systematic, evidence-based rather than
a subjective and feedback-based process.

The findings affirm that the evaluation based
on data enhance better decision-making process,
optimization of training resources, responsibility
and alignment of learning activities and corporate
goals. It also encourages continuous improvement
through the recognition of effective practices, an
unveiling of weaknesses in learning, and the rein-
forcement of in vigilant application of skills in the
workplace. In the perspective of organizational de-
velopment, quantitative training evaluation creates a
culture of creativity, learning, and high performing
organization. In general, the paper highlights the
importance of integrating analytics in training eval-
uation to develop well-functional learning systems,
ensure the achievement of strategic value, and fa-
cilitate long-term organizational development and
competitiveness.
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