C Acapemy

200 An International Conference e

Global Summit on Innovation, Technology, Humanities and Management (ICGSITHM-2024)
Venue: Edusoft Technology, Zirakpur
29'"" December 2024

Strategic Importance of Training and Development in Improving
Organizational Performance: Insights from the Cement Industry
in Chandrapur

Ritika Mohta, Research Scholar, Renaissance Institute of Management Studies, Chandrapur
Dr. Amrin Surya, Assistant Professor, Renaissance Institute of Management Studies, Chandrapur

Abstract
In the rapidly evolving manufacturing sector, continuous workforce training and development
are vital for sustaining productivity, ensuring safety, and maintaining competitive advantage.
This study investigates the effectiveness of training and development programs at UltraTech
Cement, one of India's leading cement manufacturers. Using a mixed-method approach,
primary data was collected through structured questionnaires administered to 150 employees
across various departments, along with qualitative interviews with HR professionals and
supervisors.
The findings reveal a high rate of training participation, strong employee satisfaction, and
significant improvements in technical skills, safety awareness, and job performance. A positive
correlation was observed between the frequency of training and perceived productivity
enhancement. While UltraTech Cement demonstrates a robust and strategic training
framework, the study also highlights areas for improvement, including enhanced digital
integration and the need for more personalized and follow-up evaluations.
This research contributes valuable insights into the practical impact of structured training
initiatives in the Indian manufacturing context and underscores the strategic importance of
workforce development as a driver of operational excellence.
Keywords: Training and Development, Workforce Performance, Manufacturing Sector,
UltraTech Cement, Employee Productivity,”"Human Resource Development
Introduction
In today’s dynamic industrial landscape, the manufacturing sector faces constant pressure to
enhance efficiency, maintain product quality, adopt advanced technologies, and meet global
standards. Amid these challenges, the development of a skilled and adaptive workforce has
emerged as a critical success factor. Organizations must invest in systematic and strategic
workforce development programs that not only address current competency gaps but also
prepare employees for future operational demands. Every organization relies on skilled and
experienced employees to carry out essential tasks. When current or potential employees meet
the required competencies, training may not be necessary. However, when skill gaps exist,
training becomes crucial to enhance employees' abilities, flexibility, and adaptability. As job
roles grow more complex, employee development is no longer just beneficial —it is a necessity.
Organizations must invest resources in training to maintain a competent and knowledgeable
workforce.
Even with the best business model, systems, and strategies, growth will be hindered if
employees lack proper training. A strong training program must be ingrained in the company’s
culture. Traditionally, training focused on short-term performance improvement, with the
exception of succession planning for future senior leaders. However, shifts in market
conditions, technological advancements, and organizational changes have increased the
importance of training in both HR theory and practice.
Training is a tool, not an end goal. If it does not improve work performance, it wastes valuable
resources. Effective training enhances employees' knowledge, skills, behavior, aptitude, and
attitudes to meet job and organizational demands. It involves structured learning activities that
help employees acquire and apply necessary competencies. For mutual growth and goal
achievement, both organizations and employees must evolve together. Modern management
must prioritize human resource development, with employee training being a key component.
Training is a specialized HR function that ensures employees can perform their roles
effectively.
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Definition of Training:
Once an employee is hired, placed, and onboarded, they must receive training. Training is a
short-term, systematic process designed to enhance an employee’s knowledge and skills for a
specific role.
Dale S. Beach defines training as: "The structured process through which individuals gain
knowledge and skills for a specific purpose.” Training shapes employees' abilities, behaviors,
and attitudes to align with job requirements. It involves teaching and learning activities that
help employees develop the necessary expertise.
John P. Kenny explains: "Training helps an employee perform their current job effectively,
while development prepares them for future roles."”
Thus, training and development bridge the gap between job demands and employee
capabilities. Building a strong foundation through learning shapes character, which is vital in
shaping one’s career and future success.
Literature Review
Jeffrey Sanchez-Burks , Fiona Lee, Richard Nisbett, Oscar Ybarra(2006) This paper describes
the development of a theory-based cross-cultural training intervention we call relational
ideology training, and reports a field experiment testing its effectiveness in facilitating
intercultural collaborations. The intervention was based on Protestant relational ideology (PRI)
theory (Sanchez-Burks, 2002) and cross-cultural empirical research derived from this theory.
An experiment compared the effectiveness of this novel intervention with the well-established
cultural assimilator training. Results show that-compared to cultural as similar to training,
relational ideology training is more effective in improving managers' task performance and
affective adjustment in cross-cultural ventures.
Hardeep Singh Anant (2009) The paper discusses the key elements of assertive behaviour and
the personality traits that facilitate it. It focusses on the importance and benefits of conducting
assertiveness trainingwithin organizations, and the strategies and tools for attitudinal change
available to trainers, managers and teachers of Organizational Behaviour.
Thomas Zwick(2009) This paper shows that training of older employees is less effective.
Training effectiveness is measured with respect to key dimensions such as career development,
earnings, adoption of new skills, flexibility or job security. Older employees also pursue less
ambitious goals with their training participation.
Luciano Rossoni,Edson Ronaldo GuaridoFilho, Andréa De FatimaRuaEstacio(2011) In this
paper, we endeavor to contribute to the theoretical framework of institutionalism concerning
the organizational processes of adoption of practices. We chose to investigate, under the
conditioning of organizational values, the influence of environmental pressures on the adoption
of practices for training and development of industries in the city of Curitiba and its
Metropolitan Region.
Ann Stewart (2010) The paper provides the background for a project which traces the longer-
term impact on a cohort of judges in India of a major collaborative Indo British project on
gender and law training in the 1990s. This group of 43 District and Sessions judges (31 men;
12 women), drawn from all over India were selected by their respective High Courts.
Subsequently a significant number have been elevated to their High Courts (the final appellate
body in each state). The paper places the judges within the background of the original project
and the present institutional contexts in which they now function. It considers, through the lens
of gender justice, two related debates: how to measure the effectiveness of international
development projects involving judicial reform and the impact of women within the judiciary.
It provides preliminary observations on interviews conducted with judges.
Company Profile
ULTRATECH INDUSTRIES LIMITED ULTRATECH Industries Limited, a flagship
company of the Aditya Birla Group, ranks among India's largest private sector companies, with
consolidated net revenues of Rs 102 billion (FY2006). UltraTech Cement Limited is the
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largest manufacturer of grey cement, white cement, and ready-mix concrete (RMC) in India. It
is a flagship company of the Aditya Birla Group, one of India’s most respected multinational
conglomerates. UltraTech is recognized for its extensive footprint, technological excellence,
and commitment to sustainability. Founded in 1983 and headquartered in Mumbai,
Maharashtra, UltraTech has grown to become a leader in the Indian cement industry and a
prominent global player.
Research Methodology
This study adopts a case study-based descriptive research design to assess the effectiveness
of workforce training and development programs at UltraTech Cement. The approach
combines both qualitative and quantitative research methods to gain comprehensive insights
into training practices and their impact on organizational performance. The case study method
is suitable for in-depth examination of complex phenomena such as training effectiveness
within real-life organizational contexts, allowing for the exploration of processes, perceptions,
and outcomes.
Objectives of the Study
e To examine the structure and content of training and development programs at UltraTech
Cement
o To analyze the perceived effectiveness of these programs among employees and managers
e To evaluate the impact of training on key performance indicators such as productivity,
safety, and job satisfaction
e To identify challenges and areas of-improvement in UltraTech’s workforce development
initiatives
Data Collection Method
Primary data was collected using the following methods:
1. Structured Questionnaire Survey
o Target Group: Employees across operational, technical, and managerial levels
o Sample Size: 150 respondents from three UltraTech manufacturing plants (located in
Gujarat, Tamil Nadu, and Chhattisgarh)
Data Points: Training frequency, perceived relevance, knowledge gained, behavioral
change, job performance, and satisfaction levels
Tool: Likert-scale-based survey instrument
Semi-Structured Interviews
Participants: HR managers, plant supervisors, training coordinators (total of 10)
Objective: To understand the design, delivery, monitoring, and evaluation of training
programs
o Format: In-person and virtual interviews lasting 30—45 minutes.
Secondary data sources included:
« Internal training reports and KPIs from UltraTech Cement
e HR policy documents and performance dashboards
e Annual Reports (2021-2024)
e Industry publications and scholarly articles related to workforce development in
manufacturing
Sampling Technique
A purposive sampling method was employed to select participants from operational plants
with active training programs. This non-probability technique ensures relevant and informed
responses from individuals directly involved in or affected by the training programs.
Data Analysis
The data for this study was collected through structured questionnaires and semi-structured
interviews with employees and HR personnel from selected UltraTech Cement manufacturing
units. This section presents the quantitative and qualitative analysis of the findings to assess
the effectiveness of workforce training and development programs.
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5.1 Demographic Profile of Respondents
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Variable Category Frequency | Percentage (%)
Gender Male 122 81.30%
Female 28 18.70%
Age Group 20-30 years 40 26.70%
31-40 years 62 41.30%
41-50 years 30 20%
Above 50 years 18 12%
Department Operations 65 43.30%
Maintenance 30 20%
HR/Administration 25 16.70%
Quality/Logistics/Other 30 20%
Work Experience Less than 5 years 45 30%
5-10 years 60 40%
More than 10 years 45 30%

Data Interpretation:

e From the data collected it is interpreted that 92% of employees reported participating in at
least one training program in the last 12 months.

e There are 74% employees who attended training 3 or more times annually, reflecting a
strong commitment to continuous skill development.

e More than 80% of respondents found the training programs relevant to their job roles, which
indicates effective content design and alignment with operational needs.

e The data indicates a substantial improvement in both technical and behavioral competencies
post-training. Safety compliance also saw a notable increase.

e A combined 80% of employees expressed -satisfaction with the training programs,
suggesting that UltraTech’s workforce development initiatives are well-received.

e A Pearson correlation was conducted between training frequency and self-reported job
performance.

o Correlation Coefficient (r) = +0.68

o p-value =0.000

e There is a statistically significant positive correlation between the number of training
sessions attended and perceived job performance.

Findings

e Over 90% of employees participated in at least one training program in the past year.

e A majority (74%) attended training sessions three or more times annually, indicating strong
organizational emphasis on continuous skill development.

e More than 80% of respondents agreed that the training content was directly relevant to their
job roles.

e Training modules were found to be aligned with current industry standards, operational
requirements, and safety protocols.

e Post-training self-assessments showed a 34% improvement in technical skill proficiency
and a 25% increase in job confidence.

e 72% of respondents reported a noticeable increase in productivity after undergoing training.

« Statistical analysis revealed a positive correlation (r = +0.68, p < 0.01) between the
frequency of training and improved job performance.

o Employees who attended more frequent training reported better ability to handle complex
tasks and equipment.

« 80% of employees expressed overall satisfaction with the training programs.

« Employees highlighted that the training helped them adapt to changing operational needs

;}{j,é,r/é;};\_}',,', International Advance Journal of Engineering, Science & Management Sponsored. (ISSN: 2393-8048) 103


https://www.olx.in/item/counselor-advisor-ID1jYeC3.html

C Acapemy

200 An International Conference e

Global Summit on Innovation, Technology, Humanities and Management (ICGSITHM-2024)
Venue: Edusoft Technology, Zirakpur
29'" December 2024
and enhanced their problem-solving skills.

o There was a 19% increase in awareness of safety protocols after training.

o Safety-related training was highly effective in reducing on-site incidents and improving
compliance behavior.

o UltraTech Cement uses a combination of classroom, on-the-job, and digital learning
methods.

o Training programs are customized based on department needs, and delivery is handled by
both internal and external trainers.

« Despite the strengths, some areas for improvement were noted:

o A minority (6%) of employees felt dissatisfied due to repetitive content or time constraints.

o Follow-up assessments and tracking of long-term behavioral changes post-training need
more robust digital integration.

o Operational workload sometimes limits employee availability for scheduled training
sessions.

Limitations

Despite the comprehensive approach undertaken in this study, certain limitations must be

acknowledged that may affect the generalizability and depth of the findings:

e The study was conducted in selected UltraTech Cement manufacturing units located in a
few states.

o Therefore, the findings may not fully represent the experiences of employees across all
UltraTech plants in India or abroad.

o The research was conducted over a limited time frame, restricting the ability to conduct a
longitudinal analysis of training outcomes over an extended period.

« Long-term impact such as retention, promotion, or sustained productivity post-training was
not assessed.

e A purposive sampling technique was used to select 150 respondents. While effective for
targeted insights, it may introduce selection bias-and limit the statistical generalizability of
results.

e Much of the data on performance improvement and training effectiveness was based on self-
reported perceptions from employees.

e There is a possibility of response bias, where employees may overstate positive outcomes
due to social desirability or fear of repercussions.

e Due to confidentiality constraints, access to detailed internal performance evaluation data,
training costs, and ROI calculations was restricted.

Conclusion
This study set out to evaluate the effectiveness of workforce training and development
programs at UltraTech Cement, a leading organization in the Indian manufacturing sector.
Through a combination of quantitative survey data and qualitative interviews, the research
provided comprehensive insights into how structured learning initiatives contribute to
individual and organizational performance.
The findings clearly demonstrate that UltraTech Cement has implemented a robust and
strategic training framework that is aligned with its operational goals and employee
development needs. High participation rates, positive employee feedback, and measurable
improvements in skills, safety awareness, and productivity all underscore the value of these
training programs. The strong correlation between training frequency and job performance
reinforces the importance of ongoing employee development in a competitive manufacturing
environment.

Furthermore, the company’s use of blended learning methods, customized training content, and

post-training evaluations reflects a mature approach to talent management. However, the study

also identified areas for improvement, including the need for more digitized follow-up
assessments, broader accessibility across all employee levels, and deeper personalization of
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learning pathways.

In conclusion, workforce training and development at UltraTech Cement significantly

enhances employee capabilities and operational efficiency. The case reinforces the strategic

role that structured learning plays in driving performance, safety, and innovation in the
manufacturing sector. For sustained success, continuous investment in training infrastructure,
digital tools, and outcome-based evaluation will be critical.
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