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ABSTRACT 
 

Training and development has become an issue of strategic-importance. It merits specifying that a 

large portion of the exploration has focused on the advantages of preparing when all is said in 

done. Training and development of employees is perilous in organizations in this period of 

struggle due to the fact that organizations need to endure, grow and develop. This examination 

researches viability of preparing program in four key territories like business-focus, critical-

thinking, personal – effectiveness and relationship-management in retail-sector on four categories 

of employees mostly retail – warehouse staff, retail – sales assistant, retail sales-supervisor and 

retail-backend operator were concentrated to the degree of improvement in those four key-zones 

through training. 

 

Keywords: Employee effectiveness; Employee Performance-Appraisal; Training Impact; Training 

assessment. 

 

INTRODUCTION: 

Training is related to the capabilities employees have to accumulate to enhance the chance of accomplishing the 

employer‟s typical businessxand academic goals andxobjectives. High-quality training presented to employees 

may additionally help with reduction of hysteria or frustration, which maximum employeesxhave 

experiencedxon multiple occasions during their employment careers [1]. The term „training‟ indicates the 

method worried in enhancing the aptitudes, xabilities andxabilities of thexemployees to carry out particular 

jobs. Trainingxallows in updatingxantique abilities and developing newxones. „Successful applicants placedxon 

the roles need education to carry out theirxobligations effectively‟.  

Training, asxdefined inside the present has a look at “is the plannedxintervention this is designed to decorate 

thexdeterminants of man or woman jobxoverallxperformance” [2]. Jasujaxet al. [3] gave expertise about 1.6 

millionxhumans hired in India‟s prepared retailxsector and that will growth toxanother 10xmillion in the 

subsequent 10 yearsxout of which nearly 90 in keeping with cent arexexpected to be in thexfront-end jobs. 

The modernxin-house abilities and out of doors trainingxinstitutes are not ready to impart capabilities to 

thisxlarge quantity. there may be a ability gapxexists in regions together with sales and client management, save 

renovation, visible vending, merchandise making plans, billing bundle, products making plans device, bar-

codes, and so on. Dubinsky et al. [4] observed the relationships amongst perceived process traits, process 
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pleasure, motivation, xorganizational commitment, functionxperceptions, and job overall performance of 

retailxpersonnel. Coelhoxet al. [5] tested the importance ofxgap among personnel‟ service andxcustomer 

expectancies because personnel‟ tasksxrequire exceptional sports like abilities, motivationxand cognitive 

strategies. In organizedxretail personnel getxtraining at once afterxrecruitment.  

In casexof the salesxstaff, the training duration lastsxfrom 3 days to approximately per week. Trainingsxare 

generally furnished through the unique manufacturers, whose merchandise the organization sells. Training 

andxupdating of it also takes place at the shop degree. The trainingsxbasically cover twoxaspects: patron 

interactionxand product information. distinctive instructionsxregarding a way to cope withxcustomers are given, 

together with manners, enhancementxof communications abilities and so on. Product information includes a 

few information provisionxregarding the variety, high-quality, materialxof thexproduct. In casexof the house-

keepingxand the safety personnel, thextraining is greater rigorousxand precise. It consists of instructions 

concerning use of cleansing fluidsxetc. to maintainxthe cleanliness and hygiene of the mall.  

Consistent with Bramley [6] “Trainingxis a system that is planned toxfacilitate mastering so that humans 

canxbecome morexeffective in wearing out components in their paintings.” again training is needed to meet the 

changingxrequirements of the task and the corporation, to cause them to abstain fromxobsolescence. It will 

deliver themxa primary know-how and ability inside the newxentrants for anxintelligent overall performancexof 

a definitexjob, prepare them for better level responsibilities, help to function morexeffectively of their 

giftxpositions through exposingxthem to the brand new concepts, factsxand techniquesxand developing the 

skillsxthey will want in their precise fields. This manner will build up a 2nd line of able officials and put 

together them to occupy greater accountable positions and make sure an easy and efficient running of the 

departments forxqualitative monetary out-put.  

Lakshete [7] investigatedxthat unskilledxmanpower, lack of skills, lackxof formal retailing training, demanding 

working lifestyle, excessive turnoverxare the important demanding situations confronted by means of the 

HRxdepartments within thexretail enterprise in India. Bisen et al. [8] tested that E-tailing can offer employment 

to at least one forty five millionxpeople through 2021 and whose boom willxspur the introduction of new 

abilities and human capabilities inside the regions of logistics, packagingxera.  Jeevananda [9] emphasized the 

position of outlets to discover the gaps exist among anticipated provider ranges and actual provider tiers 

supplied through outlets and produce out the changes in retail save consequently. Charania [10] indicatedxthat 

retail agencies have now realized that their fulfillment, to a top notchxextent, relies upon thexoverall 

performancexof their HRxdepartment. 

Training is for the development of modern-day work talents and behavior while improvement is for reinforcing 

abilities in terms of destiny managerial position or task [11]. Bhattacharyaxet al. [12] explainedxthat in 

retailxregion the sales supervisor has to make certain the salesxpersonnel in growing and retaining patron 

relationshipsxover the years. Srinivasanxet al. [13] explained in theirxCRISIL record that prepared retailxis 

some of the mostxconducive sectors for the increase of ability improvement and isxcharacterized by excessive 

call for outlook. Gregersonxet al. [14] in his researchxgave emphasis on fourxstrategies forxdeveloping 

worldwidexmanagers: international journey, formationxof diversified groups, international 

assignmentsxandxtraining.  

Consistent with NSDCxmost of the laborxrequirement is at the fundamental ability stage and it isxan appealing 

region for privatexgamers to set up themselvesxinside the education space. The heavyxconsumer consciousness 

onxretail quarter calls for employeesxof sturdy communication competencies and tender abilities which inspire 

stronglyxforxtraining. 

 

STUDY OBJECTIVES: 

This study offers a radical know-how of schooling practicesxin thexorganized-retail-sector andxprovides data to 

ensure comprehensivexand sustainablextalent improvement to cater toxIndia‟s consistent boomxand 

sustainedxcompetitiveness in the globalxmarketplace. This research has the objectives to realize thexprofile of 

retailxemployees calls for trainingxfor the improvementxin their talents and supply emphasisxon the impact of 

trainingxprogram on four categoriesxof retailxemployees and subsequently thexrelationship of 

trainingxprogram with their purposexachievements. 

 
RESEARCHXHYPOTHESIS: 

Hypothesesxare made to have a look at the relevancexof the distinct type of trainingxprogram on 

retailxpersonnel for their abilityxdevelopment. 
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Hypothesis – 1: 

H0 = Trainingxchanges the businessxfocus of thexemployees 

H1= Trainingxdoes not change the businessxfocus of thexemployees 

Hypothesis – 2: 

H0 = Trainingxchanges the criticalxthinking of thexemployees 

H1= Trainingxdoes not change the criticalxthinking of thexemployees 

Hypothesis – 3: 

H0 = Trainingxchanges the personalxeffectiveness of thexemployees 

H1= Trainingxdoes not change the personalxeffectiveness of thexemployees 

Hypothesis – 4: 

H0 = Trainingxchanges the relationshipxmanagement of thexemployees 

H1= Trainingxdoes not change thexrelationship management of thexemployees 

 

RESEARCH METHODOLOGY: 

Sample-dataxare accrued from thexrespondents throughxquestionnaire-method, personal discussion and 

interaction. Data havexbeen collected throughxquota-sampling unitxfrom newly appointedxemployees and old-

employees especially fromxReliance - Retail, Shoppers-Stop, Big Bazaar, Pantaloons few of the biggest 

retailers in India. Four Hundredxquestionnaires were distributedxamong the newly appointed and old 

employees and Two hundred and sixty eight questionnaires were used for the analysis making an overall 

response rate of sixty seven percent. Paired test and correlation test conducted through the software package to 

know the impact of before and after training skill development. This study is primarily based at the employees 

working in retail stores and has takenxtraining for theirxability-improvement. 

 

LITERATURE REVIEW: 

Helliriegelxet al. [15] determined that trainingxin an agency complements productivity thru betterxactivity 

overall performance, withxefficient use of humanxresources, desires and goals by way ofxlessening value due 

to lessen labour turnover, mistakes, accidentsxand absenteeismxand able to excessivexretention of the existing 

body of workers. Michael et al. [16] revealed that training results overall performance develops the ability base 

and enhances the level of competence which facilitates in developing climate for learning whichxadditionally 

helpsxself-managed learningxpractices like trainingxand mentoring. 

Rolf [17] outlines a number of the consequences of inadequatextraining as poorxplanning abilitiesxand decision 

making abilities, which in turn will impair the employer‟s earnings and fulfillment. Suitable trainingxlike 

knowledge and capabilities required to advantagexcompetency can developxmanagers in any respect levels to 

managexexchange in business enterprise and commercial enterprise surroundings [18]. Huang [19] cite that 

well educatedxand trainedxstaff is crucial to the protection of an enterprise company‟sxcompetitive benefit in an 

international economic system. But, Bermanxet al. [20] argues thatxtraining effectivenessxis limited because of 

insufficient switch of gaining knowledge of fromxtraining surroundings to workplace environmentxand 

additionally argue thatxtraining isn't sufficient in enhancing overall performance.  

Trainingxacts as a pathwayxfor mastering andxcreating an experience of progressionxin personnel which not 

directly leads thexorganizationalxfulfillment [21]. Buckleyxet al. [22] explainedxthat businesses‟ wouldxneed to 

reply in a timelyxand bendy way forxsurvival and increasexand to deal with thexchange with the aid of 

motivating the team of workers to be ready with new understanding, competencies and attitudes. Vermeulen 

[23] explained that personnel whole an trainingxprogram with a feelingxthat it'd be useful in each day‟s activity 

but when they getxback to work, it isn't practicedxthey're possibly to enjoy a transferxgap. Dawe [24] defined 

successxis one of the driversxfor a successful trainingxprogram can be idea of in phrases of the volume to 

which itxachieves favoredxobjectives. 

Bedingham [25] determined that trainingxbroughtxadjustments in thexemployees‟ conduct and the advantages 

of thisxwere mounted by the studies of Eaglenxet al. [26] that stepped forward productivity, worker pride, 

decreased turnoverxand willingnessxto simply acceptxstrategic and organizationalxpurpose. Vianen et al. [27] 

tested character and situational elements have an effect on the connection some of the age, worker training and 

development willingness. Tai [28] determined that pre-statistics bringsxtrainees greaterxself-efficacy and 

trainingxmotivation to study as a result, to raise employees‟ studying self-efficacy and training motivation, 

managers have to definitely deal with theximportance ofxtraining before they attend the training. Jackson [29] 

found that enticing traineesxand imparting discussion activates are vital ingredientxfor a successfulxtraining.  



International Journal of Management Studies          ISSN(Print) 2249-0302 ISSN (Online)2231-2528 
http://www.researchersworld.com/ijms/ 

 

Vol.–V, Issue –4(4), October 2018 [4] 

Buckleyxet al. [22] tested thatxthe position of instructor is changingxas energetic communicator, pro-

livelyxthinker to gain training objectives with strategic measurement of the enterprise conserving imperative 

importance. Trainerxperforms a critical position in moving the studying toxpaintings. Huge [30] recognized that 

negative training layout is one in every of drawbacksxin training programs to attain accuratexlearning. 

Therefore a complete instructor is one that has the abilities starting from basis to management.  

Actonxet al. [31] defined that training now is not the handiest undoubtedly modified job performance but 

additionally provide improvement of employeexability to managexstrain at work and additionally diagnosed 

that education of personnel does now not simplest definitely pertains to worker activity pleasure however also 

contributes in constructing a bad relation to turnover. Maurerxet al. [32] examined that trainingxis an 

essentialxcomponent of the task that creates stronger employeexcommitment and satisfactionxwith the 

trainingxprogram has been observed to be axcontributor inxattainment of taskxdelight. 

Hertzberg [33] proposedxtraining is axhygiene aspect and may not be a primaryxmotive of employeexpleasure 

however at the oppositexRowold [34] locatedxtraining wasxespecially designed to perform anxexplicit aim to 

enhance processxsatisfaction. Burdenxet al. [35] found that potential of a businessxenterprise to learn 

fasterxthan its competition is itsxsustainable competitivexgain. Garratt [36] postulatedxthat the rate of 

studyingxshall be extra or equal toxthe rate of changexso that one is capable ofxcontinue to exist, 

optimizexreturns or takexadvantage of newxpossibilities. Seylerxet al. [37] implied that the 

environmentalxvariables like possibility to apply, peer aid, manager sanctions, andxmanager aid have a 

broaderxinfluence now not handiest on putxup-training behaviorxhowever also on motivation to transfer. In 

contrary Klinkxet al. [38] targeted on simply one environmentalxbehavior like supervisoryxconduct has any 

effect on the transferxofxtraining.  

Gauldxet al. [39] emphasized that effectivenessxtrainers is a momentousxin the final return on trainingxfunding. 

Moss [40] advisedxtrainers alwaysxprepare plans to show encouragementxand empathy to the beginners. 

Echardxet al. [41] said that powerfulxtraining strategies can produce full-sizexbusiness consequencesxin 

particular in customerxservice, productximprovement, and functionality in obtainingxnew talent setxand also 

improves the lifestyle of quality in commercialxenterprise and personnel. Sofo [42] suggested gaining 

knowledge ofxacquired from trainingxsessions is carried out and maintainedxat the process to growth 

overallxperformance and productivenessxbut nonetheless simplestxapproximately 10% of mastering 

inxeducation is applied at the task [43]. Even if thexunderstandingxacquired via the training is correct but the 

organizationalxperformance will no longer enhance [44]. 

Winterton [45] examined that failurexto put money into trainingxand improvement contributes to higher hard 

workxturnover. Further the examine by means of Lopez [30] located that Organisationalxlearning is a 

mediatorxfor high performancexhuman usefulxresource and commercialxenterprisexachievements. However 

Clarke [46] contradicted on his findings that there emerged a few association between trainingxand 

commercialxenterprise overall performance. Wickramasinghe [47] insisted that targetsxare prepared to pick a 

kind ofxtraining programsxrequired to offer an overview ofxcontributors‟ getting to know, to take axlook at the 

expectation ofxindividuals after thexfinal touch of thexprogram and to validate or compare trainingxpackages. 

Furthermore Bushartxet al. [48] emphasizes thatxtraining results in an increment in employees‟xpleasure, 

updating of competencies and an expandedxcommitment to thexenterprise.  

Similarly Hower [49] explainedxthat the reason of trainingxis to enhance the abilities necessaryxto make 

decisionsxand attain thexemployees‟ responsibilities andxcapabilities to give amazing provider toxcustomers. 

Within the business ofxcustomerxservice, trainingxis critical to the effectxmade on the clients. 

 

RESULTS & IMPLICATIONS: 

The studyxcomprises the effectiveness ofxtraining for four categoriesxof employees for organizational 

development. The four categories of employeesxconsidered namely, „Retail- WarehousexStaff‟, „Retail- 

SalesxAssistants‟, „Retail-Sales Supervisors‟ and „Retail-xBackend Operators‟. Retail warehouse staff is 

responsible to keep the products in right orders in warehouse so that the demand at the retail can be fulfilled 

smoothly. Retail Sales Assistants determine the best ways to display each product in the department for 

maximum sales. Retail SalesxSupervisors will help the consumersxwho interact with the productxfor the first 

time. Retail backendxoperators ensure that the databasesxare updated and thexshelves are full by replacing the 

appropriatexproducts from storesxthrough warehousexstaff. 

The have a look at comprisesxthe effectiveness ofxtraining for 4 classes of personnel for organizational 

development. The 4 classes of employeesxconsidered particularly, „Retail- WarehousexStaff‟, „Retail- Sales 

Assistants‟, „Retail- SalesxSupervisors‟ and „Retail-xBackend Operators‟. Retailxwarehousexstaff is responsible 
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to hold thexgoods in properxorders in warehouse in orderxthat the demand at the retailxmay be fulfilledxeasily. 

RetailxSales Assistants decide thexhigh-quality methods to display eachxproduct in the branchxfor 

maximumxincome. RetailxSalesxSupervisors will help thexpurchasers who interact with thexproduct for the 

first time. Retailxbackend operatorsxensure that the databasexare up to date and thexshelves are full by using 

replacing the bestxappropriate products fromxstores through warehousexstaff. 

 

DEMOGRAPHIC PROFILE: 

A demographicxprofile includesxage, sex, incomexand education. A commonxway to gather more specific 

demographic information is using a survey through the research tool of questionnaire to gather employees‟ data. 

Table 1 show thexdemographic profilexof the employeesxof differentxretailxorganizations‟ wherex58.21% 

arexmale and 41.79% arexfemale and 61.94% arexgraduation or more and 38.06% are belowxgraduation. 

67.16% are below thexage of 25 yearsxand 32.84% arexabove the agexof 25 years. Byxconsidering thexincome 

level 60.45% are above Rs.10,000/- perxmonth and 39.55% are lessxthan Rs.10,000/- per month. 

 

Result-outcomes: 

Four areasxmostly considered for the trainingxeffectiveness in retailxemployees. They are mostly: 

businessxfocus, critical thinking, personalxeffectiveness andxrelationship management. Businessxfocus: Table 2 

shows in businessxfocus the highestxchange in mean scorexin the case of retailxwarehousexstaff (2.22) and 

second highestxin the case of retailxsales supervisorsx (1.73). Thisximplies that these two categories 

ofxemployees are morexfocus towardsxorganization after thextraining thanxrest two. In Table 3 the 

highxcorrelation in three categories mostly retailxsales assistantsx (0.806), retailxstockers (0.709) and 

retailxwarehouse staff (0.632) hence nullxhypothesis (H0) acceptedxwhich shows that there is a greatximpact of 

training on theirxbusiness focus but has veryxmarginal negativeximpact on retailxsales supervisors (-0.054) 

alternatexhypothesis (H1) acceptedxmeans no developmentxafter training. 

Criticalxthinking: Table 4 shows in criticalxthinking the highestxchange in meanxscore in the case of 

retailxwarehousexstaff (2.52) and secondxhighest in the case of retailxsales supervisors (1.78). Thisximplies 

that these twoxcategories of employeesxare morexcreative in sellingxprocess andxhandling the merchandisexin 

thexorganization after thextraining than rest two.  InxTable 5 the high xorrelation in threexcategories mostly 

retail salesxassistants (0.826), retailxbackend operators (0.752) and retailxwarehouse staff (0.654) hence 

nullxhypothesis (H0) acceptedxwhich shows thatxthere is a great impact of trainingxon their criticalxthinking 

but has very marginalxnegative impactxon retail salesxsupervisors (-0.056) hencexalternative hypothesis(H1) 

accepted means noxdevelopment afterxtraining. 

Personalxeffectiveness: Table 6 shows inxpersonalxeffectiveness the highest change in meanxscore in the case 

of retailxsalesxsupervisors (1.79) and second highestxin the case of retail warehousexstaff (1.59). This 

impliesxthat these twoxcategories of employeesxare more effectivenessxin their performance \xin the 

organizationxafter the trainingxthan rest two.  In Table 7 thexhigh correlationxin three categoriesxmostly retail 

backendxoperators (0.974), retail salesxassistants (0.816), retailxsalesxsupervisors (0.774) and 

retailxwarehousexstaff (0.713) hence nullxhypothesis (H0) accepted whichxshows that there is axgreat impact 

ofxtraining on their personalxeffectiveness. 

Relationshipxmanagement: Table 8 shows in relationshipxmanagement the highest change in meanxscore in the case 

of retailxwarehouse staff (1.62) andxsecond highest in the case of retail backendxoperators (1.51). This implies that 

these twoxcategories of employeesxare more motivatedxto maintain betterxrelationship with the organizationxafter 

the trainingxthan rest two. In Table 9 the highxcorrelation in three categoriesxmostly retailxsales supervisors (0.784), 

retailxsalesxassistants (0.766) and retailxwarehouse staff (0.774) hence null hypothesisxaccepted which show 

thatxthere is a great impact ofxtraining on their personalxeffectiveness but retail backendxoperators (0.345) has little 

impact from trainingxhence alternativexhypothesis (H1) means no development afterxtraining. Warehousexstaff 

(1.62) and second highest xin the case of retail backendxoperators (1.51).  

This implies that these twoxcategories of employeesxare more motivated toxmaintain betterxrelationship with 

the organizationxafter the training than restxtwo. In Table 9 the high correlation in threexcategories mostly 

retailxsales supervisors (0.784), retailxsalesxassistants (0.766) and retailxwarehousexstaff (0.774) hence 

nullxhypothesis acceptedxwhich show that there is a greatximpact of trainingxon their personalxeffectiveness 

but retailxbackendxoperators (0.345) has little impact from trainingxhence alternativexhypothesis (H1)  means 

no development afterxtraining. 
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Table 1: Demographicxprofile of retailxemployees 

EmployeexCategory Sub-category No. of Employees Percentage 

Sexx 
Malex 156x 58.21x 

Femalex 112x 41.79x 

Educationx 
BelowxGraduation 102x 38.06x 

AbovexGraduation 166x 61.94x 

Agex 
Lessxthan 25 Yrs. 180x 67.16x 

Above 25 Yrs. 88x 32.84x 

Incomex (per month) 
Lessxthan 10,000 106x 39.55x 

Abovex10,000 162x 60.45x 

Years ofxService 
Lessxthan 5 98x 36.57x 

Abovex5 170x 63.43x 

Typesxof Job 

Retail-xWarehouse Staff 72x 26.87x 

Retail-xSales Assistants 72x 26.87x 

Retail-xSales Supervisors 64x 23.88x 

Retail-xBackend Operators 60x 22.39 

 
Table 2: Businessxfocus (pairedxsamples test). 

BusinessxFocus (Paired Samples Test) 

Typesxof 

Employees 

Training 

Programme 

Paired Differencesx 

t df Sig. 
Mean 

Std. 

Deviation 

Std. 

Error 

Mean 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Retail- 

Warehouse 

Staffx 

After Training – 

Before Training 
2.222 0.419x 0.049 2.124x 2.321x 45.040 71 0.000 

Retail- 

Salesx 

Assistants 

After Training – 

Before Training 
1.194 0.988x 0.116x 0.962x 1.427x 10.260 71 0.000 

Retail- Sales 

Supervisors 

After Training – 

Before Training 
1.736 1.048x 0.124 1.490x 1.982x 14.056 63 0.000 

Retail-

Backend 

Operators 

After Training – 

Before Training 
1.667 0.475x 0.056 1.555x 1.778x 29.791 59 0.000 

 

Table 3: Businessxfocus (pairedxsamples correlations). 

BusinessxFocus (Paired SamplesxCorrelations) 

Typesxof Employees Training Programmex N Correlation Sig. 

Retail- WarehousexStaff After & Before Trainingx 72 0.632 0.000 

Retail-xSales Assistants After & Before Trainingx 72 0.806 0.000 

Retail-xSales Supervisors After & Before Trainingx 64 -0.054 0.650 

Retail-xBackend Operators After & Before Trainingx 60 0.709 0.000 
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Table 4: Criticalxthinking (pairedxsamples test). 

CriticalxThinking (PairedxSamples Test) 

Types of 

Employees 

Training 

Programme 

Paired Differences 

t df Sig. 
Mean 

Std. 

Deviation 

Std. 

Error 

Mean 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Retail- 

Warehouse 

Staffx 

After Training – 

Before Training 
2.52 0.452 0.039 2.092 2.341 44.043 71 0.000 

Retail-xSales 

Assistants 

After Training – 

Before Training 
1.084 0.972 0.106 0.936 1.325 11.243 71 0.000 

Retail-xSales 

Supervisors 

After Training – 

Before Training 
1.786 1.011 0.135 1.510 1.852 14.156 63 0.000 

Retail- 

Backendx 

Operators  

After Training – 

Before Training 
1.558 0.485 0.058 1.585 1.688 28.792 59 

0.000

x 

 

Table 5: Criticalxthinking (pairedxsamples correlations). 

CriticalxThinking (PairedxSamples Correlations) 

Typesxof Employees Training Programme N Correlation Sig. 

Retail-xWarehouse Staff After & Before Trainingx 72 0.654 0.000 

Retail-xSales Assistants After & Before Trainingx 72 0.826 0.000 

Retail-xSales Supervisors After & Before Trainingx 64 -0.056 0.504 

Retail-xBackend Operators After & Before Trainingx 60 0.752 0.000 

 

Table 6: Personalxeffectiveness (paredxsample test). 

Typesxof 

Employees 

Trainingx 

Programme 

PairedxDifferences 

t df Sig. 
Mean 

Std.x 

Deviation 

Std. 

Error 

Mean 

95%x 

Confidence 

Interval of the 

Difference 

Lower Upper 

Retail- 

Warehouse 

Staffx 

After Training – 

Before Trainingx 
1.597 0.744x 0.088x 1.422x 1.772x 18.212 71 0.000 

Retail-xSales 

Assistants 

After Training –

Before Trainingx 
1.278 1.038x 0.122x 1.034x 1.522x 10.449 71 0.000 

Retail-xSales 

Supervisors 

After Training – 

Before Trainingx 
1.792 0.855xx 0.101x 1.591x 1.993x 17.786 63 0.000 

Retail- 

Backendx 

Operatorsx 

After Training – 

Before Trainingx 
1.292 0.458x 0.054x 1.184x 1.399x 23.945 59 0.000 

 
Table 7: Personalxeffectivenessx (paired correlation). 

Typesxof Employees Trainingx Programme N Correlation Sig. 

Retail- WarehousexStaff After & Before Trainingx 72 0.713 0.000 

Retail- Salesx Assistants After & Before Trainingx 72x 0.816x 0.000x 

Retail- Sales Supervisorsx After & Before Trainingx 64x 0.774x 0.000x 

Retail- Backend Operatorsx After & Before Trainingx 60x 0.974x 0.000x 
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Table 8: Relationshipxmanagement (pairedxsamples test). 

RelationshipxManagement (PairedxSamples Test) 

Typesxof 

Employees 

Training 

Programme 

PairedxDifferences 

t df Sig. x 
Mean 

Std. 

Deviation 

Std. 

Error 

Mean 

95% Confidence 

Interval of the 

Difference 

Lower

x 
Upper 

Retail-

Warehouse 

Staffx 

Aftexr Training – 

Before Trainingx 
1.625 0.488 0.057 1.510 1.740 28.283 71 0.000 

Retail-Sales 

Assistants 

Afterx Training – 

Before Trainingx 
1.042 1.027 0.121 0.800 1.283 8.607 71 0.000 

Retail- Sales 

Supervisors 

Afterx Training – 

Before Trainingx 
1.167 0.919 0.108 0.951 1.383 10.769 63 0.000 

Retail- 

Backend 

Operators 

Afterx Training – 

Before Trainingx 
1.514 0.503 0.059 1.396 1.632 25.522 59 0.000 

 
Table 9: Relationshipxmanagement (pairedxsamples correlations). 

RelationshipxManagement (Paired SamplesxCorrelations) 

Typesxof Employees 
Trainingx 

Programme 
N Correlation Sig. 

Retail-xWarehouse Staff After & Before Trainingx 72x 0.762x 0.000 

Retail-xSales Assistants After & Before Trainingx 72x 0.766x 0.000 

Retail-xSales Supervisors After & Before Trainingx 64x 0.784x 0.000 

Retail-xBackend Operators After & Before Trainingx 60x 0.345x 0.003 

 

CONCLUDING NOTES: 

This studyxinvestigates 4 key regionsxbusiness focus, criticalxthinking, personal effectivenessxand relationship 

management and is maximumxcrucial for allxpersonnel. Designing a properxtraining program is more critical 

for effectivexdevelopment in those key regions. The fourxsorts of employeesxhaving similar sort of feature 

considered toxunderstand theximpact on their 4 keyxregions after training. all of the 3 categories ofxpersonnel‟ 

retail warehousexstaff, retail salesxsupervisors and retail backendxoperators has splendid effect on training in 

enterprisexconsciousness, vitalxquestioning, private effectivenessxand courting management however retail 

salesxassistants have littleximpact.  

Furtherxthe rate ofxdevelopment through the trainingxprogram may be located from the correlationxmatrix of 

each class ofxemployees. Maximumxadvantageousxcorrelation shows in the case of personalxeffectiveness 

followed by relationshipxmanagement in all thexcategories of personnelxwhich displays thexpersonnel‟ very 

own development is extraxinside the training programxand have strongerxbond with the businessxenterprise. In 

commercialxenterprise consciousnessxand vital wonderingxnegative correlation isxproven in the case ofxretail 

sales supervisor which showsxthe they may bexby and large xtereotyped andxnormally non-fascinated for 

thexbetterment of thexenterprise. All the four cases retail salesxassistants the rate of development isxhighest in 

the training programxwhich displays they may bexnoticeably stimulated and self-inspired personnelxas they 

belongs to the corexmarketingxdomain. 

 
LIMITATIONS ANDXSCOPE FOR FUTUREXRESEARCH STUDY: 

It is a conveniencexsample pattern which shares a few characteristicsxof Indianxpersonnel ofxorganized retail 

sectors. The research is based on the 4 categories of personnel operating in distinct retail formats ofxBangalore 

city in the state Karnataka. The 4 dimensions considered here for the analysis are constrained to the worker‟s 

career and organizationalxdevelopment. The studies frequently highlighted the quantitative portion of the 

survey and not the qualitative one. A look at it with axsample from exclusivexelements of India and the 
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personnelxof the diversexorganized retailxarea may be endorsed for furtherxstudies. Other factors and 

studyxapplications may beximplemented to realize thexemployees‟ relative improvement thruxtraining in 

organizedxretail region. 
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