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[bookmark: _Toc127918977]Abstract
Training and Development serve as a center of learning and applying new knowledge, skills, and practices. Training and development can still have a substantial impact on productivity at the individual, team, and corporate levels even when personnel are geographically separated from one another. A larger emphasis on collaborative development has emerged in the corporate sector as a result of learning in organizations, which is increasingly defined as "improving one's capacity to take action." Examining how distant workers benefit from training and development is the main goal of this study. A quantitative strategy and survey research method is used in this study. The survey was including questions about remote workers' access to training and development opportunities while employed by a business. The workforce of companies that permit their employees to work remotely was used as a sample. As a result, there are 200 people living there, all of whom are telecommuters employed by Indian companies. A wide spectrum of workers, including supervisors, professionals and technicians, support staff, upper and lower management, and support staffs was studied. The findings of this study show that training and development has a significant impact on employee performance in a remote working environment. 
Key Words: Employee Performance, Remote Environment, Training and Development
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[bookmark: _Toc126428669][bookmark: _Toc127918981]Introduction 
1.1 [bookmark: _Toc126428670][bookmark: _Toc127918982]Background of the Study 
The introduction of new technology has brought about significant shifts in conventional workplaces. According to Rayner (2020), workers have many potential contributions to a company. It is a common practice at most companies to require all employees to share a single office. Usually, managers in more conventional workplaces check in with staff members on a regular basis to make sure they are putting in the necessary amount of effort. However, development in technology has allowed tasks to be performed away from the office. The workers in a virtual workplace do not have to be in the same place at the same time as their coworkers in order to get their jobs done. Physical interaction between workers is optional in a virtual workplace. But they do so within the context of a common goal and mutual responsibility for the accomplishment of corporate objectives. In addition, businesses may advocate for employees to use both virtual and traditional workspaces. There has never been a better time to combine technological development and commercial achievement. Technology has been widely adopted by organizations for use in employee orientation, placement, and advancement. One of the potential advantages of virtual. The benefits of training and development are numerous, but they aren't without drawbacks. According to Albedrop et al., technology makes it easier for people from different departments to work together, cuts down on training and development costs, and allows specialists to share knowledge regardless of their location (Malhotra et al., 2007). Rayner (2020).
With the rise of virtual remote workplaces made possible by technological advancements, companies now have a responsibility to equip their staff with the resources they need to successfully do their work while based elsewhere (Carlson, 2014). In today's workforce, people of generations X and Y predominate. For instance, (Albedrop et al., 2021).
In recent months, telecommuting has become the norm for a sizable percentage of the global workforce (Pinsonneault & Boisvert, 2001). Rapidly morphing from a benefit offered by employers to a necessity for many fields, workplace autonomy is on the rise. As a result, we have to wonder what other aspects of a job, besides pay and perks, are most important to workers. One of these is education and development (Aguinis & Kraiger, 2009). A large number of businesses regularly participate in online seminars, webinars, virtual classroom training, and other forms of distance learning and customized course development.
A good aspect is that employees are given greater leeway while the business saves money. Nonetheless, this comes with a cost: fewer chances for employees to interact with one another and fewer chances for trainees to learn from one another (Litsova, 2020). An additional difficulty of remote work is determining how much of an influence online training actually has on worker output (Yarberry & Sims, 2021). However, it may be difficult to assess the efficacy of online instruction and delve deeply into the trainees' responses because of the nature of the medium. The challenges that workers face during online training sessions are investigated thoroughly.
The primary purpose of this research is to examine how remote workers benefit from training and development (Aguinis & Kraiger, 2009). Keeping an online audience engaged is difficult since you cannot see their expressions or hear their responses (North & Smallbone, 1996). Workers are less likely to pay attention and the trainer is less likely to create rapport with learners when there is no in-person interaction. Social distance is a different feature of the virtual world that needs to be considered in the context of Training, where participants are expected to engage in open-ended dialogue, draw on the experience of their peers, solve problems collaboratively, and pose questions at any time (Aguinis & Kraiger, 2009). In this analysis, we will look at the history of telecommuting and the pros and cons of the practice. By providing workers with access to online training and development resources in this digital setting, businesses can save money on employee education (Buliska & Bagieska, 2021). Although it is true that some expenses might be cut, it is also possible that fresh ones will appear in the digital sphere.



It's helpful to use virtual laboratories as a means of attracting and retaining students' attention. In order to get the most out of their investments in online training, businesses frequently upgrade to newer, more sophisticated technologies.
Enhancing an organization's organizational efficiency is always a top priority, but this goal can only be achieved with the efforts of the organization's employees. Companies understood the need for management reform to address and rectify performance-related issues, so they implemented a performance management system (Sharif, 2002). In the banking industry, a number of reforms with a specific emphasis on performance have also been put into place (Downs, Chadbourne, & Hogan, 2000; Gleeson & Husbands, 2001). Achieving goals or simply being more productive are examples of performance. The perspectives of an organization are defined by the relationships between its various levels of analysis, namely its organizational, process, and individual levels of analysis. Training and development practices are put in place because they help the organization as a whole, but they also help the individuals who work there. Training and development program boost an organization's profits and foster an environment where profit orientation is valued. Individuals benefit from training and development because it increases their competence on the job and makes them more invested in the company's success. Training and development refer to the process of providing workers with the education they need to carry out their present and future positions effectively. Fundamentally, it is about helping people get better at what they do through structured learning and development opportunities. Training and development lead to increased knowledge and skill, which can then be interpreted as an asset for the company. Because of their ability to put their knowledge and development to use in novel ways, high performers contribute to the expansion of the company. Researchers have also paid close attention to the effects of training and development on workers' productivity in the workplace.
The article offers advice for increasing the ROI of online Training, which will benefit the business and its workers. The quality of a company's human resources determines how far it can go in today's cutthroat business world. Staff members who have participated in extensive training and development are generally credited as a major factor in the achievement of these results. Therefore, the purpose of this research is to explore the connection between training, development, and the growth of remote workers. An hypothesis-driven strategy will be used to conduct the research.
[bookmark: _Toc126428671][bookmark: _Toc127918983]1.2 Problem Statement
As such, training and development program aim to nurture and equip an organization's most precious asset: its employees. Experts in human resources serve as strategic partners with upper-level management and executives by, among other things, ensuring that the organization's training and development initiatives support its overarching objectives. Managers with expertise in HRM and T&D can help remote workers improve their performance and stay engaged in their work. As a result, both individual employee and company-wide performance will increase as assessed against predetermined benchmarks, as will the organization's overall resilience in the face of external and internal threats to remote work. The significance of this study increases given the current trend of companies seeking every competitive edge they can find. To get there, you must allocate resources to training and development methods that boost workers' abilities, knowledge, and other relevant factors. In contrast, the study's findings will aid upper-level administration in identifying areas where Training and development can be employed to reduce the negative effects of employees' Training and development on organizational workers in remote locations. It will assist management in laying the groundwork for creating and enforcing training needs to boost efficiency and effectiveness in non-traditional workplaces. The results of the study should be very helpful to academics, scholars, and anybody else interested in the subject. This research has the potential to inform future efforts to devise practical strategies for putting HRM ideas into practice.
[bookmark: _Toc126428675][bookmark: _Toc127918984]1.3 Scope of the study 
It is generally agreed that a company's HR department is important in its success. Human resource management entails a multitude of activities meant to draw in and keep skilled workers, who provide a significant competitive edge to their respective companies. The purpose of the research was to determine if there was a correlation between the training and development provided to employees in India's remote workplaces and their productivity. The study was done with data from six remote enterprises to provide a representative sample of the remote work environment. One hundred employees were chosen at random from among these companies to participate in the study. Important limitations that impacted the study's execution included a lack of time and funds as well as a skewed geographical representation of firms and a small sample size. 
[bookmark: _Toc126428672][bookmark: _Toc127918985]1.4 Research Aim
The research aims to investigate the impact of training and development on employees working in remote environment
[bookmark: _Toc118421611][bookmark: _Toc126428673][bookmark: _Toc127918986]1.5 Research Objectives 
· To investigate the effect of training on the performance of employees who work remotely.
· To investigate how remote worker performance is affected by development.
· To research the relationship between training and development on employees that works remotely.
· Examine various training and development strategies and how they impact on employee performance.
[bookmark: _Toc118421612][bookmark: _Toc126428674][bookmark: _Toc127918987]1.6 Research Questions 
· What connection exists between employee performance and training?
· What connection exists between employee development and performance?
· What connection exists between training and development and employees who work remotely?
· What are the most popular training and development techniques that influence remote worker performance
[bookmark: _Toc127918988]1.7 Hypotheses of the Study 
Hypothesis development is very important because acceptance and the rejection of hypothesis show the significance of the study. On the basis of literature review and the above theoretical frame work the hypotheses of this study are taken as follows:
Ho: There is not a significance relationship between employees training and employees performance working in remote environment. 
H1: There is a significant relationship between employees training and employees performance working in remote environment.
Ho: There is not a significance relationship between employee’s development and employees performance that works remotely.
H2: There is a significant relationship between employee’s development and employees performance that works remotely
Ho: There is not a significance relationship between employees training & development and employee’s performance in remote environment
H3: There is a significant relationship between employees training & development and employee’s performance in remote environment.
[bookmark: _Toc127918989]1.8 Structure of the research
The second chapter will critically and comprehensively assess the study and earlier literature pertinent to the research aims and objectives. The final chapter will discuss the methodology. The fourth chapter will present the findings from the data gathering and analysis. In Chapter 5, a discussion based on the outcomes of each objective will be provided to address the research topic. The study's conclusions and recommendations will be presented in Chapter 6 in light of the analysis completed and discussed in the preceding chapter. It will also draw attention to the study's flaws and recommend additional research.
Summary:
The backdrop that introduced each variable and highlighted its significance was covered in the preceding chapter. The gap in the prior research has been identified, along with the issue statement that this study used to solve it. The major goals and research questions have then been introduced. Additionally, the study's potential scope was described, including how it might cover the entire economy. Finally, describe the importance of this study and the advantages of other studies that are comparable to mine.
[bookmark: _Toc126428676][bookmark: _Toc127918990]Chapter no 2
[bookmark: _Toc126428677][bookmark: _Toc127918991]Literature Review 
Training and development revolves around the process of learning and implementing new information, abilities, and practices. When employees are geographically distant from one another, training and development can still have a significant impact on output at the individual, team, and corporate levels. Learning in organizations, which is increasingly being characterized as "enhancing one's capacity to take action," has led to a greater emphasis on collaborative development in the business world. Training and development, according to Sims (2002), is beneficial for both employers and employees. On the one hand, investing in employees through training and development programs has been shown to increase productivity and profits, boost employee morale and help them better understand and embrace the company's mission and vision, and better prepare workers at all levels of the organization for their respective roles. Training and development can help remote workers in many ways, including: improved decision-making and problem solving; increased self-development and confidence; decreased stress, anxiety, prevention, and struggle; increased job gratification and personal appreciation; and improved interpersonal skills (Sims et al., 2006). In light of the details discussed in this inquiry, the following are some observations that provide an overview of the relevant literature:
[bookmark: _Toc126428678][bookmark: _Toc127918992]2.1 Insight into Training
A plethora of studies have established the value of training as a fundamental managerial function. Training's rising profile is attributable to rising competitiveness and the comparative success of companies who put a premium on their employees' personal and professional growth, say McDowall and Saunders (2010). Due to technological developments, atomization, mechanization, changes in the environment, and changes in organizational structure, some businesses have realized that their success is tied to the expertise and capabilities of their employees. In light of this realization, they have invested heavily and consistently in training and development (Khan, 2011). Human resource management ideas like organizational loyalty and the growth of the quality movement have helped upper-level management recognize the significance of training, staff development, and long-term education. More resources (both time and money) must be invested in planning and training for such initiatives to succeed (Khan, 2011). Training, as described by a review of the relevant literature, is the process by which one's present skills, knowledge, experience, and exposure are improved.
Training, as defined by Saleem, Shahid, and Naseem (2011), is the planned acquisition of the information, abilities, and attitudes that enable workers to perform effectively in their current roles and those they will be required to assume in the future. In addition, training improves an organization's success by making its people more productive and happier. Training, according to Laing (2021), is a measure of an organization's commitment to its employees' development of superior skills, knowledge, capabilities, and outlook, which in turn leads to effective performance on the job. His final point is that employee training increases output over longer periods of time. This view is supported by research indicating that investing in staff training can significantly increase a company's overall output (Singh &Mohanty, 2012).
Moreover, according to Barzegar and Farjad (2011), training has the most significant effect on employee and organizational performance when it increases the quantity and quality of the organization's output, increases profitability, ensures the organization's stability, reduces risk, reduces costs and expenses, improves management, and expands the organization's national and international reach. To succeed in the future workplace, it is best to alter one's behaviors, skills, and abilities systematically.
The majority of European workers (44%) receive technical skills training relating to their jobs, whereas a third (33%) receive IT skills training, according to research by Blain (2013). Of all employees, 18% have received sales-related training in the past year, while 21% have received management training, 15% have received leadership training, and 25% have received training in human development. Training needs to be well-organized and well-thought-out for it to boost individual productivity and teach workers of the organization's purpose. In order to create useful training programs, it is necessary to first determine what kinds of training are needed. The goals of the company and its employees inform the development of each program. It shouldn't be implemented until the training requirements have been thoroughly analyzed. Training programs can be evaluated for success with the use of in-depth analysis of specified training requirements. To do so, one must specify the difference between the individual's current level of knowledge, abilities, performance, and aptitudes and the level that is considered optimal. Problem areas that can be addressed by training should also be specified.
According to Grobler, et al. (2006), the first step in designing an effective training program is identifying the gaps in knowledge that must be filled. This calls for at least a rudimentary "communication-linking procedure" between the two parties involved. The training plan must be tailored to meet the specific needs of each individual and the requirements of the position. Employees and supervisors need to collaborate to find out what staffs do not know. Employee performance is impacted by training: It appears that the value of training is increased when it is closely correlated with the development of skills and competences that are strategically relevant to the business (Coony, Terzioski and Samson, 2002). Few individuals contest the fact that training is crucial since it significantly affects the organization's success. Although valuable, employees are pricey. Optimizing employee contribution to organization objectives and goals is crucial for achieving the industry's best growth rate (Laing, 2009). 
Moreover to the foregoing, promotes an approach where employees and their employers work together to determine where training is lacking and what skills should be prioritized for future growth. Staff morale will increase as a result, and they will be more likely to actively participate in and benefit from the training initiatives. Each individual employee and the company's management share equal responsibility for their own training and professional GROWTH. A Goal for the training can be set once the needs assessment has been finalized. In other words, who needs training, and precisely what kind of training, is the question. Then, we modify our teaching strategies based on your individual requirements. After identifying the desired outcomes and prerequisites for training, the following stage is to design and implement efficient training strategies. Now is the time for the organization to do some serious training planning, and that training should be carried out in a way that addresses the needs that were previously recognized. Results from training programs are more likely to be positive and productive when they are well planned.
McConnell (2004) agrees, arguing that a program's design should be based on a literature review and then modified to meet the needs of the job, the employee, and the company. Training programs offer all employees the encouragement and support they need to grow their abilities and contributions to the company. Therefore, the design, creation, and delivery of training programs ought to be based on the specific needs of each enterprise. Once the objectives have been established, the training program is assessed for effectiveness. Employees' satisfaction with the training and ability to put what they learned into practice are two indicators of its success. As measured by these indicators, performance gains suggest that the training was practical (Elnaga and Imran, 2013).
The effectiveness of programmes varies greatly depending on the method of instruction used, according to assessments of the relevant literature. Among the most prevalent types of training are classroom instruction, mentoring, on-the-job training, off-the-job training, orientation and induction, technical training, foundation and refresher training, health and safety training, promotional and advancement training, remedial training, and training in a laboratory. Off-the-job training methods include lectures, computer-based training, games, and simulations. In contrast, on-the-job training methods include orientations, on-the-job instruction training, apprenticeships, internships and assistantships, job rotation, and coaching (Alipour, Salehi, and Shahnavaz) (2009). These indicators can influence individual employees' productivity and the business's overall output.
The following considerations, all of which greatly impact the success of training programmes, should be kept in mind while choosing between different training approaches:
There are many factors that can affect the success of training, including the training's intended outcomes, the allocated resources, the training's time, place, and frequency, the training's methods, the content, the trainees' aptitude for applying what they've learned, the trainer's expertise, and the trainees' own motivation to "learn and apply." According to Sultana (2013), trainers have progressed from being merely educators to being active communicators who contribute to organisational success through their work with trainees. The trainer plays a critical role in ensuring the training is put into practise. One barrier to training's dissemination to workers is what researchers call "poor training content and delivery style." A good trainer can help employees learn more from the training program they participate in by setting realistic goals, keeping their focus, and presenting the material most effectively.
In conclusion, here are some positive outcomes that have been linked to regularly scheduled training sessions: Training boosts worker morale since it increases an individual's chances of being hired and subsequently enjoying their work. If an employee is happy and has high morale, he is more likely to contribute to the company's success and there will be less absenteeism and turnover. The requirement for close monitoring decreases when an employee has received enough training. As a result, less energy and time will be wasted. It is more likely that mishaps and mistakes will be avoided if workers don't have the necessary expertise. A well-trained staff member is less likely to make mistakes on the job, and they will also be more effective. Training helps workers improve their abilities, productivity, and potentially their promotion prospects. When their qualifications improve, they have a better chance of being promoted. The employees' growth in competence and expertise is to the company's advantage. The investment in training pays off in increased productivity and effectiveness. Employers can expect better quantity and quality from workers with adequate training. When workers have received adequate training, time, money, and resources are less wasted (James Onyango and Daniel, 2014).
[bookmark: _Toc126428679][bookmark: _Toc127918993]2.2 Insight into Development
Human resource development aims to create the best possible staff in order to propel an organization forward. There is no other way to get this done without investing in the training and growth of your staff. Employees are valued and encouraged to grow professionally, which boosts morale and keeps them on the job (Pallavi and Kulkarni, 2013). There is no doubt that a trained and developed personnel will be an asset to the firm and will improve the likelihood that their responsibilities will be carried out efficiently and effectively. Training is an educational opportunity that can bring about desirable behavioral shifts and help an organization achieve its goals. Employee productivity and quality on the job are both boosted as a result (Pallavi and Kulkarni, 2013). Development affects employee performance, but the extent of that effect depends on the learner's commitment to the process, which in turn depends on a variety of factors, including the quality of the learner's relationship with the coach, the learner's familiarity with the process, and the learner's desire to change their behavior and perform better (Alexander, 2006). When employers invest in their employees' professional development, they labor diligently and utilize their skills to achieve the organization's goals (Hameed and Waheed, 2011).
On the other hand, development refers to intentional training and education programs that help workers advance in their roles. Learning is not primarily a talent that is being developed. Instead, it imparts the broad understanding and perspective that superiors in the workplace will find useful. Motivation and ambition on the part of the individual are crucial to any development efforts (Pallavi and Kulkarni, 2013). Management development programs, like any other kind of professional growth, rely on participant volition to effect change. Improvements in firm management can be made with the information gained through development. This includes insights into the business environment, management principles and procedures, human interactions, and industry-specific analysis (Pallavi and Kulkarni, 2013). Development programs are seen as a structured approach to enhancing workers' personal and professional capacities to do their jobs.
Work force development can be viewed from an organizational vantage point, as Malaolu and Ogbuabor (2013) point out. Reason being, the number of personnel needed is highly variable depending on the requirements of the business and the specifics of the position. Human resource management (HRM) refers to the method by which a country's workforce is moulded to meet the requirements of a particular company. Personnel training should result in workers who can aid in the growth of a business (Drucker, 2012). Employees need to be trained so that they have the most recent skills and information to do their jobs well (Ahmad, Shoeb, 2014). Kim and Ployhart (2014) examine workforce expansion methods, including employment rotation, self-improvement, and self-assessment. Under-study programs contribute to succession planning because responsibilities can be easily transferred when an officer departs a shift or the company. Self-improvement differs from job rotation in that it does not involve workers switching shifts within the same organization to become proficient in all areas of the job. Instead, self-improvement is the pursuit of improvement through study and practical experience unrelated to one's role and contribution to the organization. One definition defines self-evaluation as "the process of objectively assessing one's assets and weaknesses and then making a concerted effort to improve one's strengths”.
Alternative methods for developing human resources include orientations, on-the-job training, in-service training, committee/work group methods, vestibule training, apprenticeships, coaching/understanding, job rotation, committee membership, special assignments, programmed instructions, simulation, special courses, membership in professional associations, business games, and part-time programs (Deshpande, 2012). Staff development initiatives include career planning, mentoring, on-the-job training, and competency programs such as technical training and professional certifications, all designed to enhance current and future job performance. It is also essential to cultivate an environment in which employees feel valued and are encouraged to take on new responsibilities and develop their skills, as this directly impacts the company's overall performance. Training programs for employees are most successful when they are designed to improve the efficiency and effectiveness of specific tasks performed by individuals or groups. In this context, several developmental stages of management maturity are relevant.
It was reviewing organizational goals, assessing current management resources, identifying individual needs, designing, implementing, and evaluating a development program, measuring the quality of work life, and providing effective feedback outlining the returns and benefits to the organization and its employees. Human resource management requires creativity to devise and implement effective programs for staff development. Prabhu (2011) argues that if the training and development function is to be successful in the future and generate all expected returns, it must progress beyond its reliance on conventional roles and procedures. He describes the numerous training and development options available to the company. He suggests that the final decision be made after considering the company's needs, the values and beliefs of its leadership, and its financial resources. Because of this broader perspective, we should be better positioned to evaluate ongoing initiatives and plan for the future.
[bookmark: _Toc126428680][bookmark: _Toc127918994]2.3 Training and Development
Numerous studies have examined the relationships between training, deployment, and standard corporate metrics such as performance, productivity, and competitive advantage. In this study, we sought to comprehend the interplay between training and implementation, focusing on how they influence one another in effectiveness. According to Professor David Ackah (2015), training and development should be viewed as more than the adhesive that holds all human resource operations together. It should be viewed as the mechanism for defining and communicating when and how work practices must alter. That is, employees should be proactive in effecting change at their place of employment. Accra Polytechnic's human resources manager will make decisions by the institution's mission and strategic plan. Consistent with the foregoing, training aids in an individual's acquisition of the knowledge and skills necessary to carry out the duties of his current position, which in turn helps prepare him for new employment opportunities and promotes his personal development. In a nutshell, development is the missing piece of training since it is only when learning goes beyond the routine that human resources may truly shine (Prof. David Ackah, 2015).
When taken as a whole, the HR department's focus on employee training and development is widely acknowledged as crucial to the success of any business. Training, according to Mohammed (2016), is "the process of teaching, informing, and educating people to the point where they are as qualified as possible to accomplish their work" (p. People in an organization receive training in a variety of skillsets to help them better carry out their duties. Employees receive on-the-job training to better prepare them for their roles and boost their productivity. Through the acquisition of new core talents and capacities, this training fosters personal development and growth. Reading these works will give you a firm grasp of the extent to which training and development are linked to improved productivity in the workplace. There is a link between training and growth and productivity at work, according to the research of Chen and Klimoski (2007). Whether in a classroom setting or on the job, training is any method that results in increased competence. Meanwhile, growth will aid employees in better understanding themselves and getting ready for the challenges of their future jobs. In the long run, this will help them develop into mature, reliable members of staff who can contribute significantly to the company's success.
Investments in training and development are being made by businesses in the aim of gaining a competitive edge. The results of recent research support this view, such as that of Pak and Kim (2016), who found that these tactics are crucial strategic instruments for optimal individual and organizational performance. However, in today's competitive environment, training and development of a company's personnel are crucial to its survival and achieving its stated goals and objectives. Organizations are responsible for identifying staff training gaps and devising programs to fill them so that their personnel can be utilized most effectively in achieving their objectives (Kennedy et al., 2013). Human resource management is primarily concerned with training and development. When there is a constant supply of trained, competent, and able workers, employees are more motivated to advance into specialized departments and management positions (Laing, 2009). A well-designed training and development program that teaches employees the ins and outs of the company, its industry, and its specific responsibilities increases self-confidence and productivity (Saleem, Shahid & Naseem, 2011).
The researcher concluded from his readings that some people still fail to distinguish between training and growth and attack the problem with the same mindset. The benefits of training and development programmes cannot be realised by the company as a result. While the two terms are sometimes used interchangeably, Onuka and Ajayi's research shows that there are substantial differences between training and development (2012). When someone is trained, they are given a traditional education through classroom instruction and hands-on experience. The development of new skills, and by extension, the ability to do complex operations with ease, is where its relevance is seen as greatest. The phrase "development" refers to the ultimate result of a cycle of development, improvement, and novelty.
The benefits of integrating training and development for firms are numerous. For instance, Garzonis et al. (2015) compiled the following uses for training and growth in the workplace. New policies and regulations are easier to implement; employees are better prepared for success; staffing development is bolstered, productivity increases; work quality improves; skills, knowledge, understanding, and attitude are all fostered; waste, accidents, turnover, lateness, absenteeism, and other overhead costs decrease, and the risk of obsolescence in skills, technologies, methods, products, and capital management is eliminated, giving the business a better chance of success.
Staff members who have participated in training and development initiatives are more invested in the company's and their own success. Training and development programs support HRD by providing employees with the opportunity to enhance their technical and behavioral skills and by providing a framework through which to do so. Workers also gain since it provides opportunities for personal growth. Every company needs to invest in the education and growth of their staff if they want to succeed (Garzonis et al., 2015). Employees' academic and non-intellectual horizons can be broadened through training and development opportunities. In the training and development program, there is space for both professional and personal growth. The primary objective of human resource development is to produce a highly skilled labor force that can assist businesses in achieving their societal missions (Garzonis et al., 2015).
There is little doubt that any company that invests in their employees' training and development will see a return on that money spent, as stated by Wilkinson (2019). Businesses are susceptible to falling behind in a wide range of other areas when they fall behind in the development and training of their human resources. This is why it's so important to give training and human resource development top priority.
Despite these gains, many training and development initiatives fail to produce the desired results. Some possible realistic causes of failure are as follows:
Robbins (2001) notes that many companies are resistant to training and development program because their leaders believe that schools, not businesses, should be responsible for educating future employees. In addition, workers are expected to take initiative in acquiring the skills necessary to perform their duties once employed. Furthermore, many people view development investment as a frivolous cost that is hard to sell to shareholders (Robbins, 2001). Training, development, and education programs can significantly boost productivity, knowledge, loyalty, and profit as long as they are by the organization's goals, purpose, and objectives and have the support of both the employer and the employee. According to research by Koch (2008) and Opatha (2021), misalignment between training and development programs' intended outcomes and actual company needs is the most common cause of program failure.
It is futile to invest in training if; for example, the cause of the performance issue is unrelated to training factors such as incentive systems, work design, or motivation. Second, without well-defined objectives, training can never be successful. Training and development programs for employees need to take a strategic approach if they are to get the desired results. With well-defined goals in mind, it is lot simpler to learn what needs to be learned in order to boost productivity on the job.  Thirdly, researchers from different points of view agree that when the cost of training outweighs its immediate payoff, it is viewed as a failure and is thus rejected by the organization (Opatha, 2021). But the payoff in the long run can be worthwhile. Finally, if the trainees view the training session as an isolated event that does not influence their future actions, the training will be ineffective. When instruction is viewed as a discrete event, the likelihood that the trainee would alter their behavior is low. Fifthly, if participants are not made responsible for their performance, the training is certain to fail. In most cases, workers will not face repercussions for putting what they've learned from their course to use on the job. There will be no improvement in their conduct until they are made to answer for their actions. Sixthly, all that time and money spent training won't amount to much if the environment isn't right for learning (Opatha, 2021). In this case, too, training will be ineffective without the backing of upper management. Employees are less likely to use what they have learned in training if they do not feel they have the backing of their immediate superiors. A commitment to learning from management is essential. Failure to isolate the effects of training and development is another factor contributing to its failure. Nonetheless, factors apart than training might affect results (Opatha, 2021). Training-related progress must be separated out, obviously. If this does not happen, training initiatives that have a noticeable effect on profits may be cut. Executive buy-in to a training initiative is crucial to its ultimate success. To ensure the success of the training and development process, upper management will not only supply the necessary funds but will also take part in designing the procedure. Finally, if outcomes are not shared and used, training and development efforts will fall flat. Without proper evaluation and feedback, neither employees nor trainers will be aware of how they are doing or whether or not their training initiatives are bearing fruit (Opatha, 2021).
Still, it is possible to eliminate or significantly lessen the impact of these failure factors. Manu (2004) proposed a collection of helpful methods and models that can help safeguard against a training program's eventual demise. The results of the research indicated that businesses should select training and development approaches that mesh well with their corporate ethos. Careful consideration should be given to identifying training gaps and identifying critical business skills. In order to effectively engage employees, close performance gaps, and reach corporate goals, a well-designed training and development program must first be put into place.
[bookmark: _Toc126428681][bookmark: _Toc127918995]2.4 Insight into Performance
The needs of the company and its personnel must be taken into account when planning human resource development and this is accomplished mostly through training and development programs. A well-designed training and development programmed can have a significant impact on the productivity of both individual employees and the company as a whole. The term "performance" is broad enough to include not only efficiency but also effectiveness, economy, quality, consistent behavior, and normative indicators. According to (Cooke, 2001), performance is the extent to which a task is accomplished in accordance with predetermined standards, such as correctness, thoroughness, timeliness, and efficiency. According to him, if an employee does everything they are supposed to do as part of their job, it is considered a fulfilment of their commitment, and they are no longer responsible for anything that was agreed upon in the contract. Performance is greatly aided by training and development, which stresses the significance of efficiency and effectiveness.
Organizational performance can also be thought of as the efficacy and efficiency with which an organisation achieves its goals through the use of its human resources. Therefore, the success or failure of an organisation is dependent on the efficiency of its employees. As stated by Ajayi and Okhankhuele (2020), one benefit of investing in comprehensive employee training is a rise in product and service quality due to decreased error rates. Consequently, you can bet on accuracy, efficiency, quality work, safe methods, and focused customer service. Investment in a talented and smart workforce is essential for maximising output and achieving sustained growth. Companies can reduce the time and resources spent on employee turnover by retaining their most valuable employees. Latif, Jan, and Shaheen (2013) find evidence supporting this hypothesis, finding that educating employees increases their satisfaction with their current jobs. That's why it's crucial, in their opinion, for companies to put money into their workers' education and advancement in their fields, so that they can like what they do for a living.
An organization's productivity is a measure of how efficiently it creates goods or delivers services. To be productive, then, is to make effective use of resources in order to accomplish measurable and qualitative objectives within a specified time limit (Hanaysha, 2016). A company's long-term productivity can be greatly improved by its investment in its workers through training and development programs (Joubert et al., 2017). Singh (2016), who found that it significantly increased human resource output, also examined Training and development. His methodology included questionnaires and in-person interviews with HR managers and training/placement coordinators. It turns out that putting money into people's education and growth is the best way to get the most out of your human capital.
Grugulis (2006) and others have identified the following benefits of training and development: increased productivity; improved quality of work; improved skills, knowledge, understanding, and attitude; increased use of tools and machines; decreased waste, accidents, turnover, tardiness, absenteeism, and other overhead costs; and the elimination of obsolescence in skills, technologies, methods, and tools. According to George Oduor and Willis Otuya (2017), practical training provides individuals with the knowledge they need to perform their jobs and contributes to the company's overall success by boosting morale and output. The preceding reasoning may not always hold water. In this regard, specialists such as Tina C, Ojunta, and Agbeniga (2016) concur that productivity may fall short of expectations even when a workforce is skilled and dedicated, there are sufficient resources, and the support of competent management is in place. This gulf is typically attributable to a lack of an effective mechanism for training and developing human resources, which would normally result in the acquisition and application of necessary skills, knowledge, and a constructive attitude toward work.
The absence of such staff training and development programs is often reflected in a decline in competence, inefficiency, and effectiveness in both individual and corporate endeavors. For this reason, it is crucial to stress, as Rodriguez and Walters did, that training and development are essential for both new hires and long-tenured workers (2017). In order to enhance performance, it is crucial that training and development be transformed into an ongoing process that should endure over the entirety of an employee's working life. As Iyewa and Gberevbie (c2017) point out, many of the obstacles that keep businesses from attaining their maximum productivity and performance potential may be solved with a dedication to continuous training and education for staff. The implementation of new or revised policies or regulations; the upkeep and growth of the organization; the attainment of new knowledge, understanding, and attitudes; the design of a leadership succession plan; the introduction of cognitive load theory; and the adaptation to rapid technological change are all examples.
Therefore, it is acceptable to argue that training helps an individual fulfil the criteria necessary to excel at his or her profession, benefiting the organization as a whole in the process. An organization's performance, productivity, and success are directly tied to the quality of its staff.
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It has been argued by Kohun (1992) that an employee's working environment is comprised of all forces, actions, and influence components that are currently interfering with or have the potential to interfere with the employee's activities and performance. What we mean when we talk about the "workplace environment" is the sum amount of the interactions that take place between workers and the outside world.
In many different capacities and settings, humans have been using remote operations for centuries. The advent of numerous technology tools and platforms has made it possible for more and more people to operate remotely from the office. The delivery of mail by postal workers from their residence’s dates back to the 17th century and is one of the earliest examples of remote work (Popovici & Popovici, 2020). It was a revolutionary step forward at the time and greatly increased postal workers' productivity. The telegraph gained widespread use in the 19th century as a means of long-distance communication. With the ability to send and receive messages from anywhere, this enabled telecommuting. The advent of the industrial revolution in the 20th century caused a dramatic change in the way that people were employed.
The result was a rise in the number of people who left their homes to work in establishments like factories and offices. Writers, painters, and musicians, among others, continued to do their jobs from afar. Due primarily to the proliferation of the internet, digital technologies, and the COVID-19 pandemic, the number of individuals working remotely has increased dramatically in the twenty-first century (Berg, 2022). Since introducing this innovation, it has become much easier for employees to communicate with their offices from any location on the planet. Multiple factors contribute to the rise in popularity of telecommuting. Due to not having to travel to an office, some people are able to achieve a better work-life balance (Felstead & Henseke, 2017). Some people are more productive when they have the freedom to design an environment that works for them. As Oliver (2021) points out, more and more people are opting to work remotely, and it is probable that this trend will continue.
When first integrating a remote work environment into a business, there are a few things to keep in mind. First, it is crucial to examine the company's function within its industry. For instance, if the company's focus is on customer service, it is crucial that employees be on hand throughout regular business hours so that questions may be fielded. Similarly, if your business operates in a highly regulated sector, it is crucial that you give your staff the training and credentials they need to do their jobs from afar. A second factor to think about is the total number of remote workers and the size of the company. A company's size can determine whether or not it can adopt a policy allowing all workers to work from home. Remote work is becoming increasingly common in the workplace, but for larger companies, it may be necessary to implement this strategy gradually or to restrict it to select personnel.
Finally yet importantly, think about the company's culture and how autonomous your employees are. Moving to a remote work model might be challenging for companies with a strong emphasis on teamwork. In a similar vein, businesses may need to invest more time and effort in educating and supporting employees who are not accustomed to working autonomously. Lastly, think about the company's tech setup. If your company has a solid IT foundation, you may be able to implement a policy of remote work with no fuss. The expenditure required to support a remote working model may be prohibitive for businesses with a less robust technology infrastructure.
Working from home is on the rise, and with good reason: it can be productive for employers and workers alike. By simply hiring the number of remote workers who are truly needed at any given moment depending on project workloads, businesses can save on rent for an office and enhance profitability. Because of this, businesses have more leeway to hire people they might not have been able to otherwise, given the stringent employment restrictions that would have applied in a traditional office setting (Hunter, 2019). Workers who have the option to do their jobs from anywhere with an internet connection are more likely to stick with their current employers.
Concerning the impact of remote work on businesses, there is no universally applicable solution. The results will be different for each company because of the uniqueness of its culture, its business, and its approach to remote work. When an organization, however, embraces remote labour, certain commonalities tend to emerge. The culture of an organization is profoundly influenced by the prevalence of remote labour. Conventional workplaces emphasize interpersonal communication and teamwork between employees. Most businesses operate in this fashion, and the vast majority of workers are accustomed to this style of management. The advent of remote work, however, means that businesses will have to devise novel approaches to fostering cohesion amongst their dispersed workforce. The use of alternative or additional methods of communication and collaboration, as well as a heightened emphasis on employee involvement, may be necessary to achieve this (Althoff et al., 2022).
In addition, the manner work itself is accomplished is altered by remote workers. As a result of employees not being in the same physical location, businesses will need to reevaluate their processes and procedures to ensure they are still efficient. As well as rethinking the current structure and organization of labour, this may necessitate a larger use of technology. Finally, the way businesses interact with their consumers and clients will change as a result of remote work. Customers may require additional or alternative channels of contact if remote workers are used. Sales and marketing strategies will also need to change to accommodate the new realities of remote work. The bottom line is that the effects of remote labour on businesses vary widely from one establishment to the next. Even so, we should expect to see some overarching tendencies emerge, such as effects on company ethos, methods of production, and relationships with clients and customers.
Employees' motivation is boosted in a number of ways by the option to work remotely. To begin with, it gives workers more say over their time and space at work, which can boost morale and productivity. Second, employees' motivation to work hard and produce quality outcomes might be boosted by the increased autonomy and independence they experience while working from home. In conclusion, remote work can help individuals achieve a better work-life balance, which in turn can boost their happiness in both their professional and personal lives.
Employees who work from home can be challenging to inspire because they are not in the same physical environment as their coworkers. But there are a few things that companies may do to inspire their employees to work harder. Clear goals might help encourage remote workers. Employees are more inclined to do their jobs when they understand their roles and responsibilities. Workers should provide regular feedback so that others may gauge their performance and make adjustments as needed. Supplying remote workers with the tools they need to execute their jobs is another method to encourage them to do so. Tools for training, access to the appropriate software, and an in-depth familiarity with company procedures are all part of this. Workers will be more energized to complete their work if they believe they have access to the resources they require to accomplish so. Last but not least, the organization needs to ensure that someone is always ready to respond to inquiries and offer assistance. Leaders should make themselves available by email and phone to workers who work remotely, as they may feel awkward asking for support in person. Motivating remote workers requires not only knowing what they need to get done, but also being there for them whenever they need it.
More and more businesses are getting resourceful in their attempts to inspire remote workers to put forth their best efforts. Some people put a premium on team competitions and group incentives like sending out emails several times a week to announce prize winners. This promotes healthy rivalry and forces everyone to consider the big picture in addition to their immediate goals and objectives, which ultimately leads to better results. If you want a happy and productive workforce, you need to find ways to keep your remote workers motivated. If you want to foster a productive environment in the office, you need to know what drives people. Different people are motivated by various things; hence, an employee's preferred method of motivation may not be effective for another worker (Virtanen, 2020). Having defined objectives and deadlines, as well as publicly acknowledging and rewarding employees for achieving those objectives, are proven methods of boosting morale and productivity among remote workers.
To understand what drives their staff, managers should hold regular one-on-one meetings. Moreover, the company can ask its workers formally how they feel about their jobs at least twice a year by means of a survey called an Employee Engagement Survey. At the end of each quarter, the company can hold "State of the Company" meetings, where managers can inform their remote employees about the current status of the business and any upcoming projects or initiatives. Managers may encourage remote workers by ensuring their staff is not just competent in their roles but also enthusiastic about them. In other words, make an effort to create an environment where everyone on the team is upbeat, friendly, and willing to work together. Respecting someone entails, first and foremost, taking their knowledge, experience, and expertise seriously.
Work from home has several advantages over traditional office settings. One obvious advantage of remote work is that it can be done from any location with an internet connection, whereas traditional jobs typically need physical presence. Remote workers benefit greatly from this arrangement because they are no longer limited to a single location but can work from anywhere in the world. Workers are free to complete their shifts from any location with access to the internet, including their own homes, local coffee shops, shared office spaces, and the public. As Kopotek (2017) points out, this is especially helpful for employees whose personal lives, such as raising a family, prevent them from being in the office every day. Working from a distance also has the potential to increase efficiency and output compared to traditional methods of labour. This is due to the fact that employees are free to arrange their workspace how they see fit, without interference from their coworkers or office politics. Employees also have the option of setting their own schedules, allowing them to better balance work and personal obligations. Lastly, remote work can benefit mental health by allowing for a healthier work-life balance and a reduction in stress. Work from home offers a wide range of advantages, some of which are mutually advantageous to employees and businesses alike. One final benefit of working from home is that it can be more pleasant than sitting in an office all day. That is because workers now have greater say over their working conditions and hours. Because of the flexibility of remote work, employees can organize their day and set up their workspace in a way that best suits their needs. If they are more productive in the morning, they can get an early start on their day, and they can use their midday break to go for a stroll or take a nap if they need it. People who are more productive in the evening can work later and take a break throughout the day to relax with some light reading or a movie. An improved work-life balance and a greater sense of job satisfaction are possible when workers have more say over their working conditions and hours.
[bookmark: _Toc126428683][bookmark: _Toc127918997]2.6 Research Theoretical Framework 
There is a general consensus among human capital theories that it is in an organization's best interest to invest in its employees' professional growth and development, as doing so has been shown to boost both individual performance and organizational effectiveness in the face of geographical separation. Based on the results of the literature evaluation, a visual representation of the study's research framework has been created. Employee performance in a remote setting is hypothesized to have benefited from the independent variables of training and development. The study's theoretical underpinnings are depicted in Figure (1).
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In order to achieve the study's objectives, three variables were used, including training and development as independent variables that influence employee performance as a dependent variable. Trainee characteristics, training design, and work environment are three variables that affect how well training is transferred (Baldwin and Ford, 1988). According to the human resources division, eastern services branch, training enhances organizational and individual performance and helps an organization accomplish its mission and performance objectives. The value of training is increasing since it gives competitors an advantage (Brum, 2007). Effective management can boost employee performance since human resources are essential for long-term success (Pfeffer, 1998). In some businesses, but not all, performance management has an impact on employee performance (Azmi, Ahmad and Zainuddin, 2009). A key element affecting the organization's long-term profitability and peak performance is quality development through training (Laing, 2009). Training and development have improved employee performance, enhancing both job satisfaction and organizational productivity (Saleem, Shahid & Naseem, 2011). Employee performance is positively impacted through training and development (Ghafoor, Ahmed and Aslam 2011). Based on these studies we developed the hypothesis of this study. 
Summary:
The aforementioned chapter conducted an empirical review of previous studies and examined those studies in light of the relationships between the variables. Produced the hypothesis in accordance with the chapter's review.in addition, this chapter also have completed the theoretical foundation for the variables' connection. A conceptual model was further constructed, explaining the link between the model variables, and at the conclusion, developing hypotheses based on the model as a whole.
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[bookmark: _Toc127919000]3.1 Research Philosophy
A study's objective is to expand one's understanding of a certain topic using a deliberate, systematic manner (Saunders, Lewis, and Thornhill, 2012). Applying academic knowledge to business concerns, business research entails recognizing problems, researching them, communicating what we have learned with others, and implementing improvements (Zikmund, Babin, Carr, and Griffin, 2013). According to Hair, Money, Samouel, and Page, only through research can data be transformed into knowledge (2007). The six layers of the research onion identified by Saunders et al. (2012) are distinct philosophies, methodologies, strategies, alternatives, periods, and procedures. Four philosophies, including positivism, realism, interpretivism, and pragmatism, that focus on altering research tactics and methodologies have been described by scientists. The research trajectory of a subject is illustrated here.
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[bookmark: _Toc127195432]Figure 2: Research Onion Source: Saunders, M., Lewis, P., & Thornhill, A. (2012)
[bookmark: _Toc126428688]Positivism is the initial concept of research philosophy; it is a natural science method for analyzing social reality. Positivism draws broad findings about the nature of linkages between company size, structure, and technology based on objective, external, and quantitative studies (Bryman & Bell, 2015). The second name for a school of thinking used in the context of research is interpretivism. "Interpretivism" refers to qualitative assumptions, small simplifications, and in-depth social science investigations utilized to empathize with human actions (Creswell, 2014). Third, there is realism, which can refer to either empirical realism or critical realism, both of which refer to the study of social reality and scientific investigation through the application of the independent causal power of the human mind and which typically involve the development of a qualitative or quantitative theory for the collection of data in order to employ the most suitable method for the study's objectives (Gill & Johnson, 2010). Lastly, pragmatism emphasizes the need to mix quantitative and qualitative methodologies to answer research questions and address research challenges (Saunders et al., 2012). This study's researchers took a positivist stance. The study aims to determine the significance of training in businesses. A quantitative methodology was employed to evaluate the relationship between employee learning and training parameters based on Harrison's eight-step system for facilitating planned learning events. According to Hair, Wolfinbarger, Money, Samouel, and Page (2015), positivism is suitable for this research since it emphasizes a quantitative approach to assessing inductive generalizations derived from subject observation.  
[bookmark: _Toc127919001]3.2 Research Approach
By acquiring and analyzing vast volumes of numerical data, quantitative researchers can empirically test their hypotheses (Saunders et al., 2016). This method conforms to the deductive procedure, which uses hypotheses as a starting point for future investigation. Deductive research helps researchers by permitting them to draw on numerous theoretical frameworks, which may subsequently be used to develop testable hypotheses (Bryman & Bell, 2015). This quantitative study relied mainly on questionnaire surveys and experimental trials for data gathering and analysis. The hypotheses of the study were examined by collecting and analyzing data. The results informed subsequent adjustments to or rejection of the hypotheses (Cameron, 2009).
[bookmark: _Toc127919002]3.3 Research Strategy 
The survey is a frequent data collection approach in research (Ellis & Levy, 2009). In management and business studies, the survey strategy is the most prevalent and is frequently coupled with deductive research methodologies (Saunders et al., 2016). Using a survey to collect data, a researcher can analyze the results using descriptive and inferential statistics. The researcher is assisted in collecting data directly relevant to the topic. It enables the researcher to do a numerical analysis of the collected data and get a definitive conclusion. Usually, surveys are done using a deductive method, which focuses on theory and tests the study's assumptions.
Relevant here is positivism, a philosophical school having ties to survey methodology. Questionnaires distributed by email or regular mail, as well as in-person and telephone interviews, all contribute to the total number of survey responses. According to Bryman (2006), there are two types of surveys: descriptive and analytical. Therefore, surveys are a fantastic instrument for this purpose. These can be gathered rapidly and cheaply from a vast sample size (Collis & Hussey, 2013). The consensus sample developed by McDonald et al., 2015, consisted of 3,749 papers encompassing the 29 years under investigation. They included 3,169 primary approaches. Similarly, the survey method was substantially more popular (54.28%) than the other approaches (case studies, interviews, document analysis, observation, focus groups, and other quantitative and diary studies).
This investigation utilized an online survey. This strategy is advantageous since it permits the researcher to redo the surveys, emphasizing or expanding on specific themes, which can be very helpful for those with a language barrier attempting to interact with study participants (Zehrer & Raich, 2016). Probability sampling is utilized in surveys to obtain findings statistically representative of the entire population at a lower cost than surveying the total population.
The researcher administered the survey using a five-step design methodology. Various processes are involved in conducting a survey, including the creation of the instrument, the modification of the questionnaire, the execution of a pilot test, and the collection and analysis of the data. The survey was chosen because it is inexpensive and may be used with a large sample size. Agarwal and Selen (2009) described the three essential phases of a survey. These are the sampling and data collection instruments. The section that follows will provide additional information about these measures. This study employed a pre-test and a pilot test described below before administering the primary questionnaires. 
[bookmark: _Toc126428687][bookmark: _Toc127919003]3.4 Choices
In this work, we used a quantitative strategy and a survey research methodology. The survey instrument used for this purpose was a set of pre-designed questions. Research that use the examination of numerical or metric data to solve a research issue is known as quantitative research. In order to get insight into a phenomenon from the viewpoints of the people who are experiencing it, researchers in quantitative studies often have the chance to conduct in-depth interviews with the people who are really experiencing it. Using this method makes sense since it allows us to keep our focus on the actual effects of training and development on the efficiency and effectiveness of our workforce. Additionally, the selected approach is well-known for its efficiency both in terms of time and materials. Last but not least, the use of a quantitative method is appropriate for the issues and topics under investigation, and it allows the researchers to access and gather data from a larger sample of the population. Using textual data, the positivist, deductive method in quantitative research examines the relationships between hypotheses and empirical findings (Bryman & Bell, 2015). In addition, quantitative research lays out various approaches centered on collecting numerical data such as charts, graphs, and statistics to test hypotheses for impartial and objective perspectives (Saunders et al., 2012; Cooper & Schindler, 2003). In quantitative studies, researchers rely on preplanned techniques such as questionnaires, interviews, and observations to gather trustworthy statistical evidence (Creswell, 2014). In addition, according to Saunders et al. (2012), "quantitative technique enables regulators to ensure the veracity of the data, which reduces researcher biases as they are independent of the respondents.
[bookmark: _Toc127919004]3.5 Data collection and Analysis 
[bookmark: _Toc127919005]3.5.1 Target population 
Saunders, Lewis, and Thornhill (2013) state that the term "population" refers to the full set of data of interest to the researcher, while "target population" refers to the group from whom the sample should be drawn. Due to the impracticality of collecting data from the full statistical population, a sample was taken from the workforce of organizations that allows its members to work remotely. The result is a population of 200, which comprises all telecommuters working for Indian businesses. Researchers looked at a wide range of workers, including upper and lower management, support personnel, supervisors, and professionals and technicians. 
[bookmark: _Toc126428689][bookmark: _Toc127919006]3.5.2 Study Sample Size
The term "sample size" is used to describe how many people were selected as participants in a study out of a larger population, such as all of the companies' employees. Based on the proportion of the study population represented by each company, a random sample of 50% of the responses was drawn from each company. As a result, we were able to get responses from 100 people in our sample. As so, it represents 50% of the total population and is far larger than the 10% minimum sample size recommended by Mills and Gay (2019) Sample sizes of 30 (sampling at least 10% of the target population) have been suggested by Kerlinger et al. (2011) and Kothari (2004) for small populations, and these two groups agree that these numbers are acceptable (Habib, Maryam and Pathik, 2014). 
[bookmark: _Toc127919007]3.6 Data collection method: 
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The most important and difficult step in every research project is data collection. One technique for gathering data is shown below, including primary and secondary data sources. The researcher can gather participant experiences to observe their feelings and activities of their group, organization, and community through observation interviews and a structured questionnaire for respondents. Structured observation is also used in behavior and events for aggregating variables by questions' assumptions (Saunders et al., 2012).
 In this study two instruments are used for the collection of relevant data:
[bookmark: _Toc126428691][bookmark: _Toc127919009]3.6.1 Primary Data
Information about training, development, and the efficiency of remote workers is gleaned from a thorough and carefully designed questionnaire. The previous questionnaire allowed for standard, direct, unbiased, and objective responses from respondents. To convey the data numerically, questionnaires are used. There are some drawbacks to the questionnaire approach that counteract its advantages. These include respondents' apathy, their inability to commit to the study, and their unwillingness to cooperate. It is imperative that this research tool be evaluated by experts from outside the institution. The survey is broken up into four parts:
Demographics: 
This seven-item survey asks respondents about their gender, age, length of service, current employment situation, level of education, and training received.
Training of employees:
It is a brief questionnaire with only 13 questions, all of which pertain to the topic of training remote-based staff.
Development of employees:
It consists of the ten items, which sought to collect information about of development of employees working in remote environment.
Employee performance:
It consists of fifteen items which sought to collect information about the impact of training and development methods on employees’ performance working in remote environment.
[bookmark: _Toc126428692][bookmark: _Toc127919010]3.6.2 Secondary Data:
The term "secondary sources" refers to any and all informational resources that are not primary sources, such as books, journals, essays, standard records, evaluation reports, and documentaries. 
[bookmark: _Toc126428693][bookmark: _Toc127919011]3.6.3 Validity and Reliability
Validity in research instruments is based on the assumptions that they measure what they are supposed to assess and that they successfully complete their intended tasks. Professionals were given the questionnaire to judge for relevance, appropriateness, and overall evaluation, all of which contributed to the questionnaire's validity as an instrument, presentation, and content. Meanwhile, reliability refers to how consistently data is being collected. Pilot research was conducted on a subset of 100 remote workers in India to ensure the validity of the instrument used in the main study. Responses were assessed, and a reliability coefficient of 0.821 indicates that the instrument employed in this study may be trusted as a valid, reliable measure of its intended construct.
[bookmark: _Toc126428694][bookmark: _Toc127919012]3.6.4 Data collection
The numbers of questionnaires distributed to the respondents 100, which account to 50% of the total target population of 200 people. Google Survey Forms were be utilized for data collection. The survey was including questions about remote workers' access to training and development while working in organization. 45 questions were the part of survey questionnaire. It was divided into four parts. First one is demographic, second one is on training, third one is on development and forth one is on employee’s performance. 
[bookmark: _Toc126428695][bookmark: _Toc127919013]3.6.5 Procedures
A well-structured questionnaire (with 45 items) was issued to personnel working in remote environments at various companies in India to collect the empirical data for the study. The questions were made easy to understand and fill out, and all responses were kept private. Methods for evaluating answers are as follows:
Include a set of determinable and releasable factors. The respondents were asked to rate their impression on a 5-point Likert scale (5-Never, 4-Rarely, 3- Sometimes, 2- Mostly, 1- Always). How much each respondent agrees with each question in the survey can be described with this scale. 
[bookmark: _Toc126428696][bookmark: _Toc127919014]3.7 Data Analysis 
Each day, the researcher went through the collected data and edited it to make sure that the responses were full and made sense. Inaccuracies and missing information were promptly addressed. After the data was edited, it underwent quantitative analysis. The Statistical Package for the Social Sciences was used to analyze the data (SPSS Version19). The goal of anyone using this program is to generate both descriptive and inferential statistics. The results were summarized using a frequency distribution and percentages to show the breakdown of how many people selected each option. The analyses might be made more straightforward to comprehend through the use of tables, charts, and graphs. Finding and assessing the link between the study's dependent and independent variables, as well as testing the study's hypotheses, required the use of inferential statistics, such as the Pearson Correlation and Linear Regression statistical models. 
[bookmark: _Toc126428697][bookmark: _Toc127919015]3.7.1 Description of variables:
In this section, we will describe the details of our dependent, independent and variables. 
[bookmark: _Toc83323243][bookmark: _Toc126428698]3.7.1.1 Independent variables:
An independent variable is a solitary variable that is not affected by the other variables you are attempting to assess. In this, Training and Development used as Independent variables. 
Training:
Training is the deliberate acquisition of knowledge, skills, and attitudes that enable employees to perform successfully in both their current positions and those they will be expected to assume in the future. Additionally, through increasing employee productivity and happiness, training contributes to the success of a company. When an organization's output is increased in both quantity and quality, its profitability is increased, its stability is ensured, its risk is reduced, its costs and expenses are lowered, its management is improved, and it becomes a national and international entity, these factors have the biggest effects on employee and organizational performance. The greatest method to succeed in the workplace of the future is to gradually change one's behaviors, skills, and capabilities. To increase the competitiveness and comparative success of businesses who place a high value on their employees' personal and professional development are to blame for the rise in training's profile (Elnaga and Imran, 2013).
Development:
Development refers to planned training and educational initiatives that support employees in advancing in their positions. Learning is not primarily being developed as a talent. Instead, it conveys the comprehensive information and viewpoint that managers will find beneficial. Any growth effort requires the individual to be motivated and ambitious. Like all professional development initiatives, management programs rely on participant initiative to bring about change. The knowledge gained via development can be used to enhance firm management. This comprises analysis of certain industries as well as perceptions of the business environment, management concepts and practices, and interpersonal relationships. Development programs are viewed as a structured method of enhancing employees' abilities to perform their jobs on a personal and professional level. To advance an organization, human resource development tries to produce the best workforce possible. Without spending money on your staff's education and development, there is no other way to accomplish this. Employee morale is raised and they are kept on the job because they are valued and given opportunities to advance professionally (Prabhu 2011). 
[bookmark: _Toc126428699][bookmark: _Toc127919016]3.7.2 Dependent Variable:
A dependent variable is a variable who is effected by other variable and depend on independent variable. In this study, employee performance is used as dependent variable. 
Employee performance:
Employee performance is the effectiveness and efficiency with which a company uses its people resources to accomplish its objectives. As a result, a company's performance at work determines whether it succeeds or fails. Employee performance measures how closely a task is completed in accordance with established criteria, such as accuracy, thoroughness, punctuality, and efficiency. If an employee performs all duties required by their position, it is deemed that they have fulfilled their commitment and are no longer liable for any obligations outlined in the contract. Training and development, which emphasize the importance of efficacy and efficiency, significantly improve performance. To maximize output and achieve long-term success, it is crucial to invest in a competent and intelligent team. By keeping their most important employees, businesses can cut down on the time and money spent on employee turnover (Ajayi and Okhankhuele 2020). 
Remote Environment:
A type of work process known as remote working enables employees to do their duties remotely or outside of the office setting. The term "remote working" refers to a work flexibility plan that allows employees to carry out their regular job responsibilities as well as other official tasks from a location other than their usual place of employment. Since remote workers frequently worked in locations other than the main office and are separated from their leaders and top managers, they are managed and evaluated by managers in different ways than regular employees. Remote workers are subject to less institutional oversight than traditional employees are (Elshaiekh, Hassan and Abdallah, 2018). 
3.8 [bookmark: _Toc113959439][bookmark: _Toc127919017]Limitations & ethical consideration
[bookmark: 4._Conclusion_(approx._200_words)][bookmark: _bookmark13]The researcher took several measures, including obtaining an introduction letter to the project from the University, to guarantee that it complies with ethical research norms.
[bookmark: _Toc127919018]3.8.1 Inform Consent 
The researcher ensured that the informed consent requirement was met throughout the trial by ensuring that all participants were adequately informed. According to Oliver (2004), some respondents may agree to engage in a study without clearly understanding its purpose because they are intimidated by the researcher's position or even the word “researcher”.
[bookmark: _Toc127919019]3.8.2 Voluntary Participation
Before sending surveys to the designated division, the researcher received approval from numerous organizations’ higher management. The participants were allowed to participate in the study and were requested to consent to their participation verbally. Because the researcher promised them that their responses would be utilised solely for the study, they could provide their complete participation.
[bookmark: _Toc127919020]3.8.3 Privacy 
The researcher ensured that the potential respondents' anonymity was maintained throughout the study and that the respondents' confidentiality was given top attention. Before the respondents agreed to answer the study's questions, the researcher employed two approaches to engaging them.
[bookmark: _Toc127919021]3.8.4 Confidentiality
During the research, the researcher informed the participants that the collected data would be kept strictly confidential and that the findings would be used exclusively for a project at the Management University. As stipulated in the study ethics, the researcher additionally stated to the respondents that the data would be coded and no one would be able to associate the data with the respondents for the project's external and internal audiences.
[bookmark: _Toc127919022]3.8.5 Anonymity
The researcher provided the respondents with the appropriate respect throughout the investigation, interjecting questions to ensure they answered the questions under the study's goals. Additionally, the researcher did not use any discrimination when choosing respondents for this study. This made it possible for the researcher, including the researcher himself, to obtain completely anonymous respondents. A self-administered questionnaire with an anonymous means of return was used to collect data for this study.
Summary:
The above chapter mainly examines the research philosophy and methodology. After that, it briefly analyzes the data sources and explains how they were utilized to obtain the data. It also describes the data description and the study's period. At the end describe the study's data analysis as well and afterward, briefly describe the variables. 














[bookmark: _Toc126428700][bookmark: _Toc127919023]Chapter no 4
[bookmark: _Toc126428701][bookmark: _Toc127919024]Results and Analysis

[bookmark: _Toc126428702][bookmark: _Toc127919025]4.1 Demographics:
[bookmark: _Toc127919026]4.1.1 Gender of Respondents 
[bookmark: _Toc126592457]Table 1: Gender 
	Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	86
	86.9
	86.9
	86.9

	
	Female
	13
	13.1
	13.1
	100.0

	
	Total
	99
	100.0
	100.0
	



In this study, a quantitative and survey research method is used. Respondentenet of this survry are telecommuter workers. There are total 99  respondents used as a sample for this study in which the the percentage of male  respondents is 86.9% and the remaining 13.1% are female respondents. 
[image: ]
[bookmark: _Toc126592437][bookmark: _Toc127195433]Figure 3: Gender of Participants 
[bookmark: _Toc127919027]4.1.2 Age of Participants
[bookmark: _Toc126592458]Table 2: Age of Participants 
	                                                                  Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-25
	59
	59.6
	59.6
	59.6

	
	26-30
	34
	34.3
	34.3
	93.9

	
	31-40
	3
	3.0
	3.0
	97.0

	
	above 40
	3
	3.0
	3.0
	100.0

	
	Total
	99
	100.0
	100.0
	


	
As it can be seen above, the percentages of respondents whose ages between 21 to 25 are 59.6% and 34.3% of respondents are between 26 to 30 years of age. There are 3% respondents whose age between 31 to 40 years and 3% of respondents are above 40 years. This table shows that the majority of the participants who participate in this study are young. 
[image: ]


[bookmark: _Toc126592438][bookmark: _Toc127195434]
Figure 4: Age of Respondents
[bookmark: _Toc127919028]4.1.3 Service years of Respondents 
[bookmark: _Toc126592459]Table 3: Years. Of. Service
	Years. Of. Service

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	three years
	75
	75.8
	75.8
	75.8

	
	five years
	13
	13.1
	13.1
	88.9

	
	seven years
	4
	4.0
	4.0
	92.9

	
	more than seven years
	7
	7.1
	7.1
	100.0

	
	Total
	99
	100.0
	100.0
	



All the respondents of this study has different years of experience. 75.8% of respondents has experience of three years and 13.1% of respondents has five years of experience. Only 4% of respondents has an experience of seven years. In addition, the respondents who has experience more than seven years are 7%. 
[image: ]
[bookmark: _Toc126592439][bookmark: _Toc127195435]Figure 5: Years of service 
[bookmark: _Toc127919029]4.1.4 Status of respondents 
[bookmark: _Toc126592460] Table 4: Status of respondents 
	"Please indicate your status within your organization'

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Top management
	17
	17.2
	17.2
	17.2

	
	Support staff
	23
	23.2
	23.2
	40.4

	
	Lower management/supervisor
	35
	35.4
	35.4
	75.8

	
	Professional/Technical staff
	11
	11.1
	11.1
	86.9

	
	middle management
	13
	13.1
	13.1
	100.0

	
	Total
	99
	100.0
	100.0
	



Above table show the status of respondents in the organization they worked. 17.2% of the respondents are the top management in their relevant organization. The respondents who worked as support staff are 23.2%. The majority of the respondents worked as supervisor that are 35.4% of respondents. The professional and technical staff are only 11% of respondents. Moreover, the respondents who perform the duties as middle management in their relevant organization are 13% of the respondents. 
[image: ]
[bookmark: _Toc126592440][bookmark: _Toc127195436]Figure 6: Status of the Respondents at organization

[bookmark: _Toc126428703][bookmark: _Toc127919030]4.2 Training and Development:


[bookmark: _Toc126592461]Table 5: Last years trainings 
	"In the last three years, have ever got training/orientation on related to your remote job?"

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	48
	48.5
	48.5
	48.5

	
	No
	51
	51.5
	51.5
	100.0

	
	Total
	99
	100.0
	100.0
	



In this survey, respondents were asked as they ever got training on related to their job in the last three years. The majority of the respondents that are 51.5% said they did not receive any training in the last three years. In addition, 48.5% of respondents received training related to their job in the last three years. 
[image: ]
[bookmark: _Toc126592441][bookmark: _Toc127195437]Figure 7: Last year’s trainings

[bookmark: _Toc126592462]Table 6: Type of training 
	What type of training did you took?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Computer
	13
	13.1
	13.1
	13.1

	
	Accounting
	9
	9.1
	9.1
	22.2

	
	Operational
	16
	16.2
	16.2
	38.4

	
	Professional/Technical
	23
	23.2
	23.2
	61.6

	
	Team building
	18
	18.2
	18.2
	79.8

	
	Leadership and management
	20
	20.2
	20.2
	100.0

	
	Total
	99
	100.0
	100.0
	



The emloyees who received training in the last three years were asked which type of training they got. There are 13.1% of the respndents who received training based on the computer provide a foundation on which employees can build new sikills. 9.1% of the respondents received training related to accounting skills which covering all the aspects of taxation, routine accpunting and compliance rules. The employees who received the operational training are 16.2% that improve, maintain and  developed the operatinal readiness of employees. The majority of the employees that are 23.2% of the respondents received professional training which is based on the hard skills that employess need to perform the daily job tasks. The 18.2% of the respondents got training related to team building that support team  work and team development. The employees  who received leadership and maangement training are 20.2% of the resposndents which help them learn new leadership technique and to run their team refine their old skills. 



[image: ]
[bookmark: _Toc126592442][bookmark: _Toc127195438]Figure 8: Type of training
[bookmark: _Toc126592463]Table 7: Requested training program ultimately hopes 
	How often does your organization identify the actual business/organization needs that the requested training program ultimately hopes to achieve?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Never
	10
	10.1
	10.1
	10.1

	
	Rarely
	21
	21.2
	21.2
	31.3

	
	sometimes
	22
	22.2
	22.2
	53.5

	
	Mostly
	35
	35.4
	35.4
	88.9

	
	Always
	11
	11.1
	11.1
	100.0

	
	Total
	99
	100.0
	100.0
	



As it can be seen above, only 10.1% of the respondents said that their employer never identifies the actual business requirements that the requested training program is intended to address. The majority of the respondents that are 35.4% said that their organization mostly identify the actual business needs. In addition, 11.1% of respondents said that their organization always identify the actual needs of business that the requested training program hopes to achieve. 
[image: ]
[bookmark: _Toc126592443][bookmark: _Toc127195439]Figure 9: Requested training program ultimately hopes






[bookmark: _Toc126428704][bookmark: _Toc127919031]4.3 Case Summary:
[bookmark: _Toc126592464]Table 8: Case Summary
	            Case Processing Summary

	
	N
	%

	Cases
	Valid
	99
	100.0

	
	Excluded
	0
	.0

	
	Total
	99
	100.0

	a. List wise deletion based on all variables in the procedure.


This table show that there is no missing data of any respondents. All the respondents fill the entire required field. 
[bookmark: _Toc126428705][bookmark: _Toc127919032]4.4 Reliability:
[bookmark: _Toc126592465]Table 9: Reliability 
	       Reliability Statistics

	Cronbach's Alpha
	N of Items

	.805
	37



The above table measure the internal consistency and reliability of a set of scale and test items. The alpha is close to 1 which indicate that the internal consistency of variables in the scale is high. 
[bookmark: _Toc126428706][bookmark: _Toc127919033]4.5 Correlation:
When two continuous variables are correlated, the bivariate Pearson Correlation yields a sample correlation coefficient, r, which measures the direction (increases or decreases) and intensity of the linear relationship (how close the relationship is to being a perfectly straight line). Additionally, the population correlation coefficient, abbreviated p ("rho"), used in the Pearson correlation test determines if there is statistical support for a linear relationship between identical pairs of variables in the population. Among parametric measurements is the Pearson correlation. The following variables are used to measure correlation.
[bookmark: _Toc126592466]Table 10: Correlations 
	                                                                         Correlations

	
	Training
	Development
	Training. Development
	Performance

	Training
	Pearson Correlation
	1
	.136
	.727**
	.635**

	
	Sig. (2-tailed)
	
	.180
	.000
	.000

	
	N
	99
	99
	99
	99

	Development
	Pearson Correlation
	.136
	1
	.142
	.290**

	
	Sig. (2-tailed)
	.180
	
	.162
	.004

	
	N
	99
	99
	99
	99

	Training. Development
	Pearson Correlation
	.727**
	.142
	1
	.739**

	
	Sig. (2-tailed)
	.000
	.162
	
	.000

	
	N
	99
	99
	99
	99

	Performance
	Pearson Correlation
	.635**
	.290**
	.739**
	1

	
	Sig. (2-tailed)
	.000
	.004
	.000
	

	
	N
	99
	99
	99
	99

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



	

	The above table show a Pearson correlation, which measure the relationship between two variables.
Employee performance and Training: is 0.635, which indicates that there exist a positive and extreme significance relationship. 
Employee performance and Development: is 0.290, which indicates that there exist a positive and extreme significance relationship. 
Employee performance and Training & Development: is 0.739, which indicates that there exist a positive and extreme significance relationship. 



[bookmark: _Toc126428707][bookmark: _Toc127919034]4.6 Model Summary:
[bookmark: _Toc126592467]Table 11: Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.774a
	.598
	.586
	.267

	a. Predictors: (Constant), Training. Development, Development, Training


This table point out that the value of R-square value is 0.598, which indicate that our independent variables like Training & Development, Training, Development means all the predictors of remote working environment origins 59% change in dependent variable, which is Employee Performance.
[bookmark: _Toc126428708][bookmark: _Toc127919035]4.7 ANNOVA:
ANOVA test supported out to determine whether Training & Development and Employee Performance in remote working environment were significant across the network at 95% confident level. The results shown in table below,

[bookmark: _Toc126592468]Table 12: ANNOVA
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.082
	3
	3.361
	47.180
	.000b

	
	Residual
	6.767
	95
	.071
	
	

	
	Total
	16.848
	98
	
	
	

	a. Dependent Variable: Performance

	b. Predictors: (Constant), Training. Development, Development, Training


Analysis of Variance, or ANOVA, is the shorthand for calculations that provide data on degrees of variability inside a regression model and serve as the foundation for tests of significance. A technique used to test the significant differences among three or more sample groups. It test whether the mean of various groups are equal or not.  If P-value is less than 0.05, there is a correlation between the response and predictor variables. The alternative hypothesis—that there is a substantial linear association between predictors (Training, Development, Training, and Development) and employee performance is sufficiently supported, as shown in the table, where P-Value = 0.000b < 0.05.

[bookmark: _Toc126428709][bookmark: _Toc127919036]4.8 Regression Model:


[bookmark: _Toc126592469]Table 13: Regression 
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.358
	.318
	
	4.269
	.000

	
	Training
	.207
	.101
	.195
	2.057
	.042

	
	Development
	.145
	.052
	.183
	2.778
	.007

	
	[bookmark: _GoBack]Training. Development
	.289
	.048
	.571
	6.015
	.000

	a. Dependent Variable: Performance


A statistical method called regression can be used to establish a linear relationship between two or more variables. Prediction and arbitrary inference are the main uses of regression.
Y= β0 + β1+ ε
The slope parameter (β) determines the size and direction of that relationship, while the intercept parameter (β0) determines how the dependent variable behaves in the absence of the independent variable. The amount of variation that the slope and intercept terms were unable to forecast is represented by an error term (ε).
All models were found to fit in the model after doing linear regression, which produced the coefficients of regression model shown in the table above. Below is the regression model:
Y= β0+β1X1+β2X2+β3X3+ ε   
In the above equation, y represent the employee performance. 
X1: represent the employee’s training and the coefficient of training is 0.207 show a positive impact of training on employee performance, which is significant at 5%. Thus, support our first alternative hypothesis that there is significant relationship between employee training and employee performance working in remote environment. It also indicate that every one-unit increase in training will increase the employee performance by 0.207.
X2: represent the employee’s development and the coefficient of development is .145 show that development has a positive impact on employee performance, which is significant at 1%. Thus, support our first alternative hypothesis that there is significant relationship between employee’s development and employee performance working in remote environment and reject our null hypotheses. The result also indicate that the employee performance will increase by 0.145 with every unit increase in development.
X3: represent the employees training & development and the coefficient of Training & Development is .286 show that training & development has a positive impact on employee performance, which is significant at 1%. Thus, support our first alternative hypothesis that there is significant relationship between employee training & development and employee performance working in remote environment and reject our null hypotheses. The result also show that every one-unit increase in training & development will increase the employee performance by 0.286. 
The findings of this study is similar and supported by previous studies based on training & development and employee productivity. Sims (2002) asserts that training and development is advantageous to both businesses and employees. On the one hand, it has been demonstrated that investing in employees through training and development programs can boost productivity and profits, increase employee morale, assist staff in better understanding and embracing the company's mission and vision, and better prepare staff at all organizational levels for their respective roles. Improved decision-making and problem-solving, increased self-development and confidence, reduced stress, anxiety, and struggle, increased job satisfaction and individual appreciation, and improved interpersonal skills are just a few of the ways that training and development can benefit remote workers (Sims et al., 2006). 
According to a multitude of research, workers at all organizational levels can benefit from investing more in their professional development and training. Wagonhurst (2002), Lerman et al. (1999), Issenberg et al. (1999), Lam and Kong (2003), and Issenberg et al. (2002) all concur that effective employee training and development have a significant impact on employee performance, thereby increasing organizational productivity. This study includes factors such as satisfaction with teamwork, improvement in employees' communication skills, reduction in employee turnover as a result of T&D, and improved productivity and performance as a result of T&D, as indicated as necessary by respondents.
[bookmark: _Toc126428710][bookmark: _Toc127919037]Chapter no 5
[bookmark: _Toc127919038]Conclusion:
The major goal of this study is to determine how remote worker performance is affected by training and development. The results of this study demonstrate a considerable correlation between employee performance and training and development. Our comprehensive study has led us to the conclusion that employee performance benefits from training and development. Our entire range of alternatives is accepted. We established that training significantly affects employee performance (H1). Employee performance is significantly impacted by development (H2). Employee performance is significantly impacted favorably by both training and development (H3). For some organizations, spending a lot of money on training and development has produced workers who are efficient. Every company must make significant investments in training and development. Training and development should be taken into account in the business's strategies. The implementation of this strategy will also increase productive work activities and business qualities. An organization can benefit greatly from investing in employee training.
Training and development are two strategies for investing in people so they can perform. These processes are a component of an all-encompassing human resource management plan that seeks to motivate employees. It should be clear that every company must address the issue of personnel training and development. However, the quantity, caliber, and level of training that is provided varies greatly amongst organizations. Organizations must offer top-notch employee training. Training and development will surely improve the performance of the staff. It serves as a foundation for achievement or a better result. This must be a top priority for any type of business, whether it is a small operation with four to five employees or a large operation with a sizable workforce. The most crucial thing to keep in mind is that every company needs training and development to stop fraud in the future. Additionally, only a trained worker is able to do work of this quality. If the person is adequately trained and aware about the task he is performing, there will not be any problems at work. Additionally, it has an impact on both internal and external corporate activities, as shown by the phrase will affect the business activities as a whole. However, some workers or employees are required to execute everyday maintenance and business operations. In addition, this is only possible if the staff members have the required training and development.
There are some positive impacts of implementation remote working which ultimately increase the employee performance. Productivity and morale will rise because of remote work. Additionally, it can open up job opportunities abroad or in other countries where there is a need for skilled workers. The organization gains more strength and improves its financial status because of more working options, which helps it avoid financial danger. Working remotely can boost employee creativity, which can provide employees greater flexibility from organizational norms and policies. In addition, to improve the work proficiency, employees will use alternative working methods and approaches that are compatible with their skill sets. Additionally, Employees would concentrate on their responsibilities to finish them by the deadline, it was claimed, and working remotely would provide them more time to finish their work without being late or having an accident. This would prevent employees from missing their deadlines entirely. Employees may take care of themselves and finish the job well when they work from home. Remote workers are likely to take fewer sick days than traditional employees are, according to the CIPD's Survey 2012, which reveals that 56% of employers noticed a decrease in absence after adopting flexible working practices.
However, there are some negative implication of remote working on employee performance. Remote Working have an immediate impact on organizational work and some management theories that will not work anymore. According to regular employees, the management style and emotional intelligence would eventually become infected, and the monitoring of employees' performance and performance measurement will be quite weak. Moreover, not all-remote work is the same; some employees need to communicate with their managers when it is not scheduled. Because there is no time management, this will disrupt the employee's day and the required duties. Some people may become distracted while working from home or another location by domestic life—both good and bad—by youngsters nearby who could need your attention, by TV shows, or by other factors. Because they have unrestricted access to social media, email, and time-wasting websites, remote workers are less productive. According to a 2012 CIPD survey, working remotely impairs a worker's capacity for interaction and socialization with coworkers. Some coworkers are strangers to one another. Some tasks can be delayed as a result of this problem.
[bookmark: _Toc127919039]5.1 limitations 
Data collecting from a broad population was a challenge in the analytical process, according to the project's budget and time allotted. As a result, not all categories of respondents received an equal distribution of the questionnaires for the study. Making a straightforward questionnaire and selecting a suitable sample that was accurately representative of the general population were other problems. This study demonstrated how employee training and development in local and global businesses in India and the UK contributes to improving employees' performance by removing performance barriers.
The respondents' willingness was one of the study's main constraints because some employees felt uneasy, and others were unconcerned about it. Another restriction was the need for more access to information during data collection. Regarding the respondents' desire to participate, the researcher reassured them that the information would be kept private and used exclusively for the study's intended purpose. The study focused on private organizations in India. Hence its conclusions regarding the impact of training and development on employee performance cannot be applied to more recent public sector contributions.
[bookmark: _Toc127919040]Recommendation:
· The employee training and development activity must be based on a systematically identified knowledge and skill shortage in order to maximize the effort of both the employee and the business.
· Maintaining a sufficient budget for training and development activities and making efficient use of the resources given are crucial for organizational success.
· Employee must take part in training assessment events and provide input for upcoming comparable activities in order to document best practices for scaling up in similar situations.
[bookmark: _Toc127919041]Further Research 
According to the study, there is a strong correlation between employee training and development and job performance. However, there are still a lot of other factors that could play a significant role in this study, so it will be very helpful for future researchers to conduct research in this area by including extra factors like employee capacity, employee involvement, employee inspiration, working conditions, and training and development to produce more compelling results that could increase the tremendous importance of training and development. Future scholars are strongly encouraged to evaluate increasingly complex models in various contexts and frameworks empirically.
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Appendix

Demographics Questionnaire

. Gender

a) Male
b) Female

. Age
a) 21-25
b) 25-30
) 31-35
d) Above 40

. Years of services

a) Three years

b) five years

c) seven years

d) More than seven years

. Please indicate your status within your organization
a) Top Management
b) Support staff
c) Lower Management/Supervisor
d) Professional/Technical staff

In the last three years, have ever got training/orientation on related to your job?

a) Yes
b) No
. What type of training did you take?
a) Computer
b) Accounting
c) Operational
d) Professional/technical
e) Team building
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f) Leadership and Management

. How often does your organization identify the actual business/organization needs that the

requested training program ultimately hopes to achieve?
a) Never

b) Rarely

c) Sometime

d) Often

e) Always
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Questionnaire on Training

The following questions describe the organizations effort to train its employees. Please
put “X” in the space at the front of the questions under number you think express the
position of the organization in relation to the training program?

Assume 1 = Never 2 = rarely 3 = sometime 4 = Mostly 5 = always

No. Never | Rarely | Sometime | Mostly | Always

Do you think the training program
designed based on the requirements of
the job? Or employee deficiency of
ability for the job?

IS the type of training you have taken
applicable for the job after the training
working in remote environment?

Do you have known the objective of the
training for working in remote
environment?

Does the ftraining increase your
motivation to the job you do in remote
environment?

Does training improves your skills,
knowledge, attitude change, new
capability for working in remote
environment?

Does the training lead you to be
satisfied with your remote job?

Do you think the method of training
used by the organization is effective for
your remote job?
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Do you have enough training that
enables you to do your job as required?

Do you think the expenditure for
employee training is enough for working
in remote environment?

Does the training program evaluate
during or at the end of the program?

Do you think that the organization is

effective from the training expenditure?

Are you satisfied with the overall aspect
of the training programs in the remote

organization?
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Questionnaire on Development

The following questions describe the organizations effort to development its employees

working in the remote environment. Please put “X” in the space at the front of the

questions under number you think express the position of the organization in relation to

the training program?

Assume 1 = Never 2 = rarely 3 = sometime 4 = Mostly 5 = always

No.

Never

Rarely

Sometime

Mostly

Always

| am satisfied with my opportunity for
professional development in remote
environment.

| satisfied with the available career

advancement opportunities

The organization is dedicated to my
professional development.

| am satisfied with the job-related
training the organization has to offer.

| am satisfied with the opportunities to
apply my expertise and talents.

My organization tells me what
competencies are most important for
my performance

evaluations.

| am satisfied with the investment the
organization makes education and
training.

My organization encourages me to elicit
feedback from others.

My organization helps me identify the

type of work that most interests me.
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My organization provides on-the-job
work experience to help me achieve my
career goals.

Questionnaire on Development

The following questions describe the performance of employees working in the remote
environment. Please put “X” in the space at the front of the questions under number you
think express the position of the organization in relation to the training program?

Assume 1 = Never 2 = rarely 3 = sometime 4 = Mostly 5 = always

No. Never | Rarely | Sometime | Mostly | Always

In my opinion training helps me to
increase productivity working in remote
environment.

The training | received helped me to
enhance high quality of product/service
in remote environment.

The training and development provided
by my organization helped me to
improve quantity for my remote job.

| feel the training and development
enables me to improves skills,
knowledge, attitude change, new
capability in my remote job.

In my opinion training and development
helps me to enhance the use of tools
and machine, operational safety while

working in remote environment.
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After the training and development | feel
it reduces possible accidents in my
remote job.

| have a good relationship with my
supervisor and the training and
development reduces lateness,
absenteeism in remote job.

The training and development provided
helped me to eliminates obsolesce in
skills  while working in remote
environment.

In my opinion training and development
helps me to reduction in errors while
working in remote job.

In my opinion training and development
helped me to reduce frequency of
supervision in remote environment.

In my opinion training and development
helps me to reduction in turnover in
remote job.

| feel a string sense of belonging to this
organization and the training and
development helps me to improve my
motivation to work.

In my opinion training and development
helps me to increase job satisfaction for
working in remote environment.

| am confident that the training and
development brings strong team work
so as it helped my organization training
increase work efficiency
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| feel the training and Development
provided helped my organization to
ensure its success with client

satisfaction.
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