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Productivity: When the training is effective and the
employees are able to transfer the learning to their job, the
productivity levels will increase benefitting the
organization.

Hypotheses
The following hypotheses are formulated for the present
study:

Hypothesis 1:
Ho: There is no significant relationship between
demographic variables and perception towards
effectivenessoftraining and development system.

Ha: There is significant relationship between demographic
variables and perception towards effectiveness of training
and development system.

Hypothesis 2:
Ho: There is no significant relationship between
effectiveness of training and-development on onehand and
factors like training needs assessment, training motivation,
training design, training implementation, learning, transfer
of learning to work place, feedback and increase in
productivity on theother hand.

The hypotheses can be subdivided into the following
hypotheses:

tab

HI: There is no significant relationship between training
needs assessment and effectiveness of training and
development.

H2: There is no significant relationship between training
motivationand effectivenessof training and development.

H3: There is no significant relationship between training
design and effectiveness oftraining and development.

H4: There is no significant relationship between training
implementation and effectiveness of training and
development.

H5: There is no significant relationship between learning
and effectivenessof training and development.

H6: There is no significant relationship between transfer of
learning and effectiveness oftraining and development.

H7: There is no significant relationship between feedback
and effectiveness of training and development.

Ha: There is relationship between effectiveness of training
and development on one hand and factors like training
needs assessment, training motivation, training design,
training implementation, learning, transfer of learning to
work place, feedback and increase in productivity on the
other hand.
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Research Methodology
A sample of 123 respondents working in 10 private sector
banks in Andhra Pradesh is drawn using simple random
sampling method. The primary data is collected from the
sample respondents using a structured questionnaire. The
first part of the questionnaire addresses demographic
details of the respondents and the second part of the
questionnaire deals with dimensions of effectiveness of
training and development programs. Data is analyzed using
Chi-square test and Correlation.

Profile of the Respondents: Demographic analysis
helps in the study of sample. Ademographic analysis looks
at a specific sample to describe the sample and its
characteristics such as education level, age, income level,
gender and other characteristics. Table 1 portrays that 78%
of the respondents are male and22%are female employees.
Majority of the respondents are in the age group of 20-30
years and are either graduates or post graduates. Many
respondents have put in 1-5 years of experience.

Results and Discussion
Hypotheses Testing
Ho: There is no significant relationship between
demographic variables and perception towards
effectiveness of training and development system.

Ha: There is significant relationship between demographic
variables and perception towards effectiveness of training
and development system.

The relationship between demographic variables and
perception towards effectiveness of training and
development system is determined by calculating chi-
square test. Table 2 reveals that chi-square values are
insignificant for all demographic variables barring work
experience. This indicates that only work experience
significantly affects perception of the employees towards
effectiveness oftraining and development system.

Hypotheses Testing
Ho: There is no relationship between effectiveness of
training and development system and other factors like
training needs assessment, training motivation, training
design, training implementation, learning, transfer of
learning to work place, feedback and increase in
productivity.

Ha: There is relationship between effectiveness of training
and development system and other factors like training
needs assessment, training motivation, training design,
training implementation, learning, transfer of learning to
work place, feedback and increase in productivity.

The hypothesis is tested using coirelation technique. In
order to study the relationship between effectiveness of
training and development system and other variables,
correlation is used.
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in private sector banks increases with training motivation,
good training design and training implementation, effective
learning and transfer of learning to work place.
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