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Abstract — This study examines the effectiveness of training and development practices at NTPC Ramagundam, one of India’s
leading thermal power stations. Training and development play a vital role in enhancing employee skills, improving
productivity, and ensuring organizational efficiency, especially in technically complex and safety-critical industries like power
generation. The primary objective of the study is to analyze the existing training programs, evaluate their effectiveness, and
identify areas for improvement. The research is based on both primary and secondary data. Primary data was collected
through structured questionnaires from trainers and trainees, while secondary data was gathered from journals, reports, and
company records. Various analytical tools such as percentage analysis, charts, and graphical representations were used to
interpret the data. The findings reveal that NTPC provides a wide range of training programs, including technical, safety,
behavioural, and managerial training. These programs have significantly contributed to improving employee performance, job
satisfaction, and operational efficiency. However, certain gaps were identified, such as the need for better training need
analysis, improved evaluation methods, and increased use of modern training techniques.
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I.INTRODUCTION

Training and development constitute fundamental
components of human resource management, aimed at
enhancing employee competence, efficiency, and overall
organizational performance. In today’s dynamic business
environment—marked by rapid technological
advancements, globalization, and intense competition—
organizations must continuously upgrade the knowledge
and skills of their workforce. Training is typically a short-
term process focused on improving employees’ current job
performance, whereas development is a long-term
initiative designed to prepare employees for future roles
and responsibilities. Together, these functions contribute
to building a skilled, adaptable, and high-performing
workforce.

Within the power generation sector, the significance of
training and development becomes even more pronounced
due to the technical complexity, stringent safety
requirements, and continuous operational demands. NTPC
Limited, India’s largest power generation company, places
strong emphasis on employee training to maintain high
standards of efficiency, safety, and reliability. The
Ramagundam unit, one of NTPC’s major thermal power
stations, operates with advanced technologies and
machinery, necessitating a highly skilled and continuously
learning workforce.

Training programs at NTPC Ramagundam are
systematically designed to address both organizational
objectives and individual employee needs. These programs
encompass technical training for plant operations, safety
training to mitigate industrial risks, and behavioral training
to enhance communication, teamwork, and leadership
capabilities.  Additionally, management development
programs are conducted to prepare employees for higher-

level responsibilities. Training is delivered through diverse
methods, including on-the-job and off-the-job training,
workshops, seminars, simulations, and e-learning
platforms, ensuring comprehensive skill development and
knowledge enhancement

Il. REVIEW OF LITERATURE

Edwin B. Flippo (1984) defined training as the act of
increasing the knowledge and skills of an employee for
doing a particular job. According to him, training is a
continuous process that helps in improving employee
efficiency and productivity.

Gary Dessler (2008) emphasized that training plays a vital
role in achieving organizational goals. He stated that
effective training programs help employees to perform
better, reduce errors, and improve quality of work.

Michael Armstrong (2006) highlighted that development is
a long-term educational process aimed at preparing
employees for future challenges. He also mentioned that
organizations must focus on both training and development
to ensure sustainable growth.

Peter Drucker (1999) pointed out that human resources are
the most valuable assets of an organization, and investing
in employee training leads to improved organizational
performance and innovation.

Donald Kirkpatrick (1994) developed a four-level training
evaluation model, which includes reaction, learning,
behavior, and results. This model is widely used to
measure the effectiveness of training programs.

Abraham Maslow (1943), through his hierarchy of needs
theory, explained that employees are motivated to perform
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better when their personal and professional needs are
fulfilled. Training contributes to fulfilling these needs by
enhancing skills and career growth.

Need of the Study

The study of training and development is essential for
understanding how organizations enhance employees’
knowledge, skills, and abilities to achieve improved job
performance. In today’s highly competitive business
environment, organizations require a well-trained
workforce capable of adapting to technological
advancements, evolving work practices, and changing
organizational objectives. This study aims to evaluate the
effectiveness of existing training programs and determine
whether employees are acquiring the necessary
competencies.

Furthermore, it helps identify performance gaps and
provides insights into appropriate development initiatives
that support employee career growth. Effective training
and development programs contribute to increased
efficiency, motivation, productivity, and job satisfaction
among employees, ultimately leading to organizational
success. Therefore, analyzing training and development is
crucial for assessing its impact on both individual
performance and overall organizational growth.

Scope of the Study

e The study focuses on training and development
practices at NTPC Ramagundam.

It covers different types of training programs such as
technical training, safety training, on-the-job training,
and behavioral training.

e The study analyzes the effectiveness of training
programs in improving employee skills and
knowledge.

e It examines the impact of training on employee
performance and productivity.

o The study evaluates employees’ perceptions
satisfaction levels towards training programs.

o It focuses on the methods and techniques used for
delivering training.

e The study assesses the role of training in improving
safety standards and reducing operational errors.

o It identifies gaps and limitations in the existing training
and development system.

e The study provides suggestions for improving training
effectiveness.

and

Objectives of the Study

The main objectives of our study are

e To study the Training and development function at
NTPC

e To evaluate the effectiveness of training programs
conducted

o To suggest measures for improvement
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I11. RESEARCH METHODOLOGY

Research in common language refers to a search for
knowledge. Research is a scientific and systematic search
for pertinent information on a specific topic. In fact,
research is an act of scientific investigation. Research
methodology is a systematic way to solve research
problems. It may be understood as a science of studying
how research is done scientifically. In it we study the
various steps that are generally adopted by a researcher in
studying his research problem. It is necessary for the
researchers to know not only research methods/techniques
but also the methodology. The scope of Research
Methodology is wider than that of research methods.

The research process consists of a series of closely related
activities. At times, the first step determines the nature of
the last step to be undertaken. Why a research study has
been undertaken, how the research problem has been
defined, in what way and why the hypothesis has been
formulated, what data has been collected and what
particular methods have been adopted and a host of similar
other questions are usually answered when we talk of
research methodology concerning a research problem or
study.

Sample Size

The sample size chosen was Trainers: 10

e The 10 faculty members were chosen from the total
faculty strength of 12. The respondents were chosen
randomly.

e Trainees: 20

e The 20 respondents chosen were from different
departments and different levels in the organization.
They also were chosen randomly.

IV. METHODS OF DATA COLLECTION

Secondary Sources: Secondary data was collected from
various sources such as:

o Business magazines

e Journals Textbooks

o Internet

Company Bulletin
The details of these sources are mentioned
bibliography.

in the

Primary Data: Primary data was collected through a
structured, non-disguised questionnaire. Two
questionnaires were designed: one for the trainers and the
other for the trainees.

Statistical Methods Used for Analysis Of Data

The various methods used for the analysis of the data
collected were:

o Tally method

o Methods of Moving Averages
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e Bar graphs and Pie charts

Limitations of the Study

e The study is limited only to the NTPC Ramagundam
unit and does not cover other units of the organization.

The sample size of respondents is limited, which may
not represent the views of all employees.

The study is based on primary data collected through
questionnaires, and responses may be biased or
subjective.

e Time constraints restricted the depth and extent of the
research.

Some employees were not willing to share complete or
accurate information.

The study relies partly on secondary data, which may
not be fully updated or accurate.

V. DATA ANALYSIS AND
INTERPRETATION

1. Objectives in Attending a Training Program
Majority of the respondents had gaining knowledge as the
main objective in attending a training program.

ACHIEVEMENT OF TRAIMING OBIECTIVES

2. Ways in Which the Trainees Would Like to be
Involved in Improving/Planning the Training Program
in Future
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Depending upon the number of responses obtained by each
parameter, we will obtain a final ranking for the various
parameters. From the table, we see that conducting a
survey of the participants for planning a training program
has got the most responses. Hence, it has been ranked first.
The other rankings have obtained in a similar manner.

3. Elements That Make A Training Program Successful
The table from the earlier chapter is reproduced here for
convenience.
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From the above table, we can obtain the rankings for each
of the elements. For example, we can clearly see that clear
objectives has been ranked first by most of the
respondents, hence we place it at the first position, as the
most important element in making as training program
successful.

‘Rewards and incentives’ has been ranked 7 by most
respondents, hence we assign it rank seven.
Good faculty is ranked 2.

By using the method of Moving Averages, we can see that
contents will be assigned rank 3 and right training method
will be ranked fourth.

Other rankings can be obtained similarly.

Findings

e The training and development programs at NTPC
Limited Ramagundam are well-planned and
systematically organized.

e The majority of employees expressed satisfaction with
the training programs conducted by the organization.

e Training programs have significantly improved
employees’  technical skills and job-related
knowledge.

o Employees showed better understanding of plant
operations, safety measures, and work procedures
after training.

e Training and development have a positive impact on
employee productivity and overall performance.

e Both on-the-job and off-the-job training methods are
implemented effectively in the organization.

e On-the-job training is more preferred by employees as it
provides practical exposure and hands-on experience.

e Employee participation in training programs is high,
which contributes to better learning outcomes.

Suggestions

e The organization should increase the frequency of
training programs to ensure continuous skill
development of employees.

More emphasis should be given to practical and hands-
on training sessions to improve real-time
understanding.

Training programs should be made more interactive and
engaging by including group discussions, case studies,
and role plays.

The company should adopt more advanced training
technologies such as simulations, e-learning platforms,
and virtual training tools.

Regular feedback should be collected from employees
after training programs
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to improve future sessions.

e Proper evaluation and follow-up mechanisms should be
implemented to measure the effectiveness of training.
Customized training programs should be designed based

on individual employee needs and skill gaps.

The organization should provide flexible training
schedules to avoid conflicts with  work
responsibilities.

Trainers should be given periodic training and
development to update their knowledge and teaching
methods.

Management should continue to provide strong support
and encouragement for employee participation in
training programs.

Special focus should be given to soft skills and
behavioral training along with technical training.

VI. CONCLUSION

Training needs analysis is done taking into consideration
the views of not only the superiors, but also the trainees
themselves. This was confirmed from the responses of
both the trainees and the trainers. The trainees felt good
that they were involved in the analysis of their own needs
and also said that the management was very co-operative
and tried to incorporate their views and suggestions to the
extent possible.

Thus, as far as this aspect is concerned, the trainees were

satisfied with the procedures followed.

o Both the trainers and the trainees felt that the thrust in
future should be on developing people skills and not
only functional skills. They also said that IT would be
a focus area.

e Most of the times trainees were not involved in the
training program planning.

o Both the trainees and the trainers were in agreement on
the most essential elements that go into making a
training program successful. The final ranking
obtained is the same in

e We can conclude that NTPC’s efforts towards training
and development have been quite successful. The
employees are satisfied with the training activities, but
they only feel that they should be involved in the
planning of the Training Program. According to them,
their views should be taken on all issues instead of just
informing them that they have to attend a training
program. They should have a say in deciding on the
contents, physical arrangements, etc. This would
involve them further in the exercise and they would be
more open to learning.
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