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Abstract 
Employee training has become a critical strategic tool for enhancing organizational productivity 
in an increasingly competitive and dynamic business environment. This study examines the 
impact of employee training on organizational productivity, with a particular focus on the 
mediating role of skill development. Employee training refers to structured programs designed to 
enhance employees’ knowledge, competencies, and performance capabilities. Organizational 
productivity reflects the efficiency with which organizations utilize resources to achieve desired 
outputs and performance goals. Drawing on human capital theory and the resource-based view, 
this study argues that employee training enhances productivity by improving employees’ skills, 
knowledge, and work efficiency. Empirical evidence indicates that training significantly improves 
employee performance and productivity by enabling workers to perform tasks more effectively 
and achieve organizational objectives. Furthermore, skill development programs play a crucial 
role in enhancing employee capabilities and operational efficiency, thereby contributing to 
improved productivity outcomes. The study also highlights the mediating role of skill development 
in the relationship between employee training and organizational productivity. Training 
initiatives enhance employees’ technical and soft skills, which in turn improve job performance 
and efficiency. Research shows that skill development significantly strengthens the impact of 
training on employee performance and organizational outcomes. A quantitative research design 
was employed, with data collected from employees across various industries. Structural Equation 
Modeling was used to test the hypothesized relationships. The findings reveal that employee 
training has a significant positive effect on organizational productivity. Moreover, skill 
development partially mediates this relationship, indicating that training improves productivity 
both directly and indirectly through skill enhancement. This study contributes to the literature by 
integrating training, skill development, and productivity within a unified framework. The findings 
provide valuable insights for managers and policymakers aiming to enhance organizational 
performance through effective training strategies. 
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Introduction  
In the modern business environment, organizations face increasing pressure to improve 
productivity and maintain competitiveness. One of the most effective ways to achieve this is 
through employee training and development. Employee training refers to systematic efforts by 
organizations to enhance employees’ skills, knowledge, and competencies required to perform 
their jobs effectively. Employee training plays a crucial role in improving organizational 
productivity. Productivity is a key indicator of organizational success and reflects the efficiency 
with which resources are utilized to produce goods and services. Organizations that invest in 
employee training are better able to enhance performance, reduce errors, and improve operational 
efficiency. Empirical studies demonstrate that training significantly improves employee 
performance and productivity, as trained employees are more capable of achieving organizational 
goals. 



Research Journal of Management and Economics Archives  
(RJMEA)  

Volume 03 Number 01 
January – December, 2025 

 

Akhtar 38 ISSN: Print: 3106-6852     Online: 3106-6860  
 

The importance of training has increased due to rapid technological advancements and changing 
job requirements. Employees must continuously update their skills to remain relevant in the 
workforce. Training programs help employees adapt to new technologies, improve their 
competencies, and enhance their performance. Research suggests that continuous learning and 
development are essential for maintaining workforce efficiency and achieving long term 
organizational success. 
 
However, the relationship between employee training and organizational productivity is not 
always direct. Skill development plays a critical mediating role in this relationship. Training 
programs enhance employees’ skills, which in turn improve their job performance and 
productivity. Skill development refers to the process of acquiring new competencies and 
improving existing ones to perform tasks more effectively. Studies indicate that skill development 
significantly enhances employee performance and efficiency. Training programs that focus on 
skill development enable employees to apply their knowledge effectively, leading to improved 
productivity outcomes. Furthermore, skill development contributes to employee motivation, job 
satisfaction, and engagement, which are essential for improving productivity. 
 
The theoretical foundation of this study is based on human capital theory, which emphasizes the 
importance of investing in employees’ skills and knowledge to enhance productivity. According 
to this theory, training and development are investments that yield returns in the form of 
improved performance and organizational outcomes. The resource-based view also supports this 
perspective by suggesting that skilled employees are valuable and unique resources that 
contribute to competitive advantage. In addition, the increasing complexity of work environments 
has made skill development more important than ever. Organizations must ensure that their 
employees possess the necessary skills to perform their tasks efficiently. This requires continuous 
investment in training and development programs. 
 
This study aims to examine the impact of employee training on organizational productivity, with 
a focus on the mediating role of skill development. By using advanced analytical techniques, the 
study seeks to provide empirical evidence on the relationships among these variables. 
Understanding these relationships is important for both managers and policymakers. 
Organizations need to design effective training programs that enhance employees’ skills and 
improve productivity. Policymakers can also promote workforce development initiatives to 
support organizational growth. 
 
This study contributes to the literature by integrating training, skill development, and productivity 
into a single framework. It provides insights into how organizations can leverage training to 
achieve improved performance and productivity. 
 
Literature Review  
Employee training and development have been widely recognized as essential components of 
human resource management. Training enhances employees’ knowledge, skills, and abilities, 
enabling them to perform their tasks more effectively. The importance of training has increased 
significantly due to globalization, technological advancements, and changing market conditions. 
Human capital theory provides a strong foundation for understanding the importance of training. 
According to this theory, investments in employee training and development lead to improved 
productivity and organizational performance. Training enhances employees’ skills and 
competencies, which are critical for achieving organizational goals. 
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Empirical studies have consistently demonstrated the positive impact of training on employee 
performance and productivity. Research indicates that trained employees perform better and 
contribute more effectively to organizational success. Training programs also improve employee 
motivation, job satisfaction, and engagement, which are important factors influencing 
productivity. Skill development is a key outcome of training programs. It involves the acquisition 
of new competencies and the improvement of existing ones. Skill development enhances 
employees’ ability to perform tasks efficiently and effectively. Studies show that skill 
development significantly improves employee performance and productivity. 
 
The relationship between training and productivity is often mediated by skill development. 
Training programs enhance employees’ skills, which in turn improve their performance and 
productivity. This mediating relationship has been supported by empirical research. For example, 
studies indicate that training improves productivity through enhanced skills and job satisfaction. 
 
The resource-based view also supports the importance of training and skill development. 
According to this perspective, organizations can achieve competitive advantage by developing 
valuable and unique resources. Skilled employees are considered valuable assets that contribute 
to organizational success. Different types of training programs have varying impacts on 
productivity. On the job training provides practical experience and immediate application of 
skills, while off the job training focuses on theoretical knowledge. Research suggests that on the 
job training has a stronger impact on productivity due to its practical nature. 
 
In addition, continuous learning and development are essential for maintaining workforce 
efficiency. Organizations must create a culture of learning to ensure that employees continuously 
update their skills. This is particularly important in dynamic and rapidly changing environments. 
Despite the growing body of literature, there is a need for studies that examine the mediating role 
of skill development in the relationship between training and productivity. This study addresses 
this gap by integrating training, skill development, and productivity into a single analytical 
framework. 
 
Conceptual Framework 

1. Independent Variable: Employee Training 
2. Dependent Variable: Organizational Productivity 
3. Mediating Variable: Skill Development 

Hypotheses 
 H1 Employee training positively affects organizational productivity 
 H2 Employee training positively affects skill development 
 H3 Skill development positively affects organizational productivity 
 H4 Skill development mediates the relationship between employee training and 

productivity 
 
Methodology  
This study adopts a quantitative research design using a survey method. Data were collected from 
300 employees working in various organizations across different industries. A structured 
questionnaire was used to measure employee training, skill development, and organizational 
productivity. 
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The measurement items were adapted from validated scales used in previous studies. All items 
were measured using a five-point Likert scale. The sampling technique used was stratified 
random sampling to ensure representation across industries. 
 
Data analysis was conducted using Smart-PLS. The measurement model was assessed using 
reliability and validity tests, including Cronbach alpha, composite reliability, and Average 
Variance Extracted. The structural model was evaluated using path coefficients, t values, and p 
values. Bootstrapping was used to test the significance of relationships and mediation effects. 
 
Data Analysis  
Table 1 Measurement Model 
Construct Cronbach Alpha Composite Reliability AVE 
Employee Training 0.90 0.93 0.71 
Skill Development 0.89 0.92 0.69 
Organizational Productivity 0.91 0.94 0.73 
 
Interpretation of Measurement Model  
The assessment of the measurement model provides strong evidence regarding the reliability and 
validity of the constructs employed in this study, namely employee training, skill development, 
and organizational productivity. Establishing a robust measurement model is a prerequisite for 
ensuring that the structural relationships observed in the model are meaningful and not distorted 
by measurement errors. 
 
The reliability of the constructs was first evaluated using Cronbach’s alpha. All constructs 
reported values exceeding the recommended threshold of 0.70, which indicates satisfactory 
internal consistency (Hair et al., 2017). This suggests that the items used to measure each 
construct are highly correlated and consistently represent the underlying concept. High reliability 
reduces random measurement error and increases confidence in the results. 
 
Composite reliability was also examined to provide a more comprehensive measure of internal 
consistency. The composite reliability values for all constructs exceeded 0.90, indicating 
excellent reliability (Sarstedt et al., 2021). Unlike Cronbach’s alpha, composite reliability takes 
into account the outer loadings of individual indicators, making it a more accurate assessment of 
construct reliability in Partial Least Squares Structural Equation Modeling. The high composite 
reliability values confirm that the measurement items collectively provide a stable representation 
of the constructs. 
 
Convergent validity was assessed using the Average Variance Extracted. All constructs achieved 
AVE values above 0.50, which confirms that each construct explains more than half of the 
variance in its indicators (Henseler et al., 2015). This indicates that the indicators converge well 
on their respective constructs, providing evidence of convergent validity. The strong AVE values 
suggest that the measurement model is well specified and that the constructs are adequately 
represented by their indicators. 
 
Furthermore, the constructs were operationalized based on established scales from prior studies. 
Employee training was measured through items capturing the extent, quality, and effectiveness of 
training programs. Skill development was assessed through indicators reflecting improvements in 
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employees’ technical and soft skills. Organizational productivity was measured through 
indicators such as efficiency, output quality, and performance improvement. 
 
The results of the measurement model indicate that all constructs are measured with high levels 
of reliability and validity. This provides a strong foundation for the structural model analysis and 
ensures that the relationships among the constructs can be interpreted with confidence. The 
robustness of the measurement model enhances the credibility of the study and supports the 
validity of the findings. 
 
Table 2 Structural Model 
Path Beta T-value P-value 
ET → OP 0.42 6.50 0.000 
ET → SD 0.61 9.20 0.000 
SD → OP 0.38 5.80 0.000 
ET → SD → OP 0.23 4.60 0.000 
 
Interpretation of Structural Model  
The structural model analysis provides empirical support for the hypothesized relationships 
among employee training, skill development, and organizational productivity. The results indicate 
that employee training has a significant positive effect on organizational productivity. This 
finding confirms that training programs play a crucial role in enhancing employees’ performance 
and improving organizational outcomes. Trained employees are better equipped to perform their 
tasks efficiently, reduce errors, and contribute to organizational goals. 
 
The analysis also reveals a strong positive relationship between employee training and skill 
development. This finding suggests that training programs are effective in enhancing employees’ 
competencies and capabilities. Skill development is a key outcome of training, as it enables 
employees to apply their knowledge in practical situations and improve their performance. 
 
Furthermore, the relationship between skill development and organizational productivity is found 
to be positive and significant. This indicates that employees with higher levels of skills are more 
productive and contribute more effectively to organizational performance. Skill development 
enhances employees’ ability to perform tasks efficiently, leading to improved productivity 
outcomes. 
 
The mediation analysis provides important insights into the mechanism through which training 
influences productivity. The results indicate that skill development partially mediates the 
relationship between employee training and organizational productivity. This means that training 
affects productivity both directly and indirectly through skill development. The indirect effect 
highlights the importance of focusing on skill enhancement when designing training programs. 
 
The statistical significance of the path coefficients, as indicated by high t values and low p values, 
confirms the robustness of the model. The findings are consistent with human capital theory, 
which emphasizes the importance of investing in employee skills to improve productivity. The 
results also align with the resource-based view, which considers skilled employees as valuable 
resources that contribute to competitive advantage. 
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Overall, the structural model findings provide strong evidence that employee training and skill 
development are critical drivers of organizational productivity. The results highlight the 
importance of investing in training programs that focus on developing employees’ skills to 
achieve improved performance outcomes. 
 
Discussion 
The findings of this study provide significant theoretical and practical insights into the 
relationship between employee training, skill development, and organizational productivity. The 
positive impact of employee training on productivity confirms that training is a strategic 
investment rather than a cost. Organizations that invest in training programs are able to enhance 
employees’ competencies, improve performance, and achieve higher levels of productivity. 
 
The mediating role of skill development is a key contribution of this study. The findings suggest 
that training alone is not sufficient to improve productivity unless it leads to meaningful skill 
development. This highlights the importance of designing training programs that focus on 
practical skill enhancement rather than theoretical knowledge alone. Organizations should ensure 
that training programs are aligned with job requirements and provide opportunities for employees 
to apply their skills in real work situations. 
 
The results also emphasize the importance of continuous learning and development. In today’s 
dynamic business environment, employees must continuously update their skills to remain 
competitive. Organizations should create a learning culture that encourages employees to engage 
in continuous development. This can be achieved through various initiatives such as on-the-job 
training, mentoring, and professional development programs. 
 
From a managerial perspective, the findings suggest that organizations should adopt a strategic 
approach to training and development. Managers should assess the training needs of employees 
and design programs that address these needs. Additionally, organizations should evaluate the 
effectiveness of training programs to ensure that they achieve the desired outcomes. 
 
The study also has important implications for policymakers. Governments and institutions should 
promote workforce development initiatives to enhance the skills of the labor force. Investment in 
education and training programs can contribute to economic growth and development. 
 
Overall, the study contributes to the literature by providing a comprehensive understanding of 
how employee training and skill development influence organizational productivity. It highlights 
the need for a holistic approach that integrates training, skill development, and performance 
improvement. 
 
Conclusion with Future Recommendations  
This study examined the impact of employee training on organizational productivity, with a 
particular focus on the mediating role of skill development. The findings provide strong empirical 
evidence that employee training significantly enhances organizational productivity. Training 
programs improve employees’ knowledge, skills, and competencies, enabling them to perform 
their tasks more effectively and contribute to organizational success. 
 
The study also demonstrates that skill development plays a crucial mediating role in the 
relationship between training and productivity. Training programs enhance employees’ skills, 
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which in turn improve their performance and productivity. The partial mediation effect indicates 
that training influences productivity both directly and indirectly through skill development. 
 
These findings have important implications for theory and practice. From a theoretical 
perspective, the study contributes to the literature by integrating human capital theory and the 
resource-based view within a single framework. It provides a deeper understanding of the 
mechanisms through which training influences productivity. 
 
From a practical perspective, the study highlights the importance of investing in training and 
development programs. Organizations should design training programs that focus on skill 
development and align with organizational goals. Additionally, organizations should evaluate the 
effectiveness of training programs to ensure that they achieve the desired outcomes. 
 
Future research should explore additional factors that may influence the relationship between 
training and productivity. For example, employee motivation, leadership, and organizational 
culture could provide further insights into the mechanisms underlying productivity 
improvements. Longitudinal studies could also be conducted to examine the long-term effects of 
training programs. Furthermore, future studies could use mixed methods approaches to gain a 
deeper understanding of training effectiveness. Comparative studies across different industries 
and regions could enhance the generalizability of the findings. 
 
In conclusion, the study highlights the critical role of employee training and skill development in 
enhancing organizational productivity. By adopting a strategic approach to training and 
development, organizations can achieve sustainable performance and long-term success. 
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