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Abstract: The 21st century presents ample evidence that hint
towards extraordinary changes that have occurred in the
environment which has added a novel impetus to businesses and
warrants the need to integrate training and development within
the overall strategy of the organization with a view to make sure
that the business thrives in the competitive market and at the same
time facilitates growth. This facet implies that there is a need for
employees to be regularly trained with a view to enhance their
skills considering the fact that changes are occurring throughout
the workforce each and every day (Pearce, 2000).
Akin to any other organization, organizations from the
auto-ancillary sector too has a vision and a decree of where they
ultimately intend to be. Simply said, auto-ancillary industries need
to continuously evaluated their existing position and understand
the kind of changes that are required to help them reach where
they expect to eventually reach. The American Society for
Training and Development (ASTD) indicated that organizations
within the United States have been known to spend around $156
billion per year on an average to facilitate the training and
development of their employees (Miller, 2017).
While the significance of training and development is well
known, there are certain factors that influence training and
development within an organization. Thus, factors that influence
training and development within the auto-ancillary industries
would be the focus of this paper.
An attempt is made in this paper to discuss about the factors
influencing the training and development especially related with
Human Resources.

I. INTRODUCTION
The 21st century presents ample evidence that hint
towards extraordinary changes that have occurred in the
environment which has added a novel impetus to businesses
and warrants the need to integrate training and development
within the overall strategy of the organization with a view to
make sure that the business thrives in the competitive market
and at the same time facilitates growth. This facet implies that
there is a need for employees to be regularly trained with a
view to enhance their skills considering the fact that changes
are occurring throughout the workforce each and every day
(Pearce, 2000). In case the organization does not match pace
with the changes that take place, there is every possibility that
the organization is unable to meet its business objectives and
eventually becomes defunct. By facilitating regular training
and development within an organization, organizations have
the chance to gain a competitive advantage in the
continuously changing environment.
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In an organization, to strive in the market field, the role of
employee is vital. Also considering the auto ancillary
industry, this point holds strong. This paper depicts various
factors influencing the necessity of employee and the modes
for training and development.
Akin to any other organization, organizations from the
auto-ancillary sector too has a vision and a decree of where
they ultimately intend to be. Simply said, auto-ancillary
industries need to continuously evaluated their existing
position and understand the kind of changes that are required
to help them reach where they expect to eventually reach. At
the same time it is also imperative that they match pace with
the largely uncertain environment where changes constantly
occur in the economic, social, political and technological
environments. The American Society for Training and
Development (ASTD) indicated that organizations within the
United States have been known to spend around $156 billion
per year on an average to facilitate the training and
development of their employees (Miller, 2017).
The focus of training is to facilitate short-term skills and
knowledge that allow employees within an organization to
efficiently execute their present tasks. At the same time,
development activities are more focused on long-term goals
that equip the employee to accept additional responsibilities
in future (Nwokocha, 2015). Considering the fact that human
resources within an organization is the most significant as
well as dynamic resources held by an organization, the
advantages presented by training and development would
lead to an improvement in rendering service to customers,
facilitate higher rates of employee commitment, enhance the
skill levels, develop the experience and knowledge of
employees which leads to a marked increase in productivity
(Walsh et al., 2010).
While the significance of training and development is well
known, there are certain factors that influence training and
development within an organization. This paper will attempt
to identify human related factors that influence organizations
to adopt and execute training and development.
A study conducted by Bhasker (2013) indicated that
auto-ancillary industries are exposed to a crucial challenge
with regards to skilled manpower and an innate capability to
compete on a global level. The author concluded that within
the auto-ancillary industry human resources were not
appropriately handled elucidating factors such as unfavorable
working conditions, dismal or no training opportunities, low
remuneration and level of
education caused a high rate of
employee turnover.
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As a factor, human relation is also instrumental in
influencing training and development within organizations.
According to Burma (2014), it is imperative for managers to
establish and maintain excellent human relations thereby
rendering training and development as a primary condition
that helps in problems related to humans.
Another study by Bercu (2017) also revealed that the
exposure of employees to training can increase job
satisfaction. Moreover, employees who are subject to training
and development programmes are in a better position to
develop their self-esteem and lead to higher levels of job
satisfactions.
Providing periodic training and development for
employees is not only beneficial in enhancing the employee
productivity, job satisfaction and motivation but it also boosts
their self-perception, self-confidence while bringing down
level of anxiety and a sense of insufficiency.
Thus, factors that influence training and development
within the auto-ancillary industries would be the focus of this
paper which brings us to the research objectives.
 To examine factors that influence training and
development in auto-ancillary industry
 To recommend strategies to improve training and
development in auto-ancillary industry
An attempt is made in this paper to discuss about the factors
influencing the training and development especially related
with Human Resources.
II.

RESEARCH METHODOLOGY

Since this is a review paper, the research was conducted by
perusing prominent research papers in leading educational
databases such as Elsevier, Science Direct, Taylor and
Francis and other significant journals that related to social and
organizational research have been extensively evaluated to
cover the scope of this paper. With a view to add further
relevance to the existing review, research papers published
most recently as in the past were equally considered in order
to emphasize latest developments. Lexicons that were closely
associated with influencing factors have been largely utilized
to arrive at appropriate results.
The main objective of a review paper is to identify all the
researches that were published in the past in line with the
research objectives. Nonetheless, writing a review paper is
often challenged with any modification from the perspective
of how a present research has been published and how
multiple elements of the research is described in the literature
or categorized by organizations.
An attempt is made in this paper to discuss about the factors
influencing the training and development especially related
with Human Resources.

III. FACTORS INFLUENCING TRAINING AND
DEVELOPMENT
Seasonal Demand
Success of any industry including the auto-ancillary
industry depends on the training provided to the work force.
The auto-ancillary industry serves the automotive industry
and the automotive industry is subject to many fluctuations in
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demand. These fluctuations in demand are usually seasonal
and during peak season the demand for automobiles go up
whereas there is a drop at other times (Atieno, 2015). To meet
the demand of peak season, the auto ancillary industry needs
to certainly consider training and development of their
employees. Since the auto ancillary industry is also fraught
with issues relating to labour, training and development of
employees can be an effective way to manage labour related
challenges and the auto ancillary industry can certainly gain
from training and development programmes. Training the
work force of seasonal demand is really a challenging task of
any Management.
Performance Enhancement
Training and development is an area that is intrinsically
associated with organizational operations with a focus on
enhancing individual as well as organizational performance.
In other words, it is also termed as human resources
development which means developing the human resources
within an organization to ensure the competency of the
organization in their target market. The focus of training is on
initiating activities in the present day in order to facilitate the
development of personnel to execute their existing tasks as
well as to enable them with a skill advantage that will allow
them to execute their tasks tomorrow (Vinesh, 2014). Thus, it
can be said that training can enhance the overall performance
of the organization which in turn gives the much needed
impetus to organizations to initiate and execute training
activities within their organizations. The performance of the
organization indeed depends on performance enhancement of
the every employee’s in the organization and the need for
training in an organization is thus inevitable.
Human Relations
Another factor that influences training and development
within organizations is the human relations factor.
Organizations that provided regular training to their
employees have witnessed an increase in recruitment,
productivity and an employee turnover rate that was
comparatively low (Kusluvan, 2003). This is attributed due to
the human relations that are established when training is
provided and the values employees receive during the course
of their training.Providing training to staff members not only
improves their productivity, job satisfaction and motivation
but it also leads to a boost in the self-perception and
self-confidence of employees while bringing down anxiety
and inadequacy levels.
A study conducted by Atieno (2015) indicated that human
relations can play a critical role in influencing training within
organizations. According to the study, it was revealed that
factors relating to human relations like the need to improve
the process of motivation, necessity to enhance the
self-esteem and self-confidence, the requirement for a
learning environment that is healthy and the need to have
enhanced team work within organizations can have a major
influence on training within organizations. By carrying out
quality training inculcating human relation values that follows
the organizational goal will
elevate the position of the
organization with high turn
around.
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Personal Characteristics
Personal characteristics of employees are yet another
factor that is instrumental in influencing training and
development initiatives within organizations. An organization
might opt to provide training on the basis of the personal
characteristics of employees such as; gender, age, ethnicity
etc. (Anderson et al., 2008). Different traits indicate the level
of acceptance of employees towards training.
To systematically manage the employees the organization
should also deal with the individualistic characterization of
the human labor. The individual characteristics of employees
can be termed as a focused effort by an employee to
effectively utilize the training that has been imparted with a
view to impact the organizational outcomes. There are several
individual characteristics that have been identified by
researchers in the past that can influence the process of
training (Suleiman et al., 2016). These individual
characteristics would comprise of job satisfaction,
organizational cynicism, engagement with the job, and
organizational commitment. Further, the effectiveness of
training can also be influenced by the attitude, expectations,
values and interests of individuals. Individual characteristics
would also include traits such as cognitive ability,
conscientiousness, self-efficacy, anxiety, motivation and
achievement (Madagamage et al., 2014). Since it is difficult to
consolidate all these personal traits for the strategic training,
the organization choses the individual characteristic suitable
for their firm.
Prior Education
For the betterment of the organization, if the employee can
gather prior minimum information about the working, the
employer can deal the work process legibly and smoothly with
his employee. Several authors are of the opinion that
employees who are better educated have more scope to
receive further opportunities for training. Having a
well-educated workforce is an intrinsic factor that influences
whether the organization will initiate training programmes.
This is due to the fact that employees who are educated are in
a better position to understand and grasp concepts better
which will add much value to their day to day functionalities
(Maurer, 2015). This is particularly true in the case of
auto-ancillary industries where a large number of workers are
uneducated and are engaged in executing their day to day
activities on the shop floor. Prior education is very much
required to understand the technical related factors and its
impact on the finished product of the organisation. Hence, the
prior education also plays the vital role in the influencing the
factors of training and development.
Workforce Mobility
The propensity of the workforce to continuously shift
renders it difficult to establish trust-based relations at work. In
such situations it is imperative that organizations establish
trust based relationships and create engagement with
employees by facilitating regular training (Juhdi et al., 2010).
Regular training can enrich the working experience of the
employee as they will be benefitting from the learning that
they acquire which will be utilized by them to improve the
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organizational outcomes while augmenting their knowledge.
Minimum is the mobility of work force, maximum is the time
an employer has to bind a healthy engagement with the work
force. As mentioned earlier, an organization with frequent
workforce mobility takes a huge time to focus on
development. Thus, mobility of the workforce is one of the
key factors that drive organizations to initiate training
activities for their personnel.
Human Resource Practices
Human resource practices that are being followed in
specific work environments present a significant setting
within which training can be conducted. These HR practices
play an intrinsic role in mediating the impact that training can
have (Shaukat et al., 2015). Literature pertaining to this aspect
(Fook et al., 2015) indicates that extensive training or
increasing the number of training might not be effective if the
strategies used for human resources are not in alignment with
the training activities. Human Resoure practices involves
from recruitment to exit of employees in the organisation. It
plays the important role to choose the right employees with
right prior education, personal characteristics, conducting
required training for performance enhancement of employee
and organisation.
IV. FACTORS INFLUENCING TRAINING AND
DEVELOPMENT IN THE AUTO ANCILLARY
INDUSTRY
Considering all the above factors to healthily promote
human relation with the organization, to be a part of an auto
ancillary industry requires researching all the factors resulting
in a profit goal. Combining the advantage and disadvantage of
all the factors, the following outcomes are made. To meet the
seasonal demand, organizations have to upgrade the skill
levels of employees, but upgrading the skill level of
employees would depend on their existing level of education.
Again the meeting the seasonal demand is to ensure that the
organizational performance is improved however,
organizational performance can only be improved if periodic
changes in the workplace are affected. All these factors are
thus intricately related and necessitate the need for training.

V. CONCLUSION
On a whole, several factors influence the necessity of
training and development to the employees. For the efficient
promotion of the organization in the competitive market, this
paper has successfully dealt the factors driving the human
force to the working process. This factors in one or the other
way, positively promote the growth of the auto ancillary
industry keeping on account the demand, performance and
human values. The seven factors that have been discussed
within this paper are the most common ones that are
applicable across industries, however; only three of the
factors viz., seasonal demand, performance enhancement, and
prior education are instrumental in influencing training within
the auto ancillary industries. Other factors are still relevant
since no organization run
without the basic knowledge
about their employee’s traits
and goals to make them the
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organizational goals. Rather than concentrating these factors
for the holistic training and development of employees,
various other factors should also be considered. Other factors
of Human Relations, Human resources and work force
mobility are well managed by many organizations. Personal
characteristics also need to be given equal priority in the
important influencing factors of training and development.
Overall, developing suitable workforce to meet the seasonal
demand, performance enhancement of employee to achieve
the organization’s performance enhancement, base of prior
education considering the long term vision of organizations
are important.We discussed about the factors influencing the
training and development especially related with Human
Resources.
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