
IJFANS INTERNATIONAL JOURNAL OF FOOD AND NUTRITIONAL SCIENCES 

ISSN PRINT 2319 1775 Online 2320 7876 

Research paper © 2012 IJFANS. All Rights Reserved, UGC CARE Listed ( Group -I) Journal Volume 12, Iss 1, 2023 

2770 

 

 

ANALYZING THE IMPACT OF TRAINING DESIGN ON EMPLOYEE 

PERFORMANCE: A GENDER AND AGE-BASED STUDY 

 
1Akansha Sati, 2Dr. Pooja Chaturvedi (Associate Professor), Dr. Ravindra Pathak (Dean and Professor) 

1Research Scholar, 2Supervisor, 3Co- Supervisor 

1-2 Department of Management, Rabindranath Tagore University 

 

Abstract: 

 

This research paper examines the intricate relationship between training design and employee 

performance, with a particular emphasis on how this relationship is influenced by gender and 

age. Utilizing descriptive statistics and independent sample t-tests, the study analyzes data from 

a diverse group of employees across various industries. The key findings reveal no significant 

difference in the effectiveness of training design when comparing different age groups (18-30 

and 30-42) and genders (male and female), suggesting that demographic-specific training 

design may not be as crucial as previously thought. This challenges existing notions about the 

need for highly tailored training programs based on age or gender, indicating a potential shift 

towards more universally applicable and inclusive training models. These insights have 

significant implications for organizational training strategies, advocating for a more flexible 

approach that accommodates a variety of learning preferences and styles. The study contributes 

to the field of human resource development by highlighting the potential for more inclusive 

training designs and sets a foundation for future research to further understand this critical 

aspect of employee development and organizational success. 
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I. Introduction 

 

In the ever-evolving landscape of modern workplaces, marked by a rich tapestry of 

demographic diversity, understanding the nuances of effective training design becomes 

increasingly critical. This paper delves into the intricate relationship between training design 

and employee performance, with a keen focus on gender and age as pivotal variables. The 

diverse workforce of today not only spans a broad spectrum of ages but also encompasses 

varied gender identities, each bringing unique perspectives and learning styles to the table. This 

heterogeneity presents a complex challenge for designing training programs that are not just 

universally effective but also cater to the specific needs of these different groups. 

 

A key aspect of this challenge lies in recognizing and accommodating age-related differences 

in learning preferences and styles. As employees traverse different stages of their professional 

lives, their approach to learning and absorbing new information evolves. This evolution 

necessitates a nuanced understanding of how training methodologies should adapt to maximize 

effectiveness across age groups. Similarly, the influence of gender on learning styles and 

training outcomes is a critical area of investigation. While traditional views on gender roles 

have undergone significant transformation, there is still a need to explore how these shifts 

translate into training environments. Are there inherent differences in how different genders 

engage with and benefit from specific training designs? This question remains particularly 

pertinent in the context of modern workplace training programs. 
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This research aims to bridge these knowledge gaps by meticulously analyzing the impacts of 

varied training designs on employee performance, scrutinizing these impacts through the lenses 

of age and gender. The first objective of this study is to dissect and understand the differential 

effects of training programs across diverse age groups. This exploration is crucial for tailoring 

training methodologies to be more effective and resonant with employees at different stages of 

their careers. The second objective shifts the focus to gender, aiming to unearth any significant 

disparities in training effectiveness between different genders. This investigation is geared 

towards illuminating the subtleties of gender dynamics in learning environments, thereby 

enabling the design of more inclusive and impactful training programs. Through this dual lens 

of age and gender, the study endeavors to contribute valuable insights into the optimization of 

training design, a cornerstone for enhancing employee performance and, by extension, 

organizational efficacy. 

 

A. Research objectives 

 

1. To assess the impact of training design on the performance of employees across 

different age groups. 

2. To evaluate the effectiveness of training programs in relation to gender differences 

among employees. 

 

B. Hypotheses 

 

Hypothesis 1: There is no significant relationship between training design of employees with 

different age groups 

 

Hypothesis 2: There is no significant relationship between training design of employees with 

Genders (Male and female) 

 

II. Literature Review 

 

A. Training Design and Its Importance 

 

The concept of training design encompasses a multifaceted approach to developing and 

delivering educational and skill-building programs within an organization. The significance of 

training design lies in its direct impact on the effectiveness of learning outcomes, as evidenced 

in studies by Smith and Jones (2020), who emphasize that well-structured training significantly 

enhances knowledge retention and skill application in the workplace. 

 

Kumar and Patel (2021) further argue that the design of training programs is instrumental in 

employee engagement and motivation. They highlight that training programs tailored to meet 

the specific needs and learning styles of employees can lead to increased job satisfaction and 

productivity. This view is supported by Lee and Nguyen (2019), who found a positive 

correlation between customized training designs and overall employee performance metrics. 

 

Moreover, the importance of training design extends beyond individual performance. As 

highlighted by O'Brien and Peters (2022), effective training is a key driver of organizational 

development and competitiveness. They point out that in the rapidly changing business 

environment, organizations that invest in adaptive and flexible training designs are more likely 

to keep pace with industry advancements and maintain a skilled workforce. 
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This body of research underscores the critical role of training design in both fostering 

individual employee growth and sustaining organizational success. It sets the foundation for 

exploring how these training designs can be optimized across various demographic segments, 

specifically in relation to age and gender. 

 

B. The Influence of Age on Training Effectiveness 

 

The influence of age on training effectiveness is a topic of significant interest in the field of 

human resource development. Research conducted by Thompson and Davis (2021) reveals that 

different age groups respond uniquely to various training methods. Their study indicates that 

younger employees, often more familiar with digital technology, show higher engagement and 

learning outcomes when training incorporates tech-based tools and interactive methods. 

 

Conversely, a study by Garcia and Lee (2020) highlights that older employees may benefit 

more from traditional, instructor-led training formats that provide direct interaction and hands- 

on experiences. This preference is linked to their familiarity with conventional learning 

environments and possibly less comfort with newer technology-based learning platforms. 

 

Further exploring this topic, Martin and Singh (2019) conducted a comprehensive review 

which suggests that age-related differences in training effectiveness also stem from diverse life 

stages and career phases. They argue that training programs need to consider these life stage 

factors, as they significantly influence learning motivations and the applicability of the training 

content to one's job role. 

 

Additionally, research by Foster and Kaplan (2018) points out the importance of cognitive 

flexibility in training across different age groups. They found that while younger employees 

might quickly adapt to novel training methods and materials, older employees excel in applying 

their experience and contextual knowledge, provided the training design facilitates such 

integration. 

 

These studies collectively underscore the necessity for organizations to adopt a more age- 

inclusive approach to training design, recognizing and accommodating the distinct learning 

preferences and needs of different age groups to optimize training effectiveness. 

 

C. Gender differences in training and performance 

 

The exploration of gender differences in training and performance has unveiled nuanced 

insights into how training design can be optimized for diverse workplace demographics. 

Research by Anderson and Williams (2020) highlights that male and female employees may 

exhibit different preferences and outcomes in response to the same training programs. Their 

study suggests that women often show a preference for collaborative and communicative 

training environments, which they find more conducive to learning. 

 

In contrast, a study by Rodriguez and Park (2019) found that men might benefit more from 

competitive and individualistic training settings, where personal achievements and direct 

challenges are emphasized. These gender-based differences in learning preferences, as the 

study points out, have significant implications for the design and delivery of training programs. 

 

Moreover, Patel and Green (2021) investigated the impact of gender-inclusive training designs 

on performance outcomes. Their findings indicate that training programs that consciously 
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integrate elements catering to both genders not only enhance overall engagement but also lead 

to better performance outcomes across the board. 

 

Additionally, the role of gender in leadership training has been a focus in recent research. 

Thompson and Lee's (2022) work demonstrates that gender-targeted leadership training can 

effectively address unique challenges faced by women in leadership roles, thereby supporting 

gender diversity in higher organizational levels. 

 

These studies collectively suggest that understanding and incorporating gender differences in 

training design is not just a matter of equity but also a strategic approach to enhancing the 

overall effectiveness of training programs. By acknowledging and integrating these 

differences, organizations can create more inclusive and effective learning environments. 

 

D. Previous Research on the Topic 

 

The exploration of how training design impacts employee performance, particularly through 

the lenses of age and gender, has been an area of ongoing research, revealing a wealth of 

insights and sometimes conflicting findings. A seminal work by Hudson and Jacobs (2018) 

provides a comprehensive overview of past studies on training effectiveness, highlighting the 

evolving nature of training methodologies and their impact across various demographic groups. 

Their review underscores the importance of continually adapting training approaches to meet 

the changing needs and expectations of a diverse workforce. 

 

Further, in their meta-analysis, Kim and Park (2019) examine multiple studies on the 

relationship between training design and employee performance. They conclude that while 

there is a positive correlation between well-designed training programs and improved 

performance outcomes, the magnitude of this impact can vary significantly depending on the 

demographic characteristics of the trainees, such as age and gender. 

 

Additionally, the work of Chen and Li (2020) focuses specifically on the intersection of age, 

gender, and training effectiveness. They found that while both age and gender independently 

influence how employees respond to training, the interaction between these two variables can 

sometimes lead to unexpected outcomes, suggesting a complex interplay that demands more 

nuanced research. 

 

A critical review by Garcia et al. (2021) also sheds light on the need for more intersectional 

research in this area. They argue that while there is substantial research on age and gender as 

separate factors influencing training effectiveness, studies exploring how these factors intersect 

are relatively scarce, indicating a gap in the current literature. 

 

These previous studies collectively lay the groundwork for further exploration into how 

training design can be tailored to diverse employee groups. They also highlight the need for 

continuous research to adapt to the dynamic nature of workplaces and the evolving profiles of 

the workforce. 

 

III. Methodology: 

 

1. Data Collection: 
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o Sample Selection: A diverse sample of employees from various industries and 

sectors is selected using stratified random sampling. The sample includes both 
genders and two age groups: 18-30 and 30-42. 

o Questionnaire Design: A structured questionnaire is developed to collect data 
on training design and employee performance. The questionnaire is pre-tested 

for validity and reliability. 
2. Data Analysis: 

o Descriptive Statistics: The mean and standard deviation of training design 

scores for each age group and gender are calculated and presented in tables and 
graphs (Table 4.1 and Graph 4.1 for age, Table 4.2 and Graph 4.2 for gender). 

o Independent Sample T-Tests: To determine the significance of the 

relationship between training design and age (Hypothesis 4.1) and training 

design and gender (Hypothesis 4.2), independent sample t-tests are conducted. 
Levene's test for equality of variances is used to determine whether equal 

variances should be assumed or not. 

3. Ethical Considerations: 

o Informed Consent: Participants are informed about the research objectives, 
and their consent is obtained before data collection. 

o Data Privacy: Participant data is kept confidential and anonymized to ensure 
privacy and compliance with ethical standards. 

 

IV. Data Analysis 
 

Hypothesis 4.1 There is no significant relationship between training design of employees with 

different age groups 
 

Table 4.1 DESCRIPTIVE STATUSES OF TRAINING DESIGN OF EMPLOYEES ON 

THE BASIS OF THEIR AGE GROUP 
 

Group Statistics 

 

AGE 
 

N 
 

Mean 
Std. 

Deviation 
Std. Error 

Mean 

TRAINING 

DESIGN 

18-30 118 25.5169 5.32167 .48990 

30-42 97 26.0000 5.79332 .58822 
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Graph 4.1 
 

The descriptive status of training design of employees of different age groups has been 

analysed, and it has been found that the mean score and standard deviation of employees in the 

age group from 18-30 are higher than the mean score and standard deviation of employees in 

the age group from 30-42 with reference to training design. This information can be found in 

table 4.1 and graph 4.1. 
 

The results of this descriptive statistical analysis allow for the following conclusion to be drawn: 

different age groups have high training design type, and there is a significant difference between 

the various age groups with regard to training design type. 
 

Table 4.1.A: STATISTICAL TOOLS USED:- INDEPENDENT SAMPLE T-TEST 
 

Independent Samples Test 

 Levene's 

Test for 

Equality of 

Variances 

 

 

t-test for Equality of Means 

 

 

 
F 

 

 

 
Sig. 

 

 

 
t 

 

 

 
df 

 
Sig. 

(2- 
tailed) 

 

 
Mean 

Difference 

 

 
Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

TRAINING Equal 0.435 0.51 - 213 0.525 -0.48305 0.75917 - 1.0134 

DESIGN variances   0.636     1.97951  

 assumed          

30 

25 

20 

15 

18-30 

30-42 

10 

5 

0 

Mean Std. Deviation Std. Error Mean 
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30 

25 

20 

15 
MALE 

FEMALE 

10 

5 

0 

Mean Std. Deviation Std. Error Mean 

 

 Equal 

variances 

not 

assumed 

  - 

0.631 

197.427 0.529 -0.48305 0.76551 - 

1.99268 

1.02658 

 

Since P value > 0.05, null hypothesis is accepted in the case of training design type. 
 

INFLUENCE:- According to the findings that were derived from the table with the reference 

number 4.1.A, there is not a significant difference in the training design type between the two 

age groups. The standard significance value for data analysis is 0.05, however the significance 

value for this particular data analysis is 0.525; hence, the null hypothesis is accepted. 
 

Hypothesis 4.2: There is no significant relationship between training design of employees 

with Genders (Male and female) 
 

Table 4.2 DESCRIPTIVE STATUSES OF TRAINING DESIGN OF EMPLOYEES ON 

THE BASIS OF THEIR GENDERS 
 

Group Statistics 

 
 

GENDER 

 
 

N 

 
 

Mean 

 

Std. 
Deviation 

Std. 

Error 

Mean 

TRAINING 

DESIGN 

MALE 149 25.7919 5.52791 .45286 

FEMALE 151 26.2649 5.82718 .47421 

 

 

 

Graph 4.2 
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The descriptive status of training design of employees of different genders has been analysed, 

and it has been found that the mean score and standard deviation of female employees with 

reference to training design are greater than the mean score and standard deviation of male 

employees with reference to training design. This information can be found in table 4.2 and 

graph 4.2. 
 

This descriptive statistical analysis allows us to draw the conclusion that various genders have 

high training design types, and that there is a significant difference between different genders 

with regard to training design types. 
 

Table 4.2.A: STATISTICAL TOOLS USED:- INDEPENDENT SAMPLE T-TEST 
 

Independent Samples Test 

 Levene's 

Test for 

Equality of 

Variances 

 

 

t-test for Equality of Means 

 

 

 
F 

 

 

 
Sig. 

 

 

 
t 

 

 

 
df 

 

Sig. 

(2- 
tailed) 

 

 
Mean 

Difference 

 

 
Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

TRAINING 

DESIGN 

Equal 

variances 

assumed 

0.464 0.496 - 

0.721 

298 0.471 -0.47295 0.65594 - 

1.76382 

0.81792 

Equal 

variances 

not 

assumed 

  - 

0.721 

297.54 0.471 -0.47295 0.65571 - 

1.76338 

0.81747 

 

Since P value > 0.05, null hypothesis is accepted in the case of training design type. 
 

INFLUENCE:- It has been determined, using table no. 4.2.A as a source, that there is no 

statistically significant difference between the sexes with regard to the kind of training design. 

The standard significance value for data analysis is 0.05, however the significance value for 

this data analysis is 0.471, which is why the null hypothesis was found to be valid. 

 

V. Discussion 

 

A. Comparison of Age Groups 

 

1. Hypothesis 4.1 Findings: 

o The analysis revealed no significant difference in training design effectiveness 

between the two age groups (18-30 and 30-42), as indicated by a p-value greater 

than 0.05. This finding suggests that the age of employees did not markedly 
influence how they perceived or benefited from the training design in this study. 

2. Implications for Training and HR Practices: 

o These findings imply that organizations might not need to heavily customize 
training designs based solely on age groups. Instead, they could focus on 
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creating more universally appealing training programs that cater to a broader 

audience. 

o It also suggests a potential shift in how different age groups adapt to training, 

possibly due to the increasing ubiquity of technology across all ages. 
Organizations should, however, remain vigilant about incorporating a variety of 

training methods to cater to diverse learning preferences. 

 

B. Gender-Based Analysis 

 

1. Hypothesis 4.2 Findings: 

o Similar to the age-based analysis, the gender-based investigation found no 

significant relationship between training design and gender. The p-value 
exceeded 0.05, indicating that the differences in training design perception or 

effectiveness between male and female employees were not statistically 

significant. 

2. Implications for Gender Diversity in the Workplace: 

o This outcome suggests that gender-specific tailoring of training programs may 

not be as critical as previously thought. Organizations can focus on designing 
training that is inclusive and addresses broader competencies and skills rather 

than emphasizing gender differences. 

o It also highlights an encouraging trend towards a more gender-neutral response 
to training, which can be a positive step towards promoting equality and 

inclusivity in the workplace. 

 

C. Limitations of the Study 

 

• The primary limitation of this study is the generalization of results across industries and 

cultural contexts. Different sectors and workplace cultures might exhibit distinct 

dynamics in how age and gender influence training effectiveness. 

• The study also does not account for other variables that might affect training 

effectiveness, such as educational background, previous training experiences, or job 

roles. 

• The age groups selected are relatively close in range, and the findings might differ with 

a broader age spectrum. 

 

D. Future Research Directions 

 

• Future research could explore a wider range of age groups, including those above 42 

years, to understand better how older employees engage with training. 

• Investigating other demographic factors like educational background, ethnicity, or 

cultural influences could provide a more holistic understanding of training design 

effectiveness. 

• Longitudinal studies to track changes in training effectiveness over time as 

technological advancements and cultural shifts occur could offer valuable insights into 

evolving training needs. 

 

VI. Conclusion 

 

This research set out to explore the intricate dynamics between training design and employee 

performance, with a particular focus on how these elements interact with age and gender 
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variables. The findings of the study, based on the analysis of data from a diverse employee 

sample, reveal a surprising uniformity in the response to training across different age groups 

and genders. Specifically, the study found no significant difference in the effectiveness of 

training design when comparing different age groups (18-30 and 30-42) and genders (male and 

female), as evidenced by the p-values exceeding the 0.05 threshold in both hypotheses tests. 

These results challenge pre-existing notions about the necessity of highly tailored training 

programs based on these demographic factors. Instead, they point towards the potential benefits 

of developing more universally applicable training designs that can cater to a wider range of 

employees, without the need for significant customization based on age or gender. This insight 

holds substantial implications for organizational training strategies, suggesting a shift towards 

more inclusive, flexible training models that can accommodate a variety of learning preferences 

and styles. While these findings are enlightening, it's important to acknowledge the limitations 

of the study, particularly its generalizability across different industries and cultural contexts, 

and the narrow age range considered. Future research in this area could expand upon these 

findings by exploring a broader range of demographic variables and their impact on training 

effectiveness. In conclusion, this study contributes to the field of human resource development 

by highlighting the potential for more inclusive and universally effective training designs, and 

sets the stage for further research to continue enhancing our understanding of this crucial aspect 

of employee development and organizational success. 
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