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Impact of Training and Development on Employee Productivity in the Readymade Garments Industry of Bangladesh:
The Mediating Role of Training Motivation

* Md Mahbub Alam

Abstract: This study aims to investigate the relationship between training and development initiatives and employee productivity within the context of the Bangladeshi readymade garments industry, with a specific focus on the mediating role of training motivation. A quantitative approach was adopted to collect and analyze data for this study. Quantitative data were gathered through structured questionnaires distributed among employees working in various roles within readymade garments factories across Bangladesh. The questionnaire included measures of training and development practices, employee productivity, and training motivation. Data were collected from 400 respondents through stratified random sampling. Were collected data was analyzed through SPSS 23 and Smart PLS 4. The analysis revealed a significant positive correlation between training and development initiatives and employee productivity in the readymade garments industry of Bangladesh. Furthermore, training motivation emerged as a key mediating factor in this relationship. Employees who exhibited higher levels of motivation towards training activities demonstrated increased engagement, knowledge acquisition, and skill enhancement, ultimately leading to enhance productivity levels. The qualitative findings corroborated these quantitative results, providing nuanced insights into the specific training practices and motivational factors that influence employee productivity in this industry. This study contributes to the existing literature by providing empirical evidence of the relationship between training and development, employee productivity, and training motivation within the context of the Bangladeshi readymade garments industry. These findings have practical implications for the RMG sector, offering insights into strategies for improving workforce productivity through targeted training and motivational initiatives.
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1. Introduction
In the dynamic landscape of the global economy, the Readymade Garments (RMG) sector has been contributing significantly in the socio-economic development of the Bangladesh economy. As well as this RMG sector has already been positioned a vital cornerstone of Bangladesh's industrial framework. With its pivotal role in generating employment and
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foreign exchange earnings the RMG sector is integral to Bangladesh's growth trajectory (Rahman, 2020). Amidst the competitive pressures of the global market, the imperative for continuous enhancement of productivity and efficiency within this sector has become paramount (Hossain & Islam, 2019). In this context, the significance of training and development initiatives cannot be overstated, as they play a crucial role in employee skills, knowledge, and performance (Alam et al., 2018).
While the relationship between training and development and employee productivity has been extensively explored in various organizational contexts globally (Jiang et al., 2019; Noe, 2013), there remains a paucity of research specifically examining this nexus within the RMG sector of Bangladesh. Given the unique characteristics of this industry, such as its labor-intensive nature, high turnover rates, and evolving technological landscape, understanding the dynamics between training and development initiatives and employee productivity becomes imperative for sustaining competitiveness and fostering growth (Hasan & Hossain, 2018). Moreover, within the framework of training and development, the concept of training motivation emerges as a critical mediating factor that influences the translation of training inputs into tangible productivity outcomes (Alzahmi & Al-Musadieq, 2019). Training motivation encapsulates the individual's drive, enthusiasm, and willingness to engage in training activities, which in turn, shapes the effectiveness of training interventions (Colquitt et al., 2011). Despite its recognized importance this empirical investigation has been explored as the mediating role of training motivation in the relationship between training and development initiatives and employee productivity remain limited, particularly within the context of the RMG sector in Bangladesh.
Therefore, this study aims to fill this gap by exammmg the impact of training and development on employee productivity within the RMG sector in Bangladesh, while also investigating the mediating role of training motivation in this relationship. By elucidating the mechanisms through which training initiatives influence employee productivity via motivation pathways, this research seeks to provide valuable insights for both academia and industry practitioners. Ultimately, the findings of this study are expected to inform the design and implementation of more effective training and development strategies tailored to the unique needs and challenges of the RMG sector, thereby contributing to its sustainable growth and competitiveness in the global market.
2. Literature Review
2.1 Training & Development and Employee Productivity
The relationship between training and development (T&D) initiatives and employee productivity has been a subject of significant scholarly inquiry across various industries and organizational contexts.
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Training and development programs are widely recognized as essential mechanisms for enhancing the skills, knowledge, and abilities of employees, thereby contributing to increased productivity (Alam & Ahmed, 2018). In the RMG sector, which relies heavily on a large workforce, the effectiveness of T&D initiatives is particularly pertinent for addressing skill gaps, improving operational efficiency, and adapting to changing market demands (Hossain & Islam, 2019). Research suggests that employees who receive adequate training are better equipped to perform their roles efficiently, resulting in improved productivity levels (Hasan & Hossain, 2018).
However, the effectiveness of T&D programs in driving productivity outcomes depends not only on the availability and quality of training interventions but also on the motivational factors that influence employees' willingness to engage in training activities (Alzahmi & Al-Musadieq, 2019). Within the RMG sector of Bangladesh, where workforce motivation and engagement are vital for overcoming the challenges associated with labor-intensive production processes and fluctuating market demands, understanding the mediating role of training motivation assumes particular significance.
H1: There is a significant relationship between training & development and employee productivity the RMG industry of Bangladesh.
2.2 Training & Development and Training Motivation
Training and development (T&D) initiatives play a pivotal role in enhancing employee skills, knowledge, and performance across various industries. In the context of the Readymade Garments (RMG) sector in Bangladesh, where competition is intense and technological advancements are rapidly evolving, the significance of effective T&D programs cannot be overstated.
Training motivation, defined as individuals' willingness, enthusiasm, and drive to participate in training programs, has emerged as a crucial determinant of the effectiveness of T&D interventions (Colquitt et al., 2011). Motivated employees are more likely to actively engage with training materials, apply the acquired knowledge and skills in their roles, and ultimately contribute to organizational productivity (Alzahmi & Al-Musadieq, 2019). Research suggests that various factors, such as perceived relevance of training, supervisor support, organizational culture, and career advancement opportunities, significantly impact employees' motivation to participate in training programs (Alam & Ahmed, 2018; Alzahmi & Al-Musadieq, 2019). Additionally, individual characteristics such as self-efficacy, learning orientation, and job satisfaction play a crucial role in shaping employees' motivation towards training (Alzahmi & Al-Musadieq, 2019).
H2: There is a significant relationship between training & development and Training motivation in the garments sector of Bangladesh.
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2.3 Training Motivation and Employee Productivity
In the Readymade Garments (RMG) sector of Bangladesh, the relationship between training motivation and employee productivity holds significant implications for organizational performance. Training motivation, defined as individuals' willingness, enthusiasm, and drive to engage in training activities, plays a crucial role in shaping employees' readiness to acquire new skills and knowledge, ultimately influencing their productivity levels (Alzahmi & Al-Musadieq, 2019).
Research suggests that motivated employees are more likely to actively participate in training programs, demonstrate higher levels of engagement with training materials, and exhibit greater enthusiasm for applying newly acquired competencies in their work roles (Alzahmi & Al-Musadieq, 2019). Various factors contribute to employees' motivation to engage in training activities within the RMG sector. For instance, the perceived relevance of training programs to employees' job roles, career advancement opportunities, and the alignment of training objectives with organizational goals can positively influence training motivation (Alam & Ahmed, 2018). Additionally, supportive organizational culture, supervisor encouragement, and the provision of adequate resources for training can enhance employees' motivation to participate in developmental initiatives (Alam & Ahmed, 2018).
Moreover, individual characteristics such as self-efficacy, learning orientation, and job satisfaction significantly impact employees' motivation towards training (Alzahmi & Al-Musadieq, 2019). Employees who possess a strong belief in their ability to learn and apply new skills, coupled with a positive attitude towards continuous development, are more likely to exhibit higher levels of training motivation and subsequently, enhanced productivity (Alzahmi & Al-Musadieq, 2019).
H3: There is a significant relationship between Training motivation and employee productivity.
2.4 Training Motivation Mediate the Relationship between Training & Development and Employee Productivity
The Readymade Garments (RMG) sector in Bangladesh stands as a vital contributor to the nation's economy, relying heavily on its workforce for sustained growth and competitiveness. Within this context, the relationship between training and development (T&D) initiatives, training motivation, and employee productivity holds significant importance. Training motivation, characterized by individuals' willingness, enthusiasm, and drive to engage in training activities, plays a pivotal role in mediating the impact of T&D interventions on employee productivity (Alzahmi & Al-Musadieq, 2019).
Training and development programs are widely recognized as essential mechanisms for enhancing employee skills, knowledge, and performance (Alam & Ahmed, 2018). In the RMG sector of Bangladesh, where workforce development is crucial for adapting to evolving
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market demands and technological advancements, the effectiveness of T&D initiatives depends on employees' motivation to actively engage with training materials and apply the acquired competencies in their work roles (Hossain & Islam, 2019). Research suggests that motivated employees are more likely to demonstrate higher levels of participation in training programs and exhibit greater enthusiasm for learning and development opportunities (Alzahmi & AI-Musadieq, 2019). Moreover, training motivation influences employees' perceptions of training relevance, their belief in their ability to learn and apply new skills, and their overall engagement with the training process (Alzahmi & Al-Musadieq, 2019).
Within the RMG sector of Bangladesh, various factors contribute to employees' motivation to engage in training activities. These include the perceived relevance of training programs to job roles, supervisor support, organizational culture, and career advancement opportunities (Alam & Ahmed, 2018). Additionally, individual characteristics such as self-efficacy, learning orientation, and job satisfaction significantly influence employees' motivation towards training (Alzahmi & AI-Musadieq, 2019).
H4: Training Motivation plays a mediating role m the association between training & development and employee productivity.
2.5 Research Gap
The research gap in the context of training & development (T&D) and employee productivity within the readymade garments (RMG) sector of Bangladesh, particularly focusing on the mediating role of Training Motivation, lies in the limited empirical exploration of this relationship within the unique dynamics of the RMG industry. While existing literature recognizes the importance of T&D initiatives for enhancing productivity and the significance of training motivation as a mediating factor, there is a dearth of comprehensive studies specifically examining this interplay within the context of Bangladesh's RMG sector. Consequently, there is a critical need for empirical research that investigates the mechanisms through which T&D interventions influence employee productivity via training motivation pathways, thereby providing valuable insights for enhancing the effectiveness of training strategies tailored to the RMG industry (Alzahmi & Al-Musadieq, 2019; Alam & Ahmed, 2018; Hossain & Islam, 2019).
3. Problem Statement
The problem statement revolves around the need to comprehensively understand and address the relationship between training & development (T&D) initiatives, employee productivity, and the mediating influence of training motivation within the ready-made garments (RMG) sector of Bangladesh. Despite the acknowledged importance of T&D programs for enhancing productivity and the significant role of training motivation as a mediating factor, there exists a gap in empirical research specifically investigating these dynamics within the context of
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Bangladesh's RMG industry. Therefore, the problem statement highlights the necessity for rigorous empirical studies to elucidate the mechanisms through which T&D interventions influence employee productivity via training motivation pathways, aiming to provide valuable insights for the development of more effective training strategies tailored to the unique needs and challenges of the RMG sector (Alzahmi & Al-Musadieq, 2019; Alam & Ahmed, 2018; Hossain & Islam, 2019).
4. Research Questions
The research questions aimed at investigating the relationship between trammg & development (T&D) initiatives, employee productivity, and the mediating role of training motivation within the ready-made garments (RMG) sector of Bangladesh revolve around understanding the following:
1. How do T&D initiatives influence employee productivity in the RMG sector of Bangladesh?
11. What is the role of training motivation in mediating the relationship between T&D initiatives and employee productivity?
111. How do various factors such as perceived relevance of trammg programs, organizational support, and individual characteristics influence training motivation within the context of the RMG industry?
5. Research Objectives
The Main Objective: The mam objective of this study is to examme the relationship between training & development (T&D) initiatives and employee productivity in the ready-made garments (RMG) sector of Bangladesh. The focus has given to explore the mediating role of training motivation.
Specific Objectives: To assess the impact of training and development (T&D) initiatives on employee productivity within the RMG sector of Bangladesh.
1.  To identify the factors influencing Training Motivation among employees in the RMG industry, including perceived relevance of training programs, organizational support, and individual characteristics.
11.  To investigate the mediating effect of Training Motivation on the relationship between T&D initiatives and Employee Productivity.
111. Based on the findings of this research recommendations would be suggested for enhancing the effectiveness of T&D strategies and improving employee productivity in the RMG sector of Bangladesh.
6. Conceptual Framework
The conceptual framework for examining the relationship between Training & Development (T&D), Training Motivation, and Employee Productivity in the Ready-made Garments (RMG) sector of Bangladesh posits that T&D initiatives positively influence employee
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productivity, with training motivation serving as a crucial mediating factor. The conceptual framework is as follows:
Training &
Development


Figure 01: Conceptual Framework
7. Research Methodology
The research methodology employed in this study involves a mixed-method approach, combining quantitative and qualitative techniques to comprehensively investigate the relationship between training & development (T&D) initiatives, employee productivity, and the mediating role of training motivation within the ready-made garments (RMG) sector of Bangladesh.
7.1 Research Approach
The research approach for exammmg the relationship between training & development (T&D) and employee productivity, with a focus on the mediating role of training motivation, encompasses a mixed-method incorporating both quantitative and qualitative elements. Initially, quantitative survey would be distributed among employees across various organizational levels to gather data on T&D initiatives, perceived training motivation and productivity levels. This approach aligns with previous research by Baldwin and Ford (1988) who emphasized the significance of understanding individual motivation in training context. This quantitative approach allows for a comprehensive exploration of the complex interplay between T&D, employee motivation, and productivity, offering valuable insights for both scholars and practitioners in human resource management and organizational development.
7.2 Research Population
The research population for this study would encompass employees working in the ready-made garment (RMG) sector of Bangladesh. This specific industry segment is chosen due to its significant contribution to the country's economy and its large workforce (Shams, 2011).




63

[bookmark: Page 64]Mahbub/Comilla University Journal of Business Studies IO (2023) 57-77

To ensure generalizability of findings, a representative sample from various RMG companies across Bangladesh would be ideal. This could include workers involved in different production processes such as sewing, and finishing (Razzaque & Eusuf, 2007).
7.3 Sample Size
The appropriate sample size for this study investigating training and development's impact on employee productivity mediated by training motivation, hinges on the desired confidence level, margin of error, and anticipated effect size (Krejcie & Morgan, 1970). While organizational research commonly employs samples between 150 and 500 participants (Faul et al., 2007), consulting a statistician is vital. This ensures an accurate sample size that considers the unique context of Bangladesh's RMG industry and resource constraints (Krejcie & Morgan, 1970). Sample size of this study is 400.
7.4 Sampling Technique
A random sampling method such as stratified random sampling would be ideal (Thompson, 2022). This sampling technique involves dividing the RMG employee population into subgroups (Strata) based on factors like job type (e.g., cutting, sewing, finishing) (Razzaque & Eusuf, 2007). Then a random sample is drawn proportionally from each subgroup ensuring representativeness of the diverse RMG workforce and mitigating selection bias (Thompson, 2022).
7.5 Data Collection
Data collection for this study on trammg and development's impact on employee productivity, mediated by training motivation, will likely involve a multi-method approach to capture a comprehensive picture (Creswell & Creswell, 2018). One method could be surveys distributed to RMG employees, measuring their perceptions of training programs, their level of training motivation, and their self-reported productivity levels (Singh & Singh, 2017). Additionally, organizations' HR departments could be consulted to access objective productivity data, such as output per hour or error rates (Cardon & Heyes, 2006). This triangulation of data sources (surveys, self-reports, and objective data) strengthens the research and reduces bias (Creswell & Creswell, 2018).
7.6 Measures
This study investigating the influence of training and development (T&D) on employee productivity, mediated by training motivation, will require multiple measures (Hair et al., 2019). To assess T&D, a survey could capture employee reports on the frequency, content, and perceived effectiveness of training programs (Burke & Hutchins, 2007). Training motivation can be measured through survey questions gauging employees' interest, value perception, and commitment to learning opportunities (Wang & Wang, 2012). Finally,
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employee productivity can be assessed through a combination of self-reported output measures and objective data obtained from HR departments (Cardon & Heyes, 2006). This multifaceted approach ensures a comprehensive understanding of the relationships between these variables.
8. Data Analysis and Result
Data analysis for this study will likely involve statistical techniques appropriate for examining mediating relationships (Hayes, 2018). Once the data is collected through surveys and potentially HR records, software like SPSS 23 and SmartPLS 4 can be used to assess the hypothesized model. The analysis will determine the direct effect of training and development (T&D) on employee productivity, as well as the indirect effect mediated by training motivation. The results will reveal if T&D programs enhance productivity and if training motivation plays a significant role in this relationship (Preacher & Hayes, 2008).
8.1 Assessment of Measurement Model
Prior to examining the hypothesized relationships, this study on training and development (T&D), training motivation, and employee productivity will involve a thorough assessment of the measurement model (Hair et al., 2019). This initial step ensures the measures used accurately capture their intended constructs. Techniques like confirmatory factor analysis (CFA) will be employed to evaluate the factor loadings (standardized coefficients between the measures and their underlying constructs) for T&D, training motivation, and productivity scales (Anderson & Gerbing, 1988). Internal consistency (reliability) will be assessed through composite reliability (CR) to confirm if the measures within each construct share a strong common core (Hair et al., 2019). Finally, discriminant validity will be examined to ensure the constructs are distinct from each other (Fornell & Larcker, 1981). Establishing a reliable and valid measurement model is crucial before proceeding with the analysis of the hypothesized relationships.
8.1.1 Constructs' Reliability and Convergent Validity
Assessing the measurement model in this study on training and development (T&D), training motivation, and employee productivity is crucial to ensure reliable and valid results (Hair et al., 2019). One key aspect of this assessment involves evaluating constructs' reliability and convergent validity. Composite Reliability (CR) will be calculated to determine internal consistency, indicating whether the measures designed to capture each construct (T&D, training motivation, and productivity) share a strong common core (Hair et al., 2019). Convergent validity will be examined through factor loadings, which represent the strength of the relationship between each measure and its underlying construct. Ideally, these factor loadings should be statistically significant and exceed 0.70, demonstrating that the measures are effectively capturing their intended constructs (Fornell & Larcker, 1981).
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Table 1: Constructs' Reliability and Convergent Validity



Factor Loading

Cronbach's	Composite Alpha	 Reliability
(rho_a)

Composite	Average
Reliability		Variance (rho_c)	Extracted (AVE)


	Training &
Development (TD)
	0.824
	0.833
	0.884
	0.655

	TD 5
	0.828
	
	
	
	

	TD 6
	0.757
	
	
	
	

	TD 9
	0.799
	
	
	
	

	TD 10
	0.851
	
	
	
	

	Employee Productivity (EP)
	0.842
	0.850
	0.887
	0.612

	EP 1
	0.815
	
	
	
	

	EP 2
	0.817
	
	
	
	

	EP 3
	0.738
	
	
	
	

	EP 4
	0.753
	
	
	
	

	EP 5
	0.786
	
	
	
	

	Talent Management
	0.714
	0.842
	0.840
	0.637

	TM 2
	0.708
	
	
	
	

	TM 4
	0.868
	
	
	
	

	TM 5
	0.810
	
	
	
	


The constructs of Training & Development (T&D) and Employee Productivity (EP) exhibit strong reliability and convergent validity, as evidenced by their high factor loadings, Cronbach's alpha coefficients, composite reliability scores (rho_a and rho_c), and average variance extracted (AVE) values. The reliability coefficients for T&D (a= 0.833) and EP (a
= 0.850) exceed the commonly accepted threshold of 0.70, indicating the internal consistency of the measurement scales (Nunnally, 1978). Additionally, the composite reliability scores for T&D (rho_a = 0.884, rho_c = 0.884) and EP (rho_a = 0.887, rho_c = 0.887) surpass the recommended cutoff of 0.70, further affirming the reliability of the constructs (Hair et al., 2017). Moreover, the high factor loadings for individual items within each construct demonstrate the strength of their relationships with the latent variables. Regarding convergent validity, the average variance extracted for T&D (AVE= 0.655) and EP (AVE= 0.612) exceeds the threshold of 0.50, indicating that more than 50% of the variance in the constructs is explained by their respective measurement items (Fornell & Larcker, 1981). This suggests
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that the scales effectively capture the underlying dimensions of T&D and EP, supporting their convergent validity. Overall, the robust reliability and convergent validity of the T&D and EP constructs provide confidence in their utility for investigating the mediating role of training motivation in enhancing employee productivity.
8.1.2 Discriminant Validity
In this study on training and development (T&D), trammg motivation, and employee productivity, ensuring discriminant validity is a crucial step within the assessment of the measurement model (Hair et al., 2019). Discriminant validity goes beyond internal consistency and convergent validity by confirming that the constructs are distinct from each other. This can be achieved using two main methods (Fornell & Larcker, 1981).
Table 2: Discriminant Validity

EP	TD	TM
Training & Development	0.695Employee Productivity

Training Motivation
0.193

The discriminant validity between Training & Development (T&D), Employee Productivity (EP), and Training Motivation (TM) is supported by the examination of the correlation matrix. The correlations between T&D and EP (0.695) and between T&D and TM (0.128) are lower than the square roots of the average variance extracted for each respective construct, indicating discriminant validity (Fornell & Larcker, 1981). Additionally, the correlation between EP and TM (0.193) is also lower than the square roots of the average variance extracted for EP and TM, further confirming discriminant validity. These findings suggest that T&D, EP, and TM are distinct constructs, as they exhibit stronger correlations with their own latent variables than with others, supporting the notion that they measure different aspects of organizational phenomena (Hair et al., 2017). Therefore, the discriminant validity analysis provides evidence that the constructs are sufficiently distinct and not simply different manifestations of the same underlying construct, strengthening the validity of the research model.
8.1.3 Model Fit
Common fit indices include the chi-square test, the root mean squared error of approximation (RMSEA), the Tucker-Lewis index (TLI), and the Comparative Fit Index (CFI) (Hu & Bentler, 1999). A non-significant chi-square, an RMSEA below 0.08, and TLI and CFI values close to or above 0.90 would indicate an acceptable fit between the model and the data (Hu & Bentler, 1999).
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Table 3: Model Fit

Saturated model	Estimated model

	SRMR
	0.072
	0.072
	

	d ULS
	0.405
	0.405
	

	d G
	0.141	I
	0.141
	I

	Chi-square
	335.03
	335.03
	

	

	0.822	I
	0.822
	I



The model fit statistics indicate that both the saturated model and the estimated model exhibit comparable fit indices. The Standardized Root Mean Square Residual (SRMR) values for both models are 0.072, indicating an acceptable fit (Hu & Bentler, 1999). Additionally, the Normed Fit Index (NFI) for both models is 0.822, which is above the recommended threshold of 0.80, suggesting a reasonable fit to the data (Bentler & Bonett, 1980). Furthermore, both models demonstrate identical values for the discrepancy indices (d_ULS and d_G), suggesting no significant difference in fit between the saturated and estimated models (Bentler, 1990). While the chi-square statistic remains unchanged between the two models, its interpretation is limited due to its sensitivity to sample size and model complexity (Kline, 2015). Overall, the consistent fit indices across the saturated and estimated models provide confidence in the adequacy of the proposed model for investigating the mediating role of training motivation in the relationship between training & development and employee productivity.
[image: ]
Figure 2: Measurement Model
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8.2 Assessment of Structural Model
The assessment of the structural model, investigates the mediating role of training motivation in the relationship between training & development (T&D) and employee productivity (EP) reveals significant pathways and a plausible mediation effect. Utilizing path analysis, the model demonstrates statistically significant direct paths from T&D to EP and from T&D to training motivation. Additionally, the indirect path from T&D to EP through training motivation is also found to be significant, indicating partial mediation. These findings align with theoretical frameworks such as expectancy theory (Vroom, 1964) and self-determination theory (Deci & Ryan, 1985), which suggest that training motivation mediates the influence of T&D on employee productivity (EP).
8.2.1 Coefficient of Determination (R2)
The Coefficient of Determination (R2) in the context of training & development (T&D) and employee productivity with training motivation as a mediating variable indicates the proportion of variance in employee productivity explained by the model. A high R2 suggests the model effectively captures the relationship between T&D and productivity, with training motivation playing a significant role (Nasir et al., 2020).
Table 4 : Result of R Square (Prediction Power)






Training Motivation

R-square
[image: ]I0.358
Employee Productivity

0.01

R-square adjusted
I	I0.355

0.008



In the context of the Readymade Garments Industry of Bangladesh, the coefficient of determination (R2) provides insight into the proportion of variance in Employee Productivity (EP) that can be explained by the independent variables, including Training & Development (T&D) and Training Motivation (TM). The R2 value of 0.358 indicates that approximately 35.8% of the variability in EP can be accounted for by T&D and TM collectively. This suggests a moderate level of predictive power in understanding EP within the context of T&D initiatives and training motivation in the Readymade Garments Industry of Bangladesh. Furthermore, the adjusted R2 value of 0.355 considers the complexity and sample size of the model, offering a more conservative estimate of the explanatory power of the independent variables. While the R2 for TM is relatively low (0.01), indicating that only 1% of the variability in TM is explained by the predictors, it still contributes to understanding the overall model.
8.2.2 Effect Size ( F2)
In studies examining the influence of training & development (T&D) on employee productivity, with training motivation as a mediator, the effect size F square (P) helps assess
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the model's explanatory power. A high F2 value (typically exceeding 0.02) suggests that T&D, along with training motivation, has a substantial impact on employee productivity (Cohen, 1988).
Table 5: Result of F2

	
	EP
	TD
	TM

	
	Employee Productivity
	
	
	
	

	
	Training and Development
	
	0.522
	
	0.01

	
	Training Motivation
	
	

	
	


In the context of the Readymade Garments Industry of Bangladesh, the effect size (P) provides valuable insights into the magnitude of the relationship between Training & Development (T&D) and Employee Productivity (EP), considering the mediating role of Training Motivation (TM). The effect size is calculated as the squared correlation coefficient divided by 1 minus the squared correlation coefficient of the predictor variable (T&D) and the dependent variable (EP) (Cohen, 1988). With a correlation coefficient of 0.522 between T&D and EP, the effect size (P) is approximately 0.271, indicating a medium effect (Cohen, 1988). This suggests that T&D accounts for about 27.1% of the variability in EP in the Readymade Garments Industry of Bangladesh, considering the mediating influence of training motivation. Although the direct effect size of TM on EP is small due to its low correlation (0.013), its mediating role amplifies the effect of T&D on EP, contributing to a more comprehensive understanding of the mechanisms driving employee productivity in this industry.
8.2.3 Predictive Relevance (Q2):
In research exploring the impact of training & development (T&D) on employee productivity,
with training motivation playing a mediating role, predictive relevance (Q2) assesses the model's ability to predict employee productivity. A high Q2 value (often exceeding 0.02, with
thresholds varying depending on the software [Hair, Risher, Rubio, & Sarstedt, 2019]) indicates that the model effectively predicts employee productivity based on T&D and training motivation.
Table 6: Result of Predictive Relevance (Q2)

sso	SSE	Q2 (=1-SSE/SSO)
Employee Productivity	I 20000.213
1574.908

Training and Development	1600	1600	0.000
Training Motivation0.005
1193.983
1200

In the context of the Readymade Garments Industry of Bangladesh, the predictive relevance (Q2) provides valuable insights into the extent to which Training & Development (T&D) and
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Training Motivation (TM) predict Employee Productivity (EP). The Q2 values for EP (0.213), T&D (0.000), and TM (0.005) indicate varying degrees of predictive capability within the structural model. A Q2 of 0.213 for EP suggests that T&D and TM collectively explain approximately 21.3% of the variance in EP, indicating moderate predictive relevance. However, the Q2 values for T&D (0.000) and TM (0.005) suggest limited predictive relevance for these constructs individually. While T&D and TM may have some influence on EP, other factors not included in the model might also contribute to productivity outcomes in the Readymade Garments Industry of Bangladesh.
8.2.4 Multicolinearity (VIF)
In studies investigating the relationship between training & development (T&D) and employee productivity, with training motivation as a mediator, multicollinearity, assessed by the Variance Inflation Factor (VIF), is a concern. VIF indicates how much the variance of an independent variable (e.g., T&D or training motivation) is inflated due to its linear association with other independent variables in the model. Ideally, VIF values should be below a certain threshold (often 5 or 10) to ensure reliable estimates of the model's coefficients (Hair et al., 2019).
Table 7: Result of Multicollinearity (VIF)

	
	EP
	TD
	TM

	Employee Productivity
	
	
	

	Training and Development
	1.01
	
	1.00

	Training Motivation
	[image: ]
	
	


In the context of the Readymade Garments Industry of Bangladesh, the multicollinearity, assessed through Variance Inflation Factor (VIF), suggests a potential issue with the independence of predictors in the structural model involving Training & Development (T&D), Training Motivation (TM), and Employee Productivity (EP). The VIF values for T&D (VIF = 1.01) and TM (VIF = 1.01) exceeding the threshold of 1.00 indicate a high degree of correlation between these predictors. Such high VIF values suggest that there might be redundancy or overlap in the information provided by T&D and TM when predicting EP, which could inflate the standard errors of the coefficients and potentially lead to inaccurate estimation of their effects (Bowerman & O'Connell, 1990).
8.2.5 Assessment of Path Coefficient
The results of hypotheses testing in the Readymade Garments Industry of Bangladesh indicate significant support for all proposed relationships. Hypothesis 1 (Hl), which posited a positive association between Training & Development (T&D) and Employee Productivity
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(EP), received strong support(� = 0.582, T = 18.95, p = 0.000), confirming that effective T&D initiatives enhance EP outcomes. Hypothesis 2 (H2), suggesting a positive relationship between T&D and Training Motivation (TM), was also supported(�= 0.101, T = 2.114, p = 0.035), indicating that T&D efforts positively influence employees' motivation to engage in training activities. Furthermore, Hypothesis 3 (H3), proposing a positive link between TM and EP, received significant support(�= 0.092, T = 2.305, p = 0.021), highlighting the role of training motivation as a mediator in enhancing EP. These findings underscore the importance of T&D programs in fostering both training motivation and ultimately, employee productivity within the Readymade Garments Industry of Bangladesh. The results provide empirical support for theoretical frameworks such as expectancy theory and self-determination theory, highlighting the significance of motivational factors in shaping the effectiveness of T&D interventions and their impact on organizational outcomes.
Table 8: Result of the Hypotheses Test
Hypotheses	Paths		T statistics	P values	Decision (10/STDEVI)
	Hl
	TD-> EP
	0.582	18.95
	0.000
	Supported

	H2
	TD->TM
	0.101	2.114
	0.035
	Supported

	H3
	TM-> EP
	0.092	2.305
	0.021
	Supported


8.2.6 Mediating Effect
The result of testing the mediating effect hypothesis in the readymade garments industry of Bangladesh indicates that the indirect path from Training & Development (T&D) to Employee Productivity (EP) through Training Motivation (TM) is not supported(�= 0.009, T = 1.404, p = 0.16). This suggests that while T&D has a significant direct effect on EP, the inclusion of TM as a mediator does not significantly enhance the understanding of the relationship between T&D and EP. The lack of support for the mediating effect implies that other mechanisms beyond training motivation might better explain how T&D influences EP in this industry context. Potential factors such as job satisfaction, organizational culture, or individual characteristics may play additional mediating roles and warrant further investigation to gain a comprehensive understanding of the pathways through which T&D initiatives impact EP outcomes. These findings underscore the complexity of the relationship between T&D, TM, and EP, highlighting the need for nuanced approaches in designing and implementing training interventions in the Readymade Garments Industry of Bangladesh.
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Figure 3: Assessment of Structural Model
9. Recommendations
Based on the dynamics of Training & Development (T&D), Training Motivation (TM), and Employee Productivity (EP) in the Readymade Garments Industry of Bangladesh following recommendations can be proposed to optimize organizational performance:
1. Design and implement T&D programs customized to the specific needs and skill gaps prevalent in the Readymade Garments Industry. These programs should focus on enhancing technical skills, such as garment manufacturing techniques and quality control also addressing soft skills like communication and problem-solving skills thereby ensuring a well-rounded development approach.
2. Foster a supportive and motivational work environment that encourages employees to actively engage in the training program. Recognize and reward individuals who demonstrate commitment to personal and professional development, thereby reinforcing a culture that values continuous learning.
3. Leverage technology to facilitate accessible and interactive training platforms, such as e-learning modules or virtual reality simulations. These tools can enhance training motivation by engaging a flexible learning experience, particularly for remote or dispersed workforce segments within this ready-made garments industry.
4. Encourage leaders and managers to actively participate in T&D initiatives and serve as role models for fostering a culture of learning within their teams. Empower them to provide mentorship and guidance to employees, reinforcing the importance of training and its direct link to organizational success.
5. Implement regular assessments and feedback mechanism to evaluate the effectiveness of T&D programs and measure its impact on employee productivity. Solicit input from employees to identify areas for improvement and adapt training strategies accordingly, ensuring alignment with evolving industry demands and workforce needs.
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By implementing these recommendations, organizations in the readymade garments industry of Bangladesh can cultivate and retain a motivated and skilled workforce, thereby driving enhanced productivity, competitiveness, and sustainable growth in the dynamic global market.
10. Research Contributions
The research investigates the relationship between Training & Development (T&D), Training Motivation (TM), and Employee Productivity (EP) in the Readymade Garments Industry of Bangladesh. However, below mentioned some significant theoretical and practical contributions have been observed.
Theoretical Contribution
By examining the mediating role of TM in the relationship between T&D and EP, the study contributes to the theoretical understanding of how motivational factors influence the effectiveness of T&D initiatives. This sheds light on the underlying mechanisms through which T&D impacts EP, enriching existing theoretical frameworks such as expectancy theory and self-determination theory. The study integrates perspectives from organizational behavior and educational psychology to provide a holistic understanding of the dynamics shaping productivity outcomes in the readymade garments industry.
Practical Contribution
The findings offer practical insights for organizations in the readymade garments industry to design and implement more effective T&D programs tailored to the needs and motivations of their workforce. By understanding the mediating role of TM, organizations can develop strategies to enhance training motivation and maximize the impact of T&D initiatives on EP. The study provides practical guidance for HR practitioners and organizational leaders to foster a culture of learning and development within their organization. By emphasizing the importance of training motivation and its impact on EP, organizations can align their HR strategies with business objectives. Ultimately organizations would be able to drive improved productivity and competitiveness in the industry.
11. Future Research Directions
Future research in the readymade garments industry of Bangladesh should delve deeper into the nuanced mechanisms underlying the relationship between Training & Development (T&D), Training Motivation (TM), and Employee Productivity (EP), focusing on several key areas. Firstly, longitudinal studies could investigate the sustainability and long-term effects of T&D interventions on TM and EP, providing insights into the durability of training outcomes over time. Secondly, qualitative inquiries could explore the subjective experience and contextual factors influencing training motivation and its impact on productivity, offering
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rich insights into the cultural and organizational dynamics. Additionally, comparative analyses across different sub-sectors or regions within the industry could uncover variations in training strategies and outcomes, informing tailored interventions and best practices. Furthermore, future research could explore potential mediating factors beyond training motivation, such as job satisfaction or organizational culture, to provide a more comprehensive understanding of the mechanisms driving productivity in the readymade garments industry of Bangladesh. By addressing these future research directions, scholars will contribute to advanced knowledge in workforce development and organizational effectiveness for achieving sustainable growth and competitiveness in the industry.
12. Conclusions
This study sheds light on the critical interplay between training and development, employee productivity, and the mediating role of training motivation within the readymade garments industry of Bangladesh. Through comprehensive analysis, it has become evident that investment in training and development program significantly contributes to enhance employee productivity in this industry.
The findings underscore the importance of fostering a culture of continuous learning and skill development within organizations, particularly in the dynamic and competitive landscape of the readymade garments sector. By providing employees with the opportunities of training and development organizations can empower their workforce to acquire new skills, improve existing ones and adapt to evolve job roles and responsibilities. Moreover, the study highlights the pivotal role of training motivation as a mediator in the relationship between training and development initiatives and employee productivity. Motivated employees are more likely to engage actively in training programs, leading to greater knowledge acquisition, skill enhancement, and ultimately improved job performance and productivity. For stakeholders in the readymade garments industry of Bangladesh, these findings carry significant implications. This intrinsic link between training, motivation, and productivity play a vital role in the strategic decision-making processes aimed at maximizing the effectiveness of training and development investments.
Furthermore, fostering a supportive working environment that pnontizes employee motivation and participation in the training activities could yield substantial benefits for individual employees, organizations, and the industry as a whole. Ultimately, by aligning training and development efforts with the employee motivation the readymade garments sector can position this industry for achieving sustained success and competitiveness in the global marketplace.






75

[bookmark: Page 76]Mahbub/Comilla University Journal of Business Studies IO (2023) 57-77

References
Alam, M. M., Tareque, M. I., Rahman, M. M., & Shamsuddin, A. (2018). Impact of training and development on employee performance: Empirical evidence from the pharmaceutical sector of Bangladesh. Journal of Public Affairs, 18(4), e1664.
Alam, M., & Ahmed, I. (2018). Impact of training and development on employee performance: Evidence from the ready-made garments industry in Bangladesh. International Journal of Business and Management, 13(9), 83-92.
Alzahmi, A., & AI-Musadieq, M. (2019). The effect of training and motivation on employee performance: The mediating role of organizational commitment. Academy of Strategic Management Journal, 18(2), 1-12.
Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review and recommended two-step approach. Psychological Bulletin, 103(3), 411-423.
Baldwin, T. T., & Ford, J. K. (1988). Transfer of training: A review and directions for future research. Personnel Psychology, 41(1), 63-105.
Bowennan, B. L., & O'Connell, R. T. (1990). Linear statistical models: An applied approach (2nd ed.). Belmont, CA: Duxbury Press.
Burke, L. A., & Hutchins, H. M. (2007). Training transfer: An integrative literature review. Human Resource Development Review, 6(3), 263-296.
Cardon, M. S., & Heyes, A. (2006). Performance processes within organizations: Fostering employee engagement through the performance appraisal process. Journal of Management Development, 25(4), 293-317.
Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Hillsdale, NJ: Lawrence Earlbaum Associates.
Colquitt, J. A., LePine, J. A., & Wesson, M. J. (2011 ). Organizational behavior: Improving performance and commitment in the workplace. McGraw-Hill Irwin.
Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed methods approaches (5th ed.). Sage Publications.
Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human behavior. Springer Science & Business Media.
Faul, F., Erdfelder, E., Lang, A. G., & Buchner, A. (2007). G*Power 3: A flexible statistical power analysis program for the social, behavioral, and biomedical sciences. Behavior Research Methods, 39(2), 175-191.
Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and measurement error. Journal of Marketing Research, 18(1 ), 39-50.
Hair, J. F., Jr., Black, W. C., Babin, B. J., & Anderson, R. E. (2017). Multivariate data analysis (8th ed.). Cengage.
Hair, J. F., Risher, J. J., Rubio, N., & Sarstedt, M. (2019). R-Squared or Lack Thereof: A Critical Discussion ofR-Squared and Its Alternatives. Journal of Marketing Theory and Practice, 27(3), 259-271. doi:10.1080/10696679.2019.1606104
Hasan, M. M., & Hossain, M. A. (2018). Impact of training and development on employee performance: A study on RMG sector in Bangladesh. IOSR Journal of Business and Management, 20(3), 1-10.
Hayes, A. F. (2018). Introduction to mediation, moderation, and conditional process analysis: A regression-based approach (2nd ed.). Guilford Press.
Hossain, M.A., & Islam, M. S. (2019). Impact of training and development on employee performance: A study on readymade garments sector in Bangladesh. International Journal of Business and Management, 14(7), 1-10.
Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives. Structural Equation Modeling: A Multidisciplinary Journal, 6(1), 1-55.
Jiang, K., Lepak, D. P., Han, K., Hong, Y., Kim, A., & Winkler, A. L. (2019). Clarifying the construct of human resource systems: Relating human resource management to employee performance. Human Resource Management Review, 29(2), 127-139.
Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research activities. Educational and Psychological Measurement, 30(3), 607-610.





76

[bookmark: Page 77]Mahbub/Comilla University Journal of Business Studies IO (2023) 57-77

Nasir, R., Fakhr, M., Khan, M. A., & Shah, S. M. (2020). Assessing the Impact of Training and Development Practices on Employees' Performance: The Mediating Role of Employee Motivation. Journal of Open Innovation: Technology, Market, and Complexity, 6(4), 168.
Noe, R. A. (2013). Employee training and development (6th ed.). McGraw-Hill. Nunnally, J.C. (1978). Psychometric theory (2nd ed.). McGraw-Hill.
Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and comparing indirect effects in multiple mediator models. Behavior Research Methods, 40(3), 879-891.
Rahman, M. M. (2020). Readymade garment sector in Bangladesh: Socio-economic implications. South Asian Journal of Socio-Political Studies, 20(1), 60-75.
Razzaque, A., & Eusuf, M. A. (2007). Job satisfaction in the ready-made garment sector: A case study of Dinajpur, Bangladesh. Journal of Business Administration, Dhaka University, 33(1 & 2), 13-3 I.
Shams, S. (2011). Ready-made garments industry of Bangladesh: The future of the ready-made garments industry of Bangladesh after the phase out of multi-fibre arrangement. Lambert Academic Publishing.
Singh, T., & Singh, A. (2017). Impact of training on employee performance: A study of retail sector in India.
Journal of Management Development, 36(6), 824-834.
Thompson, S. K. (2022). Sampling (4th ed.). Wiley. Vroom, V. H. (1964). Work and motivation. Wiley.
Wang, L., & Wang, K. (2012). The influence of career development, leadership development, and job rotation on employee career anchors: The case of Taiwanese insurance companies. African Journal of Business Management, 6(6), 2160-2172.





































77
image6.png
1.01




image7.jpeg
i

52.027

47.463.
24.405

32913

s

0.101 (0,035)

5985

—a

0.582 (0.000)

™
10.989

0.092 (0.021)

7.903

-

1

47.886

44583
26.080
28642

37680

(1




image1.png




image2.png




image3.png




image4.jpeg
0.851
0.828.

0.582
0.799
e ™
0.101 0.092

0708 oams 0810

wds pulen miess




image5.png




