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ABSTRACT 

This study investigates the effectiveness of training and development programs at VJP Infratech 

Pvt. Ltd., a Hyderabad-based MEP (Mechanical, Electrical, and Plumbing) services company, 

over the period 2020 – present. Utilizing a mixed-method approach, the research assesses skill 

enhancement, employee satisfaction, and organizational impact through surveys, interviews, and 

training records. The study underscores the role of training in boosting workforce capability and 

project efficiency while highlighting areas for improvement in resource allocation and program 

design. VJP Infratech Pvt. Ltd., a Hyderabad-based MEP services company established in 2015, 

relies on a skilled workforce to deliver over 50 projects, including residential and commercial 

developments. As the company grows, effective training becomes essential to meet the demands 

of complex projects and technological advancements. 
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INTRODUCTION 

Training and development play a crucial role in shaping an organization’s success by enhancing 

employee skills, productivity, and morale, particularly in technical industries like MEP 

(Mechanical, Electrical, and Plumbing) services. VJP Infratech Pvt. Ltd., a Hyderabad-based MEP 

services company established in 2015, relies on a skilled workforce to deliver over 50 projects, 

including residential and commercial developments. As the company grows, effective training 

becomes essential to meet the demands of complex projects and technological advancements. This 

study explores how training and development programs at VJP Infratech improve employee 

capabilities and contribute to organizational performance. 

VJP Infratech Pvt. Ltd, based in Hyderabad, is a growing player in the Indian infrastructure and 

construction sector. The company specializes in civil engineering projects, including residential 

and commercial construction, roadworks, and infrastructure development. With a strong focus on 

quality, timely delivery, and sustainability, VJP Infratech has been steadily building its reputation 

in South India. It leverages modern construction techniques and a skilled workforce to meet the 

demands of both private and public sector clients. The company aims to contribute to India's urban 

development through innovative and reliable construction solutions. 

VJP Infratech Pvt. Ltd is a Hyderabad-based construction and infrastructure company committed 

to delivering high-quality engineering and building solutions. Established with a vision to 

contribute to India’s infrastructure growth, the company undertakes a wide range of projects 

including residential, commercial, and government developments. VJP Infratech emphasizes 

professionalism, innovation, and sustainability in all its operations. With a dedicated team of 

engineers, project managers, and skilled workers, the company ensures timely completion and 
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client satisfaction. Its growing portfolio reflects a strong foundation built on trust, technical 

expertise, and excellence in execution. 

REVIEW OF LITERATURE 

Training and development are foundational elements in organizational success, particularly in 

skill-intensive sectors like MEP (Mechanical, Electrical, and Plumbing) services, where they 

directly influence employee performance and project outcomes. Understanding the factors that 

shape effective training programs is essential for companies aiming to improve productivity, 

enhance employee satisfaction, and maintain a competitive edge (Kumar, 2020). This literature 

review synthesizes contemporary research, offering a comprehensive narrative on the factors 

shaping training and development effectiveness. Kirkpatrick (1994) proposed the widely adopted 

Four-Level Training Evaluation Model, which evaluates Reaction, Learning, Behavior, and 

Results. His framework emphasizes that measuring participant engagement and skill development 

outcomes is essential for understanding training effectiveness. Noe (2010) argued that structured 

training programs enhance both technical and soft skills. He noted that dropout rates often stem 

from misalignment between learner expectations and program delivery, calling for better pre-

training communication and support. Salas & Cannon-Bowers (2001) highlighted that dropout and 

non-completion are often signs of poor instructional design or a lack of real-world relevance in 

training programs. Their research supports using simulations and task-based learning to improve 

retention. Saks & Burke (2012) examined the transfer of training and found that employee 

participation and management support are crucial for knowledge application. They pointed out 

that higher dropout rates occur in organizations lacking post-training reinforcement. Rao (2005) 

suggested that Indian organizations need to move from traditional, one-size-fits-all training 

models to adaptive approaches that respond to individual needs. His work is particularly relevant 

for understanding why employees disengage or drop out. 

Baldwin & Ford (1988) conducted foundational research on training transfer and discovered that 

consistent attendance, motivation, and relevance significantly influence how well employees 

apply new skills on the job. Meyer & Allen (1991) developed the Three-Component Model of 

Organizational Commitment, linking training participation with affective commitment. They 

argued that employees who feel emotionally attached to the organization are more likely to 

complete training. Aguinis & Kraiger (2009) provided evidence that training programs yield 

cognitive, skill-based, and affective outcomes. They emphasized the importance of measuring 

dropout and completion rates to assess program effectiveness holistically. Goldstein & Ford 

(2002) promoted a systems-based approach to training that starts with needs analysis and ends 

with evaluation. Their model helps explain how inadequate planning can lead to participant 

dropout. Tharenou (2001) examined motivational factors influencing training attendance and 

completion. She found that organizational culture and perceived training value play a major role 

in whether employees commit to learning programs. 

Tannenbaum & Yukl (1992) explored the importance of post-training activities, concluding that 

follow-up practices like coaching and peer support increase completion and reduce dropout. 
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Pfeffer (1998) emphasized that investment in employee training creates a competitive advantage, 

but only if employees perceive it as valuable. He linked perceived value with attendance and active 

participation. Rossett (2009) argued that performance analysis should be the first step in training 

design. Her work highlights that mismatched training objectives can cause employees to disengage 

and drop out. Jadhav & Patil (2016) conducted a case study on industrial training in India and 

concluded that pre-training motivation and clarity of purpose were critical factors affecting 

attendance and success rates. Srivastava (2020) emphasized the importance of practical, job-linked 

training content in increasing completion rates. He found that theoretical-heavy sessions tend to 

have higher dropout, especially among operational staff. 

Mehta & Shah (2021) explored department-wise training engagement and concluded that 

employees in client-facing roles show higher training completion due to immediate skill 

application opportunities. Chen (2004) found that soft skill training—such as communication and 

problem-solving—had a higher retention rate when training included active, participatory methods 

rather than lectures. Gupta & Bhatnagar (2019) evaluated the impact of blended learning and found 

that combining online and in-person formats reduced absenteeism and dropout while improving 

skill transfer. Mishra & Sarkar (2018) revealed that interactive learning strategies like case studies, 

role-playing, and gamification led to significantly lower dropout rates in technical skill 

development programs  

Research methods are the techniques and tools you use to dig into a topic or subject. Research 

methodology, on the other hand, is all about learning those techniques and gaining the know-how 

to carry out tests, experiments, surveys, and critical analysis. Basically, research methodology is 

the practical “how” of doing a study—it’s how a researcher sets up the whole process to make 

sure the results are valid and reliable, and that they actually answer the research goals and 

questions. Beyond just books and studies, training and development matter a lot in real life too. 

As many researchers point out, companies benefit big time when their employees are well-

trained—they’re more productive, stick around longer, and help the organization grow faster 

because they’re equipped with the right skills and motivation (Noe, R. A., 2017). This study is all 

about understanding how training and development programs work at VJP Infratech Pvt. Ltd., an 

MEP services company in Hyderabad. We’re looking into things like how training improves skills, 

how satisfied employees are with it, and how it impacts their work on projects like HVAC or 

plumbing systems. The scope here is to figure out how effective the training is for employees at 

VJP Infratech. The study covers 50 employees at the company, and we’ll collect data using a 

questionnaire we’ve put together. 

While numerous studies have explored training and development across various industries, there 

is a noticeable scarcity of research specifically addressing the MEP sector, especially in the Indian 

context. The MEP industry is undergoing rapid technological advancements, including the 

adoption of Building Information Modeling (BIM), smart building technologies, and sustainable 

design practices. These changes necessitate a workforce equipped with updated skills and 

competencies. 
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RESEARCH METHODOLOGY  

In today’s fast-evolving construction and infrastructure industry, the MEP (Mechanical, Electrical, 

and Plumbing) sector plays a vital role in ensuring functionality, efficiency, and sustainability in 

building systems. Companies like VJP Infratech LLP, based in Hyderabad, are at the forefront of 

providing MEP services, including design, drafting, training, and staffing solutions. As the 

industry embraces advanced technologies such as BIM (Building Information Modeling), IoT-

enabled systems, and energy-efficient solutions, the demand for a highly skilled and updated 

workforce has become more critical than ever. 

This study focuses on evaluating the training and development practices at VJP Infratech LLP Pvt. 

Ltd., Hyderabad, a firm engaged in MEP (Mechanical, Electrical, and Plumbing) services. The 

scope of the study is limited to understanding the structure, effectiveness, and outcomes of the 

training programs conducted for employees across various departments—particularly those 

involved in technical roles, design, and project execution. 

OBJECTIVES 

 To figure out the challenges employees face when it comes to training, like if they’re getting 

the right support or tools.  

 To understand what employees think about the training programs, including how useful they 

find them and if they’re happy with how they’re run.  

 To look into the different things that affect how well training works, like the type of training, 

access to resources, or how often it happens. 

To make sure we meet these goals, we put together a simple questionnaire that employees could 

easily understand. The questions were a mix of yes/no types (closed-ended) and some where they 

could share their thoughts in their own words (open-ended). We also used a rating scale for some 

questions to get a better sense of how employees feel about things like skill improvement or 

satisfaction with training.  

We went with a descriptive research design for this study—sometimes called an explanatory 

design—because it’s great for getting to know the people we’re studying. It helps us capture details 

like their roles, experience, and how they view training at VJP Infratech. Since we’re trying to 

understand how training impacts employees, this design fits perfectly.  

The study used a survey method to collect data from our group of employees. Surveys are 

awesome because they let us gather info from a decent number of people in a structured way. We 

picked 50 employees out of the 250 at VJP Infratech Pvt. Ltd. to be part of the study, which gave 

us enough responses to work with. We collected both primary and secondary data for this research. 

Primary data came straight from the employees—we handed out questionnaires to 50 of them and 

also did personal interviews with 5 HR staff to hear about how they plan training. Secondary data 

came from stuff like training records from 2020 to 2023, company reports, research articles, and 

even some websites.  

For picking our 50 employees, we used a convenience sampling method, which is a non-

probability sampling technique where we chose people based on who was available and willing to 

take part. It’s a quick and budget-friendly way to get data. The questionnaire we used had 15 

choice-based questions, which helped us get detailed feedback from the employees about their 

training experience.  
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The main tool we used to analyze the data was percentage analysis. This method is simple—it’s 

all about calculating percentages to compare different things, like how many employees felt 

training helped them or how many were happy with it. It’s a good way to see patterns and 

understand what’s going on. 

 The formula we used for percentage analysis is: 

 % of Respondents = (Number of respondents / Total respondents) × 100 

This study employs a descriptive research design to systematically assess the training and 

development practices at VJP Infratech LLP. The objective is to identify patterns, challenges, and 

outcomes associated with employee training programs within the MEP (Mechanical, Electrical, 

and Plumbing) services sector. 

By blending quantitative and qualitative methods, utilizing diverse data sources, and applying a 

range of analysis techniques, the study is well-positioned to identify critical gaps, validate the 

training methods in use, and propose targeted improvements. The approach ensures that both 

statistical trends and personal insights contribute to a well-rounded evaluation, ultimately 

supporting strategic decisions to enhance employee skills and organizational performance in the 

MEP sector. 

 Structured Questionnaires: Distributed to employees to gather quantitative data on 

training participation, completion rates, and perceived effectiveness. 

 Semi-Structured Interviews: Conducted with HR personnel and training coordinators to 

gain qualitative insights into training strategies and challenges. 

 Focus Group Discussions: Facilitated among selected employee groups to explore 

collective experiences and suggestions regarding training programs. 

DATA ANALYSIS AND INTERPRETATION  

Understanding how employees feel about training programs and the support they get at work is 

key to creating a better and more productive environment. This study looks at three main areas of 

training and development at VJP Infratech Pvt. Ltd.: access to tools and resources for training, 

how satisfied employees are with the training programs, and how training improves their skills 

over time. We collected responses from 50 employees through a structured questionnaire, aiming 

to see how well the training is working and how it affects their performance in MEP services 

projects like HVAC or plumbing systems. The analysis gives us a clear idea of what’s going well 

and what needs fixing, with most employees showing positive views about the training. These 

findings can help VJP Infratech make smarter changes to improve training and keep employees 

motivated. 

Does the company give you the tools and resources you need for training? 

At VJP Infratech, having the right tools—like BIM software or hands-on equipment—is super 

important for employees to make the most of their training. When employees have what they need, 

they can learn better, work faster, and make fewer mistakes on MEP projects. This question ties 

directly to our first objective: figuring out the challenges employees face with training support. 

Table 1 Access to Tools and Resources for Training 

Options No. of Respondents Percentage 
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Strongly Agree 10 20.0% 

Agree 15 30.0% 

Neutral 10 20.0% 

Disagree 10 20.0% 

Strongly Disagree 5 10.0% 

Total 50 100.0% 

            Source : Primary Data 

 

Figure 1 Analysis of the tools and resources you need for training 

Figure 1 Reveals that the 50% of employees (20% Strongly Agree + 30% Agree) feel they have 

the tools and resources they need for training, which is a good sign. But 30% (20% Disagree + 

10% Strongly Disagree) don’t think they’re getting enough support, and 20% are neutral, meaning 

they’re not sure. This tells us there’s a challenge here almost a third of employees are struggling 

with access to tools, which matches our earlier finding that 30% lack resources like BIM software. 

This needs to be fixed to make training more effective for MEP work. 

Are you satisfied with the training programs at the company? 

This question gets at how employees feel about the training programs overall, which is our second 

objective: understanding their opinions on how useful and well-run the training is. If employees 

are happy with the training, they’re more likely to use what they learn in their MEP projects and 

feel good about their jobs. 

Table 2 Employee Satisfaction with Training Programs  

Options No. of Respondents Percentage 

Strongly Agree 25 20.0% 

Agree 40 40.0% 

Neutral 20 20.0% 
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Disagree 10 10.0% 

Strongly Disagree 5 5.0% 

Total 50 100.0% 

               Source : Primary Data 

 

Figure 2 Employee Satisfaction with Training Programs 

Figure 2 reveals that 65% of employees (25% Strongly Agree + 40% Agree) are happy with the 

training programs, which is a strong positive response. Only 15% (10% Disagree + 5% Strongly 

Disagree) aren’t satisfied, and 20% are neutral, meaning they’re on the fence. This tells us most 

employees think the training is useful and well-run, but there’s still a small group who aren’t 

happy, possibly because of the resource issues we saw earlier. This matches our objective of 

understanding what employees think about training at VJP Infratech. 

How has training improved your skills over time? 

This question looks at how training affects skill levels, which connects to our third objective 

exploring the factors that make training work well, like how skills grow over time. We tracked 

technical and soft skills for 50 employees over six months (Jan to Jun 2023) to see how training 

helps them get better at their MEP jobs. 

Table 3 Skill Trends Over Six Months (Jan - Jun 2023) 

Month Technical Skills Soft Skills 

Jan 60 65 

Feb 66 69 

Mar 71 73 
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Apr 75 76 

May 78 79 

Jun 81 81 

                         Source : Primary Data 

 

Figure 3 Skill Trends Over Six Months 

Figure 3 reveals that how technical and soft skills improved over six months thanks to training. 

Technical skills started at 60 in January and went up to 81 by June, which is a 35% improvement 

[(81-60)/60 × 100]. Soft skills started at 65 and also reached 81, a 25% improvement [(81-65)/65 

× 100]. This means training is working well for both types of skills, but technical skills grew faster, 

which makes sense for MEP jobs like designing HVAC systems where technical know-how is 

key. 

Has training improved your performance on MEP projects? 

This question looks at whether the training programs are making a real difference in how 

employees handle MEP projects, like installing plumbing or electrical systems. It ties to our third 

objective: exploring factors that make training effective, such as its impact on actual work 

performance. Better performance means projects get done faster and with fewer mistakes, which 

is a big deal for VJP Infratech. 

Table 4 Impact of Training on MEP Project Performance  

Options No. of Respondents Percentage 

Strongly Agree 20 40.0% 

Agree 18 36.0% 
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Neutral 8 16.0% 

Disagree 30 6.0% 

Strongly Disagree 1 2.0% 

Total 50 100.0% 

                       Source : Primary Data 

 

Figure 4 Impact of Training on MEP Project Performance  

Figure 4 reveals that 76% of employees (40% Strongly Agree + 36% Agree) feel that training has 

improved their performance on MEP projects, which is a really positive result. Only 8% (6% 

Disagree + 2% Strongly Disagree) don’t think training helped, and 16% are neutral. This means 

training is making a big difference for most employees, helping them work better on projects like 

HVAC or plumbing installations.  

Does the training program help develop leadership skills for MEP project management? 

This question checks if the training at VJP Infratech helps employees build leadership skills, which 

is important for managing MEP projects and leading teams on-site. It connects to our third 

objective by exploring another factor that makes training effective: preparing employees for bigger 

roles. Leadership skills can help employees take charge of projects and improve teamwork. 
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Table 5 Effectiveness of Training in Developing Leadership Skills 

Options No. of Respondents Percentage 

Strongly Agree 15 30.0% 

Agree 20 40.0% 

Neutral 10 20.0% 

Disagree 3 6.0% 

Strongly Disagree 2 4.0% 

Total 50 100.0% 

             Source : Primary Data 

 

Figure 5 Effectiveness of Training in Developing Leadership Skills 

Figure 5 reveals  that 70% of employees (30% Strongly Agree + 40% Agree) feel the training 

helps them develop leadership skills, which is great for taking on bigger roles in MEP project 

management. Only 10% (6% Disagree + 4% Strongly Disagree) don’t think it’s helping, and 20% 

are neutral.  

ANALYSIS OF FINDINGS  

The analysis of employee feedback gives us some really important insights into how training and 

development are working at VJP Infratech Pvt. Ltd. A solid 50% of employees said they’re happy 

with the tools and resources provided for training, showing the company is doing a decent job with 

support, but there’s still room to improve since 30% aren’t getting what they need. When it comes 

to satisfaction with the training programs, 65% of employees expressed they’re satisfied with how 

the training is run, which is a strong positive sign. Looking at skill improvement, training led to a 

35% increase in technical skills and a 25% rise in soft skills over six months, showing it’s making 
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a real difference in MEP work. On top of that, 76% of employees agreed that training has improved 

their performance on MEP projects, like HVAC or plumbing jobs, which means the training is 

paying off on the ground. Lastly, 70% of employees felt the training helps build leadership skills 

for managing MEP projects, reflecting a good opportunity for growth, though 10% didn’t see the 

benefit. 

RECOMMENDATIONS 

Managers 

The managerial implications of training and development at VJP Infratech Pvt. Ltd. are huge for 

improving overall company performance. Well-trained employees are more skilled, motivated, 

and likely to stick around, which cuts down on hiring costs and keeps projects running smoothly. 

Management should focus on fixing resource gaps, like getting tools such as BIM software, and 

offering more hands-on workshops to boost soft skills. Clear communication about training goals 

and recognizing employee progress can also keep everyone motivated. By focusing on better 

training, VJP Infratech can build a stronger team, improve project quality, and grow faster in the 

MEP services industry. 

Policymakers 

For policymakers at VJP Infratech Pvt. Ltd., understanding how training affects employees is key 

to making smart HR and company policies. Policies should support a practical training 

environment, fair access to resources, and clear ways to measure skill growth. They should also 

focus on employee growth programs, like leadership training, and make sure there’s a good 

balance between technical and soft skills training. By creating policies that match what employees 

need, the company can keep its workforce skilled and motivated. This kind of policy-making can 

lead to better project outcomes, more innovation, and long-term success for VJP Infratech. 

Scholarly Contribution 

The study of training and development at VJP Infratech Pvt. Ltd. adds useful insights into how 

training works in the MEP services sector. By looking at things like resource access, skill 

improvement, and leadership growth, this study shows how these factors impact employee 

performance and company success. It lines up with broader research in Indian technical industries, 

which shows that good training can boost productivity and keep employees longer. This study 

provides real data that can help build better theories and practical ideas for training in similar 

companies, especially in MEP services. 

Scope for further study  

There’s plenty of room for more research on training and development at VJP Infratech Pvt. Ltd. 

Future studies could dig deeper into areas like how often training should happen, the best ways to 

teach soft skills, or how leadership programs can be improved. Looking into how training affects 

teamwork on MEP projects or comparing training needs between technical and admin staff could 

also give useful insights. Plus, studying how new tech, like advanced MEP software, changes 

training needs could help the company stay ahead. Understanding these things can help VJP 

Infratech keep improving its training and keep employees engaged. 
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Limitations  

One of the main issues we ran into while collecting data was personal bias from some employees. 

A few respondents might not have given totally honest answers, which could affect how accurate 

our data is. Confidentiality Concerns: Another challenge was that some information was off-limits 

because it was considered sensitive. A few employees didn’t want to share details they thought 

were private, which limited how much we could dig into certain areas. We also noticed that some 

employees weren’t that interested in filling out the questionnaire—they saw it as extra work on 

top of their busy MEP project schedules, so some responses were rushed or incomplete. Lastly, 

time was a big hurdle for both us and the employees. With tight project deadlines and our own 

study timeline, it was tough to get all the data as thoroughly as we wanted. 

CONCLUSION 

This study was done to figure out how training and development programs at VJP Infratech Pvt. 

Ltd. are helping employees and affecting their work on MEP projects. After looking at things like 

access to tools, satisfaction with training, skill growth, project performance, and leadership 

development, we found some clear patterns. Training is making a big difference—technical skills 

improved by 35% and soft skills by 25%, showing it’s helping employees get better at their jobs. 

Also, 76% of employees said training improved their performance on MEP projects like HVAC 

or plumbing work, which is a great sign. Plus, 70% feel the training is helping them build 

leadership skills to manage projects better. But there are some issues: 30% of employees don’t 

have the tools they need, like BIM software, and soft skills aren’t growing as fast as technical 

skills. What this tells us is that good training really boosts employee performance and project 

quality, but only if the company supports it with the right resources. A strong training program 

shows employees that the company cares about their growth, which keeps them motivated and 

happy. For VJP Infratech, this means focusing on fixing the resource gaps and balancing technical 

and soft skills training to get even better results. When employees are well-trained and supported, 

they do better work, which leads to happier clients, smoother projects, and more growth for the 

company in the MEP services field. 
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