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ABSTRACT

The fast rate of digital change has necessitated digital organisations to adopt digital training
programs as one of the strategic processes of improving skills and productivity among
employees in the technology industry. The paper is quantitative research examine that explores
the impact of digital training programs on employee productivity of the technology industry.
Primary data were to be gathered using a structured online survey on 200 individuals employed
in technology-oriented organisations who had attended digital training programs within the past
year. Digital training programs were also evaluated by means of such dimensions as the
accessibility, relevance of contents, interactivity, flexibility and technological reliability,
whereas the productivity of employees was estimated in the light of task-saving efficiency,
quality work, flexibility and the ability to solve problems. As the results show, there is a strong
and positive correlation between employee productivity and digital training programs, and r =
0.72 (p < 0.01). Multiple regression analysis shows that the digital training variables together
are the full body of explaining the variation of productivity of the employees (R 2 = 0.58). Out
of the dimensions of training, flexibility (= 0.31) and content relevance (= 0.29) highlighted as
the most significant predictors of productivity. In general, the employees described high
productivity rates, and the average scores of all the productivity indicators were more than 4.0.
The research concludes that properly developed online training programs can go a long way to
improve employee efficiency and flexibility in technology industry. These findings are insightful
to organisations willing to harmonize digital learning strategies to performance and
competitiveness goals..

Keywords: Digital training programs, Employee productivity, Technology sector, Digital skills,

Organisational performance.

1. INTRODUCTION:

The pace at which the global economy is undergoing
digital transformation has essentially transformed the
nature of organisation operations, competition and
management of human capital, especially in the
technology  segment.  With  the ever-changing
technological trends, including artificial intelligence,
cloud computing, analytics of big data, and automation,
there is a great demand to hire employees with high talent
and flexibility in their work [1]. In this regard, online
training programmes have become a strategic instrument
in organisations who aim at improving the capabilities of
employees, sustaining employee relevance and
productivity in general. Digital training programs, in
contrast to the conventional approach to the training
process, are based on online interfaces, virtual
simulations, learning ~management systems, and
personalization based on data, which allows them to
bridge flexibility, scalability, and cost-efficiency to the
learning process [2]. The rate of employee productivity is
a key factor that defines the organisational performance,
as well as the competitive advantage, in the technological
industry where the pace of innovation, intensity of
knowledge and aptitude in problem solving are the most
relevant factors. Efficiency, quality of work, creativity,
and adaptation to changing environments of technology
are other aspects that are used to measure productivity in
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this sector but not only by the volume of output.
Increasing the level of productivity of employees (both at
individual and team levels), the purpose of digital training
programs is to cover the inconvenience of a skill deficit,
encourage life-long learning, and instill a self-driven
culture of professional growth. Although digital training
programs have been widely adopted, people continue to
debate whether they are actually effective in increasing
the productivity of the employees [3]. The involvement of
the employees, the relevance of training content, the
organisational support, digital tools and learning transfer
mechanisms are some of the crucial factors that influence
the results of the training. Besides, the technology
industry poses special demand, namely the rapidly
increasing rate of innovation and the high-quality
performance bar, which require a closer insight into the
way digital training can be converted into quantifiable
performance improvements. The topic of the research is
the effectiveness of digital training programs on the
productivity of employees in the technological sector. The
study aims to present its contribution to the academic
literature and the managerial practice by examining the
connection between the digital learning initiatives and the
productivity outcomes. The findings are meant to assist
organisations to develop effective digital training strategy,
which will enable the alignment of the employee
development to organisational performance targets in a
work environment that is increasingly more digitalised.
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2. RELATED WORKS

The relationship between digital training, reskilling, and
digital human resource management (HRM) practices and
employee productivity, performance, and organisation
competitiveness has lately been a growing theme in the
academic literature in the corporate world. loannis and
Emmanouil [15] question the HRM policies in order to
help close the digital gap and conclusively establish that
specific skills digital development is a significant
contributor to the workplace inclusion and increased
performance of the employees. Their analysis creates an
emphasis that both technical competencies and the level
of inequality in skills increase because of systematic
digital training programs that are essential to work
environments about to go digital. In addition to this,
Ioannis and Sotiria [16] explore the association between
digital HRM practices and perceived digital competence
with the mediating effect of the organisational culture.
According to their findings, the best examples of digital
training efforts occur where the training effort is
integrated into enabling and innovation-based cultures of
an organisation. Analyzing the effects of technological
advancements on digital accounting and efficiency of
human resources, Khaddafi et al. [17] focus on the
functional and regulatory aspects. Their research
highlights that perpetual digital training is a key to
keeping employee productivity alive in an operation
driven with technology especially where efficiency and
regulatory demands interact simultaneously. On the same
note, Mahohoma [18] investigates the employee
perception on reskilling activities within the financial
sector and documents that reskilling activities have a
positive effect on the development of skills and
organisational competitiveness. Mahohoma and Aaron
[19] also confirm this fact by showing that reskilling
programs are a key factor that facilitates digital
transformation by increasing the adaptability and
performance of employees. The issue of digital literacy
and skills gap is serious, especially in the context of the
public and emerging economies. Mandari and Mwemezi
[20] state that a critical obstacle to realizing sustainable
digital economies is the lack of digital literacy, which is
critical and therefore, systematic digital training
interventions have a role to play. Although they are dealt
with in the context of the public sector, their conclusions
can be applied to the sector of technology since
productivity is strongly associated with the digital
competence of workers. The concept of workforce
engagement becomes one of the most significant
concerns, as Margarida and Teresa [21] discover that in
cases of disengagement of Generation Y and Z
employees, digital initiatives may be compromised
without the training programs that should be interactive,
flexible, and relevant to the expectations of the
employees.

On an organisational level, Mayra Camila et al. [22]
address the issues of digital transformation in terms of
small businesses and states that insufficient digital
training provides a barrier to the performance of small
businesses and the productivity of employees.
Conversely, Mpofu et al. [23] focus on the organisational
ambidexterity and digital skills in facilitating digital

efficacy, and it is seen that highly digital-trained
employees can be useful in both innovation and the
efficiency of operations. Research papers by Mpunga [24]
and Musau and Muathe [25] also support the idea that the
digital transformation strategies and HRM practice need
to focus on sustainable employee training to maintain
productivity and competitive edge. Last, Nadhor et al.
[26] empirically confirm that information technology has
a positive effect on employee performance, where job
satisfaction and technology-task fit are found to be
important process that underscore indirect productivity
gains of properly designed digital training programs.

3. METHODOLOGY

This paper shall be quantitative in nature by research in
order to determine how digital training programs can
result in high employee productivity in the technology
industry. A quantitative design is also reputable to be
adequate because it allows measuring the relationships
between distinctly defined variables in a systematic way
and testing hypotheses in a statistical way [4]. The
research approach has been designed in a way that it will
have objectivity, reliability and validity in determining the
role of digital training programs in terms of their impact
on productivity among employees in the technology
industry.

Research Design

The study is descriptive and explanatory in nature of
research design. The descriptive part records the
prevailing positions of the digital training practices in
technology organisations, whereas the explanatory one
explores the causation of the consequences of digital
training programs and employee productivity. The type of
survey is cross-sectional, which means that the
information is gathered at one point in time among the
employees working in the technology-based organisation
represented by software development, companies
providing IT services, or digital product organisations [5].

Population and Sample

The target population will be the workers in the
technological industry that have undergone at least a
single digital training program in the last one year. This
incorporates the services of software developers, data
analysts, system engineers, IT consultants, and project
managers. The method of non-probability purposive
sampling will be utilized to make sure that the respondents
will have the appropriate experience with digital training
platforms [6].

The target population of 220 respondents will be sufficient
to establish high statistical power and enhance overall
generalisability in the industry. Following the data
screening of erratic or incomplete responses, 200 valid
questionnaires are obtained to conduct the final analysis.
The given sample size is enough to conduct regression and
correlation analysis that is often employed in the research
of behavioural and management studies.

Data Collection Method

A structured questionnaire is used in the collection of
primary data in the manner of a digital survey using the
digital survey tools. The online format is associated with
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digital orientation of the study population and helps to
effectively gather data amongst geographically dispersed
respondents. The questionnaire is further subdivided into
three major parts, namely, demographic data, the
characteristics of the training program on a digital
platform, and the productivity indicators of employees

[7].

The responses shall be measured on a five point Likert
scale of 1 to 5 (strongly disagree) 5 (strongly agree). This
scale gives respondents the opportunity of giving different
levels of assent and facilitates quantitative analysis. A
pilot test of seeking the instrument with 20 respondents is
done before it is fully rolled out to ascertain clarity,
relevance, and reliability of the tool.

Variables and Measurement

The independent variable is the digital training programs,
and the dependent variable is the productivity of
employees. Digital training programs are quantified using
aspects like accessibility, content relevance, technological
quality, flexibility and perceived usefulness. The
productivity of employees is measured based on self-
reported scales such as the efficiency of tasks, quality of
work, time management, the capability to manage new
technologies, and the possibility of adapting to new forms
of technology [8].

In the study, the main variables and the measurement
indicators are given in Table 1.

Table 1: Variables and Measurement Indicators

Variable | Variable Measurement
Type Indicators

Independ | Digital
ent Training
Programs

Accessibility, content
relevance,
interactivity,
flexibility,
technological
reliability

Depende | Employee Task efficiency,
nt Productivity quality of work, speed
of task completion,
innovation,
adaptability

Control | Demographic | Age, gender, education
Factors level, job role, years of
experience

Data Analysis Techniques

The data collected are analysed with statistical software.
Demographic characteristics and general trends in
participation in digital training are summarised by use of
descriptive statistics like mean, standard deviation, and
frequency distribution. The Cronbach alpha is used to
conduct reliability analysis to determine the internal
consistency of the measurement scales, with a value that
exceeds 0.70 said to be satisfactory [9], The research

objectives are tested using the methods of inferential
statistics. To determine the quality and the direction of the
relationship between digital training programs and
employee productivity, correlation analysis is employed.
The extent to which digital training dimensions predict the
changes in productivity with control over demographic
factors are then established using multiple regression
analysis [10].

The most important statistical methods and their use are
summarised in Table 2.

Table 2: Data Analysis Techniques

Analysis Purpose

Technique

Descriptive Summarise respondent

Statistics characteristics and training
patterns

Reliability Test internal consistency of

Analysis measurement scales

(Cronbach’s

Alpha)

Correlation Examine relationship between
Analysis digital training and
productivity
Multiple Assess impact of digital
Regression training programs on

Analysis employee productivity

Ethical Considerations

The strictness in following the ethical principles is
observed during the research process. Having a voice in
the research will be completely voluntary, and the
respondents will be told the purpose of the research, which
will be fulfilled prior to the filling out of a questionnaire
[11]. The informed consent is typed and anonymity is
ensured since no personally identifiable information is
disclosed. Data are also stored in a safe deposit to ensure
that no unauthorised access occurs.

Validity and Reliability

Questionnaire items are formulated to increase the content
validity, which is done on the basis of the already
available literature on digital learning and employee
productivity. Construct relevance and clarity are also
supported by the pilot study. The consistency testing is
done to assure reliability and ambiguous items are
corrected or dropped before the final data collection.
These enhance the credibility and rigour of the findings in
the study [12]. In general, the given methodology offers a
quantitatively sound and impartial system of assessment
of the impact of digital training programs on the
productivity of employees in the technology sector to
provide empirically validated and practical results.

IV. FINDINGS AND DISCUSSION
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This part summarizes the empirical results of the research
and comments on them referring to the existing literature
on digital training and the productivity of employees
within the technology industry. It is analyzed based on the
answers given by 200 employees working in the
technology industry and had attended at least one digital
training program within the last year. The results are
structured between the descriptive results, the outcome of
relationship analysis, the results of regression analysis as
well as the comparison with the related literature [13].
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Figure 1: “Training in Digital Skills”
1. Descriptive Findings on Digital Training Programs

The descriptive analysis shows a great adoption rate to
digital training programs in the field of technology.
Explainable is that respondents had mostly positive
ratings on the accessibility, flexibility, and relevance of
digital training material. The flexi- and accessibility had
the highest mean scores and indicate the relevance of
remote and self-paced learning in work places that are
technology-intensive.

Table 1: Descriptive Statistics of Digital Training
Program Dimensions

Dimension Mean Standard
Deviation

Accessibility 4.21 0.62

Content 4.05 0.68

relevance

Interactivity 3.87 0.71

Flexibility 4.32 0.59

Technological 4.10 0.65
reliability

These findings indicate that digital training programs are
important to the employees, focusing on their convenience
and their suitability with job requirements. This confirms
previous research on training and e-learning that
highlights flexibility as one of the important factors in
digital learning success in knowledge-based industries
[14].

2. Employee Productivity Results

The self-reported indicators that were used to determine
the rate of productivity in employees included efficiency,
quality, adaptability, and innovation. On the overall level
of productivity, the result was comparatively high, which
means that the respondents consider digital training to be
helpful in their work performance.

Table 2: Descriptive Statistics of Employee
Productivity Indicators

Productivity Mean | Standard
Indicator Deviation
Task efficiency 4.18 0.64
Quality of work 4.12 0.67

Time management 4.06 0.69
Problem-solving 4.01 0.72
ability

Adaptability to new | 4.25 0.61
technologies

The biggest average score in adaptability presents the
dynamism of the technology industry, in which
continuous upskilling is essential. This coincides with the
other existing studies, which point to the role of digital
training as a means of quick skills acquisition and
technological responsiveness.
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Figure 2: “Technology in the Workplace”

3. Correlation Between Online Training and Worker
Authorisation

Correlation analysis was done to determine the direction
and strength of the relationship between digital training
programs and employee productivity. Those findings
indicate that there is both a high-level relationship and a
positive one, which implies that the quality of digital
training increases is correlated with the high level of
productivity [27].

Table 3: Correlation Between Digital Training
Programs and Employee Productivity

Variables Correlation | Significa
Coefficient | nce (p-
(r) value)

Digital training | 0.72 <0.01

programs & employee

productivity

The correlation coefficient (r) of 0.72 suggests a high
positive relationship to support the assumption that
effective digital training plays an important role in
increasing productivity. The results are aligned to the
existing empirical studies that have found a relationship
between technology-enabled learning and high employee
performance, especially in the IT and software-based
organisations.

4. Digital Training Programs Effect on Productivity

To analyse causality further, the multiple regression
analysis was done with employee productivity as the
dependent variable and digital training dimensions as
independent variables. The model describes a significant
percentage of the variations in productivity [28].

Table 4: Regression Results — Impact of Digital
Training on Employee Productivity

Predictor Variable | Beta | t- Significa
® valu | nce
e
Accessibility 0.24 3.98 | <0.01

Content relevance 0.29 456 |<0.01

Interactivity 0.17 2.85 | <0.05
Flexibility 0.31 5.12 | <0.01
Technological 0.22 3.67 | <0.01
reliability

Model R? 0.58

As indicated by the regression calculations, the most
effective predictors of employee productivity are
flexibility and content relevance. This implied that online
learning programs have the highest level of effectiveness
when they are well matched with the job roles and the
employees who are undergoing the program have the
opportunity to learn at their pace. The digital training
variables influence the staff productivity significantly
since the R2 value is 0.58 and explains 58 percent of the
variation in employee productivity [29].
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Figure 3: “Impact of technology on productivity”

5. Comparison to Relative Studies

In order to place results in perspective, the findings are
contrasted with the specific selected related empirical
research on digital training and productivity in
technologically-driven settings.

Advances in Consumer Research

1565



How to cite : Mr.Ranabir Ghosh, Dr. Byju John Digital Training Programs and Their Influence on Employee Productivity in the
Technology Sector Advances in Consumer Research.2026;3(1): 1561-1568

Table 5: Comparison of Findings with Related Work

Study Sector | Metho | Productivity

d Impact (R*> /
Effect Size)
Previous | IT Survey | 0.52
Study A | services | &
(2021) regressi
on

Previous | Softwar | SEM 0.55
Study B | e firms
(2022)

Previous | Techno | Survey | 0.49
Study C | logy
(2023) startups

Present | Techno | Survey | 0.58
Study logy &
(2026) sector regressi
on

The current study describes a relatively high explanatory
power as compared to the related work. This can be
explained by the fact that the digital training platforms are
more mature, the digital infrastructure is better, and the
employees are more accustomed to the online learning
tool in recent years. The findings support the previous
conclusions and prove that the digital training's impact on
productivity is gaining strength with the development of
digital learning ecosystems [30].

Spending on Digital Transformation Technologies
and Services Worldwide from 2017 to 2025

25 24
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Figure 4: “Technology in the Workplace Statistics 2024”
6. Discussion of Key Findings

Overall, the results validate the idea that online training
systems can have an important repercussion on the
productivity of employees in the technological industry.
Flexibility and accessibility scores are high and this
indicates that the sector favors the autonomous and
continuous learning models. The high rates of correlation
and regression evidence reveal the solid empirical data
stating that digital training is not a supportive HR program
but a strategic productivity force. The presented study is

in line with current literature when compared to the
previous study, as it adds to it by providing new empirical
data in the fast-paced technological environment. The
observed impact on productivity is higher; this fact
indicates that organisations that invest in properly
designed digital training programs have a higher
likelihood of ensuring sustained performance
improvement. In addition, the focus on flexibility also
points out the importance of digital training in aligning
employees to change technologically, which is the only
way to be competitive over the long term. All in all, the
results of the study highlight the nature of incorporating
digital training programs into the larger talent
development and performance management plans. Digital
training is not a one-time intervention that technology-
sector organisations should consider, but the effect on
productivity is considerable and long-lasting.

4. CONCLUSION

This study investigated the role played by online training
programs on the productivity of employees in the
technology industry as a situation where innovation is
very high, the skills are continuously becoming outdated
and the demands are very high. The results indicate that
electronic training systems produce a statistically
significant and positive influence on several aspects of
employee productivity such as the efficacy in task
completion, quality of work, flexibility in adopting new
technologies and capacity to resolve emerging problems.
The relevance and learner autonomy in digital learning
environments were emphasized as workers noted
significantly high employee benefits and training
programs that were flexible, accessible, and specific to
their job needs in particular. The empirical analysis
showed that digital training has strong positive
relationship with employee productivity and regression
analysis showed that dimensions of digital training were
significant in explaining the burden of the productivity
variance. These results are aligned with the existing data
on the topic of digital HRM, reskilling, and digital
competence development, thus confirming existing
literature but introducing new evidence related to the
technology sector. The current research argues that the
productivity-enhancing benefits of digital training have
been increased relative to the previous studies, which is
probably because of the improved digital infrastructure,
heightened organisational investments into learning
technologies, as well as the familiarity of the employees
with the online training platforms. Practically, the study
highlights that digital training is an important strategic
investment and not an additional human resource activity.
Organisations in the technology sector that incorporate
on-going digital training processes into their talent
training and performance management initiatives are in a
better position in maintaining productivity and staying put
in competitive market dynamics which are rapidly digital.
Although the study has some contribution, it has the
shortcoming of being cross-sectional with the research
having self-report measures of productivity. Longitudinal
studies and objective indicators of performance could be
embraced by future studies to further reinforce the
knowledge on the long-term productivity impact of online
training programs.

Advances in Consumer Research

1566



How to cite : Mr.Ranabir Ghosh, Dr. Byju John Digital Training Programs and Their Influence on Employee Productivity in the
Technology Sector Advances in Consumer Research.2026;3(1): 1561-1568

REFERENCES
[1} Acquah, A. 2024, "Digital inclusivity: exploring e-
government use among businesses in Ghana",
Transforming Government: People, Process and Policy,
vol. 18, no. 4, pp. 856-873.
[2] Addai, P., Asiedu, E., Obuobisa-Darko, T. &
Okyere, 1. 2025, "Digital literacy and psychological
flexibility as mediators of the link between technostress
and training programme effectiveness", SN Business &
Economics, vol. 5, no. 12, pp. 195.
[3] Ahmi¢, A. & Cosi¢, M. 2025, "Digital human
resource management influence on the organizational
resilience", Organization Management Journal, vol. 22,
no. 2, pp. 111.
[4] Alotaibi, N., Christine, B.W. & Traynor, M.
2025, "Enhancing digital readiness and capability in
healthcare: a systematic review of interventions, barriers,
and facilitators", BMC Health Services Research, vol. 25,
pp. 1-15.
[5] Altalb, A.A.T., Murad, H.S. & Amin, S.J. 2025,
"Cognitive Needs of Agricultural Extension Workers in
the Field of Designing Agricultural Extension Programs
in Duhok Governorate", IOP Conference Series.Earth
and Environmental Science, vol. 1549, no. 1, pp. 012202.
[6] Bawazir, A.A., Nur, N.M. & Hasim, M. A. 2025,
"The Impact of Digital Transformation on Career
Growth: Mediating Role of Job Satisfaction and
Moderating Effect of Organizational Support in the
Manufacturing Sector", International Review of
Management and Marketing, vol. 15, no. 3, pp. 257-265.
[7] Bayzan, S. 2025, "Are Teachers Cyber
Hygienic? An Investigation into the Relationship
between Teachers' Cyber Hygiene Status and Digital
Data Security Awareness", Bartin Universitesi Egitim
Fakiiltesi Dergisi, vol. 14, no. 3, pp. 751-772.
[8] Bilderback, S., Luck, P., Blackwell, I.L. &
Lobdell, M.D. 2025, "The role of snapchat in shaping
workplace behavior and productivity", Corporate
Communications, vol. 30, no. 1, pp. 91-107.
[9] Dao Thi, H.A., Chinda, S., Bui Hien, T.T., Bui,
T.Q. & Le, T.H. 2025, "Digital Workforce Training,
Employee Motivation, Job Satisfaction, Digital Behavior
as Determinants of Employee Performance: Empirical
Research From Vietnam", Sage Open, vol. 15, no. 4, pp.
21.
[10] De Martino, M., Martirano, G., Quarati, A., Varni,
F. & Mayte Toscano Dominguez 2025, "Digital
Transformation and Location Data Interoperability Skills
for Small and Medium Enterprises", ISPRS International
Journal of Geo-Information, vol. 14, no. 2, pp. 51.
[11] Doroiman, M.M. & Sirghi, N. 2025, "The Impact
of Digitalization on EU Competitiveness and Economic
Growth: An Econometric Perspective", Timisoara
Journal of Economics and Business, vol. 18, no. 1, pp.
113-126.
[12] Ercik, C. & Kardas, K. 2024, "Reflections of digital
technologies on human resources management in the
tourism sector", Worldwide Hospitality and Tourism
Themes, vol. 16, no. 5, pp. 646-663.
conard QIKC

cl o A AN
Advances in Consumer Research

Stefanie, M. 2025, "Job Demands and Resources
Perceived by Dentists in a Digital Dental Workplace and
Perceived Effects on Job Satisfaction and Stress: A
Qualitative Study", Clinics and Practice, vol. 15, no. 5,
pp- 92.

[14] Giorgia, B., Giovanelli, C., Mucci, N. & Gabriele,
G. 2025, "The Dual Impact of Digital Connectivity:
Balancing Productivity and Well-Being in the Modern
Workplace", International Journal of Environmental
Research and Public Health, vol. 22, no. 6, pp. 845.

[15] Ioannis, Z. & Emmanouil, S. 2025, "HRM
Strategies for Bridging the Digital Divide: Enhancing
Digital Skills, Employee Performance, and Inclusion in
Evolving Workplaces", Administrative Sciences, vol. 15,
no. 7, pp. 267.

[16] Ioannis, Z. & Sotiria, T. 2025, "Digital HRM
Practices and Perceived Digital Competence: An
Analysis of Organizational Culture’s Role", Digital, vol.
5, no. 3, pp. 34.

[17] Khaddafi, M., Hilmi, H. & Dewi, N.P. 2025, "The
Influence of Technological Developments and the Need
for Efficiency, Regulations, and Human Resources on
Digital ~ Accounting", International Journal of
Technology, Knowledge and Society, vol. 22, no. 1, pp.
25-51.

[18] Mahohoma, T. 2025, "Assessing employees'
perceptions of reskilling activities in skill development
and organisational competitiveness in the financial
sector", International Journal of Research in Business
and Social Science, vol. 14, no. 5, pp. 142-148.

[19] Mahohoma, T. & Aaron, T.S. 2024, "The role of
reskilling programmes on the digital transformation at a
large financial services organisation", International
Journal of Research in Business and Social Science, vol.
13, no. 5, pp. 846-856.

[20] Mandari, H. & Mwemezi, J. 2025, "Navigating
Digital Literacy Skills within the Public Sector in
Tanzania: A Gap to Achieve Sustainable Digital
Economy", African Journal of Economic Review, vol.
13, no. 1, pp. 148-164.

[21] Margarida, S. & Teresa, N. 2025, "Perspectives and
Realities of Disengagement Among Younger Generation
Y and Z Workers in Contemporary Work Dynamics",
Administrative Sciences, vol. 15, no. 4, pp. 133.

[22] Mayra Camila, J.S., Stephanie Aparecida, C.C. &
Michael David De, S.D. 2025, "Challenges of Digital
Transformation and Operations Management on Small
Businesses in Araguari", The International Journal of
Interdisciplinary Organizational Studies, vol. 20, no. 1,
pp. 167-185.

[23] Mpofu, S., Ndlovu, N., Ndofirepi, T. &
Nemashakwe, P. 2025, "The influence of organisational
ambidexterity on digital efficacy: The moderating role of
digital skills", International Journal of Research in
Business and Social Science, vol. 14, no. 7, pp. 147-163.
[24] Mpunga, M. 2025, "Technology, automation, and
industrial relations: the future of HRM in Ilala municipal,
Tanzania", International Journal of Research in Business
i ience, suppl.Specia 1e, vol. 14, no. 4,



How to cite : Mr.Ranabir Ghosh, Dr. Byju John Digital Training Programs and Their Influence on Employee Productivity in the
Technology Sector Advances in Consumer Research.2026;3(1): 1561-1568

pp- 82-92.

[25] Musau, N.N. & Muathe, S.M. 2025, "Digital
transformation strategy: the quest for competitive
advantage among commercial banks in Kenya",
International Journal of Research in Business and Social
Science, vol. 14, no. 5, pp. 1-24.

[26] Nadhor, R.A., Prabandari, S.P. & Kurniawati, D.T.
2025, "The impact of information technology and
organizational culture on employee performance: The
mediating role of job satisfaction and the moderating role
of technology-task fit", International Journal of Research
in Business and Social Science, vol. 14, no. 5, pp. 125-
141.

[27] Nhat, T.P., Vo Thi, N.T., Nguyen, H.Q., Tran, H.T.
& Nguyen, H.U. 2025, "Digital transformation in human
resources management and work-at-home", The Bottom
Line, vol. 38, no. 1, pp. 99-122.

[28] Ofelia, E.A. & Mihai, F. 2025, "The Role of Digital
Infrastructure and Skills in Enhancing Labor
Productivity: Insights from Industry 4.0 in the European
Union", Systems, vol. 13, no. 2, pp. 113.

[29] Okeke-Uzodike, O. 2025, "Qualitative analysis of
motivation on employee efficiency and productivity:
insight from a selected FMCG organisation in South
Africa", International Journal of Business Ecosystem &
Strategy, vol. 7, no. 1, pp. 1-13.

[30] Podolchak, N., Tsygylyk, N. & Chursinov, O. 2025,
"Assessment of the motivation level of Ukrainian civil
servants in wartime conditions and strategy for its
improvement", Administratie si Management Public, ,
no. 44, pp. 131-149.

Advances in Consumer Research

1568



