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Abstract

Introduction. Human resources are likened to the backbone of any organization ensuring its sustainable
development and competition. Investment in the workforce through training programs brings back the best
fruitful achievements. This study investigated six basic factors affecting the training effectiveness in Vietnam,
which is considered as burdensome matters to any organization in terms of having a skilled workforce to meet the
current working situation.

Materials and Methods. The study employed a mixed-methods approach involving a sample of 370 with
e ==£5% over the population of 10,000 civil servants in Hanoi City. The quantitative data from the 5-Likert scale
questionnaire among 370 respondents were addressed by IBM SPSS v.25. The semi-structured interviews relative
to the same factors in the questionnaire were conducted with another 79 respondents to verify the validity of the
research using NVivo v.12 for data treatment.

Results. The results of the study revealed the dissatisfaction of employees with the training programs of
professional development. The authors recommend to create a competent system of motivation to improve the
effectiveness of training and development of employees. The leaders should conduct needs analysis seriously
to comprehend the real expections of employees so that they could satisfy what lack of expertise skills and
knowledge employees want to be updated. Besides, the incentive schemes and job promotion feasibilities are
availed to any employee who is successfully performed well at work after the training courses.

Discussion and Conclusion. The conclusions made by the authors contribute to the development of innovative
training technologies in the system of professional development of the company staff. The results of the study will
help HR professionals in the development of effective training programs that meet the expectations of employees.
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DakTopbl NMOBbIMEHUSA IPPeKTUBHOCTH
npogeccHOHAJbHONH MOATOTOBKH Pa0OTHHUKOB
B COBPEMEHHBIX YCJOBHUAX

T. B. By", JI. T. X. Hzyen, T. T. X. Hzyen
Xanotickuti opuduneckuil yrusepcumem, 2. Xanoti, Boemnam
“ tuanvw@hlu.edu.vn

AnHomayus

BBenenne. YenoBeueckuii pecypc CuMTaeTCs OCHOBHBIM (PAaKTOPOM JH000I1 OpraHu3aunuu A HOIJICPIKaHHs
YCTOHYMBOTO Pa3BUTHS M KOHKYpEHIWH. VHBecTHINN B 00pa30BaHHE MEPCOHANA depe3 IPOrpaMMbl 00yUCHUS
SIBIAIOTCA (P (HEeKTUBHON CHCTEMON pa3BUTHUS MpeAnpusTHs. Llens cTaTtey — MpoaHaIM3upoBaTh OCHOBHBIE (hak-
TOPBI, BIHUSIOIINE Ha 3()(HEKTUBHOCTH 00yUCHUsI COTPYHUKOB BO BheTHaMe, IPeACTaBUTh PEKOMEHAAIHH T10 CO-
BEPIICHCTBOBAHHIO CHCTEM MOTHBALIUH TPY/Ia B OPTaHU3AINML.

MarepuaJjbl 1 MeTOAbI. [y H3ydeHust mpoOaeMsl ObIIO MPOBEAECHO AHKETHPOBAHUE, B KOTOPOM TPHHSITH yda-
ctre 370 rocyaapcTBEHHBIX CIyKalux I. XaHod. KonnuecTBeHHbIe TaHHBIE aHKeTHI 10 1nkaie Jlalikepra Obun
o6paborans! ¢ momombio npuitoxenust IBM SPSS v.25. C nenpio npoBepKH J0CTOBEPHOCTH UCCIIEIO0BAHHUS ITPO-
BEJICHBI MOy CTPYKTYPHPOBaHHBIE HHTEPBBIO C 79 pecnoneHTamMu. {1 KauecTBeHHOH 00pabOTKM TaHHBIX HC-
moJb3oBasiach mporpamma NVivo v.12.

Pe3yabrars! uccaenoBanus. [Io uroram ncciaenoBaHus BBISIBICHA HEYIOBICTBOPECHHOCTh COTPYAHUKOB ydeO-
HBIMH TIPOTPaMMaMH TTOBBIIIEHHS KBATH(DUKAIINA. ABTOPaMH PEKOMEHJOBAHO CO3/1aTh IPAMOTHYIO CHCTEMY MO-
TUBALMH JUIS TOBBIICHUS PE3yIbTAaTUBHOCTH O0YUYEHUSI ¥ Pa3BUTHSI COTPYAHUKOB. PyKOBOANTEISIM OpraHu3anuii
TIPEUIOKEHO ITPOBECTH aHAIN3 MMOTPEOHOCTEH IS BEIBICHUS PEabHBIX OKUTAHUH COTPYIHUKOB, YTOOBI OTIpe-
JIETTNTh, KaKHe HAaBBIKM ¥ 3HAHUSI OHU XOTEIH ObI OOHOBHUTE.

Obcy:xnenne n 3akiaiouenne. CaenaHHbIe aBTOPaMH BBIBOJIBI BHOCST BKJIaJl B PAa3BUTHE MHHOBAIIMOHHBIX TEX-
HOJIOTHH OOy4eHHs B CHCTEME ITOBBINICHHS KBATH(HUKAINK MepCOHANa KOMIAHUH. Pe3ynbraTel ncciaemoBaHus
MOMOTYT CHELHAINCTaM OTeNa KaApoB B pa3paboTke 3(GEeKTUBHBIX NPOrpaMM OOyUEHHS, COOTBETCTBYIOLIIM
OXXHMIAHHUSM COTPYITHHKOB.

Kniouesvie cnoea: nosbilieHne KBanudukannu, 3pGpeKTHBHOCTD NPodeCcCHOHANBHON MOATOTOBKH, pabouee Me-
cTO, paboyasi cuiia, CHCTEMbl MOTHUBALIMH

bnazooapnocmu: aBTOPHI BBIpaXKaloT OI1arofapHOCTh TOCYAAPCTBEHHBIM CITyXKaIIUM XaHOsI 3a MPEJOCTaBICHNE
nHpopmanuy, a Taxke XaHOWCKOMY IOPHIMYECKOMY YHUBEPCUTETY 3a (PHHAHCOBYIO ITOMOIIb B IIPOBEICHNUH HC-
CIIe/IOBaHUSL.

Kongnuxm unmepecos: aBTOpbI 3asBIAI0T 00 OTCYTCTBUM KOH(IINKTA HHTEPECOB.
Mns yumuposanus: By T. B., Hryen JI. T. X., Hryen T. T. X. ®akrops! noBsiteHns 3pdexTuBHOCTH mpodec-

CHOHAJILHOI MOTOTOBKH PaOOTHHKOB B COBPEMEHHBIX ycioBusix // Viurerpauus odpaszosanus. 2023. T. 27, Ne 1.
C. 131-145. doi: https://doi.org/10.15507/1991-9468.110.027.202301.131-145

Introduction

Human resources play an important role in
the sustainable development of any organiza-
tion. Nowadays, mass production can be car-
ried out with modern machines controlled by
people. Techno-revolutions, typically named
Industry 4.0 with the convergent evolution
of artificial intelligence, require upskilling
workforce to keep pace with scientific ad-
vancements. The necessity of learning and
development within an organization is to

132

empower its employees’ growth and develop
their knowledge skills and capabilities to do
better at their positions. Practically, learning
and development encompass any profes-
sional development a business, for example,
to avail its employees which is considered
to be a core activity of human resources ma-
nagement, and is sometimes referred to as
professional training. Consequently, the prac-
ticality of the employee training program (TP)
is demonstrated by the productivity of one
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company’s workforce to meet the demand of
the work requirements' [1; 2]. Thus, the prin-
cipal purpose of training is to equip employees
with state-of-the-art knowledge and skills; thus,
organizations usually conduct the TPs in two
occasions; the onset of new employees after
the recruitment, and well-established employ-
ees participating in an on-the-job TPs. Newly
recruited employees are trained to practical
professional knowledge and corporate cultures
during the apprentice period for their final de-
cision on their commitment to the organiza-
tion or not after the completion of the training
course’ [3; 4]. For well-established employees,
retraining programs are essential to improve
their productivity and profitability? [5].

Currently, onsite and offsite training
methods are commonly carried out. Offsite
training model gathers participants from
different locations geographically close to
one another in a venue away from the offices,
which provides a better focus on the training
sessions but the costs to organize this program
are expensive. Whereas, onsite training mode
is carried out where people are geographically
located closer to each other, possibly in-house
employees. They can be trained face-to-face
in groups or technology-enabled training ap-
proach which is widely implemented because
of its cost-effectiveness and efficiency [6].
Many studies [5; 7; 8] investigate the effec-
tive outcomes employees achieve after the
completion of the TPs via the denotation of
practical benefits demonstrated by employees’
work efficiency at the workplace.

This study was conducted in Vietnam,
a fast-developing country as the melting pot
for many multinational corporations settling
their bases. The expenses on TPs are of great
concerns for most organizations in regards with
the cost-effectiveness. Consequently, instead of
regarding TPs as corporate expenses, they are

viewed as good investment returns. Currently,
almost organizations focus on employee test
results to assess the training effectiveness (TE)
without paying greatly attention to the factors
influencing the success of the TPs. There have
been many studies [9-11] discussing the TPs,
these studies, nevertheless, mainly reflect the
employers’ perspectives towards the needs of
TPs without investigating systematically the
decisive factors contributing to the effective-
ness of the TPs. This study investigated five
main components, namely training content,
training environment, facilities and materials,
training plan schedule, and presentation style
basing on employees’ viewpoints at organiza-
tions in Vietnam. To achieve the aforemen-
tioned aim, the study investigated the following
questions:

1. What are the trainees’ viewpoints on
the factors influencing the effectiveness of
training programs?

2. What are the male and female respon-
dents’ differences among the factors of the
training effectiveness?

The finding would benefit human resource
practitioners to improve the effectiveness of the
TPs. Moreover, organizations would consider
applying technology-enabled training mode to
upskill their workforce to meet the employees’
expectations and business objectives.

Literature Review

Training Versus Coaching or Mentoring.
Overall, training involves the process of trans-
ferring knowledge, teaching skills, encourag-
ing attitudinal and behavioral changes from
highly experienced trainers to poorly skilled
trainees. Training is commonly conducted in
structured and formal ways on new hires or
fostered human resources. However, the reason
why TP does not last long might be blamed for
that training skills are usually not reinforced

! Jeebpinyo J. Communication Factors Affecting Training Effectiveness of Business Organizations: Doctoral
Dissertation. The Graduate School of Communication Arts and Management Innovation. National Institute of
Development Administration. 2020. Available at: http://gscm.nida.ac.th/uploads/files/1600312381.pdf (accessed

28.10.2022).

2 Aziz S.F.A. Measuring Training Effectiveness: Evidence from Malaysia. In: Handbook on the Economic,
Finance and Management Outlooks. Proceedings Book of ICEFMO. Malaysia; 2013. p. 275-294. Available at:
http://www.conscientiabeam.com/ebooks/ICEFMO-275-294.pdf (accessed 28.10.2022).

3 Mohamed A.A. Perceived Factors Influencing the Effectiveness of Training at the Public Service

Commission: Master’s Theses. University of Nairobi; 2016. Avaialble at: http://erepository.uonbi.ac.ke/
handle/11295/100377 (accessed 28.10.2022); Luong H.N.L. Factors Influence Training Effectiveness in Micro
and Small Enterprises: Bachelor’s thesis. Turku University of Applied Sciences; 2015. Avaialble at: http:/www.
theseus.fi/handle/10024/96615 (accessed 28.10.2022).

ACADEMIC INTEGRATION 133


http://gscm.nida.ac.th/uploads/files/1600312381.pdf
http://www.conscientiabeam.com/ebooks/ICEFMO-275-294.pdf
http://erepository.uonbi.ac.ke/handle/11295/100377
http://erepository.uonbi.ac.ke/handle/11295/100377
http://www.theseus.fi/handle/10024/96615
http://www.theseus.fi/handle/10024/96615

555555555 IHTETPATIMSI OBPA3OBAHMSL T. 27, Ne 1. 2023 RSSasasase

in their practices. Training is typically charac-
terized with formality, well-defined objectives
in a specific subject area, and relative brief as
compared with coaching or mentoring. Many
studies [12; 13] have highlighted the crucial
role of trainers in a TP because they possess
extensive experience and specialized know-
ledge covering objectives of a TP. TPs, howe-
ver, are possibly incompetent to strengthen new
neural or improve individuals’ knowledge and
skills without on-the-job working practices.
Training is commonly confused with
coaching or mentoring in that training de-
velops employee skills but practically has
different roles when considering closely its
nature. Compared with training, coaching
refers to the ability to transfer from one’s
own experience and knowledge to another
by means of techniques and developmen-
tal, sophisticated skills. There is a remark-
able formality in the coaching relationship
in that a coach is closely associated to help
a coachee to master the targeted skills, and
the coaching quality is heavily influenced by
the coachees. In addition, coaching requires
time for coachees to undergo a common pro-
cess, and practice hard to form new habits
under strict supervision. Therefore, the core
of coaching is different from both training and
mentoring in that coaching involves providing
coachees some opportunities to examine their
intentions to change themselves in their single
objectives. Coaching entails the process of
facilitating another individual to master one
topic of their choice via given questions and
self-doing. Accordingly, coachees elicit their
own conclusions and then move to next steps.
A mentor is an experienced person will-
ingly giving advice to a less experienced per-
son. A mentor somehow shares some charac-
teristics same as a coach or a trainer. Unlike
training and coaching, a mentoring relationship
arises gradually from a friendship or a profes-
sional association when the mentor recognizes
to have valuable insight and experience to
share under the circumstance that the indivi-
dual being mentored sees the needs to learn
from the mentor. Therefore, mentoring features

a long-term relationship established by two
people basing on trust, respect, and a desire
to gain wisdom. Mentors often propose solu-
tions to any problem in the form of advice
or the accompaniment of collaborative work
with the mentee.

Training Effectiveness. Training effec-
tiveness indicates the process of training and
follow-up leading to improved job perfor-
mance, which positively contributes to key
organizational results. In simple words, TE
refers to the degree to which the training ob-
jectives are achieved and benefited a company
and trainees via the assessment of using the
combination of satisfaction, individual, and
organizational performance. Hence, it is worth
mentioning that Kirkpatrick and Kirkpatrick*
introduce the four levels of training evaluation
featuring an emphasis on the importance of
making training relevant to employees’ perfor-
mance. In their theory, four stages of TE entail
sequentially Reaction, Learning, Behavior, and
Results. At the reaction stage, trainees are en-
couraged to recognize the valuable cores of the
TPs. The level 2 measures the extent to which
participants could do differently as a result of
being trained, and evaluate how confident and
motivated they have gained after the TPs. The
third level — behavior — concerns how people
change their behaviour after attending the TPs.
In order for change to occur, it is necessary
to promote the participants’ desire to change,
know what and how to do, and work in a right
climate. The fourth or final stage — results —
signifies the outcomes that demonstrate a good
return on investment. Consequently, the final
results characterize “an increased production,
improved quality, decreased costs, reduced
frequency and/or severity of accidents, in-
creased sales, reduced turnover, and higher
profits™. TE concerns the attainment of the
prospective results set by human resources as
training plays a crucial part of human resources
activities [14]. Due to the failure of keeping
the right track of training purposes from the
original plan, it might lead to the ineffective
training and adding pressure on both the or-
ganization in terms of incurred cost and loss

4 Kirkpatrick J.D., Kirkpatrick W.K. Kirkpatrick’s Four Levels of Training Evaluation. Association for Talent
Development. 15 ed. 2016. Available at: https://www.kirkpatrickpartners.com/product/Kirkpatricks-Four-Levels-

of-Training-Evaluation (accessed 28.10.2022).
5 Ibid. P. 25.
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of reputation, and on trainees in regard to the
bad experience and failure feeling [15]. Be-
sides, Sitzmann and Weinhardt [14] confirm
that the motivation of trainees considered as
a key element for improving the effectiveness
of training outcomes.

Factors Affecting Training Effectiveness.
Many studies [1; 2; 7] have shown deeply
concerns about factors affecting the TE of
a TP, and these factors discuss the existence of
measurable changes in individual comprehen-
sion of focal trained matters, and their actual
skill performance at workplace. The features
of training include a formal and systematic
assessment of premilitary training necessity,
the use of appropriate training array to trans-
fer its content, and a proper evaluation of the
program criteria and strategies. Typically,
Zhao et al. [16] assume that factors affecting
TE are greatly affected by (1) internal factors
including training preparation, and training
implementation, and (2) external factors en-
compassing training assessment, work environ-
ment, and individual characteristics. According
to them, this training aspect is unconcerned
about variables at the individual level (e.g.,
attitudes, abilities, and motivation), and at
the work environment level (e.g., social net-
works, job characteristics, and organizational
systems). Similarly, Rezaee & Hamidian [§8]
investigate two factors, namely motivation and
job satisfaction on the effectiveness of on-the-
job training in the Iranian oil industry. They
opine that these factors have a positive impact
on TE. Their study, however, does not specify
the need analysis of employees, and the evalua-
tion of their training efficiency at work. They
simply implemented a contrastive analysis of
motivation and job satisfaction with effective-
ness of on-the-job training courses. Besides,
their study is inclined to synthesize and ge-
neralize the secondary sources, which might
devalue the validity and concurrence of the
research issues. Fatima and Siddiqui [7] exa-
mine three factors affecting transfer on-the-job
training at workplaces in Pakistan, particu-
larly motivation to learn, perceived organi-
zational support, and training design. The
results state that employees see a must to equip

themselves with new and updated knowledge,
although their organizations do not willingly
promote and support them. Hence, the study
simply compares internal and external factors
in the choice of participating a training course,
and fails to mention the primary process to
conduct a train course such as need analysis,
assessment, and evaluation of employees’
efficiency after the TP.

Other researchers® [17; 18] have con-
centrated on some key factors. For example,
Luong claims that employees should take a test
to measure the effectiveness of the training’.
Yet, this study does not deal with the factors
influencing the TPs such as contents, need
analysis, or assessment of the follow-up trai-
ning course efficiency. Previously, Sanjeev-
kumar & Yanan conduct a mixed theoretical
and empirical research on employees’ personal
characteristics [17]. Their study shares some
similarities to the current study in that it does
not look into the employees’ personal charac-
teristics. Hajjar and Alkhanaizi cooperate with
instructional designers and training managers
in designing the TPs for employees [18]. Their
study also does not clarify what features of
TPs would be effective in maximizing the
efficiency of the training courses.

Materials and Methods

Research Design. The study was basically
established to find out from an explanatory
research design in which the researchers care-
fully conducted a mixed-methods approach
to consolidate the validity of the research
findings. Approximately 10,000 civil servants
in Hanoi city in Vietnam constituted the study
population; however, the researchers were,
within the constraints of time and money,
unable to collect information from all the
population, so Cochran’s® formula was used
to select a sample of 370 with e = + 5%. For
the ease and convenience, the questionnaire
was fulfilled by the active Google form link,
which was sent to the concerned organs, in-
stitutions, and organizations within a period
of two weeks. For the semi-structured inter-
views, they were conducted over the phone
with the participants following a permission of

¢ Luong H.N.L. Factors Influence Training Effectiveness in Micro and Small Enterprises: Bachelor’s thesis.

" Ibid.

8 Cochran W.G. Sampling Techniques. 3" ed. New York: John Wiley & Sons; 1977.
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recording the interviews for the single purpose
of transcribing the response for this study.
Then, two sources of data were addressed by
IBM SPSS v.25 application for the question-
naire, and NVivo application v.12 for the re-
cording. Basing on the results, the researchers
unanimously arrived at the conclusion.

Subjects of the Study. The respondents of
the study worked for state organs, and local
governmental bodies and institutions in Hanoi
city. To choose the representative sample of
the large population, Cochran’s formula with
e =+ 5% was applied to get the right sample
of 370 over the population of 10,000 civil
servants.

_Z(ra)

B )
€

where: n — number of items in samples, z> —
square of confidence interval in standard error
units, p — estimated proportion of success, g —
(1-p) or estimated the proportion of failures,
e? — square of maximum allowance for error
between true proportion and sample propor-
tion, or zs, squared.

The research included 153 male respon-
dents equivalent to 56.7%, and 117 female
participants equal to 43.3%. concerning their
work experience. 22 staff accounting for
8.1% had under 5 years of work experience,
43 employees relevant to 15.9% spent under
10 years. Similarly, 59 respondents making
up for 21.9% had been in office for under
15 years. Other 39 participants just like 14.4%
were in service for under 20 years. Likewise,
50 staff same as 18.5% had under 25 work-
ing years. 31 employees or 11.5% announced
that they worked at their current positions for
under 30 years. Lastly, the small proportion
of staff, particularly 26 people equal to 9.6%
were in the job for over 30 years. In regard
to the frequency of participating in retraining
programs, the majority of employees con-
fessed that they received TPs once a year.
Then, 72 respondents corresponding to 26.7%
participated in the training course once every
5 years. Surprisingly, 55 employees just as
20.4% tool part in a training course once every
6 months. Besides, 22 participants similar to
8.1% obtained a TP more than twice every

5 years. It is noteworthy that only 3 people,
or 1.1%, did not attend any professional de-
velopment courses. When examining where
the TPs were organized. Most participants
(n =208; same as 77.0%) revealed that they
received off-site training programs; whereas,
62 respondents equal to 23.0% attended on-site
training courses.

Besides, 79 respondents agreed to involve
in the semi-structured interviews over the
telephone in a period of one month with the
permission to record the voice for the purpose
of data analysis to meet the objectives of the
study.

Research Instruments. The study exploited
the researcher-made questionnaire basing on
factual and behavioral criteria recommended
by Dornyei and Taguchi® on 6 aspects, namely
(a) training preparation, (b) training plan sched-
ule, (c) training contents, (d) work supports,
(e) training environment, and (f) training assess-
ment and effectiveness. 50 Likert scale state-
ments were designed, particularly (1) strongly
disagree, (2) disagree, (3) neutrally, (4) agree,
and (5) strongly agree, then the questionnaire
was sent to 3 experts on training and labor ma-
nagement for the content validation. After that,
the questionnaire was fine-tuned with a group
of 50 volunteer participants in a pilot study
to validate the strengths and weaknesses. The
results of the dry run for validity of the ques-
tionnaire were selected within the Alpha va-
lues (o = 0.84-0.90, reliable; Cronbach, [19]).
The final version including 31 Likert scale
statements was again sent back to 3 experts to
examine and validate the liability. Besides, the
semi-structured interview entailed 6 respective
dimensions as the questionnaire.

Research Procedures. Initially, the
researchers contacted the leaders of the
intended organizations to explain the purpose
and to seek for their permission for their staff
to serve as respondents. After gaining their
allowance, the questionnaire was floated
to the participants’ emails to complete the
Google form within a period of two weeks.
The researchers’ email explained the objectives
and relevance of the study, assured the
respondents of anonymity, and gave them
the option of not participating in the study

? Dornyei Z., Taguchi T. Questionnaires in Second Language Research: Construction, Administration and

Processing. 2™ ed. New York: Routledge; 2010.
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if they wanted. Simultaneously, a contact
number was provided in case any respondent
needed. The semi-structured interviews were
conducted at the respondents’ convenience
over the phone for about 15 minutes. After
two data sources were properly collected, the
researchers implemented the data screening
together. Then, the appropriate information
was treated by IBM SPSS v.25 application for
the questionnaire, and NVivo v.12 application
for the interview recordings.

Data Analysis. The data was collected,
tabulated, analyzed and interpreted using
descriptive statistics. Particularly, frequency
count and percentage were used to treat the
profile of the respondents. Besides, descriptive
statistics address 31 Likert-scale statement
for the mean and standard deviations with
the description of very low (1.0-1.80), low
(1.81-2.60), moderate (2.61-3.40), high
(3.41-4.20), and very high (4.21-5.0). To verify
the different perspectives of the respondents
in terms of six aspects of training, ANOVA
was utilized to test the disparity. In addition,
weighted mean was used to treat the extent of
the participants’ viewpoints. To ascertain the
accountability of the qualitative data, NVivo
v.12 application treated the frequency of
occurrence of the respondents’ acceptance or
rejection in the semi-structured interviews.

Results

Table 1 reveals the perspectives of
participants concerning the factors affecting
TE. The result indicated that training
preparation did not come to the expectation of
the participants. In particular, most respondents
thought that the training organizers failed to
carry out the need analysis of the trainees
(M =1.69; SD =.75%). Similarly, they refuted
the relevant organization of the TP (M = 2.06;
SD = .61%). For other views, the participants
opined moderately such as the matching needs
of the department (M = 2.90; SD = .74%),
suitable content (M = 2.81; SD = .54%), and
well-established training objectives (M =3.11;
SD = .64%). Generally, TP preparations play
decisive roles in determining the success
of the TP. The previous studies [7; 20; 21]
emphasize strongly a must to prepare well
before the initiation of a TP. Typically, Wenger
et al. [15] highly acknowledge the role of the
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need analysis, they assume that appropriate
understanding of employees’ training needs
possibly results in the fruitful achievements
which contributes to the productivity and
sustainability of any organization. Obviously,
it is very important to construct the content
of the TP from what employees are longing
for. This is somehow consistent with the
finding in a study conducted by Lyonga, in
which the researcher asserts that self-directed
learning enhances efficiency and improves
skills of learning [22]. In another research,
Assi and Raju [4] state that employees are
inclined to have no choice to get involved
in the construction of the TP, but they are
unwilling to take part in the training courses
which they believe that these courses are not
practical, effective, and wasteful.

On examining the training plan schedule,
it is clearly gleaned from Table 1 that the
respondents seem dissatisfied with this
factor. For further details, most participants
complained about not having a clear detailed
schedule (M =2.09; SD =.55%), they criticized
for badly informing the time allowance for
training (M = 1.87; SD = .87%), and they
also protested to accept a well-communicated
training schedules (M = 1.88; SD = .74%).
These aforementioned statements got low
extents in this aspect. Besides, the two
statements gained moderate extents, namely
the emphasized expectation of training
outcomes (M = 3.14; SD = .63%), and well-
defined goals and objectives presented in
the booklet (M =2.89; SD = .66%). It is
necessary to provide employees with the
detailed information of the training plan so
that employees are made known about the time
frames, goals to be achieved after the ending
programs, time, location, and cost of training
organization. It is worth noting that the more
detailed the plan, the clearer the employee TP,
the easier it is to implement, and the higher the
success rate. A detailed employee training plan
may also help businesses implement, evaluate,
and measure their trainees’ performance.
Besides, basing on the training methods like
onsite or offsite training mode, employees have
to arrange their temporary working positions
to participate in the TPs. Hajjar and Alkhanaizi
emphasize the importance of time schedule in
organizing training courses [18]. They argue
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that not all employees are ready to leave their
current jobs for the participation of the training
courses, although they realize the needs to
be trained to undertake their positions better.
Apparently, trainees need communicating the
training schedules to respect them, and they
are able to be active to prepare their moods,
monetary budgets, and personal matters so that
they feel comfortable to join and concentrate on
the TPs. Overall, training plan schedules should
be well-communicated to employees in order to
ascertain the success of the training outcomes.

When considering the training contents, it is
glimpsed from Table 1 that this factor generally
did not receive positive assessments. Specially,
the respondents expressed low extents for the
following appraisals such as logical sequence
of training contents (M = 2.03; SD = .75%),
well-organized contents (M = 2.22;
SD = .77%), relevant topic coverage (M= 1.91;
SD = .84%), and appropriate training materials
(M =2.00; SD = .56%). For the other two
statements, the respondents rated moderately,
particularly extensive contents linked with
practical exercises (M =2.71; SD = .66%), and
appropriate pedagogical methods (M = 2.83;

SD = .50%). Training contents play a focal
role in meeting the expectations of the
trainees. Due to the flaw in handling any skills
involving the current positions, trainees try to
update themselves with all means of training
facilities such as the Internet resources, other
co-workers, or their superiors for advice.
When these solutions cannot satisfy their
expectations, training courses would be the
final channel they expect to get state-of-the-art
information. It is vital to organize the training
contents which come up to their wishes. The
other studies have confirmed the decisive
functions of efficient training contents [8; 11;
23]. Particularly, Quesada-Pallares contrasted
the training contents between organizational
training arrangements with the self-customized
TPs [23]. The results disclose that the tailored
training contents are more effective and
satisfactory than that of organizational training
courses. In all, this study investigating the TPs
which were organized by businesses without
intervention of employees contributing their
expectations showed that employees were
slanted to be dissatisfied with the training
contents provided by their organizations.

Table 1. Respondents’ views on influential training aspects

Content N | Mean De\szite(lifion Interpretation
1 2 3 4 5
Training preparation
Training provided appropriately matched the needs of the department 270 2.90 74 Moderate
Training had conducted a poll when constructing the program to 270 2.81 .54 Moderate
provide the appropriate content based on the needs of the department
Selection of trainees was proper based on the needs of the department 270 1.69 75 Low
Training goals were adequately established. 270 3.11 .64 Moderate
The organization of the training program was well-designed by the 270 2.06 .61 Low
department representatives
Training plan schedule
The training program has a clear, detailed schedule 270 2.09 .55 Low
The expected training outcomes are emphasized 270 3.14 .63 Moderate
The time allocated for the training was well-informed 270 1.87 .87 Low
The training program has well-defined goals and objectives laid out 270 2.89 .66 Moderate
in the booklet
Training schedules were well communicated 270 1.88 .74 Low
Training contents
Training contents are presented in a logical sequence 270 2.03 75 Low
The training contents are well organized 270 2.22 7 Low
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End of table 1
I (2] 3 ] 4 | 5
Presenters covered extensive content with practical exercises 270 2.71 .66 Moderate
The topic covered is relevant to trainees 270 191 .84 Low
Training adopted appropriate pedagogical methods 270 2.83 .50 Moderate
Materials used in training were appropriate 270  2.00 .56 Low
Work supports
Management encourages employees to join a training program 270 2.92 .93 Moderate
Training colleagues do workshare while the trainees are following the 270 1.89 .63 Low
training programs
Managers motivate employees to use skills obtained after the training 270 2.75 .64 Moderate
program
Organizational system (such as on-demand facilities) assists trainees 270 2.73 .59 Moderate
after the training programs
Better work efficiency of employees after the training programs 270 1.90 72 Low
results in promotion or rewards
Training environment
The training venue is easily accessible to transportation 270 297 78 Moderate
Facilities are technologically equipped 270 3.22 .62 Moderate
The trainer communicates dynamically, fluently, and with passion 270 2.87 .69 Moderate
The trainer involves trainees in the training process 270 2.88 52 Moderate
There is sufficient comfortable seating for all participants 270 2.85 73 Moderate
Training assessment and effectiveness
Trainees’ rigorous, progressive evaluation of the program is 270 2.76 .55 Moderate
implemented
Trainees’ rigorous post-training evaluation of the trainees is 270 3.00 42 Moderate
conducted
Management evaluation of training program success is carried out 270 3.15 .79 Moderate
I acquired new skills and learning from the training program 270 3.29 43 Moderate
I intended to use the skills/learning I acquired from the training 270 3.10 .83 Moderate

program in my job

Source: Hereinafter in this article all tables were made by the authors.

Work supports connote what trainees
receive any assistance from their organiza-
tion while and after the TPs. As seen from
Table 1, trainees basically found it discour-
aged to get supports from their co-workers.
Specially, most respondents showed mode-
rate extents when rating that they got mod-
est encouragement from their managers to
join a TP (M =2.92; SD = .93%), mediocre
managerial encouragement to apply skills
(M =2.75; SD = .64%), the average assis-
tance of on-demand infrastructure (M = 2.73;
SD =.59%). Besides, they reckoned low le-
vels in terms of colleagues’ workshare during
the TPs (M = 1.89; SD = .63%), and more
favorable conditions (M = 1.90; SD = .72%).
Motive work might spring from healthy work
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environments. When employees often receive
their managerial boards’ encouragement and
supports, they could do their best to overcome
most challenges to change themselves better.
TE becomes practical if it can be implemented
in actual working practices. When allowing to
converse what employees are trained into their
current positions, employees can demonstrate
the level they have gained from the TP. One
obstacle trainees often confront at work is that
what they are given during the training courses
cannot apply with their temporary facilities in
that theory and equipment might be better than
their current facilities, which seem to be very
contradictory. In practice, workshare is always
problematic under high pressure of work.
With a high demand of jobs, employees are
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specialized for their own positions and tasks,
which is sometimes not overtaken by other
people. Therefore, trainees’ focal participation
during the TP is always troublesome as they
have to be proactive to balance between their
workload and the TP requirements. Likewise,
trainees invest much of their efforts to do their
works more efficiently with the hope that they
can get some forms of return achievement,
such as higher positions or being more well-
paid. Rewards on time are able to activate and
challenge employees to educate themselves
through the TPs.

As clearly shown in Table 1, overall trai-
ning environment recorded moderate degrees.
In particular, the participants rated modera-
tely easy access to training venue (M = 2.97;
SD = .78%), good technological equipment
(M =3.22; SD = .62%), professional trainers
(M =2.87; SD = .69%), trainers’ interaction
with trainees (M = 2.88; SD = .52%), and
sufficient comfortable seating (M = 2.85;
SD = .73%). External factors which are pro-
vided to be training venues can be very influ-
ential for the success of the TE. The facility
condition of these venues contributes to the
knowledge and skills trainees gain after the
TPs. Under the circumstance that training
environments do not come up to trainees’
expectations, the learning outcomes are hea-
vily affected by the inadequate investment
of training facilities. Previous studies [2; 13;
24] have proved that modern facilities, toge-
ther with professional, high-skilled trainers
result in the effective and efficient training
results. Concerning training assessment and
effectiveness, it is glimpsed from Table 1 that
the respondents produced moderate extents
in this regard. More particularly, the parti-
cipants showed moderate levels on trainees’
rigorous, progressive evaluation (M = 2.76;
SD = .55%), trainees’ rigorous post-training
evaluation (M = 3.00; SD = .42%), and ma-
nagement evaluation of TP (M =3.15; SD =
.79%). Besides, the respondents mostly thought
that they were unsure to apply trained skills to
their current positions (M = 3.10; SD = .83%),
and they were also uncertain to confirm if they
acquired new skills from the TPs (M = 3.29;
SD = .43%). The primary purpose of training
is to update trainees with what they feel to
be lacking of. It is clear from Table 1 that
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participants show their disappointment when
they take part in the TPs. As denoted from
Table 1 that trainees have to overcome many
obstacles to follow the TPs; however, they feel
dissatisfied with the time and efforts they have
saved for the training courses. Consequently,
trainees are not willing to participate in a TP
due to the fact that it results do not come up
to their expectations. It can be said that pre-
liminary selection process is vital to result
in the success of the TE [4]. Regarding this
aspect, longitudinal assessment or periodical
evaluation during the TP is essential to dually
reflect the TE of the program and the know-
ledge and skills trainees obtain from the TPs.
Table 1 discloses that trainees are willing to be
evaluated of their progress and achievement
during the TPs. As aforementioned informa-
tion, the management of the program is also
important in that it facilitates the achievement
of the TPs. Sitzmann and Weinhardt [14] state
that inefficient training management leads to
the disappointment and ineffectiveness of TP.

Overall, the results presented in Table 1
emphasize the crucial role on needs analy-
sis before any training program. Basing on
the findings from this survey, the organizers
are able to formulate the training preparation
related to the training program objectives to
satisfy employees’ expectations, and schedule
the training plans so that participants have clear
flowcharts of the training programs, which helps
them reorganize their work. Similarly, training
contents should be constructed to match em-
ployees’ expectations, not stemmed from the
organizers’ preset programs as the aims of the
training programs are to update what employees
really need at their current positions. In other
words, employees are those who decide the trai-
ning program contents. Finally, work supports
are also decisive to determine the effectiveness
of the training programs because employees
are capable of participating any training pro-
gram intensively. They, in this regard, have to
receive assistance from their superiors, along
with other colleagues to take on their duties
while they are absent from work during their
training period; thus, they are attentive to get
the most efficiency from the training programs.

Table 2 presents the outcomes to evaluate
the hypothesis that there is no harmony among
the genders in terms of training factors. The
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results indicate that all significance levels
(p-values) are higher than the confidence le-
vel (o= .05), which refutes the hypothesis. In
other words, there is no difference between
male and female respondents’ choices of the
training factors, this finding denotes that there
is no need to differentiate the genders when or-
ganizing the TPs, and the TE is not influenced
by the male or female participants.

Table 3 generalizes the results from
79 semi-structured interviews with the parti-
cipants who were not involved in the survey
questionnaire in order to get the liable results.
The recording transcripts were manipulated by
using NVivo v.12 application for the purpose
of accountability. As clearly seen in Table 3,
the respondents did not feel satisfied with the
training preparation (n = 58; same as 73%),
compared with the results in Table 1, both
sources of data shared the similarity; that is,
the participants felt unsatisfied with the organ-
izers’ training preparation. In addition, most
of them reckoned that training implementation
was inadequate (n = 53; equal to 67.1%), this
was somehow equivalent to the outcomes in
the training plan schedule, which recorded low
extents. In terms of evaluating the rigorous
training assessment, most participants refuted
the assessment in the TP (n = 52; equivalent

t0 65.8%). In comparison with the findings in
Table 1 concerning training assessment and ef-
fectiveness, the results from the semi-structured
interviews were more negative than that in
Table 1 because the training assessment and
effectiveness got moderate extents while the
majority of the people participating in the in-
terviews were not contented with the training
assessment. Regarding the concentration on
individual characteristics, the bigger propor-
tion of participants thought that they were not
given attention to develop their acquired skills
(n = 48; similar to 60.8%). Astonishingly, the
results from the training environment in Ta-
ble 1 reveal that the respondents got moderate
degrees, conversely the findings in this aspect
from Table 3 indicated negative outcomes,
which is consistent with other studies [25-27].
Generally, the individual characteristics have to
improve to meet the demands of the participants
to improve the effectiveness of the TPs. On
considering the supportive work environment,
the large portion of respondents confessed that
they did not receive much assistance from their
colleagues or superiors (n = 58; just as 73.4%).
Comparing with the data in Table 1, there
is something consistent among two sources;
that is, the respondents did not satisfy with
the supports they got from their workplace.

Table 2. The correlation among genders with the primary training factors

Factors Contrastion SS um of df Mean F Sig.
quares Square
Training Preparation Between Groups 15.64 1 15.64 1.26 .26
Within Groups 3331.83 268 12.43
Total 3347.47 269
Training plan schedule Between Groups 13.10 1 13.10 1.03 31
Within Groups 3410.22 268 12.73
Total 3423.32 269
Training Contents Between Groups 24.21 1 24.21 1.32 25
Within Groups 4935.28 268 18.42
Total 4959.50 269
Work Supports Between Groups 23.53 1 23.53 1.82 18
Within Groups 3473.97 268 12.96
Total 3497.50 269
Training Environment Between Groups 10.73 1 10.73 .86 .36
Within Groups 3360.68 268 12.54
Total 3371.41 269
Training Assessment and Effec- Between Groups 16.46 1 16.46 1.22 27
tiveness Within Groups 3606.80 268 13.46
Total 3623.26 269
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Thus, trainees have to manage their time to
compromise their work, their personal lives,
and short training courses. These challenges are
possible to lead to the defective effectiveness of
the training outcomes [2; 14; 24]. In the same
vein, to reexamine the practicality of the TE,
almost interviewees confirmed that they consi-
dered their training experiences as ineffective
(n=62; comparable to 78.5%), which was not
the same as the results in the survey question-
naire yielding moderate extents. Similarly, the
design, structure, and operation of the TPs must
be taken into consideration. Trainees have to
sacrifice many things such as time, money, or
work-life balance to participate in a TP with
an aim to change themselves better at work.

Discussion and Conclusion

TPs refer to the continuous process of
improving employees’ knowledge, competen-
cies, and skills to enhance their productivity,
job satisfaction, and work commitment, which
can be achieved thanks to many learning pro-
grams upskilling them in their respective work
positions. Therefore, training and retraining
programs always necessitate the growth of
each employee, along with the development
of the organizations or businesses. This study
was conducted in a fast-developing country
where there has been considered as a melting
pot for giant, multinational conglomerates to
settle their businesses. However, this study
only concentrated on those who worked in
administrative offices to disclose the factors
affecting the TE of the TPs. The results indicate
that trainees do not feel highly satisfactory for

the training preparation in general. Typically,
the selection of the participants for the TPs
are not appropriate, which leads to the inef-
fectiveness of the TPs. Besides, the training
plan schedule is not relevant for employees to
balance between their work and the training
courses, so many of them manage the suitabi-
lity between their work and the TE. For training
contents, this is the main purpose of the TPs;
nevertheless, the participants do not feel con-
tented with the training content because they
find it ungratified to grab the knowledge and
skills from the TPs. Another external factor
which does not come to the respondents is
work supports from their workplaces. They
complain that they have not given proper as-
sistance from their co-workers for workshare,
their superiors for encouraging and monetary
or incentive schemes for participating in the
TPs. Consequently, they have to struggle to
keep everything in order to follow the training
courses intensively. When mentioning the ex-
ternal condition for providing an appropriate
training venue, facilities and settings are not
good enough to meet the requirements of the
trainees. They express their moderate view-
points on the training environment, which de-
notes that the respondents need to be equipped
with better infrastructures to match the contents
of the training courses. The fast development
of the techno-sciences requires the workforce
to train themselves to catch up with the chal-
lenges of their current position, so the training
centers have to guarantee to bring the most
modern and updated equipment to meet the de-
mands of bridging between theory and practice.

Table 3. Summarized views of participants in the semi-structured interviews

Theme ‘ N ‘ Opinion ‘ Frequency ‘ Percent
Good Training Preparation 79 Yes 21 26.6
No 58 73.4
Adequate Training Implementation 79 Yes 26 32.9
No 53 67.1
Rigorous Training Assessment 79 Yes 27 342
No 52 65.8
Focusing on Individual Characteristics 79 Yes 31 39.2
No 48 60.8
Supportive Work Environment 79 Yes 21 26.6
No 58 73.4
Practical Training Effectiveness 79 Yes 17 21.5
No 62 78.5
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The final factor relating to the training assess-
ment and effectiveness refers to how the or-
ganizers apply the testing and assessment to
measure the progress and the efficiency of the
TPs. The respondents’ perspectives reflect that
they do not really think their experiences of
training evaluation in the training courses are
rigorous. Consequently, the information which
is collected from the TPs is not adequate for
trainees, stakeholders, and organizers to bring
the most practical TE. Remarkably, the results
which examine whether there is any difference
between male and female participants in the
choice of training factors indicate that all sig-

confidence level (o =.05), which confirms the
fact that males and females do not have different
stances on the selection of training factors. The
findings from this research benefit the adminis-
trators and training centers in better organizing
TPs to train and retrain their employees to
maintain the sustainable development of their
organizations. The study surely contributes to
the construction of innovative learning develop-
ment for any TP to bring back the best achieve-
ment for both businesses, organizations, and
trainees. Besides, to improve TP efficiency and
its cost-cutting practice, applying technology-
enabled training mode might be the best solution

nificance levels (p-values) are higher than the  to solve this matter.
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