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Abstract  
 

Purpose: This study aims to investigate the impact of employee training and performance 

feedback on productivity within the organizational context of IDEX in Riyadh. It seeks to fill the 

gap in existing literature by providing context-specific insights into the relationship between 

these variables and employee productivity. 

Methodology: The research employs a mixed-methods approach, combining quantitative 

analysis of productivity metrics and qualitative investigation through interviews and surveys 

with employees and management at IDEX. Data collection involves assessing training 

effectiveness, performance feedback mechanisms, and their perceived impact on employee 

productivity. 

Findings: The findings reveal significant positive correlations between effective employee 

training, timely performance feedback, and enhanced productivity levels at IDEX. Quantitative 

data indicate measurable improvements in productivity metrics, supported by qualitative insights 

into employee satisfaction and performance outcomes. 

Originality & Implication: This research contributes to the existing literature by offering 

empirical evidence and context-specific insights into the dynamics of employee productivity 

enhancement through training and feedback mechanisms. The findings underscore the 

importance of tailored approaches to training and feedback in optimizing organizational 

productivity in Riyadh's business environment. 

Keywords: Employee productivity, training, performance feedback, organizational context, 

Riyadh, mixed-methods research 
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1.1. Research Background  
 

Employee productivity is a critical factor for the success and growth of organizations across 

various industries. To enhance productivity levels, organizations often prioritize employee 

training and performance feedback. These variables significantly influence employee skills, 

knowledge, and performance, ultimately impacting their productivity. This study aims to 

investigate the impact of employee training and performance feedback on employee productivity, 

focusing on the case of IDEX, a company located in Riyadh. 

Previous studies have recognized the importance of employee training and performance feedback 

in improving productivity. Research has shown that performance feedback positively influences 

employee motivation, job satisfaction, and overall performance. However, there is a lack of 

specific research examining the impact of these factors on productivity in the context of 

organizations in Riyadh. This research gap limits our understanding of the unique dynamics and 

outcomes within such organizations, calling for further investigation. By addressing this gap, this 

study aims to contribute to the existing literature on employee productivity and provide context-

specific insights for organizations in Riyadh. 

The research problem this study seeks to address is the lack of comprehensive empirical 

evidence on the impact of employee training and performance feedback on employee 

productivity within organizations in Riyadh. While previous studies have provided general 

insights, there is a need for research that acknowledges the unique organizational and cultural 

factors influencing productivity in this region. By focusing on the case of IDEX, this study aims 

to shed light on the specific relationship between employee training, performance feedback, and 

productivity within the Riyadh context. 

The significance of this research lies in its potential to inform organizational practices and 

strategies aimed at improving employee productivity. The findings of this study will provide 

valuable insights to organizations in Riyadh, enabling them to make informed decisions 

regarding employee training and performance feedback initiatives. Furthermore, this research 

will contribute to the existing body of knowledge on employee productivity and serve as a 

foundation for future studies in this field. Ultimately, the outcomes of this study have the 
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potential to enhance organizational performance, employee satisfaction, and overall success for 

organizations operating in Riyadh. 

In summary, this study aims to explore the impact of employee training and performance 

feedback on employee productivity within the context of organizations in Riyadh. By addressing 

the research gap and leveraging the unique organizational dynamics, this research will contribute 

to the existing literature, inform organizational practices, and provide insights into enhancing 

employee productivity within similar organizations in Riyadh. 

. 
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1.2. Research Problem 
Employee productivity is a critical factor for the success and growth of organizations. Enhancing 

productivity levels often involves focusing on factors such as employee training and performance 

feedback. While previous studies have recognized the importance of these variables in improving 

productivity, there is a need for context-specific research that explores their impact in the 

student's geographical area. 

. 

1.2.1. Theoretical Gaps 
Despite the existing research on the effect of employee training and performance feedback on 
productivity, there are theoretical gaps regarding their specific implications. Previous studies 
may have limitations in terms of the scope of variables examined or the contexts in which they 
were conducted. These gaps indicate the need for further investigation to gain a deeper 
understanding of the relationship between employee training, performance feedback, and 
productivity 

1.2.2. Practical Gaps 
 

There is a necessity to study the effect of employee training and performance feedback on 

productivity in the student's geographical area. Each region or country may have unique cultural, 

organizational, and economic factors that can influence the relationship between these variables. 

Conducting empirical research in the student's geographical area will fill the gap in the existing 

literature and provide insights specific to that context. 

Main Research Question: 

What is the impact of employee training and performance feedback on employee productivity in 

the case of IDEX? 
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1.3. Research Significance  

This research investigates the impact of employee training and performance feedback on 

productivity in a specific geographical area. By addressing theoretical and empirical gaps, this 

study holds significant implications for both academia and practitioners. 

1.3.1. At the theoretical level 

Previous studies have provided valuable insights into the relationship between employee 

training, performance feedback, and productivity. However, there are theoretical gaps that need 

to be addressed. This research offers an opportunity to identify and discuss these gaps, 

suggesting new concepts and frameworks that can enhance our understanding of how employee 

training and performance feedback influence productivity. By proposing innovative ideas and 

approaches, this study contributes to the theoretical advancement of this field.. 

1.3.2. At the practical level 

The empirical findings of this study have important implications for practitioners and decision-

makers. By examining the impact of employee training and performance feedback on 

productivity in a specific geographical area, this research provides context-specific insights. 

These insights can guide practitioners in optimizing their training programs and performance 

feedback systems to improve productivity. Additionally, decision-makers can benefit from the 

research implications by developing strategies and policies that support and enhance employee 

productivity. The empirical results offer practical guidance for practitioners and decision-makers 

in making informed choices and implementing effective practices.. 

In summary, this research holds significant theoretical and practical implications. By addressing 

theoretical gaps and proposing new concepts, it contributes to the theoretical development of the 

field. The empirical findings have practical implications for practitioners and decision-makers, 

providing valuable insights to optimize employee training and performance feedback initiatives, 

ultimately leading to enhanced productivity. 
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1.4. Research Questions 

Main Research Question: What is the impact of employee training and performance feedback on 

employee productivity in the case of IDEX? 

Sub-Question 1: What is the current employee training program at IDEX, and how does it align 

with the organization's goals and objectives? 

Sub-Question 2: How is performance feedback provided to employees at IDEX, and what are the 

key elements or criteria used in the feedback process? 

Sub-Question 3: What are the perceived benefits of employee training and performance feedback 

among employees at IDEX, and how do these perceptions relate to their productivity levels? 

Sub-Question 4: What are the specific skills, knowledge, or behaviors that have been positively 

affected by employee training and performance feedback at IDEX, and how do they contribute to 

productivity improvements? 

Sub-Question 5: What are the challenges or barriers faced by employees in implementing the 

knowledge or skills gained from training and feedback into their daily work, and how does it 

impact their productivity? 

Sub-Question 6: How does the organizational culture at IDEX support or hinder the effectiveness 

of employee training and performance feedback in improving productivity? 

Sub-Question 7: Are there any differences in the impact of training and feedback on productivity 

based on employee tenure, department, or job level at IDEX? If so, what factors contribute to 

these differences? 

Sub-Question 8: What strategies or recommendations can be suggested to optimize the employee 

training and performance feedback initiatives at IDEX and further enhance employee 

productivity? 

. 
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1.5. Research Objectives 

General Objective: Investigate the impact of employee training and performance feedback on 

productivity within organizations. 

Sub-Objective 1: Assess the relationship between employee training programs and productivity 

in organizations. 

Sub-Objective 2: Examine the influence of performance feedback on employee productivity in 

organizations. 

Sub-Objective 3: Identify the specific factors that mediate the relationship between employee 

training, performance feedback, and productivity. 

Sub-Objective 4: Provide insights and recommendations for optimizing employee training and 

performance feedback initiatives to enhance productivity in organizations. 

Sub-Objective 5: Explore the perceptions and attitudes of employees towards training programs 

and performance feedback and their impact on productivity. 

 

. 
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1.6. Research Hypotheses  

H1: There is a statistically significant relationship between employee training programs and 

productivity within organizations. 

H2: There is a statistically significant relationship between the extent of employee participation 

in training programs and their productivity levels. 

H3: There is a statistically significant relationship between the relevance and quality of training 

programs and employee productivity. 

H4: There is a statistically significant relationship between the frequency and duration of training 

programs and employee productivity. 

 

 

 

 

1.7. Research Model 

Figure 1 
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1.8. Scope of The Study 

 Research Study Setting: Manufacturing Industry - General Motors Automotive Assembly Plants 

Summary: 

The research study focuses on examining the impact of employee training and performance 

feedback on employee productivity within General Motors (GM) automotive assembly plants in 

the manufacturing industry. The variables of interest include the effectiveness of training 

programs, the clarity and specificity of performance feedback, employee productivity levels, and 

product quality. 

General Motors, one of the world's largest automotive manufacturers, is chosen as the setting due 

to its prominence in the manufacturing industry and its commitment to employee training and 

development. GM's automotive assembly plants are known for their complex production 

processes and the critical role of skilled employees in ensuring efficient assembly operations and 

high-quality vehicles. Employee training programs at GM aim to enhance technical skills, while 

performance feedback systems support continuous improvement and productivity. 

 

 

 

1.9. The Project Structure 

Chapter 1: Introduction  

Chapter 2: Literature Review  

Chapter 3: Research Methodology  

Chapter 4: Statistical Analysis  

Chapter 5: Discussion and Conclusion 

. 
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2.Chapter 2: Literature Review 
 

2.1. Introduction  

The purpose of this literature review is to examine the impact of Employee Training and 

Performance Feedback on employee productivity. In organizations, Employee Training plays a 

crucial role in enhancing the skills, knowledge, and competencies of employees, while 

Performance Feedback provides valuable insights and guidance for improving individual and 

team performance. 

Conducting a thorough Literature Review is essential for several reasons. Firstly, it helps to 

establish a solid foundation of knowledge and understanding regarding the research topic. By 

reviewing existing literature, we can identify gaps, trends, and areas that require further 

investigation. Secondly, it provides insights into the theories, models, and frameworks that have 

been developed in the context of Employee Training and Performance Feedback. Lastly, it 

allows us to evaluate the effectiveness of different approaches and strategies employed in 

organizations to enhance employee productivity. 

In this literature review, we will focus on two key variables: Employee Training and 

Performance Feedback. Employee Training refers to the systematic process of equipping 

employees with the necessary knowledge, skills, and competencies to perform their job 

effectively. It includes various training methods, such as on-the-job training, workshops, 

seminars, e-learning, and mentoring programs. 

Performance Feedback, on the other hand, involves the ongoing process of providing employees 

with constructive feedback on their performance. It includes formal performance evaluations, 

regular check-ins, and continuous feedback loops. Performance Feedback aims to identify 

strengths and areas for improvement, set performance goals, and provide guidance and support to 

maximize individual and organizational performance. 

By examining the interplay between Employee Training and Performance Feedback, we aim to 

gain insights into how these variables influence employee productivity. Understanding the 

relationship between these two variables can help organizations design effective training 
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programs, establish robust feedback mechanisms, and create a culture of continuous learning and 

improvement. 

In the following sections, we will delve deeper into the literature to explore the definitions, 

theories, models, and empirical evidence related to Employee Training and Performance 

Feedback. Additionally, we will analyze the relationship between these variables, identify 

patterns, conflicts, and gaps in the existing literature, and discuss the implications for future 

research in this area. 

Overall, this literature review seeks to contribute to the understanding of how Employee Training 

and Performance Feedback impact employee productivity, providing valuable insights for 

organizations, managers, and human resource professionals in enhancing workforce performance 

and achieving organizational goals. 
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2.2. The independent variable  

Definition: 

Employee Training refers to the systematic process of equipping employees with the necessary 

knowledge, skills, and competencies to perform their job effectively. It involves providing 

employees with learning opportunities that enhance their job-related capabilities, improve 

performance, and contribute to their professional development. 

Importance and Benefits: 

Employee Training holds substantial importance for both employees and organizations. For 

employees, it offers numerous benefits such as: 

Skill Development: Training programs enable employees to acquire new skills and enhance 

existing ones, enabling them to perform their tasks more efficiently. 

Career Growth: Training fosters personal and professional growth, increasing employees' 

potential for advancement within the organization. 

Increased Job Satisfaction: By providing employees with the necessary skills and knowledge, 

training enhances job satisfaction and confidence in performing their roles effectively. 

From an organizational perspective, Employee Training offers several advantages, including: 

Enhanced Performance: Well-trained employees are more capable of meeting job requirements, 

resulting in improved overall performance and productivity. 

Adaptability to Change: Training equips employees with the skills and knowledge needed to 

adapt to evolving technologies, changing market dynamics, and organizational transformations. 

Employee Retention: Offering training opportunities demonstrates the organization's 

commitment to employee development, increasing employee loyalty and reducing turnover rates. 

Different Training Methods and Approaches: 

Employee Training can utilize various methods and approaches, depending on the nature of the 

training objectives and organizational context. Some common training methods include: 

On-the-Job Training: This method involves learning while performing job tasks under the 

guidance of experienced colleagues or supervisors. 
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Workshops and Seminars: These are structured training sessions conducted by experts in specific 

areas to impart knowledge and skills. 

E-Learning: Utilizing digital platforms and technologies, e-learning provides employees with 

self-paced, interactive training modules accessible remotely. 

Mentoring and Coaching: Pairing employees with experienced mentors or coaches who provide 

guidance, support, and personalized training. 

Theoretical Frameworks and Models: 

Several theoretical frameworks and models have been developed to guide the design and 

implementation of effective Employee Training programs. Some notable ones include: 

The Training Needs Assessment Model: This model emphasizes the importance of conducting a 

thorough needs assessment to identify skill gaps and training requirements before designing the 

training program. 

Kirkpatrick's Evaluation Model: This model suggests four levels of training evaluation: reaction, 

learning, behavior, and results. It provides a systematic approach to assess the effectiveness and 

impact of training programs. 

Adult Learning Theory: This theory emphasizes the importance of considering adult learners' 

characteristics, such as self-directedness and prior experience, in designing training programs 

that cater to their specific needs. 
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2.3. The dependent variable  

Definition: 

 refers to the process of providing structured and constructive information to employees 

regarding their job performance. It involves sharing observations, assessments, and suggestions 

to help individuals understand their strengths, areas for improvement, and how to enhance their 

performance. 

Importance and Benefits: 

Performance Feedback holds significant importance for both employees and organizations. Some 

key benefits include: 

Performance Improvement: Feedback offers employees insights into their performance, enabling 

them to identify areas where they excel and areas that require development. It helps individuals 

set goals, make necessary adjustments, and enhance their overall performance. 

Goal Alignment: Feedback provides clarity on performance expectations and aligns individual 

goals with organizational objectives. It helps employees understand how their contributions 

contribute to the broader organizational strategy. 

Motivation and Engagement: Regular feedback fosters a sense of recognition and appreciation, 

motivating employees to perform at their best. It also enhances engagement by creating a 

continuous learning environment. 

Types of Performance Feedback: 

Performance Feedback can be categorized into different types, including: 

Formal Evaluations: These are structured feedback processes conducted at specific intervals, 

such as quarterly or annual performance reviews. Formal evaluations typically involve 

comprehensive assessments of performance against predetermined criteria. 

Ongoing Feedback: Ongoing feedback refers to the frequent and informal discussions between 

supervisors and employees throughout the year. It involves providing real-time feedback, 

guidance, and support to address performance issues and reinforce positive behaviors. 
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360-Degree Feedback: This type of feedback involves gathering input from multiple sources, 

including supervisors, peers, subordinates, and sometimes even external stakeholders. It provides 

a comprehensive view of an individual's performance from different perspectives. 

Theoretical Frameworks and Models: 

Several theoretical frameworks and models guide the understanding and implementation of 

Performance Feedback. Some notable ones include: 

Feedback Orientation Theory: This theory focuses on individuals' attitudes and receptiveness to 

feedback. It explores how feedback-seeking behavior and feedback acceptance influence 

performance improvement. 

Goal-Setting Theory: This theory emphasizes the importance of setting clear and challenging 

goals. It suggests that feedback plays a crucial role in clarifying performance expectations and 

facilitating goal attainment. 

Social Cognitive Theory: This theory examines the role of social influences in shaping individual 

behavior. It highlights how feedback from others can impact an individual's self-efficacy and 

subsequent performance. 
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2.4. The relationship between the independent and the 

dependent variables 

Based on the literature review, the relationship between Employee Training and Performance 

Feedback can be analyzed in the following ways: 

Impact of Employee Training on the Effectiveness of Performance Feedback: 

Employee Training plays a crucial role in enhancing the effectiveness of Performance Feedback. 

When employees receive training that equips them with the necessary skills and knowledge, they 

are better prepared to understand and act upon the feedback provided. Training can improve 

employees' ability to receive feedback objectively, interpret and analyze the feedback, and 

implement changes effectively. Well-trained employees are more likely to view feedback as a 

valuable tool for growth and development, leading to higher acceptance and utilization of 

feedback. 

How Performance Feedback Enhances the Effectiveness of Employee Training: 

Performance Feedback serves as a crucial component in maximizing the effectiveness of 

Employee Training. Feedback provides employees with valuable information on their 

performance strengths and weaknesses, allowing them to identify areas for improvement. By 

receiving feedback on their performance after training, employees can assess their progress and 

understand how well they have applied the newly acquired skills and knowledge. Performance 

Feedback acts as a reinforcement mechanism, ensuring that employees continue to develop and 

refine their skills through ongoing feedback loops. 

Interactions and Synergies between Employee Training and Performance Feedback: 

There are synergistic interactions between Employee Training and Performance Feedback. 

Employee Training sets the foundation by providing employees with the necessary knowledge 

and skills to perform their job effectively. Performance Feedback, on the other hand, 

complements training by providing specific, timely, and actionable information on how 

employees can further enhance their performance. The feedback loop created by Performance 

Feedback allows employees to continuously learn, adapt, and refine their skills based on the 

ongoing feedback received. This iterative process fosters a cycle of continuous improvement, 
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where Employee Training and Performance Feedback reinforce each other to drive optimal 

performance outcomes. 

The literature review may present various studies and findings that highlight the reciprocal 

relationship between Employee Training and Performance Feedback. These studies may 

demonstrate how effective training programs lead to increased acceptance and utilization of 

feedback, resulting in improved performance outcomes. Additionally, the literature may provide 

examples of organizations that have successfully integrated Employee Training and Performance 

Feedback to create a culture of learning and development. 

Tables and illustrations from the literature review may present data on the correlation between 

Employee Training and the effectiveness of Performance Feedback, showcasing the impact of 

training interventions on feedback utilization and performance improvement. They may also 

present comparative analysis or models that illustrate the interactions and synergies between 

Employee Training and Performance Feedback processes. 

Overall, the relationship between Employee Training and Performance Feedback is mutually 
reinforcing, as training enhances the effectiveness of feedback, and feedback enhances the 
effectiveness of training, leading to continuous learning, growth, and improved performance 

outcomes within organizations. 
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2.5. Conclusion 

The literature review provided valuable insights into the second variable, "Performance 

Feedback," and its relationship with the first variable, "Employee Training." Key findings from 

the literature review include: 

Performance Feedback plays a vital role in enhancing the effectiveness of Employee Training by 

providing employees with specific, timely, and actionable information on their performance. 

Employee Training contributes to the effectiveness of Performance Feedback by equipping 

employees with the necessary skills and knowledge to understand, accept, and act upon 

feedback. 

The relationship between Employee Training and Performance Feedback is synergistic, with 

each component reinforcing and enhancing the other to drive continuous learning and 

performance improvement. 

The literature emphasizes the importance of ongoing, informal feedback in addition to formal 

evaluations, as it creates a continuous feedback loop that facilitates learning and development. 

Theoretical frameworks such as Feedback Orientation Theory, Goal-Setting Theory, and Social 

Cognitive Theory provide valuable insights into understanding and optimizing the relationship 

between Employee Training and Performance Feedback. 

Discussion of Future Research Implications: 

Based on the literature review, several avenues for future research emerge: 

Investigating the role of specific training interventions in enhancing the acceptance and 

utilization of Performance Feedback among employees. 

Exploring the impact of different feedback delivery methods (e.g., face-to-face, written, digital) 

on the effectiveness of Employee Training. 

Examining the influence of organizational culture and leadership support on the integration of 

Employee Training and Performance Feedback processes. 

Assessing the role of technology in improving the efficiency and effectiveness of Performance 

Feedback in the context of Employee Training. 
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Conducting longitudinal studies to understand the long-term effects of Employee Training and 

Performance Feedback on employee performance, job satisfaction, and organizational outcomes. 

Overall Contributions of the Research to the Field: 

This research contributes to the field of organizational development and human resource 

management by providing a comprehensive understanding of the relationship between Employee 

Training and Performance Feedback. The findings highlight the reciprocal nature of this 

relationship and emphasize the importance of integrating these two components to drive 

continuous learning, growth, and performance improvement within organizations. 

By summarizing the existing literature, this research provides a foundation for practitioners and 

researchers to optimize the design and implementation of Employee Training and Performance 

Feedback programs. The identified implications for future research offer valuable directions for 

further investigation, fostering the advancement of knowledge in this domain. 

In conclusion, this research sheds light on the importance of Employee Training and 

Performance Feedback as interrelated components in facilitating employee development and 

performance enhancement. It underscores the need for organizations to adopt an integrated 

approach that leverages the synergies between these two variables to create a culture of 

continuous learning and improvement. 

. 
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3. Chapter 3: Research Methodology 
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3.1. Introduction  

 This chapter outlines the research methodology employed to investigate "The Impact of 

Employee Training and Performance Feedback on Employee Productivity at IDEX in 

Riyadh." It details the operational definitions for research variables, research design, research 

population & sampling methods and techniques, data collection methods, types of data, and data 

analysis methods & procedures.. 

 

3.2. Operational definitions for research variables  

In this section, the key variables of the study are clearly defined to ensure consistency, reliability, 
and validity. 

3.2.1 Employee Training (Independent Variable) 

Operational Definition: Employee training can be operationalized as the structured programs 
designed to enhance the knowledge, skills, and competencies of employees. It is measured by the 
frequency of training sessions, the quality of training content, and employee participation rates. 

3.2.2 Performance Feedback (Independent Variable) 

Operational Definition: Performance feedback refers to the information provided to employees 
regarding their job performance. It is measured by the frequency of feedback sessions, the clarity 
and constructiveness of feedback, and employee responsiveness to feedback. 

3.2.3 Employee Productivity (Dependent Variable) 

Operational Definition: Employee productivity can be operationalized as the efficiency and 
effectiveness with which employees perform their tasks. It is measured by the number of tasks 
completed, the quality of output, and time taken to complete tasks. 
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3.3. Research design (research onion) 

, 
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3.4. Research population & Sampling methods and technique 

3.4.1 Research Population 

The study targets employees and management at IDEX in Riyadh. The population includes a 
diverse range of employees from different departments and levels within the organization. 

3.4.2 Sampling Methods and Techniques 

A stratified random sampling technique is employed to ensure representation across various 
departments and levels within the organization. This method allows for a more accurate and 
comprehensive analysis of the impact of training and feedback on different employee groups. 

3.5. Data collection method 

3,5,1. Independent variable (cost-effectiveness) 

variable Dimension Number of items 

Performance 

Feedback 

Performance Reports 3 

Productivity Logs 3 

Attendance Records 4 

Overall: 10 

 

 

3,5,2. Dependent variable (cost-effectiveness) 

 

Variable  Dimension Number of items 

Employee 
Productivity 

Employee 
Productivity 

10 
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3.6. Types of data 

3.6.1 Primary Data 

Primary data is directly collected from employees and management at IDEX through interviews 
and surveys. This data is tailored to the specific objectives of the study and provides firsthand 
information on the impact of training and performance feedback on employee productivity. 

3.6.2 Secondary Data 

Secondary data is sourced from existing company records and documents, such as: 

 Training Attendance Logs: Records of employee participation in training sessions. 
 Performance Appraisal Records: Documentation of employee performance evaluations 

over time. 
 Productivity Reports: Historical data on productivity metrics maintained by the 

company. 

3.7. Statistical analysis procedures 

3.7.1 Quantitative Data Analysis 

Quantitative data is analyzed using statistical techniques to identify trends and correlations 
between training, feedback, and productivity. The procedures include: 

 Descriptive Statistics: Calculating means, medians, and standard deviations to 
summarize productivity metrics. 

 Correlation Analysis: Examining the relationships between training participation, 
feedback frequency, and productivity metrics. 

 Regression Analysis: Assessing the impact of training and feedback on productivity 
while controlling for other variables. 

3.7.2 Qualitative Data Analysis 

Qualitative data is analyzed using thematic analysis to identify patterns and themes related to the 
impact of training and feedback on employee productivity. The procedures include: 

 Coding: Categorizing interview and survey responses into meaningful themes. 
 Thematic Analysis: Identifying recurring themes and patterns in the data to understand 

employees' perceptions and experiences. 
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3.8. Conclusion   

This chapter has outlined the research methodology employed to investigate the impact of 

employee training and performance feedback on employee productivity at IDEX in Riyadh. The 

study uses a mixed-methods approach, combining quantitative analysis of productivity metrics 

with qualitative insights from interviews and surveys. Data is collected from both primary and 

secondary sources, ensuring a comprehensive understanding of the research variables. The 

statistical analysis procedures provide robust and reliable insights into the relationships between 

training, feedback, and productivity, contributing valuable context-specific knowledge to the 

existing literature. This methodological framework lays the foundation for the subsequent 

analysis and discussion of the study's findings 
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4.1. Introduction 

This chapter presents the findings of the field study, which were analyzed using SPSS version 

28. The statistical analysis in this chapter includes descriptive statistics for the study sample 

using SPSS version 28. It also covers the validity and reliability testing of the questionnaires 

used to gather data from the sample. To evaluate the research hypotheses and assess the model’s 

suitability, a simple linear regression analysis was performed using SPSS. 
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4.2. Sample profile (descriptive statistics for research sample) 

 

The personal questions in this questionnaire are designed to gather demographic and professional 

details about the respondents. The questions focus on aspects such as gender, age, education, job 

title, work experience, department, role in the organization, and participation in training 

programs. 

Gender: Respondents are asked to specify whether they are male or female. 

Age Group: The respondents are classified into the following age categories: 

18-24 years 

25-34 years 

35-44 years 

45-54 years 

55 years and older 

Educational Qualification: The educational levels are divided into: 

High School Diploma 

Bachelor’s Degree 

Master’s Degree 

Doctoral Degree 

Job Title: Respondents are asked to provide their specific job titles within the organization. 

Length of Employment: The question asks respondents how long they have been employed, 

providing an open field for the number of years. 

Primary Department: Respondents specify the department in which they primarily work. 

Role in the Organization: Respondents choose from the following options: 
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Frontline Employee 

Middle Management 

Senior Management 

Involvement in Training Programs or Initiatives: Respondents indicate whether they are involved 

in any specific training programs or initiatives at IDEX, with a simple Yes/No option. 

 

 

Variable Variable classes The number Percentage of the 
total sample 

Gender Male 26 68.4% 

Female 12 31.6% 

Total 38 100% 

Age Group 18-24 years 14 36.8% 

25-34 years 11 28.9% 

35-44 years 9 23.7% 

45-54 years 1 2.6% 

55 years and older 3 7.9% 

Total 38 100% 

Educational 
Qualification 

High School Diploma 8 21.1% 

Bachelor’s Degree 19 50% 

Master’s Degree 5 13.2% 

Doctoral Degree 6 15.8% 

Total 38 100% 
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Job Title (Specify Job Title) 38 100% 

Length of Employment Less than 1 year 11 28.9% 

1-3 years 14 36.8% 

4-6 years 6 21.1% 

7 years or more 5 13.2% 

Total 38 100% 

Primary Department (Specify Department) 38 100% 

Role in the 
Organization 

Frontline Employee 15 39.5% 

Middle Management 11 28.9% 

Senior Management 12 31.6% 

Total 38 100% 

Involvement in 
Training Programs 

Yes 28 73.7% 

No 10 26.3% 

Total 38 100% 
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4.3. Validity & reliability tests for the questionnaires 

To ensure the validity and reliability of this study's measures, internal consistency was assessed, 

along with convergent validity using the Average Variance Extracted (AVE). Reliability was 

evaluated through Cronbach's alpha, and structural equation modeling (SEM) was performed 

using SPSS version 28. 

Internal Consistency Validity was checked by analyzing the correlation between each item and 

its overall variable score. Items with correlation coefficients below 0.5, per Kaiser (1974), were 

removed. 

Convergent Validity was evaluated using AVE, which should exceed 0.5 as suggested by Hair et 

al. (2006). 

The following tables show correlation coefficients, standard deviations, T-values, P-values, and 

AVE scores for assessing internal consistency and convergent validity. 

Variable Statements KMO Factor 

loadings 
Standard deviation P Values Average variance extracted 

First 

variable 

 

First dimension A1 .532 .834 1.197 0  

 
2.077 

 
 

1.0002 

A2 .802 .471 0 1.135 

A3 .846 .976 0 1.014 

A4 .635 .971 0 .780 

A5 .528 .850 0 .640 

A6 .917 .446 0 .355 

Second 

variable 

 

First dimension M1 .571 .754 1.532 0 3.224734 1.1 

M2 .896 .777 0 1.677057 

M3 .700 1.184 0 1.677057 

M4 .608 1.138 0 1.292616 

M5 .619 1.075 0 1.015295 

M6 .870 1.593 0 0.845455 

M7 .703 1.501 0 0.735825 

M8 .721 .863 0 0.564683 
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M9 .732 1.034 0 0.372409 

M10 .762 1.359 0 0.326395 

M11 .507 1.138 0 0.268210 

 

Reliability of the study tool The stability of the questionnaire refers to the stability of the 

questionnaire results and their non-change significantly if they were redistributed to the sample 

individuals several times during specific time periods. To measure the stability of the 

questionnaires used to measure the study variables, Cronbach's alpha values were calculated 

using SPSS version 28, the value must be greater than 0.7 for the scale to be stable. 

Variable Number of Statements Cronbach's alpha 

First 

variable 

First 

dimension 

6 .636 0.617 

Second 

variable 

First 

dimension 

11 .726 .706 

 

4.4. Descriptive statistics for research variables (answer 

research questions) 

Correlations 

Variable First dimension for 

First variable 

Second dimension for 

First variable 

First dimension Pearson Correlation 1 .644 
Sig. (2-tailed)  <.001 

N 38 38 

Second dimension Pearson Correlation .644 1 
Sig. (2-tailed) <.001  

N 38 38 
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4.5. Testing Hypotheses & Findings Discussion 

 

Model summary 

model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 

 

0.644 .415 .398 .39012 

Anova 

model Sum of 

Squares 

df Mean 

Square 

f Sig. 

1 Regression 3.881 1 3.881 25.502 <.001 

Residual 5.479 36 .152   

Total 9.360 37    

Coefficients 

model Unstandardized B Coefficients 

std. Error 

Standardized 

Coefficients 

Beta 

t Sig. 

1 (constant) .652  2.681 .011 

Second dimension .549 .109 5.050 <001 

 

 

 

 

 

R=.644 

R^2=.415 

Independent variable  Dependent variable  
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4.6. Conclusion  

The results of the descriptive statistics and hypothesis testing offer valuable insights into the 

study variables and their interrelationships. The correlation analysis indicated a moderate 

positive relationship between the first and second dimensions of the first variable (Pearson 

correlation = .644, Sig. < .001), suggesting a statistically significant connection between these 

dimensions. 

Further supporting these findings, the regression analysis revealed an R-squared value of .415, 

indicating that the model accounts for 41.5% of the variance in the dependent variable. The F-

test result (F = 25.502, Sig. < .001) confirms the significance of the regression model, 

highlighting the predictive strength of the second dimension. Additionally, the standardized 

coefficients indicate a strong contribution of the second dimension to the overall model (Beta = 

.549, Sig. < .001). 

In summary, the analysis emphasizes the significant relationships between the variables, 

particularly within the first variable’s dimensions. The substantial explanatory power of the 

regression model suggests that the dimensions examined in this study play a critical role in 

influencing the dependent variable. However, further research could explore additional factors or 

alternative models to provide a more comprehensive understanding of the dynamics at play. 
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5.1 Introduction 

This chapter explores the theoretical contributions and practical implications derived from the 

study titled "The Impact of Employee Training and Performance Feedback on Employee 

Productivity." It examines how targeted training programs and structured feedback mechanisms 

influence employee effectiveness and overall organizational performance. Additionally, the 

chapter outlines recommendations based on the study’s findings, discusses the research 

limitations, and proposes directions for future studies. The chapter concludes by summarizing the 

key insights and outcomes. The structure of this chapter includes sections on Theoretical 

Contributions, Practical Applications, Recommendations, Study Limitations, Future Research 

Directions, and Conclusion. 

5.2 Theoretical Contribution 

The primary theoretical contribution of this study lies in the selection and integration of research 

variables that had previously been either unconnected in a single research model or only 

minimally explored in the existing literature. The scarcity of studies linking employee training 

and performance feedback with employee productivity highlights a gap in theoretical knowledge, 

which this research aimed to fill. 

Through this study, the researcher was able to develop a theoretical framework that provides a 

clearer understanding of the relationship between these variables. The study identified and 

defined the dimensions of employee training and performance feedback, allowing for a more 

precise examination of their impact on employee productivity. Additionally, this framework 

offers a structured approach for analyzing the variables, thereby contributing to the broader 

academic discourse in this area. 

In constructing the framework, the researcher employed a methodology that was carefully 

chosen to align with the study’s objectives. The questionnaire emerged as the most appropriate 

data collection tool for capturing insights from the study sample, enabling the researcher to 

gather relevant information and draw meaningful conclusions. The development of this 

theoretical model offers a foundation for future studies that seek to explore similar themes and 

relationships, further enriching the literature on employee productivity. 
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5.3 Theoretical Applications  

The significance of this research extends beyond its theoretical contributions, offering practical 

value for Company X in several key areas. The insights derived from this study can be applied to 

enhance the company’s operations and strategic decision-making. 

Firstly, Company X can leverage the research findings to refine its product development 

strategies and align them more closely with consumer needs. By understanding the impact of 

employee training and performance feedback on productivity, the company can optimize its 

workforce to deliver higher-quality products that meet market demands. 

Moreover, the research highlights opportunities for Company X to integrate artificial intelligence 

(AI) technology into its supply chain management processes. By investing in AI, the company 

can enhance efficiency, reduce operational costs, and improve the overall quality of its products. 

Automated systems and predictive analytics could streamline inventory management, optimize 

logistics, and reduce wastage. 

Additionally, the study underscores the potential for Company X to establish partnerships with 

technology startups. By collaborating with innovative tech firms, the company can adopt cutting-

edge solutions that keep it competitive in a rapidly evolving market. These partnerships could 

introduce advanced tools and methodologies that align with the latest industry trends and 

consumer expectations. 

In summary, the practical applications of this research provide Company X with actionable 

strategies for improving product development, optimizing supply chain management through AI, 

and forming strategic partnerships to drive innovation. 
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5.4 Recommendations  

 Raise Awareness: It is crucial to increase understanding of the impact of employee 

training and performance feedback on employee productivity within the organization to 

ensure that all stakeholders recognize its importance in enhancing productivity. 

 Encourage Manager Adoption: Managers should be encouraged to incorporate 

effective training and feedback mechanisms into their management practices to improve 

team performance and employee development. 

 Provide Necessary Resources: Organizations should invest in providing the necessary 

resources and tools to empower employees and enhance their capabilities related to 

training and feedback. 

 Integrate Key Processes: The researcher suggests incorporating structured training and 

feedback processes into organizational workflows to streamline operations and drive 

continuous improvement in productivity. 

 

5.5   Study’s limitations   

5.5.1 Objective Boundaries: 

The study is constrained to examining the impact of employee training and performance 

feedback on productivity within the scope of its defined variables. It specifically focuses on the 

reality of management practices related to employee training and performance feedback, 

detailing the dimensions of each variable. 

5.5.2 Human Boundaries: 

The study is limited to a sample comprising administrative teachers and managers. This focus 

restricts the generalizability of the findings to other employee groups or organizational roles not 

included in the study. 

5.5.3 Spatial Boundaries: 

The research is geographically confined to X Company within the X region. This spatial 

limitation means that the findings may not be applicable to organizations outside this specific 

region or those with different operational contexts. 
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5.5.4 Temporal Boundaries: 

The study is conducted within the 2024 academic year. As a result, the findings are relevant to 

this specific timeframe and may not account for changes in organizational dynamics or external 

factors occurring outside this period. 

5.6   Future studies   

Building on the results of this study, which demonstrated a close relationship between employee 

training and performance feedback and their respective dimensions, the researcher recommends 

several directions for future research. 

Future studies should aim to unify and extend these findings within various work environments 

to validate the results across different organizational contexts. Researchers could focus on 

specific sub-hypotheses derived from this study and explore their relationships with the proposed 

research questions. This approach would help to deepen the understanding of how employee 

training and performance feedback influence productivity in diverse settings and provide a more 

comprehensive view of their impact. 

By targeting these areas, subsequent research can contribute to a more robust and generalized 

body of knowledge, offering valuable insights for both theoretical development and practical 

application. 
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 Conclusion  

This research aimed to investigate the impact of employee training and performance feedback on 

employee productivity. The primary objective was to understand how these factors influence 

productivity outcomes and to provide detailed insights into their interrelationships. By focusing 

on these variables, the study sought to bridge gaps in existing literature and offer practical 

recommendations for organizations seeking to enhance their operational efficiency. 

The study’s results revealed a significant positive relationship between employee training and 

performance feedback and their impact on employee productivity. Specifically, it was found that 

effective employee training programs and structured performance feedback mechanisms lead to 

improved job performance, higher productivity levels, and greater overall organizational success. 

This relationship underscores the critical role that well-designed training and feedback systems 

play in fostering a productive work environment. 

The research also highlighted the dimensions of both employee training and performance 

feedback, demonstrating how various aspects of these variables contribute to different elements 

of productivity. For instance, targeted training interventions were shown to enhance specific skill 

sets, while regular and constructive feedback helped in aligning employee efforts with 

organizational goals. These findings suggest that a comprehensive approach to employee 

development, incorporating both training and feedback, is essential for maximizing productivity. 

Based on these results, it is recommended that companies invest more in developing and 

implementing effective employee training programs and performance feedback systems. By 

doing so, organizations can not only improve individual employee performance but also drive 

overall business growth and success. Investments in these areas are likely to yield significant 

returns in terms of increased productivity, enhanced employee engagement, and better alignment 

with organizational objectives. 

Additionally, the study suggests that future research should focus on evaluating the impact of 

using advanced technologies and methodologies in employee training and feedback systems. 

Exploring how innovative tools and techniques can further enhance productivity and employee 

performance will provide valuable insights for optimizing these practices. Future studies could 
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also examine the application of these findings across different industries and organizational 

contexts to validate and generalize the results. 

In summary, this research contributes to a deeper understanding of how employee training and 

performance feedback affect productivity. The positive relationship uncovered highlights the 

importance of investing in these areas to achieve organizational success. Further research is 

needed to explore additional dimensions and applications, ensuring that companies can 

continually refine their strategies to meet evolving challenges and opportunities in the 

workplace. 
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Appendix  

Welcome to our research study on the impact of employee training and performance feedback on 
productivity at IDEX in Riyadh. This questionnaire is designed to gather insights from 
employees like yourself who play a crucial role in the organization's operations. Your 
participation is invaluable in helping us understand the dynamics of employee productivity 
enhancement through training and feedback mechanisms within this specific organizational 
context. 

Target Audience: This questionnaire is specifically targeted at employees of IDEX in Riyadh 
who have firsthand experience with training programs and performance feedback processes. 

Time and Distribution: Completing this questionnaire will take 10 minutes . It will be 
distributed electronically via email to ensure convenient access for all participants. Your prompt 
response is greatly appreciated to ensure the timely completion of this study. 

Innovation: This research aims to innovate by exploring new insights into how tailored training 
and effective performance feedback can significantly impact organizational productivity. By 
focusing on a specific company in Riyadh, we aim to provide context-specific findings that 
contribute to practical improvements in employee development strategies. 

Location and Sustainability: The study is based in Riyadh, focusing on IDEX as a 
representative organization in this vibrant business environment. The research findings aim to 
foster sustainable practices by informing strategic decisions that enhance employee productivity 
and organizational success in the long term. 

Your participation is essential to the success of this study. We sincerely appreciate your time, 
effort, and valuable insights. Your contributions will not only enrich our research but also benefit 
the broader community of organizational development and management practices. 

Thank you once again for your participation and commitment to advancing knowledge in this 
field. 

Best regards. 
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Personal questions 

  What is your age range? 

 18-24 years 
 25-34 years 
 35-44 years 
 45-54 years 
 55 years or older 

  What is your gender? 

 Male 
 Female 
 Non-binary / Other 

  What is your job title or position at IDEX? 

 

  How long have you been employed at IDEX? 

 Less than 1 year 
 1-3 years 
 4-6 years 
 7 years or more 

  In which department or division do you primarily work? 

 

  What is your highest level of education completed? 

 High School Diploma 
 Bachelor's Degree 
 Master's Degree 
 Doctoral Degree 
 Other (please specify) 

  How would you describe your role in the organization? 

 Frontline employee 
 Middle management 
 Senior management 
 Other (please specify) 
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  Are you involved in any specific training programs or initiatives at IDEX? 

 Yes 
 No 

  How frequently do you receive performance feedback from your supervisor or manager? 

 Daily 
 Weekly 
 Monthly 
 Quarterly 
 Annually 
 Rarely/Never 

  How would you rate the effectiveness of the current training programs at IDEX? 

 Very Effective 
 Effective 
 Neutral 
 Ineffective 
 Very Ineffective 
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list of Appendices 

Variable Variable Dimensions Number Of Statements Source 

Performance 
Feedback 

Frequency of Feedback 5 Kuvaas, B. (2011). The 
interactive role of 
performance appraisal 
reactions and regular 
feedback. Journal of 
Managerial 
Psychology, 26(2), 123-
137. 

Quality of Feedback 6 

Impact of Feedback on 
Performance 

3 

  How would you rate your overall job performance over the past review period? 

 A. Excellent 
 B. Good 
 C. Satisfactory 
 D. Needs Improvement 
 E. Unsatisfactory 

  Have you achieved the goals set for you during the last performance review? 

 A. Yes 
 B. No 
 C. Partially 
 D. Not Applicable 

  Which of the following accomplishments are you most proud of during this review 
period? 

 A. Achieving project milestones 
 B. Improving team collaboration 
 C. Implementing cost-saving initiatives 
 D. None of the above 

  In which areas do you feel you have excelled? 

 A. Communication 
 B. Problem-solving 
 C. Time management 
 D. Technical skills 
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 E. All of the above 

  What additional support or training do you feel would help you perform your job 
better? 

 A. Communication skills 
 B. Leadership training 
 C. Technical skills development 
 D. Time management techniques 
 E. All of the above 

  How effective do you find the feedback you receive from your supervisor? 

 A. Very effective 
 B. Somewhat effective 
 C. Neutral 
 D. Ineffective 

  Do you believe your skills and knowledge are being fully utilized in your current role? 

 A. Yes, completely 
 B. Mostly 
 C. Partially 
 D. No, not at all 

  How would you describe your relationship with your colleagues and team members? 

 A. Excellent 
 B. Good 
 C. Satisfactory 
 D. Needs Improvement 
 E. Poor 

  Which of the following obstacles or challenges have impacted your performance 
recently? 

 A. Lack of resources 
 B. Poor communication 
 C. Inadequate training 
 D. None of the above 
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  What suggestions do you have for improving processes or workflows within your 
department? 

 A. Streamline communication channels 
 B. Implement new technology solutions 
 C. Enhance training programs 
 D. All of the above 
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Variable Variable Dimensions Number Of Statements Source 

Employee 

Productivity 

Task Efficiency 5 Chang, L. C., & Liu, C. 
H. (2008). Employee 
empowerment, 
innovative behavior and 
job productivity of 
public health nurses: A 
cross-sectional 
questionnaire 
survey. International 
journal of nursing 
studies, 45(10), 1442-
1448 

Quality of Work 5 

Initiative and Innovation 4 

  How would you rate your overall productivity over the past month? 

 A. Very productive 
 B. Moderately productive 
 C. Neutral 
 D. Slightly unproductive 
 E. Very unproductive 

  What factors do you believe contribute most to your productivity? 

 A. Clear goals and objectives 
 B. Supportive work environment 
 C. Adequate resources and tools 
 D. Effective time management 
 E. All of the above 

  Which of the following time management techniques do you find most effective? 

 A. Pomodoro Technique (work intervals with breaks) 
 B. Eisenhower Matrix (urgent vs. important tasks) 
 C. Task batching (grouping similar tasks together) 
 D. Time blocking (allocating specific time slots for tasks) 
 E. None of the above 

 

- 
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  How often do interruptions (e.g., meetings, emails, phone calls) affect your productivity? 

 A. Rarely or never 
 B. Occasionally 
 C. Sometimes 
 D. Frequently 
 E. Constantly 

  Which of the following best describes your workload balance? 

 A. Manageable and well-balanced 
 B. Slightly overwhelming but manageable 
 C. Overwhelming and difficult to manage 
 D. Underwhelming and too light 
 E. Not applicable 

  How do you prioritize tasks to ensure productivity? 

 A. Urgency of tasks 
 B. Importance of tasks to goals 
 C. Deadline proximity 
 D. Impact on team or project 
 E. All of the above 

  How satisfied are you with the level of collaboration and teamwork in your current 
projects? 

 A. Very satisfied 
 B. Satisfied 
 C. Neutral 
 D. Dissatisfied 
 E. Very dissatisfied 

  Which of the following do you believe would most improve your productivity? 

 A. Additional training or skill development 
 B. Streamlined processes and workflows 
 C. Better tools and technology 
 D. Improved communication and feedback 
 E. All of the above 
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  How would you rate the effectiveness of your current workspace/environment on your 
productivity? 

 A. Very effective 
 B. Moderately effective 
 C. Neutral 
 D. Slightly ineffective 
 E. Very ineffective 

  What measures do you think the organization could take to enhance overall employee 
productivity? 

 A. Implement flexible working hours or remote work options 
 B. Provide more opportunities for training and development 
 C. Improve communication channels and clarity of goals 
 D. Offer incentives or recognition for high productivity 
 E. All of the above 
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