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Introduction:

Organizational performance is a multifaceted concept, encapsulating a company's
ability to achieve its goals and objectives by utilizing its resources in an efficient and
effective manner (Richard et al., 2009). It is typically evaluated through three primary
dimensions: financial performance (profits, return on assets, return on investment,
etc.), product market performance (sales, market share, etc.), and shareholder return
(total shareholder return, economic value added, etc.) (Combs et al., 2005).

According to the resource-based view of the firm, the effectiveness of organizational
performance is fundamentally tied to the strategic deployment of resources (Barney,
1991). Here, resources refer not only to tangible assets but also intangible ones such
as human capital, organizational culture, and knowledge management (Grant, 1991).

Furthermore, the dynamic capabilities perspective suggests that the organization's
ability to adapt, integrate, and reconfigure internal and external competences can
significantly impact its performance (Teece et al., 1997).

In recent years, the role of innovation in enhancing organizational performance has
gained considerable attention (Subramanian & Nilakanta, 1996). Innovation, in terms
of new products, processes, and ideas, can provide a competitive edge, thereby
improving market performance (Drucker, 1985).

Training and development have been recognized as critical elements contributing to
organizational performance. A study conducted by Alshuwairekh (2018) focused on
the impact of training and development on organizational performance within the
context of Saudi Arabia's private sector. The study found a significant positive
bm,nrelationship between training and development and organizational performance.

A seminal study by Bartel (1994) found that companies investing more in training had
higher productivity and profitability. She also reported that a 10% increase in
workforce education led to an 8.6% gain in total productivity.

A study by Thang and Buyens (2008) in Vietnam also supports the contention that
training and development have a positive impact on organizational performance. They
found that training positively affected both financial and non-financial measures of
performance.

In a recent study, Waheed et al. (2020) found that training and development positively
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that this relationship was strengthened by the presence of a supportive corporate
culture.

The inconsistent findings in the literature highlight a research gap and underscore the
need for further investigation. The problem this research aims to address is twofold.

First, it seeks to reconcile the disparate findings in the literature by conducting a
comprehensive and systematic review of the relationship between training and
development and organizational performance. Second, it endeavors to explore
potential moderating factors that may influence this relationship.

This study is crucial because it will provide deeper insights into the complex
relationship between training and development and organizational performance. By
exploring potential moderating factors, this research will shed light on the conditions
under which training and development may enhance organizational performance. This
information will be valuable for business leaders and human resource professionals
seeking to optimize their training and development initiatives to improve
organizational performance.
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Research Problem:

The inconsistent findings in the literature highlight a research gap and underscore the
need for further investigation. The problem this research aims to address is twofold.
First, it seeks to reconcile the disparate findings in the literature by conducting a
comprehensive and systematic review of the relationship between training and
development and organizational performance. Second, it endeavors to explore
potential moderating factors that may influence this relationship.

Theoretical Gaps:

A key theoretical gap in the current body of research on training and development and
organizational performance lies in the lack of a comprehensive, universally accepted
framework that encapsulates the multifaceted nature of this relationship. While
several theories have been used to explore this relationship, including human capital
theory (Becker, 1964) and the resource-based view of the firm (Barney, 1991), these
theories often only capture part of the complex dynamics involved. For instance,
while human capital theory emphasizes the role of individual skills and knowledge, it
largely overlooks the organizational and environmental factors that may influence the
effectiveness of training programs. Similarly, the resource-based view highlights the
importance of organizational resources but may overlook the role of individual
motivation and engagement.

Empirical Gaps:

Empirically, one notable gap is the lack of studies that systematically examine the
potential moderating factors in the relationship between training and development and
organizational performance. While some studies have identified potential moderators
such as corporate culture (Waheed et al., 2020) or industry nature (Thang & Buyens,
2008), these factors are often treated as secondary considerations rather than central
components of the research design. This gap limits our understanding of the
conditions under which training and development can effectively enhance
organizational performance.

Another empirical gap lies in the inconsistent measures of organizational

performance used across studies. Some studies focus on financial measures of
performance such as profitability (Bartel, 1994), while others use non-financial
measures such as employee satisfaction or customer service quality (Thang & Buyens,
2008). This inconsistency makes it difficult to compare findings across studies and
develop a cohesive understanding of the impact of training and development on
organizational performance.
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Main study question:

What is the relationship between training and development and organizational
performance, and what factors might moderate this relationship?
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The importance of the research:

This study is crucial because it will provide deeper insights into the complex
relationship between training and development and organizational performance. By
exploring potential moderating factors, this research will shed light on the conditions
under which training and development may enhance organizational performance. This
information will be valuable for business leaders and human resource professionals
seeking to optimize their training and development initiatives to improve
organizational performance.

Theoretical Importance:

The theoretical importance of this research lies in its potential to advance our
understanding of the relationship between training and development and
organizational performance. Despite extensive study, there is still no comprehensive
theory that adequately captures the complexity of this relationship. This research
could contribute to the development of such a theory by addressing gaps in our
understanding, such as the role of organizational and environmental factors and
individual motivation and engagement. By investigating potential moderating factors,
this research could also help to build a more nuanced theory that explains under what
conditions training and development are most likely to enhance organizational
performance.

Empirical Importance:

Empirically, this research is important because it could provide much-needed
evidence about the impact of training and development on organizational
performance. Despite the significant resources organizations invest in training and
development, empirical evidence about its effectiveness is mixed. By using a
systematic approach to investigate this relationship and consider potential moderating
factors, this research could provide more robust and reliable evidence. This research
could also help to standardize the measures of organizational performance used in this
field, making it easier to compare findings across studies and build a cohesive body of
evidence. Furthermore, the findings of this research could have practical implications
for businesses and policy-makers, guiding them to make more effective decisions
about training and development.
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Research sub questions:

1. How does organizational culture influence the relationship between training and
development and organizational performance?

Organizational culture plays a significant role in influencing the relationship between
training and development and organizational performance. A study by Saks and
Belcourt (2006) found that organizations with a supportive and learning-oriented
culture tend to have higher levels of employee participation in training and
development programs. This culture creates an environment where employees feel
encouraged to engage in continuous learning and development, leading to improved
organizational performance. On the other hand, organizations with a culture that does
not prioritize learning and development may experience lower levels of employee
participation in training programs, which can hinder organizational performance.

2. What role does leadership support play in moderating the relationship between
training and development and organizational performance?

Leadership support plays a crucial role in moderating the relationship between
training and development and organizational performance. Research by Tannenbaum
and Yukl (1992) suggests that leaders who actively support and participate in training
and development initiatives can positively influence employee attitudes and
behaviors, leading to enhanced performance. When leaders demonstrate their
commitment to learning and development, employees are more likely to perceive
training programs as important and relevant to their job roles. This, in turn, increases
their motivation to apply the acquired skills and knowledge, resulting in improved
organizational performance.

3. How does employee motivation and engagement impact the relationship between
training and development and organizational performance?

Employee motivation and engagement have a significant impact on the relationship
between training and development and organizational performance. A study by
Colquitt et al. (2000) found that employees who are motivated and engaged in their
work are more likely to transfer the learning from training programs to their job
performance. Motivated and engaged employees exhibit higher levels of effort and
commitment, which increases their willingness to apply the newly acquired skills and
knowledge in their day-to-day tasks. As a result, organizations with highly motivated
and engaged employees tend to experience improved performance outcomes as a
result of effective training and development initiatives.
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Research objectives:

1.To examine the impact of organizational culture on the relationship between
training and development and organizational performance.

This objective aims to explore how organizational culture influences the relationship
between training and development efforts and organizational performance.
Organizational culture refers to the shared values, beliefs, and norms within an
organization that shape its behavior and practices. The study will investigate how a
positive organizational culture that values learning and development can enhance the
effectiveness of training and development initiatives, ultimately leading to improved
organizational performance. The research will analyze the extent to which
organizational culture supports or hinders the transfer of knowledge and skills
acquired through training into actual job performance. By understanding the impact of
organizational culture on the relationship between training and development and
organizational performance, organizations can better align their culture with training
initiatives to optimize performance outcomes.

2. To investigate the role of leadership support in moderating the relationship between
training and development and organizational performance.

This objective aims to explore the influence of leadership support in shaping the
relationship between training and development efforts and organizational
performance. Leadership support refers to the actions and behaviors of leaders that
demonstrate their commitment to and endorsement of training and development
initiatives. The study will examine how leadership support can act as a moderator,
influencing the extent to which training and development efforts translate into
improved organizational performance. It will investigate the role of leadership in
fostering a supportive climate for learning, providing resources and opportunities for
training, and reinforcing the application of newly acquired skills and knowledge. By
understanding the role of leadership support, organizations can enhance the
effectiveness of their training and development initiatives and maximize the impact
on organizational performance.

3. To explore the influence of employee motivation and engagement on the
relationship between training and development and organizational performance.

10
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performance. Employee motivation refers to the internal drive and desire to engage in
work-related activities, while employee engagement refers to the level of commitment
and involvement in one's work. The study will investigate how motivated and

engaged employees are more likely to benefit from training and development
initiatives, leading to improved

job performance and organizational outcomes. It will explore the factors that
contribute to employee motivation and engagement, such as the perceived relevance
and value of training, opportunities for skill development, and supportive work
environments. By understanding the influence of employee motivation and
engagement, organizations can design and implement training programs that
effectively engage employees and drive performance improvements.

11
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Research hypotheses:

HO: There is no significant relationship between training and development and
organizational performance.

H1: There is a significant positive relationship between training and development and
organizational performance.

Sub-Hypothesis 1:

HO: Organizational culture does not moderate the relationship between training and
development and organizational performance.

H1: Organizational culture moderates the relationship between training and
development and organizational performance.

Sub-Hypothesis 2:

HO: Leadership support does not moderate the relationship between training and
development and organizational performance.

H1: Leadership support moderates the relationship between training and development
and organizational performance.

Sub-Hypothesis 3:

HO: Employee motivation and engagement do not moderate the relationship between
training and development and organizational performance.

H1: Employee motivation and engagement moderate the relationship between training
and development and organizational performance.

12
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Research model:

HO: There is no significant relationship between training and development and
organizational performance.

H1: There is a significant positive relationship between training and development
and organizational performance.

Sub-Hypothesis 1:

HO: Organizational culture does not moderate the relationship between training and
development and organizational performance.

H1: Organizational culture moderates the relationship between training and
development and organizational performance.

Sub-Hypothesis 2:

HO: Leadership support does not moderate the relationship between training and
development and organizational performance.

H1: Leadership support moderates the relationship between training and
development and organizational performance.

Sub-Hypothesis 3:

HO: Employee motivation and engagement do not moderate the relationship
between training and development and organizational performance.

H1: Employee motivation and engagement moderate the relationship between
training and development and organizational performance.

13
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Empirical Study:

Saudi Aramco is a prominent global energy company renowned for its role in the oil
and gas industry. The company has a significant impact on its employees' training and
development, which in turn influences organizational behavior.

Saudi Aramco recognizes the importance of investing in its workforce and places a
strong emphasis on employee training and development. The company understands
that well-trained and skilled employees are vital for achieving operational excellence
and maintaining a competitive edge in the industry. As a result, Saudi Aramco offers a
wide range of training programs and development opportunities to its employees.

Through comprehensive training initiatives, Saudi Aramco aims to enhance
employees' technical competencies, leadership skills, and industry knowledge. The
company provides both classroom-based and on-the-job training, allowing employees
to acquire practical skills and gain valuable experience in their respective fields. This
focus on training and development not only helps employees perform their current
roles effectively but also prepares them for future career growth within the
organization

The impact of Saudi Aramco's training and development programs goes beyond
individual employee growth. It also influences the overall organizational behavior. By
investing in employee development, Saudi Aramco fosters a culture of learning,
collaboration, and innovation. Employees feel empowered and motivated to
contribute their best, leading to improved productivity and performance.

Furthermore, Saudi Aramco's commitment to training and development creates a
supportive and inclusive work environment. Employees are encouraged to
continuously learn and upskill, which promotes a growth mindset and a high-
performance culture. This emphasis on employee development also enhances
employee engagement, job satisfaction, and retention.

In summary, Saudi Aramco's focus on employee training and development has a
significant impact on organizational behavior. By investing in their workforce, the
company cultivates a culture of continuous learning, collaboration, and innovation,
leading to improved performance, employee engagement, and organizational success

To learn more about Saudi Aramco and its operations, you can visit their official
website: [Saudi Aramco Website] (https://www.saudiaramco.com/)

14
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Project Structure:

Chapter 1: Introduction.

Chapter 2: Literature Review.
Chapter 3: Research Methodology.
Chapter 4: Statistical Analysis

Chapter 5: Findings™ Discussion and Conclusion.
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