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Abstract

The present study will focus mainly on the main and vital roles of training and
development programs and their impacts on employees and organizational performance in both
public and private business sectors in the kingdom of Saudi Arabia (KSA). The present study
will implement the mixed-research approach via qualitative analysis of literature reviews and
quantitative data analysis via a questionnaire survey analysis. The study will examine and
investigate main roles of training and development programs, implementation techniques,
impacts on performance and productivity, technologies and innovations, challenges that might
hinder training programs, and integration of new technologies and innovations such as artificial
intelligence. The present research study will provide a solid recommendations for organizations

working in KSA.



CHAPTER ONE

Introduction:

Improving the skills, abilities, and knowledge of the skilled labor force has become a
crucial and vital factor in creating a competitive edge in the international marketplace
(McKinsey, 2006). Developing the skills, knowledge, and abilities needed for workers to flourish
and enhance in their positions calls for the execution of efficient training programs, which can
also have a big impact on workers' commitment and morale (Meyer & Allen, 1991). Companies
strive to provide their employees with the necessary competencies via extensive training and
developing initiatives in order to maximize the potential of their workforce and prepare them for
unforeseen future events. Firms and large organizations may empower their people to navigate
difficult environments by investing in skill development and exercising strategic foresight. This
fosters heightened levels of motivation and commitment, which in turn improves employee
performance and productivity. When workers feel that their company is investing in their
professional growth through training programs, they respond by putting all of their energy, time,
and money into accomplishing company goals and exhibiting improved job performance (E/naga

& Imran, 2013).

Managing and running a company, no matter how big or little, requires assembling a
skilled staff. In formal education, the particular job skills, talents, knowledge, and competences
needed in the workplace are frequently not sufficiently covered. Because of this, the majority of
employees need intensive training and development programs in order to gain the skills,
knowledge, abilities, and competences (SKAC) needed to significantly contribute to the
expansion of the organization. Employees must learn and hone their knowledge and abilities in
order to be flexible and effective in their professions. Moreover, they require concrete proof of
management's dedication to their training requirements in order for them to feel appreciated by

the company they work for (Enga, 2017).

To ensure a smooth transition into the company and the development of their technical
skills, every new hire needs to go through extensive training. A vital component of any
organization, training, and development work to raise workers' competencies in order to increase

the efficacy, efficiency, and productivity of human resources. Gaining the "hearts and minds" of



workers and encouraging their sense of belonging to the company can provide a competitive
edge (Armstrong, 2009). Putting money into training procedures is essential to preparing
employees for good performance. These procedures, which promote employee motivation, are
essential to the entire strategy of human resource management. The rate at which the internal and
external environments change, the sufficiency of the workforce's current abilities, and
management's view of training as a motivating element in the workplace all have an impact on

the differences in training procedures between firms (Cole, 2002).

Numerous studies have highlighted how training and development can improve employee
performance. Ahmad and Siraj-ud-din (2009) emphasized the importance of training and
development as a critical task in improving the performance of organizations in the health sector.
In a similar vein, Abbas and Yagoob highlighted the critical role that employee performance
plays as a fundamental component that influences the entire performance of the firm. Also,
Amisano (2010) points out that a number of factors, including job happiness, knowledge, and
management, influence employee performance; yet there is still a clear correlation between
training and performance. All of these results emphasize how crucial worker performance is to
the profitability of the company and how training and development can help to improve it.
Consequently, our study's main goal is to find out how training affects employee performance

improvement (Khan, et al., 2011).

The main aim of the present study is to evaluate and investigate the main and vital roles
of training and development programs and their impacts in organization performance and
productivity in both private and governmental sectors in the Kingdom of Saudi Arabia (KSA). As
discussed previously, the training programs can cost more time and money but in the other
directions, the employees can gain more skills and knowledge that enhance and flourish the

overall organization performance and productivity.

Statement of the Problem:

As discussed in the introduction section, the training and development programs are one
of the most vital factors affecting employees and overall organization performance. Training and
developing programs aim to provide a vital information, skills, and knowledge to be able to face

multiple future events in high performance and with minimal risks. So, the main problem that



should be investigated and elaborated in the present study is the answer to the main study
question “What is the main and vital role of training and development programs on organization
performance?”. Also, are there any factors, challenges, opportunities affecting training and
development implementation. On the other hand, studying the new techniques and approaches
that have been applied recently in training and development in order to enhance the organization
performance. Finally, the main effects of new technologies and innovations such as artificial
intelligence on training and development strategies. Also, the study could elaborate on the main
differences between training and development programs in both private and governmental

organizations.

Research Significance:

The significance of the present study from a theoretical standpoint lies in its contribution
to the body of knowledge by providing new data about training and development programs
implemented in organizations in the KSA. The study aims to explore the vital role of training and
development programs, newly integrated training platforms, barriers and challenges that hinder

training programs, and the impact of these programs on employee performance and productivity.

From a practical perspective, the importance of the study can be summarized in the solid
recommendations that can be provided after data collection. These recommendations aim to
improve training programs, implement new technologies and innovations, and address challenges
and barriers that may impede training and development programs. These recommendations serve
as a solid foundation to enhance and improve employee and overall organizational performance

and productivity.

Research Objectives:

The main aim of the present study research is to investigate the “Vital role of training and
development programs and their impact on organizational performance”. This aim could be

investigated and elaborated via studying sub-objectives as follows:

1. Investigation of the current state of training and development programs in both private

and governmental organizations.



Studying and elaborating the main gaps in the current training and development
programs.

Investigation of challenges that face and hinder training and development programs.
Exploring best case studies of training and development programs in KSA.

Investigation of new techniques and approaches applied by training and development
sectors.

Providing a solid recommendations for the best training and development practices in

order to enhance employees performance.

Research Questions:

The present research study should answer the main question “What is the main and vital

role of training and development programs and their impact on organizational performance?”.

There are other questions could be elaborated to answer main question such as:

1.

What is the current state of training and development programs in KSA companies and
organizations?

How do training and development initiatives contribute to enhancing efficiency within
these entities?

What are the strategies that are applied be companies to ensure perfect training and
development?

What are the challenges and gaps that face and hinder the training and development
programs in the KSA?

What are the main measures that could be used to investigate employees performances
after training programs?

What are the new techniques and technologies that should be implemented and integrated
in training and development?

What are the potential impacts of improved training and development management on

overall organizational performance and outcomes?



Research Methodology:

Research Approach:

For the following topic, the most suitable research approach is the mixed-approach

strategy. Both qualitative and quantitative data will be explored and analyzed (Bray, et al., 2014).

1.

Qualitative approach: Reviewing previously published literature reviews is a necessary
step in the qualitative research. To gather complete data regarding training and
development strategies in the KSA organization and their positive impact on the
performance and success of the company, the obtained data will be filtered and then
subjected to thematic analysis into primary themes and sub-themes.

Quantitative approach: Using the data gathered and collected from the literature review,
a well-designed questionnaire survey will be created as part of the quantitative
methodology. The purpose of the survey is to collect quantitative data on the training and
development programs. Private businesses and government agencies in Saudi Arabia
operating in different industries could get the questionnaire. Numerical data could be

collected using this method.

Research Design:

The cross-sectional study is the design that most accurately captures the current research

investigation. This makes it possible to get data at one time from several renowned commercial

and governmental organizations (Ross, et al., 2008).

Data Collection:

1.

Well-designed questionnaire surveys: Questionnaires should be created in order to
gather quantifiable information on training and development programs, impacts on
employees, challenges, and new technologies.

Interviews: To obtain qualitative insights on training procedures, obstacles, and success
stories, conduct semi-structured interviews with key stakeholders, such as HR managers,
trainers, and employees on both private and governmental organizations.

Article Analysis: To complement survey and interview data, examine pertinent
organizational articles, training materials, and performance reports from selected

organizations.



Data Analysis:

Both qualitative and quantitative data analysis will be applied for this research study.
First, quantitative analysis investigates the links between training variables and efficiency
indicators, analyze survey data using statistical techniques such descriptive statistics, regression
analysis, and correlation analysis. On the other hand, qualitative analysis will be explored to find
reoccurring themes, patterns, and insights, transcribe and code interview material using thematic

analysis or other techniques.

Study Field:

The present study is a cross-sectional research analysis in both private and governmental
organizations working in the KSA. The research study is targeting training and development
departments in the selected organizations. Also, HR managers, employees, and managers will
contribute to evaluate the main role of training and development programs in the organizational

performance.

Conceptual Framework and Hypothesis:

In this conceptual framework, we could investigate the dependent variables (DV) such as
organizational performance and productivity, and their relationship with the independent
variables (IV) such as training and development programs, newly implemented training
technologies, the organization's contribution to training and development programs, and the

organizational culture regarding training.

Independent Variables (IV) Dependent Variables (DV)

Training Programs

H1
Training Gaps

Employees and
Challenges and Barriers Organizational performance

tivit
Training Technologies and productivity

Organization Culture

Figure-1: Conceptual Framework of the present study.



Hypothesis of the present study could be mentioned in the following:

Alternative Hypothesis (H1): “there are a significant relationship between training and

development programs and the performance and productivity of the organization”.

Null Hypothesis (H0): “there are a non-significant relationship between training and

development programs and the performance and productivity of the organization”.



CHAPTER TWO

Literature Review:

1. Training and Development in the KSA:

A study performed by Gorondutse, et al, (2018) to study the impact of training and
development programs on employees performance in the KSA. This study sought to investigate
how role ambiguity functions as a moderating element in the relationship between leadership,
training, and employee performance in the KSA higher education system. 39,154 employees
were included in the study population, which was split up into five geographic regions: East,
West, Middle, North, and South. 600 higher education workers in the KSA were given
questionnaires using systematic sampling; 366 of them were judged appropriate for study. To
evaluate the suggested theories, partial least squares structural equation modeling (PLS-SEM)
was used. The results showed that training and leadership both significantly improved worker
performance. Furthermore, the study showed that in the KSA higher education sector, position
ambiguity significantly modifies the relationship between leadership styles and employee
performance. It was discovered, rather surprisingly, that role ambiguity does not considerably
attenuate the connection between employee performance and training. Moreover, it was
discovered that role ambiguity had a detrimental effect on the connection between worker
performance and leadership. Therefore, it is recommended that leaders and policymakers at
KSA's higher education institutions give priority to initiatives aimed at minimizing job

ambiguity (Gorondutse, et al., 2018).

A thesis submitted by Kattuah (2013) about the vital role of training and development and
its impact on employees performance in the KSA. The study used a qualitative methodology,
gathering information through interviews to answer research questions. Semi-structured
interviews were carried out with HR directors or training managers who were specifically chosen
from fifteen large, diverse, Saudi Arabian local and international enterprises. The interviews
centered on senior managers' perspectives and experiences with regard to training results for
employees and their individual companies. Following transcription and translation into English,
the recorded interview data were put through content analysis, where concepts and material were

grouped in accordance with the study questions. The data analysis produced a range of outcomes.
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The significance of training for achieving organizational goals was widely acknowledged, but
there was less evidence of employers' strong commitment to employees' career development.
Furthermore, concerns about skills occasionally took a backseat to people's access to training,
which seemed to be determined by line management preferences. Although non-Saudi course
leaders were considered competent, they were sometimes misunderstood, and Saudi trainers
were generally not well-liked. With the exception of one participating company, trainees' newly

acquired abilities were not properly evaluated (Kattuah, 2013).

2. Training and Development in other Cases:

A study by AL-Qudah, ef al., (2014) investigated the main role of training in the
governmental sector in Jordan. The purpose of the study was to investigate the variables
affecting HR development, training, and planning in Jordanian ministries. 166 personnel from 23
ministries' HR departments participated in the study. A questionnaire was created, delivered, and
examined using SPSS software in order to satisfy the study's objectives. The data were analyzed
using correlation analysis and descriptive statistics. The results showed that organizational
performance in the Jordanian ministries and HR planning, training, and development were
significantly correlated. The paper ended with suggestions for improving HR procedures in the

ministries.

A study by Obi-Anike and Ekwe (2014) investigated the main role of training and
development in public sectors in Nigeria. Eleven of the 66 surveys that were distributed were not
completed and returned, leaving 55 unfinished. Descriptive statistics were used to evaluate the
data, and chi-square, Pearson's correlation, and linear regression analyses were used to assess the
hypotheses. The results showed that organizational success and training and development are
positively correlated. It was also discovered that staff turnover is decreased, and work
satisfaction is raised in the public sector when training and development are provided.
Additionally, the positive effects of training and development on interpersonal skills and
teamwork were found to positively impact organizational performance. The study's conclusion
stressed that investing in an organization's human resources through good training can pay off in
the short and long term. To maximize the benefits of training programs, firms must manage them
well; simply investing in training is not enough. It was suggested that companies prioritize

providing their staff with frequent training and development opportunities, emphasizing more

1"



than just the acquisition of fundamental skills. Training ought to be seen as a way to acquire a

competitive edge and produce intellectual capital.

A study by Sung and Choi (2018) investigated the impact of training and development
programs on employees performance. In order to fill in the knowledge gaps about the connection
between training and development (T&D) and innovation results, this study explores the
influence of T&D on firm innovation. The study looks at boundary circumstances, intermediate
employee outcomes, and several T&D aspects in order to clarify the manner in which T&D
affects business innovation. It specifically distinguishes two different components of T&D,
which stand for top-down and bottom-up methods, respectively: corporate investment and good
employee impressions. The study suggests that by enhancing workers' competence and
commitment, these factors indirectly improve a firm's innovative performance. The study also
postulates that the indirect impacts of T&D on business innovation are moderated by T&D-
related contingencies, such as employees' voluntary engagement and T&D assessment.
Multisource data gathered over a 5-year period from 325 Korean organizations is used in the
analysis. The results validate that voluntary participation by employees in T&D and the absence
of T&D evaluation by enterprises both enhance the beneficial indirect effect of T&D on firm

innovation, which is mediated by employees' competence and commitment.

Multiple studies investigates the importance of training and development. The purpose of
training is to improve people's performance, attitudes, abilities, and behaviors as individuals,
groups, and organizations (Pham et al., 2020). Training activities must be carefully planned in
order to support the goals of the implementing organization (Martins, 2021). Higher work
quality is the result of efficient job training that enhances workers' competencies and capacities
to carry out their duties (McCrie and Lee, 2022). Employee attendance at training sessions
results in improved performance as they gain the skills, information, and abilities needed for
their roles. The effectiveness of training can be evaluated by looking at indicators such training

techniques, materials, staff, instructors, and training materials.

3. Benefits of Training and Development:

In order to achieve both short- and long-term goals and objectives, employee training and

development is an essential motivator for both individuals and companies. According to Nassazi
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(2013), in addition to improving knowledge, abilities, and attitudes, it offers a number of

additional advantages.

e [t raises the motivation, self-esteem, and morale of staff members.

e By helping people to limit waste, it lowers production costs.

e [t creates a feeling of stability, which lowers absenteeism and turnover.

e [t makes it easier for workers to adjust to novel and difficult circumstances, which
increases their participation in the process of change.

e Opportunities for promotion, increased salary, and recognition are created by it.

e [t helps the organization's personnel availability and quality to improve.

It's crucial to remember that people become more productive when their skills and
abilities are improved through training and development programs (Bapna, Langer, Mehra,
Gopal, & Gupta, 2013). To entice people to take part in these activities, some organizations even

cover tuition (Jehanzeb & Bashir, 2013).

4. Evaluation of Employee Performance:

According to Ahmed, Sultana, Paul, and Azeem (2013), certain firms could not have a
methodical strategy to evaluating employee performance, which could result in evaluation
outcomes that are imprecise, ineffective, and confusing. As such, it is imperative that
organizations have a methodical approach to performance evaluation. Employee performance is
usually assessed according to predefined standards established by the company, considering both
behaviors and outcomes. A multitude of elements, including motivation, skill level, aptitudes,
organizational climate, and job perceptions, can impact performance outcomes. Four examples of
frequently used metrics for staff performance assessments in businesses have been provided by

Nassazi (2013) and Arinanye (2015):

e Productivity is the measure of how many input resources are turned into products and
services.

e Effectiveness and efficiency: These refer to the ability to accomplish goals with the least
amount of resources possible.

e Quality: This refers to the unique feature of a good or service that meets a demand.
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e The ability to regularly turn a profit over a predetermined length of time is referred to as

profitability.

5. Comments on Literature Review:

All the previously mentioned studies effectively investigated the importance and the vital
role of training and development and their impacts on organizational performance. Both private
and public organizations were investigated. Whatever, the main research gaps are the absence of
main differences between both private and public organizations, the training techniques and
innovations, the effectiveness of Al integration, and also, the main challenges that might hinder

training and development programs.

Conclusion:

In conclusion, the present research study will investigate in a deep manner the main role
of training and development and its impact on the employees performance and productivity. This
study will examine both public and private sectors in the KSA. Also, we will examine the main
gaps, barriers, challenges, opportunities, technologies, and innovations that might hinder or

enhance training effectiveness.
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