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 The Impact of Training on Firm Performance 

 

Carolina Abou Tarieh 

Abstract 

The main aim of this research is to examine the impact of Training on firm performance. 

The overall objective of any organization is to enhance and facilitate the business processes, and 

this is done through the enhancement of learning that triggers better performance. For data 

collection purposes, an online questionnaire was sent to respondents working in different 

companies of different industries, and 152 usable responses were gathered. To analyze the data 

obtained, SPSS statistical software was used for data analysis purposes. The results showed that 

there is an impact of Training on firm performance without any difference between the two 

methods of training. Furthermore, this study will provide recommendations and implications that 

help researchers in this context and raise organization’s awareness about the importance of training 

employees. 
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Chapter 1 

Introduction 

The demand for employees to be proficient in their jobs has increased as a result of the 

rapid changes in the globe and the desire for businesses to be more competitive. The necessity for 

employees to continually learn has arisen as a result of the changing nature of working methods 

and practices. The overall objective of an organization is to enhance and facilitate the business 

processes, and this is done through enhance learning that triggers better performance. In fact, the 

ultimate goal of any company is to have a loyal and enthusiastic workforce, which will improve 

both individual and firm performance (Latif, Jan, & Shaheen, 2013). Any institution of higher 

learning or company that wants to thrive in the diversified and regressed economy of today has 

found it necessary to engage in continual training and development in order to increase production 

proficiencies and obtain the highest return on investment in human capital (Truitt, 2011). 

Performance is a significant and multifaceted concept that focuses on results and is closely 

related to an organization's strategic objectives. Performance increases the effectiveness and 

efficiency of the organization, which is important for the achievement of the organizational goals. 

However, the topic of how an employee might work more productively and effectively to boost an 

organization's growth and productivity arises. The work of the employee is improved by a variety 

of elements, including flexible schedule, training, and other considerations. Therefore, a company 

should properly plan its training programs to guarantee the desired outcomes (Khan, Khan, & 

Khan, 2011). 
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The employees of an organization are a key resource; thus, anything is made to maximize 

their potentials should be appreciated and viewed as an investment that will lead to positive future 

returns. Although training is distinct from physical and financial investments, it helps the 

organization to be more competitive by enhancing its performance. Since a dedicated workforce 

likely performs better and has a lower turnover rate, understanding the level of employees' 

commitment to companies, as well as their maintenance and enhancement, plays a significant 

function inside organizations (Silva & Dias, 2016).  

The outbreak of coronavirus (COVID-19) has brought serious effects on different 

industries and regions, such as health care, economy, business, and transportation. This pandemic 

has really affected all levels of each society, starting from individuals, small businesses, to huge 

organizational operations. After the call of all governments addressing its people to abide by the 

lockdown restrictions, the work realm has witnessed alterations, thus disturbing the daily work 

routines of huge number of people all over the world. 

Following this, high number of firms have switched their workplace to remote work from 

home. This new mode of working has provoked the organizations to look for alternative efficient 

ways of training to uplift the knowledge and skills of the employees, here the concept of e-learning 

or Online Training has become increasingly more significant. Research into Online Training in 

workplaces is still limited, and its effect on the employees and the organization is still ambiguous 

(Walsh, 2014).  

This study seeks to explore the impact of Online Training and in-person training on firm 

performance aspects. Specifically, this study evaluates the role of Online Training and in-person 

training and how both training methods functionality affecting the employees’ performance and 

satisfaction along with the environment performance. Deriving from various studies that have 
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analyzed the role of training in the context of office work, this study aims to examine and evaluate 

the influence of Online Training and in-person training on the firm performance, within the context 

of remote working too.  

This study embraces the hypothesis that Online Training of employees in a firm, similar to 

in-person training, can affect firm performance overall, employees’ satisfaction and organizational 

climate in particular. To prove this, a quantitative study is conducted in next chapters to gather 

related information on this issue. Based on the research, the findings of the study would be focused 

on understanding the relevant role of training to increase the employees’ satisfaction as well as 

environment performance in remote and office workforce. Consequently, the findings of this study 

reinforce its significance in the role of training of employees in general, and its effect on the overall 

firm performance in particular.  

The following questions will be analyzed with the data collected: 

• How training influences Firm Performance? 

• What role does Organizational Climate play between training and Firm 

Performance? 

• In what way does training influence Organizational Climate? 

• How does Organizational Climate affect firm performance? 
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Chapter 2 

Literature Review 

2.1. Theoretical Framework 

Through this study, the researcher seeks to find answers of the research questions based on 

the AMO Theory.  

2.1.1. AMO Theory 

The Ability, Motivation and Opportunity (AMO) theory has been widely adopted in the 

field of human resource management (HRM) in an effort to perhaps explain the complicated 

relationship between human resource management practices and performance outcomes. It is 

commonly believed that a combination of an individual's ability (A), motivation (M), and 

opportunity (O) can help us determine their performance (P) (represented as AMO = P). Although 

the exact meaning of this formula is uncertain, HRM researchers have recently used the AMO 

framework in a way that shows the accompanying HRM practices are what actually have an impact 

on a person's ability, motivation, and opportunity, which in turn results in performance-related 

outputs. Employee motivation may increase through performance-based remuneration, for 

instance, while employee skill may be increased through training, and participation opportunities 

may be influenced by self-directed team membership. Unfortunately, the application of such HRM 

methods is a little ambiguous, and an explicit plan of action to fully utilize AMO is still difficult. 

The overall impact of practices, however, is to improve outcomes like individual productivity, 

team performance, or business profitability when viewed as a whole as an HRM system. The AMO 

theory might similarly be utilized to comprehend the behavioral relationships between people 

management activities and possible performance enhancements. The AMO theory indicates that 
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the interaction of these components can assist predict a wide range of performance outcomes by 

allowing distinct practices to be grouped together into three separate dimensions of performance 

determinants (Kellner, Cafferkey, & Townsend, 2019).  

 

 

 

 

 

 

 

 

 

 

2.2. Concept and Significance of Training and Development 

Nowadays, Companies must contend with intense competition and a business climate that 

is always evolving besides the changing client expectations. The industries are working to ensure 

that employees receive the right training and development in order to overcome these challenges 

and achieve the intended profit level. While development promotes behaviors, attitudes, and 

employee performance within an organization, training is more present-day focused on people's 

current jobs, specific skills, and capacities to accomplish their tasks and fit their positions. It is the 

process of improving a worker's knowledge and abilities to do a specific work (Karim, Choudhury, 

& Latif, 2019).  

Figure 1: AMO Theory (Source: (Kellner, Cafferkey, & Townsend, 2019) 
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In other words, Organizations provide development and improve the quality of both new 

and existing employees through organized training, thus promoting the wellness and effectiveness 

of an organization's human capital, as well as that of society at large. Manju & Suresh (2011) claim 

that training acts as a form of intervention to upgrade the quality of an organization's goods and 

services in order to compete more effectively (Jehanzeb & Bashir, 2013). Activities that result in 

the acquisition of new knowledge or skills are referred to development. In order to improve their 

capabilities, organizations offer development programs to their staff. In the current business 

environment, firms are becoming more and more strategic about employee development (Nda & 

Fard, 2013).  

According to a research conducted in 2007, American companies spend more than $126 

billion a year on staff training and development. The workforce's expertise, competence, and 

experience are therefore key to an organization's success. As a result, businesses must value 

ongoing staff training and development if they want to remain sustainable (Langer & Mehra, 

2010).  

2.1.1. Concept of Online Training and its Prevalence 

Following the wide spread of COVID-19, social distancing has become obligatory in many 

countries, many employees started to work remotely from their home. This has reduced the 

interaction among managers, employees and clients. To maintain the pace of training and 

development, companies tend to transit the form and implementation of their training and 

development programs. To put it in another words, companies has relied on technology to keep 

training and development alive, from here it appeared the concept Online Training (Thilagaraj & 

Rengaraj, 2021).   
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Due to its accessibility and global reach, Online Training is often seen as the preferable 

learning method by many people. Online Training can take place anywhere by simply clicking a 

mouse over the internet. E-learning and Online Training share many similarities, says Taylor 

(2002), particularly in terms of how they are delivered and the technology they employ. Online 

Training, on the other hand, expressly refers to a shorter period of time than e-learning that is 

intended to acquire a certain learning objective or skill. Web-based training and online courses are 

two of the most popular forms of Online Training. In the training literature, scholars found that the 

main goals of Online Training are to increase job performance, trainee satisfaction, and the 

productivity of the workforce (Ellis & Kuznia, 2014).  

Christian et al. (2007) have examined the preparedness of the infrastructure of Online 

Training and found that it had a significant impact on workers' ability to do their jobs, particularly 

once they mastered the use of portable devices as the primary sources for the materials both during 

and after training. Corporate E-learning aims to boost employee satisfaction and performance on 

the job as well as develop a competitive and fruitful workforce (Kamal, Al Aghbari, & Atteia, 

2016). This study aims to investigate the influence of Online Training and in-person training on 

firm performance. 

2.2.2. Online Training in Organizations 

Recently, companies have used online training into their daily operations. The ability of 

employees to use technology effectively determines the effectiveness of online training in the 

company itself. The organizational culture, management's commitment to investing in human 

capital, as well as the degree of user-friendliness and attractiveness of the courses, are other 

elements that influence the effectiveness of online training. In fact, this new method of training 
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plays a vital role in improving staff qualifications, which leads to higher business efficiency, or in 

other words, firm performance (Stefan, Seit-Amet, Dascalu, & Lazarou, 2021).  

Well-designed online training programs can promote organizational and employee goals, 

according to prior research. For instance, the use of online training programs in both public and 

private sector businesses offers various advantages: Training should: (a) inspire learners to develop 

technical and interpersonal skills; (b) motivate learners to use creative problem-solving methods; 

(c) assist learners in identifying current training needs and problems; (d) strengthen learners' 

learning and guidance before, during, and after training; (e) involve the generation x and millennial 

generation; (f) link learners to reliable sources (e.g., articles and webinars); and (g) deliver training 

in a way that is engaging and effective (Bonnes, Leiser, Schmidt-Hertha, & Rott, 2020). In an era 

of uncertain economic conditions, these training benefits could inspire learners to complete their 

strategic company objectives and missions (Mohamad, Ismail, Ahmad, Mohamad, & Ibrahim, 

2020). 

In today's workplaces, online training materials are viewed as useful tools for professional 

growth [4, 14]. The ability of the management to effectively distribute training information via 

online platforms may have a significant impact on trainee outcomes, particularly job motivation, 

according to certain recent research findings released in the twenty-first century (Hughes, 

Stephanie Zajac, Spencer, & Salas, 2018). Although the link has been extensively explored, 

organizational training literature still does not effectively address the function of online training 

content as an antecedent (Gegenfurtner, Zitt, & Ebner, 2020). 

2.3. Organizational Climate 

One of the key elements of an effective organizational environment that directly influences 

employee behavior is the organizational climate. Organizational climate was described as how 
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employees view their company and its goals. Others defined organizational climate as the sum of 

the social factors that make up a worker's workplace. If organizational culture is simply described 

as "how things are done around here," then organizational climate might be described as "how it 

feels to work around here”. Griffin and Moorhead (2014) explore organizational climate as 

individual views; repeating patterns of behavior, attitudes, and feelings among employees. 

Additionally, organizational culture—which can be defined as the shared views and values within 

the organization—is one of the most crucial elements in an organization to affect how people act, 

according to Uhl-Bien et al. (2014) (Berberoglu, 2018).  

The idea of organizational climate can be seen as an example of how people typically 

perceive and comprehend the various aspects of the organization, such as its structure, frameworks, 

and practices (McMurray, 2003). Therefore, organizational climate mainly refers to how 

employees feel about working there. Discernment is the cornerstone of the organizational climate 

concept. Although people differ in how they perceive, process, and interpret information, the 

organizational climate that is introduced is an overall view or recognition just as the individual's 

perception or psychological description is the climate (Li & Mahadevan, 2017). 

2.4. Firm Performance 

Firm performance is a scale that measures a company's ability to fulfill its goals by 

combining personnel and material resources. The efficiency of employing business means during 

the production and consuming process is also considered when evaluating firm performance. Firm 

performance depicts the relationship between output results and input resources used in the process 

of conducting business activities (Nguyen, Nguyen, Nguyen, & DO, 2021). Firm performance has 

recently become a popular topic in strategic management research, and it is regularly employed as 

a dependent variable. Despite the fact that it is a widely used concept in academic research, there 



10 
 

is little agreement on how to define and measure it (Taouab & Issor, 2019). The performance of a 

company seems to be a multifaceted notion, consisting of various theoretical and empirical 

elements that may or may not be connected to one another (Fernández-Temprano & Tejerina-

Gaite, 2020). Current research agendas push academics to pursue a more thorough and innovative 

approach rather than narrowly focusing on particular elements of firm performance (Golubeva, 

2021). 

During COVID-19, the performance management has become limited or even absent 

because of the impediments that come with measuring performance and disruptions. Due to remote 

work, it has become hard for employers to ascertain and control rewards and bonuses as a means 

of financial incentives for employees (Aguinis and Burgi-Tian, 2021 as cited in Zhong et al., 2021). 

The pressure to continually be at the forefront and the best at satisfying customers is made even 

more difficult by the intense competition between companies in the age of the global economy. 

Employees are encouraged to deliver quality work and advance the company (Wolor, Solikah, 

Fidhyallah, & Lestari, 2020). It is difficult to determine which metrics and measures best describe 

how firms performed during the COVID-19 outbreak because this crisis may bring with it a new 

set of uncertainty for companies (Kraus, et al., 2020). Khudhair et al. (2020) argue that firm 

performance is best measured by the indicators of productivity and wellbeing of the workforce and 

organization. Other generally used indicators specific to finances include profitability and 

continuity/sustainability of the organization. With respect to the theories used in the studies, 

Adikaram et al. (2021) adopted the theory of HRM bundling, while Khudhair et al. (2020) discuss 

the P-E (person-environment) fit theory to measure firm performance. 
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2.4.1. Model of Firm Performance 

Glick, Washburn, and Miller (2005) suggest a one-second order to represent the concept 

of firm performance (see Figure 1, model on the left). Although the dimensions are different from 

each other, but they consider that they all lead to a higher and a more general order, which is firm 

performance. On the other hand, Venkatraman and Ramanujam (1986) propose another model 

divided into two second-order dimensions: the financial one, represented by profitability, growth 

and market value; and the strategic domain, that includes non-financial competitive aspects, like 

customer satisfaction, quality, innovation, employee satisfaction and reputation (see Figure 1, 

model on the right) (Santos & Brito, 2012). 

 

 

 

 

 

 

 

 

 This study adopts the Venkatraman and Ramanujam Model, and it specifically follows the 

strategic performance by evaluating the influence of Online Training and in-person training on 

firm performance.  

Figure 2: Model of Firm Performance 
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2.5. The Effect of Training on Firm Performance 

Both the company and the workforce gain from training. Training includes a number of 

advantages for the employees, including dedication to work, job satisfaction, self-importance, and 

personal and career development (Dias & Rui Silva, 2016). Benefits for organizations include cost 

savings, higher quality and quantity, lower staff turnover, and a better reputation for the company. 

Performance benefits include profitability, effectiveness, productivity, and operational revenue per 

employee (Silva & Dias, 2016). 

According to Cheng and Ho (2001), effective training increases employee communication 

and performance proficiency while also lengthening retention time. Positive training programs 

supplied to staff members may also help them cope with feelings of stress or annoyance, which 

they almost certainly have at some point in their careers. Employees that are dedicated to learning 

demonstrated a greater degree of job satisfaction, which positively impacts their performance, 

according to Tsai, Yen, Huang, and Huang (2007). In contrast, lacking the necessary abilities to 

do a job well can make people fail and disadvantage the company's ability to compete. Due to the 

significant turnover that resulted, additional training would be required, which would directly 

affect any company's bottom line. Additionally, it has been demonstrated that education and 

training have a sizably favorable impact on organizational commitment, job engagement, and job 

satisfaction (Truitt, 2011).  

2.5.1. The Effect of Training on Environmental Performance 

The efficacy of an organization is said to be mostly influenced by training. According to 

research on the subject, investing in training and development initiatives can be justified by the 

effects they have on improved individual and organizational effectiveness. Additionally, past 

studies have identified a connection between organizational effectiveness and training. One of the 
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flaws that is typically difficult to spot, according to Bartlett (2001), is the suggestion of an accurate 

method for calculating the performance of the organization. In fact, it has been suggested that in 

order to assess the success of a training and development program, one should directly examine 

the connection between training and organizational commitment (Jehanzeb & Bashir, 2013). 

Organizational productivity has benefited greatly from training. It not only increases 

employee creativity but also gives them the chance to digitally train, in remote workforce, for their 

tasks and do them more expertly. Consequently, both employee and organizational productivity 

will increase. Training is a way to increase employee dedication and unlock their full potential, 

according to Lowry, Simon, and Kimberley (2002). The successful fulfillment of an organization's 

aims and objectives is fundamentally impacted by training, say Konings & Vanormelingen (2009), 

Colombo & Stanca (2008), and Sepulveda (2005). Therefore, a staff can only be successful and 

efficient if the necessary training and development are offered, resulting in productivity (Nda & 

Fard, 2013). 

2.5.2. The Effect of Organizational Climate on Firm Performance 

The interactions between employees and their employers, as well as the setting in which 

they work, have all been connected to organizational climate. According to studies, an 

organization's success and growth are impacted when its employees have a favorable opinion of 

its organizational structure and operating procedures. The morale, dedication, loyalty, satisfaction, 

welfare, and performance of employees have all been demonstrated to be greatly impacted by the 

organizational climate. It is also important to remember that the levels and quality of performance 

of employees inside a company are influenced by the environment they work in, which should be 

healthy and fulfilling. This is due to the fact that it has long been understood that a person's conduct 

depends on both their personality traits and the qualities of their surroundings. According to 
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H1: Training has a positive effect on Firm Performance 

H2: Organizational Climate mediates the Relationship between Training and Firm Performance 

H3: Training is positively related to Organizational Climate 

H4: Organizational Climate has a positive effect on Firm Performance 
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Chapter 3 

Methodology 

This research seeks to show the effect of training on job performance, employee 

satisfaction and environment performance in specific. This chapter discusses in detail the methods 

and procedures used in conducting the study and collecting data.  

3.1. Research Design 

This study adopts quantitative method in the form of a well-structured questionnaire which 

is addressed to the participants. The questions are close-ended statements in the aim of normalizing 

the findings and limiting the collection of broad responses. The two variables are employee 

satisfaction and environmental performance. The unit of observation and unit of analysis were 

trainee employees from different companies. 

3.2. Population and Sample Selection 

The target population was trained employees from different companies. Those who meet 

the required criteria of the study were invited to fill out the questionnaire. All potential participants 

who responded positively to the survey were included in the study. The inclusion criteria for this 

study included male and female participants who are working in companies of different industries. 

The exclusion criteria for this study were individuals who did not agree to the informed consent 

form. Moreover, participants who did not complete the survey questionnaires were excluded from 

the study.  
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3.4. Data Collection 

The researcher used Google forms survey in this study. The link of the questionnaire was 

sent to the participants who meet the criteria via WhatsApp and other social media platforms such 

as LinkedIn. A brief background about the study was mentioned at the beginning of the 

questionnaire, so the participants can have an overview about the study and it aim. Before 

electronically distributing the link to the participants, the form of the questionnaire was reviewed 

and approved by the Lebanese American University’s (LAU) Institutional Review Board (IRB). 

This was done in order to ensure integrity and approval from an international standard of research 

and ethical principles.  

Answering the questionnaire was fully voluntary, for participants had the right to not 

continue the questionnaire and fill it out. To explain, first question of the questionnaire was if the 

participants agree to participate as a sample in the study prior filling out the questions. If 

participants agreed to participate in the study, they were directed to the survey items. However, 

those who did not agree to be part of the study, they were just thanked for their interest and did not 

proceed on to the questions. 

3.5. Research Questionnaire 

The questionnaire was divided into short introduction and three sections: the demographic 

information, short-term evaluation, and long-term evaluation. This questionnaire was short and it 

took 5 minutes to be completed. It also included 25 closed questions directed to trained employees 

from different industries. For each of the items in section two and three, a 5-point Likert scale was 

adopted; (1: Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree, 5: Strongly Agree). A pilot study 

was applied to ten random participants to ensure that the content of the questionnaires is well 

constructed, understood, free of mistakes and easy for the participants to read and answer it. 
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The questions of the questionnaire were taken from a study conducted by Grohmann and 

Kauffeld (2013). In general, the questions aim to evaluate any training program, it is addressed to 

the employees to recognize their satisfaction in terms of their skills and in terms of the organization 

overall. To keep the study coherent, the researcher added some questions that are very specific to 

the research questions and to the hypotheses tested.  

Below (figure 3) is the original questionnaire taken from the study:  

 Figure 3: Original Questionnaire (Source: (Grohmann & Kauffeld, 2013) 



19 
 

3.5.1. Ethical considerations 

  During the construction and distribution of the questionnaire, the researcher took into 

consideration the following ethical issues:  

•  Respondents’ right to anonymity and confidentiality  

•  Respondents’ right to not fill out any detailed personal information  

•  Respondents’ right to have the data reported in the thesis anonymously  

•  Respondents’ right to view informed and voluntary consent  

3.5.2. Demographic information  

The demographic data were used as descriptive statistics to distinguish the participants. 

Employees’ personnel profiles consisted of five items including: (1) gender: male or female; (2) 

industry: advertising, education, chemical industries, logistics and supply chain, management 

consulting, insurance, manufacturing, telecommunication, non-profit organization, translation, 

others (3) years of working experience: 1 to 2 years, 3 to 5 years, 6 to 9 years, more than 10 years 

(4) position level: non-managerial position, supervisory level manager, managerial level manager, 

top level manager (5) training tools: online, in-person, none. 

3.6. Data Analysis Method 

Data were collected using Microsoft Excel and were statistically analyzed using Statistical 

Package for Social Sciences Software version 26.0 (SPSS, Inc., IBM Corporation). Percentages 

were shown for quantitative variables. The Fisher’s exact test was used to perform the bivariate 

analysis. A p-value less than 0.05 was considered statistically significant. 
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Run MATRIX procedure: 

 

***************** PROCESS Procedure for SPSS Version 4.1 

***************** 

 

          Written by Andrew F. Hayes, Ph.D.       

www.afhayes.com 

    Documentation available in Hayes (2022). 

www.guilford.com/p/hayes3 

 

****************************************************************

********** 

Model  : 4 

    Y  : Firm 

    X  : Type 

    M  : Climate 

 

Sample 

Size:  152 

 

****************************************************************

********** 

OUTCOME VARIABLE: 

 Climate 

 

Model Summary 

          R       R-sq        MSE          F        df1        

df2          p 

      .1519      .0231      .5615     3.5419     1.0000   

150.0000      .0618 

 

Model 

              coeff         se          t          p       LLCI       

ULCI 

constant     4.6417      .1704    27.2430      .0000     4.3050     

4.9783 

Type         -.2384      .1267    -1.8820      .0618     -.4887      

.0119 

 

Standardized coefficients 

          coeff 

Type     -.1519 

0.3760 

P=0.000 
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****************************************************************

********** 

OUTCOME VARIABLE: 

 Firm 

 

Model Summary 

          R       R-sq        MSE          F        df1        

df2          p 

      .3730      .1392      .5634    12.0430     2.0000   

149.0000      .0000 

 

Model 

              coeff         se          t          p       LLCI       

ULCI 

constant     2.3635      .4162     5.6782      .0000     1.5410     

3.1860 

Type          .0410      .1284      .3193      .7499     -.2127      

.2947 

Climate       .3999      .0818     4.8890      .0000      .2383      

.5615 

 

Standardized coefficients 

             coeff 

Type         .0246 

Climate      .3760 

 

************************** TOTAL EFFECT MODEL 

**************************** 

OUTCOME VARIABLE: 

 Firm 

 

Model Summary 

          R       R-sq        MSE          F        df1        

df2          p 

      .0325      .0011      .6494      .1591     1.0000   

150.0000      .6906 

 

Model 

              coeff         se          t          p       LLCI       

ULCI 

constant     4.2196      .1832    23.0276      .0000     3.8575     

4.5817 

Type         -.0543      .1362     -.3988      .6906     -.3235      

.2148 

 

Standardized coefficients 
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          coeff 

Type     -.0325 

 

************** TOTAL, DIRECT, AND INDIRECT EFFECTS OF X ON Y 

************** 

 

Total effect of X on Y 

     Effect         se          t          p       LLCI       

ULCI       c_cs 

     -.0543      .1362     -.3988      .6906     -.3235      

.2148     -.0325 

 

Direct effect of X on Y 

     Effect         se          t          p       LLCI       

ULCI      c'_cs 

      .0410      .1284      .3193      .7499     -.2127      

.2947      .0246 

 

Indirect effect(s) of X on Y: 

            Effect     BootSE   BootLLCI   BootULCI 

Climate     -.0953      .0577     -.2238      .0070 

 

Completely standardized indirect effect(s) of X on Y: 

            Effect     BootSE   BootLLCI   BootULCI 

Climate     -.0571      .0338     -.1293      .0044 

 

*********************** ANALYSIS NOTES AND ERRORS 

************************ 

 

Level of confidence for all confidence intervals in output: 

  95.0000 

 

Number of bootstrap samples for percentile bootstrap confidence 

intervals: 

  5000 

 

------ END MATRIX ----- 

 

The first step of the mediation model which is the regression of Training interference with Climate 

performance, ignoring the mediator, was significant. The second step showed that the regression 

of training on the mediator was also significant, b = -0.15193 and p-value= 0.0000. The third step 

of the mediation model is the regression of the mediator on the interference with b=-0.0325 and p-
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value=0.000 was also significant. The last step of the mediation model which is the regressions of 

b=-0.3760 and p-value=0.000 which is significant too. It showed that organizational climate 

mediates the relationship between training and firm performance. Therefore, H2 is supported. 

4.3. Findings 

Based on above correlations, the results show the following: 

• Both methods of training facilitate workflow of a company. 

• Both methods of training improve organizational’s climate, job performance, and firm 

performance.  

• Employees in both methods of training apply the content of training after finishing the 

training program. 

• Employees, during both methods of training, enjoyed participating in the training program. 
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Chapter 5  

Discussion of Results and Conclusions 

This chapter includes the discussion of the results, managerial implications and 

recommendations, along with limitations and future research.  

5.1. Discussion 

 The results of the questionnaire showed different key results on different aspects. Most of 

the participants found that the organization workflow has facilitated after conducting the training 

programs. This result goes in parallel with the result of Aragon-S ´ anchez ´ et al. (2003) who 

examined the relationship between training and organizational performance. To do so, the 

distributed a survey to 457 businesses, small and medium sizes, in UK, the Netherlands, Portugal, 

Finland, and Spain. Employee engagement, human resource indicators, and quality were 

operationalized as measures of organizational effectiveness. Sales volume, profits before interest 

and taxes, and the ratio of profits to sales were operationalized as measures of profitability. The 

findings showed that various training activities, such as on-the-job training and training conducted 

within the company by internal trainers, were positively connected to the majority of effectiveness 

and profitability characteristics (Arago´n-Sa´nchez, Arago´n, & Valle, 2003). Moreover, another 

study conducted by Garc´ıa (2005) showed similar results. 78 Spanish firms were included with 

more than 100 employees. This study related organizations’ training policies (e.g., functions 

assumed by the training unit, goals of the training unit, nature of training, and how training is 

evaluated) with four types of organizational-level benefits: employee satisfaction, customer 

satisfaction, owner/shareholder satisfaction, and workforce productivity (i.e., sales per employee) 

(García, 2005). Therefore, H1 is supported.  



36 
 

Also, the most trainee participants in both training methods confirmed that the climate of 

the organization and the job performance is improved thanks to the training programs.  Likewise, 

Didier (2004) surveyed 1530 human resource directors employed by prominent French 

corporations, and around a year later, financial data was gathered from the corporations' financial 

directors or through databases. The extent to which the business used training procedures was 

covered in five survey questions. Additionally, the poll asked about organizational and social 

performance, including the work environment, employee attendance, the caliber of the provided 

goods and services, and staff productivity. Results showed that training (via the mediating function 

of social and organizational performance) explained 4.6 percent of the variance in financial success 

(Aguinis & Kraiger, 2009). Therefore, H2 is supported. 

Furthermore, the questionnaire’s results showed that most respondents agree on positive 

effect of Training on the performance of the employee. Similarly, the investment in training 

employees in decision-making, teamwork, problem-solving, and interpersonal interactions has a 

positive impact on the level of growth of the business as well as having an impact on employees' 

performance, according to Rohan & Madhumita (2012). Training has an impact on how people 

behave and how they work, which leads to improved performance and positive changes in the 

workforce (Singh & Mohanty, 2010). Therefore, H2 is supported. 

Most participants confirmed that both training methods are efficient in making the 

employee apply what he taught in the training programs, also the training programs elevates the 

satisfaction of the employee in his position. Similar to what is mentioned, Frayne and Geringer 

(2000) conducted a field study in which they provided 30 life insurance salespeople with self-

management training (lectures, group discussions, and case studies). The findings revealed that 

participants in the training program had higher levels of self-efficacy, outcome expectancy (e.g., 
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"I will feel more accomplished"), objective outcomes (e.g., the number of new policies sold), as 

well as subjective job performance (i.e., sales managers' evaluations of each salesperson's 

performance) (Aguinis & Kraiger, 2009). Therefore, H3 and H4 are supported.  

5.2. Managerial Implications and Recommendations 

 The findings of this study allow the organizational managers to put further focus on the 

significance of training on the employees and consequently on the firm performance. They should 

keep in mind that organizing such efficient training programs will definitely boost the employee’s 

satisfaction in his position, and thus elevates his performance. As a result, when the employee is 

committed to applying the content of training program during his daily tasks, the workflow in the 

organization will be facilitated and thus the firm performance will be upgraded and maintained.  

Based on the results and findings discussed above, the researcher seeks to give some 

recommendations in a view to emphasize on the role of training on employees and firm overall, so 

organization are recommended to:  

1- Conduct training programs for employees that match their daily tasks. Through this 

training, the employee will be trained how to deal with daily issues and how to overcome 

any possible difficulties.  

2- Conduct training programs that are organized in a good way to attract the employee, so 

he/she enjoys the content and feels very ready to apply it. 

3- The organizations should constantly ask about the feedback or the review of the trainees at 

the end of the training program, so that they know if the content was fruitful or if any edits 

should be made, in this way the organizations know the gaps and find alternatives to reach 

higher firm performance, which is their ultimate goal. 
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4- Encourage peer support groups. Through this way, colleagues can ask questions and 

express their knowledge and opinions privately. They will not be afraid of being judged, 

instead they will help each other to access more information and overcome any common 

challenges. 

5- Offer different options of online training. For example, a company can diversify the tools, 

such as presentations, podcasts, and videos. In this way, each trainee can choose the way 

that caters their needs and fits their interests.  

5.3. Limitations and Future Research 

Like all studies, the current one has some limitations. The study was limited in a number 

of ways, starting with sampling and data processing. Due to the brief period of data collection, 

there are only 146 respondents in the sample, which is a limitation, add to that the high difference 

between number of online trainees (76.3%) and in-person trainees (21.7%). It is worth mentioning 

here that the number of both respondents should be balanced, as online-trainees should be at least 

40% of the respondents, this further ensures the reliability of the research results. Additionally, 

because the survey is self-reported, answers might be chosen at random. The study had also a 

geographical restriction in that it was limited to Lebanon rather than a larger audience. Another 

limitation of this method is that it only employs quantitative methods to address the research 

objectives, without any implementation of qualitative methods that can be used to interview the 

specialists in this field.  

To extend the discussion about this topic, future research is recommended. To explain, 

researchers might include larger sample so that the number of the respondents are increased, also 

more industries might be added to collect data from different companies. The time frame might be 

also maximized so that more respondents can answer the questions. In addition, using qualitative 
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method is highly recommended, such as interviews with training specialists, in this way the 

reliability of the results is elevated. Finally, more factors of firm performance (i.e. Model of firm 

performance) should be stressed on and so more variables should be added to be tested, this way 

tackles the firm performance from more different aspects.  
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Appendix: Questionnaire 

Introduction: 

Dear participants, I would like to invite you to participate in this questionnaire as part of my 

research entitled “The Role of Training and Development of Employees in a Remote Workforce 

Framework and its Effect on Firm Performance”. This research is directed as part of Human 

Resources Management graduate thesis research at the Lebanese American University (LAU). 

The aim of this study is to investigate how training and development of employees in a firm can 

affect firm performance overall, employees’ satisfaction and environment performance in 

particular. 

Please read each question carefully and select the answers that fit your situation. All answers will 

remain confidential, and they will be used only for research purposes.  

 

For any questions or inquiries, do not hesitate to contact me: 

Name:        Carolina Abou Tarieh                    Phone Number:  +961 76 986 513 

If you have any questions about your rights as a participant in this research, please contact: 

IRB Office, Lebanese American University 3rd Floor, Dorm A, Byblos Campus Tel: 00 961 1 

786456 ext. (2332) 

 

Section 1: Demographic Information  

Demographic Variable Response 

Gender Female  

Male  

 

 

 

 

Industry 

Advertising  

Education  

Chemical Industries  

Logistics and Supply Chain  

Management Consulting  

Insurance  

Manufacturing  

Telecommunication  

Non-profit Organization  

Translation  

Others  

 

Experience 

1 to 2 years   

3 to 5 years  

6 to 9 years  

More than 10 years  
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Position 

Non-managerial  

Supervisory level  

Managerial level  

Top level management  

Training Tools Online  

In-person  

None  

 

Section 2: Short-term Evaluation  

Rate from 1 to 5 (1: Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree, 5: Strongly Agree) 

             Scale Question 1 2 3 4 5 

 

 

 

 

 

 

 

Reaction 

 

 

 

Satisfaction 

I will keep 

the training 

in good 

memory. 

     

The amount 

of time you 

spend with 

you direct 

manager on 

development 

were 

sufficient 

     

I enjoyed 

the training 

very much. 

     

 

 

 

 

Utility 

The training 

is very 

beneficial to 

my work. 

     

The 

mentoring 

you are 

currently 

receiving is 

useful 

     

Participation 

in this kind 

of training is 

very useful 

for my job. 

     

 

 

 

 

 

 

After the 

training, I 

know 
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Learning 

Knowledge substantially 

more about 

training 

contents 

than before.  

Training 

programs 

were 

efficient and 

of high 

quality 

     

I learned a 

lot of new 

things in the 

training. 

     

 

Section 3: Log-term Evaluation 

                       Scale Question 1 2 3 4 5 

 

 

 

 

 

 

Behavior 

 

 

 

 

 

 

Application 

to Practice 

In my 

everyday 

work, I often 

use the 

knowledge I 

gained in the 

training.  

     

Training 

programs 

were relevant 

to my 

position and 

role 

     

I successfully 

manage to 

apply the 

training 

contents in 

my everyday 

work.  

     

 

 

 

 

 

 

 

 

 

 

 

Individual 

Since the 

training, I 

have been 

more content 

with my 

work.  
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Organizational 

Results 

My job 

performance 

has improved 

through the 

application of 

the training 

contents.  

     

 

 

 

Global 

Overall, it 

seems to me 

that 

application of 

the training 

contents has 

facilitated the 

work flow in 

my company. 

     

For me, 

training has 

helped 

improve the 

company 

performance 

 

     

Frequency of 

Training and 

Development 

has positive 

impact on 

firm 

performance 

     

Overall, it 

seems to me 

that the 

organizational 

climate has 

improved due 

to the 

training.  

     

 

 

 

 




