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1. INTRODUCTION 

This study emphasizes on the importance of training programs on raising employees‟ performance. In 

general, all organizations aim to achieve high productivity in order to generate maximum profits and 

benefits. Actually, there are different ways to raise the productivity of any organization but the most 

significant one is through training programs. The performance of any organization is dependent on the 

quality of its labour force. Training programs help workers to develop their success and efficiency at 

the workplaces. As well,   training can help worker to acquire the basic skills that he wants for a 

certain position. Nowadays, many companies try to provide many training programs for their 

employees in order to achieve certain goals.  Many researches including Colombo and Stanca (2008), 

Sepulveda (2005) and Konings & Vanormelingen, (2009), showed that training is a fundamental and 

effectual instrument in successful accomplishment of the firm‟s goals and objectives, resulting in 

higher performance and productivity of the organization. 

Training programs help employees to address their weaknesses. As we know, some employees face 

some difficulties at their workplaces that prevent them to reach optimum level of job satisfaction. 

Training programs can reduce these weaknesses through improving their skills and abilities. 
Moreover, these kinds of programs contribute in the improvement of workers achievements. 

According to (McDowall, A. and Saunders, M.N.K. (2010)), the recognition of the importance of 

training in recent years has been heavily influenced by the intensification of competition and the 
relative success of organizations where investment in employee development is considerably 

emphasized. In addition, training is seen as a useful means of coping with changes fostered by 

technological innovation; market competition, organizational structuring and most importantly it plays 
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a key role to enhance employee performance. Training facilitates the updating of skills and lead to 

increase commitment, well–being, and sense of belonging, thus directly strengthening the 

organization‟s competitiveness (Acton and Golden, 2002; Karia and Ahmad, 2000; Karia, 1999) 

The present study intends to investigate the impact of the training programs on employees‟ 

performance at private sector in Oman by using analytical and descriptive methods.  

2. STATEMENT OF THE PROBLEM  

There is no doubt that organizations worldwide are striving for success and outcompeting those in the 

same industry. In order to do so, organizations have to obtain and utilize their  human resources 

effectively  On the other hand, many companies and organization are not able to allocate adequate 

fund to provide training for their employees. So the result will be poor work force development and 

consequently, poor organizational performance. Given the above, it becomes necessary to determine 

the relationship between training and employee performance in Oman‟ private sector companies. 

3. OBJECTIVE OF THE STUDY 

The main objective of this study is to investigate the impact of training on employee performance in 

selected Omani private sector companies. Other objectives that drawn from the main objective are:  

1. To figure out employees‟ views on company attitudes towards training programs. 

2. To find out if there is an evaluation system for employees at institution after training programs 

conducted. 

3. To find out how training programs can affect positively on employees' productivity and 
performances.  

4.  SIGNIFICANCE OF THE STUDY  

The significance of this study stem from the following points: 

Firstly, it will highlight the importance of training programs that lead to higher workers‟ 

performance.   

Secondly, it will also give insights to companies and firms to   direct and structure their training 
programs in order to get more effective and efficient labor force.. 

Thirdly, it will also help the management of companies under studies to do future research on the 

effectiveness of training programs. 

5. SCOPE OF THE STUDY  

This study intended to show how training program affect employees performance in Omani private 

sector companies. The study conducted on five Omani companies. These companies are, Sohar 

Aluminum
1
, Stomo Company

2
, Suhail Bahwan Group (Holding) LLC

3
, Ooredoo Company

4
 and 

Oman Formaldehyde Chemical Company
5
. 

6. STUDY RESEARCH QUESTIONS   

The study emphasizes on following research questions: 

1. How does training program increases employee's performance? 

2. How many Training programs offered to each employee per year in private sector? 

3. Is there any evaluation for each employee at institution after training programs conducted? 

7. LITERATURE REVIEW 

                                                
1 https://www.sohar-aluminium.com/ 
2
 http://www.stomo.com.om/ 

3http://www.suhailbahwangroup.com  
4 https://www.ooredoo.om/AboutOoredoo/Corporate/AboutOoredoo.aspx 
5 http://www.omzest.com/companies/oman-formaldehyde-chemical-company-llc.html 
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Employee training has recently become a vital business strategy not only to retain employees but also 

to create a skilled workforce for the future. Training provides many benefits for both employees and 

company if it is carefully planned and properly implemented. Many authors wrote about the 
importance of training, for example, Mozael, 2015, wrote, “Training is an on-going and continuous 

process which aimed to achieve better employee performance through improving employee attitude 

and the way employee behaved at work”. To Nischithaa & Rao, 2014, “training is an action of 
upgrading employee skills for a specific task”. Afghan et al (2012), conducted study to examine the 

impact of training on employee performance in the telecommunication sector in Pakistan. Their study 

concludes that if organizations invest in right type of employee training it can enhance employee 
performance as well as competencies and skills. In addition, training is seen as a useful means of 

coping with changes fostered by technological innovation; market competition, organizational 

structuring and most importantly it plays a key role to enhance employee performance   

Teresa Brannick, et al, (2002) conducted study on “Service Management Practice- Performance 

Model: A Focus on Training Practices". This study aimed to know the impacts of training programs 

on providing services to customers. The researchers were collected data from (143) services 

companies in Ireland. This study found that the training programs are contributing very well on the 

performance of employees in Service Company and these programs can improve their skills when 

offer various services to their customers. Finally, training programs can lead to satisfy customer's 

needs and wants and increase the productivity of the company. 

Another study was conducted by Abdelgadir and Elbadri, (2001) on “Training Practices of Polish 

Banks: An Appraisal and Agenda for Improvement". This study aimed to know the training practices 

and activities in Boland Banks. The researchers were gathered information from (30) banks in Boland. 

Their study was focused on training activities that were involved many aspects like; determining the 

needs of training, developing training programs, evaluating the effectiveness of these programs. This 

study found that many of banks are ignoring the needs of training programs and the absence of 

evaluating training programs that reflect on employee's performances. Daniels, (2003) conducted 

study on  " Employee Training: A Strategic Approach to Better Return on Investment". This study 

was done to know the returns that training programs add to the workers on banks. The researchers 

were collected data from (15) British banks. This study was revealed  that training programs 

contribute significantly on improving employee's skills and knowledge, building an effective work 

team, achieving high level of quality and creating organizational culture that support organization's 

strategies and objectives. All these aspects can contribute on achieving good returns to invest on 

training programs. 

According to William Coventry, (1968) training is a planned and ongoing process that aims to meet 

current and future training needs of workers in different organizations and firms. There are many 

benefits that training programs can add to employees at workplaces such as; increasing their 

knowledge and skills in the field of specialization, supporting their attitudes and understanding their 

functional duties. All these can contribute significantly on the worker's performances as well as, 

training programs lead to enhance and increase the crafts and productivity of the workers.  

Khaled N.  & . Khaled N. Alshuwairek (2016), study the effectiveness of the training programs on 

employment performance at private sector companies in Saudi Arabia. The  result of the study  

indicated  that,  all the variables are positively correlated to each other, also the total average value for 

domain reality of training was 3.47,  which fall in the range of Likert scale between (3.41- 4.20),  

which also reflect the respondents agree with private sector companies provide effective training 

programs matching up with their expectations however there are some respondents disagreed about 

the  comprehensiveness of training material and trainer motivate their   trainees. The total average 

value for domain role of training programs for improving the employee‟s performance was 3.37,  

which fall in the range of Likert scale between (2.61- 3.40), which also reflect the respondents were 

neutral about the role of training programs. For improving the employee‟s performance at private 
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sector companies in KSA however some respondents agreed about the training programs improve 

their skills and knowledge and assist them to solve their problems 

Jihad Aldhyat, (1999), "Evaluate the effectiveness of training programs in the private training centers 

from the perspective of the trainees". The study aimed to know the effectiveness of training programs 

in the private training centers. Also, to know the methods and levels of evaluating training programs 

to determine its advantages and disadvantages. In addition, it aimed to know the effects of training 

programs on the worker's performance in Jordanian commercial banks. The results showed, that 

training centers and Jordanian commercial banks who were participated on training both were said 

that there is no evaluation after training to know the benefit that worker obtain when he participated in 

training programs. The researcher recommended the importance of evaluating the workers at 

workplaces after training programs to know if there is any benefit that worker gained from  training or 

not.  

Gasco, et.al, (2004) study " The Use of Information Technology in Training Human Resources: An E-

learning Case Study". This study is conducted to know the effects of using information technology on 

human resources management practices especially training strategy in the Spanish 

telecommunications company. The results  of the  study showed  that the using of information 

technology in  training have positive effects such as  increasing the active participation of trainees, 

better use of time management, better assess the effectiveness of training programs. The Spanish 

telecommunications company aimed to improve future training systems. 

According to Cole (2002), training can achieve: high morale - employees who receive training have 

increased confidence and motivation; lower cost of production. Training eliminates risks because 

trained personnel are able to make better and economic use of material and equipment thereby 

reducing and avoiding waste; lower turnover. Training brings a sense of security at the workplace, 

which reduces labor turnover. 

(Cooke, 2000). Kenney et al., (1992) stated that employee's performance is measured against the 

performance standards set by the organization. Good performance means how well employees 

performed on the assigned tasks. In every organization, there are some expectations from the 

employees with respect to their performance 

8. METHODOLOGY 

Analytical and descriptive approach is adopted to assess the extent to which, training programs affect 

employees‟ performance. This entailed a survey of the views of employees who work in the selected 

private sector companies in Oman: Sohar Aluminum, Stomo Company, Suhail Bahwan Group 
(Holding) LLC, Ooredoo Company and Oman Formaldehyde Chemical Company .The survey was 

conducted through a self-administered questionnaire distributed in the five of the Sultanate‟s private 

companies mentioned above. Although 60 questionnaires were issued, only 46 were returned, a 

response rate of 76.67 per cent.  

The questionnaire was subject to validity and reliability tests, using Alpha Kronbach, and showed a 

strong internal consistency reliability of 87.3 per cent. A five-point Likert scale was used in the 

questionnaire to measure respondents‟ views on training employees‟ performance. Responses were 
classified as „strongly disagree‟, „disagree‟, „neutral‟, „agree‟ and „strongly agree‟, and coded 1, 2, 3, 4 

and 5 respectively. 

9. RESULTS AND DATA ANALYSIS 

9.1. Demographic Profile of Respondents 

9.1.1. Gender of the Respondents 

Regarding the demographic profile of the respondents who participated in the study, the results 

indicate that of the 46 respondents, there were 29 (63.0 per cent) males and 17 (37.0 per cent) females.  

Table9.1.1. Gender of the Respondents 

 Frequency Percent Valid Percent Cumulative % 
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Valid Male 29 63.0 63.0 63.0 

Female 17 37.0 37.0 100.0 

Total 46 100.0 100.0  
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Figure9.1.1. Gender of the Respondents 

Source: Authors’ own calculation from the questionnaire survey 

9.1.2. Marital status of the Respondents 

Table 9.1.2 and Figure 9.1.2 shows the numbers of employees who responded and fill the 

questionnaire according to marital status. The researcher found that the numbers of employees who 

are single are 13 which represent 28.3   percent and the numbers of employees who are married are 33 

which  represent 71.7 percent So, the numbers of married employees who responded to questionnaire 

are more than single employees. 

Table9.1.2. Marital status of the Respondents 

 Frequency Percent Valid Percent Cumulative % 

Valid Single 13 28.3 28.3 28.3 

Married 33 71.7 71.7 100 

Total 46 100 100  

 
Source: Authors’ own calculation from the questionnaire survey 

9.1.3. To Ages of the Respondents 
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In term of age, Table 9.1.3 and Figure 9.1.3 shows different ages of employees who responded to the 

questionnaire. The numbers of employees' respondents under 20 years are 6 (13%), between 21-30 

years are 23 (50 %.), between 31-40 years are 11 (23.9 %.) between 40 and above are 6 (13%). So, the 
numbers of employees' respondents between 21-30 years are highest than other ages. 

Table9.1.3. Ages of the Respondents 

 Frequency Percent Valid Percent Cumulative %  

Valid Under 20 years 6 13 13 13 

21-30 years 23 50 50 63 

31-40 years 11 23.9 23.9 87 

40 and above 6 13 13 100 

Total 46 100 100  

 
Source: Authors’ own calculation from the questionnaire survey 

9.1.4. Academic and Professional Qualification of the Respondents  

Concerning their level of education, 10.9 percent had Secondary qualification, 45.7 percent had 

Diploma qualification, 28.3 had   Bachelor‟ degree. 8.7 percent were Post-Graduates, and 6.5 percent 

for others qualification. Therefore, the numbers of employees' respondents who have Diploma 
qualification are more than other Academic and Professional Qualifications. 

Table9.1.4. Academic and Professional Qualification of the Respondents 

 Frequency Percent Valid Percent Cumulative %  

Valid Secondary 5 10.9 10.9 10.9 

Diploma 21 45.7 45.7 56.5 

Bachelor 13 28.3 28.3 84.8 

Post-Graduate 4 8.7 8.7 93.5 

Others 3 6.5 6.5 100.0 

Total 46 100.0 100.0  

 
Figure9.1.4. Academic and Professional Qualification of the Respondents 

Source: Authors’ own calculation from the questionnaire survey 
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9.1.5. Work Experience of the Respondents 

Table 9.1.5 and figure 9.1.5 shows the years of experiences of the employees who are participated in 

the questionnaire. Firstly, the numbers of employees who have experiences less than 10 years are 
represent 71 percent.  Secondly, the numbers of employees who have experiences between 10 and 20 

years are 23 percent. Finally, the numbers of employees who have experiences over 20 years represent 

4.3%. Therefore, our sample consists mainly of employees who have less than 10 years of 
experiences. 

Table9.1.5. Work Experience of the Respondents 

 Frequency Percent Valid Percent Cumulative %t 

Valid Less than 10 years 33 71.7 71.7 71.7 

Between 10 and 20 years 11 23.9 23.9 95.7 

Over 20 years 2 4.3 4.3 100.0 

Total 46 100.0 100.0  

 
Figure9.1.5. Job Work Experience of the Respondents 

Source: Authors’ own calculation from the questionnaire survey 

9.1.6. Job Position of the Respondents 

Regarding the current job positions of the respondents who participated in the study, the results 

indicate that of the 46 respondents, there were 9 (19.6) per cent) working as managers, 5 (10.9) per 
cent) working as assistant manager, 4 (8.7 percent) working as a head of department and other 

categories of employees represent the remain 60.9 percent 

Table9.1.6. Current Job Position of the Respondents 

 Frequency Percent Valid Percent Cumulative % 

Valid Manager 9 19.6 19.6 19.6 

Assistant Manager 5 10.9 10.9 30.4 

Head of Department 4 8.7 8.7 39.1 

Other 28 60.9 60.9 100.0 

Total 46 100.0 100.0  

 
Figure9.1.6. Current Job Position of the Respondents               
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Source: Authors’ own calculation from the questionnaire survey 

9.2. Research-Specific Information 

In our survey, there are 7 factors associated with the impact of training on employees‟ performance 
and Table 9.2.1 demonstrates the results of our ranking. 

As we can observe from the results of Table and Figure  (9.2. 1), training programs play the most 

important role on enhancing   their skills and performance of employees, followed by the factor which 

say training programs helped me to become more productive. In our survey, the effect of training on  
increasing  the  capacity to adopt new technologies and methods as well as increasing the speed of 

work achievements  do not play an important role on employees‟ performance.. 

Table9.2.1. Impact of training Programs on Employees Performance 

S.No Factors Mean St Dev C.V % Rank 

1 Training programs enhance my skills and Performance 4.630 0.734 15.853 1 

2 The training  programs were relevant to the nature of my 

work 

4.370 

 

0.956 21.876 4 

3 The training  programs helped  me to become more 
productive 

4.457 
 

0.823 18.465 2 

4 Training help me to increase the speed of work 

achievement 

4.196 0.674 

 

16.063 7 

5 I feel more creative after finishing training programs 4.348 1.034 23.781 5 

6 Training programs helped me to solve some difficulties 

that I face at my work 

4.435 Error! 

Not a 

valid 

link. 

17.587 3 

7 Training programs increased my capacity to adopt new 

technologies and methods 

4.239 0.892 21.043 6 

Source: Authors’ own calculation from the questionnaire survey 

 
Figure9.2.1. Impact of training Programs on Employees Performance 
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Figure9.2.1. Mean ranks of factors influenced by Training Programs 

Table and Figure ( 9.2.2)   show  employees‟ views on company attitudes towards training programs 
ranked by mean, along with the standard deviation (StDev), and  coefficient of variation (CV of each 
factor. The results presented in Table 2 and Figure 1 indicate that all 7 factors are influential, with 

some variations in terms of importance. The ranks of Employees‟ Views on Company attitudes 

towards training programs came logically. The believe that training is the best way to acquire new 

skills to their employees ranked first, followed by  the fact that company has a mechanism to adjust 
and review training programs according to the need of training. The selection of training place, legists 

and trainers came in the last of the list and ranked 6 and 7 consecutively. 

Table9.2.2. Employees’ views on company attitudes towards training programs 

S.No Factors Mean StDev C.V % Rank 

1 The selection of training place, legists and   contents are 

adequate   and match up with my expectations 

 

3.130 

 

0.987 

 

31.529 
6 

2 My company usually select  a  well experienced  Trainers  2.783 0.756 27.169 7 

3 My company is always keen to  follow  the evaluation  of 

training programs  

3.935 

 

1.1 

 

27.956 

 
3 

4 My company has a good mechanism to evaluate the 

benefits of training programs 

3.543 

 

0.883 

 

24.919 

 
5 

5 My company has a mechanism to adjust and review training 

programs according to the need of training 

4.196 

 

0.685 

 

16.326 

 
2 

6 The schedule of training programs in my company is 

reviewed periodically to adjust to the new technological 

development 

3.674 

 

0.901 

 

24.524 

 4 

7 My company believe that training is the best way to acquire 

new skills to their employees 

4.283 

 

0.78 

 

18.213 

 
1 

Source: Authors’ own calculation from the questionnaire survey 
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Figure9.2.2. Employees’ views on company attitudes towards training programs 

 

Figure9.2.2. Mean ranks of factors influenced by Training Programs 

Table 9.2.3 summarized the answer to survey question "How many training Programs offered to you 

per year?" The results in Table 3 show that. The majority of respondents 32 (69.6 %) said that,   1 to 2 
training programs offered for them per year.,  and 12 respondents  who represent 26.1 % of the sample 

said that  their companies offer 2-3 training programs to them per year. Only 2 respondents said that 

their company offered for them more than 3 programs per year. 

Table9.2.3. Number of training programs offered per year 

 Programs Frequency Percent Valid Percent Cumulative % 

Valid 1-2 32 69.6 69.6 69.6 

2-3 12 26.1 26.1 95.7 

3+ 2 4.3 4.3 100.0 

Total 46 100.0 100.0  

9.3. Interviews 

The researchers conducted interviews with employees who work in private sectors to get more 

knowledge about the study. These interviews helped the researchers to collect different opinions about 

this topic. The researcher conducted interviews with employees who work in (Sohar Aluminum, 
Stomo Company (producing water and electricity for Oman), Suhail Bahwan Group (Holding) LLC, 

Ooredoo Company and Oman Formaldehyde Chemical Company).  

Questions: 

Q1.    Does the company provide any kinds of training programs for its employees? 

Q2.  Do you think training programs can affect positively on employees' productivity and 

performances? 

Q3.  Is there any evaluation system for employees at institution after training programs conducted? 

How?  

Q4.  Is the implementation of the training policy monitored to ensure that it is practiced as prescribed? 

Q5.  Do your company allocate a reasonable budget for training and development? 

Table9.3.1. Results of interviews 

Question Sohar Aluminum Ooredoo 

Company 
Stomo 

Company 
Suhail Bahwan  

Group 

(Holding) LLC 

Oman 

Formaldehyde 

Chemical 

Company 
Q1 Yes, lots  and 

diverse training 

programs offered 

for employees 

We provides 

many training 

programs. In the 

area of  

Every we offer 

many training 

programs to 

raise the skills 

Every year we 

send our staff 

for training 

according to 

Yes, many  

training 

programs 

offered 
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communication 

and technology 

of our  

employees 

priority 

Q2 Yes, sure training 

programs can help 

employees to 

understand the 

works and increase 

their productivity 

Of course yes, 

Without 

training 

programs the 

company may 

lose because 

these kinds of 

programs help 
employees to 

achieve 

customers' 

satisfaction 

Yes, Training 

programs can 

affect positively 

on employees' 

performances 

and productivity 

Yes, training 

programs can 

improve 

practical skills 

of company's 

employees but 

these programs 

not effect on the 
 productivity 

Yes, our 

company send a 

lot of   amount 

of money on 

training in order 

to enhance the 

skills 

productivity of 
employees 

Q3 Yes, there is 

evaluation system 

inside my 

institution for staff 

after training 

program and 

conducted once a 

year 

Yes, there is 

evaluation 

system in our 

company for 

employees after 

training 

programs and 

conducted once 
a year 

Yes, our 

company has 

own evaluation 

system for its 

staff after 

training 

programs and 

conducted twice 
a year 

Yes, there is an 

evaluation 

system in our 

company to 

evaluate 

employees after 

training 

programs and 
conducted once 

a year 

Yes, there is 

evaluation 

system in our 

company for 

employees after 

training 

programs and 

conducted three 
times a year 

Q4 The policy of 

training is well 

minored  

Our have set 

clear system for 

implementing 

and monitoring 

training   and 

development 

program 

HR  in our 

company has a 

system of 

monitoring the 

implementation 

of training 

policy 

Our company 

provides 1-2 

training courses 

to each staff 

Yes, we have 

well 

stablishined 

monitoring  and 

evaluation 

policy for 

training 

Q5 I think yes, training 

is one of the top 

priority in the 

company and has a 

separate fund to 
finance it 

Yes, funds ae 

allocated for 

internal and 

external training 

Fund for 

training are 

considered inn 

our budget 

every year their 
employees 

Yes, The 

company know 

the importance 

of training and 

allocate 
reasonable 

budget 

Yes, we have 

percentage in 

the budget 

devoted to 

training every 
year 

 

10. CONCLUSION AND POLICY RECOMMENDATION 

In the current paper, we investigated the impact of training programs on employees‟ performance in 

the private sector in Oman. Thus, we have taken a 5 cases of a private sector companies in Oman and 

analyzed the effect of training on the performance of their employees. Analytical and descriptive 

methodologies were used by employing data generated from an administrated questionnaire and direct 

interview. The findings shows the success of the training program on improving the employee„s 

abilities, skills, productivity, efficiency. The results also showed that respondents agree with the 

relevance of the training program to the nature of their work. 

The study also showed the employees‟ views on company attitudes towards training programs. The 

respondents confirmed that their companies believe that training is the best way to acquire new skills 

to them. Their companies has a clear policy for training through a clear mechanism for adjustment, 

review and evaluation of all training programs. 

As a policy recommendation, it is vital for these companies in the private sector to raise the skills of 

their human assets by allocating reasonable funding for training. Training programs should be planned 

carefully by aligning the objectives of training with organizational objectives.  
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