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Abstract
This research aims to identify the challenges confronting the delivery of training and development in the context of Saudi Arabia. Saudi Arabia is a country which is currently in a transformational phase, triggered by domestic factors like Vision 2030 and global factors. Through a process known as Saudization, the government of Saudi Arabia seeks to improve the quality of human resource in the country and provide the maximum opportunities to its
youth that constitutes a significant part of its population. To this end, the government is heavily investing in training and development programs and the
education sector. This study collects secondary data from government documents, databases, articles, reports, books, and previous studies undertaken by
the government to measure the effectiveness of its training and development
programs. Various findings have been summarised from the perspective of
challenges confronting the delivery of training and development programs in
Saudi Arabia.
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1. Introduction
As is the cases in other countries within the Gulf, Saudi Arabia faces its challenges
in the area of training and development (T&D). For instance, KPMG (2019) reports that Saudi Arabian organizations face substantial H.R. challenges due to
turbulent external environmental factors: demographical, legislative, technologiDOI: 10.4236/ajibm.2020.109103
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cal, and economical. Moreover, the 2030 reforms vision announced in 2016 exerted pressure on Saudi organizations to change. This a situation that has led to
many changes within organizations in Saudi Arabia (Al-Hanawi et al., 2019).
Training and development is a crucial concern for policymakers because of its
importance in organizational success (ibid). According to a report from the
General Authority for Statistics (2018), Saudi Arabia had a population of 33.4
million people in 2018. Most of its population is below 50. The illiteracy rate in
the kingdom has decreased dramatically from 60% in 1972 to 5.6% in 2018. With
regards to the labour market position, 12,688,042 individuals were employed in
2018. Seventy percent of the employed work in the private sector (KPMG, 2019).
The reported demographics show an increased potential in the Saudi workforce
to learn and grow. Also, it has been noted that the Saudi Arabian private sector
is making a considerable contribution to the provision of employment and development opportunities. However, expatriates hold the majority of employment
in the private firms, comprising of 80.4% (Saudi Arabian Monetary Authority
(SAMA), 2019).
Achoui (2009) discusses the various reasons behind the higher employment
levels of expatriates in Saudi private firms based on the study of Ramady (2010).
The main reasons include high cost of Saudi labour, negative attitudes and perceptions toward low status or manual jobs among Saudi citizens, foreigners (expatriates) are more understanding and well-organized as compared to Saudis,
expatriates easily accept contract positions. In contrast, Saudis require job tenure,
and they are low in English proficiency and generally lack appropriate technical
skills for the job. Saudi workers are selective when it comes to the locations
where they will work. Achoui (2009) adds that Saudi organizations face two significant challenges: a shortage of trained professionals and a greater reliance on
expatriates or foreigners. Therefore, expertly designed and delivered training
and development programs might change the situation in future.
Most firms invest heavily in training and development programs to improve
organizational performance (Baum, 2007). The Saudi Arabian government is
also taking the necessary initiatives to develop its human resource and increase
the literacy rate in the country. For this purpose, US$51.73 billion has been allocated toward education and human resource development in the 2020 budget
from a total budget of $272 Billion (Matthew Amlôt, 2019). The reason behind
this huge allocation is to encourage Saudi labour to contribute to the growth of
the local economy and lower the unemployment rate in the country. Moreover,
due to the government’s new drive to generate opportunities for the young Saudi
population (Saudization), there is a dire need to provide practical training and
development facilities in-country. Generally, training and development programs
are considered a global phenomenon to control gaps in performance (Mwita,
2000). Considering that human resources are an essential and unique resource of
a firm, they shape the intellectual property of a firm upon which it can get a
competitive advantage over its competitors (Beardwell & Claydon, 2010). This
DOI: 10.4236/ajibm.2020.109103
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effectively delivered training and development programs facilitate a firm’s to
building and improvement of employees’ competence to deal with global challenges.
Training delivery is no stranger to practitioners or scholars in human resource
development (HRD) and performance improvement. Among the learning and
development problems that often face organizations, supporting learners to use
their new knowledge and skills to improve performance is an ongoing challenge.
Research shows that organizations must address the cognitive, psychological,
behavioural, and cultural aspects of job performance to enhance training applications. Strategies that positively impact training delivery include practices that affect learner characteristics such as motivation and self-efficacy, training designs
that align content with work tasks, and work environments that provide opportunities for on-the-job practice. Although these practices have been widely supported in existing literature (Alvarez et al., 2004; Baldwin & Ford, 1988; Bartlett
& Kang, 2004; Burke & Hutchins, 2007; Grossman & Salas, 2011), the limitation
indicates that the data often relies on reports of managers or trainees and tend to
overlook the views of training professionals who are closely involved in multiple
stages. Trainers, performance improvement and human resource development
professionals, and training managers may affect successful training application
and its processes. Training professionals have specific capabilities in identifying
performance needs, designing and delivering training, and working with other
stakeholders to support training delivery and evaluate training results. Taking
strategies and methods that training professionals consider effective to expand
the research base to clarify methods that can support training delivery into consideration is vital. The purpose of this study is to describe best practices to
support training delivery from the perspective of training professionals. This
paper extends the work of previous research (Burke & Hutchins, 2007), which
compares the practices reported by trainers with established training transfer
models.
We summarise the existing literature to highlight the contributions of existing
research. Our contribution also includes extracting research results on the subject.
We provide data on training and development effectiveness and its effective delivery. The paper specifically discusses the need for effective design features to
provide training programs, capacity development, recruitment, development
and retention. First, this review of literature is conducted at a global level and
then it is narrowed down to the Saudi Arabian context, assuming that training
and development practices are similar throughout the world. Second, it reports
best practices from the perspective of a trainer and will provide a comparative
view with existing job mobility that focus on the trainee, manager, or peer perspective in survey report data. This study gathers the different aspects of all
stakeholders in a particular organization. It expands the literature by reporting
on training professionals’ experience in transferring best practices. Besides, determining the trainer’s perspective helps to address the gap between research
DOI: 10.4236/ajibm.2020.109103
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and practice by reviewing comprehensive literature. Training professionals play
various roles in supporting the learning and performance of the organization,
and current research suggests that training delivery requires participation in the
design, implementation, and evaluation stages of the training process.
This paper has several sections. The first section presents the introduction and
puts the subject under study in context. Section 2 contains the background, and
Section 3 delivers the review of literature on effective design characteristics, capacity development, recruitment, development and retention in Saudi as well as
the international context, the fourth section evaluates the various training programs, mainly focusing on entrepreneurial education. Lastly, the paper reports
the findings and conclusions of the study.

2. Background
The history of training and development research dates back to the early 1900s
and has a long tradition in applied psychology. Over the years, not only has an
interest in this subject increased, but the science and practice of training and development have also changed dramatically. As the nature of work has changed,
training goals have expanded from improving the efficiency of simple manual
tasks to providing employees with the skills they need to perform complex and
dynamic tasks. Once supervisors have received vocational training (Kraiger &
Ford, 2014), advances in technology will make on-demand learning possible and
can be done almost anywhere, anytime. Moreover, Noe et al. (2014) argued that
the role of training and development has expanded to today, not only as a means
of empowering individuals but also as a valuable means of improving team efficiency and gaining a competitive advantage for the organizations. This shift is
accompanied by continuous development and a growing body of knowledge
across various disciplines, including military psychology, industrial/organizational
psychology, cognitive psychology and human factors, which has facilitated the
design and provision of training and develop a deeper understanding.
Drost et al. (2002) studied training and development practices across nine
countries and regions (Canada, Australia, Japan, Mainland China, Indonesia, Korea, Taiwan, the United States, and Mexico) to identify the universality of training and development practices. He reviewed prior literature on training and development and concluded that there no universal practices exist in studied
countries. However, there was a significant similarity in prevailing T&D practices due to cultural values and industry trends.
Galvão et al. (2020) advances the argument that entrepreneurship education
and training programs could have many effects in low-density areas, including
local investment and creation of new businesses, employment and specialized
services. The same author further commented that the need to involve different
regional stakeholders in entrepreneurship programs to generate new companies
that have a positive impact on local and regional development requires effective
training and development.
DOI: 10.4236/ajibm.2020.109103
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Substantial limitations associated with existing empirical research on training
and development across nations, impede organizations’ capabilities to design
and implement effective HRM practices within and mainly across countries
(Drost et al., 2002). Ongoing employee development is critical to the short- and
long-term success of every business, profit, or non-profit organization (Becker,
1962; Pittam, 1987). Training and development in the workplace are vital because of a vicious circle starting from the time they are in university. For instance, many college students in Saudi Arabia do not receive the information
and support they need to persevere and graduate. So, they need training and development in the workplace. This is mainly due to the lack of training and the
development of academic staff in these universities. There is no doubt that the
long-term benefits of training and development programs for academic staff
outweigh the direct costs. Coordinated academic training and development are
important because all students, regardless of their curriculum, should stay in
touch with a knowledgeable and up-to-date teacher or tutor to help students
master the policies, procedures, theories and resources needed to succeed in their
studies. Therefore, training and professional development of academic staff can
increase creativity in job performance. Ignoring the training and professional
development of academic staff affects not only students but also institutions that
bear the cost of reduced efficiency. It is on this basis that this paper delivers results on the impact of training and development on the academic creativity of
Saudi universities to stimulate critical or extended analysis of the subject.

2.1. Training and Development Programs in Saudi Arabia
Saudi Arabia is a kingdom based on the Islamic system and laws that regulate all
of the public as well as private institutions. Like other Arab countries, Saudi
Arabia heavily relies on expatriate labour to meet its development objectives due
to lack of needed capabilities in local human resource. The acute shortage of
necessary skills required for development in local human resource imposes a
challenge on the Saudi government, leading it to take a range of steps for human
resource development. Consequently, the GOTEVOT (1994), a Manpower council directly under the jurisdictions of Prime Minister Office, was established for
workforce planning in the country to meet with this challenge.
The government has taken multiple steps to support human resource development in the kingdom. For instance, a US$51.73 billion budget was allocated towards education and human resource development. The country’s education system is also improving gradually, as is shown in Graph 1(a) and Graph 1(b) below.
To achieve the Saudi Arabia 2030 vision, the kingdom has launched 13 national
human resource development plans. The most prominent of these is the 2020 National Transformation Plan, which includes many initiatives in line with the national development themes. Training and qualification of human capital in Saudi
Arabia to reduce the gap between supply and demand in the industry is an integral part of this plan. The development of the local I.T. industry and the transition
DOI: 10.4236/ajibm.2020.109103
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(a)

(b)

Graph 1. (a) (b): Improvements in the Saudi Arabian education system.

to a new stage of foreign I.T. products based on increasing the production of local
technology is also an important aspect. The plan also seeks to create new competition in the brand market and increase the I.T. industry’s contribution to
GDP. It is expected that the plan will facilitate an environment for attracting
investment, integrating digital work at the national level, developing and activating the government on a unified infrastructure, developing and stimulating
e-commerce, and accelerating the restructuring of the postal sector and the privatization process.
The government of Saudi Arabia is heavily emphasizing the training and development programs under Vision 2030. To implement the concept of Saudization, the government has taken different initiatives. One is the launch of the
Noor program that is a school administration system that is powered by advanced
technology. The system is designed to bring together teachers, students, and parents in schools that come under the ministry of education. The particular objectives of the program include the initiation of a comprehensive school administration system, extending the efficiency and effectiveness in the educational
DOI: 10.4236/ajibm.2020.109103
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system, timely and accurate data management, transparency, and linking KSA
schools with the ministry of education.
The Nitaqat program (also known as Saudization Motivation Program) is the
latest form of the Saudization steps taken by the government for the private sector. The program offers incentives to firms for preferring Saudi workers on the
jobs under six categories: Yellow (firms that have not achieved the Saudization
rate yet), red (firms with the lowest Saudization rate), low green (the Saudization
rate falls within low third), medium green (firms falling in the middle third rate
of Saudization), high green (the Saudization rate falls within top third), and
platinum, based explicitly on the firm’s Saudization rate. The program requires
private companies to ensure the recruitment of at least 30% of employees from
Saudi nationals rather than only hiring expatriates. The Ministry of Labour and
Development is compelling the firms not to recruit non-Saudi employees unless
in the event of the non-availability of national labour qualified to perform the required tasks. The same ministry concluded from different surveys and researches
that the recruitment of expatriate workers is necessary due to factors like lack of
necessary skills among Saudi employees, the disinclination of Saudi workers to
take some occupations or jobs and inability to recruit a Saudi national due to
any other reason. However, the overreliance on expatriates has become a challenge for Saudi Arabia. Therefore, Nitaqat is not only aligned with Saudi Vision
2030 and the National Transformation Program but also serves a vital role in
strategic transformation program and different initiative of the Ministry of Labour and Development like labour market performance, proper job provision,
provision of safe and attractive jobs to the Saudi Arabians, minimization of
non-productive employees, effective placement of Saudi nationals, reducing the
dependence on expatriates, and lowering the unemployment rate.
The third initiative is Taqat, a national labour gateway, an initiative of the
Ministry of Labour and Social Development, Human Resource Development,
and the Ministry of Civil Service. This is a platform bringing private and public
sector employees and employers together to offer efficient and effective services
for employing and training to increase stability and upgrading the Saudi people
and providing equal opportunities for everyone. Taqat integrates various services like the e-portal facility for job seekers, private employer and government
firm’s registration, a C.V. management system, job posts management and program benefits management, customer service management, e-matching mechanism, and training service management.

2.2. Human Capital Development Programme
The Saudi Arabian Recruitment Program (KSARP) provides a large number of
career opportunities for junior and intermediate professionals in Saudi Arabia,
allowing them to join the World Bank Group (IBRD, IDA, IFC, MIGA, and
ICSID) for one to two years. This program is co-funded by the Ministry of Finance of Saudi Arabia and the World Bank Group (WBG), enabling participants
DOI: 10.4236/ajibm.2020.109103

1617

American Journal of Industrial and Business Management

M. B. Othayman et al.

to gain valuable insights, opportunities, and experience from the perspective of
the World Bank Group. At the same time, the participants helped achieve the
core goals of the World Bank Group: capacity building, and diversity and professional development. Program participants acquired new skills and enhanced
existing skills while sharing knowledge and gaining new perspectives.

2.3. Programme Design Characteristics
According to Baldwin and Ford (1988), training design received the most research
attention for quantifying the results of the entire study. Existing meta-analysis
research focuses on design features such as over-learning (Driskell et al., 1992),
practice (Arthur et al., 1998), and training delivery methods (Arthur et al., 2003;
Sitzmann, Kraiger, Stewart, & Wisher, 2006). Also, two quantitative reviews
were conducted for specific training methods for behaviour modelling (Taylor et
al., 2005) and error management training (Keith & Frese, 2008). Berry & Morris
(2005) argued that the ultimate goal of training should be an active transfer of
knowledge to the organization. However, estimates indicate that only about 10%
of learning has been transferred to job performance (Holton III et al., 2000;
Georgenson, 1982; Kupritz, 2002), which has led human resources professionals
to scramble to prove their work and sponsor value for training plans (Tompkins,
2002; Huselid et al., 2001). As a result, training in public and private organizations has shifted from examining learning outcomes to focusing on personal
outcomes such as self-esteem, self-efficacy, performance evaluation, performance
improvement, and organizational performance outcomes such as profitability,
revenue growth, shareholder value (Baldwin & Ford, 1988; Burke & Baldwin,
1999; Tompkins, 2002; Richman-Hirsch, 2001).
According to existing training literature, several training design factors influence the transfer of training: instructional techniques and learning principles
(e.g. Alvarez et al., 2004), self-management and relapse prevention strategies
(e.g. Tziner et al., 1991; Wexley & Nemeroff, 1975), and goal setting (e.g. Gist et
al., 1989). Thus, organizations should design their training programs to include
such factors that increase the likelihood of transfer. According to, Learning
Transfer System Inventories (LTSI) measures such factors like transfer design.
Transfer design refers to the degree to which training has been designed and delivered in such a way that provides trainees with the ability to transfer learning
back to the job (Holton et al., 2000). Holton et al. (2000) argue that part of
transfer design is the degree to which training instructions match job requirements. Trainees are more likely to transfer the training content to the work context when they perceive that the training program was designed and delivered in
a way that maximizes the trainee’s ability to transfer the training to the job
(Holton, 1996, 2005). Consequently, when trainees have previous knowledge and
practice on how to apply the newly learned knowledge and skills to the job and
when training instructions are congruent with job requirements, an increased
likelihood of transfer should exist.
DOI: 10.4236/ajibm.2020.109103
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In their literature review, Burke & Hutchins (2007) identified need analysis,
learning goals, content relevance, practice and feedback, over-learning, cognitive
overload, active learning, behavioural modelling, error-based examples, selfmanagement strategies, and technological support variables as training design
and delivery factors that were used by the training transfer researchers. Content
relevance or content validity of the training goals and materials to the transfer
tasks was critical in training transfer. Bates and Poole (2005) investigate the predictive abilities of the factors affecting training transfer and reveal the Thai managers perceived that content relevancy is a primary factor predicting successful
transfer.
Table 1 below summarises some studies focusing on various elements of
training and the results that these studies arrived at.

2.4. Establishing the Capacity Development Programme
The concept of capacity building (which was later replaced by capacity development) received attention in the development discourse of the 1990s, as a better
way of “development.” Although the academic literature on capacity development has been scarce over the past few decades, references to capacity development have increased dramatically during the 1990s and beyond. Multilateral and
bilateral development organizations have emphasized the importance of capacity
building in their strategy documents. For some of them, capacity building is the
primary purpose of their development assistance. Over the past two decades, the
concept of capacity development has changed, from a focus on human resource
development and individuals to a concept that encompasses individuals, organizations, and the broader society in which they work. Importantly, it has been
recognized in development discussions that sustainable capacity development is
an endogenous process driven by those who will develop their capabilities. This
means that although external assistance can play an important role in capacity
building, externally imposed measures are unlikely to develop sustainable capabilities. Therefore, sustainable development requires a demand-oriented and results-oriented approach, while technical assistance is usually supply-oriented
and investment-focused.
The World Bank (1998) defined capacity as “the combination of people, institutions and practices that permits countries to reach their development goals.”
The same organization adds, “Capacity building is an investment in human
capital, institutions and practices.” Capacity development is an umbrella term
covering concepts like institution building, institution development, and human
resource development, improving management administration and institutional
strength (Lusthaus et al., 1999). According to Linnel (2003) capacity development may be related to organizations through several elements: governance,
mission and strategy, leadership, administration (including financial management, human resources, and legal matters), fundraising and income generation,
programme development and implementation, partnerships and collaboration,
DOI: 10.4236/ajibm.2020.109103
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diversity, advocacy and policy change, evaluation, marketing, planning, and positioning.
Table 1. Summary of studies focusing on various elements of training and their conclusions.
Study

Location

Aims
Training design, individual
characteristics and work

Velada et al. (2007)

India

environment as determinants
of transfer of training to the
work context

Trainee characteristics,
Lim & Morris (2006)

Korea

instructional satisfaction,
and organizational factors

Results
The results indicate that to strengthen the transfer of training,
organizations should design training to enable trainees to have the
ability to transfer learning, strengthen trainees’ belief in their transfer
ability, ensure that training content is retained over time, and provide
appropriate information about employee work feedback on performance
after training activities.
Results showed that trainee characteristics, instructional satisfaction,
and organizational factors significantly influenced the trainees’ perceived
learning and learning transfer immediately after and three months
following the training.
Identify the factors relating to trainee characteristics (cognitive ability,
self-efficacy, motivation, perceived utility of training), training design
(behavioural modelling, error management, realistic training

Grossman & Salas (2011)

environments) and the work environment (transfer climate, support,
opportunity to perform, follow-up) that have exhibited the strongest, most
consistent relationships with the transfer of training.
Behavioural modelling facilitates transfer when both positive and

Taylor et al. (2005)

negative models are used, and when opportunities to practice are
provided.
Error management promotes the transfer of training by allowing trainees

Burke & Hutchins

to anticipate potential issues, providing them with knowledge of how to

(2007);

handle such problems, and highlighting the adverse outcomes that can

Heimbeck et al. (2003)

occur if training is not transferred.

Burke & Hutchins
(2007);

Realistic training

Kraiger (2003);

environment

Salas et al. (2006)
Aims to extract the data
related to the target
Martins et al. (2019)

population, study design,

The study highlighted the diversity in the design of studies and the

characteristics of the

program’s effectiveness evaluation.

intervention, outcomes,
and effectiveness.
Keith & Frese (2008)
Bell & Kozlowski (2008)

Effectiveness of error management training: a meta-analysis
Active learning: effects of core training design elements on self-regulatory
processes, learning, and adaptability.

Matachi (2006)

Capacity building framework

DOI: 10.4236/ajibm.2020.109103
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Competency is the ability of an organization to effectively complete tasks and
maintain its capabilities over the long term whereas at individual level capacity
development covers leadership, defensive skills, training/speaking abilities, technical abilities, organizational abilities, and other areas of personal and professional effectiveness. Kaplan (2000) proposes various interrelated components of
capacity development, which constitute a hierarchy. Some are more important
than others. The first is the conceptual framework that deals with a comprehensive understanding of the organization’s domain, and without other skills and
capabilities will be powerless. The second is organizational “attitude,” which
covers confidence in acting and confronting the world in ways that the organization believes can have an impact. Vision and strategy, constitute the third component, comprising on a purposeful organizational structure, clear roles, functions,
communication channels, decision-making processes. The fourth factor focuses
on personal skills and abilities. Material resources are the last. Capacity building
involves a continuous process of organizational development, peer learning,
training and academic research, research, publishing and grants. Capacity development brings many stakeholders altogether to achieve overall development
purposes. On the other hand, capacity development is an arbitrary term with
numerous meanings (Lusthaus et al., 1999).

2.5. Capacity Development Approaches: An Overview
The principles of classical management emphasize increasing of productivity
and efficiency by designing a consistent organizational structure (Mullins &
Christy, 2010). They also focus on the division of labour and designate responsibilities and duties that promote functional principles (Mullins & Christy, 2010).
People management is one of the essential principles incorporated into traditional
organizations. Focus on it has resulted in the implementation of training and
development programs, benefits programs, compensation incentive programs,
and improved working conditions. Higher work output and above-average performance can be measured, and higher wage rates can be used as incentives
because the general assumption is that the sole purpose of employees is to increase their income. Coordination between management and employees is critical to improving quality and quantitative productivity. Role culture is the main
characteristic of classical organizations, so the focus is mainly on tasks assigned
by senior management. From this perspective, the organizational structure is a
formal hierarchical system with an authoritarian leadership style. Its primary
focus is on the organization and its needs. Interactions are only vertical, and
knowledge exists among senior managers. Classic management principles support the development of organizational capabilities because they focus on improving organizational operations and facilitation of task distribution. However, these processes will not promote organizational learning, employee skills
development, job satisfaction, social interaction, and effective communication
between all levels of the structure, which is essential for personnel capacity building. There are four methods of capacity development: organizational methods,
DOI: 10.4236/ajibm.2020.109103
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institutional methods, systematic methods, and participatory process methods.
Some of the issues with capacity development, including:
• Capacity development requires more clarity.
• There is a greater need to understand the role of time in capacity development.
• There is a need to do more research and evaluation to develop rational and
logical knowledge of capacity development.
• The requirement for harmony in the purpose of capacity development.
• The need to understand the role of power in the capacity development process.
• Requires more technological advancement.
• Need to identify the need to initiate a capacity development intervention.
Some important studies discussing capacity development (Table 2)
2.5.1. Trainee Recruiting and Development
Flippo (1979) defined recruitment as a process that involves identifying candidates who qualify for a position in an organization and motivating them to apply
for it. Stone (2005) sees recruitment as the process of attracting a group of people looking for a certain kind of job to select one or more for open vacancies
within an organization. Many researchers have studied the recruitment in different settings. For instance, Barber, Wesson, Robersin, and Taylor (1999) compared the recruitment and selection practices of large and small companies.
They concluded that small and large companies approach recruitment in different ways. Hornsby and Kuratko (1990) proposed that similar to large organizations, human resource management methods for SMEs have also become batter
in their recruitment practises.
Ongori & Migiro (2010) found that effective employee recruitment, selection,
and retention are critical factors in any organization, which often also determines
the success and sustainability of SMEs. Windolf (1986) found that companies
with less than 20 employees take a loose approach to recruitment and selecting
employees, which may lead to high employee turnover. According to Cook (1998),
private firms usually do not spend time and discipline on an effective recruitment and selection process, which in turn may lead to reduced retention rates.
Against the background of the above reports and surveys, the growth of Saudi
SMEs must not overlook the importance of employee recruitment, selection and
maintenance of SME success. The current practices of businesses in Saudi Arabia, mainly family-owned businesses, must be studied to help owners/managers
address challenges related to employee recruitment, selection and retention by
providing improved new solutions as their limited literature or research evidence available.
2.5.2. Elements of Successful Professional Development
A recent review of the literature (SRI International, 2002) outlined eight critical
elements of effective professional development:
1) Format: Is the mode of delivery for the training, either in the traditional
format (such as a seminar) or a more innovative format (such as a research group
or hands-on activity)?
DOI: 10.4236/ajibm.2020.109103
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Table 2. Additional information on the training program, design, and delivery characteristics of studies included in the review.
References

Location

Results
This article discusses ten underlying issues involved in planning, implementing,
and evaluating capacity development in R & D organizations. The results show
that evidence in other areas highlights the importance of high-level commitment

Horton (2000)

China

and leadership, an important external environment, and effective management
of organizational change processes. The success of many capacity development
efforts is limited by the fact that they focus on technical factors and ignore major
social and political obstacles.
The review of the latest literature deepens the understanding of the concept of

Lusthaus et al. (1999);
Lavergne & Saxby (2001)

capacity development by exploring some conceptual and practical issues related
Canada

to capacity development and summarise their impact on planning, monitoring,
and evaluation results. It also clarifies the implications of adopting a capacity
development approach in development cooperation.
Introduces the topic of conventional conceptions of capacity development.

Brinkerhoff & Peter Morgan (2014);

Much of the dynamics and interactions that result in increased capacity to achieve

Govender (2016)

results, perform, and cope with complex change.
Discuss how to build a research culture in academia

Segrott et al. (2006);

the nursing department, specific strategies adopted and their results. The studies

Gething & Leelarthaepin (2000);

explore the issue of empowerment, describe the authors’ experience in adding

Clare & Hawes (2001);

Australia and the United

research activities and fostering a research culture, including an assessment of

Iredale & Cleverly (1998);

Kingdom

the strategies used. The study the main obstacles to capacity building, adopt (or

Farrington (1996);

propose) capacity-building strategies in the literature, and considers a wide range

Crookes & Bradshaw (2002)

of backgrounds. The literature provides many examples of capacity building
strategies that follow future research directions.
Describes how two schools of nursing developed research activity, including

Feldman & Acord (2002)

United States

support networks, strategic direction and the distribution of teaching and research
loads.
Concludes that an enabling research culture is an environment characterized by
research productivity, positive collegial relationships, inclusivity,

Pearson (2012);

non-competitiveness, and effective research processes and training. The authors’

Wilkes & Jackson (2013)

findings resonate with and provide empirical support for previous literature
highlighting the importance of community and collegial relationships to research
productivity.
Illustrates that developing a research culture in the academic sector promotes

Hill et al. (2003);
Tyler et al. (2019)

Mainly the U.K.

key aspects that require leadership, support, and effective management. Mapping
primary medical research capabilities and funding, and proposing future
capacity-building strategies, including building a sustainable infrastructure.

McCreaddie et al. (2018)

Nind & Lewthwaite (2018)

Crossley (2019)

UAE

Various
European

Belize
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Shows that building research capacity includes supportive infrastructures, training,
funded posts, and networks.
Examines the issues affecting the productivity of dental schools, including
resources, recruitment, support, monitoring, and the creation of research
environments.
Explores how evaluation and research can aid “educational development in small
states” and examines the cultural aspects of “north-south collaboration”.
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Continued
Outlines the inadequacy of current health research capacity in the global south,
Fussy (2019)

Tanzania

and discusses key capacity-building strategies and the factors which determine
their success.

Airhihenbuwa et al. (2015);
Owen et al. (2018)

Delivers account of the development of a network to enhance research capacity in
Global perspective

primary care, which adopted a “whole system approach” to meet the competing
aims of capacity development.
Discusses collaboration between southern nations, including issues of cultural

Vallejo & Wehn (2016)

Global South

difference and ensuring that the local community’s benefit from involvement in
research studies.

(Poon, 2004)

Developing

Examines the strategies that research managers in developing countries can adopt

Countries

to build research capacity within specific Organizations.
Research outcomes depict that supervisory support and OSCD development does

Ahmad et al. (2019)

not impact significantly on employee’s performance in the banking sector. In

Pakistan

contrast, the capacity building of an individual employee leads to enhancement of
their performance.
The model identifies three dimensions that can be used to characterize

Brinkerhoff (2010)

USA

interventions to build capacity: the amount of time required, the degree of
difficulty and complexity, and the scope and depth of the change involved.
The purpose of this article is to review and reflect on the development and
transformation of the Graduate Program in Technology Management from 1990

Buqawa et al. (2018)

Arabian Gulf

to 2015 at Arabian Gulf University. It discusses the characteristics of systems
thinking, the links between academia and industry, research methods,
problem-based learning, technology policy, social innovation, effective online
learning, critical thinking and communication skills.
Saudization and adoption of the “Nitaqat” programme have played an effective

Al-Hanawi et al. (2019)

Saudi Arabia

role in advancing Saudization goals in the private sector and have absorbed a huge
space for well-trained Saudi youths in the healthcare sector.
This case study shows that implementing PIU is a viable way to improve medical

Hassanain (2017)

Saudi Arabia

services in Saudi Arabia. Despite initial successes, sustainability is still lacking,
which highlights the need to improve further the participation, motivation and
training of team leaders and members to make the program a long-term success.

2) Duration: How many hours of contact time and how long?
3) Collective participation: To what extent are participants currently cooperating with teachers in the same school, grade or department?
4) Inclusiveness: Whether to invite all teachers in a particular community to
participate?
5) Motivation: Does the teacher have a reasonably active motivation to participate?
6) Positive learning opportunities: Do teachers engage in meaningful and
relevant activities?
7) Content focus: Do you focus on the classroom exercises of the teacher and
the learning style of the students?
8) Coherence: Does the plan meet standards or teacher goals?
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2.5.3. Retaining Professionals
The retention rate is the percentage of employees retained in the organization.
In contrast, the turnover rate is the opposite of the retention rate, which explains
the percentage of employees who leave the organization for some reason. Retaining human resource practices for professional employees with valuable skills
will be a priority. When done successfully, it can reduce organization turnover.
To minimize the turnover of valuable people, organizations have considered
human resource practices to increase employee job satisfaction and organizational commitment. In particular, organizations benefit from providing personal
and professional development, feedback on performance, and appropriate rewards. These improved attitudes prevent employee outflows. Another structure
that has recently attracted academic attention in preventing churn is job embedding, a retention (or “anti-draw”) structure. It increases predictions of turnover
rates and goes beyond attitudes such as job satisfaction and commitment while
focusing on why people stay. Specifically, the embeddedness of work inside and
outside of work is focused on social connections (links), value correspondence
between individuals, organizations, and the environment (adaptation) and benefits that individuals need to give up when they leave (sacrifice).

3. Methodology
This paper is a critical review of the existing literature taken from different
sources like government documents, databases, articles, reports, books, and related previous researches. The paper is an attempt to identify the challenges
confronting the delivery of training and development programs and to evaluate
the effectiveness of such training and development activities in the Saudi Arabian context. Moreover, the study is inclined to review the challenges faced by
the managers/trainers in transferring knowledge and skills in the Saudi workforce to ensure that they can effectively contribute in the future success of their
country. Lastly, the study reviews different training programs initiated on entrepreneurial education in Saudi Arabian context.
We decided to conduct a qualitative review of the literature rather than a
meta-analysis, based on several factors. Research on the beneficial effects of training and development interventions is still in its infancy. Before it is appropriate
to aggregate basic research and draw firm conclusions about the scale of population impact, there are many definitions, concepts, and measurement issues that
need to be addressed (Sutcliffe, Vogus, & Dane, 2016; Jamieson & Tuckey, 2017).
Besides, quantitative reviews will require careful consideration of study design
characteristics. First, combining studies that use random groupings with studies
that do not use random groupings can artificially increase the effect size estimates
(O’Connor et al., 2008). The second challenge involves the use of the evaluation
design to conduct a summary study when the comparison target is different (for
example, the pre-test/post-test design of a single group compares the same person over time, and the pre-test/post-test design is compared to a control group).
The intervention of different factors has an unexplained degree of impact.
DOI: 10.4236/ajibm.2020.109103
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In assessing the feasibility of conducting a meta-analysis review, we found that
the number of basic studies using a specific type of evaluation design and checking
for common results was very small (92% of basic studies had five or fewer). This
little knowledge prevents the researcher from checking potentially important
hosts such as training time or course content. Based on these considerations, we
have conducted an in-depth qualitative review of the literature to lay the foundation for future meta-analysis work. To this end, we have established a training
research framework based on the classification of various training design and
delivery functions, and qualitatively summarised the types of inspection results
in Saudi Arabia.

Literature Search and Inclusion Criteria
A two-step search procedure was used to ensure a systematic search for both
older and more recently published articles. Relevant empirical research is extracted in a variety of ways based on the suggestions of Macpherson and Jones
(2010) and Denyer and Tranfield (2009). First, literature searches were performed in “Science Direct”, “PsycINFO”, “Emerald”, and “ProQuest Thesis and
Dissertation” (1995-2020), It included published and unpublished studies to reduce publication bias possibility. Search terms used where training and development, training methods, training delivery, training transfer, training effect
and development, capacity building, training design effect, and entrepreneurial
education. Google Scholar was also searched using the same keywords, and
methods were added (e.g., training and methods, training results). Secondly, a
reference list derived from a previous meta-analysis of related topics conducted a
cross-check, and the initial search returned 11,244 articles. According to the Statistics Portal (2020), Figure 1 shown the training and development publishing
distribution between 1995 to 2020:
We included case studies, longitudinal researches, review of the literature and
descriptive studies that discuss the training and development in different countries. We preferred articles published in English based on a sample of adults (excluded studies of children or adults with a medical condition). Each study was
reviewed and included if the following conditions were met:
• Aims/objectives of the study are clearly stated
• It included an empirical evaluation of training and development, capacity
building, training design program effectiveness and entrepreneurial education
• The data collection method is described clearly
• The study used a repeated measures design, independent groups design, or
an independent groups design with repeated measures
• Sampling and calculation of sample size are described
• Measures in place to ensure that results are valid and reliable
• Mention of any assumptions made
• Ethics: For a study to be included in the review, it had to either report or allow the computation of a correlation coefficient between any of the predictor
DOI: 10.4236/ajibm.2020.109103
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variables and a measure of training transfer.
The results of this search strategy can be found in Figure 2. The study excluded more than 5000 articles, as the papers were either related to the specified
context. This left 295 articles for full-text review. A further 188 articles were excluded because they were not relevant to the topic or were opinion articles, letters, editorials, or reports. One hundred and nine articles were identified as
relevant. Four additional relevant studies were identified after hand-searching of
the references of these studies. One hundred and twenty-nine articles were,
therefore, finally relevant and are included in this systematic review (Figure 2,
Table 3).
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Figure 1. Training and development Publication Distribution.
Databases: "Science Direct", "PsycINFO", "Emerald", Wiley and "ProQuest
Thesis and Dissertation", Google Scholar

Identified studies
6,684
Removal of duplicates (n= 2,369)

Titles & abstract screened
4,315
2,186 titles excluded due to:
1,406 were not relevant to the context
229 not related to the topic
151 Opinions, letters, editorials and reports
Full-text studies reviewed
494
163 full texts excluded because
184 not relevant to the research Question
Five did not relate to specified countries
26 Commentaries, letters, editorials and reports
18 Studies were added
from hand search
Studies included in the review
129

Figure 2. Flow chart for the search and review process.
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Table 3. Detail of Journals used in the review of literature.
Training and Development Journals
Journal Title

Article Count

%

The International Journal of Training and Development

15

12%

International Journal of Training Research

8

6%

Journal of European Industrial Training

12

9%

European Journal of Training and Development (formally Journal of European Industrial Training)

13

10%

Training and Development Journals

Human Resource Development Journals
Journal of Workplace Learning

4

3%

Human Resource Development Quarterly

2

2%

Human Resource Management Review

1

1%

Journal of Vocational Education and Training

1

1%

Education and Training

10

8%

Human Resource Development International Journal of Education and Work

9

7%

Learning Organization

1

1%

Career Development International

1

1%

Journal of Management Development

1

1%

Advances in Developing Human Resources

1

1%

International Journal of Human Resource Management

4

3%

New Technology, Work and Employment

1

1%

Employee Relations

2

2%

Human Resource Management Journals

International Journal of Manpower

1

1%

Human Resource Management Journal

3

2%

Personnel Review

3

2%

Asia Pacific Journal of Human Resources

1

1%

Human Relations

1

1%

International Journal of Management

1

1%

Strategic Management/General Management//Organizational Studies Journals

Strategic Change

2

2%

Work Employment and Society

2

2%

International Journal of Management Reviews

1

1%

International Journal of Entrepreneurial Behaviour and Research

1

1%

Journal of Small Business Management

3

2%

Entrepreneurship Theory and Practice

1

1%

International Entrepreneurship and Management Journal

1

1%

International Journal of Entrepreneurship and Innovation

3

2%

International Small Business Journal

6

5%

Journal of Small Business and Enterprise Development

9

7%

Total

129

SME and Entrepreneurship Journals
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4. Analysis
4.1. Coding Process Overview
Coding staff were trained to do coding and reading of the training and development
research. From each research, the information on the author, publication year,
research country, sector, profession, research design, sample size, characteristics
of the control group, time frame, targeted results, or outcomes, training plan, time
of training, number of people, training course time, training delivery methods
and outcomes were collected. Throughout the coding process, group discussions
were used to clarify decision rules, solve coding problems, and regulate the
process of coding.
The study was coded into two stages. In the first stage of studies, there were 57
studies included in previous “bare-bones” reviews. These studies were coded by
research team members and then individually by researchers, and then checked by
senior authors. In the second stage of coding, the search was expanded to systematically identify all previously published studies that examined employees’ mindfulness interventions. This will determine the type of target results and the percentage of studies that include each target result. In the second stage of coding, the
original 57 studies were coded a second time, and more information was captured.

4.2. Study Design Features
Several methodological characteristics of training and development interventions are documented. The specific coded characteristics include the study design (for example, pre-test/post-test no control group), control group characteristics (presence or absence; in case of present an active member or active member), and schedule of evaluation (for example, number of follow-ups after training;
follow-up time).

4.3. Characteristics of Training Content
Training contents is the element often referred to as tools or methods used for
training. To provide a fine-grained understanding, the study reviewed different
training contents including course management system, books, literature and
technological educational tools, appropriate pedagogies, e.g. offline and online
discussions, seminars and workshops, instructional designs and models, problem-solving learning, experiential learning, blended training, meditation-based
training and training duration (total training sessions, time and duration).

4.4. Training Deliver
We recorded information on all training delivery methods (e.g. lectures, guided
exercises, recordings) described in each study. The study is then coded for lectures, recordings, group discussions, written materials, retreats, and online modules. We also coded two exercise characteristics; whether there was an opportunity to perform the exercise, and whether the type of exercise was recorded as part
of the training intervention (for example, only doing homework in meetings).
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4.5. Target Result
We recorded the names of all dependent variables for each measurement in the
129 studies, and then classify them into a broader but conceptually uniform result category (Hycner, 1985). These broad outcome categories are used to determine the intended purpose of training interventions, and to compare the relative
frequency of training for different outcome types. In some studies, a single outcome category (e.g., self-regulation) has multiple operations (e.g., surface actions,
emotional regulation). For the previous example, studies that measure both surface behaviour and emotional regulation (both under the broader self-regulation
goal outcome) will count once in the self-regulation goal outcome category.

5. Discussion and Findings
Table 4 below shows the use of different training modes in previous literature.
The results depict that 94% of training uses lecture method, 59% use some audio-visual recordings, 52% use group discussions, 38% use printed materials,
17% use retreats, and 7% use online modules.
Similarly, training outcomes are observed in the following proportionate given
in Table 5 below. Mostly the training is considered to be a good source of stress
reduction, mindfulness, wellbeing, compassion, self-regulation, affect, healthy behaviours, commitment, performance, job satisfaction and motivation experience.
The study aims to conduct a detailed qualitative literature review on training
and development interventions in the context of Saudi Arabia. Based on our findings, some general conclusions can be drawn. First, there is growing attention in
training and development in the kingdom. Seventy-five per cent of the included
studies were published between 2012 and the end of February 2020. Second,
about two-thirds of the evaluation designs used in the study included some type
of control groups. This may lead to more robust inferences about the effects
of interventions (Cook et al., 1979) and carries a knowledge base in the field.
Table 4. Training details.
Mode of delivery

Details

N

%

Lecture method

Educational instruction and guide by some expert in the relevant area

66

94%

Audial recording

Recorded sound or audio facts and details like video clips and guided meditation.

40

59%

Group discussions

Activities completed by the entire training group or in smaller groups. Includes sharing
of personal experiences, debrieﬁng on in-class exercises, and giving-receiving feedback.

35

52%

Printed materials

Includes hand-outs, worksheets, written exercises, diaries, etc.

27

38%

Retreat

Group off-site experiential activity. May include silent meditation, walking meditation,
or other activities.

13

17%

Online modules

Whole or part of the training offered via the internet or other form of distance-learning
such as telephone (e.g., coaching).

5

7%

1. Attention. Based on N = 129 studies. The total percentages are more than 100% because many studies have added different means of delivery.
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Table 5. Outcomes of training.
Outcomes of Training Conceptualization of concept

N

%

Job Stress

A Person’s emotional, physical, mental strain perceptions, arises when in a particular job situation
compels him to demand more than his social and personal resources, he owns to fulfils the demand.

54

81%

Mindfulness

Involves positive assessments of an individual’s circumstances and life;

39

58%

Wellbeing

Involves the perceptions about felt happiness or pleasure; individual’s growth perceptions; self-efficacy,
legitimacy, and the quest of life meaning; the existence of psychological properties.

23

34%

Compassion

Perception of empathy and sympathy concerning to individual himself and other counterparts.

18

27%

Self-regulation

The voluntary response of development of based on an individual’s goal-directedness sense and
feedback reliance that guide s him to alter his behaviour

11

16%

Affect

Perceptual experience or emotional state of mind showing his present state relative to his environment.
Like an individual’s general feeling are not related to a specific item or incident (e.g. moods) as well as
affective responses related to a particular event or experience (e.g. emotions).

10

15%

Health behaviours

The important behaviours that support the health of the individual

10

15%

Commitment

A cognitive state of dedication toward some object or goal or organization

8

12%

Performance

No. of tasks performed and their quality at the workplace or development of skills essential for higher
performance.

8

12%

Job satisfaction

Emotional responses and job task related perceptions, relationships on the job, or other environmental
characteristics.

6

9%

Motivation

A drive to fulfil personal desires or a reason for a particular behaviour

6

9%

Expectancies or
outcomes

A belief for something positive will happen or the particular results of some event

5

8%

Self-support/sense
of achievement

Meeting self’s requirement with self-effort or proud feeling for gaining something impossible or
difficult

4

6%

Engagement

An individual’s extent of investment in emotional, physical and cognitive willingness to perform the
assigned role.

3

5%

1. Type of target results and percentage of study, including each target result. 2. Attention. Based on N = 129 studies. The total percentages are more than 100%
because many studies have added different categories of results more than one.

Third, this review also revealed significant differences in the contents of training
programmes, training delivery methods, variable practices of countries, total
training time, length and number of training sessions. Fourth, although the most
common goal of training and development is to reduce stress, plans often have
other intended purposes.

Integration with Existing Training Models and Theories of
Training Effectiveness
Training Content
Our review indicates that various training programs are being used to decide
training contents particularly the methods like course management system, books,
literature and technological educational tools (like blogs, Wikipedia), appropriate pedagogies and more. As organizations are interested in broader outcomes,
including job satisfaction, performance, and employee engagement, we may find
that other training content may be necessary. For example, training may be particularly useful for enhancing safety, engagement, or job performance.
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Training Delivery
The research found that most of the training programs use multiple methods to
deliver the training content. A similar conclusion was drawn by the meta-analysis
of Arthur, Bennett, Edens, & Bell (2003) on training effectiveness in the workplace. It is worth noting that lectures are used in almost all types of training
across countries. Despite the prevalent belief that the lecture method is uninteresting and boring the previous researches admitted that it plays a vital role in
training and development. For instance, Arthur et al. (2003) reported that the
lecture-based training alone or in combination with other approaches generally
offers required outcomes both for learnt skills and assessment criteria. So, the
results are encouraging because this method might help understand various vital
aspects of organizational performance as well as the individual’s own life at
work. Training also offers deliberate planning covering the how, when, and
where the firm aims to invest in human capital (Sitzmann & Johnson, 2012).
The Intended Purpose of Training, Targeted Industries and Occupations
The studies reviewed in this paper have highlighted multiple outcomes of training and development, as shown in Table 5. This study is essential in the Saudi
Arabian context because the government, under its Vision 2030, wants to improve the quality of its human resource. Numerous factors, like peers, supervisors, and organizations, can positively participate in enhancing the effectiveness
of training delivery at work. Several hurdles like excessive workload and less potential for skill utilization at organizational as well as individual-level prevails
and influences the quality of training outcomes further the organizational culture
and climate might lessen the chances of individual engagement in training (Salas,
Weaver, & Shuffler, 2012; Brown & Sitzmann, 2011). The literature also shows
that many characteristics of the trainer, such as self-efficacy and pre-training,
lead to the successful transfer of training (Thayer & Teachout, 1995). Therefore,
the study advises that introducing training as a source of skills improvement for
all the workers, even those who have no prior work experience can potentially
increase the motivation to get training and also its effective transfer.

6. Conclusion
To sum up, this study is essential in the Saudi Arabian context because the government, under its Vision 2030, wants to improve the quality of its human resource. Numerous factors, like peers, supervisors, and organizations, can positively participate in enhancing the effectiveness of training delivery at work.
Several hurdles like excessive workload and less potential for skill utilization at
organizational as well as individual-level prevails and influences the quality of
training outcomes further the organizational culture and climate might lessen
the chances of individual engagement in training. The literature also shows that
many characteristics of the trainer, such as self-efficacy and pre-training, lead to
the successful transfer of training. Therefore, the study advises that introducing
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training as a source of skills improvement for all the workers, even those who
have no prior work experience can potentially increase the motivation to get
training and also its effective transfer. This study explored the delivery of training and development programs from multiple stakeholder perspectives to identify best practices for training delivery by identifying consistent and emerging
factors in the literature. The results show that trainers have the opportunity to
consider how they can increase their knowledge of transfer factors and play a
more significant role in supporting delivery in part of the organization’s training
and development plan. As organizations continue to invest in training to improve performance, migration remains a challenge for training professionals.
Although training is often criticized for not having a significant impact, many
still believe that if properly managed, it can influence and support performance
improvement at the individual, team, and organizational levels. Training delivery is an essential step between training and performance improvement, and it
will remain a critical factor in determining the success of a training program.
The limitation of this study is that it does not produce enough cases to sustain
the types proposed or further studied for the second and third phases. That
shown an opportunity for future research to increases the number of studies for
the second and third phases. Moreover, researchers recommended to investigate
these challenges in a different context and compare the result with this paper. As
well as find solutions to these challenges, which could help the government and
decision-maker to overcome these challenges.
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