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ABSTRACT 

The researcher explores factors influencing training effectiveness   toward job performance of Five Stars Hotel in 

Bangkok: A case of ABC Hotel. The methodology of the research integrated both quantitative and qualitative 

analysis. The research finding from quantitative analysis illustrated the most critical factors influence training 

effectiveness which are transfer knowledge and organization support. From qualitative analysis, not only these two 

variables critical influencing training effectiveness, but also developmental need awareness and motivation to learn 

among the employees. The findings come from the distribution of questionnaires to 74 respondents and interviewing 

8 employees from staffs to directors’ level. The statistical used of quantitative analysis are Pearson’s Correlation, 

Simple Linear Regression, Multiple Linear Regression ,One-way Anova  and interview as  qualitative analysis.  
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1. Introduction 

According to the growth rate of hotels, there are a lot 

of international brands and domestic brands built in 

every year (Horwath HTL Hotel, 2019). Therefore, 

there are many and more competitors in the hotel 

industry. In the part of the service industry, humans 

or the employees was being important because they 

must create more satisfaction of the customers. The 

hotels management must upgrade and develop the 

employee skills and knowledge by providing training 

courses then they will provide excellent service to 

customers and improve their performances. Training 

is one of most important implementation of learning 

process to deal with rapid changing environment 

(Swieringa and Wierdsma 1992). It is crucial to invest 

in retraining, upgrading and converting the current 

skills of workforce. Thus, to achieve expectations, 

companies spend a lot of investment in development 

and training programs to improve capabilities to 

increased job performance (Botke et al., 2018; 

Govaerts et al., 2018; Hurt, 2016). However, this 

investment currently result in only 10-40 percent 

increase in transfer knowledge or training 

effectiveness (Iqbal and Dastgeer, 2017; Na-Nanet 

al., 2017). This circumstance is also happened in hotel 

industry. The training in hospitality’s employee has 

been recognizing (Bai 2001; Cannon and Gustafson 

2002) and spending million by organizations (Smith, 

2007) but training is not always adopted in the 

workplace (Hoffman 1983; Kelly 1982 and Clarke 

2002). Therefore, it caused less training effectiveness 

and worse employee and job performance.  

2. Literature Review  

According to the studied of Salas and Cannon-Bowers 

in 2001, a systematic approach is required to evaluate 

training effectiveness. The successes of training was 

not depending on only the method of use but also the 

way of teaching and learning are positioned, and it 

was supporting and enhance in the organization. From 

the study of Baldwin and Ford in 1988, there are many 

factors that influenced training effectiveness, such as 

trainee characteristics, training design, and work 

environment. In the same way, many researchers 

adopted Baldwin and Ford in 1988 into their 

conceptual framework. Similarly, this study also 

refers to some variable from Baldwin and Ford in 

1988.There are four variables, supervisor support, 

developmental need awareness, motivation to learn, 

transfer knowledge. Support from a supervisor or 

organization has been suggested as a powerful tool to 

enhance employees’ attitude behaviors including 

training transfer and improved job performance 

(Baldwin and Ford, 1988; Elangovan and 

Karakowsky, 1999; Nijman et al., 2006). Moreover, 

developmental needs awareness is positively 

associated with exploring and participating in training 

, developmental , and the resulting in higher 

performance.(Jiang and Klein, 2000; Sabharwal, 

2011).The studied of Mathieu et al., 1992; 

Tannenbaum et al.,1991  have indicated that 

individual characteristics and situational constraints 

on trainee’s motivation to learn influence training 

effectiveness and actual performance. And the 

transfer of knowledge would happen in the workplace 

when the employees believe that the skills. And the 

knowledge that they have learned from training are 

helpful and needed in their workplace (Noe and 

Schmitt, 1986). Likewise, the literature had 
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mentioned that training effectiveness and work 

performance can be described best by the support that 

trainee adopt their new skill and knowledge (Blume 

et al., 2010; Clarke, 2002). Therefore, in many pieces 

of research about training effectiveness and job 

performance is the indicator after trainees have been 

trained. In the study of Cheng and Hampson (2008) 

and Sanders et al. (2015) also stated that behavioral 

change of trainees involves applying what has been 

learn to the context of their individual responsibilities, 

when the transfer knowledge or transfer behavior is 

not mandatory, trainee can select to either apply or not 

apply that they have learned from training programs 

to the job. Therefore, trainee’s intentions to transfer 

may be significant predictor leading to improving 

employees and company performance. These can be 

seen that training effectiveness had relationship with 

job performance. 

 

Figure 1 Baldwin and Ford’s model of the transfer 

of training process. 

Source: "Professional training as a strategy for staff 

development: A study in training transfer in the 

Lebanese context", by   Garavan, T.N., Carbery, R. 

and Dirani, K.M. (2012), European Journal of 

Training and Development, 36 (2/3), 158-178. 

2.1 Background of the organization 

The ABC Hotel is one of the hotel branches of the 

Thai hotel chain.  At first, ABC is the service 

apartment, but the owner had found a good chance for 

investment.  Therefore, it renovated and served the 

luxury room to the customers.  ABC hotel is family 

business which own by famous person in property 

industry. ABC hotel became a Five Stars Hotel and 

residence in one of Bangkok’s most prestigious 

addresses. The hotel location is opposite to the 

Emquartier Shopping mall and next to Benjasiri Park 

in central of business district. This luxury hotel 

provides full facilities and services to the customers 

under Thai Modern style. There are 8 departments 

under the organization design with 218 employees.  

Most of the employees are Thai. 

Figure 1 Baldwin and Ford’s model of the transfer of  

training process. 

 

 

 

 



 
  

Au Virtual International Conference 2020 

Entrepreneurship and Sustainability in the Digital Era 

Assumption University of Thailand  
October 30, 2020 

Co-hosted  by 

 

 
  

 

137 
 

 

Table1. 

SWOT Analysis  

Strengths 

The organization has given the chance to employees by 

offer what they want to learn. 

The organization has promoted learning culture. 

The organization has arranged training programs 

consistently.  

Training is part of key performance indicator therefore the 

employees have attended training programs regularly. 

The organization has clear monthly training programs.  

Weaknesses 

There are limited number of training rooms and facilities 

for training. 

The topics of the training program are repetitive. 

The organization has not well facilitated of outside 

training for the employees. 

There are limited numbers of trainers. 

The employees have low motivation  to get new  

knowledge  

Employees has negative attitude toward learning.   

 

 

Opportunities  

The learners tend to have more engagement from the 

updated topics of training programs. 

Employees tend to improve the performances from 

attending training programs which are related with their 

job.  

The employees have stronger motivation to improve their 

enhance skill and knowledge. 

The organization has high percentage on Return 

Investment. 

The employees have tried to avoid doing mistake to 

improve customer satisfaction. 

Threats 

The disease outbreak interrupted the processing of 

learning among employees. 

There are more competitors surrounded the ABC Hotel 

such as Air B&B etc.   

The global and local economics was slowing down.  

 

Aspirations 

The hotel management has tried to enhance knowledge 

and skill of employees, strengthen their learning attitudes, 

inspire them to adopt skill and knowledge after training, 

including strengthen the training effectiveness and job 

performance. 

Results 

The organization gets more customer satis- faction and 

appreciation from the excellent service which provides by 

the employees. 

The employees have adopted new skill into their work 

under the monitoring of supervisors for strengthening the 

organizational performance. 
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2.2 SWOTAR Analysis of Service Quality  

2.2.1 Strengths  

The ABC’s hotel management had been planning a 

calendar for training programs in every month 

because they want to make training’s awareness to the 

employees. This calendar is including the corporate 

training, on the job training, and customized training 

which is created by organization members. As the 

management's director had promoted learning culture 

in the hotel, that’s why ABC hotel often had training 

every month. In addition, Human Resources 

Department also gives the chance to employees to 

identify what they want to learn. Finally, training 

programs are parts of employee’s evaluation (Key 

Performance Index) at the end of years. Therefore, 

training is a culture of the organization. 

2.2.2 Weaknesses 

Although the training programs has conducted 

constantly but it was inconvenient for the trainees to 

attend. The major reasons are limited the training 

rooms and training facilities.  Moreover, most of the 

topics and content are quite similar.  Therefore, 

employees did not increase their ability in new skills 

and knowledge as expected.  Base on the budget of 

training, there are only a few employees got chance to 

get training program from external. There are low 

numbers of certified trainers, and then the training 

effectiveness was lower than expectation also. 

Although many supervisors and management level 

attended train the trainer programs. Some supervisors 

could not transfer skills and knowledge to their 

subordinates. Another major weakness is low 

motivation about learning including lacking of 

positive attitude toward learning.  

2.2.3 Opportunities   

After the updated topics of training programs, the new 

topics of training would be attracting and tends to 

engaged for learners. Thus, the learners could transfer 

their skills and knowledge to other for enhancing 

return on investment. In addition, developing of 

training programs help to increase customer 

satisfaction because employees can improve their 

performances and tried to avoid doing mistake. 

Lastly, training would cause stronger motivation for 

stepping up the employee’s career paths. 

2.2.4 Threats 

The stronger competition in hotel and service industry 

cause more critical development of improving 

employee skills and knowledge. Moreover, the 

economic had been slowing down with the Covid 19 

outbreak. To survive from these threats is to 

strengthen customer satisfaction by significant factors 

influencing training effectiveness through job 

performance.   

2.2.5 Aspirations 

The changing perspective of learning among 

employees has strengthened training effectiveness 

until job performance because the employees gain 

higher motivation to adopt new skills and knowledge 

into their work. 

2.2.6 Results 

This is significant improvement of training 

effectiveness and job performance from adopting 

skills and knowledge. And under the monitoring of 

supervisors for strengthens the organizational 

performance. Moreover, the customer satisfaction has 

improved because of those significant reasons. 

2.3. Statement of Problem  

The main purpose of the study is to explore factors 

influencing job performance of employees to develop 

and increase their ability in their job performance. 

The training programs did not get good attention from 

the employees and the employees did not adapt what 

they learned effectively. 

 Limitation of the study 

Collecting questionnaires and interviewing the 

respondents are difficulties, because of the 

employee’s working schedules. Some employees 

worked at night time and the schedule was very 

flexible. Moreover, the time frame for collecting the 
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instrument and interviewing the respondents was 

limited. 

2.5. Research questions  

What are the factors influencing training 

effectiveness of Five Stars Hotel in Bangkok?  

What are the most influential factors of training 

effectiveness of Five Stars Hotel in Bangkok? 

Does training effectiveness influence on job 

performance of Five Stars Hotel in Bangkok? 

What are the recommendations to strengthen the 

training effectiveness through job performance base 

on finding of Five Stars Hotel in Bangkok? 

Is there significant difference among the respondents 

on training effectiveness toward job performance 

when classify by level of employees of Five Stars 

Hotel in Bangkok? 

 Is there significant difference among the 

respondents on training effectiveness toward job 

performance when classify by age of Five Stars 

Hotel in Bangkok? 

 

2.6. Definition of Variables Terms Used in the 

Research  

Organization support: It refers to environmental 

factors which affect individual to transfer their new 

knowledge into the workplace (Kontoghiorghes, 

2001; Sue et al., 2013). It could be organization’s 

itself, peer support, supervisor support, technology 

support, and the opportunity or the suitable situation 

accommodate to adapt skill and knowledge (Holton et 

al., 2003; Noe, 1998; Reinhold et al.,2018; Manju and 

Suresh 2011 and Pham et al. 2012). 

Developmental need awareness: It describes as the 

process of determining or searching on the chance to 

develop the skill and knowledge of the employee 

through the feasible pathway within beyond the 

organization (Noe, 2002; Rothenbach, 1982).   

Motivation to learn: It refers to the trainee’s 

determination to learn the training contents and it is 

the enthusiasm in participating in a training program 

of a trainee (Noe and Schmitt 1986). 

Transfer knowledge: It defines as a trainee or an 

employee who is willing to use their skill and 

knowledge from a training program in their job (Noe, 

1986, p. 743). 

Job performance: It is the outcome of employee’s 

behavior on their work process or the outcome of 

behavior after training and development (Na-Nan et 

al., 2018). 

Training Effectiveness: It refers to the consequence of 

action when the trainee transfer their knowledge to 

their work after they complete on training courses 

(Goldstein and Ford, 2002; Ployhart and Hale, 2014). 

2.7. Conceptual framework 

The conceptual framework which is created by the 

researcher has adopted the theory from many studies. 

The principal framework came from the transfer 

process model of Baldwin and Ford in 1988. 

However, the researcher had adopted some variables 

which are related to the current situation and 

interviewed from the Director of Human Resources 

Department to develop the conceptual framework. 

From the conceptual framework, the independent 

variables which significant on training effectiveness 

under hypothesis 1a - hypothesis 1d are organization 

support, developmental need awareness, motivation 

to learn, and transfer knowledge. Moreover the 

training effectiveness has significant influence on job 
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performance under hypothesis 4 .Level of employees 

and ages are demographics under the conceptual 

framework for testing the significant different among 

the respondents on training effectiveness.   

Figure 2.  Modified research conceptual framework 

by the researcher 

3. Research Methodology 

The researcher had adopted a mixed method of 

qualitative and quantitative data collection 

methodologies for this research study. The model of 

the transfer of training process by Baldwin and Ford, 

1988 and much research had applied in this study. For 

a qualitative approach, the researcher developed 

interviewed questions by using AI questions 

(Appreciative Inquiry). There are four main questions 

in order to ask eights the respondents randomly. The 

questions would be asked about the perception of the 

respondents about training effectiveness and their 

expectation about training effectiveness in their hotel. 

The quantitative questionnaires were distributed to 

the respondents who work during level 1 to level 5 

(Directors until Operation Staff). Thus, the researcher 

collects questionnaires from 74 respondents as a 

sample size of the population. Base on the data 

collection process, the statistical analysis was conduct 

and the hypotheses were tested by using One-Way 

Anova, Pearson’s Correlation ,Simple Liner 

Regression and Multiple Liner Regression.  

Under the quantitative research instrument, two parts 

were comprised,(1) demographic profile of the 

respondents to provide their gender, age, level of 

education, service of the year in the organization, 

level of employees, and the department.(2) the 

dimension of training effectiveness which are  

organization support, developmental need awareness, 

motivation to learn, and transfer knowledge until job 

performance . All of the close questions under each 

variable were asked the attitude of respondents based 

on 5 Point Likert Scale as below: Strongly disagree, 

disagree, neutral, agree and strongly agree. The 

qualitative analyzed the common theme, keyword, 

and phase of the respondents and deep in the 

perception of respondents. 

4. The Statistical Hypotheses. 

H1ao: There is no significant influence of 

organization support on training effectiveness of 

Five Stars Hotel in Bangkok. 

H1aa: There is significant influence of organization 

support on training effectiveness of Five Stars Hotel 

in Bangkok. 

H1bo: There is no significant influence of 

developmental need awareness on training 

effectiveness of Five Stars Hotel in Bangkok. 

H1ba: There is significant influence of 

developmental need awareness on training 

effectiveness of Five Stars Hotel in Bangkok. 
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H1co: There is no significant influence of motivation 

to learn on training effectiveness of Five Stars Hotel 

in Bangkok. 

H1ca: There is significant influence of motivation to 

learn on training effectiveness of Five Stars Hotel in 

Bangkok.  

H1do: There is no significant influence of transfer 

knowledge on training effectiveness of Five Stars 

Hotel in Bangkok. 

H1da: There is significant influence of transfer 

knowledge on training effectiveness of Five Stars 

Hotel in Bangkok. 

H2o: There is no significant difference among the 

respondents on training effectiveness toward job 

performance when classify by level of employees of 

Five Stars Hotel in Bangkok.   

H2a: There is significant difference among the 

respondents on training effectiveness toward job 

performance when classify by level of employees of 

Five Stars Hotel in Bangkok.  

H3o: There is no significant difference among the 

respondents on training effectiveness toward job 

performance when classify by age of Five Stars 

Hotel in Bangkok. 

H3a: There is significant difference among the 

respondents on training effectiveness toward job 

performance when classify by age of Five Stars 

Hotel in Bangkok. 

H4o: There is no significant influence of training 

effectiveness toward job performance of Five Stars 

Hotel in Bangkok. 

H4a: There is significant influence of training 

effectiveness toward job performance of Five Stars 

Hotel in Bangkok. 

Table 2 

The table of Pearson’s Correlation.  

The relationship between four variables and training 

effectiveness. 

 

This table presented significant relationship 

(significant values are less than 0.05.) of organization 

support, developmental need awareness, motivation 

to learn, and the transfer knowledge toward training 

effectiveness.  

Table 3 

The relationship between training effectiveness and 

job performance.   

 

From table 3, training effectiveness has significant 

relationship with job performance because the 

significant value is less than 0.05. 
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Table 4 

Multiple Linear Regression model summary of Hypothesis1 a - Hypothesis1d. 

Model of summary 

Model   R R Square Adjusted R Square  Std. Error of the Estimate  

1 0.744a 0.554 0.528 0.35893 

a.Predictors:(Constant),Transfer knowledge ,organization support ,motivation to 

learn, developmental need awareness  

 

From table 4, the researcher found that R Square is 0.554. It explained the validity of the factors which are an 

influence on training effectiveness. It could be calculated as 55.4 % of validity and 44.6 % can be belonging to other 

factors which are influence on training effectiveness in this hotel. 

Table 5 

ANOVA Table for Multiple Linear Regression. 

ANOVA b 

Model   Sum of Squares df Mean Square F Sig. 

1 Regression 11.054 4 2.764 21.451 .000a 

 Residual 8.889 69 0.129     

 Total 19.944 73       

 

a.Predictors:(Constant), Transfer knowledge ,organization support ,motivation 

to learn, developmental need awareness   

 b.Dependant Variable: Training effectiveness       

 

From table 5, at least one variable from four influencing training effectiveness because a significant value is less 

than 0.05.  
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Table 6 

Summary of Coefficient for Multiple Linear Regression  

Coefficients 

  
Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

  B Std. Error Beta     

1 (Constant) .384 .435   .881 .381 

 Organization support .209 .101 .215 2.059 .043 

 Developmental need awareness .170 .117 .170 1.450 .152 

 Motivation to learn .160 .113 .156 1.420 .160 

  Transfer knowledge  .367 .118 .352 3.097 .003 

a.Dependant Variable: Training 

effectiveness  

         

From table 6, only two variables had a significant influence on training effectiveness in this organization. These two 

variables are the organization support and transfer knowledge. It could be observed from a significant value in the 

table which is less than 0.05. Moreover, transfer knowledge has the highest beta at 0.352 and then followed by 

another variable, organization support which had 0.215. This can conclude that transfer knowledge is the most 

influential factor toward training effectiveness and the second one is organization support. 

4.1 Hypothesis 2: Analysis of the different among the respondents on training effectiveness when classified by the 

level of employees of Five Stars Hotel in Bangkok. 

H2o: There is no significant difference among the respondents on training effectiveness when classified by the 

level of employees of Five Stars Hotel in Bangkok. 

H2a: There is significantly different among the respondents on training effectiveness when classified by the level of 

employees of Five Stars Hotel in Bangkok. 
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Table 7 

 One-way ANOVA of Analysis on Hypothesis 2 

  

Sum of 

Squares df Mean Square F Sig. 

Between Groups .473 3 .158 .567 .639 

Within Group 19.471 70 .278     

Total 19.994 73       

a.Predictors:(Constant),Training effectiveness   

b.Dependant Variable :Job performance  

       

From table 7, there is no significant difference among the respondents on training effectiveness when classify by the 

level of employees. The significant value is higher than 0.05. Therefore, H2o was failed to reject. 

4.2 Hypothesis 3: Analysis of difference among the respondents on training effectiveness when classify by age of 

employees of Five Stars Hotel in Bangkok. 

Table 8 

One-way ANOVA of Analysis on Hypothesis 3 

  

Sum of 

Squares df Mean Square F Sig. 

Between Groups .792 3 .264 .964 .414 

Within Group 19.152 70 .274     

Total 19.944 73       

a.Predictors:(Constant),Training effectiveness    

b.Dependant Variable: Job performance  

       

From table 8, there is no significant difference among the respondents on training effectiveness when classified by 

age of employees because the significant value is higher than 0.05. Thus, H3o was failed to reject. 

4.3 Hypothesis 4: Analysis of an influence of training effectiveness toward job performance of Five Stars Hotel in 

Bangkok. 
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H4o: There is no significant influence of training effectiveness toward job performance of Five Stars Hotel in 

Bangkok. 

H4a: There is significant influence of training effectiveness toward job performance of Five Stars Hotel in 

Bangkok. 

 

Table 9 

Simple Liner Regression model Summary of Hypotheses 4 

Model summary       

Model   R R Square Adjusted R Square  Std. Error of the Estimate  

1 0.759a 0.576 0.570 0.37619 

a.Predictors:(Constant),Training effectiveness  

From the table 9, the R Square is 0.576. It explained the influence of training effectiveness toward job performance 

at 57.6. % . 

 

Table 10 

ANOVA Table for Simple Liner Regression 

ANOVA 

Model   Sum of Squares df Mean Square F Sig. 

1 Regression 13.837 1 13.837 97.773 .000a 

 Residual 10.189 72 0.142     

 Total 24.026 73       

 a.Predictors:(Constant),Training effectiveness   

 

b.Dependant Variable: Job performance  

       

From table 10, training effectiveness has a significant influence on job performance because the significant value is 

less than 0.05. 
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Table 11 

Coefficients Table for Simple Liner Regression 

Coefficients 

  
Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

  B Std. Error Beta     

1 (Constant) .553 .369   1.500 .138 

 Training Effectiveness .833 .084 .759 9.888 .000 

a.Dependant Variable: Job performance          

From table11, training effectiveness has significant influence on job performance because the significant value is 

0.000 and the beta value is 0.759. 

4.4 Summary of Finding  

The researcher analyzed the highest and the lowest means of the intended variables which are shown in Tables 12 

and 13. 

Tables 12 

Summary of the Highest Mean Values of Variables 

Variables Measure  

Organization Support 

Organization support 1: My supervisor expects me to apply the knowledge 

and skills. I gain in training. 

Developmental  need 

awareness 

Developmental needs awareness 4: The trends and technology were changing, 

so I must update my skill and knowledge by training. 

Motivation to learn 

Motivation to learn 3: I am motivated to learn because I believe that learning 

would benefit for my career path. 

Transfer knowledge   

Transfer knowledge 1: I have applied what I have learned from training to my 

work. 

Training Effectiveness 

Training Effectiveness 5: Training effectiveness lead to new skills and 

development. 

Job performance 

Job performance 5: The quality of my work has improved after using skills 

acquired from training. 
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Table 13 

Summary of the Lowest Mean Values of Variables 

Variables Measure  

  

Organization support Organization support 6: My organization supports training. For example, 

budget for training, time for training etc. therefore training has effectiveness. 

Developmental need 

awareness 

Developmental needs awareness3: I got evaluation from my supervisor, so I 

know that what’re training and development that I needs. 

Motivation to learn Motivation to learn 1: I am motivated to learn in training program because I 

had expected training outcome. 

Transfer knowledge   Transfer knowledge 3: I make fewer mistakes in job when I use the skills 

(continue….) I have acquired from training. 

Training Effectiveness Training Effectiveness 1: I receive effective training at my company because 

the topic is relevant with my job. Because the topic is relevant with my job. 

Job performance Job performance: I often get praise from my supervisor after attended 

training. 

 

 

5. Conclusions 

There are four variables influencing training 

effectiveness of Five Stars Hotel. Organization 

support and transfer knowledge are most influencing 

factors toward training effectiveness from 

quantitative analysis. However, developmental need 

awareness and motivation to learn are crucial factors 

influenced training effectiveness also from qualitative 

analysis. 

The researcher conducted interviews by using coding 

in order to get more information from the 

respondents. From interviewing 8 respondents, they 

had understood the meaning of the training 

effectiveness and the importance of training 

effectiveness. However, the qualitative results shown 

three priorities opinion for strengthening the training 

effectiveness. Firstly, 6 from 8 respondents (75%) 

agree that the learning need analysis had an influence 

on training effectiveness .The second crucial 

important (4 from 8 respondents or 50%) is the 

employees’s abilities to apply their skill and 

knowledge after the training programs. Another 

critical is professional trainers (3 from 8 respondents 

or 37.5% mentioned about this).  

There are similarities and differences of findings 

between the literature review and the study.  The 

reviewed literature found significant relationships 
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between training effectiveness and job performance 

including significant relationships of organization 

support, developmental need awareness, motivation 

to learn, and transfer knowledge and training 

effectiveness but this study found the significant 

influence of transfer knowledge and organization 

support on training effectiveness and significant 

influence of training effectiveness on job 

performance. Moreover, the study also found the 

critical impact of organization support, 

developmental need awareness, motivation to learn, 

and transfer knowledge on training effectiveness from 

qualitative analysi

 

6. Ranking of preferred training programs topics among respondents 

 

Figure 3 Ranking of preferred training programs topics among respondents 

The researcher asked the respondents 74 respondents to rank the training programs they need to attend the most, the 

respondents can select three training programs from six. Those programs are languages training programs, service 

mind training programs, employee benefits programs, computer training programs (Microsoft Word, Microsoft 

Excel, and Microsoft PowerPoint ) , leadership training programs and analysis and decision-making programs. The 

highest rank selected by the respondents is languages training programs. The second and the third rank are analysis 

and decision-making programs and leadership training programs respectively.   
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7. Recommendations  

For improving transferring  knowledge by 

employees after getting attending training 

programs which gaining the highest beta score 

from quantitative analysis, the supervisor should 

create the activities and exercises from training to 

help employees  understand easier  to apply what 

they learn from training programs. Moreover, pre 

and posttest is important for evaluating 

transferring knowledge after training.   Another 

recommended activity is designing effective 

communication channel between supervisor and 

staff for communicating the progress of 

transferring knowledge including the result. 

 For the organization support, the supervisor 

should encourage the employees to explain the 

new techniques which learned from the training 

programs to other employees and let the trainees 

sharing ideas for improving their job performance 

during the daily review meeting. The employees 

would have more confidence to share their skills 

and knowledge to their colleagues for 

strengthening their job performance.  

Moreover, the organization should support 

employees more by setting up quota of employees 

for external training. However; the employees 

have to pass testing for selecting and getting the 

quota. The trainers should provide more crucial 

materials for training the employees and 

managing time efficiently in order to gain the 

most effectiveness of learning 

From qualitative result by interviewing 8 

respondents, the organization has to conduct a 

survey about training in each department and each 

level of the employee in order to get relevant 

training programs for them. 

The another critical recommendation is to 

facilitate employees transferring the knowledge 

by creating relevant communication channel such 

as e-learning channel or social media, for 

example, Facebook. Therefore, not only 

employees of the ABC Hotel will get benefit from 

transferring the knowledge via the channel, but 

also other business units will get benefits as well. 

The organization should considerate more on 

hiring professional trainers and create relevant 

training programs for employees. The 
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professional trainers will facilitate the ABC Hotel 

employees to get the tips and way to transfer 

knowledge more efficient.     
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