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Abstract 

The U. A. E. has seen exponential development while its schools, although 
improving the quality of education imparted, are still lingering behind other sectors in terms 
of national advancement. In this research we study the staff perception after training 
session, and the process of training need assessment. The study will also demonstrate 
the relationship among the level of competence and criticality of job and the need of 
training. Every organization’s staff needs training and development to work efficiently, for 
this particular research, university is taken as this institution also needs to train its 
employees such as teachers. Training authorities tended to this issue by setting up preparing 
projects about viable teaching strategies and methodologies. The author took part in 
the venture and also gave workshops to several government funded schools' instructors. 
To assess this educator preparing venture, a subjective strategy was adopted, utilizing staff 
perception and information from records, daily papers, perception notes, and 
interpretations of tape-recordings amid the undertaking. After every preparation session, 
the creator tape recorded perceptions and noticed members' perspectives and impressions. 
After translating there remarkable discoveries identified with preparing substance, coaches 
and interpreters, members, preparing environment, and venture administration. The author 
found the combination of authoritative, proficient, and social inadequacies had brought on 
the three years' undertaking to be suspended after ess than one year of its commencement. 
Notwithstanding these weaknesses, instructors and coaches had profited from 
the preparation. Nonetheless, these problems that are begging to be addressed must be 
truly tended to with a specific end goal to lead maintainable expert improvement projects in 
the U. A. E and Gulf area. 

Keywords: training and development, learning, employees’ perception, learning and 
evaluation.  

 
I. INTRODUCTION 

This study investigates individual encounters of training assessment in U. A. E 
(HEIs) and recognizes zones for development of assessment. The exploration is drawn 
from a more extensive two-year undertaking subsidized by the higher education subsidizing 
council, under the authority and leadership stream which inspected training assessment in 
U. A. E. Higher education to build up a various scope of training assessment apparatuses 
for higher education. As Sambrook (2001) the exploration exhibited is of a connected 
nature and spotlights on the impression of university workforce encounters of how training 
and development is assessed inside their institute. 

1.1. Background of The Study 

As indicated by the U. A. E Commission training and development intercession is a 
significant issue to gauge upon. It is, thusly, significant that institutions can learn the quality 

                                                             
 Doctor of Philosophy (Human Resource Management). University Utara Malaysia, College of 

Business. E-mail: almarri.uum@gmail. 



 AlMarri/Journal of Accounting – Business & Management vol. 22 no. 1 (2015) 47 

 

they pick up from their interest in training defined by (Pineda, 2010), especially in 
the current monetary atmosphere. 

Petridou & Bimpitsos (2012) defined the criticalness of assessment is exhibited inside 
accessible literature, where, for instant, "assessment is a necessary component of training". 
Compelling assessment has been an on-going test for associations and HRD experts 
(Griffin, 2011), affirming "there is by all accounts across the board concurrence with 
the suggestion that assessment is the minimum well directed part of all preparation 
exercises". This proposes a requirement for associations to concentrate on assessment of 
the preparation and improvement process. This outlook was affirmed in the CIPD (2012) 
"learning and development" study, whereby one in seven respondents uncovered they 
didn't routinely assess their preparation procurement. 

1.2. Research Objectives 

1. To measure the level of evaluating training and development on staff perceptions. 
2. To examine the relationship between evaluating training and its staff perceptions. 
3. To determine the impact of evaluating training and development on staff perceptions. 

1.3. Research Questions 

1. How to measure the level of evaluating training and development on staff perceptions? 
2. What is the relationship between evaluating training and its staff perceptions? 
3. What would be the impact of evaluating training and development on staff perceptions? 

1.4. Problem Statement 

Such difficulties, transforms in higher education institute staff work and expanding 
work burden entail proper training and development assistance to acclimate to new parts 
and obligations (Blackwell & Blackmore, 2004). According to the Whitchurch's (2008) 
exploration on the changing part of non-scholastics likewise has ramifications for 
the outline, conveyance and assessment of preparing intercessions at a group and 
departmental level. As Whitchurch investigates the inexorably assorted scope of exercises 
to be done and how “staff” are moving horizontally crosswise over utilitarian and 
hierarchical limits. Whitchurch also struggle that the circumstance in HEIs is more vibrant 
and versatile than individual task of expectations or hierarchical structure diagrams propose. 
This conceivably has critical ramifications for preparing and improvement methodologies. 

II. LITERATURE REVIEW 

2.1. Training Assessment 

Mentors plan to outline and convey preparing and improvement exercises in such 
a way that pragmatic advantages in the working environment can be watched and to 
empower the workers to exchange new information and abilities for the profit of 
people/divisions and the general association. According to the Lindsay & Chiaburu (2008) 
preparing projects are successful "just to the degree that the abilities and practices learned 
and working on amid guideline are really exchanged to the work environment". There are 
various understanding of preparing assessment. For instance, According to the Pineda 
(2010) exhibited "assessment includes gathering data on the outcomes acquired to examine 
and assess them and encourage the enhancement of preparing later on" whereas, as per 
Dawson (1995) likewise gives a valuable but direct clarification. The assessment of training 
is the efficient and fair accumulation of information for administrators and other interested 
individuals. This data prepares them to reach determinations about the viability of specific 
preparing measures as a method for accomplishing authoritative goals, executing strategy 
and advancing hierarchical learning. According to the Griffin (2011) demonstrated 
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hierarchical profits of assessment are by and large concurred as: supporting the choice 
making process on what mediations ought to be re-dispatched, giving proof of speculation 
in human capital and showing the worth that preparation mediations bring. In harder 
monetary times, assessment information might likewise be utilized to advocate the use of 
preparing and improvement divisions. As per APSC (2005) propose assessment is especially 
vital in general society division, taking note of "viable assessment is a component of 
a responsible, proficient and moral open administration. It is central to great administration, 
great practice and great administration". This recommends that public sector associations 
ought to give careful consideration to assessment to show the quality and profits collected 
from their venture. 

2.2. Models of Assessment  

Donald Kirkpatrick delivered a progression of articles regarding assessment, where 
he distinguished four levels of assessment. Regardless of its age, Kirkpatrick's model (1977) 
keeps on being utilized as a part of contemporary examination (Gubbins et al., 2012). 
The model's toughness is its straightforwardness, intended to permit it to be comprehended 
and utilized effortlessly by HRD specialists when outlining assessment instruments. There 
are, notwithstanding, limits connected with the four stages. For instance, Kirkpatrick (1977) 
affirms that the handiness of stage one assessments is subject to the trustworthiness of the 
learners who complete the survey. According to the Darby (2006) explained that there is 
additionally the potential issue of social attractive quality, particularly if not finished in 
private, and a hazard that the assessment concentrates too intensely on happiness, reflected 
in the utilization of "content sheets". Level two assessments give learners the chance to 
assess their preparation and to recognize how they accept their practices may change. 
In connection to stage two, Kirkpatrick (1977) accepts that there is a qualification between 
picking up "proof" and "evidence", where verification must be picked up by looking at pre 
and post-intercession execution to distinguish whether there has been a movement. In any 
case, an extraordinary limit would be the way experts have the capacity to control for 
different variables. 

Stage three "behavior" is seen as the degree to which conduct has changed as 
an outcome of the mediation. Comparative issues emerge for stage three, where a organized 
gathering would be expected to discover whether the intercession is the varying element. 
Level four is seen as "the last outcomes that happened in light of the fact that the members 
went to the system" (Kirkpatrick, 1998) which can be more hard to meet, as it might be 
unsatisfactory for all preparation programs. Inalienable difficulties in assessment at levels 3 
and 4 of Kirkpatrick's (1977) model are comprehended to be down to alternate elements 
which may effect changes in execution, including individual, instructional and hierarchical 
elements (Roffe & James, 2000). They also contend that a few mediations won't plan to 
meet each of the four levels yet the model can in any case be connected, expecting it meets 
the obliged necessities of the association. Along these lines, in considering what types of 
assessment are needed, associations may distinguish that for a few projects, assessment at 
stages one and two may be adequate.  

According to the Dyer (1994) recommends an amended form of Kirkpatrick's (1977) 
model, alluded to as "Kirkpatrick's mirror evaluation system" which starts by taking 
a gander at the last phase of the model as opposed to the first. In spite of the fact that 
favorable element of this model is that it incorporates the exceptionally imperative 
connection to business targets, there is minimal observational confirmation of this 
framework being used. As per Phillips (2002) proposed an expansion of a fifth stage to 
Kirkpatrick's assessment model, "degree of profitability" (ROI) to quantify the money 
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related expenses of furnishing the intercession with the money related profits got however 
prescribed that because of the expenses included, it ought to be utilized cautiously. 

2.3. The Establishments of Assessing Training and Development 

According to the Alvarez et al. (2004) demonstration on successful arrangement of 
assessment starts with an extensive preparing needs investigation (TNA) prepare so that 
the association, offices and people can distinguish their particular needs. This TNA 
methodology can take an assortment of structures: at an individual level, it might be 
examined as a component of the execution administration process, it may be a discrete 
movement in its own privilege or it might be determined from other hierarchical 
information. As per Anderson (2009) the procedure consideration ought to concentrate on 
the linkage with authoritative procedures and objectives to guarantee that there is 
uniformity and that preparation mediations can possibly have an effect. Obviously, there is 
a nearby relationship with preparing assessment, as project/intercession targets and return 
on desires and/or speculation ought to be considered as a component of the TNA process 
and the other way around (Tennant et al., 2002). 

III. RESEARCH METHOD 

Figure 1 
The Effect of Training and Development on Staff Perception 
 
 
 
 
 
 
 
 
 

3.1. Hypothesis 

The research has the proposition that, there is a relationship between successful 
training and development need assessment and staff perception. 
H1: There is a significant relationship between successful training and development need 

assessment and staff perception. 
H0: There is no significant relationship between successful training and development need 

assessment and staff perception. 

3.2. Research Design 

From the assessment literature we talked about prior, it is clear that a "one 
dimension fits all" way to preparing assessment would be improper defined by Anderson 
(2009) and that the attributes of the U. A. E. education sector ought to be considered when 
actualizing assessment. 

To address the general assessment question which directs this reach study, what is 
instructors’ impression of how their preparation and improvement is assessed? We planned 
and executed four experimental groups with staff from every college more than a three-
month period. These focused groups are a proper examination decision, as they have, over 
the long run, developed into a noteworthy examination device material in all fields where 
behavioral impact and its effect or result can be measured and in this way broke down". 

Training and Development 
Need Assessment 

Staff Perception 

Teaching Employees to 
Solve Problems (TESP) 

Interest in the Employees’ 
Future (IEF) 

Confidence and Trust in 
the Organization (CTO) 
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Fifty staff was haphazardly chosen by the two human resource divisions to 
participate in the focused groups from the marked job role gatherings of scholastic and 
non-scholarly staff, with a second measure of having gone to a formal preparing mediation 
within the past 12 months. Moreover, 47/52 members acknowledged the welcome, 15 
from university A and 10 from university B. The motivation behind the center gatherings 
was to recognize key subjects to educate the outline and creation of a tool compartment of 
assessment assets, instead of to inspect the individual voices of members. 

Conventions of authoritative educated assent, obscurity and secrecy were taken after; 
members gave composed educated assent and were allowed obscurity to guarantee 
personalities couldn't be distinguished specifically or by implication. The focused group 
were encouraged by the first researcher who got consent to digitally record the gatherings.  

The subsequent subjective information was examined utilizing format examination 
(King, 2004 & 2012), a standout amongst the most decently utilized manifestations of 
topical examination as a part of the administration field which can be connected to any sort 
of information (Cassell, 2012), to distinguish and think about key subjects from crosswise 
over both colleges. We took after the traditions delineated by King (2004 & 2012) and were 
likewise guided by McGivern's (2009) methodology which accentuates the need regardless 
a mechanical investigation before proceeding onward to the educated examination. This 
comprised of the first creator directing a beginning investigation of the center gathering 
information to get a "vibe" for it and to devise inductively the introductory topical classes. 
This was trailed by the "educated examination" including both creators which included an 
iterative procedure of moving between the information and the writing and brought about 
further topical classes. According to the Cassell (2012) this methodology of coding and 
elucidations empowers analysts to find connects inside and over the classes of the format 
and empowers calculated or hypothetical connections to be made. Cases of the information 
examination are demonstrated. 
Figure 2 
Steps to Determine the Training Need Assessment 
 
 
 
 
Source: Cassell, 2012 

3.3. Case Analysis  

According to the Middlesex University audit report U. A. E. demonstrated group for 
the affable and expert route in which the review was led and inviting way in which 
the review staff perception after training session. The university respects the report, which 
gives positive input on the foundation of the Dubai grounds and recognition of staff with 
the university's methods and frameworks. We are satisfied with the positive gimmicks 
highlighted and will proceed with the work to draw in staff all the more viably in 
the deliberative structures and choice making methodologies of the University and in 
appraisal and acceptance forms, and investigating the regulation and practice regarding 
offer against evaluation marks.  

Progressively staff perception at the U. A. E. campus experience impact 
improvements at programme level where staff recognized; for instance, a yearning to 
present new ranges such as worldwide legislative issues and film and a module uniting 
financial matters and tourism. Albeit not specifically included in key advisory groups, Dubai 
staff get minutes and talk about issues with their partners, and if Dubai staff are in the UK 
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at the time of gatherings they may be welcome to go to. Some representation would 
upgrade the capacity of staff to impact advancements. Limb grounds propose a rundown of 
discretionary modules to be offered amid the inevitable scholarly year for the important 
deputy deans to affirm and criticism to the campus director. Scholastic staff in Dubai and 
understudies told the survey group they were fulfilled that choice decisions were fitting and 
not confined. 

Commitment of staff after training adequately in the deliberative structures and 
choice making methods of the university add to a more equivalent status for Dubai staff in 
appraisal configuration to provide pertinent and fit-for-reason appraisals for U. A. E.-based 
understudies; stamping and balance; and audit and approval methodologies, survey 
the regulation and practice concerning engaging against assessment. 

3.4. Instrument/Data Collection 
Regression analysis will be utilized to investigate the information. This assessment is 

to measure CTO  containing 06 items, IEF containing 06 items, TESP is containing 06 items 
with 5 point Likert scale, questions are set on five-point Likert scale; they are: strongly 
disagree, somewhat disagree, neither agree nor disagree, somewhat agree, strongly agree. 

3.5. Quantitative Analysis 
Table 1 
Model Summary 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .619a .383 .352 .49739 

a. Predictors: (Constant), TR_DEV  
Table 2 
Coefficients 

Model 
Unstandardized Coefficients  Standardized Coefficients 

t Sig. B Std. Error  Beta 

1 (Constant) -.857 1.221   -.702 .491 

TR_DEV 1.422 .403  .619 3.525 .002 

a. Dependent variable: ST_PERCP     

The dependent variable is staff perception whereas the independent variable is 
training and development need assessment. The regression results show that there is 
a positive relationship between training and development need assessment and staff 
perception, i.e. staff perception increases with increasing training and development need. 
This relationship is also significant as evident from the p-value (0.002). 
Table 3 
Regression Results Among All Variables  

Coefficients 

Model 
Unstandardized Coefficients  Standardized Coefficients 

t Sig. B Std. Error  Beta 

1 (Constant) -.817 1.311   -.623 .541 

mean_CTO .457 .231  .392 1.975 .064 

mean_IEF .388 .249  .318 1.559 .136 

mean_TESP .562 .243  .461 2.314 .033 

a. Dependent variable: ST_PERCP     
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The above table shows regression results among all variables of training and 
development and the same dependent variable, i.e. staff perception. Like the previous 
results, the table shows that all of the variables (CTO, IEF, and TESP) possess positive 
relationship with staff perception. However, one of the variables, i.e IEF is not significant 
as its p-value is greater than level of significance. 

3.6. Qualitative Analysis 

The focused members gave reflections and recommendations steady with "best 
perform" laid out in the literature. For instant, utilizing tweaked assessment apparatuses 
(Lingham et al., 2006) and finding the gap between the dates of mediation and group 
assessment information (Chappell, 2008). One remarkable special case was the positive 
sentiments towards giving input subjectively which disaffirms the work of Roffe & James 
(2000), who recommended commitment is typically troublesome utilizing these procedures. 
In spite of the fact that exploration obviously put obligation regarding planning assessment 
components to coaches, a general perception from our discoveries is that the learners' were 
roused to be included in assessment and distinguished valuable perspectives and thoughts. 
A region of enhanced practice in college assessment is to broaden engagement of learners 
in assessment, hence, executing the proposals from Broad (1997) to echo the significance 
of the learners as key partners and join their experiences and reflections.  The table of 
training and development need assessment demonstrated the relationship between level of 
competency and criticality of job. 
Table 4 
Level of Competency and Criticality of Job 

Criticality to Job Level of Competency Numerical Rating Percentage Equivalent 

High Basic 9 25.00% 
High Expert 3 8.33% 
High Sufficient 6 16.67% 
Low Basic 3 8.33% 
Low Expert 1 2.78% 
Low Sufficient 2 5.56% 
Moderate Basic 6 16.67% 
Moderate Expert 2 5.56% 
Moderate Sufficient 4 11.11% 

Source: Pineda, 2010 
The subject of what happens to assessment information was distinguished in 

the existing literature with Pineda (2010) expressing "the dispersion and utilization of 
the outcomes is the thing that truly gives importance and quality to the assessment of 
preparing, upgrading the dynamic inclusion of all concerned", and this was revealed in our 
results. The findings propose assessment does take place all the time and there was some 
confirmation of moving towards imaginative rehearses and far from assessment "glad 
sheets". It was evident from the center gatherings that representatives undertaking 
preparing mediations in both foundations would profit from having a more noteworthy 
comprehension of assessment and why it is being completed. As an outcome of the 
discoveries, we can affirm backing of Anderson's (2009) statement that a "one dimension 
fits all" methodology is unrealistic to be suitable. 

3.7. Clarity in the Explanation Behind Assessing Training and Development 

Over each of the eight focused groups, the members did not exhibit an itemized 
comprehension of the motivation behind assessment, other than as a method for 
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the college judging whether the sessions are decently conveyed. This is in spite of the great 
practice talked about the requirement for all partners to have a consciousness of the reason 
and targets. There was a staggering supposition from the members that mentors are obliged 
to give input after each session, in accordance with great practice (Dipboye & Towler, 
2009). Then again, interviews with HR agents exhibited that this was not a obligatory 
necessity in either education institution.  

IV. DISCUSSION 

Just a minority of members recognized that they were asked to consider learning 
destinations before they went to advancement sessions, and proposed that this was line 
administrator driven instead of a college prerequisite. Different individuals from the center 
gatherings concurred that the utilization of individual destinations could include worth and 
may empower them to perceive how the preparation could bolster them in their present or 
future employment part.  

Alert was urged by a percentage of the non-scholarly actively present people who felt 
that an itemized TNA procedure may demoralize participation. 

V. CONCLUSION AND RECOMMENDATION 

Mentors for the 21st Century were a brief proficient advancement extends that 
profited instructors what's more coaches in spite of the numerous impediments that upset 
its advance and fruition. Educators were so energetic about the task essentially for its 
fantastic objective to enhance instructing in the nation's state funded schools and somewhat 
since authorities guaranteed the members credits and authentications. It was likewise 
a significant learning knowledge for the creator, brimming with new thoughts and practices 
and improving experiences with mentors and supervisor from the other regions.  

Such an expansive scale and guaranteeing proficient improvement system was 
a missed open door for U. A. E. education institution mostly in light of the fact that its 
execution was full with disaccord between partners from the earliest starting point. 
The disappointment of this expert improvement venture to convey it’s relied upon results 
and to finish its timetable was additionally because of the accompanying reasons:  
1. Top-down choice making.  
2. The thought that instructors expected to be "settled".  
3. Lack of responsibility for expert improvement process and its outcomes.  
4. The technocratic way of expert advancement content.  
5. Lack of assortment in the conveyance modes of expert improvement.  
6. Standardized ways to expert advancement that ignored the differed needs and 

encounters of instructors.  
7. Lack of deliberate assessment of expert advancement.  

Also, the assessment of the undertaking demonstrated that variables identified with 
arranging, association, decision of coaches, what's more social mindfulness added to 
the untimely closure of the system. These elements must be tended to methodically keeping 
in mind the end goal to lead practical expert improvement programs in the U. A. E. and 
Gulf area. 
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