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ABSTRACT
The primary purpose of this quantitative study was to investigate the perceptions of
training and development (T&D) practitioners from the Kingdom of Saudi Arabia (KSA)
regarding the current importance of selected training and development competencies, as well as
the perceived future (5 years hence) importance of these competencies. The study specifically
focused on training delivery competencies. The researcher analyzed the responses of a total of
249 T&D practitioners. The researcher collected the data from these participants through an
online survey instrument using convenience and snowball sampling techniques. The researcher
analyzed the data using descriptive statistics, one-way ANOVA, and paired t-tests.
The results of the analysis revealed that the T&D practitioners perceived the current
importance ratings of the key knowledge areas of training delivery (i.e., the competency of
individual learning modalities and legal issues relevant for delivering training) significantly
differently, depending on the practitioners’ education levels. The participants also reported
different levels of current and future importance of the selected training competency. The
participants reported that the areas of expertise (AOE) of the training delivery competency were
more important for the future than in the present. These findings aligned with the existing
literature regarding the perceived importance of T&D among practitioners in the KSA.
The findings of this study will contribute to Saudi T&D practitioners’ understanding and
evaluation of the jobs, tasks, and competencies required in their workforce. Recommendations
for future research based on the current study include a broadened scope of participants, an
updated survey instrument, expanded definitions of the terminologies used in the study, and a
qualitative or mixed-methods methodology.
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Chapter 1
Introduction
The modern academic field of Workplace Learning and Performance (WLP) was
preceded by other similar fields. Terms such as training (Galagan, 2003), training and
development (McLagan, 1983), human resource development (McLagan, 1989), human
performance improvement (Rothwell, 1996), and performance consulting (Robinson &
Robinson, 1996) have all dealt with much of the same essential concepts as WLP, and shared its
goal of ascertaining how to better improve job performance. WLP draws from theories of
organizational behavior and learning, moving away from focusing solely on training, and
emphasizing the importance of both learning and performance as a way to improve human
performance (Smith, 2009). WLP does not just deal with theories about the workplace and
training, but also considers theories about how people learn (Marsick, Watkins, & O’Connor,
2011).
The emphasis given by the WLP on how people learn is essential: as the improvement of
job performance has been related to learning (Daryoush, Silong, Omar, & Othman, 2013). The
field of WLP was subsequently renamed in the latest edition of the ASTD as the field of
“training and development” (T&D; Arneson, Rothwell, & Naughton, 2013). In the current era of
global competition, training and development enables organizations to focus on maximizing the
talents of their employees and facilitate their growth and development, and the growth
development of the organizations. This study developed a better understanding of the
competencies required in organizational contexts for the attaining of success.
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Background of the Study
The importance of WLP has increased in recent years, due in part to a better and more
thorough understanding of the linkage between workplace learning and job performance (Smith,
2003). While the terms learning and performance are distinct from each other, they have been
claimed to be in constant relation to each other (Yoon, 2014). The exact degree of their
relationship continues to be discussed in the literature. While some scholars have claimed that
learning and performance have a symbiotic relationship (Cho & Yoon, 2010), some have also
claimed that the relationship between these two terms is weaker, akin to the relationship between
acquaintances. It has been asserted there are a relationship between the two discrete terms and
their complementary relationship (Yoon, 2014).
In the current knowledge economy, it is essential for organizations to improve their
innovation and intelligence capacities (Yoon, 2014). The high level of competition between
modern organizations to attain enough of an advantage to achieve success in today’s world has
resulted in higher standards in the workplace, especially in their training and development
practices and methodologies (Odden, 2011). It is now imperative for an organization to regularly
refresh and update their employees’ knowledge and skills (Kyndt, Dochy, Michielsen, &
Moeyaert, 2009; Park, 2009). As reported by Argote and Miron-Spektor (2011), the ability of an
organization’s employees to learn and adapt is critical to the organization’s performance and
long-term success.
Workplace competencies were defined by Erwell (1984) as applying an organization’s
employees knowledge, skills, attitudes and values, and behaviors to the workplace.
Competencies represent motives and traits, and interpersonal and self-management styles (Singh
& Gill, 2014). These competencies have become code words for the training and evaluation of
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employee performance (Baughman, Brumm, & Mickelson, 2012). According to Bernthal et al.
(2004), the foundational workplace competencies of interpersonal skills, business or
management skills, and personal skills are the key determinants of a successful practitioner’s
skill set.
Interpersonal skills involve building trust, the capability to communicate effectively with
employees and other stakeholders, the leverage of diversity, and the aptitude to network or
partner with others productively (Bernthal et al., 2004). Business or management skills involve
the ability to analyze problems, envision solutions, and chart a feasible course for the whole
organization (Wakefield, Warren, & Mills, 2012). Last, the personal skills of an employee
include the capability for quick adaptation and a drive for personal development (Arneson et al.,
2013): this motivation for self-improvement can lead to employees that would find it easier to
adjust to shifting roles and jobs.
These foundational workplace competencies may develop an employee’s technical
competencies. According to Bernthal et al. (2004), there are nine areas of expertise (AOEs)
inherent in WLP: career planning and talent management, delivering training, coaching,
facilitating organizational change, improving human performance, managing the learning
function, and measuring and evaluation. The importance of these areas of expertise were later
supported by Salopek (2008), especially in the presence of ever-changing contexts in the
workplace.
The American Society for Training and Development (ASTD) Competency Model was
later revised by Arneson et al. (2013). Four main factors necessitated this revision, according to
the authors (2013). These are: (a) “a once-in-a-generation global economic collapse followed by
four years of a recession, (b) “rapidly advancing technologies that have turned smartphones,
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tablets, and other mobile devices into preferred substitutes for desktop and laptop computers”,
(c) major demographic shifts in the workforce”, and (d) “unrelenting globalization of the
business environment” (Arneson et al., 2013, p. xi).
The foundational competencies outlined by Bernthal et al. (2004) have been retained in
the newer model, with adding three competencies necessitated by the factors noted above. These
are: a global mindset, industry knowledge, and technology literacy (Arneson et al., 2013, p. xvii).
The areas of expertise were revised. The revised areas of expertise in the 2013 ASTD model are:
performance improvement, instructional design, training delivery, learning technologies,
evaluating learning impact, managing learning programs, integrated talent management,
coaching, knowledge management, and change management (Arneson et al., 2013, p. xvii).
The constant change of contexts in the workplace has been noted by several scholars.
Careers that have previously remained stable throughout the lifetime of an employee can now be
marked by periodical changes (McLagan, 2004). An example of a factor that has changed the
office environment is the spread of e-mail and the Internet noted by Nie (2001) over ten years
ago. The technological landscape has only advanced since then. The predominance of digital
communication in today’s workplace has led to knowledge acquisition becoming faster,
decreasing the need for face-to-face interaction and decreasing the margins of knowledge that
have previously existed between organizations (Nie, 2001). Organizations have become more
competitive with one another, given that knowledge and information useful to them is now more
easily and widely disseminated among other organizations.
This shift toward more competitiveness among organizations was noted by the American
Society for Training and Development (ASTD), and the ASTD has made valuable contributions
in developing a competency model for the workplace aimed to define the standards of excellence
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for a profession, with its main focus being T&D competencies (Bernthal et al., 2004). The ASTD
changed its name to ATD, which stands for the Association for Talent Development. However,
this study continued to use their former name as this was the name they used for the 2013
Competency Model by Arneson et al. (2013). Globalization, technology, and talent management
in the workplace have led to higher global standards for professionals (Bernthal et al., 2004). It is
imperative in today’s fast-paced world for these employees to understand an organization’s goals
and ensure that the importance of learning and development strategies is recognized to improve
job performance. Factors such as shorter product life cycles, changes in workforce
demographics, focus on customer loyalty, the war on talent, and the emphasis on financial
performance were claimed to be a primary challenge for the Human Resources Departments of
organizations in their goal to create added value for the employers (Abdullah, Musa, & Ali,
2011). T&D professionals have been under pressure to demonstrate value, relevance, and
bottom-line impact in the aftermath of the 2008 economic meltdown (Arneson et al., 2013).
Problem Statement
The problem in this study is the continued lack of adequate information about training
and development competencies of professionals in the Kingdom of Saudi Arabia (KSA). Given
the rise of globalization and the rapidly developing status of the economy of the KSA,
organizations based in that country must be cognizant of the latest models in measuring
workplace learning and performance competencies if they are to be competitive globally. The
lack of scholarly literature on T&D as it pertains to the KSA must be addressed as T&D has
emerged as an established way of determining and objectively measuring the workplace learning
and performance competencies (Barnett, 1994; Bernthal et al., 2004; Cho & Yoon, 2010; Park,
2009; Smith, 2009).
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By exploring the competencies needed by training and development professionals in the
KSA, a better understanding of the impact of globalization on a developing economy will be
gained. Organizations based in the KSA, may utilize T&D as a way to assess the competencies
of their employees, and could lead to organizations competing more effectively with
organizations both within and beyond their country.
Purpose of the Study
The primary purpose of this study is to investigate the perceptions of training and
development (T&D) practitioners from the KSA regarding the current importance and the future
(five years hence) perceived importance of selected training and development competencies.
This study only focuses on the competencies of training delivery. This study developed a current
profile of the study’s participants, who are T&D practitioners in the KSA, by identifying their
demographic characteristics, such as the age, gender, years of experience in the current position,
educational attainment, type of organizations, type of industry, and professional development of
practitioners. Finally, this study described of relationships between the perceived importance of
foundational competencies and area of expertise, and compared the current importance of
existing competencies of practitioners from the KSA with those recommended by the 2013
ASTD model in current and future expertise.
Insight was gained on the fundamental skills and competencies for practitioners from the
KSA, and provides a framework for the instruction and dissemination of those competencies to
organizations and their employees. The improvement of job performance and the unification of
individuals’ capabilities with their organization’s competencies that could be brought about by
more knowledge on T&D as applied to the KSA may lead to organizations in that country to
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better help their customers, clients, and colleagues in the succeeding years (Bernthal et al., 2004;
Rothwell & Lindholm, 1999).
Significance of the Study
The competencies of T&D practitioners in the KSA have so far been an overlooked topic
for scholars. As a developing economy, the KSA may especially stand to benefit from the
insights of T&D. Although most Saudi citizens with jobs are employed by the government, 1.5
million citizens are now employed in the private sector, with measures being taken by the
government to increase this number (House, 2012; McDowell, 2014). Due to its increasing
market expansion and growth, it is crucial for organizations and businesses to manage global
workforces effectively. The results from this study may assist T&D practitioners, scholars in the
field, and business organizations in the KSA by providing literature on the modern understanding
of workplace competencies with implications on the future of their organizations’ workforce.
The findings of this study helps Saudi T&D practitioners to gain a deeper understanding
of how to analyze and evaluate the jobs, tasks, and competencies required of their workforce.
T&D practitioners can identify the most important competencies are and which ones will be the
most important; they can utilize these results to design, develop, and evaluate their jobs, roles,
and work output for the workforce. The results may also help in the self-assessment measures of
Saudi T&D practitioners, which would allow them to self-diagnose accurately and find
professional development opportunities for themselves, and, by extension, their workforce.
For scholars in T&D, this study may provide insights on developing T&D in different
parts of the world, which may help them create more stringent guidelines to prepare their
workforce. Organizations can only benefit from this study, most notably in the development for
effective protocols in the interviewing, selection, placement, orientation, and appraisal of their
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prospective employees. The Human Resources Departments of these organizations may gain a
deeper understanding of how to develop their employees and organizations, and could therefore
devise an effective plan of action.
Last, this study is significant as it is the first known research on the T&D competencies
of practitioners from the KSA that uses the 2013 ASTD competency model. The findings of this
study may not just affect the country where the study is to be held, but allow for greater global
understanding of the training and development field and the 2013 ASTD competency model.
Research Questions
To address the objectives, the study was guided by the following research questions:
RQ1. What is the profile of the respondents, regarding their:
(a) Age,
(b) Gender,
(c) Years of experience in the current position,
(d) Educational attainment,
(e) Type of organizations,
(f) Type of industry, and
(g) Professional development of practitioners
RQ2. How do Saudi training and development practitioners rate the importance of
training delivery as an area of expertise both currently and in five years from now?
RQ3. How do the ratings of Saudi training and development practitioners of training
delivery as an area of expertise compare to the recommendations made by the 2013
ASTD model regarding current and future expertise?
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Limitations
There are number of factors which limit this study. First, this study’s results may only
apply to a limited sub group of the population of T&D practitioners in the KSA. Second, given
that the research instrument was adopted from the 2013 ASTD model, T&D practitioners from
the KSA may have different perceptions regarding the importance of certain competencies since
T&D is emerging filed in Saudi Arabia. Third, some T&D terminology may be new or
unfamiliar to the respondents, and may not be fully comprehended. The researcher attempted to
reduce this potential issue by using a panel of experts to assess content validity. Fourth, although
the questionnaire was translated to Arabic after the pilot study given the wide use of English in
Saudi Arabia organizations, misunderstandings may occur on the participants’ end. English is
often a second language, and some words may be unfamiliar to the participants. This was
addressed by establishing content validation with a panel of experts, to help ensure that the
questionnaire was clear and understandable to participants; the content validation may be done
through Skype or other Internet calling programs. Fifth, an online survey approach was used for
this research, and the surveys were confidential and anonymous in order to increase the response
rate. There are number of ways to increase a response rate for an online survey, such as followups, monetary or nonmonetary incentives (e.g., cash, vouchers, or lotteries) and so forth
(Deutskens, De Ruyter, Wetzels, & Oosterveld, 2004). However, this research used only a
follow-up email approach to send a reminder to all survey participants one week after survey
distribution because the participants’ responses were saved automatically and anonymously, and
there was no way to identify the participants who had already responded from the participants
who did not respond. Although this research was able to use a limited approach to increase
response’s rate, other approaches might have been used to ensure higher response rates. Last, as
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this study was based on a questionnaire, the data to be collected be self-reported, and may
therefore be subject to the sincerity or insincerity.
Definition of Terms
The major terms used in this project were:
Areas of Expertise (AOE): These are the “specialized, functional knowledge and skill
sets needed by training and development professionals for success” (Arneson et al., 2013, p. xvi)
Foundational Competencies: These are the “bedrock competencies used as the
foundation to build more specific competencies”, and are important “regardless of the specific
organization, industry, or AOR in which a practitioner practices” (Arneson et al., 2013, p. xvi)
Competency: “These are the knowledge, skills, abilities, and behaviors required for
success” which, used in the context of this study, means success in the field of training and
development” (Arneson et al., 2013, p. 16).
Training and Development (T&D): "Training focuses on identifying, assuring, and
helping develop, through planned learning, the key competencies that enable individuals to
perform their current job” (McLagan,1989. p. 9).
Workplace Learning: “Learning that takes place in the workplace” (Rothwell, Sanders,
& Soper, 1999, p. 3).
Assumptions
This research had two main assumptions. First, the respondents were assumed to
understand the T&D concepts and all items on the questionnaire. Second, the respondents were
also assumed to have answered the questionnaire with sincerity and to the best of their abilities.
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Methodology
This study used a quantitative research methodology, as it was appropriate to help this
study achieve its research goal to discover the relationship between current and future
importance of the competencies required of Saudi T&D practitioners, as outlined in the 2013
ASTD model by Arneson et al. (2013). A survey instrument was used to collect the quantitative
data to be used in the analysis to address the research questions. The survey instrument was
based on the 2013 ASTD competency survey in Arneson et al. (2013) to obtain data about the
current and future perceived importance of the competencies required of Saudi practitioners in
training and development. Also, a demographic section of the questionnaire was also developed
the demographic information.
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Chapter 2
Review of Related Literature
The problem in this study is the current lack of information on training and development
(T&D) competencies of T&D professionals in the Kingdom of Saudi Arabia (KSA). These
competencies have been called different names at different times: in the initial study by Bernthal
et al. (2004), they were called workplace learning and performance competencies, while in the
later study by Arneson et al. (2013), they were called T&D competencies. While they remain
essentially the same, the latter study by Arneson et al. (2013) incorporated some additional
changes that accommodate recent advances in modern technology. A more thorough discussion
on the evolution of these competencies was provided later on in this chapter.
The KSA has been affected by the rise of globalization; its economy has rapidly
developed in the past decade, and it is important for organizations in the country to know of the
latest developments in measuring employees’ competencies in the workplace. By investigating
the perceptions of T&D professionals in Saudi Arabia regarding selected T&D competencies,
insight was gained on the fundamental skills and competencies for them to develop a framework
for the instruction and dissemination of those skills to organizations and their employees.
This chapter provided a review of related literature on T&D competencies. It was divided
into two main sections: an introduction of the WLP model that serves as the conceptual
framework for this study the T&D competencies and its evolution and development, and a
review of studies of T&D competencies and other similar competencies, under different names
conducted in other countries. Although most of the literature surveyed was published in the last
five years, several seminal works were discussed to provide an adequate understanding of T&D
competencies.
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The Evolution of Training and Development
The modern academic field of training and development was first given a name by Pinto
and Walker (1978) and again by McLagan (1983). Before its appropriation by Arneson et al.
(2013), its most famous precedent was the field of Workplace Learning and Performance (WLP).
This term was used by Bernthal et al. in the first study by the American Society for Training &
Development (ASTD; 2004). This term was preceded by several fields, some of which are:
training (Galagan, 2003); human resource development (McLagan, 1989); human performance
improvement (Rothwell, 1996), and performance consulting (Robinson & Robinson, 1996).
What is common among all these fields is the shared goal of determining how best to
improve job performance by utilizing theories of organizational behavior and learning. This
meant a moving away from the notion that training is the best way to improve job performance.
Rather, they emphasized the need to recognize the importance of both learning and performance
as a way to improve their job functions (Smith, 2009). Such theories maintained that it is
essential for the improvement of job performance that organizations know of how people learn
rather than just focus on theories about the workplace (Marsick, Watkins, & O’Connor, 2011).
It appears to be self-evidently the case that an employee who performs a job well is also
an employee who learns well. This is supported by research that has claimed there is a relation
between the improvement of job performance and learning (Daryoush, Silong, Omar, & Othman,
2011). The terms learning and performance have been viewed to be complement each other,
though the exact relation between them has yet to be determined (Yoon, 2014). These concerns
have contributed toward the formation of the field known as training and development. This field
was preceded by several fields that dealt with the same general issues, though the respective
emphasis placed in each field may have been different. The next sub-section discusses the most
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important precursor to the modern field of T&D and its contributions that have helped shape of
the T&D field today.
The Workplace Learning and Performance Model
The competency study conducted by Pinto and Walker (1978) served as the initial name
of the field later known by different names. These include: Human Resource Development
(HRD; McLagan, 1989), Human Performance Technology (HPT; Stolovitch & Keeps, 1992;
Stolovitch, 1999), and Human Performance Improvement (HPI; Rothwell, 1996). The most
important precursor to the T&D field, however, is Workplace Learning and Performance, first
deployed by Rothwell, Sanders, and Soper (1999). As this was the name used for the first ASTD
competency study by Bernthal et al. (2004), a short discussion will be provided on its history and
its influence on the field of T&D, as used by Arneson et al. for the second ASTD competency
study in 2013.
WLP (Rothwell et al., 1999) defined as the integrated use of learning interventions
among other interventions to improve the performance of employees and the organizations they
work for, by utilizing a process of performance analysis and focusing on quick responses to
individual, group, and organizational needs. WLP was also argued to create a “positive,
progressive change within organizations by balancing human, ethical, technological, and
operational considerations (Rothwell et al., 1999, p. xii, 121).
The HPI model was instrumental in developing WLP, with the concepts of the Action
Research Model (ARM) process and the High Performance Workplace (HPW) process. Taken
with a consideration of external environmental factors, these concepts were central to the
conception of WLP. A discussion of each of these concepts will provide a background for WLP,
which will serve as a background for a substantive discussion of the current field of T&D.
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The HPI model was first used by Rothwell (1996) and was primarily created to improve
the performance of an organization’s employees by viewing them holistically, in that the needs
of both the individual employee and the organization for which that employees works for is
considered simultaneously. WLP utilizes the HPI model to recognize performance gaps, analyze
the cause for learning, choose the learning interventions, ascertain the best process for
implementing those learning interventions, administer the learning process, and appraise the
results of the entire learning process (Rothwell et al., 1999). These factors correspond to the six
steps in the HPI process given by Rothwell et al. (1999), which are: performance analysis, cause
analysis, intervention selection, intervention implementation, change management, and
evaluation (p. 11).
The Action Research Model is also used by WLP to facilitate changes within an
organization, whether these changes are driven by its leader or not. This model was first
conceptualized by Lewin in the mid-1940s as a way to bring together two fields he viewed as
disparate with each other, to the detriment of the general public: social action and social theory
(Kemmis & McTaggart, 1988). The goal of Lewin in formulation the ARM was to combine a
systematic understanding of theory-building with research focusing on practical problems
(Dickens & Watkins, 2006). The results were argued to be data that was context-bound and
value-based knowledge and solutions for problems.
Aside from the goal of improvement, the ARM also focuses on the goal of involvement,
as the participants in an environment are the people best suited toward collaboration that could
then lead to the development of hypotheses, given they are situated firmly in the context under
discussion (Dickens & Watkins, 2006). In WLP, the ARM was used to evaluate changes in an
organization. The six steps in this model as used in WLP are: entry, start-up, assessment and
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feedback, action planning, intervention, and evaluation (Rothwell et al., 1999, p. 14).
The High Performance Workplace (HPW) process is used by the WLP model as a
benchmark for an organization to set certain standards in their goal of creating a highperformance workplace. This is important as organizational support is necessary if an employee
is to learn effectively. The guidelines of the HPW as used by the WLP model are: training and
continuous learning, information sharing, employee participation, organizational structure,
employee-management partnerships, compensation linked to performance and skills,
employment security, and a supportive work environment (Rothwell et al., 1999, pp. 14–15).
External environment factors are factors specific to an organization that likely influence
learning in employees and their organizations. The factors as used by WLP model are: the
competitive sector, the customer sector, the customer sector, the supplier and distributor sector,
the economic sector, the social sector, the market sector, and the legal sector (Rothwell et al.,
1999, p. 15). These factors vary among different organizations and must be considered on a caseto-case basis, depending on circumstances.
The model developed for the WLP study was led by a consideration of two main research
questions (Rothwell et al., 1999):
(1) What competencies do practitioners, senior practitioners, and line managers perceive
as required for success in workplace learning and performance?
(2) What competencies do practitioners, senior practitioners, and line managers perceive
as required for success in workplace learning and performance in five years?
Based on the study by Rothwell et al. (1999), the data analyzed resulted in 52
competencies, six groups, and seven roles. This model was later amended by Bernthal et al.
(2004), where the authors were faced with the challenge of developing a valid and defensible list
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of roles, competencies, and areas of expertise (AOE). The authors employed multiple
perspectives and methods to avoid biases that may emerge if they chose a single perspective or
method. They gathered data from professionals regarding their perspectives on current and future
job competencies or role requirements, with most of the participants being part of the ASTD
2003 International Conference and Exposition; this meant that the participants would be wellinformed and be able to offer a credible opinion on the topic.
Almost 50 participants were interviewed, with additional participants being interviewed
through the phone. Later, a survey was sent through the Internet concerning the contents of the
ASTD Competency model, resulting in 2,128 responses, which represented 5.9% of the total
population of WLP professionals. The survey results were analyzed and the outcome was: 12
competencies, grouped under three clusters, four roles, and nine AOEs (Bernthal et al., 2004.)
WLP was claimed to enable organizations and their T&D practitioners to quantifiably
measure their improvements regarding their service to customers, clients, and colleagues
(Bernthal et al., 2004). The development of programs that would improve the areas of an
organization relating to leadership, mentoring, and team alignment will spur an employee’s
individual growth and help the organization (Bernthal et al., 2004).
These programs are mentioned by Bernthal et al. (2004) as requiring careful attention, so
learning solutions are freely available for employees who need them. This can be done through
such outputs of “reports (e.g. learning usage, impact of learning solutions, return on investment),
delivery schedules, presentation of materials, facilitation of learning events, facilitation of group
discussions, feedback to learners, and action plans for knowledge transfer (Bernthal et al., 2004,
pp. 69–70). A figure is given by Arneson et al. (2013) to illustrate the 2004 ASTD Competency
Model devised by Bernthal et al. (1999; Figure 1).
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Figure 1. The 2004 ASTD Competency Model (Arneson et al., 2013, p. xvi)
Serving as the base of this model is the list of foundational competencies, which include
personal, interpersonal, and business and management competencies. These foundational
competencies were formulated by Bernthal et al. (2004) according to three questions:
(1) How well does the individual relate with and influence people, policy, and change
(interpersonal competencies)?
(2) How well does the individual analyze, make and implement decisions in diverse
situations (business and management)?
(3) Is the individual forward-looking with his/her career, and how well does he/she
adapts to change (personal competencies)? (Carmody, Kwon, & Wadholm, 2009, p.
5).
The next level comprises nine AOEs and the last level comprises four roles, namely:
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learning strategist, business partner, project manager, and professional specialist (Bernthal et al.,
2004).
The responsibilities of a learning strategist are analyzing the effectiveness of their
organization’s current learning and performance-improvement strategies and, based on that
analysis, deciding on how best to use WLP to achieve long-term success and meet organizational
needs and serving as the leader for the planning and implementation of learning and performance
improvement strategies that will assist the organization pursue its goals. Business partners apply
their industry knowledge to help their clients to detect improvement opportunities and seek
possible solutions that will have a positive impact on job performance (Bernthal et al., 2004).
Project managers are tasked with the job of planning and monitoring the agreed-upon
learning and performance solutions to support the overarching goals of their organization, and
disseminate its purpose and ensuring that the implementation plan is executed successfully and
followed through. Last, professional specialists are assigned to design, develop, deliver, or
evaluate the learning and performance solutions, while applying their in-depth knowledge on at
least one specialty AOE for the continued success of that solution (Bernthal et al., 2004). This
was later removed in the study by Arneson et al. (2013).
The model conceptualized by Bernthal et al. (2004) was claimed to have defined the
T&D profession by way of its immense contribution to the study of organizational performance
(Arneson et al., 2013). Despite the respected status conferred upon it by numerous scholars, this
model has naturally been unaffected by the sweeping changes have been observed in the T&D
field in recent years, brought about by globalization and rapid developments in how
organizations function under that context. It was therefore found to update this model, resulting
in the 2013 ASTD Competency Study, which will be discussed in the following section.

20
Training and Development
While the study conducted by Bernthal et al. (2004) used the term Workplace Learning
and Performance to denote the main goals of the model they developed in the study, the study
conducted by Arneson et al. (2013) reverted back to using the term Training and Development
(T&D). This is only one of the many changes made by Arneson et al. (2013) in their study,
entitled ASTD Competency Study: The Training & Development Profession Redefined.
What both studies have in common is their goal of identifying key trends and drivers
expected to have significant effects on current and future practice (Arneson et al., 2013). This
includes the recognition of a “broad inventory of topics that training and development
professionals need to know to be successful in today’s rapidly changing business environment”
and “specific key actions practitioners must take and what they must do to succeed” (emphasis in
original; Arneson et al., 2013, p. xi).
The ASTD model was later revised by Arneson, Rothwell, and Naughton (2013). Four
main factors necessitated this revision, according to the authors (2013). These are: (a) “a once-ina-generation global economic collapse followed by four years of a recession”, (b) “rapidly
advancing technologies that have turned smartphones, tablets, and other mobile devices into
preferred substitutes for desktop and laptop computers”, (c) “major demographic shifts in the
workforce”, and (d) “unrelenting globalization of the business environment” (Arneson et al.,
2013, p. xi).
The same competencies provided by Bernthal et al. (2004) have been retained in the
newer model, with adding three competencies necessitated by the factors noted above. These are:
a global mindset, industry knowledge, and technology literacy (Arneson et al., 2013, p. xvii).
The areas of expertise were revised. The revised areas of expertise in the 2013 ASTD model are:
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performance improvement, instructional design, training delivery, learning technologies,
evaluating learning impact, managing learning programs, integrated talent management,
coaching, knowledge management, and change management (Arneson et al., 2013, p. xvii).
Some changes made by Arneson et al. (2013) were the renaming of certain AOEs:
designing learning became instructional design; delivery training became training delivery;
measurement evaluation became evaluating learning impact; career planning and talent
management became integrated talent management; managing organizational knowledge
became knowledge management. The 2013 Competency Study was designed in order to “update
the knowledge, skills, abilities, and behaviors first identified in the ASTD 2004 Competency
Study” (Arneson et al., 2013, p. xii).
Eight key trends have driven change within the field of current T&D, according to
Arneson et al. (2013). These are:
(1) Advances in Technology and Internet Capability
The technological progress made in the last decade has been wide enough to alter the
landscape of individual and organizational behavior. The speed, storage capacity,
functionality, and user interfaces of smartphones, tablets, and other mobile devices have
made the learning process open to more people at more times (Arneson et al., 2013). This
means that the standards employees may have for learning opportunities regarding
convenience have risen; while pen and paper learning may have been the norm in the
past, computers have now superseded them as primary options for learning, due to its
convenience.
(2) Advances in Software Applications
As software applications continue to be developed, T&D professionals are now expected
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to be more than a simple deliverer of learning or training; they are now required to can
“identify, select, and apply the appropriate software application for a specific learning
opportunity” (Arneson et al., 2013, p. xii). This ability has been seen not just as a
requirement for initial employment, but also as something necessary for a T&D
professional’s career advancement (Arneson et al., 2013).
(3) Growing Adoption of Mobile Devices for Learning
As mobile devices such as smartphones and tablet have become more advanced, they
have become more capable of delivering training to employees. The widespread use of
such devices was contended to change the world in that its users’ perceptions of the
world are changed (Arneson et al., 2013). Organizations are now offering learning
content available via such devices.
(4) A Culture of Connectivity and Information Sharing
Communication and interaction among co-workers, colleagues, friends, and family all
over the world, and the instantaneous speed with which it is conducted, is now a cultural
norm that learning functions of organizations cannot afford to ignore. An implication of
this must teach this new generation of learners must be able to utilize knowledge, skills,
abilities, and behaviors suited for that group (Arneson et al., 2013).
(5) Increased Ability to Use and Collect “Big Data”
Technological advances have driven most companies to base their decisions on business
intelligence and data analytics or “big data” (Arneson et al., 2013, p. xiii). These business
metrics and how organizational leaders use them to make business decisions must be
understood by T&D professionals, especially for them to can choose the metrics that
“have meaning and value to their organization and its leaders” (Arneson et al., 2013, p.
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xiii).
(6) Shifting Demographics in the Workforce
As opposed to previous generations of employees, the current generation of employees,
due to a changing global culture, have the expectation of having several jobs, in different
companies, throughout their careers. These employees are also more apt to feel entitled to
tools and opportunities that could help them improve themselves and advance their
careers (Arneson et al., 2013). This phenomenon presents a challenge for T&D
professionals as their knowledge, based on previous generations, may not account for the
different priorities and expectations present in the current generation.
(7) Increasing Globalization
As the global workforce of over 3 billion workers continue to grow and connect with
each other, they are more aware than their predecessors of the importance of having a
global mindset; this provides an opportunity for T&D professionals to “demonstrate their
value and relevance” to this new generation (Arneson et al., 2013, p. xiii).
(8) Economic Volatility and Uncertainty
After the economic meltdown of 2008, T&D professionals have faced proving their
“value, relevance, and bottom-line impact” to their organizations (Arneson et al., 2013, p.
xiii). Organizational leaders may choose not to replace lost workers due to fear of another
meltdown, despite the positive effects this could accomplish. T&D professionals may be
seen as expendable by such leaders, which bring about the importance for T&D
professionals to prove their worth.
There are six Foundational Competencies in the 2013 Competency Model, reflecting an
emphasis on the characteristics and proficiencies that T&D professionals must be adept in to
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prove successful in the current business environment: business skills, global mindset, industry
knowledge, interpersonal skills, personal skills, and technology literacy (Arneson et al., 2013, p.
xvii). A visual representation of this model can be seen in Figure 2.
The foundational competency of business skills involves many features. These include:
the capability to evaluate needs and suggest efficient solutions for the needs of their clients in
business, and identify problems and opportunities for their organization; the application of
business skills, which can be seen, for instance, in the understanding of their organization’s
strategies, key metrics, and financial goals; driving results, which involves the identification of
opportunities for improvement and setting well-defined and realistic goals for T&D solutions;
planning and implementing assignments, such as action plans and obtaining resources to achieve
T&D goals; thinking strategically, in terms of factors that may affect T&D in organizations and
develop strategies in alignment with their organization’s business goals; guiding innovative
policies, where new resources, methods, tools, or content are utilized to advance T&D, applying
existing techniques in new ways to enhance pre-existing solutions that engage and support the
learner (Arneson et al., 2013).
A global mindset can be found in organizations where the capabilities, insights, and ideas
of all individuals are appreciated and utilized effectively. Industry knowledge involves the
proactive renewal of knowledge on the current and emerging trends in the T&D industry and
other appropriate industries. Interpersonal skills are based on the activities of building trust,
communicating influencing stakeholders, networking and partnering, and emotional intelligence
(Arneson et al., 2013).
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Figure 2. The 2013 ASTD Competency Model (Arneson et al., 2013, p. xvii)

Personal skills is the competency where adaptability can be identified within the major
variations in their jobs, the work environment, or any external conditions that affect the
organization, such as changes in economic, political, cultural, or technological realities. It
involves the constant drive for the identification of new areas in one’s own personal development
regarding learning opportunities and applying that added knowledge and skill toward the job.
Last, the competency of technology literacy means that an awareness and comfort with new
technologies is required for T&D professionals, to demonstrate a practical understanding of them
and identify opportunities to use them in service of their organization’s business goals (Arneson
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et al., 2013).
There are ten areas of expertise in 2013 ASTD model. These are: performance
improvement, instructional design, training delivery, learning technologies, evaluating learning
impact, managing learning programs, integrated talent management, coaching, knowledge
management, and change management (Arneson et al., 2013, pp. xx-xxi). Nine AOEs will be
briefly discussed in the succeeding paragraph before proceeding to the one AOEs that will serve
as the dependent variable for this study: training delivery.
Performance improvement is the application of a systematic process of discovering and
analyzing human performance gaps to design and develop improvements to close those gaps. It
necessitates a partnership with the organization’s client in order to better identify particular
opportunities and present holistic solutions; once these have been identified, the solution is
implemented, the changes are monitored extensively, and the results are carefully evaluated.
Instructional design is the design, creation, and development of informal and formal learning
solutions to meet the needs of an organization, and involves the analysis and selection of the
most appropriate strategy, methodologies, and technologies to augment the learning experience
and its impact on learners. This refers to the capability to know of what learning solution will
work best given a certain organization or situation. As no one instructional design is objectively
best because it works for all organizations, practitioners should be able to determine the design
most suited for their organization’s success. Learning technologies include the identification,
selection, and application of the learning technologies for the learner’s learning opportunity.
Evaluating learning impact comprises the gathering, organization, and analysis of information on
the impact of learning solutions against key business drivers and the meaningful presentation of
that information to stakeholders. Managing learning programs necessitates the leadership
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required to execute an organization’s strategy, and plans, monitors, and adjusts the T&D projects
and activities appropriately, based on the needs of the organization. Integrated talent
management builds an organization’s culture through the accrual, engagement, development, and
retention of their talent pool, regarding their organization’s goals. Coaching involves using an
interactive process to help individuals improve themselves and their results, especially regarding
their capability to set goals, take action, make better decisions, and maximize their natural
strengths. Knowledge management occupies the need to identify and disseminate intellectual
capital in a fruitful collaborative network within the organization. Change management involves
the application of structured approaches to help ease an organization’s individuals and teams
toward the future (Arneson et al., 2013). The next one, AOEs, will serve as the dependent
variable for this study.
Training delivery involves the responsive management toward learner needs, and
contains both informal and formal learning solutions that seek to engage the learner and produce
the desired outcomes for them (Arneson et al., 2013). Given the changing technological
landscape and its implications for organizations, professionals must be able to ensure that
learning is delivered through effective platforms suited for the current generation, and under
these employees’ modern standards for timeliness and efficacy (Arneson et al., 2013).
Competency Studies in the United States
There have been six ASTD Competency Studies conducted in the United States before
the 2013 ASTD Competency Study by Arneson et al. (2013). These were conducted by Pinto and
Walker (1978); McLagan (1983); McLagan (1989); Rothwell (1996); Piskurich and Sanders
(1998); Rothwell et al. (1999); and Bernthal et al. (2004). As Rothwell et al. (1999) and Bernthal
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et al. (2004) have been extensively discussed earlier, a short discussion will be made on the
studies that have yet to be discussed: Pinto and Walker (1978) and Piskurich and Sanders (1998).
Pinto and Walker (1978) were the first to conduct an ASTD study and also the first to use
the term Training and Development (T&D). The authors investigated the skills, knowledge, and
attributes for T&D professionals to succeed in their job responsibilities, using in a final
questionnaire comprising 92 multiple-choice items sent to over 14,000 ASTD members in the
US, Canada, and Mexico, and 500 to those in other countries. 2,790 questionnaires were
returned. After analysis, 91 activities were grouped under 14 categories: needs analysis and
diagnosis; determine training approach; program design and development; develop training
material; manage internal resources; manage external resources; conduct classroom training; jobor performance-related training; individual development planning and counseling; group and
organization development; training research; manage working relationships with managers;
manage the training and development function; and professional self-development (Pinto &
Walker, 1978, pp. 4–6).
While the authors’ study was used to provide a role model largely accepted in the T&D
field until Bernthal et al. (2004), it was limited due to its emphasis on determining what T&D
professionals did and overlooked future considerations. T&D non-professionals were excluded
from the study. It was also not, strictly speaking, a study focused on competencies; rather, it
appeared to focus more on determining the activities of T&D professionals.
In the study by Piskurich and Sanders (1998), an examination was made on the roles,
competencies, and work outputs required for T&D professionals to enact learning technologies
in their organizations; these roles, competencies, and work outputs were based on a study by
McLagan (1989). It was determined that T&D professionals must be able to keep up with new
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technologies, and this study filled a gap on how such technological advances can be able to
influence organizational behavior and employee performance (Piskurich & Sanders, 1998).
Competency Studies in Other Countries
A study was conducted in Korea by Lee (2009), with the goal of determining the
competencies required by human resource development (HRD) master’s degree graduate
students in Korea. HRD can be understood as another name for T&D professionals. Lee (2009)
used a quantitative method, Delphi technique, and combined it with qualitative in-depth
interviews, to accomplish the study’s goal. The results of the study were that all of the ASTD
competencies enumerated by Bernthal et al. (2004) were perceived by the respondents as “quite
important” and there was a considerable gap between this assessment and the actual levels of
expertise for Korean HRD master’s level graduates (Lee, 2009, p. 107). During the in-depth
interviews, Lee (2009) also noted that the participants of the study could make suggestions for
additional competencies especially relevant for their cultural context.
The literature on T&D competencies in the Middle East resulted in studies conducted in
the countries around the KSA, but none in the KSA. In the United Arab Emirates (UAE),
Rothwell and Al-Hamli (2004) used the survey instrument developed by Rothwell et al. (1999)
to reveal the competencies and roles needed by T&D professionals in the current environment
and (for five years later). The authors invited 20 organizations to participate (7 private and 13
government or semi-government from the Emirate of Dubai) due to time and financial
constraints, all of which have either participated in or won the Dubai Quality Award. 50
participants were selected from these organizations, all of whom could read and understand
English fluently, which was required as the authors used the survey instrument as it was
originally written, in English. 52% of the invited participants responded to the questionnaire.
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The results in Rothwell and Al-Hamli (2004) showed that T&D professionals in the UAE
emphasized the value of managerial over technical competencies. Leadership, interpersonal, and
business-related competencies were among those ranked at the top. This means that analysts,
evaluators, and managers are given the most importance by T&D professionals. Actual functions
related to training and developments are not seen to be as valuable. Perhaps T&D professionals
in the UAE do not view the technical side of T&D functions. This may be important to note for
this study, so its results may be seen in light of the results of other competency studies that were
conducted in other countries, especially in its close neighbor, the UAE.
Summary
The research on the competencies and areas of expertise needed for organizations to
survive and thrive in today’s fast-paced global economy reveals an in-depth understanding of
what exactly constitutes the role of a T&D professional within an organization. The evolution of
T&D can help organizations and employees improve and are ready for the challenges posed by a
world under rapid globalization. In this chapter, the movement of theory from training and
development to workplace learning and performance and back again to training and development
was traced to provide a clear and thorough understanding of the conceptual framework to be
used for this study.
A review of competency studies was also made to show how similar frameworks have
been applied in other countries. No competency studies have yet been conducted in the KSA.
Given the importance and evident utility of the comprehension of foundational competencies and
AOEs in other countries, it would therefore be useful for these concepts to be used in a study of
Saudi Arabia. The research design and methods for this current study will be presented in the
next chapter.
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Chapter 3
Research Methodology
This primary purpose of this quantitative study is to investigate the perceptions of
training and development (T&D) practitioners from the Kingdom of Saudi Arabia (KSA)
regarding the current importance and the future perceived importance of selected training and
development competencies. These competencies will include one area of expertise: training
delivery. Descriptive statistics of the demographic characteristics of T&D practitioners in the
KSA were also presented to provide a profile of the Saudi practitioners. The demographic
characteristics included: age, gender, years in the current position, educational attainment, type
of organizations, type of industry, and professional development of practitioners. First, the study
sought to develop a baseline profile of the study T&D practitioners in the KSA. Second, this
study described the relationships between the perceived importance of foundational and technical
competencies in terms of practitioners’ highest education level, and also compared the existing
competencies of practitioners from the KSA with those recommended by the 2013 ASTD model
in current and future expertise.
To fulfill the objectives of this study, the following research questions were addressed:
RQ1. What is the profile of the respondents, regarding their:
(a) Age,
(b) Gender,
(c) Years of experience in the current position,
(d) Educational attainment,
(e) Type of organization,
(f) Type of industry, and
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(g) Professional development of practitioners
RQ2. How do Saudi training and development practitioners rate the importance of
training delivery as an area of expertise both currently and in five years from now?
RQ3. How do the ratings of Saudi training and development practitioners of training
delivery as an area of expertise compare to the recommendations made by the 2013
ASTD model regarding current and future expertise?
This chapter discusses the methods used to conduct the proposed research study. The
research method and design are discussed first followed by the population, sample participants,
and sample size. Instrumentation is then presented with the data collection methods, validity and
reliability, the operational definition of the variables, data analysis methods, and ethical
assurances. The general steps considered in completing this study are presented in Figure 3.
A review of literature available through online database searches was conducted. Key
words such as training and development, training components, training and development in the
Kingdom of Saudi Arabia, and training competencies were used to review available literature in
this field. After thorough analysis of available studies, a research problem considering a gap in
literature, and in the actual research base that exist was formulated. The research questions
considered for this study was also crafted. To address the research questions, a research
methodology was designed specific for this study. Survey questions were identified and
uploaded to Qualtrics Survey for easier distribution. The research methodology and survey
questions were submitted for approval of the Institutional Review Board (IRB) before the study
commenced and the large organizations considered in this study. After which, the survey
invitations was be sent via email through organization, and agency contact person. Participants
were asked to sign the informed consent forms prior to completing the survey. After the survey is
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closed, the data were gathered and prepared for analysis. Data gathered were then tabulated and
inputted in SPSS. The results were analyzed through conducting statistical analyses in SPSS.
After which, the conclusions were drawn.

Figure 3. Flowchart of activities for completing this study.
Research Design
This study employed a quantitative comparative research design to examine whether
there are differences with the current and future perceptions of the level of importance on the
area of competencies of training delivery to be measured. A quantitative comparative research
design will best help this study achieve its research goal to discover the relationship between
current and future importance of the competencies required of Saudi practitioners, as outlined in
the 2013 ASTD model by Arneson et al. (2013). Quantitative research is seen as deductive and
confirmatory (Creswell, 2009). A quantitative comparative research design is non-experimental.
Therefore, it does not consider the cause-effect relationship of variables (Babbie, 2012).
However, a comparative research design is appropriate to analyze differences or relationships
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between two or more identified variables. This study represents a descriptive, correlational
approach.
The quantitative research design is most appropriate when the variables under
investigation are numerical. A survey instrument administered through an online survey tool
Qualtrics Survey gathered the quantitative data for this study. A survey design including the
demographic characteristics and the 2013 ASTD competency survey by Arneson et al. (2013)
measured the ratings regarding current and future importance of the competencies of training
delivery required of Saudi practitioners in training and development. The demographic section of
the questionnaire gathered the demographic information from participants, which include age,
gender, years of experience in the current position, educational attainment, type of organizations,
type of industry, and professional development of participants. The quantitative comparative
research design is appropriate for comparing perceptions on current and future importance of
competencies required of Saudi practitioners in training and development. Because the focus of
this study is examining the differences between the dependent variable given an independent
variable, a comparative research design is most appropriate (Bryman, 2012).
Conceptual Framework
The ASTD model for WLP was developed by Bernthal et al. (2004; see Figure 4) and
later reworked and refined by Arneson et al. (2013), who substituted the term training and
development for WLP. It provides the basic concepts for understanding workplace competencies
that professionals need today and the competencies they will need. The model moved away from
the hierarchical structure of employee roles and the areas of expertise; the pyramid structure used
by Bernthal et al. (2004) has not been replaced by a two-structure graphic model. Foundational
competencies are the competencies to be employed by organization to build more competencies,
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and these are objectively important, regardless of the organization, industry, or areas of
competencies in which a practitioner is in Arneson et al. (2013).
There are ten areas of expertise in 2013 ASTD model. These are: performance
improvement, instructional design, training delivery, learning technologies, evaluating learning
impact, managing learning programs, integrated talent management, coaching, knowledge
management, and change management (Arneson et al., 2013, pp. xx-xxi). Performance
improvement is the application of a systematic process of discovering and analyzing human
performance gaps to design and develop improvements to close those gaps (Arneson et al.,
2013). Instructional design is the design, creation, and development of informal and formal
learning solutions to meet the needs of an organization, and involves the analysis and selection of
the most appropriate strategy, methodologies, and technologies to augment the learning
experience and its impact on learners (Arneson et al., 2013). Training delivery involves the
responsive management toward learner needs, and contains both informal and formal learning
solutions that seek to engage the learner and produce the desired outcomes for them (Arneson et
al., 2013).
Learning technologies include the identification, selection, and application of the learning
technologies for the learner’s learning opportunity. Evaluating learning impact comprises the
gathering, organization, and analysis of information on the impact of learning solutions against
key business drivers and the meaningful presentation of that information to stakeholders.
Managing learning programs necessitates the leadership required to execute an organization’s
strategy, and plans, monitors, and adjusts the T&D projects and activities appropriately, based on
the needs of the organization. Integrated talent management builds an organization’s culture
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through the accrual, engagement, development, and retention of their talent pool, regarding their
organization’s goals (Arneson et al., 2013).

Figure 4. The 2013 ATSD Competency Model (Arneson et al., 2013, p. xvii)
Coaching involves using an interactive process to help individuals improve themselves
and their results, especially regarding their capability to set goals, take action, make better
decisions, and maximize their natural strengths. Knowledge management occupies the need to
identify and disseminate intellectual capital in a fruitful collaborative network within the
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organization. Change management involves the application of structured approaches to help ease
an organization’s individuals and teams toward the future (Arneson et al., 2013).
These foundational competencies and areas of expertise serve as the conceptual
framework for this study, which then help in answering the research questions. This study
focused on one-competency domain of training delivery. This domain appeared to be the most
important competencies for Saudi Arabia from the researcher’s perspective and also because no
research has been done on these areas specifically in Saudi Arabia by using T&D practitioners.
Extensive efforts and more time would be required to cover all the ten competencies.
Population and Sample
The target population for this study was T&D practitioners from the KSA who meet the
following criteria: the participants will (a) be over 18 and have had at least one post-secondary
degree, and are currently employed, (b) have worked in at least one of these disciplines: Training
and Development, Organization Development, Career Development, Human Resource
Management, or Human Resource Development, and other similar areas, such as workers’
compensation and occupational health and safety.
Identification of participants was a difficult task because of a lack of KSA professional
organizations, differences of occupational titles and educational backgrounds, and differences in
organizational structures. Therefore, to identify of T&D practitioners in the KSA, the researcher
(1) contacted the Saudi Arabia Chamber of Commerce, (2) searched business directories on the
internet, and (3) contacted training and education institutions and centers in the KSA to ask for
company contacts. The researcher used a variety of sources to identify a population from which
to identity a study sample.
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A convenience sampling technique was used to recruit participants for the study. A
convenience sampling technique is a non-probability sampling method, which is based on the
willingness and the availability of the potential participants to participate in the study (Leedy &
Ormrod, 2010). Before sampling, a pilot study was conducted to determine how many potential
participants are available for this study. All prospective participants are provided with an
invitation to participate in the study. However, only those who agree to participate in the study
were considered in the data collection phase (Leedy & Ormrod, 2010).
Power analysis was conducted to determine the required sample size of the study. Power
analysis was conducted using the sample size calculator called G*Power v3.1.0. The calculation
of the sample size considered three factors of power analysis, the effect size, confidence level
and the significance level (Faul, Erdfelder, Buchner, & Lang, 2009). In this study, a power of
80% will have 80% confidence on the results of the statistical analyses. A power of 80% is also
the statistics standard considered in most studies (Cozby, 2009). To ensure that the analysis is
not too strict or too lenient, a medium effect size of 0.25 was utilized. A significance level of
0.05 was utilized for the statistical analysis. Therefore, considering these factors and using a oneway ANOVA involving three independent groups, it was determined that the minimum sample
size is 159 participants. A minimum of 159 T&D practitioners from the KSA should be recruited
and should participate in the study. The results of the G*Power calculation is presented in
Appendix F.
The online survey tool called Qualtrics Survey was utilized. Using an online survey tool
allows participants to complete the survey at their own convenient time and location. The
invitation to participate in the study was distributed among training departments of large
organizational departments in Saudi Arabia. These large organizational departments include but
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are not limited to Aramco, SABIC, Saudi Airlines, Saudi Telecom Company, and Rashad Fakiha
Group, which their organizational information may be obtained, from Saudi Chamber of
Commerce and Industry. Given the time constraints and the large number of participants required
for this study, the invitations to participate in this study was sent to large organizations in Saudi
Arabia, as they would be more likely to employ T&D practitioners who meet the aforementioned
criteria. The contact information of large organizations in Saudi Arabia was obtained from the
Saudi Chamber of Commerce and Industry. Considering a response rate of 20%, the researcher
invited at least 795 participants to ensure that the minimum number of 159 will be achieved.
Non-respondents were contacted by phone, comprised of 10 percent of the survey sample, and if
they indicate that they have not completed the questionnaire, they may be asked to answer the
questionnaire over the phone (Dillman, Smyth, & Christian, 2014). After which, a comparison
was made between the results of the surveys received and the surveys administered over the
phone to reveal possible statistical differences. The information to be collected from the
participants was be used in answering the research question. Analysis of the data included the
use of descriptive statistics (frequencies, percentages, mean values, and mean rankings), paired-t
tests, one-way analysis of variance (ANOVA), and post hoc tests of multiple comparisons.
Instrumentation
A survey instrument gathered data for this study. A panel of experts comprised of three
members was formed to assess and help establish content validity. The validity of this instrument
was established by the steps the authors took to strengthen its reliability: a reliance on subject
experts to evaluate its limitations or deficiencies, in-depth interviews being conducted with
nearly dozen strategically oriented thought leaders, one-on-one interviews and focus groups with
nearly 50 Certified Professional in Learning and Performance practitioners with expertise in
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more or more Areas of Expertise (Arneson et al., 2013). The language of the survey was
translated from English to Arabic after conducting the pilot study with 50 T&D practitioners.
The survey was not translated in the beginning and then translated to Arabic thereafter. Outgoing
Ph.D. Students in the Arabic program at the Comparative Literature Department at Penn State
University conducted the translation.
The use of participant related biographic survey items and the 2013 American Society
Training and Development (ASTD) competency survey by Arneson et al. (2013) were used to
measure the constructs considered in this study. The biographic items included questions
identifying the age, gender, ethnicity, and education level of participants. The ASTD items is
based on the ASTD model which considered the following areas of expertise: performance
improvement, instructional design, training delivery, learning technologies, evaluating learning
impact, managing learning programs, integrated talent management, coaching, knowledge
management, and change management (Arneson et al., 2013, p. xvii). However, for this study,
the items on the survey focused on one competency only namely training delivery. Participants
were asked to rate the level of importance of each competency based on a six-point Likert-type
scale where in 0 denotes not needed for your job, 1 denotes minor importance, 2 denotes some
importance, 3 denotes important, 4 denotes very important, and 5 denotes extremely important.
The responses of participants were tabulated to measure the dependent variables considered in
this study. The survey questionnaire used in this study is presented in Appendix G. The sequence
for development of the survey and data collection is summarized in following sequence.
Sequence for Development of Survey Instrument and Data Collection
Three research questions were developed to guide this study:
1. Develop biographic profile of study T&D participants
2. Comparison of competency importance ratings current and 5-years hence

41
3. Comparison of importance ratings by Saudi Arabian participants with 2013 ASTD
ratings
Develop survey draft using Qualtrics Survey:
1. Part 1 will include letter of introduction and information related to confidentiality of
responses and informed consent
2. Part 2 will include biographic items used to develop a profile of participants
3. Part 3 will include the ASTD knowledge items grouped within the one area of
Training Delivery
Review of survey draft by panel of experts:
1. Panel of experts will include 3 individuals with representation by Saudi Arabian
practitioners and academic T&D professionals.
2. Review draft for content validity by examining whether the terminology in the items
make sense for the Saudi Arabia T&D context.
3. Revise the draft survey based on feedback from panel of experts.
Conduct Pilot Study:
1. Identify approximately 50 T&D practitioners representative of the study participants.
These 50 will not be included in the actual study.
2. Follow same procedures being used in the actual study to determine how well the data
collection procedures work.
3. Examine the results of the pilot study for overall response rate and also for issues
related to completion of the survey (missing data).
4. Make final adjustments in study survey and in proposed data collection procedures
based on pilot study information.
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5. Translated the language of the survey to Arabic after the pilot study with 50 T&D
practitioners. Ph.D. Students in the Arabic program at the Comparative Literature
Department at Penn State University conducted the translation.
Select Actual Study Sample:
1. Identify key contact person in each of the organizations selected for participation.
2. Share proposed e-mail correspondence and survey with personnel to obtain support
from each respective organization.
3.

Make arrangements for each organization to provide access to potential study
participants.

4. Identity number of T&D practitioners in each organization.
5. Decide whether all or a sample of T&D practitioners will be surveyed.
6. Assess whether number of T&D practitioners in all participating organizations meets
requirements obtained in power analysis.
7. Finalize plans for actual data collections process with each organization involved in
study.
Data collection process based on Donald Dillman’s tailored design method (TDM):
1. First mailing with cover letter, consent form, and access site for survey.
2. Second mailing approximately 2 weeks after first mailing (includes modified cover
letter, informed consent, and access site for survey).
3. Third mailing approximately 4 weeks after first mailing (includes modified cover
letter, informed consent and access site for survey).
Accessing data and initial examination of data:
1. Download data from Survey Qualtrics into SPSS data file
Date stamp downloaded data to compare early with later responders
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2. Use SPSS to identify missing value patterns.
3. Decide how to handle missing data.
4. Calculate return rate.
5. Complete any data modifications for analysis.
6. Start data analysis for research questions.
Details of the data collection:
Get approval from large organizations to participate in the research:
1. Identify key contact person in each potential participating organization and request a
meeting to discuss organization participating in the research study
2. Prior to the meeting share documentation with contact person (materials currently in
my appendices cover letter, informed consent, survey, etc.)
3. After the contact person has had a chance to review the materials meet to discuss any
questions they may have and hopefully to receive approval
a.

Develop details for best ways to send electronic survey materials to participants
and tailor specific changes necessary for each organization. It will be important to
have a specific cover letter personalized by the appropriate person for each
organization.

b. Develop best procedures to follow up non respondents for each participating
organization
c. Ask for list or count of number of potential eligible employees to participate in
the study so accurate response rate can be calculated
d. Work out details for how to best communicate within each organization the
details for assuring anonymity and confidential treatment of the data.
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Distribute/Sent invitation to participate in the study, Sign informed consent form, and complete
the survey questionnaire:
1. Send pre survey letter from appropriate contact person on July 01
2. Send electronic survey
a. 1st mailing on July 15
b. 2nd mailing on July 29
c. 3rd mailing on August 12
Gather data from Survey Qualtrics, and prepare data for analysis:
1.

Download data into SPSS file early part of September

2. Check for missing data
3. Check for non realistic responses (obvious response patterns)
4. Decide how to treat missing data by using pair wise deletion in SPSS or replace
missing data with SPSS imputation program
Analyze data and interpret results:
1. Examine research questions variables and identify type of data for each variable
(nominal, ordinal, IR)
2. For IR variables check normality using SPSS explore program
3. Check statistical assumptions for t test or ANOVA such as normality and equal
variance.
4. Run ANOVA program and use Scheffe post hoc test to identify specifically where
differences exist.
5. Develop tables and write narrative for results.
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Pilot Study
A pilot test conducted to determine the response rate of the survey to be conducted, as
well the number of completed questionnaires. The pilot group selected from a company with 50
T&D professionals. The initial sample size revised based on the response rate and number of
completed questionnaires obtained from the pilot study. Initially, a pilot study involving a web
survey was conducted in April 2015. The questions of the survey were uploaded on the Survey
Qualtrics website. The survey was sent to 50 practitioners.
Variables and Statistical Procedures
The two main dependent variables for this study were the current perceived ratings and
future perceived importance ratings of each of the three foundational competencies, and the
current importance of one area of expertise on training delivery. This competency was selected
given the time it would take to measure all the areas of expertise. This limitation to focus to just
one area of expertise may also help ensure that the respondents will fill out the surveys to
completion, as they may be less likely to fill out long surveys due to their own time constraints.
The independent variable was the highest education levels, which is classified into three levels:
practitioners with a bachelor’s degree or lower, practitioners with a master’s degree, and
practitioners with a degree higher than a master’s degree. The participants’ education levels I
focused on classifying the participants because their levels of experience and exposure to the
field often mark T&D practitioners. In the ASTD competency survey, 62% of the sample had a
master’s degree or higher, with 94% having had over five years of experience in their field
(Arneson et al., 2013). These statistics were claimed to indicate that the sample for the ASTD
survey that informed the findings of Arneson et al. (2013) were well-equipped to make
judgments about the competencies “required for success in the training and development
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profession” (p. 46). Given this, it would therefore be useful to note the education levels of the
respondents for the survey answers to be more reliable for this study.
Data Collection
The initial priority is to obtain approval from the Institutional Review Board (IRB). After
obtaining approval from the IRB, a letter of intent to conduct the study was sent to the large
organizations in the KSA with T&D practitioners considered in this study. The organizations
include but not limited to Aramco, SABIC, Saudi Airlines, Saudi Telecom Company, and
Rashad Fakiha Group, which are obtained, from Saudi Chamber of Commerce and Industry.
These are the five companies that were considered in this study because of their management
style and the status of the companies in Saudi Arabia. These companies are considered the
largest companies in Saudi Arabia that are focused on making change and improve through
training and development. The management style of these companies is directed towards using
training and development in enhancing current practices within their organizations to improve
operations.
The letter of intent included a brief background of the study and the purpose and the role.
Once the organizations have allowed the researcher to administer the data collection of the study,
an email invitation was be sent to all T&D practitioners that qualify based on the inclusion
criteria. The administrators were asked to provide email addresses of prospective participants
who qualify with the inclusion criteria. The email invitation also included a brief background of
the study, the purpose of the study, the role, and the link to the survey questionnaire in Survey
Qualtrics.
Once participants have shown their intent to participate in the study through clicking the
link to Survey Qualtrics, participants were asked to sign an informed consent form which was in
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their agreement or disagreement to participate in the study. If participants agree to participate,
they were directed to the actual survey questionnaire. The first part of the survey questionnaire
includes questions on demographic characteristics. The second part reflects the 2013 ASTD
competency survey. After completion of the survey, the participants were thanked for their
participation in the study.
Follow-up emails were sent in case there are insufficient number of respondents gathered.
Once at least 159 participants have completed the questionnaire, the data from Qualtrics Survey
were downloaded and prepared for analyses. The data were saved in a password-protected
computer to ensure the confidentiality of participants. There was no identifiable information
collected to ensure anonymity of participants. All data will be destroyed three years after
completing the study.
Data Analysis
A one-way ANOVA were performed to determine the relationship of education level on
the perceptions of the current importance of T&D competencies of training delivery.
One-way ANOVA determined the relationship of education level on the perceptions of the
current and future importance of T&D competencies. The ANOVA was used to determine
whether a single or multiple categorical variables significantly explain the variation in a
continuous dependent variable (Cozby, 2009). The one-way Analysis of Variance (ANOVA)
was a between groups measure of mean differences of the current and future importance of T&D
competencies among different education level group. ANOVA tests the null hypothesis that the
means of all the independent groups being compared are equal or no significant difference, and
produces a statistic called F which is equivalent to the t-statistic from a t-test. The current and
future importance of T&D competencies in Saudi are tested by ANOVA if they are equal or not
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equal across the different education level. The null hypothesis is rejected ones the computed pvalue is equal or less than the level of significance of 5%. This indicates that the current and
future importance of T&D competencies are different across the different education level groups
indicating there is significant relationship. If proved there is a significant relationship between
the independent and dependent variables then a post hoc test would be conducted to determine
which categories of the independent variables significantly differed from one another regarding
the average scores of the dependent variable observed for each category. Significant F-tests was
followed up using Scheffe’s Least Significant Difference. This would allow one to compare
which education level group has different current and future importance of T&D competencies
of training delivery.
Paired sample t-test was conducted to determine whether the current and future perceptions
of the level of importance for each of the foundational competencies and the one area of
competence to be measured of training delivery were different or not. The dependent variable
was the perceptions of the level of importance one area of competence while the independent
variable was paired groups of current and future perceptions. The paired t-test compares
dependent data. It computes the mean difference between the two variables for each case, and
tests to see if the average difference differs significantly from zero. Paired t-test is used when
two samples are related observations and came from matched individuals or from a same
individual. For this case, the samples are related since it is the aim to compare the current and
future perceptions of the level of importance for each of the one area of competencies. The Null
Hypothesis for this test is if there is no significant difference between the means of the two
variables. The null hypothesis will be rejected once the computed probability value of the test
statistic (t-test) is less than or equal the level of significance or alpha level. As a standard, the
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level of significance is set at 5%. If the null hypothesis is rejected, the conclusion that there is a
difference in the mean populations of the two variables was accepted.
Last, overall averages were compared between the statistics for international practitioners
and practitioners from the KSA regarding the importance of T&D competencies. This assesses
whether the same independent (predictor) variables will be significant at the current level of
performance. Descriptive statistics were conducted using measures of central tendency of mean,
standard deviation, minimum, and maximum values to make a comparison of the perceptions of
current and future importance of T&D competencies of practitioners from the KSA. Descriptive
statistics differs from inferential statistics because descriptive statistics describes what the data
set displays; whereas, with inferential statistics draws conclusions about the population from the
sample statistics.
Table 1.
Summary of Statistical Techniques for Data Analysis
Research Question

Statistical Analysis

Research Question #1

Descriptive Statistics

Research Question #2

Descriptive Statistics
ANOVA, paired samples t-test

Research Question #3

Comparison

Ethical Considerations
Because the study utilized humans as participants, it is necessary to consider ethical
assurances. It is critical to ensure that human participants are protected throughout the study. For
this study, participants were protected through an informed consent form and confidentiality. An
informed consent form ensured that participants know of the conditions of the study. The
informed consent form describes the rationale for the study, the premise of the study, and the
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purpose of the study. The informed consent form also informs the participants they may
withdraw from the study without reprisal or loss of benefit or penalty. Eligible participants were
informed that the current study may be published in a nationally recognized peer-reviewed
journal and that any personal information and the results of their particular surveys will be kept
confidential. Potential participants were also informed that participation in the current study
poses no foreseeable risks for participating in the study. Prior to permitting eligible participants
access to the survey website, signed informed consent waivers were required.
To ensure confidentiality, both confidentiality and anonymity were enforced throughout
the study. To further, protect the confidentiality of the study participants, the collected data were
secured under password protection. Assuring participants of their confidentiality encourages
participants to be honest when responding to survey questions (Cozby, 2009).
Participants were asked to omit any personal information such as the name and address or
other pertinent information that could identify and locate the participant. The retention period of
all surveys and documentation used for the current study will be three years beginning on the
date the current study is approved after submittal. Deletion of the information was completed
only upon request by the participants should they wish their survey results be removed from the
study or after the study’s completion. Only aggregate and statistical data from the study will be
provided upon request.
In terms of Human Subject Approval, this study received approval to conduct this study
from the Institutional Review Board (IRB) at The Pennsylvania State University (PSU) prior to
beginning data collection. Appendix C contains the approval letter and the pre-constructed
surveys to be used in this study were submitted to the IRB for review. The IRB approval
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constitutes a confirmation that the proposed data collection methodologies outlined for this study
conform to standard Human Subject Approval standards.
Summary
This proposed study considered the use of a non-experimental quantitative comparative
research design. This study investigated the perceptions of training and development (T&D)
practitioners from the KSA regarding the importance of selected training and development
competencies and in the next five years. The perceptions of T&D practitioners from the KSA
regarding the current and future importance of the selected training and development
competencies were be compared, and recommendations were given based from this comparison.
A discussion regarding the recommendations for T&D practitioners drawn from the results and
comparing them to those made by the 2013 ASTD model regarding current and future expertise
was done in the closing chapter of this study. The target population was T&D practitioners from
the KSA who meet the following criteria: the participants were (a) be over 18 and have had at
least one post-secondary degree, and are currently employed, (b) have worked in at least one of
these disciplines: Training and development, Organization Development, Career Development,
Human Resource Management, or Human Resource Development, and other similar areas, such
as workers’ compensation and occupational health and safety. A convenience sampling
technique was utilized for the study. All potential participants were invited to participate in the
study.
At least 159 participants were collected to ensure at least 80% power for the results of the
statistical analyses. Qualtrics Survey was employed to assist in collecting the responses. The
questionnaires considered for this study included a demographic questionnaire and the 2013
ASTD competency survey. To analyze the data collected in this study, ANOVA and paired
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samples t-test analysis were considered. A significance level of .05 was utilized for all statistical
analyses.
Chapter 4 discusses the description of participants gathered for the study. Chapter 4 also
provides a presentation of data collected and the results of the data analysis. An analysis of the
results based on statistical terms will also be provided in Chapter 4. Chapter 5 discusses
conclusions and recommendations drawn from the study. Chapter 5 expound on the results and
the implications of the results for practice and for future studies.
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Chapter 4
Results and Analysis
The purpose of this quantitative study was to investigate the perceptions of training and
development (T&D) practitioners from the KSA regarding the current importance and the future
(five years hence) perceived importance of selected training delivery competencies. Paired
sample t-test was conducted to determine whether significant differences existed in the current
importance ratings and the future perceived importance ratings of the selected training delivery
competencies and key knowledge areas and actions of training delivery competencies. These
research questions guided the statistical analysis:
RQ1. What is the profile of the respondents, regarding their: (a) Age, (b) Gender, (c)
Years of experience in the current position, (d) Educational attainment, (e) Type of
organization, (f) Type of industry, and (g) Professional development of practitioners?
RQ2. How do Saudi training and development practitioners rate the importance of
training delivery as an area of expertise both currently and in five years from now?
RQ3. How do the ratings of Saudi training and development practitioners of training
delivery as an area of expertise compare to the recommendations made by the 2013
ASTD model regarding current and future expertise?
This chapter presents the results of the quantitative analyses used to address the research
questions. The study results are presented in tables with descriptive narratives that summarize the
results. First a synthesis of the demographic information for the sample is presented. Descriptive
statistics summaries regarding the perceptions of the current and future importance ratings of
training delivery and key knowledge areas and actions of training delivery competencies are also
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presented. Before presenting the statistical analysis results for the inferential statistics the
researcher summarizes the results regarding the normality and homoscedasticity checks. Then,
the results of the ANOVA and paired sample-test analyses are presented.
Demographic Information of the Sample
The study sample was comprised of 249 T&D practitioners from the KSA. Frequency
and percentage summaries were used to summarize the sample data of the categorically
measured demographic variables. The demographic information included age, gender, years of
experience in current position, and highest educational attainment. This analysis addressed
research question one. The data are summarized in Table 2.
The age of the 249 T&D practitioners from the KSA varied. There were 67 (26.9%) that
were aged 36 to 40 years old, 48 (19.3%) aged 31 to 35 years old, 40 (16.1%) aged 41 to 45
years old, 38 (15.3%) aged 26 to 30 years old, and 27 (10.8%) aged 46 to 50 years old. The
majority of the 249 T&D practitioners were male (198; 79.5%). For the years of experience in
the current position of the T&D practitioners from the KSA, approximately half of the
respondents have very few years (< 11 years) of experience where 74 (29.7%) have less than 5
years of experience and 54 (21.7%) have 6 to 10 years. Regarding the highest level of
educational attainment for the 249 T&D practitioners a majority indicated either Bachelor’s
degree or lower (101; 40.6%) or Master’s degree (111; 44.6%).
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Table 2.
Frequency and Percentage of Demographic Information of Respondents (n = 249)
Variable and level
Age
18 to 25 years old
26 to 30 years old
31 to 35 years old
36 to 40 years old
41 to 45 years old
46 to 50 years old
51 to 55 years old
56 to 60 years old
Above 60 years old
Missing
Gender
Male
Female
Missing
Years of experience in your current position
Less than 5 years
6 to 10 years
11 to 15 years
16 to 20 years
Above 20 years
Missing
Highest educational attainment
Bachelor's degree or lower
Master's degree
Degree higher than a master's degree
Missing

Frequency

Percent
9
38
48
67
40
27
8
4
6
2

3.6
15.3
19.3
26.9
16.1
10.8
3.2
1.6
2.4
0.8

198
48
3

79.5
19.3
1.2

74
54
43
36
34
8

29.7
21.7
17.3
14.5
13.7
3.2

101
111
32
5

40.6
44.6
12.9
2

Descriptive Statistics Summaries of Perceptions of the Current and Future Importance
Ratings of Training Delivery and Key Knowledge Areas and Actions of Training Delivery
Competency
Descriptive statistics of means and standard deviation were used to summarize the data of
the continuous measured study variables regarding the current importance and the future
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perceived importance of the selected training delivery competency and key knowledge areas and
actions of training delivery competency by T&D practitioners. The importance rating was
measured using a 6-point scale from 0 (Not needed for your job) to 5 (Essential to your job).
Higher scores indicate greater importance of the training delivery competency and the key
knowledge areas and actions that are related to training delivery competency to successful
performance of the job as a T&D practitioner. These analyses address research questions two and
three. The descriptive statistics are summarized in Tables 3 and 4. Tables 5 and 6 summarize the
percentage distribution of survey responses patterns for the current and future importance ratings
for key knowledge areas and actions of training delivery. The data in Tables 5 and 6 showed that
regardless of current importance or future importance, the T&D practitioners overwhelmingly
rated the importance of the items very high. Very few of the practitioners rated the items low.
The mean comparison showed that the perceived importance of the selected training
delivery competency had a slightly higher mean rating in the future (M = 5.37) than the current
rating (M = 5.18). This means that the perceived importance of the selected training delivery
competency on the job as a T&D practitioner was more important in the future than for the
current importance on the job as a T&D practitioner.
The mean comparison showed that the perceived importance of all 11 key knowledge areas
related to training delivery competency of learning theories; various instructional methods; ways
to facilitate informal learning and build learning communities; various delivery options/media;
existing and emerging learning technologies and support systems; facilitation and presentation
techniques and tools; individual learning modalities; organizational or cultural differences in
learning preferences, communication, and classroom behavior; own personal learning
preferences; familiarity with content being taught and how the solution addresses the need; and
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legal and ethical issues relevant for delivering training all have higher ratings in the future than
the current ratings. This means for the perceived importance of all 11 key knowledge areas
related to training delivery competency were more important in the future than for the current
importance on the job as a T&D practitioner.
The mean comparison showed that the perceived importance for 9 out of 12 key
knowledge actions related to training delivery of prepares for training delivery; conveys
objectives; aligns learning solutions with course objectives and learner needs; creates a positive
learning climate; delivers various learning methodologies; encourages participation and builds
learner motivation; delivers constructive feedback; ensures learning outcomes; and evaluates
solutions have higher ratings in the future than the current ratings. This means that the perceived
importance of these 9 key knowledge actions related to training delivery competency were
slightly more important in the future than for the current importance on the job as a T&D
practitioner. On the other hand, the perceived future importance for 3 out of 12 key knowledge
actions related to training delivery competency of manages the learning environment; establishes
credibility as instructor; and facilitates learning have slightly lower ratings in the future than the
current ratings. This means that the perceived importance of these 3 key knowledge actions
related to training delivery competency were more important in the current need of the job than
for the future importance on the job as a T&D practitioner.
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Table 3
Descriptive Statistics Summaries of Perceptions of the Current and Future Importance Ratings
of Key Knowledge Areas of Training Delivery
Key Knowledge Areas
Delivering informal and formal learning solutions
in a manner that both engages the learner and
produces desired outcomes; managing and
responding to learner needs; ensuring that the
learning is made available in effective platforms
and delivered in a timely and effective manner.
1. Learning theories
2. Various instructional methods
3. Ways to facilitate informal learning and build
learning communities
4. Various delivery options/media
5. Existing and emerging learning technologies and
support systems
6. Facilitation and presentation techniques and tools
7. Individual learning modalities
8. Organizational or cultural differences in learning
preferences, communication, and classroom
behavior
9. Own personal learning preferences

Current
Future

Current
Future
Current
Future
Current
Future
Current
Future
Current
Future
Current
Future
Current
Future
Current
Future

Current
Future
10. Familiarity with content being taught and how
Current
the solution addresses the need
Future
11. Legal and ethical issues relevant for delivering
Current
training
Future
Response scale: 6-point scale from 0 (Not needed) to 5 (Essential)

Std.
Mean N
Deviation
5.18
236
1.07
5.37
236
1.03

4.66
4.81
5.04
5.12
4.93
5.13
4.97
5.12
4.70
4.95
5.18
5.20
4.84
4.97
4.73
4.88

238
238
235
235
238
238
238
238
239
239
239
239
231
231
236
236

1.19
1.25
1.05
1.07
1.06
1.05
1.08
1.11
1.35
1.28
1.05
1.07
1.18
1.16
1.20
1.16

4.71
4.82
4.88
4.92
4.94
5.07

239
239
235
235
237
237

1.16
1.23
1.13
1.21
1.25
1.16
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Table 4
Descriptive Statistics Summaries of Perceptions of the Current and Future Importance Ratings
of Key Knowledge Actions of Training Delivery Competency
Key Knowledge Actions
1. Manages the learning environment

Current
Future
2. Prepares for training delivery
Current
Future
3. Conveys objectives
Current
Future
4. Aligns learning solutions with course objectives
Current
and learner needs
Future
5. Establishes credibility as instructor
Current
Future
6. Creates a positive learning climate
Current
Future
7. Delivers various learning methodologies
Current
Future
8. Facilitates learning
Current
Future
9. Encourages participation and builds learner
Current
motivation
Future
10. Delivers constructive feedback
Current
Future
11. Ensures learning outcomes
Current
Future
12. Evaluates solutions
Current
Future
Response scale: 6-point scale from 0 (Not needed) to 5 (Essential)

Mean
5.20
5.13
5.08
5.12
5.12
5.20
5.12
5.15
5.26
5.22
5.29
5.32
5.17
5.22
5.15
5.13
5.22
5.24
5.16
5.17
5.19
5.27
5.10
5.28

Std.
N
Deviation
239
1.02
239
1.17
238
1.23
238
1.19
237
1.06
237
1.01
240
1.10
240
1.10
240
1.04
240
1.15
241
1.01
241
1.03
241
1.00
241
1.05
242
1.06
242
1.14
242
1.03
242
1.09
239
1.06
239
1.13
240
1.07
240
1.03
240
1.08
240
0.99
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Table 5
Distribution of Responses for Key Knowledge Areas Currently and In the Future
1
Not Needed
2
3
4
Row %
Row %
Row %
Row %
Manages the learning environment
Current
1.2
0.8
4.9
12.7
Future
1.7
3.8
3.8
12.1
Prepares for training delivery
Current
2.5
3.7
4.1
10.7
Future
1.3
4.2
6.3
8.4
Conveys objectives
Current
1.7
1.2
5
11.2
Future
0.8
1.7
3.3
14.2
Aligns learning solutions with course objectives and learner needs
Current
1.6
2.1
3.7
15.2
Future
0.8
3.7
3.3
12.9
Establishes credibility as
Current
1.6
1.6
1.6
12.8
Future
2.5
2.1
2.9
11.2
Creates a positive learning climate
Current
1.6
0.8
2.9
11.5
Future
1.2
1.7
3.3
9.5
Delivers various learning methodologies
Current
0.8
2
3.3
12.7
Future
0.8
2.9
3.7
9.5
Facilitates learning
Current
1.2
1.6
4.9
13.1
Future
2.1
3.3
2.5
10.7
Encourages participation and builds learner motivation
Current
1.2
1.2
4.5
11.9
Future
2.5
2
1.6
12.3
Delivers constructive feedback
Current
1.2
2.9
2.1
12.8
Future
1.2
4.1
3.3
8.7
Ensures learning outcomes
Current
1.7
0.8
4.5
13.6
Future
1.2
1.7
3.7
9.1
Evaluates solutions
Current
0.8
1.7
7.4
12.4
Future
0.8
1.7
4.1
8.3
Key Action
Item

6
Essential
Row %

5
Row %
31.1
27.5

49.2
51.3

30.9
28.9

48.1
51

36.9
30.1

44
49.8

29.6
29.5

47.7
49.8

29.6
26.1

52.7
55.2

28.8
25.6

54.3
58.7

35.7
31.4

45.5
51.7

32.4
34.2

46.7
47.3

30.5
27.5

50.6
54.1

33.9
33.2

47.1
49.4

28.1
30.7

51.2
53.5

31
31.8

46.7
53.3
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Table 6
Distribution of Responses for Key Actions Currently and in the Future
1
6
Key
Knowledge
Not Needed
2
3
4
5
Essential
Area Item
Row %
Row % Row % Row % Row %
Row %
Learning theories
Current
0.7
4.8
10.3
23.2
32.4
28.7
Future
1.2
5
9.9
16.1
30.6
37.2
Various instructional methods e.g. discussion, exercises, self-directed learning
Current
0.8
1.2
6
17.7
30.9
40.6
Future
2.5
7.6
13.6
27.1
49.2
0
Ways to facilitate informal learning and build learning communities e.g. leveraging
Current
0.4
2
8.6
20.9
32
36.1
Future
0.8
2.1
5.4
12.9
33.3
45.4
Various delivery options/media e.g. online classroom, mobile, multimedia
Current
0.4
1.6
9.9
15.2
35
37.9
Future
0.8
2.5
7.5
10
30.5
48.5
Existing and emerging learning technologies and support systems
Current
2
6.6
10.7
18.9
25.4
36.5
Future
1.7
5.4
8.3
10.4
29.5
44.8
Facilitation and presentation techniques and tools
Current
0.4
2.1
6.6
11.5
29.6
49.8
Future
0.8
2.9
4.1
12
28.2
51.9
Individual learning modalities
Current
2.6
1.7
8.1
19.6
33.6
34.5
Future
1.7
2.1
8.1
14.5
32.3
41.3
Organizational or cultural differences in learning preferences, communication, and
classroom behavior
Current
0.4
5.4
10.8
20.4
30.4
32.5
Future
0.8
4.2
8
15.5
35.3
36.1
Own personal learning preferences
Current
1.6
2.5
11.1
21.8
35
28
Future
1.7
4.6
8.8
15.4
34.2
35.4
Familiarity with content being taught and how the solution addresses the need
Current
0.8
5
6.3
17.2
37.2
33.5
Future
2.1
3.8
5.9
15.2
32.9
40.1
Legal and ethical issues relevant for delivering training
Current
2.5
3.3
7
15.3
30.6
41.3
Future
1.3
2.5
8.4
10.5
30.3
47.1
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Normality Testing of Study Variables
Prior to conducting the statistical analysis to address the study research questions,
normality testing of the study interval scale of measurement variables was completed. In order to
use parametric inferential statistical tests such as paired t-test and one-way ANOVA, a statistical
assumption is that the data for the interval scale of measurement variable(s) represents a fairly
normal distribution (Tabachnick & Fidell, 2007). The researcher investigated the skewness and
kurtosis values and examined histograms to assess normality. Normality testing was conducted
on the study variables which include the different dependent variables of current importance and
the future perceived importance of the selected training delivery competency; key knowledge
areas and actions of training delivery competency.
Appendix K summarizes the skewness and kurtosis statistics of the data of the different
study variables. Examining the information in Appendix K, the skewness statistic values were
between -2.15 and -0.74, while the kurtosis values were between -0.25 and 5.12. The skewness
statistics of all study variables were not greater than three (Kline, 2005) indicating that the data
for the study variables were acceptable normally distributed. Additionally, the study included
approximately 240 participants. The larger the number of participants means that the results from
t-test and One-way ANOVA are more robust (Field, 2009).
Test of Homoscedasticity or Equality of Variance
Tests for homoscedasticity or equality of variances of each of the dependent variables on
each category of the independent variable of education level were conducted using the Levene’s
test. Table 7 shows the results. The result of the Levene’s test shows that there were equality of
the variances across each of the current importance and the future perceived importance of the
selected training delivery competency key knowledge areas and actions of training delivery
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competency except for the future perceived importance rating of training delivery competency
(F(2, 229) = 3.60 p = 0.03), current importance rating of the key knowledge area of legal and
ethical issues relevant for delivering training (F(2, 235) = 6.20 p < 0.001), and future perceived
importance rating of the key knowledge area of organizational or cultural differences in learning
preferences, communication, and classroom behavior (F(2, 231) = 3.83 p = 0.02) because the pvalues were less than the level of significance of 0.05. If the p-value in the Levene’s test was
greater than 0.05, the null hypothesis that the variance in the dependent variable is equal across
each category of the independent variable of education level is retained. However, the ANOVA
is robust to violations of the assumption of homogeneity of variances provided the ratio of the
largest group variance or standard deviation is not more than three times the smallest group
variance or standard deviation (Kline, 2005).
The ratio of the largest and smallest standard deviations of the current importance and the
future perceived importance of the selected training delivery competency; key knowledge areas
and actions of training delivery are summarized in Table 8. All the variables have standard
deviation ratios less than three between the two groups of education level with largest and
smallest standard deviation, so the ANOVA can be conducted.
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Table 7
Test of Homogeneity of Variances of Study Variables

Delivering informal and formal learning solutions in a manner
that both engages the learner and produces desired
outcomes; managing and responding to learner needs;
ensuring that the learning is made available in effective
platforms and delivered in a timely and effective manner.
(Current)
Delivering informal and formal learning solutions in a manner
that both engages the learner and produces desired
outcomes; managing and responding to learner needs;
ensuring that the learning is made available in effective
platforms and delivered in a timely and effective manner.
(Future)
1. Learning theories (Current)
2. Various instructional methods (Current)
3. Ways to facilitate informal learning and build learning
communities (Current)
4. Various delivery options/media (Current)
5. Existing and emerging learning technologies and support
systems (Current)
6. Facilitation and presentation techniques and tools (Current)
7. Individual learning modalities (Current)
8. Organizational or cultural differences in learning
preferences, communication, and classroom behavior
(Current)
9. Own personal learning preferences (Current)
10. Familiarity with content being taught and how the solution
addresses the need (Current)
11. Legal and ethical issues relevant for delivering training
(Current)
1. Learning theories (Future)
2. Various instructional methods (Future)
3. Ways to facilitate informal learning and build learning
communities (Future)
4. Various delivery options/media (Future)
5. Existing and emerging learning technologies and support
systems (Future)
6. Facilitation and presentation techniques and tools (Future)
7. Individual learning modalities (Future)

Levene
statistic

df1

0.70

2

234

0.50

3.60

2

229

0.03*

0.55
0.48

2
2

234
234

0.58
0.62

0.22

2

236

0.81

0.87

2

235

0.42

0.10

2

236

0.90

0.04
0.48

2
2

235
228

0.96
0.62

0.30

2

233

0.74

0.27

2

236

0.77

0.82

2

232

0.44

6.20

2

235

<0.00*

0.32
2.71

2
2

234
228

0.73
0.07

1.97

2

232

0.14

1.29

2

231

0.28

2.62

2

233

0.08

0.10
0.31

2
2

233
229

0.90
0.73

df2

Sig.
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8. Organizational or cultural differences in learning
preferences, communication, and classroom behavior
(Future)
9. Own personal learning preferences (Future)
10. Familiarity with content being taught and how the solution
addresses the need (Future)
11. Legal and ethical issues relevant for delivering training
(Future)
1. Manages the learning environment (Current)
2. Prepares for training delivery (Current)
3. Conveys objectives (Current)
4. Aligns learning solutions with course objectives and learner
needs (Current)
5. Establishes credibility as instructor (Current)
6. Creates a positive learning climate (Current)
7. Delivers various learning methodologies (Current)
8. Facilitates learning (Current)
9. Encourages participation and builds learner motivation
(Current)
10. Delivers constructive feedback (Current)
11. Ensures learning outcomes (Current)
12. Evaluates solutions
1. Manages the learning environment (Future)
2. Prepares for training delivery (Future)
3. Conveys objectives (Future)
4. Aligns learning solutions with course objectives and learner
needs (Future)
5. Establishes credibility as instructor (Future)
6. Creates a positive learning climate (Future)
7. Delivers various learning methodologies (Future)
8. Facilitates learning (Future)
9. Encourages participation and builds learner motivation
(Future)
10. Delivers constructive feedback (Future)
11. Ensures learning outcomes (Future)
12. Evaluates solutions (Future)

3.83

2

231

0.02*

2.00

2

233

0.14

0.65

2

230

0.52

0.48

2

231

0.62

0.22
0.64
0.55

2
2
2

237
236
234

0.80
0.53
0.58

1.10

2

236

0.34

0.58
0.17
1.48
0.45

2
2
2
2

236
236
237
237

0.56
0.85
0.23
0.64

0.20

2

236

0.82

1.60
0.05
0.42
0.27
0.42
2.02

2
2
2
2
2
2

235
235
235
233
232
232

0.21
0.95
0.66
0.76
0.66
0.14

0.15

2

234

0.86

1.48
0.04
0.67
0.80

2
2
2
2

234
235
235
236

0.23
0.96
0.51
0.45

0.39

2

237

0.68

0.96
0.68
0.05

2
2
2

234
234
235

0.38
0.51
0.95
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Table 8
Ratio of Largest and Smallest Standard Deviation

Delivering informal and
formal learning solutions in
a manner that both engages
the learner and produces
desired outcomes;
managing and responding
to learner needs; ensuring
that the learning is made
available in effective
platforms and delivered in a
timely and effective
manner. (Current)
Delivering informal and
formal learning solutions in
a manner that both engages
the learner and produces
desired outcomes;
managing and responding
to learner needs; ensuring
that the learning is made
available in effective
platforms and delivered in a
timely and effective
manner. (Future)
1. Learning theories (Current)

2. Various instructional
methods (Current)
3. Ways to facilitate informal
learning and build learning
communities (Current)
4. Various delivery
options/media (Current)

1 Bachelor's degree or lower
2 Master's degree

Std.
Deviation
1.12
0.90

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.26
1.01
0.86

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree

1.42
1.13
1.23
1.19
1.04
1.06
1.04
1.15
1.05
0.92
1.12
1.08
0.86

Ratio of
Largest
and
Smallest
Variance
1.39

1.66

1.09

1.02

1.26

1.30
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5. Existing and emerging
learning technologies and
support systems (Current)
6. Facilitation and
presentation techniques and
tools (Current)
7. Individual learning
modalities (Current)
8. Organizational or cultural
differences in learning
preferences,
communication, and
classroom behavior
(Current)
9. Own personal learning
preferences (Current)
10. Familiarity with content
being taught and how the
solution addresses the need
(Current)
11. Legal and ethical issues
relevant for delivering
training (Current)
1. Learning theories (Future)

2. Various instructional
methods (Future)
3. Ways to facilitate informal
learning and build learning
communities (Future)
4. Various delivery
options/media (Future)
5. Existing and emerging
learning technologies and
support systems (Future)
6. Facilitation and
presentation techniques and
tools (Future)
7. Individual learning

1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.40
1.33
1.29
1.07
1.04
1.02
1.22
1.17
1.01
1.27
1.17

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.17
1.15
1.17
1.17
1.09
1.19

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower

1.25
0.96
1.44
1.25
1.25
1.26
1.20
1.20
0.96
1.01
1.19
0.95
0.87
1.18
1.13
0.75
1.37
1.27
1.00
1.10
1.09
0.97
1.22

1.09

1.05

1.21

1.08

1.02

1.14

1.50

1.04

1.25

1.37

1.57

1.37

1.13

1.11
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modalities (Future)
8. Organizational or cultural
differences in learning
preferences,
communication, and
classroom behavior
(Future)
9. Own personal learning
preferences (Future)
10. Familiarity with content
being taught and how the
solution addresses the need
(Future)
11. Legal and ethical issues
relevant for delivering
training (Future)
1. Manages the learning
environment (Current)
2. Prepares for training
delivery (Current)
3. Conveys objectives
(Current)
4. Aligns learning solutions
with course objectives and
learner needs (Current)
5. Establishes credibility as
instructor (Current)
6. Creates a positive learning
climate (Current)
7. Delivers various learning
methodologies (Current)
8. Facilitates learning
(Current)
9. Encourages participation
and builds learner

2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.10
1.16
1.32
1.04

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.06
1.21
1.33
0.95
1.18
1.28

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree

1.11
1.02
1.28
1.07
1.04
1.06
0.91
1.26
1.25
0.99
1.12
1.02
1.03
1.13
1.03
1.28
1.06
1.06
0.95
0.99
1.08
0.93
1.02
1.05
0.79
0.98
1.13
1.09
1.03
1.07

1.27

1.40

1.15

1.25

1.17

1.27

1.10

1.25

1.11

1.16

1.33

1.15

1.08
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motivation (Current)
10. Delivers constructive
feedback (Current)
11. Ensures learning
outcomes (Current)
12. Evaluates solutions
(Current)
1. Manages the learning
environment (Future)
2. Prepares for training
delivery (Future)
3. Conveys objectives
(Future)
4. Aligns learning solutions
with course objectives and
learner needs (Future)
5. Establishes credibility as
instructor (Future)
6. Creates a positive learning
climate (Future)
7. Delivers various learning
methodologies (Future)
8. Facilitates learning
(Future)
9. Encourages participation
and builds learner
motivation (Future)
10. Delivers constructive
feedback (Future)
11. Ensures learning
outcomes (Future)

3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree
1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree

0.99
1.18
1.01
0.81
1.05
1.04
1.22
1.08
1.11
1.03
1.17
1.18
1.23
1.25
1.11
1.31
1.15
0.90
0.87
1.21
1.05
0.96
1.19
1.20
0.86
1.03
1.03
1.03
1.12
0.97
1.11
1.18
1.07
1.26
1.01
1.16
1.34
1.21
1.07
1.02
1.03
1.08
0.85

1.46

1.18

1.08

1.05

1.17

1.32

1.26

1.39

1.00

1.16

1.10

1.33

1.19

1.28
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12. Evaluates solutions
(Future)

1 Bachelor's degree or lower
2 Master's degree
3 Degree higher than a master's degree

1.04
0.95
1.03

1.09

ANOVA Results of Relationship of Education Level on the Perceptions of the Current and
Future Importance Ratings of Training Delivery and Key Knowledge Areas and Actions of
Training Delivery Competency
One-way ANOVAs were performed to determine the relationship of education level on the
perceptions of the current and future perceived importance ratings of the selected training
delivery competency. This analysis determined whether the current and future importance ratings
of current importance and the future perceived importance of the selected training delivery
competency significantly differed by the different education levels of the T&D practitioners from
the KSA. A level of significance of 0.05 was used in the ANOVA analysis for determining
statistical significance. Partial eta squared (ηp2) values obtained in SPSS were used an effect size
measure when the ANOVA results showed statistical significance. Partial eta squared is the
proportion of variance in the dependent variable as explained by the independent variable (Field,
2009, p. 415). The results are presented in Tables 9, 10, and 11.
The result of the ANOVA tests showed that only the current importance ratings of the key
knowledge areas of training delivery competency of individual learning modalities (F (2, 228) =
3.47, p = 0.03 ηp2 = 0.03) and legal and ethical issues relevant for delivering training (F (2, 235)
= 3.70, p = 0.03 ηp2 = 0.03) were significantly different by the different education levels of the
T&D practitioners from the KSA. This means that the education level was significantly related
with the current importance ratings of these two key knowledge areas of training delivery
competency. This was because the p-values were less than the level of significance of 0.05. On
the other hand, the current importance and the future perceived importance of training delivery
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competency; future perceived importance of the different key knowledge areas of training
delivery competency; and the current importance and the future perceived importance of the
different key knowledge actions of training delivery competency were not significantly related
with educational level.
Table 9
ANOVA Test Results of Relationship of Education Level on the Perceptions of the Current and
Future Importance Ratings of Training Delivery

Delivering informal and
formal learning solutions in
a manner that both engages
the learner and produces
desired outcomes;
managing and responding to
learner needs; ensuring that
the learning is made
available in effective
platforms and delivered in a
timely and effective
manner. (Current)
Delivering informal and
formal learning solutions in
a manner that both engages
the learner and produces
desired outcomes;
managing and responding to
learner needs; ensuring that
the learning is made
available in effective
platforms and delivered in a
timely and effective
manner. (Future)

Between Groups
Within Groups
Total

Between Groups
Within Groups
Total

Sum of
squares
2.43

Mean
df square
2
1.21

256.64
259.07

234
236

1.10

3.08

2

1.54

234.00
237.09

229
231

1.02

F
1.1
1

Sig.
0.33

1.5
1

0.22

72
Table 10
ANOVA Test Results of Relationship of Education Level on the Perceptions of the Current and
Future Importance Ratings of Key Knowledge Areas of Training Delivery Competency

1. Learning theories (Current)

2. Various instructional
methods (Current)
3. Ways to facilitate informal
learning and build learning
communities (Current)
4. Various delivery
options/media (Current)
5. Existing and emerging
learning technologies and
support systems (Current)
6. Facilitation and presentation
techniques and tools (Current)
7. Individual learning
modalities (Current)
8. Organizational or cultural
differences in learning
preferences, communication,
and classroom behavior
(Current)
9. Own personal learning
preferences (Current)
10. Familiarity with content
being taught and how the
solution addresses the need
(Current)
11. Legal and ethical issues
relevant for delivering training

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

Sum of
Square
s
7.35
328.28
335.63
2.37
257.20
259.58
6.14
274.25
280.39
1.30
268.28
269.58
2.28
432.26
434.54
4.57
260.02
264.59
9.56
314.14
323.70
1.50
341.60
343.10

Mean
Squar
df e
2
3.68
234
1.40
236
2
1.19
234
1.10
236
2
3.07
236
1.16
238
2
0.65
235
1.14
237
2
1.14
236
1.83
238
2
2.28
235
1.11
237
2
4.78
228
1.38
230
2
0.75
233
1.47
235

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

3.80
318.51
322.31
1.38
312.26
313.64

2
236
238
2
232
234

Between Groups
Within Groups

11.28
358.51

2
235

F
2.62

Sig.
0.08

1.08

0.34

2.64

0.07

0.57

0.57

0.62

0.54

2.06

0.13

3.47

0.03*

0.51

0.60

1.90
1.35

1.41

0.25

0.69
1.35

0.51

0.60

5.64
1.53

3.70

0.03*
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(Current)
1. Learning theories (Future)

2. Various instructional
methods (Future)
3. Ways to facilitate informal
learning and build learning
communities (Future)
4. Various delivery
options/media (Future)
5. Existing and emerging
learning technologies and
support systems (Future)
6. Facilitation and presentation
techniques and tools (Future)
7. Individual learning
modalities (Future)
8. Organizational or cultural
differences in learning
preferences, communication,
and classroom behavior
(Future)
9. Own personal learning
preferences (Future)

Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

369.79
1.32
363.14
364.46
1.56
261.28
262.84
3.93
254.73
258.66
2.23
285.17
287.41
1.13
382.60
383.73
4.35
270.48
274.83
4.75
309.18
313.93
0.14
314.97
315.11

237
2
234
236
2
228
230
2
232
234
2
231
233
2
233
235
2
233
235
2
229
231
2
231
233

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

0.01
356.55
356.56
1.27
340.12
341.38
1.45
306.84
308.29

10. Familiarity with content
being taught and how the
solution addresses the need
(Future)
11. Legal and ethical issues
Between Groups
relevant for delivering training Within Groups
(Future)
Total
*Significant at level of significance of 0.05

0.66
1.55

0.42

0.66

0.78
1.15

0.68

0.51

1.97
1.10

1.79

0.17

1.12
1.24

0.90

0.41

0.57
1.64

0.35

0.71

2.18
1.16

1.87

0.16

2.38
1.35

1.76

0.18

0.07
1.36

0.05

0.95

2
233
235
2
230
232

0.00
1.53

0.00

1.00

0.63
1.48

0.43

0.65

2
231
233

0.73
1.33

0.55

0.58
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Table 11
ANOVA Test Results of Relationship of Education Level on the Perceptions of the Current and
Future Importance Ratings of Key Knowledge Actions of Training Delivery Competency

1. Manages the learning
environment (Current)
2. Prepares for training delivery
(Current)
3. Conveys objectives (Current)

4. Aligns learning solutions with
course objectives and learner needs
(Current)
5. Establishes credibility as
instructor (Current)
6. Creates a positive learning
climate (Current)
7. Delivers various learning
methodologies (Current)
8. Facilitates learning (Current)

9. Encourages participation and
builds learner motivation (Current)
10. Delivers constructive feedback
(Current)
11. Ensures learning outcomes
(Current)

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

Sum of
Squares
1.06
253.51
254.56
0.46
355.33
355.79
1.79
264.14
265.92
2.18
288.54
290.72
0.26
258.18
258.44
1.66
248.11
249.77
1.37
241.30
242.66
0.61
269.13
269.73
0.18
258.18
258.36
2.49
264.76
267.25
2.96
267.54
270.49

Mean
Square F
2
0.53 0.49
237
1.07
239
2
0.23 0.15
236
1.51
238
2
0.90 0.79
234
1.13
236
2
1.09 0.89
236
1.22
238
2
0.13 0.12
236
1.09
238
2
0.83 0.79
236
1.05
238
2
0.68 0.67
237
1.02
239
2
0.30 0.27
237
1.14
239
2
0.09 0.08
236
1.09
238
2
1.25 1.11
235
1.13
237
2
1.48 1.30
235
1.14
237
df

Sig.
0.61

0.86

0.45

0.41

0.89

0.46

0.51

0.77

0.92

0.33

0.28
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12. Evaluates solutions (Current)

1. Manages the learning
environment (Future)
2. Prepares for training delivery
(Future)
3. Conveys objectives (Future)

4. Aligns learning solutions with
course objectives and learner needs
(Future)
5. Establishes credibility as
instructor (Future)
6. Creates a positive learning
climate (Future)
7. Delivers various learning
methodologies (Future)
8. Facilitates learning (Future)

9. Encourages participation and
builds learner motivation (Future)
10. Delivers constructive feedback
(Future)
11. Ensures learning outcomes
(Future)
12. Evaluates solutions (Future)

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

0.70
276.89
277.58
0.64
325.02
325.66
3.01
331.66
334.66
4.18
235.42
239.60
0.91
285.68
286.58
0.33
313.69
314.03
3.17
247.94
251.11
3.96
259.24
263.20
4.54
305.91
310.44
1.74
301.55
303.30
2.76
293.82
296.58
0.75
249.50
250.25
0.77
233.37
234.14

2
235
237
2
233
235
2
232
234
2
232
234
2
234
236
2
234
236
2
235
237
2
235
237
2
236
238
2
237
239
2
234
236
2
234
236
2
235
237

0.35 0.30 0.75
1.18
0.32 0.23 0.79
1.40
1.50 1.05 0.35
1.43
2.09 2.06 0.13
1.02
0.45 0.37 0.69
1.22
0.17 0.12 0.88
1.34
1.59 1.50 0.22
1.06
1.98 1.79 0.17
1.10
2.27 1.75 0.18
1.30
0.87 0.69 0.51
1.27
1.38 1.10 0.34
1.26
0.38 0.35 0.70
1.07
0.38 0.39 0.68
0.99

Post-hoc test using the Tukey statistic for item 7 which had equal variance and Games
Howell especially for item 11 which had unequal variance were conducted to further analyze the
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ANOVA results of the significant relationships of the educational level with the current
importance ratings of the key knowledge areas of training delivery competency of individual
learning modalities; and legal and ethical issues relevant for delivering training. This would
allow one to identify which education level group had different current importance ratings on
these key knowledge areas of training delivery competency. Table 12 summarizes the post-hoc
test results of the data resulting from a multiple comparison to the different education level
groups.
From the table, it was determined from the Tukey post-hoc test that those who have
education level of Bachelor's degree or lower have a significantly higher current importance
rating of the key knowledge areas of training delivery competency of individual learning
modalities as compared to those that have degree higher than a master's degree (Mean difference
= 0.60). Also, based on the result of the Games Howell post-hoc test, it showed that those that
have education level of Bachelor's degree or lower have a significantly higher current importance
rating of the key knowledge areas of training delivery competency of legal and ethical issues
relevant for delivering training as compared to those that have Master's degree (Mean difference
= 0.40). These were the only p-values less than the level of significance of 0.05.

Table 12

Type of Post-Hoc Test

Tukey HSD

Games-Howell

1 Bachelor's
degree or lower

(I) Highest
educational
attainment

(J) Highest
educational
attainment

2 Master's degree

1 Bachelor's
degree or lower
2 Master's degree

2 Master's degree
3 Degree higher
than a master's
degree
3 Degree higher
than a master's
degree

2 Master's degree
3 Degree higher
than a master's
degree
3 Degree higher
than a master's
degree

Post Hoc Test Results of Significant Results in ANOVA
Dependent
Variable

7. Individual
learning
modalities
(Current)

11. Legal and
ethical issues
relevant for
delivering
training
(Current)

*. The mean difference is significant at the 0.05 level.

0.40*
0.54

0.30

0.30
0.60*

Mean
Difference
(I-J)

0.26

0.17
0.25

0.24

0.17
0.25

Std.
Error

0.87

0.05
0.08

0.45

0.17
0.04

Sig.

-0.50

0.01
-0.06

-0.28

0.77

0.80
1.13

0.87

95% Confidence
Interval
Lower Upper
Bound Bound
-0.09
0.69
0.02
1.18

0.14
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Paired T-Test Results of Differences Between Perceptions of the Current and Future
Importance Ratings of Training Delivery and Key Knowledge Areas and Actions of
Training Delivery Competency
Paired sample t-test was conducted to determine whether the current and future
perceptions of the level of importance for each of the foundational competencies and the one
area of competence to be measured training delivery, were different or not. The objective of this
analysis is to compare the current and future perceptions of the importance ratings of the selected
training delivery competency. A level of significance of 0.05 was used in the statistical analysis.
This analysis addressed research questions two and three. The results of the paired t-test are
presented in Tables 13, 14, and 15.
First, the paired t-test results showed that the current importance and the future perceived
importance of the selected training delivery competency (t (235) = -3.29, p < 0.001) were
significantly different. Specifically, there were differences in the current and the future
importance ratings of the different training delivery AOEs of delivering informal and formal
learning solutions in a manner that both engages the learner and produces desired outcomes,
managing and responding to learner needs, and ensuring that the learning is made available in
effective platforms and delivered in a timely and effective manner. The future perceived
importance of the selected training delivery competency on the Job as a T&D practitioner was
significantly higher by a mean difference of -0.19 than the current importance. This means that
the AOE of training delivery competency are more important for the job as a T&D practitioner in
the future than in the current period.
Second, the paired t-tests result showed that the current importance and the future
perceived importance for 8 out of 11 key knowledge areas related to training delivery
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competency of learning theories (t (237) = -2.39, p = 0.02), Ways to facilitate informal learning
and build learning communities (t (237) = -3.34, p < 0.001), Various delivery options/media (t
(237) = -2.46, p = 0.02), Existing and emerging learning technologies and support systems (t
(238) = -3.94, p < 0.001), Individual learning modalities (t (230) = -2.62, p = 0.01),
Organizational or cultural differences in learning preferences, communication, and classroom
behavior (t (235) = -2.82, p = 0.01), Own personal learning preferences (t (238) = -2.09, p =
0.04), and Legal and ethical issues relevant for delivering training (t (236) = -2.37, p = 0.02)
were significantly different. Specifically, the future perceived importance of these 8 key
knowledge areas related to training delivery competency were significantly higher, based on the
mean difference, than the current importance. This means that the importance for key knowledge
areas related to training delivery competency are more important for the job as a T&D
practitioner in the future than in the current period.
Third, the paired t-test results showed that the current importance and the future perceived
importance of only 1 out of 12 key knowledge action related to training delivery competency of
evaluates solutions (t (239) = -3.07, p < 0.001) was significantly different. Specifically, the
future perceived importance of the key knowledge action related to training delivery competency
of evaluates solution was significantly higher by 0.18 than the current importance. This means
that the importance of the key knowledge action related to training delivery competency of
evaluates solution is more important for the job as a T&D practitioner in the future than in the
current period.

Table 13

Mean

0.89

Std.
Deviation

0.06

Std.
Error
Mean

Paired Differences

-0.19

95%
Confidence
Interval of
the
Difference
Lowe Uppe
r
r
-0.31 -0.08

-3.29

t

235

df

80

0.00*

Sig. (2tailed)

Paired T-Test Results of Relationship of Difference between Perceptions of the Current and Future Importance Ratings of Training
Delivery Competency

Pair 1
Delivering informal and formal learning
solutions in a manner that both engages the
learner and produces desired outcomes;
managing and responding to learner needs;
ensuring that the learning is made available
in effective platforms and delivered in a
timely and effective manner. (Current) (Future)
*Significant at level of significance of 0.05

Table 14

Paired Differences
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-0.13

-0.02

-0.24

-0.16

-0.20

-0.08

-0.14

0.81

0.75

0.84

0.95

0.98

0.91

0.89

0.92

0.05

0.05

0.05

0.05

0.06

0.06

0.06

0.06

0.06

-0.15

-0.20

-0.25

-0.23

-0.13

-0.36

-0.28

-0.31

-0.20

-0.26

-0.02

0.06

-0.01

-0.05

-0.03

0.09

-0.12

-0.03

-0.08

0.03

-0.03

-2.37

-0.87

-2.09

-2.82

-2.62

-0.38

-3.94

-2.46

-3.34

-1.40

-2.39

t

236

234

238

235

230

238

238

237

237

234

237

df

0.02*

0.39

0.04*

0.01*

0.01*

0.70

0.00*

0.02*

0.00*

0.16

0.02*

Sig. (2tailed)

-0.15

0.77

0.05

-0.24

Std. Error
Mean

-0.11

0.83

0.06

Std.
Deviation

-0.05

0.85

Mean

-0.13

95%
Confidence
Interval of the
Difference
Lower Upper

Paired T-Test Results of Relationship of Difference between Perceptions of the Current and Future Importance Ratings of Key

11. Legal and ethical issues relevant for delivering
training (Current) - (Future)

1. Learning theories (Current) - (Future)
2. Various instructional methods (Current) (Future)
3. Ways to facilitate informal learning and build
learning communities (Current) - (Future)
4. Various delivery options/media (Current) (Future)
5. Existing and emerging learning technologies and
support systems (Current) - (Future)
6. Facilitation and presentation techniques and
tools (Current) - (Future)
7. Individual learning modalities (Current) (Future)
8. Organizational or cultural differences in learning
preferences, communication, and classroom
behavior (Current) - (Future)
9. Own personal learning preferences (Current) (Future)
10. Familiarity with content being taught and how
the solution addresses the need (Current) - (Future)

Knowledge Areas of Training Delivery Competency

Pair 2
Pair 3
Pair 4
Pair 5
Pair 6
Pair 7
Pair 8
Pair 9
Pair 10
Pair 11
Pair 12

*Significant at level of significance of 0.05

Table 15

Paired Differences
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0.02

-0.05

-0.03

0.04

-0.03

-0.08

-0.04

0.07

0.84

0.92

0.88

0.76

0.80

0.82

0.74

0.91

0.87

0.06

0.05

0.06

0.06

0.05

0.05

0.05

0.05

0.06

0.06

-0.19

-0.12

-0.13

-0.10

-0.16

-0.13

-0.06

-0.14

-0.18

-0.16

-0.04

-0.06

0.04

0.11

0.09

0.13

0.06

0.07

0.14

0.07

0.02

0.07

0.18

-3.07

-1.32

-0.15

-0.38

0.28

-0.88

-0.59

0.81

-0.63

-1.67

-0.71

1.19

t

239

239

238

241

241

240

240

239

239

236

237

238

df

0.00*

0.19

0.88

0.70

0.78

0.38

0.55

0.42

0.53

0.10

0.48

0.23

Sig. (2tailed)

-0.02

0.89

0.06

-0.29

Std. Error
Mean

-0.01

0.88

0.06

Std.
Deviation

-0.08

0.88

Mean

-0.18

95%
Confidence
Interval of the
Difference
Lower Upper

Paired T-Test Results of Relationship of Difference between Perceptions of the Current and Future Importance Ratings of Key

1. Manages the learning environment (Current) (Future)
2. Prepares for training delivery (Current) (Future)
3. Conveys objectives (Current) - (Future)
4. Aligns learning solutions with course objectives
and learner needs (Current) - (Future)
5. Establishes credibility as instructor (Current) (Future)
6. Creates a positive learning climate (Current) (Future)
7. Delivers various learning methodologies
(Current) - (Future)
8. Facilitates learning (Current) - (Future)
9. Encourages participation and builds learner
motivation (Current) - (Future)
10. Delivers constructive feedback (Current) (Future)
11. Ensures learning outcomes (Current) - (Future)
12. Evaluates solutions (Current) - (Future)

Knowledge Actions of Training Delivery Competency

Pair 13
Pair 14
Pair 15
Pair 16
Pair 17
Pair 18
Pair 19
Pair 20
Pair 21
Pair 22
Pair 23
Pair 24

*Significant at level of significance of 0.05
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Summary
This chapter summarized the results of the data analysis including descriptive statistics,
ANOVA, and paired t-test to address the research objectives of this study. The purpose of this
quantitative study was to investigate the perceptions of training and development (T&D)
practitioners from the KSA regarding the current importance and the future (five years hence)
perceived importance of selected training delivery competency, and key knowledge areas and key
knowledge actions. The responses generated were used to address the following research questions:
RQ1. What is the profile of the respondents, regarding their: (a) Age, (b) Gender, (c) Years
of experience in the current position, (d) Educational attainment, (e) Type of organization,
(f) Type of industry, and (g) Professional development of practitioners?
The age of the 249 T&D practitioners from the KSA varied from 26 to 50 years old. The
majority of the 249 T&D practitioners were male. For the years of experience in the current
position of the T&D practitioners from the KSA, approximately half of the respondents have very
few years (< 11 years) of experience where 74 (29.7%) have less than 5 years of experience and 54
(21.7%) have 6 to 10 years. Regarding the highest level of educational attainment for the 249 T&D
practitioners a majority indicated either Bachelor’s degree or lower or Master’s degree.
RQ2. How do Saudi training and development practitioners rate the importance of training
delivery as an area of expertise both currently and in five years from now?
Regardless of current importance or future importance, the T&D practitioners
overwhelmingly rated the importance of the items very high. Very few of the practitioners rated the
items low. The perceived importance of the selected training delivery competency on the job as a
T&D practitioner was more important in the future than for the current importance on the job as a
T&D practitioner. The perceived importance of all 11 key knowledge areas related to training
delivery competency of learning theories; various instructional methods; ways to facilitate informal
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learning and build learning communities; various delivery options/media; existing and emerging
learning technologies and support systems; facilitation and presentation techniques and tools;
individual learning modalities; organizational or cultural differences in learning preferences,
communication, and classroom behavior; own personal learning preferences; familiarity with
content being taught and how the solution addresses the need; and legal and ethical issues relevant
for delivering training were more important in the future than for the current importance on the job
as a T&D practitioner. The perceived importance of these 9 key knowledge actions related to
training delivery competency of prepares for training delivery; conveys objectives; aligns learning
solutions with course objectives and learner needs; creates a positive learning climate; delivers
various learning methodologies; encourages participation and builds learner motivation; delivers
constructive feedback; ensures learning outcomes; and evaluates solutions were slightly more
important in the future than for the current importance on the job as a T&D practitioner. The
perceived importance of these 3 key knowledge actions related to training delivery competency of
manages the learning environment; establishes credibility as instructor; and facilitates learning were
more important in the current need of the job than for the future importance on the job as a T&D
practitioner.
RQ3. How do the ratings of Saudi training and development practitioners of training
delivery as an area of expertise compare to the recommendations made by the 2013 ASTD
model regarding current and future expertise?
The results of the ANOVA showed that only the current importance ratings of the key
knowledge areas of training delivery competency of individual learning modalities and legal and
ethical issues relevant for delivering training were significantly different across the different
categories of education levels of the T&D practitioners from the KSA. The results of the paired
sample t-test showed that the current importance and the future perceived importance of the
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selected training delivery competency were significantly different wherein the future perceived
importance of AOE of training delivery competency are more important for the job as a T&D
practitioner in the future than in the current period. The paired t-test result also showed that the
current importance and the future perceived importance of 8 out of 11 key knowledge areas related
to training delivery competency of learning theories; ways to facilitate informal learning and build
learning communities; various delivery options/media; existing and emerging learning technologies
and support systems; individual learning modalities; organizational or cultural differences in
learning preferences, communication, and classroom behavior; own personal learning preferences;
and legal and ethical issues relevant for delivering training were significantly different wherein the
importance of these stated key knowledge areas related to training delivery competency are more
important for the job as a T&D practitioner in the future than in the current period. Last, the paired
t-test result showed that the current importance and the future perceived importance of only 1 out of
12 key knowledge action related to training delivery competency of evaluates solutions was
significantly different wherein the importance of the key knowledge action of evaluates solution is
more important for the job as a T&D practitioner in the future than in the current period.
In the 2013 ASTD competency study, the current importance ratings of each of the key
knowledge and key actions comprising the AOE of Change management, Performance
improvement, Instructional design, Training delivery, Learning technologies, Evaluating learning
impact, Managing learning programs, Integrated talent management, Coaching, and Knowledge
management were considered at least moderately important for successful performance in the
profession. On the other hand, the respondents were also asked about perceptions of the importance
of the different AOEs to successful job performance in the future and the future ratings were closely
parallel ratings of current importance, in terms of rank ordering of AOEs. As a comparison, for this
current research, the current and future importance ratings of the key knowledge areas and key
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actions of the AOE were also rated highly important. The perceived importance of the selected
training delivery competency on the job as a T&D practitioner was more important in the future
than for the current importance on the job as a T&D practitioner in this study. Results of the
analysis showed that current importance and the future perceived importance of training delivery
competency were significantly different wherein the future perceived importance of AOE of
training delivery competency are more important for the job as a T&D practitioner in the future
than in the current period. There is a contrast of results between the current study and that in the
2013 ASTD competency study with regards to the similarities of the future and current importance
ratings of the AOE of training delivery competency. However, both study showed that the future
and current importance ratings of each of the AOE of training delivery competencies were each
rated as important.
Chapter Five concludes this study. Chapter Five contains findings from the study, their
relation to the existing literature, implications for action, and recommendations for future research.
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Chapter 5
Summary, Discussion, and Recommendations
Introduction
The existing literature on Workplace Learning and Performance (WLP) was preceded by
other emerging terms such as “training” (Galagan, 2003), “training and development” (McLagan,
1983), “human resource development” (McLagan, 1989), “human performance improvement”
(Rothwell, 1996), and performance consulting (Robinson & Robinson, 1996). However, these terms
deal with the same essential concepts as WLP, which is determining how to better improve job
performance. According to Daryoush et al. (2013), WLP focused on how people learn to further
improve job performance. Currently, the field of WLP was subsequently renamed in the latest
edition of the ASTD as the field of “training and development” (T&D; Arneson, Rothwell, &
Naughton, 2013).
The current study addressed the problem of the continued lack of adequate information
about training and development competencies of professionals in the Kingdom of Saudi Arabia
(KSA). In the rise of globalization and the rapidly developing status of the economy of the KSA,
organizations based in that country must be cognizant of the latest models in measuring workplace
learning and performance competencies if they are to be competitive globally. Thus, the lack of
scholarly literature on T&D as it pertains to the KSA must be addressed as T&D has emerged as an
established way of determining and objectively measuring the workplace learning and performance
competencies (Barnett, 1994; Bernthal et al., 2004; Cho & Yoon, 2010; Park, 2009; Smith, 2009).
This quantitative study focused on the competency of training delivery among training and
development (T&D) practitioners. The purpose of this quantitative study was to investigate the
perceptions of training and development (T&D) practitioners from the KSA regarding the current
importance and the future (five years hence) importance of selected training delivery competency.
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A total of 249 T&D practitioners from the KSA participated in this study. The researcher conducted
paired samples t-test to determine the differences in the current importance and the future perceived
importance of the selected training delivery competency and key knowledge areas and actions of
training delivery competency.
Through statistical analysis, the current study aimed to address the following research
questions:
RQ1. What is the profile of the respondents, regarding their: (a) Age, (b) Gender, (c) Years
of experience in the current position, (d) Educational attainment, (e) Type of organizations, (f) Type
of industry, and (g) Professional development of practitioners?
RQ2. How do Saudi training and development practitioners rate the importance of training
delivery as an area of expertise both currently and five years from now?
RQ3. How do the ratings of Saudi training and development practitioners of training
delivery as an area of expertise compare to the recommendations made by the 2013 ASTD model
regarding current and future expertise?
In Chapter 5, the summary of the findings is presented in the following section. Moreover,
the discussion of these findings is also presented in this chapter. In the discussion section, the
results of the current study are examined with regards to its alignment to the existing literature on
perceived importance of selected training delivery competency. Accordingly, the conclusions
generated in the current study are also presented in this chapter. In addition, the researcher also
discussed the limitations of the study, together with the recommendations for future researchers.
Finally, this chapter concludes with a summary of the key points presented.
Summary of Results
In this quantitative study, the perceptions of training and development (T&D) practitioners
from the KSA regarding the current importance and the future (five years hence) importance of
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selected training delivery competency were examined. A total of 249 T&D practitioners from the
KSA participated in this study. A total of 249 complete responses were collected, giving a response
rate of 32%. Response rate increased after administering an Arabic translation of the questionnaire.
The demographic information included age, gender, years of experience in current position, and
highest educational attainment. Of the participants, 67 (26.9%) were between the ages of 36 to 40,
48 (19.3%) were between 31 to 35, 40 (16.1%) were between 41 to 45, 38 (15.3%) between 26 to
30, and 27 (10.8%) were between 46 to 50. Regarding gender, the majority of the 249 T&D
practitioners were male (198; 79.5%). For the years of experience in the current position of the
T&D practitioners from the KSA, half of the samples had very few years of experience, 74 (29.7%)
had fewer than five years of experience and 54 (21.7%) had six to ten years. Finally, the majority of
the highest educational attainment of the 249 T&D practitioners had either a Bachelor’s degree or
lower (101; 40.6%) or a Master’s degree (111; 44.6%).
Prior to conducting the statistical analysis to address the research questions of the study,
normality testing of the study variables was conducted to ensure that the data of the study variables
followed a normal distribution. Investigation of the skewness and kurtosis statistics and histogram
were conducted for the normality testing. Normality testing was conducted on the study variables,
which included the different dependent variables of current importance and the future perceived
importance of the selected training delivery competency and key knowledge areas and actions of
training delivery competency. It was found that the skewness statistic values were between -2.15
and -0.74, while the kurtosis values were between -0.25 and 5.12. The skewness statistics of all
study variables were no greater than three, indicating that the data for the stated study variables
were normally distributed. The different statistical analysis can be conducted because the
assumption of normality for all study variables was not violated.
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Testing for homoscedasticity or equality of variances of each of the dependent variables on
each category of the independent variable of education level was conducted using Levene’s test.
The result of the Levene’s test showed that there was equality of the variances across each of the
perceived current importance and future importance ratings of the selected training delivery
competency and key knowledge areas and actions of training delivery competency, except for the
following: the future perceived importance rating of training delivery competency (F(2, 229) = 3.60
p = 0.03); the current importance rating of the key knowledge area of legal and ethical issues
relevant for delivering training (F(2, 235) = 6.20 p< 0.001); and the future perceived importance
rating of the key knowledge area of organizational or cultural differences in learning preferences,
communication, and classroom behavior (F(2, 231) = 3.83 p = 0.02). This was because the p-values
were less than the level of significance of 0.05. If the p-value in the Levene’s test had been greater
than 0.05, the null hypothesis that the dependent variable is equal across the each category of the
independent variable of education level would have been retained.
Overall, it was revealed by the ANOVA that only the current importance ratings of the key
knowledge areas of training delivery competency of individual learning modalities and legal and
ethical issues relevant for delivering training were significantly different vis-à-vis the different
education levels of the T&D practitioners from the KSA. Moreover, the results of the paired sample
t-test showed that the current importance and the future perceived importance of the selected
training delivery competency were significantly different, wherein the AOE of training delivery
competency was more important for the job as a T&D practitioner in the future than in the current
period.
Descriptive statistics of means and standard deviation were used to summarize the data of
the continuously-measured study variables of the current importance and the future perceived
importance of the selected training delivery competency, as well as the key knowledge areas and
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actions of training delivery competency among the samples of T&D practitioners. It was initially
found that the perceived importance of the selected training delivery competency had a higher
rating in the future (M = 5.37) than the current rating (M = 5.18). This means that the perceived
importance of the selected training delivery competency on the job as a T&D practitioner was more
important in the future than for the current importance on the job as a T&D practitioner.
The mean comparison showed that the perceived importance of all 11 key knowledge areas
related to training delivery (competency of learning theories; various instructional methods, ways to
facilitate informal learning and build learning communities; various delivery options/media;
existing and emerging learning technologies and support systems; facilitation and presentation
techniques and tools; individual learning modalities; organizational or cultural differences in
learning preferences, communication, and classroom behavior; own personal learning preferences;
familiarity with content being taught and how the solution addresses the need; and legal and ethical
issues relevant for delivering training) all have higher ratings in the future than the current ratings.
This means that the perceived importance of all 11 key knowledge areas related to training delivery
competency were more important in the future than for the current importance on the job as a T&D
practitioner.
The paired t-test result also showed that the current importance and the future perceived
importance of eight out of 11 key knowledge areas related to training delivery (competency of
learning theories; ways to facilitate informal learning and build learning communities; various
delivery options/media; existing and emerging learning technologies and support systems;
individual learning modalities; organizational or cultural differences in learning preferences,
communication, and classroom behavior; own personal learning preferences; and legal and ethical
issues relevant for delivering training) were significantly different, wherein the importance of these
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stated key knowledge areas related to training delivery competency were more important for the job
as a T&D practitioner in the future than in the current period.
The mean comparison showed that the perceived importance of nine out of 12 key
knowledge actions related to training delivery (competency of prepares for training delivery;
conveys objectives; aligns learning solutions with course objectives and learner needs; creates a
positive learning climate; delivers various learning methodologies; encourages participation and
builds learner motivation; delivers constructive feedback; ensures learning outcomes; and evaluates
solutions) had higher ratings in the future than the current ratings. This means that the perceived
importance of these nine key knowledge actions related to training delivery competency were more
important in the future than for the current importance on the job as a T&D practitioner.
Alternatively, the perceived importance of three out of 12 key knowledge actions related to
training delivery (competency of manages the learning environment; establishes credibility as
instructor; and facilitates learning) had lower ratings in the future than the current ratings. This
means that the perceived importance of these three key knowledge actions related to training
delivery competency were more important regarding the current needs of the job rather than the
future importance on the job as a T&D practitioner.
Lastly, the paired t-test result showed that the current importance and the future perceived
importance of only one out of 12 key knowledge actions related to training delivery (competency of
evaluates solutions) was significantly different, wherein the importance of the key knowledge
action of evaluates solution was more important for the job as a T&D practitioner in the future than
in the current period.
Discussion of the Results
Based on the ATD survey, it was found that only the individual learning modalities and
legal and ethical issues relevant for delivering training were significantly different among the
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different educational level in T&D practitioners in KSA. This finding is supported by Bernthal et al.
(2004). According to them, the main focus of organizational development is individual growth in
terms of different learning areas such as leadership, mentoring, and team alignment. Moreover,
Bernthal et al. (2004) posited that focusing on the individual leaning areas will positively affect the
organization at large. In addition, Arneson et al. (2013) posited that improving individual learning
modalities should be an interactive process. Arneson et al. (2013) posited that utilizing an
interactive process helps individuals improve themselves and their results, especially regarding their
capability to set goals, take action, make better decisions, and maximize their natural strengths.
Furthermore, based on the concept of WLP, a “positive, progressive change within organizations by
balancing human, ethical, technological, and operational considerations” (Rothwell et al., 1999, p.
xii, 121) is essential in training and development.
The researcher conducted paired samples t-test to determine the differences in the perceived
current importance and the future importance of the selected training delivery competency and key
knowledge areas and actions of training delivery competency. Based on the results, it was found
that the current importance and the future perceived importance of the selected training delivery
competency were significantly different, wherein the AOE of training delivery competency was
more important for the job as a T&D practitioner in the future than in the current period. This
finding is aligned with the study conducted by Bernthal et al. (2004). The authors gathered data
from professionals regarding their perspectives on current and future job competencies or role
requirements, with most of the participants being part of the ASTD 2003 International Conference
and Exposition; this meant that the participants would be well-informed and be able to offer a
credible opinion on the topic. Based on the interviews of 50 participants, with additional
participants being interviewed by phone, the survey results were analyzed and the outcome was 12
competencies, grouped under three clusters, four roles, and nine AOEs (Bernthal et al., 2004).
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While the study conducted by Bernthal et al. (2004) used the term Workplace Learning and
Performance to denote the main goals of the model they developed in the study, the study
conducted by Arneson et al. (2013) reverted back to using the term Training and Development
(T&D). This is only one of the many changes made by Arneson et al. (2013) in their study, entitled
ASTD Competency Study: The Training & Development Profession Redefined. What both studies
have in common is the goal of identifying key trends and drivers expected to have significant
effects on current and future practice (Arneson et al., 2013). This includes the recognition of a
“broad inventory of topics that training and development professionals need to know to be
successful in today’s rapidly changing business environment” and “specific key actions
practitioners must take and what they must do to succeed” (emphasis in original; Arneson et al.,
2013, p. xi).
The findings of the current study, which showed that AOE of training delivery competency
was more important for the job as a T&D practitioner in the future than in the current period can be
explained by the study of Arsenon et al. (2013). Similar to the competencies provided by Bernthal
et al. (2004), Arneson et al. (2013) posited that three competencies should be added. These are: a
global mindset, industry knowledge, and technology literacy. Moreover, the revised areas of
expertise in the 2013 ASTD model are: performance improvement, instructional design, training
delivery, learning technologies, evaluating learning impact, managing learning programs, integrated
talent management, coaching, knowledge management, and change management (Arneson et al.,
2013, p. xvii).
Aside from the key trends that affect the current and future practice of training and
development, the study conducted by Rothwell and Al-Hamli (2004) emphasized the value of
managerial over technical competencies among T&D professionals in the UAE. Leadership,
interpersonal, and business-related competencies were among those ranked at the top. This means
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that analysts, evaluators, and managers were given the most importance by T&D professionals. The
study conducted by Rothwell and Al-Hamli (2004) posited that the actual functions related to
training and developments are not seen as valuable. Perhaps T&D professionals in the UAE do not
value the technical side of T&D functions. Thus, supporting the result of the current study,
Rothwell and Al-Hamli (2004) discovered that training delivery competency is more important for
the job as a T&D practitioner in the future than in the current period.
Specifically, it was revealed that the paired t-test result showed that the current importance
and the future perceived importance of eight out of 11 key knowledge areas related to training
delivery (competency of learning theories; ways to facilitate informal learning and build learning
communities; various delivery options/media; existing and emerging learning technologies and
support systems; individual learning modalities; organizational or cultural differences in learning
preferences, communication, and classroom behavior; own personal learning preferences; and legal
and ethical issues relevant for delivering training) were significantly different, wherein the
importance of these stated key knowledge areas related to training delivery competency are more
important for the job as a T&D practitioner in the future than in the current period. Furthermore, the
paired t-test result showed that the current importance and the future perceived importance of only
one out of 12 key knowledge actions related to training delivery (competency of evaluates
solutions) was significantly different, wherein the importance of the key knowledge action of
evaluates solution was more important for the job as a T&D practitioner in the future than in the
current period. Because there are few studies that focus on the difference of the perceived
importance of key knowledge areas and key knowledge actions among T&D practitioners in KSA,
the findings of the current study contribute to the growing body of knowledge that future research
may consider elaborating upon.
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In the 2013 ASTD competency study, the current importance ratings of each of the key
knowledge areas and key actions comprising the AOE of Change management, Performance
improvement, Instructional design, Training delivery, Learning technologies, Evaluating learning
impact, Managing learning programs, Integrated talent management, Coaching, and Knowledge
management were considered at least moderately important for successful performance in the
profession. On the other hand, the respondents were also asked about perceptions of the importance
of the different AOEs to successful job performance in the future and the future ratings were closely
parallel ratings of current importance, in terms of rank ordering of AOEs. As a comparison, for this
current research, the current and future importance ratings of the key knowledge areas and key
knowledge actions of the AOE were also rated highly important. The perceived importance of the
selected training delivery competency on the job as a T&D practitioner was more important in the
future than for the current importance on the job as a T&D practitioner in this study. Results of the
analysis showed that current importance and the future perceived importance of training delivery
competency were significantly different wherein the future perceived importance of AOE of
training delivery competency are more important for the job as a T&D practitioner in the future
than in the current period. There is a contrast of results between the current study and that in the
2013 ASTD competency study with regards to the similarities of the future and current importance
ratings of the AOE of training delivery competency. However, both study showed that the future
and current importance ratings of each of the AOE of training delivery competencies were each
rated as important.
Conclusion
The current study has three major findings. Initially, it was revealed by the ANOVA that
only the current importance ratings of the key knowledge areas of training delivery (competency of
individual learning modalities and legal and ethical issues relevant for delivering training) were
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significantly different vis-à-vis education levels of the T&D practitioners from the KSA. Based on
the perceptions of the T&D practitioners in KSA, it can be concluded that the technicalities in
learning are the primary important competencies to be developed in the training and development
programs.
It was also revealed that the current importance and the future perceived importance of the
selected training delivery competency were significantly different, wherein the AOE of training
delivery competency was more important for the job as a T&D practitioner in the future than in the
current period. Specifically, it was found that the current importance and the future perceived
importance of eight out of 11 key knowledge areas related to training delivery (competency of
learning theories; ways to facilitate informal learning and build learning communities; various
delivery options/media; existing and emerging learning technologies and support systems;
individual learning modalities; organizational or cultural differences in learning preferences,
communication, and classroom behavior; own personal learning preferences; and legal and ethical
issues relevant for delivering training) were significantly different, wherein the importance of these
stated key knowledge areas related to training delivery competency was more important for the job
as a T&D practitioner in the future than in the current period. Based on these findings, it can be
concluded T&D practitioners perceived that technology literacy is linked to future practices on
training and development. Thus, it was revealed in this study that T&D practitioners perceived that
technology literacy, one of the key knowledge areas to training and delivery, to be of more
importance for future than current practices.
Furthermore, it was shown that the current importance and the future perceived importance
of only one out of 12 key knowledge actions related to training delivery (competency of evaluates
solutions) was significantly different, wherein the importance of the key knowledge action of
evaluates solution is more important for the job as a T&D practitioner in the future than in the
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current period. With these findings, it can be concluded that T&D practitioners in KSA do not
perceive the importance of training and development in the current period of their careers. As
reflected in the findings, they consider the key knowledge areas and the key knowledge actions
more important in the future than the current period.
Limitations
There are number of factors which limit this study. First, this study’s results may only apply
to a limited sub group of the population of T&D practitioners in the KSA. Second, given that the
research instrument was adopted from the 2013 ASTD model, T&D practitioners from the KSA
may have different perceptions regarding the importance of certain competencies because T&D is
an emerging field in Saudi Arabia. Third, some T&D terminology may be new or unfamiliar to the
respondents and may not be fully understood. The researcher attempted to reduce this potential
issue by using a panel of experts to assess content validity. Fourth, although the questionnaire was
translated to Arabic after the pilot study, given the wide use of English in Saudi Arabian
organizations, misunderstandings may occur on the participants’ end. English is often a second
language, and some words may be unfamiliar to the participants. This was addressed by
establishing content validation with a panel of experts, to help ensure that the questionnaire was
clear and understandable to participants; the content validation was done through Skype or other
Internet calling programs.
One of the present study’s limitations was the translation of the questionnaires into Arabic,
especially regarding some of the key concepts. Language may have played a role in response rate.
Therefore, significant efforts were made to validate the questionnaire’s transformation. Back
translation was used in order to ensure the validity and reliability of the text. The translated
questionnaire was verified by two Ph.D. students in the Arabic program in the Department of

99
Comparative Literature at Pennsylvania State University. They have reviewed both the versions of
the survey instrument and expressed their agreement and satisfaction.
In addition, an online survey approach was used for this research, and the surveys were
confidential and anonymous in order to increase the response rate. There are number of ways to
increase a response rate for an online survey, such as follow-ups, monetary or non-monetary
incentives (e.g., cash, vouchers, or lotteries) and so forth (Deutskens, De Ruyter, Wetzels, &
Oosterveld, 2004). However, this research used only a follow-up email approach to send a reminder
to all survey participants one week after survey distribution because the participants’ responses
were saved automatically and anonymously, and there was no way to distinguish the participants
who had already responded from the participants who did not respond. Although this research was
able to use a limited approach to increase the response rate, other approaches might have been used
to ensure higher response rates. Last, as this study was ill be based on a questionnaire, the data to be
collected will be was self-reported, and may therefore be subject to the sincerity or insincerity.
Recommendations
Trainers in Saudi. Training and development trainings are essential for the improvement of
student learning in school. The researcher of the current study recommended that trainers in KSA
should modify the training delivery across different education level of training development
practitioners. As revealed in the findings, technicalities in learning are the primary important
competencies to be developed in the training and development programs. Thus, trainers in KSA
should focus on prioritizing on this competency.
Researchers. The researcher recommends that future studies consider modifying the
research methodology. The researcher recommends that researchers consider expanding the scope
of the population of T&D practitioners to address the limitations of the study. Moreover,
considering a more updated survey is also recommended by the researcher for the data considered
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in the current study dated 2013. In addition, to address the limitation on the terminologies used in
the study, the researcher recommends expanding the definition of terms, especially in
comprehending T&D terminologies. To address the limitation of the translation of the survey
instrument after the pilot study, the researcher recommends considering establishing a panel of
experts for the content validation of the survey instruments.
The researcher also recommends using a qualitative methodology in order to attain a deeper
understanding of the topic under study. Because there are few studies focusing on T&D
practitioners in KSA, the researcher recommends using a phenomenological study in order to reveal
the perceptions and lived experiences of the participants, which may provide explanations of the
phenomenon under investigation. Finally, the researcher also recommends using a mixed-method
design. A deeper understanding can be established through the qualitative part of the research,
while establishing the stronger conclusions based on statistical data through the quantitative part of
the research.
Practitioners. The researcher of the current study also recommended that training and
development practitioners to view training and development as an important factor to the current
situation as much as it will be important in the future. In this manner, practitioners will prioritize
training and development that can lead to improved performance. Thus, what the researcher is
recommending the training and development practitioner is the need to put higher priority on the
improvement of their competency on delivering trainings. With the increasing need to improve
employees in the course of work, training and development should not be right.
Summary
The purpose of this quantitative study was to investigate the perceptions of training and
development (T&D) practitioners from the KSA regarding the perceived current importance and the
future (five years hence) importance of selected training delivery competency. A total of 249 T&D
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practitioners from the KSA participated in this study. Initially, it was found that the current
importance ratings of the key knowledge areas of training delivery (competency of individual
learning modalities and legal and ethical issues relevant for delivering training) were significantly
different vis-à-vis education levels of the T&D practitioners from the KSA. It was also revealed that
the perceived current importance and the future importance of the selected training delivery
competency were significantly different, wherein the AOE of training delivery competency was
more important for the job as a T&D practitioner in the future than in the current period. These
studies are aligned with the existing literature on the perceived importance or training and
development among T&D practitioners in KSA.
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Appendix A
Implied Informed Consent Form for Social Science Research
Title of Project:

Current and Future Perceived Importance of Training and
Development Competencies in a Selected Area Identified by
Saudi Practitioners

Principal Investigator:

Yasser A. Binsiddiq
The Pennsylvania State University
315 Keller Building
University Park, PA 16802
+1 (814) 777-7706; +966 (505) 505-058
yab103@psu.edu

Advisor:

Dr. William J. Rothwell
305 Keller Building, University Park, PA 16802
(814) 863-2581, wjr9@psu.edu.

1. Purpose of the Study: The purpose of this study is to investigate the perceptions of training and
development (T&D) practitioners from the Kingdom of Saudi Arabia regarding the importance of
selected training and development competencies at the present time and in the next five years. This
competency focused on training delivery. This study will seek to identify and provide a profile of
T&D practitioners in the Kingdom of Saudi Arabia, and analyze their perceptions of the current and
future importance of learning and development competencies in their country.
2. Inclusion criteria for the study: To participate in this study, you must meet the following inclusion
criteria:
a.
b.
c.
d.

Must be aged 18 and above
Must have at least one post-secondary degree
Must be currently employed in a KSA organization
Must speak, read, and write English fluently
Must have worked in at least one of these disciplines: Training and Development,
Organization Development, Career Development, Human Resource Management, or Human
Resources Development, or other similar areas, such as workers’ compensation and
occupational health and safety

3. Procedures to be followed: We request your participation in a 30-minute online survey to learn
about your perceptions of training and development in your company.
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4. Discomforts and Risks: There are no risks associated with participating in this research beyond
those experienced in everyday life.
5. Benefits:
a. You might learn more about investigated topic by participating in this study.
b. This study may reinforce the importance of your role in the organization.
c. You will receive an executive summary regarding the findings from the study.
6. Duration: The survey will last approximately thirty minutes of your time.
7. Statement of Confidentiality: You will not be asked to provide identifying information during data
collection. While the researcher is aware of who is invited to participate, the researcher will not
know who take the survey instrument. If this research is published, no information that would
identify you will be revealed. Your confidentiality will be maintained to the degree permitted by the
technology used.
8. Right to Ask Questions: Please contact Yasser A. Binsiddiq at +1 (814) 777-7706 or +966 (505)
505-058 with questions or concerns about this study. You may also contact the researcher’s faculty
advisor, Dr. William J. Rothwell at +1 (814) 863-2581. If you have questions about your rights as a
research participant, contact Penn State’s Office for Research Protections at +1 (814) 865-1775.
9. Voluntary Participation: Your participation in this study is entirely voluntary. You may decline to
answer specific questions or end your participation in the interview at any time. Refusal to take part
in or withdrawing from this study will involve no penalty or loss of benefits you would receive
otherwise.
10. Compensation: There is no monetary compensation associated with participation in this research.
You must be 18 years of age or older to participate in this research study. If you consent to participate in
this research study and to the terms above, please sign your name and indicate the date below.
You will be given a copy of this consent form to keep for your records.
Participant:
Signature:
Date:
The informed consent procedure has been followed.
Investigator Signature:
Date:
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Appendix B
Ethics from for the Respondents
To: Participant’s Name
From: Yasser A. Binsiddiq
Re: Research on A study of Current and Future Perceived Importance of Training and Development
Competencies in a Selected Area Identified by Saudi Practitioners

Thank you for agreeing to answer the questionnaire of the ATD competency for this study: A study
of current and future perceived importance of training and development competencies in a selected
area identified by Saudi practitioners
Your participation will remain confidential and all reported data will be made anonymous to ensure
your identity and that of any colleague or company that you may mention is not revealed.
Please sign below to indicate your consent to participate in the research.
Name:
Position:
Signature:
Date:
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Appendix C
Notification of IRB Approval

Vice President for Research
Office for Research Protections

The Pennsylvania State University
The 330 Building, Suite 205
University Park, PA 16802

EXEMPTION DETERMINATION

Phone : (814) 865-1775
Fax: (814) 863-8699
Email : orprotections@psu.edu
Web : www.research.psu.edu/orp

Date: February 13, 2015
From: Courtney Whetzel, IRB Analyst
To:

Yasser Binsiddiq
Type of Submission:
Title of Study:

Principal Investigator:

Initial Study
Current and Future Perceived Importance of
Training and Development Competencies in
Selected Areas Identified by Saudi Practitioners
Yasser Binsiddiq

Study ID:

STUDY00000914

Submission ID:

STUDY00000914

Funding:
Documents Approved:

Not Applicable
• Survey (0.01), Category: Data Collection
Instrument
• HRP-591-Protocol of HumanSubjectResearchSTUDY00000914.pdf (0.01), Category: IRB Protocol

The Office for Research Protections determined that the proposed activity, as
described in the above-referenced submission, does not require formal IRB review
because the research met the criteria for exempt research according to the policies
of this institution and the provisions of applicable federal regulations.
Continuing Progress Reports are not required for exempt research. Record of this
research determined to be exempt will be maintained for five years from the date of
this notification. If your research will continue beyond five years, please contact the
Office for Research Protections closer to the determination end date.
Changes to exempt research only need to be submitted to the Office for Research
Protections in limited circumstances described in the below-referenced Investigator
Manual. If changes are being considered and there are questions about whether IRB
review is needed, please contact the Office for Research Protections.
Penn State researchers are required to follow the requirements listed in the
Investigator Manual (HRP-103), which can be found by navigating to the IRB
Library within CATS IRB (http://irb.psu.edu).
This correspondence should be maintained with your records.

ID00000027
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Appendix D
Written Permission from Authors and ATD to Use
“The ATD Model for Training & Development Profession”
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Yasser A. Binsiddiq
PhD Candidate in Workforce Education and Development, Pennsylvania State University, University Park, PA 16802
871 Galen Drive, State College, PA 16803- (814) 777-7706, email: yab103@psu.edu

[Date]
The President
American Society of Training and Development (ASTD)
Publication Department
Box 1443, Alexandria, VA 22313-2043
Dear Sir/Madam,
I am conducting research titled, “A Study of Current and Future Perceived Importance of
Training and Development Competencies in a Selected Area Identified by Saudi Practitioners” at
The Pennsylvania State University under the supervision of Dr. William J. Rothwell, Professor,
Learning & Performance Department, College of Education.
I would like to request permission to use and reprint the material identified below.
Questionnaire of The ASTD competency Study: The Training & Development Profession
Redefined.
By signing below, you grant permission for the use of the material as described above and warrant
that you are the genuine owner of the rights granted therein and these rights do not infringe the
copyrights or any other rights of any person or entity. Please return one copy of this form to me.
The second copy is for your records.

Yasser A. Binsiddiq
Graduate student
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Workforce Education & Development
Pennsylvania State University
University Park, PA 16802
July 22, 2014
The ASTD Publisher
ASTD Publication Department
1640 King Street Box 1443
Alexandria, VA 22313-1443 USA
Dear ASTD Publisher:
I am a Ph.D. candidate in Workforce Education and Development (WF ED) at the Pennsylvania
State University, University Park, PA. I am in the process of completing my dissertation titled,
“Current and Future Perceived Importance of Training and Development Competencies in a
Selected Area Identified by Saudi Practitioners” under the supervision of Professor of Education
William J. Rothwell, Ph.D. With this letter I am requesting your permission to include the
following items, for which I believe you hold the copyright, in my research project.
1. The terms related to Training and Development competencies published in the 2013 ATD
competency Study: The Training & Development Profession Redefined.
(Arneson, et.al, 2013).
2. A summary of survey responses for ten major area of Expertise (AOEs), such as Performance
Improvement, Instructional Design, Training Delivery, Learning Technologies, Evaluating
Learning Impact, Managing Learning Programs, Integrated Talent Management, Coaching,
Knowledge Management, and Change Management.
I also would like to request permission to use and reprint the material identified below.
Questionnaire of The ATD competency Study: The Training & Development Profession Redefined.
I must include statistical tables in order to make a cross-country comparison of the self-reported
perceptions of T&D competencies by Saudi and U.S. practitioners. The material will be distributed
or published for academic purposes. In addition, I should mention that the inclusion of this material
could have potential advantages for the ASTD, such as the dissemination of information about the
T&D certification programs, and potential customers for the advanced ASTD educational
programs.
Once I receive permission from you, a copyright notice will be published in my dissertation. Please
send the appropriate wording so that I may be sure that I state the nature of the permission
accurately.
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Thank you in advance.
I look forward to hearing from you at your earliest convenience.
Sincerely
Yasser Abdullah Binsiddiq
PhD Candidate
Workforce Education and Development
The Pennsylvania State University
University Park
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Received permission from ATD to use the material on June 03, 2015.

Hi Yasser,
Thanks for your patience with us. It has been hectic.
I made some required edits in the attached. Once these are accepted, this is good to go from ATD’s
perspective.
Good luck with your research!
Regards,
Jennifer
Jennifer A. Naughton
ATD Certification Institute
Senior Director, Credentialing
email: jnaughton@astd.org
tel: 703.683.7257
fax: 703.683.8183
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Appendix E
Pilot Testing
Recruitment Letter
First Follow-Up Letter
Second Follow-Up Letter
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Recruitment letter
Initial E-mail
Subject: A pilot study of Current and Future Perceived Importance of Training and Development
Competencies in a Selected Area Identified by Saudi Practitioners
Date:
The message has been sent to you to ask for your participation in an online survey regarding
Training and Development Competencies in the KSA. The main purpose of this research is to
collect field information regarding perceived importance of competencies needed by the Training
and Development (T&D) practitioners in the King of Saudi Arabia at the present time and the next
five years. This study is being conducted for research. Your participation is important in creating
this understanding and to inform the results of the research to suggest ways the workplace
competencies could be improved with regard to foster and supporting competencies. The data will
be used to examine how and if the characteristics of the T&D competencies can be applied to others
to improve them.
The survey is available at URL: https://pennstate.qualtrics.com/SE/?SID=SV_0MWqb2CZjJSgqmp
You will be asked some basic background information and Likert-scale questions. You may need
15 minutes to answer all the questions. Please complete this survey by [Date]
As a thank you to your participation, you will receive an executive summary for participating in this
survey.
If you have any questions about the research project, please contact Yasser A. Binsiddiq at email:
yab103@psu.edu or Tel: +1 (814) 777-7706
Thank you,
Yasser A. Binsiddiq
Graduate student, Penn State University,
University Park, PA
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Follow-Up E-mail
Subject: Reminder- A pilot study of Current and Future Perceived Importance of Training and
Development Competencies in a Selected Area Identified by Saudi Practitioners
Date
Two weeks ago, we sent an email requesting participation in an online survey regarding
Training and Development Competencies in the KSA. Your participation is important as it will help
to define an understanding what competencies are most important to you at the current time and
what competencies will be most important for the future.
The survey is available at [URL]. Please complete the survey by [Date]
The original e-mail follows.
Thank you,

Yasser A. Binsiddiq
Original email message would follow:
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Follow-Up E-mail (Date)
Subject: Reminder- A pilot study of Current and Future Perceived Importance of Training and
Development Competencies in a Selected Area Identified by Saudi Practitioners
Date:
Three weeks ago, we sent an email requesting participation in an online survey regarding
Training and Development Competencies in the KSA. Your participation is important as it will help
to define an understanding what competencies are most important to you at the current time and
what competencies will be most important for the future.
The survey is available at [URL]. Please complete the survey by [Date].
The original e-mail follows.
Thank you,

Yasser A. Binsiddiq
Original email message would follow:
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Appendix F
G*Power Result
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Appendix G
Survey Guide
Questionnaires for Survey
(English and Arabic Versions)
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A Survey Guide of Training and Development Competencies (Modified Version)
This survey is to determine the perceived important of Training and Development Competencies
(T&D) competencies what practitioners need to know and do to be successful in their jobs.
Competency is defined as the knowledge, skills, abilities, and behaviors required for success in the
field of training and development. The competencies will be measured according to your expertise
in training delivery.
General instructions:
The questionnaire in this study contains one section:
Part I: Demographic profile section of the questionnaire
Part II: Training and Development Competencies
Please enter your answers according to the direction of each section.
Please note that your response will be kept confidential. All responses will be analyzed in groups
and summary statistics will be reported.
Thanks very much for your help.

Yasser Abdullah Binsiddiq
The Pennsylvania State University
301 Keller Building
University Park, PA 16802
Phone: (814) 777-7706 or +966 (505) 505-058
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The Pennsylvania State University
Current and Future Perceived Importance of Training and Development Competencies in a
Selected Area Identified by Saudi Practitioners
PART - T&D Competencies

Yasser Abdullah Binsiddiq
Graduate Student
Workforce Education & Development Program
Learning & Performance System Department
301 Keller Building, University Park, PA 16802
Tel. (814) 777-7706 & +966 (505) 505-058
Email: yab103@psu.edu
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Competency Survey Questionnaire
Informed Consent
1. Purpose of the Study: The primary purpose of this study is to investigate the perceptions of
training and development (T&D) practitioners from the Kingdom of Saudi Arabia (KSA) regarding
the current importance and the future perceived importance of training delivery as a training and
development competency.
2. Procedures: As a participant, you will be asked to complete this questionnaire. This
questionnaire has four sections. Section 1 is about rating the important of training delivery now and
in the future. Section 2 is about rating the importance of key knowledge on training delivery.
Section 3 is about rating the importance of key actions of training delivery. Section 4 is about
collecting your demographic information. Your responses will be kept anonymous. The data
collected using this instrument will be secured in password-protected files and stored for a period of
five years after the completion of this study. After this time, all data will be permanently deleted.
3. Anonymity/Confidentiality: Your participation in this study is anonymous and your responses
are confidential. The collected data will be used for statistical analysis and no participant will be
identified from the pooled data. This study is conducted for academic research purposes. The
information collected from this study may be used in the future for research and publication;
however, no personally identifiable information will be revealed.
4. Voluntary Participation: Your participation in this study is voluntary, so you can decide
whether you would like to complete this survey. Also, you have the right to stop your participation
and withdraw from the study at any time and/or any place without any penalties or consequences. In
addition, you may choose to not answer specific questions by not clicking in the answer.
5. Right to Ask Questions: If you have any questions or comments about this research, please
contact Yasser A. Binsiddiq at yab103@psu.edu or cell phone +1 (814)-777-7706 or +966 (505)
505-058 Questions or concerns about research participants' rights may be directed to the Office for
Research Protections at Penn State University.
When is this questionnaire due? This survey will take no longer than 15 to 20 minutes to complete.
Please complete the questionnaire by August 31, 2015.
Note the competencies and some of the survey content is the property of ATD, the Association for
Talent Development. It is being used by permission. The competencies and survey contents may not
be distributed without permission from both ATD and from Penn State University.
By clicking "next", it indicates that you have read the above informed consent, understand the
information consent and this study, and agree to participate in this study.
©2015 from Penn State University and the Association for Talent Development. This survey is not to be
distributed or reproduced without the express written permission of both organizations. All rights are
reserved.
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Survey Contents:
Part 1: Rating the Importance of Training Delivery
The training delivery Area of Expertise (AOEs) listed below focuses on a range of specialized
knowledge and skills. For training delivery Area of Expertise listed, please indicate its importance
to successful performance of your job now and in the next five years.
0=Not needed for your job, 1=Minor importance, 2=Some importance, 3=Important, 4=Very
important, 5=Extremely important
0

1

2

3

4

5

Not needed for
your job

Of minor
importance to
your job

Of some
importance for
your job

Important to
your job

Very important
to your job

Extremely
important to
your job

Importance to Successful
Performance of Your Job
Now
0

1

2

3

4

5

Importance to Successful
Performance of Your Job
in 5 Years
0

1

2

3

4

5

TRAINING DELIVERY Delivering
informal and formal learning
solutions in a manner that both
engages the learner and produces
desired outcomes; managing and
responding to learner needs; ensuring
that the learning is made available in
effective platforms and delivered in a
timely and effective manner.

Importance of key Knowledge Areas and Actions
The following questions ask you to be prompted to provide ratings for the key knowledge and
actions that are related to training delivery competency.
Part 2: Training Delivery – Importance of Key Knowledge Areas
0

1

2

3

4

5

Not needed for
your job

Of minor
importance to
your job

Of some
importance for
your job

Important to
your job

Very important
to your job

Extremely
important to
your job

Importance to Successful
Performance of Your Job
Now

Training Delivery – Key Knowledge
Areas
0
Learning theories

1

2

3

4

5

Importance to Successful
Performance of Your Job in
5 Years
0

1

2

3

4

5
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Various instructional methods, e.g.,
discussion, exercises, self-directed
learning
Ways to facilitate informal learning
and build learning communities, e.g.,
leveraging learning platforms and
fostering personal learning networks
Various delivery options/media, e.g.,
online, classroom, mobile, multimedia
Existing and emerging learning
technologies and support systems,
such as collaborative learning
software, learning management
systems, and social media
Facilitation and presentation
techniques and tools
Individual learning modalities, e.g.,
visual, auditory, kinesthetic
Organizational or cultural differences
in learning preferences,
communication, and classroom
behavior
Own personal learning preferences
such as preference for lecture or
informal learning approaches
Familiarity with content being taught
and how the solution addresses the
need, i.e., context
Legal and ethical issues relevant for
delivering training, e.g., obtaining
permission for use of materials and
giving credit as appropriate
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Part 3: Training Delivery – Importance of Key Actions:

Training Delivery – Key
Actions

Importance to Successful
Performance of Your Job
Now
0

Manages the learning
environment - Schedules events
and users/participants; selects
facilities conducive to learning;
prepares agenda/learning
objectives in advance; organizes
materials and multi-media
equipment; arranges room and
equipment for optimal learning;
provides materials; ensures
access and supplies resources for
learning users/participants;
provides for breaks/refreshments.
Prepares for training delivery Reviews participant and
facilitator materials prior to
delivery; gathers information
about the participants and their
characteristics; tailors examples
and analogies to ensure relevance
to participants.
Conveys objectives - Informs
users/participants of the goals
and purpose of the learning
solution; ensures that learners
have a realistic understanding of
what the solution can
accomplish.
Aligns learning solutions with
course objectives and learner
needs - Monitors needs and
learning preferences of
users/participants to ensure that
the learning solutions meet
learner and course objectives;
responds to feedback from
learners and makes adjustments
or enhancements to the learning
solution based on this feedback.
Establishes credibility as
instructor - Demonstrates

1

2

3

4

5

Importance to Successful
Performance of Your Job in
5 Years
0

1

2

3

4

5
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understanding of course content
and its relationship to business
needs; uses appropriate
terminology and relevant
business examples; provides
useful information when
responding to questions; helps
participants apply learning to onthe-job situations.
Creates a positive learning
climate - Establishes a learning
environment where learners feel
safe to try new skills and
behaviors, where individual
differences are respected, and
confidentiality is supported;
personally models behavior that
is consistent with the goals of the
program
Delivers various learning
methodologies - Facilitates
learning by using various
learning delivery methodologies
that achieve learning objectives
and ensure application, including
a combination of lectures, role
plays, simulations, technologydelivered training, online
learning, and learning technology
support tools; encourages
informal learning approaches
such as the development of
personal learning networks;
follows facilitator materials to
ensure effective and consistent
delivery.
Facilitates learning - Varies
delivery style to fit the audience;
adapts to the needs of learners
and adjusts curriculum as
needed; presents information in a
logical sequence; uses
appropriate visual aids; listens
and responds to questions and
objections; leverages the
knowledge and experience of
participants to facilitate learning;
manages group dynamics;
manages time on learning topics.
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Encourages participation and
builds learner motivation Uses techniques and skills to
engage all participants in the
learning experience; adapts own
style to different learner and
group styles; makes effort to
"bring in" passive participants;
creates excitement and
commitment to the learning
experience; engages learners by
providing opportunities for
participation and
experimentation in the learning
process; capitalizes on
participant diversity to maximize
learning; builds a collaborative
learning environment
Delivers constructive feedback
- Provides behavioral feedback
on learners’ performance during
or after the learning experience;
maintains or enhances learners'
self-esteem; supports feedback
with specific examples of
behavior and possible
alternatives for improving
performance; provides a balance
of positive and constructive
feedback; creates opportunities
for self-discovery and insight.
Ensures learning outcomes Ensures the learning objectives
are met; integrates or embeds
appropriate performance support
and assessment techniques to
check learner’s understanding
and to ensure skill and/or
knowledge acquisition, on the
job application, and intended
business results.
Evaluates solutions - Monitors
the impact of learning solution to
ensure its effectiveness;
summarizes and communicates
evaluation results.
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Part 4: Demographic Information:
What is your:
1. Age
a. 18 to 25 years old
b. 26 to 30 years old
c. 31 to 35 years old
d. 36 to 40 years old
e. 41 to 45 years old
f. 46 to 50 years old
g. 51 to 55 years old
h. 56 to 60 years old
i. above 60 years old
2. Gender
a. Male
b. Female
3. Years of experience in the current position
a. Less than 5 years
b. 6 to 10 years
c. 11 to 15 years
d. 16 to 20 years
e. above 20 years
4. Educational attainment
a. a bachelor’s degree or lower
b. a master’s degree
c. a degree higher than a master’s degree.
©2015 from Penn State University and the Association for Talent Development. This survey is not to be
distributed or reproduced without the express written permission of both organizations. All rights are
reserved.
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ﻣﺘﺎﺑﻌﺔ (ﻻﺣﺘ$ﺎﺟﺎ!
('ﺣﺘ$ﺎﺟﺎ! #ﻟﺪ!"#
'ﺗﻔﻀ#ﻼ! 'ﻟﺘﻌﻠّﻢ ﻟﻠﻤﺴﺘﺨﺪﻣ"ﻦ)/ﻟﻤﺸﺎ$ﻛ"ﻦ ﻟﻀﻤﺎ!
"! &ﻟﺤﻠﻮ! )ﻟﺘﺪ$%ﺴ"ﺔ ﺗﻔﻲ ﺑﺎﺣﺘ$ﺎﺟﺎ! #ﻟﺪ!"#
&$%ﺪ"! 'ﻟﺪ& !"#$ﻻﺟﺎﺑﺔ ﻋﻠﻰ ﺗﻌﻘ(ﺒﺎ!/ﻣﻼﺣﻈﺎ!
 !"#$ﻣﻦ %ﻟﺪ$%ﺳ"ﻦ &ﺗﻨﻔ"ﺬ ﺗﻌﺪ#ﻼ! "! ﺗﺤﺴ$ﻨﺎ!
ﻟﻠﺤﻞ $ﻟﺘﺪ#$ﺴﻲ ﺑﻨﺎ ًء ﻋﻠﻰ ﻣﺎ  !"#ﻣﻦ
ﺗﻌﻘ(ﺒﺎ!/ﻣﻼﺣﻈﺎ!
%ﻟﻌﻤﻞ ﻋﻠﻰ ﻓ"ﻢ
%ﺛﺒﺎ! $ﻟﻤﺼﺪ$ﻗ"ﺔ ﻛﻤﺪ ّ!#
ﻣﺤﺘﻮ! &ﻟﺪ% !"#ﻋﻼﻗﺔ &ﻟﺪ !"#ﺑﺎﺣﺘ$ﺎﺟﺎ! 'ﻟﻨﺸﺎ"!
"ﺳﺘﺨﺪ"! )ﻟﻤﺼﻄﻠﺤﺎ! &ﻟﻤﻼﺋﻤﺔ &%ﻣﺜﻠﺔ ﻣﺘﺼﻠﺔ
ﺑﺎﻟﻨﺸﺎ"! ﺗﻘﺪ"ﻢ ﻣﻌﻠﻮﻣﺎ! ﻣﻔ#ﺪ! ﻋﻨﺪ &ﻻﺟﺎﺑﺔ ﻋﻠﻰ
&ﺳﺌﻠﺔ! ﻣﺴﺎﻋﺪ! )ﻟﻤﺸﺎ$ﻛ"ﻦ ﻟﺘﻄﺒ"ﻖ ﻣﺎ ﺗﻌﻠﻤﻮ! ﻋﻠﻰ
ﺣﺎﻻ! ﺗﺘﺼﻞ ﺑﻮ&ﺎﺋﻔ"ﻢ
$%ﺠﺎ! ﻣﻨﺎ! ﺗﺪ#$ﺴﻲ &%ﺠﺎﺑﻲ $%ﺠﺎ! ﺑ#ﺌﺔ ﺗﺪ$%ﺴ"ﺔ
ﺣ"ﺚ $ﺸﻌﺮ %ﻟﺪ$%ﺳ"ﻦ "! ﻟ"ﻢ &ﻟﺤﺮ"ﺔ ﻓﻲ &ﺧﺘ#ﺎ!
&ﺗﺠﺮﺑﺔ ﻣ%ﺎ( !"#ﺳﻠﻮﻛ#ﺎ! ﺟﺪ$ﺪ"! %ﺑ#ﺌﺔ %ﺤﺘﺮ!
ﻓ"#ﺎ %ﻟﺮ"! $ﻵﺧﺮ ' !"#ﻟﺴ ّﺮ"ﺔ ﻣﻜﻔﻮﻟﺔ ﻟﻠﺪ$%ﺳ"ﻦ !"#
ﺳﻠﻮﻛ#ﺎ! 'ﻟﻨﻤﺎ"! 'ﻟﺸﺨﺼ"ﺔ ﺗﺘﻤﺎﺷﻰ ﻣﻊ $%ﺪ"!
(ﻟﺒﺮﻧﺎﻣﺞ
#ﺮ! ﻣﻨ%ﺠ#ﺎ! ﺗﻌﻠّﻢ ﻣﺘﻨﻮﻋﺔ ﺗﺴ"#ﻞ ﻋﻤﻠ"ﺔ 'ﻟﺘﻌﻠّﻢ
ﺑﺎﺳﺘﺨﺪ"! ﻣﻨ%ﺠ#ﺎ! ﺗﻌﻠّﻢ ﻣﺘﻨﻮﻋﺔ ﺗﺤﻘﻖ $%ﺪ"! 'ﻟﺘﻌﻠّﻢ

%

$

#

٤

٥

&ﻷ$ﻤ"ﺔ ﻷ"#ء ﻣﻤﺘﺎ! ﻟﻮ$%ﻔﺘﻚ ﻓﻲ %ﻟﺨﻤﺲ "ﻟﺴﻨﻮ"!
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%ﺗﻀﻤﻦ ﺗﻄﺒ"ﻖ ﺗﻠﻚ *ﻟﻤﻨ&ﺠ$ﺎ"! ﺑﻤﺎ ﻓﻲ #ﻟﻚ
ﻣﺠﻤﻮﻋﺔ ﻣﻦ "ﻟﻤﺤﺎﺿﺮ"! "#ﻷ( !"#$ﻟﺘﻤﺜ"ﻠ"ﺔ
('ﻟﻤﺤﺎﻛﺎ! )(ﻟﺘﻘﻨ#ﺎ! ﻓﻲ ﻋﻤﻠ"ﺔ (ﻟﺘﺪ#$ﺐ! !"#$%#
ﺗﻜﻨﻮﻟﻮﺟ"ﺔ ﻣﺴﺎﻧﺪ"! &ﺗﺸﺠ"ﻊ ﻣﻔﺎ"#ﻢ 'ﻟﺘﻌﻠ"ﻢ ﻏ"ﺮ
&ﻟﺮﺳﻤﻲ ﻣﺜﻞ ﺗﻄﻮ"ﺮ ﺷﺒﻜﺎ! 'ﻟﺘﻌﻠّﻢ 'ﻟﺸﺨﺼﻲ!
&%ﺗﺒﺎ! ﻣﻮ"! (ﻟﻤﺪ$ﺳ"ﻦ ﻟﻀﻤﺎ! 'ﻟﺘﻨﻔ"ﺬ &ﻟﻔﻌﺎ!
ﻟﻠﺘﺪ"#ﺐ
ﺗﺴ"#ﻞ ﻋﻤﻠ"ﺔ 'ﻟﺘﻌﻠّﻢ ﺗﻘﺪ"ﻢ %ﻧﻤﺎ! ﺗﺪ"#ﺐ ﻣﺘﻨﻮﻋﺔ
ﻣﻦ ﺗﻘﺪ"ﻢ 'ﻟﺘﺪ"#ﺐ ﻟﺘﻼﺋﻢ )ﻟﻤﺸﺎ$ﻛ"ﻦ 'ﺗﺘﻤﺎﺷﻰ ﻣﻊ
'ﺣﺘ$ﺎﺟﺎ! %ﻟﺪ$%ﺳ"ﻦ 'ﺗﺘﻤﺎﺷﻰ ﻣﻊ &ﻟﻤﻨ"ﺞ ﺣﺴﺐ
'ﻟﺤﺎﺟﺔ! &ﺗﻘﺪ"ﻢ )ﻟﻤﻌﻠﻮﻣﺎ! ﺑﻄﺮ#ﻘﺔ ﻣﺘﺴﻠﺴﻠﺔ
ﻣﻨﻄﻘ#ﺔ! '"ﺳﺘﺨﺪ"! "ﻟﻤﺴﺎﻋﺪ"! 'ﻟﺒﺼﺮ"ﺔ 'ﻟﻤﻼﺋﻤﺔ!
&ﻻﺻﻐﺎء '&ﻻﺟﺎﺑﺔ ﻋﻠﻰ &ﻷﺳﺌﻠﺔ *%ﻻﻋﺘﺮ%ﺿﺎ"!
%ﺗﻌﺰ"ﺰ ﻣﻌﺮﻓﺔ &ﺗﺠﺎ"! *ﻟﻤﺸﺎ%ﻛ#ﻦ! &!"#$%
('ﻨﺎﻣ"ﻜ"ﺔ )ﻟﻤﺠﻤﻮﻋﺎ"! &% !"#$%ﻟﻮﻗﺖ 'ﻣﻮ$ﺿ"ﻊ
#ﻟﺪ#$ﺳﺔ
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ﺑﺘﺠﺎ"! '&ﺳﺘﻐﻼ! ﻣﺰ"ﺔ ﺗﻨﻮ! ﺷﺨﺼ#ﺎ!
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Appendix H
Frequency and Percentage Summaries of Current and Future Rating of Importance of
Competency of Training Delivery
Current
Frequency
Delivering
informal and
formal learning
solutions in a
manner that both
engages the
learner and
produces desired
outcomes;
managing and
responding to
learner needs;
ensuring that the
learning is made
available in
effective platforms
and delivered in a
timely and
effective manner.
Total

Future

Percent

Frequency

Percent

Not Needed on your Job

3

1.2

4

1.6

Minor importance

5

2

2

0.8

Some Importance

9

3.6

9

3.6

Important

33

13.3

18

7.2

Very important

71

28.5

57

22.9

120

48.2

147

59

8

3.2

12

4.8

249

100

249

100

Extremely important
Missing
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Appendix I
Frequency and Percentage Summaries of Current and Future Rating of Importance of Key
Knowledge Areas Related to Training Delivery Competency
Current
Frequency
1. Learning
theories

Not Needed on your Job

methods

Percent

3

1.2

Minor importance

13

5.2

12

4.8

Some Importance

24

9.6

24

9.6

Important

55

22.1

39

15.7

Very important

80

32.1

74

29.7

Extremely important

68

27.3

90

36.1

7

2.8

7

2.8

249

100

249

100

Not Needed on your Job

2

0.8

Minor importance

3

1.2

6

2.4

Some Importance

15

6

18

7.2

Important

44

17.7

32

12.9

Very important

77

30.9

64

25.7

101

40.6

116

46.6

7

2.8

13

5.2

249

100

249

100

Extremely important
Missing
Total

Frequency

0.8

Total

instructional

Percent

2

Missing

2. Various

Future

3. Ways to
facilitate
informal
learning and
build learning
communities

Not Needed on your Job

1

0.4

2

138
0.8

Minor importance

5

2

5

2

Some Importance

21

8.4

13

5.2

Important

51

20.5

31

12.4

Very important

78

31.3

80

32.1

Extremely important

88

35.3

109

43.8

5

2

9

3.6

249

100

249

100

Not Needed on your Job

1

0.4

2

0.8

Minor importance

4

1.6

6

2.4

Some Importance

24

9.6

18

7.2

Important

37

14.9

24

9.6

Very important

85

34.1

73

29.3

Extremely important

92

36.9

116

46.6

6

2.4

10

4

249

100

249

100

5

2

4

1.6

Minor importance

16

6.4

13

5.2

Some Importance

26

10.4

20

8

Important

46

18.5

25

10

Very important

62

24.9

71

28.5

Missing
Total
4. Various
delivery
options/media

Missing
Total
5. Existing and
emerging
learning
technologies
and support
systems

Not Needed on your Job

Extremely important

89

35.7

108

5

2

8

3.2

249

100

249

100

Not Needed on your Job

1

0.4

2

0.8

Minor importance

5

2

7

2.8

Some Importance

16

6.4

10

4

Important

28

11.2

29

11.6

Very important

72

28.9

68

27.3

121

48.6

125

50.2

6

2.4

8

3.2

249

100

249

100

Not Needed on your Job

6

2.4

4

1.6

Minor importance

4

1.6

5

2

Some Importance

19

7.6

19

7.6

Important

46

18.5

34

13.7

Very important

79

31.7

76

30.5

Extremely important

81

32.5

97

39

Missing

14

5.6

14

5.6

249

100

249

100

1

0.4

2

0.8

13

5.2

10

4

Missing
Total
6. Facilitation
and
presentation
techniques and
tools

Extremely important
Missing
Total
7. Individual
learning
modalities

Total
8.
Organizational

139
43.4

Not Needed on your Job
Minor importance

or cultural
differences in
learning
preferences,
communication,
and classroom
behavior

Some Importance

26

10.4

19

Important

49

19.7

37

14.9

Very important

73

29.3

84

33.7

Extremely important

78

31.3

86

34.5

240

96.4

238

95.6

9

3.6

11

4.4

249

100

249

100

4

1.6

4

1.6

Minor importance

6

2.4

11

4.4

Some Importance

27

10.8

21

8.4

Important

53

21.3

37

14.9

Very important

85

34.1

82

32.9

Extremely important

68

27.3

85

34.1

243

97.6

240

96.4

6

2.4

9

3.6

249

100

249

100

2

0.8

5

2

Minor importance

12

4.8

9

3.6

Some Importance

15

6

14

5.6

Important

41

16.5

36

14.5

Very important

89

35.7

78

31.3

Not Needed on your Job
Missing

Total
9. Own personal Not Needed on your Job
learning
preferences

Total
Missing
Total
10. Familiarity
with content
being taught
and how the
solution
addresses the

140
7.6

Not Needed on your Job

need

Extremely important

80

32.1

95

Missing

10

4

12

4.8

249

100

249

100

Not Needed on your Job

6

2.4

3

1.2

Minor importance

8

3.2

6

2.4

Some Importance

17

6.8

20

8

Important

37

14.9

25

10

Very important

74

29.7

72

28.9

100

40.2

112

45

7

2.8

11

4.4

249

100

249

100

Total
11. Legal and
ethical issues
relevant for
delivering
training

Extremely important
Missing
Total

141
38.2
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Appendix J
Frequency and Percentage Summaries of Current and Future Rating of Importance of Key
Knowledge Actions Related to Training Delivery Competency
Current

Future

Frequency Percent Frequency Percent
1. Manages the
learning environment

Not Needed on your Job

3

1.2

4

1.6

Minor importance

2

0.8

9

3.6

Some Importance

12

4.8

9

3.6

Important

31

12.4

29

11.6

Very important

76

30.5

66

26.5

120

48.2

123

49.4

5

2

9

3.6

249

100

249

100

Not Needed on your Job

6

2.4

3

1.2

Minor importance

9

3.6

10

4

Some Importance

10

4

15

6

Important

26

10.4

20

8

Very important

75

30.1

69

27.7

117

47

122

49

6

2.4

10

4

249

100

249

100

Not Needed on your Job

4

1.6

2

0.8

Minor importance

3

1.2

4

1.6

Some Importance

12

4.8

8

3.2

Important

27

10.8

34

13.7

Extremely important
Missing
Total
2. Prepares for
training delivery

Extremely important
Missing
Total
3. Conveys objectives

Very important

89

35.7

72

106

42.6

119

47.8

8

3.2

10

4

249

100

249

100

Not Needed on your Job

4

1.6

2

0.8

Minor importance

5

2

9

3.6

Some Importance

9

3.6

8

3.2

Important

37

14.9

31

12.4

Very important

72

28.9

71

28.5

116

46.6

120

48.2

6

2.4

8

3.2

249

100

249

100

Not Needed on your Job

4

1.6

6

2.4

Minor importance

4

1.6

5

2

Some Importance

4

1.6

7

2.8

Important

31

12.4

27

10.8

Very important

72

28.9

63

25.3

128

51.4

133

53.4

6

2.4

8

3.2

249

100

249

100

Not Needed on your Job

4

1.6

3

1.2

Minor importance

2

0.8

4

1.6

Some Importance

7

2.8

8

3.2

Important

28

11.2

23

9.2

Very important

70

28.1

62

24.9

132

53

142

57

6

2.4

7

2.8

Extremely important
Missing
Total
4. Aligns learning
solutions with course
objectives and learner
needs

Extremely important
Missing
Total
5. Establishes
credibility as
instructor

Extremely important
Missing
Total
6. Creates a positive
learning climate

143
28.9

Extremely important
Missing

Total
7. Delivers various
learning
methodologies

249

100

249

Not Needed on your Job

2

0.8

2

0.8

Minor importance

5

2

7

2.8

Some Importance

8

3.2

9

3.6

Important

31

12.4

23

9.2

Very important

87

34.9

76

30.5

111

44.6

125

50.2

5

2

7

2.8

249

100

249

100

Not Needed on your Job

3

1.2

5

2

Minor importance

4

1.6

8

3.2

Some Importance

12

4.8

6

2.4

Important

32

12.9

26

10.4

Very important

79

31.7

83

33.3

Extremely important

114

45.8

115

46.2

Total

244

98

243

97.6

5

2

6

2.4

249

100

249

100

Not Needed on your Job

3

1.2

6

2.4

Minor importance

3

1.2

5

2

Some Importance

11

4.4

4

1.6

Important

29

11.6

30

12

Very important

74

29.7

67

26.9

Extremely important

123

49.4

132

53

Total

243

97.6

244

98

Extremely important
Missing
Total
8. Facilitates learning

Missing
Total
9. Encourages
participation and
builds learner
motivation

144
100

Missing

6

2.4

5

249

100

249

100

Not Needed on your Job

3

1.2

3

1.2

Minor importance

7

2.8

10

4

Some Importance

5

2

8

3.2

Important

31

12.4

21

8.4

Very important

82

32.9

80

32.1

114

45.8

119

47.8

7

2.8

8

3.2

249

100

249

100

Not Needed on your Job

4

1.6

3

1.2

Minor importance

2

0.8

4

1.6

Some Importance

11

4.4

9

3.6

Important

33

13.3

22

8.8

Very important

68

27.3

74

29.7

124

49.8

129

51.8

7

2.8

8

3.2

249

100

249

100

Not Needed on your Job

2

0.8

2

0.8

Minor importance

4

1.6

4

1.6

Some Importance

18

7.2

10

4

Important

30

12

20

8

Very important

75

30.1

77

30.9

113

45.4

129

51.8

7

2.8

7

2.8

249

100

249

100

Total
10. Delivers
constructive feedback

Extremely important
Missing
Total
11. Ensures learning
outcomes

Extremely important
Missing
Total
12. Evaluates solutions

Extremely important
Missing
Total

145
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Appendix K
Skewness and Kurtosis Statistics for Test of Normality of Study Variables
N

Skewness

Statistic

Statistic

Kurtosis

Std.
Error

Statistic

Std.
Error

Delivering informal and formal learning
solutions in a manner that both engages
the learner and produces desired
outcomes; managing and responding to
learner needs; ensuring that the learning
is made available in effective platforms
and delivered in a timely and effective
manner. (Current)

241

-1.57

0.16

2.63

0.31

Delivering informal and formal learning
solutions in a manner that both engages
the learner and produces desired
outcomes; managing and responding to
learner needs; ensuring that the learning
is made available in effective platforms
and delivered in a timely and effective
manner. (Future)

237

-2.15

0.16

5.12

0.32

1. Learning theories (Current)

242

-0.76

0.16

0.00

0.31

2. Various instructional methods
(Current)

242

-1.12

0.16

1.19

0.31

3. Ways to facilitate informal learning
and build learning communities
(Current)

244

-0.82

0.16

0.17

0.31

4. Various delivery options/media
(Current)

243

-0.95

0.16

0.36

0.31

5. Existing and emerging learning
technologies and support systems
(Current)

244

-0.85

0.16

-0.14

0.31

6. Facilitation and presentation
techniques and tools (Current)

243

-1.35

0.16

1.41
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0.31

7. Individual learning modalities
(Current)

235

-1.15

0.16

1.28

0.32

8. Organizational or cultural differences
in learning preferences,
communication, and classroom
behavior (Current)

240

-0.74

0.16

-0.25

0.31

9. Own personal learning preferences
(Current)

243

-0.86

0.16

0.49

0.31

10. Familiarity with content being taught
and how the solution addresses the need
(Current)

239

-1.09

0.16

0.81

0.31

11. Legal and ethical issues relevant for
delivering training (Current)

242

-1.28

0.16

1.25

0.31

1. Learning theories (Future)

242

-0.97

0.16

0.24

0.31

2. Various instructional methods (Future)

236

-1.13

0.16

0.47

0.32

3. Ways to facilitate informal learning
and build learning communities
(Future)

240

-1.39

0.16

1.93

0.31

4. Various delivery options/media
(Future)

239

-1.40

0.16

1.55

0.31

5. Existing and emerging learning
technologies and support systems
(Future)

241

-1.25

0.16

0.78

0.31

6. Facilitation and presentation
techniques and tools (Future)

241

-1.56

0.16

2.28

0.31

7. Individual learning modalities (Future)

235

-1.25

0.16

1.33

0.32

8. Organizational or cultural differences
in learning preferences,
communication, and classroom
behavior (Future)

238

-1.08

0.16

0.68

0.31

9. Own personal learning preferences
(Future)

240

-1.08

0.16

0.64
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0.31

10. Familiarity with content being taught
and how the solution addresses the need
(Future)

237

-1.31

0.16

1.40

0.32

11. Legal and ethical issues relevant for
delivering training (Future)

238

-1.36

0.16

1.40

0.31

1. Manages the learning environment
(Current)

244

-1.55

0.16

2.76

0.31

2. Prepares for training delivery

243

-1.63

0.16

2.34

0.31

3. Conveys objectives (Current)

241

-1.62

0.16

3.09

0.31

4. Aligns learning solutions with course
objectives and learner needs (Current)

243

-1.53

0.16

2.53

0.31

5. Establishes credibility as instructor
(Current)

243

-1.87

0.16

4.22

0.31

6. Creates a positive learning climate
(Current)

243

-1.89

0.16

4.34

0.31

7. Delivers various learning
methodologies (Current)

244

-1.53

0.16

2.79

0.31

8. Facilitates learning (Current)

244

-1.49

0.16

2.42

0.31

9. Encourages participation and builds
learner motivation (Current)

243

-1.62

0.16

2.94

0.31

10. Delivers constructive feedback
(Current)

242

-1.67

0.16

3.19

0.31

11. Ensures learning outcomes (Current)

242

-1.62

0.16

2.96

0.31

12. Evaluates solutions (Current)

242

-1.31

0.16

1.44

0.31

1. Manages the learning environment
(Future)

240

-1.61

0.16

2.30

0.31

2. Prepares for training delivery (Future)

239

-1.53

0.16

1.78

0.31

3. Conveys objectives (Future)

239

-1.51

0.16

2.57

0.31

4. Aligns learning solutions with course
objectives and learner needs (Future)

241

-1.53

0.16

2.18
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0.31

5. Establishes credibility as instructor
(Future)

241

-1.88

0.16

3.61

0.31

6. Creates a positive learning climate
(Future)

242

-1.93

0.16

4.08

0.31

7. Delivers various learning
methodologies (Future)

242

-1.70

0.16

2.93

0.31

8. Facilitates learning (Future)

243

-1.77

0.16

3.23

0.31

9. Encourages participation and builds
learner motivation (Future)

244

-1.93

0.16

4.03

0.31

10. Delivers constructive feedback
(Future)

241

-1.72

0.16

2.79

0.31

11. Ensures learning outcomes (Future)

241

-1.84

0.16

3.81

0.31

12. Evaluates solutions (Future)

242

-1.78

0.16

3.55

0.31
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