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ABSTRACT

Duetothefallinoilprice,manycompaniesarelookingintowaystocutcost.Despitesuchcost-cutting
effortsfuelledbytheconstantpressureforcompaniestostaycompetitive,theimportanceoftraining
isstillwidelyrecognised.Inresponsetolimitedtrainingfunds,companiesareforcedtorevisetheir
trainingprogrammesandmakechangesintheirmodeofdeliveryaspartoftheirausteritymeasure.
OneoftheapproachestakenbyanoilsubsidiarycompanyinBruneiistheincreaseduseofin-house
trainingandonline-basedlearning(e-learning).Thisarticleseekstoevaluatetheeffectivenessof
suchatrainingapproachwhenitisadopted.Thisallowstrainingtobeappraisedintangibleterms,
i.e.howmuchtraineeshavebenefitedtoprovideevidencetojustifytheimportanceoftraining,in
timeswhentrainingisassumedtobeamongthefirstcasualties.
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INTROdUCTION

Duetothedrasticdropinoilpricesincesummer2014,fromUSD115perbarreltoitslowestatUSD30
perbarrel, theglobaleconomyisheavily impactedparticularlyaffectingoilproducingcountries
(Hazarika,2016).Majoroilandservicecompaniesweredirectlyhitandarestillstrugglingtocut
losses,adjustbudgettoreduceoperatingcostandmaximisetheirrevenue.Accordingtostudies(such
asWernerandDesimone,2005;Teague,2014)oneoftheveryfirstdecisionsmadeonabudgetcutis
tolimitemployeestrainingduetoitsuncertaintyindeterminingaddedvalueontheemployees’job
performance.Althoughitisoftensuggestedthattrainingisanearlycasualtyintimesofeconomic
downturn,Jewsonetal.(2015)believethatitisnotalwaysasvulnerableasfeared.Itisarguedthat
ratherthaneliminatingtraining,economicdifficultiesmayinsteadencouragecompaniestomake
changesinthemodeofdelivery(Felsteadetal.,2012).Jewsonetal.(2015)furthermentionthatin
timesoflimitedtrainingfunds,companiesmaychoosetoreducethefrequencyofcourses,prioritise
courses, tighten theapplicationofeligibilitycriteriaamongpotential traineesandeconomiseon
trainingdelivery.Thisincludetheincreaseduseofin-housetrainingprovisions,incorporationof
trainerfunctionswithintherolesofregularstaff,expansionofon-siteandgrouptrainingandenhanced
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useofe-learning.However,thequestionis–Howeffectivearesuchapproaches?Thisquestionis
highlypertinentandmeritsinvestigationbecausetheeconomicjustificationforcompaniestoinvest
intraininghascomeunderthespotlightastheirbudgetshavetightened.

Thestudyexploresthisquestionbypresentingevidencefromaqualitativecasestudyofanoil
subsidiarycompanylocatedinBrunei.Intimesofrecession,thesubsidiariesoftheoilcompany
worldwideare forced tocut itsbudget in traininganddevelopment.Before theglobaleconomic
downturn,itisacommonpracticeforthecompanytotraintheiremployees,fromnewhirestoupper
management,attheirdedicatedtrainingcentrelocatedintheparentheadquarter,whichisequipped
withstate-of-the-arttrainingfacilitiesanddesignatedtrainers.Inordertocopewithtoughtimes,
thesubsidiariesaremovingtowardsadoptingtheleastcostlyhumanresourcedevelopment(HRD)
practices.Thisinvolvedanincreaseduseofin-housetrainingandonlinebasedlearning(e-learning).
Withsuchchangesinthelearningenvironment,thestudyattemptstofindouttheeffectivenessof
therevisedtrainingapproach.

Toevaluatetheeffectivenessoftherevisedtrainingapproachinthecaseorganisation,thestudy
adoptsKirkpatrick’s(1959)trainingevaluationmodel.ReioJr.(2017)pointsoutthatthismodelisthe
mostusedevaluationtoolbycompaniesduetoitscomprehensivestrategiesinevaluatingorganisation
training.Moreover,sincethemodeloperatesbasedonthepresumptionthatthereturnofinvestment
isoneofthecriticalaimsoftraininginitiatives,ithelpstoprovidetheeconomicjustificationfor
companiestoinvestintraining.Basedonthismodel,thestudyexaminesthefollowing:(i)thereactions
oftheemployeestothetrainingprograms;(ii)thelevelofemployee’slearning;and(iii)theemployee’s
transferoftraining.Thismodelisdesignedbasedontraditionalclassroominstructionsandtoadd
valuetothismodel,thisstudyalsoextendsthemodeltoe-learningtrainingsession.

LITERATURE REVIEw

Training Effectiveness
According toFord(2014), trainingeffectivenessfocuseson the learningsystemasawhole thus
providingamacroviewof trainingoutcomes. It involves lookingat the individual, trainingand
organizationalcharacteristicsthatinfluencethetrainingprocessbefore,duringandaftertraining.
Trainingprogrammesneedtobeanalysedanddesignedwellinordertomeettheindividualdifferences
oftrainees,theorganizationalclimateandobjectivesaswellasthecharacteristicsoftaskthatare
neededtobelearned(Cannon-bowers,1995).

Individual Characteristics
Chukwu (2016) found that individual trainee’s characteristics have an influence on training
effectiveness such as their personality traits, attitudes, abilities, demographic, experiences and
expectation.Additionalcharacteristicsthatinfluencetrainingincludeself-efficacy,goal,orientation
andmotivation.AccordingtoKhalidetal.(2017),self-efficacyisoneofthemostinfluentialfactors
thataffecttrainingeffectivenessamongemployees.Theybelievethatthehighertheself-efficacy
individualshave,themorelikelytheindividualstoparticipateintrainingprogrammesbecausethey
haveincreasedcognitiveengagementandarereadytodevelopnewskillsandknowledge.

Organisational Characteristics
Organisationalcharacteristicscoverthecontextinwhichthetrainingisimplemented,whichinclude
the organisation’s climate for learning, policies and trainee selection technique. According to
Sanjeevkumar(2012),trainingenvironmentsuchastrainingfacilities,sitelayout,soundlighting,
hardware environment, classroom climate and student involvement has an effect on training
effectiveness.AstudybyHomeretal.(2008)investigateshowtwoversionsofacomputer-based
multimedia presentation, i.e. a video version (including a video of a lecture synchronized with
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slides)andnovideo(includingonlytheslidesandanaudiorecordingofalecture)affectlearning
performance.TheresultssuggestthathavingvideoaswellasPowerPointslideshaveasplit-attention
effect,subsequentlyincreasingthecognitiveload.Anincreasedincognitiveloadtypicallyreduces
learningperformance.AstudybyMayer(2001)statesthatmultimedialearning,inwhichanimation
and narration are combined, are generally more effective in improving student performance on
retentionteststhanwheninformationispresentedaseithertextornarration.AresearchbyZhanget
al.(2006)revealsthatpoorlydesignedtechnology-basedtoolsthatneglectlearners’self-regulation
andmotivationalneedsdonotprovideopportunitiesforuserstobeself-directedintheirlearning.
Additionally,whencontentisdeliveredviavideoinanonlineenvironment,itisessentialthatstudents
maintainvisualengagementinordertobenefitfrominstruction.Thegeneralfindingssuggestthat
whenanonlinevideo-basedlearningenvironmentisdesignedanddeveloped,embeddingsupplemental
functions,withpotentialusers’needsinmind,couldenhancelearningbymakingtheenvironment
moreinteractive.

Training Characteristics
Thefinalsetisthecharacteristicofthetrainingitselfsuchasinstructionalstyle,trainerqualityand
contentrelevance.AsstatedbyLatiff(2012),overalltrainingsatisfactiondependsontheevaluation
oftheparticipants’satisfactionwiththetrainingsessionitself.Oneofthekeycontributingfactorsis
satisfactionwiththetrainer.AnimportantattributethatatrainershouldhaveaccordingtoErautet
al.(2004)istheabilitytofacilitategroupwork.Theystatethatwheninvolvingcolleaguesintraining
session, learningfrompeers improves theapplicationof learning toworkplaceafter the training
sessions complete. In respect to this, Moss (1993) states that trainer needs to plan, beprepared
andshowenthusiasmaswellasempathytothetrainees.Chukwu(2016)revealstheimportanceof
increasingthecomfortzonesbetweenthetrainerandparticipantswhichcanbefacilitatedbygood
interactionsbetweentrainersandtrainees.Thereisahighcorrelationbetweenthetrainers’ability
tokeepthesessionlivelyandinterestinginordertoprovideaneffectivetrainingsession.Gauldand
Miller(2004)highlighttheimportanceoftrainershavingsoundknowledgeofthesubjectmatterwhich
caninfluencethetrainees’satisfactionofatrainingprogramme.Thegeneralfindingsunderlinethe
importantroleoftrainersinthefinalreturnontraininginvestment.

Whenthetrainingrelevancemeetsorexceedstrainees’expectation,LierbermannandHoffman
(2008)arguethatthetraineeswillbecomesatisfied.Traineeswillbelesssatisfiedandshowanegative
reactionwhenthecontentarelessrelevant.Nikandrouetal.(2009)statethatwhentrainingcontentis
similarwiththeactualjob,itmaximisesthelearningtransferandthisimprovestrainee’ssatisfaction.
KauffeldandLehmann-Willerbrock(2010)alsobelievethatemployeesareconcernedwhetherthe
trainingprogramsarerelatedandusefultotheirjobrequirement.Largeamountoftrainingisbeing
focusedontheenhancementofemployees’skillsetsbutjobdemandsarealwayschangingtherefore
itiscrucialthattrainingcontentberegularlyupdated.

AccordingtoReioJr.(2017),everytrainingprogrammustbeevaluatedtoensurethatinvestments
ontrainingareworthwhileandservestoimprovethestandardandeffectivenessoftheprogramsbeing
offered.Expertsbelievethatevaluationcannotbeignoredasithelpstoexaminetheeffectiveness
ofthetrainingprogram.Thisfocusesonthelearningoutcomesthereforeprovidingamicroviewof
trainingresults.

Training Evaluation Model
Trainingprogrammesneedtobeevaluatedinordertomeasuretheeffectivenessofthetrainingboth
totheindividualandtheorganisation.Evaluatingtrainingeffectivenessinvolvesasystematicprocess
todeterminetheworth,valueormeaningofthetrainingprogrammesandthepeopleinvolved(Chang
&Chen,2014).Tocapturethese,manyvarietiesoftrainingevaluationmodelhavebeendeveloped
overthepreviousfourdecadesanddifferentmodelsareusedbyorganisations(Passmore&Velez,
2012)suchasKirkpatrick’sfour-levelmodel(1998),Phillips’(2003)five-levelmodel,Swanson’s
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(1994)performanceimprovementevaluationmodelandHolton’sthree-levelHRDevaluationand
researchmodel.

Anassessmentofthesemodelsrevealsoverlappingcriteriaandcommonlinkstomeasureand
evaluatea trainingsession.This isbecauseaspointedoutbyReioetal. (2017),majorityof the
evaluationmodelsfoundintheliteraturearegenerallybaseduponnotionsoftheoriginalfourlevels
byKirkpatrick.Duetoitssimplicityandpracticality,Kirkpatrick’smodelremainsthemostcommon
method toevaluate trainingandcontinues tobeextensivelyused.Despite somecritiques to this
model,Moldovan(2016)explainsthatthismodelprovidesastraightforwardguidedefiningthekind
ofquestionsthatshouldbeasked.Second,themodelreducesthedemandofmeasurementbecause
theevaluationdataaregenerallycollectedafterthetrainingsessionanddonotrequirepre-training
measurements.Akintothis,SheltonandAlliger(1993)addthatthemodelprovidesasystematic
wayfor trainingprofessionals tounderstandtrainingevaluationduetoitsstraightforwardsystem
describingtrainingoutcomesandthetypesofinformationthatcanbeprovidedtoweightheamount
towhichtrainingprogramshaveaccomplisheditsobjectives.

Kirkpatrick’s Model:Thismodelcategorizesfourdifferentlevelsofevaluationwhichaddresses
importantquestionsrelatedtothetrainingandthepeopleinvolved.Thefourlevelsarereaction,
learning,behaviorandresults.Reactionlevelfocusesonassessingtheparticipants’thoughtson
thetrainingprogramincludingthecontent,instructors,facilitiesandmethodology.Thelearning
levelmeasureshowmuchtheparticipantscangrasptheknowledgeandmaterialdelivered.This
isusuallymeasuredintheformoftestsandexaminations.Onthebehaviourallevel,itisthe
examinationofwhetherthereisabehavioralchangeafterthetrainingprogram.Forexample,
doesthelearnerimplementtheknowledgethatwastaughtduringthecourseontheirdailyjob?
Finally,theresultslevelisthestagewhereorganisationquestionsiftherearechangesobserved
asaresultofthetrainingprovidedandtodecidewhetheritisbeneficialand/ordetrimentalto
theorganisation.

Kirkpatrick’smodelwaslaterexpandedbyPhillips(1996,2003)toincludethefifthlevel.This
fifthlevelofevaluationfocusesonreturnoninvestment(ROI)andcomparesthetrainingbenefits,
asexpressedinfinancialresults,withtrainingcosts.Phillipsbelievesthattherewerealsointangible
benefitsassociatedwithtraining,andthatthosecouldbeconvertedintoeasytounderstandfinancial
values(Hoetal.,2016).

DuetothepopularityoftheKirkpatrick’smodel,theguidelinesonitsinterviewquestionsand
surveyquestionnairesarewidelyavailable.Kirkpatrick’sevaluationtoolisversatileandcanbeadapted
inmanyindustriesfromhospitalstafftrainingandlearningoutcomeinhighereducation(Thackwray,
2014).Detailedexplanationsofthedifferentlevelsareasfollows.

Level 1: Training Satisfaction
Thislevelmeasuresthesatisfactionorperceptionsoftraineesonthetrainingprogrammes.According
toKirkpatrick (1959), their satisfactionof trainingprogrammesare influencedby the instructor
personality,learningenvironment,satisfactionwithandrelevanceofthetrainingcontent.Moldovan
(2016)statesthatthislevelinpracticeassessestheparticipantsresponsetothequality(e.g.satisfaction
withtheinstructor)ortherelevance(e.g.work-relatedutility)oftraining.Thislevelinvolvesthe
evaluatoraskingiftheparticipantsarepleasedwiththeprogramintermofmaterials,instructors,
facilitiesandcontent.Negativeinterviewresponsesareexpectedfromdissatisfiedordisgruntled
participantswhenevaluatingthislevel(Curado&MartinsTeixeira,2014).

AccordingtoArthuretal.(2003),oneofthereasonswhythisleveliswidelyusedisbecause
theyfoundthatitisrelativelyeasytogatherresponsesfromtheparticipants.Participantsareusually
willingtoshareanycomplaintsregardingtrainingsessionstheyattended.Althoughthislevelalone
isquitecheapandeasytoadminister,theabovementionedauthorarguethatitmaynotbeenoughto



International Journal of Asian Business and Information Management
Volume 11 • Issue 2 • April-June 2020

106

measuretheimpactofthetrainingprogramme.Hence,itisrecommendedtoemploytheotherthree
levelssimultaneouslyinordertoaccuratelymeasuretheeffectivenessoftraining.

Level 2: Knowledge Gained
Thislevelmeasuresthelearningoutcomes.Typically,inknowledge-basedtraining,pre-andpost-
testsaregiventothetraineestogaugetheamountoflearningthatoccurredasaresultofthetraining
program.Moldovan(2016)proposesimmediateskillandbehaviouraldemonstrationwithinandafter
thetrainingsessionasameasureoflearningcriteria.Thekeymeasurementitemsforthislevelare
facts,techniquesorskillsabsorbedbytheparticipants.Themeasuremustbeobjectiveandquantifiable
indicatorsofhowtheparticipantsunderstoodandabsorbedthematerial.Thislevelbasicallycovers
whattheparticipantsareexpectedtoknow,think,do,orproduceattheendofthetrainingprogram
(Hoetal.,2016).

Level 3: Behavioural Outcome
Thislevelmeasureshowbehaviourintheworkplacehaschangedasaresultofthetrainingsession.
In general, this level measures the actual on-the-job performance and identifies the impact of
trainingintermsofknowledge,skillorattitudeontheworkperformance.Inabusinessorganisation,
behaviourallevelsareusuallyassessedbysupervisorratingontheemployeeorobjectivesindicators
ofperformancesuchasprojectprogressandrateofcompletion.Posttrainingbehaviouralsodescribes
howwellthetraineeshandleunpredictableproblemsencounteredinthefutureratherthanjustpassing
thetrainingtests.

Level 4: Results
Thislevelmeasurestheextenttowhichbusinessmeasureshaveimprovedaftertraining.Themeasures
includeoutput,quality,costs,andtime.However,Phillips(1996)claimsthatitisimportanttogo
beyondLevel4becauseevenifthetrainingprogramresultsinsubstantialbusinessimprovement,
thereisstillaconcernthattheprogram’scostsmayoutweighitsbusinessbenefits.

Level 5: Return on Investment
As pointed out by Reio, Jr. et al. (2017), it is clear that Phillips’ model (1996, 2003) accepted
Kirkpatrick’sfirstthreelevelsofevaluation.However,Phillips(1996)believesthatKirkpatrickmodel
failedtoadequatelyelaborateonthefourthlevel.Heattemptstofurtherdeterminetheorganisational
benefitsoftrainingbyconvertingtrainingresultstomonetaryvaluesandcomparingthemwiththe
costoftrainingtoobtainthetruereturnonthetraininginvestment,orROI(Phillips,2003).The
impactofhisresearchhasresultedinmanyHRDprofessionalsconsideringPhillip’sextensionof
Kirkpatrick’sworkasPhillips’ROItheoryandmodel(Chang&Chen,2014).

Level4and5areexcludedfromtheevaluationoftraininginthecaseorganisationduetolimited
accesstosuchinformation.Apartfromconfidentialityissues,thelocationofitsFinanceDepartment
whichissituatedintheparentheadquarterspresentschallengesinaccessingsuchinformation.

AccordingtoAttiaandHoneycuttJr.(2012),about78percentofcompaniesevaluatetrainingat
thereactionlevelfollowedby32percentatlearninglevel,ninepercentatbehaviourallevel,andonly
sevenpercentatresultslevelbasedonreturnofinvestmentorfinancialvalue.Theresultslevelisthe
leastpopularevaluationtoolcarriedoutbycompaniesduetoitsdifficultyinacquiringinformation.

Conceptual Framework of the Study
Theconceptualframework(Figure1)isdevelopedbasedontheobjectiveofthisstudywhichisto
evaluatetheeffectivenessoftherevisedtrainingapproachinthecaseorganisationinBruneiusing
Kirkpatrick’sevaluationmodel.Tomeasurewhether the revised trainingprogramme iseffective
totheindividualandorganizationalperformance,thisstudyexaminesthereactions,learningand
behaviorsofthetrainingparticipants.
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METHOdOLOGy

Research Context
ThecaseorganisationisasubsidiaryofaFrenchbasedservicescompanythatemploysaround6000
employeesworldwide.Thecompanyoffersarangeoftechnologies,servicesandequipmentdesigned
toacquireprecisedataandimagesofEarth’ssubsurface.Theirmaincustomersareprimarilyfrom
theoilandgasindustry.Recently,itopenedupanewdataprocessingcentreinBruneiproviding
processingservicestoalargeoilandgasclientinBrunei.Mostofitsemployeesarefromaroll-over
hirefromapreviouscompanythatprovidedthesameprocessingservicestotheclient.Onlytheupper
managementisnewlyhiredfromitsinternationalcounterparts.

Thecaseorganisationiscomprisedofthreedepartments:DeptA,DeptBandDeptC.Since
amajorityoftheemployeesarerelativelynewtotheoperationofthecompany,theyhavelimited
knowledgeonhowtooperatethecompany’shardware,softwareandtechnologicalinfrastructure.
Insteadofhavingitsemployeestrainedattheparentheadquarterbydesignatedtrainers;anumberof
experiencedemployeesfromasubsidiaryinAsiawerebroughtin-housetoconducttechnicaltrainings
inlightofthelimitedtrainingfund.Someonline-basedtrainingwasalsoused.Drivenmostlyby
expatriateswhohavelimitedknowledgeandexperiencewiththelocalcontext,therevisedtraining
approachintroducedneedstobeevaluatedtoensureitseffectiveness.

Population
Apopulationistheentiregroupofpeople,eventsorthingsthattheresearcherswishtoinvestigate
(Walliman,2017).Inthisstudy,onlytheemployeeswhohaveparticipatedinthetrainingsessions
areconsideredasthestudypopulation.Thecaseorganisationemploys18employees,howeveronly
13attendedthetrainingprogrammesduringthedurationofthisresearch.

Sampling design
Astratifiedapproachwasusedtosamplethepopulationforthisstudy.Thepopulationisdividedinto
threedepartmentsandeachdepartmentisdefinedasonestratum.Fewsamplesareselectedtorepresent
thestratumorthedepartmenttheyarechosenfrom.AccordingtoBlanche(2008),forapopulation
lessthan1000,thebasicruleofthumbistohaveasampleof30percent,consideredsufficientto

Figure 1. Conceptual framework
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representtheentirepopulation.Fewrepresentativesfromeachdepartmentarechosenastheselected
samplesforthisstudyandthepercentagedistributionofthesesamplesizeissummarizedinTable1.

AsshowninTable2,thesamplesizeissufficienttorepresentthepopulationofthisresearch.The
samplechosenisalsomadeupofatleastoneleaderoramanagerfromtherespectivedepartments
toalsogaugemanagement’sperspectives.

data Collection
Thisresearchissolelyqualitativeinnatureandthedatawasgatheredusingsemi-structuredinterviews.
Theinterviewscontainedopen-endedquestionstoencourageflexibilityoftheinterviewandtopromote
betterunderstandingbetweentheresearcherandtheparticipants.AccordingtoYin(2003),interviews
areaneffectivesourceofcasestudyevidencebecausemostcasestudiesareabouthumanaffairs.
Thesehumanaffairsshouldbereportedandinterpretedthroughtheeyesofspecificinterviewsand
well-informedrespondentscanprovideimportantinsightstothefinding.

Interviews were held at the premise of the case organisation. An email was sent out to the
respondentsadaybeforetheinterviewtoensurerespondentshaveampletimetorecalltheirexperience
andthinkabouttheiranswers.Thisistoensurerichandaccurateresponses.Theresponseswere
gatheredthroughnote-takingandwereaudio-tapedwithwrittenconsentfromtheparticipants.

Apilotstudywascarriedouttotestthereliabilityandtheaccuracyoftheinterviewquestions
toensureitsapplicabilitytotheresearchcontext.Theinterviewquestionswerebrokendowntothe
threelevelsthatcorrespondtoKirkpatrickmodeli.e.trainingsatisfaction,knowledgegainedand
behaviouraloutcome.

Table 1. Sample distribution

Table 2. Summary of training session provided
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Therearethreetrainingsessionscarriedoutduringthedurationofthisresearchandtomake
datacollectionandanalysismanageable,participantswereaskedtoevaluatethetrainingsessions
thattheyattended.Adetaileddescriptionofthetrainingsessionsisdescribedbelow.

Training A
ThistrainingsessionisdesignedtotrainemployeesofDeptAandDeptB.Theobjectiveofthe5-day
trainingsessionistotraintheparticipantsintheusageoftheirproprietarydataprocessingsoftware.
Thefirstthreedayscoveredthetheoreticalaspectfocusingonthebasictheoryofgeophysicsand
seismicdataprocess.Thefinaltwodaysweremorepractical-orientedwhereparticipantsweretrained
onhowtousethesoftware.

Training B
Thistrainingisfocusedoncommunicationskillandteamwork.Asetofquestionswasgiven
to each participant a week before the training commenced which focused on defining the
personalityoftheparticipants.Thedifferenttypeofpersonalitywascolor-coded:red,green,
blue,andyellow,whichreflectadistinctsetof traitsandattributerespectively.Duringthe
trainingsession,thetrainerdeliberatedfurtheronthetraitsandattributesofeachcolor.The
participantswerealso taughtonhow todeal andworkalongsidecolleagueswithdifferent
traitsandattributesintheirdailyroutineandparticularlyinstressfulsituations.Thistraining
wasmandatoryandattendedbyeveryemployee.

Training C
AnITspecialistfromasubsidiaryinAsiawasinvitedtodeliveranonlinecourseviavideoconferencing
totrainemployeesofDeptC.ThetrainingfocusedonITinfrastructureandthebasicsoftroubleshooting
practices.Thetrainingsessiontooktwohoursonlyanditwasattendedbyfourparticipants,including
the manager. This training was initiated to overcome delays in the troubleshooting of technical
problemgivenemployees’limitedskillsandknowledgeonthecompany’sITinfrastructure.Dueto
theurgency,anon-linebasedtrainingwasprovided.

Interview Guide
Theinterviewquestionsweredesignedtocaptureparticipants’perspectivesoneachofthethreetraining
evaluationlevels.Severalkeyquestionswereintroducedasguidancefortheinterviewsessionsin
ordertomeasureeachlevelaccurately.ThekeyquestionsaresummarisedinTable3.

ANALySIS ANd dISCUSSION

This section is categorised into three main themes corresponding to each evaluation level of
Kirkpatrick’smodeli.e.trainingsatisfaction,knowledgegainedandbehavioraloutcome.

Level 1: Training Satisfaction
Toevaluate the training satisfactionbasedon the reaction level ofKirkpatrick’smodel, this
themeisfurtherdividedintothreecategories:satisfactionwithinstructors,trainingcontentand
learningenvironment.

Satisfaction With the Trainer
Theparticipantswereaskedabouttheinstructor’sattributesintermsofcontentdelivery,clarityof
instructiondeliveredandotherattributes.
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TrainingA

Thetraininginstructorwasdescribedashumble,anavidlistener,opentoideasandabletodeliver
thelessoninarightpace.Thisisevidentfromtheparticipants’quotesbelow:

When we give an idea from our past working experience, he listened keenly and appreciated our 
thoughts. He also asked politely if there were any concerns.

He is down to earth which makes us feel not intimidated to approach him. We are comfortable to ask 
him questions anytime we want.

Itappearsthatthetrainer’scharacteristicshelpedtofacilitateagoodtwo-waycommunication
betweentheinstructorandtheparticipants,enablinganinteractivesession.

Thetrainingsessionalsohadapracticalslotwhichallowstheparticipantstousethesoftware
independently.Accordingtoalltheparticipants,thispartofthetraininghelpedthemtobemore
familiarwiththesoftware.Theclearstepbystepinstructionsgivenbythetrainerhelpedmakethe
processeasier.Ajuniorstaffdescribedthesessionas:

I had zero knowledge on how to use the software and the instructor was very patient with my questions 
and gave clear step-by-step instruction until I can fully use the software.

TrainingB

Themainattributeofthetrainerwhichstoodoutwashisabilitytodeliverthetrainingcontent.
Groupactivitieswerecarriedoutduringthetrainingsessionandparticipantsfeltthatithelpedthem

Table 3. A summary of key items used as guidance in the interviews (as adapted from Latif, 2012)
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experiencereal lifeimitationandapplicationofthetheoriestaught.Issuesraisedfromtheirpast
experienceswereaddressedwellwithclearexplanationandgoodrecommendations.Theinstructor
showedstrongknowledgeinthesubjectmatterandmanagedtoclarifydoubtsraisedbytheparticipants.

Evidentfromthequotesbelow,theinstructor’sabilitytocreativelyusegroupactivitiestodeliver
thetrainingcontenthelpedtheparticipantstounderstandtheobjectiveofthetraining.

I thought I understood fully what (was covered) during the lecture but I have deeper understanding 
on the subject matter after we had gone through with the group activities. I can see clearly now how 
people act differently in a stressful situation and how to handle them.

We were so busy paying attention to the minor details of the group activities until we forgot to see 
the bigger picture, the true objective of the group activities. We did not realize we were out of track 
until the instructor stopped everyone and explained the reason behind our distraction.

TrainingC

Theparticipantsreportedlowconfidencewiththenewskillsacquired.Asmentionedbyaseniorstaff:

It takes us maybe a few weeks to confidently perform the operation, we had to discuss among ourselves 
and we learned through mistakes that we made.

Anotherparticipantreportedtheinadequacyofthetrainingsetup:

The video conference was quick and brief. The instructor should come here and show how to do 
things. The video streaming was also quite slow, we could not see the training material clearly and 
sometimes we could not hear what he was saying.

Basedontheaboveaccount,satisfactionoftheparticipantstowardsthetrainerappearstobe
determinedbytheinstructor’sattributes-approachablenessoftheinstructor(notintimidatingand
humble),abilitytousetrainingmaterialsandclarityofinstruction.Theseobservationsaresupported
byGhosh(2012)inwhichthecomfortlevelbetweentheparticipantsandtheinstructor,abilityto
useteachingaidsandfamiliaritywiththesubjectmatterarestatedtobecriticalincarryingoutan
effectivetraining.AresearchdonebyErautet.Al.(2004)alsostatesthataskingquestionsisthekey
tolearningwhichcanbeeasilyfacilitatedbyatrainerwhoisapproachable,notintimidating,patient,
andappearscalmwhileteaching.

Relevance of Training Content
TrainingA

The trainingsessionwasdivided into two–TheoryandPractical.Allnewemployeeswere
requiredtoattendthistrainingtoequipthemselveswithbasicknowledgeandskillstoperformdaily
worktasks.Theparticipantsvaryfromfreshgraduatestothosewhohavefewyearsofexperience
intheprocessingfield.

Accordingtoajuniorstaffwhohaslimitedworkingexperience:

I have no idea what seismic processing is because my degree is in Geology. This training really helped 
me a lot to understand the geophysics theory and seismic processing. The material was not taught 
when I was back in the university. I am sure this will help me in the future.
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Anotherparticipantwhohas3years’experienceasageophysicistdescribedthetrainingas:

(The training) is a recap or a revision session. I learned this before when I started working few years 
back but it is nice to be reminded on the basic concepts. It does help a lot when you come across 
issues in seismic processing as knowing the theories will give you a short cut to find the answer to 
the problems.

TrainingB

Alltheparticipantsagreedthattheknowledgetheyacquiredgavethemnewperspectivesonhow
tohandleandtreatpeopleatworkindifferentsituations.Theparticipantsbelievedthatthetrainingis
usefulintheireverydayjobbecauseofthenatureoftheirtaskwhereteam-basedprojectsaretypical.
Thisisevidentfromthequotesbelow:

Most of the time we are working with people that have different characters. Some might be aggressive 
and assertive. This training taught us how to react and behave when encountering these characters, 
instead of fighting fire with fire and make the situation worse.

When I was working in Perth and Singapore, the employees there are mostly competitive and 
aggressive. Being a manager, it is important for me to handle my subordinates accordingly based 
on their characters.

Thistrainingfocusesongenericskillswhichareimportantregardlessoftheemployee’sareas
ofspecialization.Thisexplainsitshighrelevance.

TrainingC

When this centre was set up, all of the IT infrastructure was a stranger to us. We had no confidence 
on how to operate it. This training helped to provide us some guidance in case problem rises in the 
future. But our work experience and discussion with team members have also helped us a lot to solve 
the problem.

Alloftheparticipantsagreedthatthetrainingmaterialwasrelevantandusefulbutmanystated
thattheirpastexperiencehelpedthemtosolvethejobproblems.Fromthis,itcanbeinferredthat
theactualapplicationoftheskillswasnotimmediate.

Basedontheaboveaccount,itisfairtosuggestthattrainingcontentsareeffectivewhenitis
relevant to theireverydaytasksandwork-relatedproblemssuchasseismicprocessingproblems,
peer-to-peerdisputesandITrelatedtechnicaldifficulties.Thisissupportedbyaquantitativestudy
donebyLiebermann(2008)thatemphasizestheimportanceofthepracticalrelevancetodailyjob
asthecrucialfactorthatinfluencestrainees’satisfaction.AstudybyBates(2004)statesthatthe
keyaspectoftrainingdesigniscreatingatrainingprogramthatdirectlyaddressesindividualand
organisationalproblems.

Learning Environment
Half of the respondents worked with a company in related fields before employed by the case
organisation.Accordingtotheseparticipants,theirformerworkplacehasabettertrainingbudget
allocationwhichsawmanyemployeessenttotrainingcentersabroadthatofferbettertrainingfacilities
intermsofclassroomcondition,university-likecompoundaswellastrainingmaterials.Training
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abroadalsogavetheemployeesmoreexposuretoworkingwithinternationalcollaboratorswhich
gavethemanopportunitytoacquirewiderperspectives.

Due to limitedfundhowever, trainingsarenowconducted locally.The trainingsareusually
carriedoutinthemanagementoffice,withlimitedtrainingfacilities.

TrainingAandB

Theparticipantsreportedthatthetrainingfacilitiesimpactedtheirmotivationsignificantlybut
notsomuchontheiractualtrainingsatisfaction.

It depends; being sent abroad made me excited and motivated to attend the training. But when it 
comes to the actual learning, it all boils down to how the training content was delivered. Although 
having a nice environment helped a bit with the stress.

I understand why (the company) now conducts the training here in Brunei, it is to save budget. In 
my opinion, I still learn what the instructor was trying to deliver. And doing it in Brunei, you get to 
discuss with your team member whom you work with every day. But I really miss the chance to travel 
the world to attend training courses.

TrainingC

Themainconcernbroughtupbytheparticipantswastheimportanceofhands-ontrainingand
thepresenceofaninstructor.

The major issue was not because of the venue. I just dislike the training format - video conferences. I 
still prefer the traditional method where the instructor would guide us and give us hands-on training, 
that is when we learn better.

It would be more helpful if the trainer comes to Brunei so he can show us the ways to solve real 
problems. So we can learn while we observe him.

Basedontheaboveaccount,itappearsthatsimulationofreal-worldconditionwouldhelpincrease
employees competencies. According to studies (such as Melnyk et al., 2014 and Glaser, 1991),
employeesgainedcompetenciesindealingwithcomplexpracticalproblemsandgainingexperience
withpracticalexamplesofrealproblemsisanimportantconditionforaneffectivepreparationfor
anyprofession.

The Reactions of the Employees to the Training Programs
Overall,theparticipantsfromtrainingAandBgavegoodfeedbackonthetrainingsession
basedontheirevaluationoftheinstructorsandtherelevanceofthetrainingcontenttotheir
daily job task.Theparticipants also found that the training sessionwas also appropriate
regardlessofthedurationoftheirworkingexperience.Thecombinationofagoodinstructor
and relevant training content masked the effect of learning environments towards the
participants’satisfaction.

OnlyparticipantsfromTrainingCwerenotsatisfiedduetothesetupofthetrainingsessionvia
video-conferencing.Inthiscase,thelearningenvironmentrestrictedtheinstructor’sperformance
andqualityofthedeliveredcontent.
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Level 2: Knowledge Gained
The manager of each department was also interviewed to get their perspective and feedback on
theiremployeesafterthetrainingwascompleted.Theparticipantswerealsoaskediftheyseeany
significantimprovementorchangesinknowledge,practicesandskillsbeforeandafterthetraining.

TrainingA

Fromthemanagers’viewpoint,positiveoutcomeofthetrainingsessionwasevident.According
tooneofthemanagers:

This training saves a lot of my time on teaching (my staff) the basic stuff such as the way to use the 
software. My team is able to confidently and independently use the software with minimal help.

Thetraineesperceivedthetrainingsessionasimportantonhowtousethesoftwareeffectively.
Asdescribedbytheparticipants:

Before I joined (the company), I used a completely different software. Knowing how to use the tools 
properly are essential to our jobs, we will work more efficiently and will be more focused on the actual 
task. I do not have to experiment around with the software, which saves me a lot of time.

Although the training was basic, it helps me a lot every day and I feel comfortable using the software. 
The theory session also taught me a lot because I have no Geophysics background.

TrainingB

Thissessionfocusedonsoftskillstraining,aimedtotrainemployeestoworkwellwitheachother,
avoiddisputesandtensions.Theparticipantsbelievedthattheyarenowmoreawareofthedifferent
attributes,weaknessandstrengthofeachpersonality.Ascommentedbyoneoftheparticipants:

Now that I know people can be simplified to four (personality) colors, I am more aware of everyone’s 
behavior and how to work with them properly. This course also taught me how to approach people 
differently according to their personality colors.

TrainingC

Priortothistraining,theparticipantshadlimitedknowledgeonhowtotroubleshootissuesthey
encountered.Mostof the issuesarefixedremotelyfromasubsidiary inaneighbouringcountry.
Theparticipantsshowedalackofconfidenceinapplyingwhattheyhavelearnedfromthetraining
session,evidentfromthequotesbelow:

We still have to discuss with our team members on how to fix any issues we encountered. We still send 
email to the IT technician from [neighbouring country] to fix the problem. I am still not confident 
how to fix it on my own.

When we are not sure, we still have to email the technician from [neighbouring country] on what to 
do. We are also scared to try new stuff on our own as they might not like it very much.
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The training was mostly theoretical and no hands-on session. One more issue we faced – the IT 
technician do not trust us, they do not think we can fix issues that came up. If we try to experiment 
or make changes, the technician from [neighbouring county] would react negatively. We were not 
given the chances.

Takingintoaccounttheseobservations,itisfairtosuggestthattheirconfidencewerealsohindered
bythelackoftrustandempowermentbytheITsupportfromthesubsidiarycompany.

The Level of Employee’s Learning
ParticipantsfromTrainingAandBreportedthattheyareabletoacquiretheskillsdeliveredbythe
trainingsession.Theyshowedthattheygainednewknowledgeandskillsthattheydidnothaveprior
tothetrainingsession.Theparticipants’responsesalsoprovidedevidencethattheobjectivesofthe
twotrainingsessionsweremet.

However,TrainingCfailedtodeliveritsobjectives.Theparticipantsclaimedthattheyfailedto
acquirenewknowledgeaftertheirtrainingsession.Thiscouldbeinferredfromtheirlackofconfidence
anddependencyonsupportfromanothersubsidiarycompany.

Theseobservationsprovidedevidencethatparticipantslearnedandacquirednewknowledgeas
wellastechnicalskillmoreeffectivelywhentrainingsessionwasdeliveredinatraditionalclassroom-
basedsession.Traineesoftheonlinetrainingsessionviavideoconferencefailedtofullygraspthe
knowledgethatwasdelivered.

Level 3: Behavioural Outcome
Thislevelevaluatestheoverallobservablebehavioralchangeoftheparticipantsasagroupafterthe
trainingsession.Thesebehavioralchangesarecharacterizedastheabilityofparticipantstoapplywhat
theylearnedonthejob,thesustainabilityoftheskillsacquiredandlastlytheparticipantsthemselves
areawareoftheirbehavioralchange.

Atthetimeofthedatacollection,ithasbeenaboutthreemonthssincetheparticipantscompleted
their trainings. For the respective training sessions, the participants from the corresponding
departmentswereinterviewedtoacquiretheirfeedbackintwokeyitems:

1. Abilitytoapplythenewlyacquiredskillsonthejobandwhethertheyarenoticedbyimmediatepeers;
2. Supportfortheirtrainingapplicationandpost-trainingdevelopment.

To further evaluate this level, feedback frompeoplewhomare affectedby theparticipants’
performanceisalsoequallyimportant;themanagersfromtheparticipantswerealsointerviewedto
gathertheirperspectivesonanybehavioralchange.Forthissection,thechangeinbehaviorwillbe
discussedaccordingtotherespectivedepartments.

DeptAandDeptB

TrainingAwasdesignedandintendedforthesetwodepartments.Forthefirstkeyquestion,a
juniorstaffstated:

Of course, before I joined this company, I do not know anything about the software as it is not 
commercialized or used quite often in public. Even my university taught seismic processing using 
much simpler software.

Amoreexperiencedgeophysiciststated:
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Although the software has few similarities with the software I used from the previous company I worked 
with, this training helped me a lot to adapt to the new job and perform my daily task effortlessly.

Amanagercommented:

I am glad that this relatively short training session could effectively train my newly hired team members 
to do their task independently.

From their responses, it canbeconcluded that theparticipantsareawareof their change in
behaviorevidentfromtheirabilitytoapplytheacquiredskillsonthejobandtheirbehavioralchanges
arealsonoticedbytheirmanagers.

Forthesecondkeyquestions,ajuniorstaffstated:

After we completed the training, we learned a lot more while on the job. Our supervisors also provided 
us some tips and knowledge that were not taught and demonstrated during the training. Over time, 
we gained more confidence from their support.

Amoreexperiencedstaffcommented:

I think for me, I was given the responsibility right away and there was limited time for me to experiment 
around. But my project leader told me that I can just ask him questions when I encounter software hiccups. 
He does not want me to spend unnecessary time meddling with the software. I got a good support from him.

Thestatementsbytheparticipantsconcludedthattheyhavereceivedenoughsupportfromtheir
supervisorswhichhelpedenhancetheirskillsfurtheroncetheycompletedtheirtraining.

DeptC

Forthefirstkeyquestion,oneoftheparticipantsstated:

I cannot apply what I learned immediately right after the training. We still need to discuss with our 
team members. Maybe after 2-3 weeks, I can confidently do it on my own but there are still some 
issues that I cannot solve. And we still need to seek help from [neighbouring country].

Oneofthemanagerresponded:

I am not happy with the short online training; it was not impactful for my team. The training helped a 
little but my team members still constantly look for support from [neighbouring country]. This is why 
I requested from the management to have the instructor to come here and do a proper training session.

Fromtheresponsesabove,theparticipantswerenotabletoimmediatelyapplywhattheylearned
totheirjob.Responsesfromtheparticipantssuggestedthattheydidnotobservesignificantincrease
incapabilityfromthetrainingsession.

Forthesecondquestion,oneoftheparticipantsstated:

Although I am not confident to trouble shoot, the technician from [another subsidiary] was very 
helpful. He explained the procedure via email or sometimes by phone. But I dislike their lack of trust 
which hindered us to use our own experience to experiment with the IT system.
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Oneofthemanagercommented:

I noticed that my team members were not satisfied and did not improve much. But the management 
is aware of my feedback on the training and they are sending an instructor in November to deliver a 
5-day course. Hopefully my team members will benefit a lot from this. The management responded 
well so that is a good support from them.

The Employee’s Transfer of Training
Theparticipants fromDeptAandDeptBwereawareof theirownbehavioralchangeand these
changeswerealsonoticedbythoseimpactedfromtheirperformancei.e.theirmanagers.

However, participants from Dept C did not share similar findings. They did not notice any
significantchangeintheirbehaviormostlyduetotheirlackofsatisfactionwithhowthetraining
sessionwascarriedout.Theirmanageralsosharedthesameviewanddidnotobserveanysignificant
changeinthestaffafterthetrainingsession.

CONCLUSION

Thispaperaimstoevaluatetheeffectivenessoftherevisedtrainingapproachinanoilsubsidiary
companyinBrunei.UsingtheKirkpatrick’sfourlevelsofevaluationmodel,thispaperspecifically
examines:(i)thereactionsoftheemployeestothetrainingprograms;(ii)thelevelofemployee’s
learning;and(iii)theemployee’stransferoftraining.Thefindingsofthisstudyshowedthatmost
oftherespondentswerehappywiththecontentofthemodules,thelearningenvironmentandthe
trainers.Thefindingsalsopresentedevidencesthatrespondentshadimprovedtheirknowledgelevel
andwereabletoapplytheknowledgeandskillslearnedinthetrainingtotheirjob.Suchisthecase
forclassroombasedtraining.However,thefindingsontheonlinetrainingrevealemployeeswerenot
happywiththecontentofthemodules,thelearningenvironmentandthetrainers.Thefindingsalso
showedsomeevidencesthatrespondentshadnotimprovedtheirknowledgelevelandwereunable
toapplytheknowledgeandskillslearnedinthetrainingtotheirjob.

Inorderfor thecompanytodeliveraneffectiveonline trainingprogrammeto itssubsidiary
companies,itisrecommendedtodeliverthetrainingviaaninteractivemultimediaplatformwhere
participants are free to navigate the training session. According to studies (such as Hani, 2018;
Wibawa,2016;Powley,1994), participantspreferred interactivevideoormultimedia instruction
becausetheycanre-watchthevideowhentheyfailedtounderstandthecontent.Theseresearchesalso
providedevidencethatlinearinstructionalvideoshavelesspositiveeffectcomparedtointeractive
videoinstructionsine-learning.Althoughthecompanyalreadyhasavastlibraryofinteractivevideo
sessiononline,howevermostofthemareonlycateredforthespecializeddepartment.Thecompany
shouldconsiderinvestinginabroaderonlinetraininglibraryaccessiblebyothernon-specialized
departmentsaswell.Withsuchmove,itisanticipatedthatthecompanycancutdowntheirbudget,
andatthesametimeimprovethequalityoftheirtrainingprogrammes.Suchrevisedapproachpresents
aneffectivestrategywhichcanbeconsideredbyorganisationsespeciallyincountriesfacingslow
economicgrowthgiventheunpredictableenergypricemovementssuchasBrunei.
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