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ABSTRACT

THE EFFECT OF TRAINING SATISFACTION ON EMPLOYEE MOTIVATION:
A CASE OF THE LEBANESE BAKERY SECTOR

YAGHI, LAMA

Master’s Program in Business Administration

Advisor: Asst. Prof. Dr. Alev OZER TORGALOZ

January, 2024

The motivation for undertaking this entire research narrative originated from a
curiosity about the role of Human Resources and the corporate world's investment in
employee development. The primary objective was to comprehend the significant
impacts and intricate implications associated with well-structured and professional
employee training within an industrial sector. The selected sector, namely the bakery
industry in Lebanon, held a special significance due to its extensive reach and
importance in the Lebanese market and overall economy. A comprehensive
literature review was conducted, encompassing various sources related to the
concepts of training, learning, and development. The insights drawn from these
sources emphasized the crucial role of personalized training, a more compassionate
and human-centric approach to training, and the significance of fostering continuous
learning and training cultures and empowering communication. It is evident that, in
the corporate sector, the emphasis on human capital for maintaining a competitive

advantage has become increasingly pronounced. Training and development offer

iv



numerous advantages and benefits to both employees, mainly in terms of their
motivation levels, and the overall performance of the company. To enhance
credibility and explore the practical application of training in the bakery industry, a
survey was conducted with several bakers from different bakeries. Their
perspectives provided an intriguing assessment of the state of training in the
Lebanese bakery industry. The findings underscore the need for heightened
awareness in the industry, a call for greater employee empowerment, and a shift

toward more mentalities that endorse employee training.

Keywords: Employee motivation, Human Resources, employee development,

bakery industry, Lebanon, training.



OZET

CALISAN MOTIVASYONU UZERINDE EGIiTIM MEMNUNIYETININ ETKIiSI:
LUBNAN FIRIN SEKTORU ORNEGI

YAGHI, LAMA

Isletme Yonetimi Yiiksek Lisans Programi

Tez Danismani: Dr. Ogr. Uyesi Alev OZER TORGALOZ

Ocak , 2024

Bu tiim arastirma anlatisin1 yiiriitme motivasyonu, Insan Kaynaklari'nin rolii ve
kurumsal diinyanin calisan gelisimine yaptig1 yatirrm hakkinda duyulan merak ile
kaynaklanmigtir. Temel amag, endiistriyel bir sektorde iyi yapilandirilmis ve
profesyonel ¢alisan egitiminin 6nemli etkilerini ve karmasik sonuglarin1 anlamakti.
Secilen sektor, yani Liibnan'daki firincilik endiistrisi, Liibnan pazarindaki genis
kapsam1 ve genel ekonomideki dnemi nedeniyle 6zel bir 6neme sahipti. Kapsamli
bir literatiir taramasi yapildi ve egitim, 6grenme ve gelisim kavramlariyla ilgili
cesitli kaynaklari kapsadi. Bu kaynaklardan c¢ikarilan goriisler, kisisellestirilmis
egitimin, daha merhametli ve insan odakli bir yaklagimin ve siirekli 6grenmeyi ve
egitim kiiltiirlerini tesvik etmenin ve iletisimi giiclendirmenin 6énemini vurguladi.
Kurumsal sektorde, rekabet avantajini korumak i¢in insan sermayesine vurgunun
giderek arttig1 agiktir. Egitim ve gelistirme, calisanlarin motivasyon seviyeleri ve
sirketin genel performansi agisindan hem calisanlara hem de sirkete bir¢ok avantaj

ve fayda sunar.

Vi



Firincilik endiistrisinde egitimin giivenilirligini artirmak ve pratik uygulamasini
kesfetmek icin farkli firinlardan birkag firinciyla bir anket yapildi. Onlarin bakis
acilari, Liibnan firmcilik  endiistrisinde  egitim  durumunun ilging  bir
degerlendirmesini sagladi. Bulgular, endiistride artan farkindalik gereksinimini, daha
fazla calisan giiclendirme c¢agrisim1 ve calisan egitimini destekleyen daha fazla

zihniyete dogru bir degisikligi vurgulamaktadir.

Anahtar kelimeler: Calisan motivasyonu, Insan Kaynaklari, c¢alisan gelisimi,

firincilik endiistrisi, Liibnan, egitim.
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CHAPTER 1: INTRODUCTION

The unprecedented improvement and the constant aim to change towards better
outcomes in different business industries are nowadays like never before. The
education of employees, coupled with the implementation of updated technology,
are the means by which businesses are maintaining a competitive stance against each
other. Perhaps the ultimate route to success is by having a skilled workforce and
talented employees that guarantee the delivery of the desirable outcomes. No matter
how versatile the approaches of the adopted operations are, whether it is through the
use of new technologies or up-to-date machines, employees remain the key factors
in achieving operational goals through their performance (Elnaga and Imran, 2013).
As businesses are becoming more aware of the vitality of having skilled employees,
they are becoming more and more inclined to invest in them, in order to be able to
improve their skills, avoid their turnover, and bettering their work-conditions to
achieve a level of satisfaction that also dictates that of customers. (Ganesh and
Indradevi, 2015). This is where training steps in, ensuring the proper learning and
the adequate development of employees' skills. Increased work efficiency and the
realization of the desired outcomes is only made by means of proper training, as
most HR departments constantly preach (Chauke et al, 2019).

Proper training is essential for the betterment of employee skill development; hence
it must be aligned with the needs of the organization. Employees acquire new skills
and enrich their sets of knowledge and are thereby more empowered to overcome
any challenges, while being motivated to face them as they're armed with the needed
knowledge, skills, and confidence. Proper training also allows employees to take a
forward leap in terms of performance, allowing them to reach the expected
outcomes (Govil and Usha, 2014).

Employee training has long been overlooked and marginalized in Lebanon, and if by
any chance any corporation has come across this concept, and tried to integrate it in
its operations, the ways in which it would employ those training programs would be
devoid of any innovative or modern techniques. Most companies and corporations in
Lebanon are oblivious to the plethora of benefits a well-structured, up to date,
training program could bring forth to the company, resulting in the domination of
rigid, primitive training methods and practices, which lead to negligible



improvements and overall dissatisfaction. This evident lack of awareness, and the
scarce knowledge on the effective training approaches in Lebanon, as a whole, and
in its bakeries in particular, have fueled the drive to conduct this research.

A robotic, monotonous training approach is adopted in the majority of Lebanese
bakeries, which entails teaching the basic procedures, highlighting the general rules,
and providing bland instructions on how to carry out a handful of operations
(Spencer, 2016). With that being said, perhaps the prime problem is illustrated in the
way bakery employees are falling short on living up to their full potential. In other
words, they are well capable of accomplishing more than what they already are
achieving, and are held back due to the improper, and more so the lack of,
incorporation of modern training programs. This lack in the reception of training
among employees, as per a previously conducted research, has shown that roughly
13% of the monitored employees have displayed a noticeable sense of motivation
and engagement while carrying out their tasks (Gutierrez, 2016).

Therefore, for any tangible change to be realized, there exists a dire need for a
drastic shift in the way training and its importance are perceived by the Lebanese
bakeries. This industry needs to start acquainting itself with the real meaning of
proper training approaches: An investment in the company’s existent skills, and not
a robotic instructional system to be blindly followed and internalized (Shaw, 2019).
As a result of the sinking of the Lebanese bakery sector in this oblivion to the
importance of training program, this research will seek to tackle the merits of such
models, as well as further illustrate how they can be carried out and incorporated in
businesses. Perhaps a vital, core question begs to be answered in light of everything
said: How does satisfaction with a proper training affect the overall employee
motivation?

Upon this analytic dive in the bakery industry in Lebanon, and after having
established what the stance of bakeries is regarding offering well-structured training
programs, and in light of the many upsides those updated models could offer, the
prime research question remains to be: How does structured, proper training and
developmental learning affect the overall employee motivation?

This research heavily relies on the years of the ongoing, relentless studying of the
various business approaches, some of which are mainly manifested in the way
businesses are carried out and run in a framework of heightened efficiency and

productivity.



In light of this, it is worth attributing a huge weight to the competences and skills of
employees, along with the connections and networks they get to established at work,
coupled with the ongoing innovation employed in the different business fields,
which have all proven time and time again to yield the best results to obtain a
sustainable business setting with seamless and effective operations. In this research,
a particular attention will be attributed to the Lebanese bakeries, to better understand
the way several factors have helped optimize and improve this industry.

The merging of people’s competences and the valuable networks and connections
they are able to establish can be optimized by means of following well-developed
training programs. The use of such training programs and their proven results in
securing guaranteed improvements in various business industries has outweighed the
primitive, aged notions on training programs and their effectiveness (Chopra, 2015).
Opting for well-structured training programs has nowadays prevailed, thanks to the
concrete, tangible benefits they could grant any business industry, which could be
manifested in retaining employees, reducing turnover rate by securing employee
satisfaction, yielding higher production, as well as empowering employees with a
sense of confidence, and equipping them with the needed motivation and self-drive
to take matters into hand and feel more in control, allowing them to better their
performance and seek excellence and self-improvement (Chopra, 2015).

In light of what’s been tackled, the following project will seek to accentuate and
magnify the importance, advantages, and the key factors which dictate the effect of
training programs on the overall motivation of employees in the Lebanese bakery
sector.

In attempt to tackle this, a review of the existing literature will be dived in, as well
as a survey distributed to several bakery employees, followed by an SPSS analysis
in an aim to shed the light on the importance of training in the Lebanese bakery

industry



CHAPTER 2: LITERATURE REVIEW

This section will closely examine the issues related to training and the importance of
the latter for employee motivation. The Bakery industry in Lebanon will be
demonstrated in the following research, as the aforementioned points will be
discussed in the following sections.

2. 1. Overview of the Bakery Industry

The weight attributed to the importance of baked products in Lebanon, coupled with
the heavy reliance of the Lebanese people on baked goods, namely bread, in their
cuisine, have both led to fuel the ongoing advancements in the bakery sector.
Perhaps this advancement owes its rapid pace to the dire need to stand out in such a
highly competitive industry, where local and leading bakeries are relentlessly
rivalling to meet, and rather exceed, the demands of people, and prove their
competitive market stance.

An ongoing effort is utilized to ensure that the Lebanese bakeries meet the 1SO
measures, live up to the expectations of the countries they send their products to, as
well as create a top-notch service style, allowing customers to enjoy a memorable
time at their shops, thereby not only focusing on revenues and sales (Chbeir and
Mikhael, 2017). The undeniable integration of technical methods, the relentless
employment of innovation and creativity, as well as the constant, tireless interaction
with consumers, and the establishment of firsthand day-to-day encounters with
them, all falls in the favor of making this industry a valuable research topic to
further dive in. And in light of that, this research will seek to dissect the ways in
which the technical methods implemented in this industry should flirt with the
ability of employees to establish an excellent customer service approach, all of
which would ideally be realized in a frame of proper, well-structured training
programs (Roesler, 2018). The urge for better training techniques and methods must
be quenched as it will uncover various key points to tackle, including: Paving a path
for better familiarization with, and incorporation of technology, having self-driven
employees who are eager to learn and improve, shifting the rigid organizational

culture and its worn-out beliefs, as well as establishing harmony among employees



(Andriotis, 2019).
2.2. Employee Training

The main aim of training and development initiatives dwells in enhancing and
boosting employee performance (Asim, 2013). Performance is mirrored through
bettered production, excellence in using new technologies, and securing elevated
levels of employee motivation, and in order to achieve such elevated employee
performance levels, managers must look for ways to better their training methods
and approaches (Nassazi, 2013).

Employee motivation has a direct influence on employee performance and
organizational commitment (Asim, 2013). Managers play a vital and undeniable role
in alleviating employee motivation to achieve high productivity, profitability, and
organizational success (EK and Mukuru, 2013). Also, involving employees in
decision-making processes paves the way for strengthened trust and motivation,
leading to increased levels of loyalty (Nassazi, 2013).

Lastly, performance management processes must often involve employees in
development planning, which helps lead to having motivated, high-performance
employees who work in alignment with organizational objectives (Nassazi, 2013).
Despite the challenges in achieving optimal employee performance, the importance
of training and development is of utmost importance for organizational success
(Arinanye, 2015).

Training is known as the backbone of performance, as it allows employees to
acquire the needed skills and information to increase their effectiveness and
efficiency at work, as well as maximize their performance (Ganesh and Indradevi,
2015). Employees are accepted into any corporation or industry based on several
milestones such as their adequacy in a company's culture, their team-playing
abilities, the skills they harbor, and their flexibility in terms of adapting to changes
and the adaptation of new technologies at work. (Elnaga and Imran, 2013).

The aforementioned key points that must be present in every potential employee are
only enhanced and supported through providing adequate training models for
candidates. Training must be personalized, and tailored for the need of every
employee, and it shouldn't be a model after which employees follow blindly and

robotically, but rather a tool that enables them to better get in touch with their skills,



and motivates them to embrace changes (Elnaga and Imran, 2013).

Over the past years, training programs were granted more attention in the services
industry, but little research has been done on the extent to which these training
programs are effective (Huang, 2001), although the contrary, which is the lack of
training programs, has time and time again proven to yield employee dissatisfaction
and Increased turnover rates (Pugh, 1984 and Industrial and Commercial Training,
2002).

A new approach corporates are now adopting is the investment in their employees,
as a company's workforce is considered the prime factor in maintaining a steady
stance in any market. New technologies and machinery are accessible for all
companies, but a skilled batch of employees is something a company needs to put in
the effort and time to invest in, in order to reach the desired outcomes that range
from increased production, better consumer feedback, better work efficiency, and
the birth of new, innovative ideas by employees. Training employees and their
resulting ability to embrace new techniques and unforeseen changes has been shown
by several studies to have considerable positive impacts in several industries (Elnaga
and Imran, 2013).

For the services industry, a main advantage of investing in any franchise is the
acquirement of well-trained technical skills (Price, 1993), because more often than
not, franchisees are supposed to hire skilled employees as well as provide structured
training to them, as the main goal is to equip their staff with the needed knowledge
and skills to meet the competitive demands of the services industry (Sayler, 2003).
The emphasis on constantly furnishing training programs by franchisers is due to the
comprehension of the fact that a well-trained staff directly contributes to customer
satisfaction, as well as the overall company success (Larson, 2003).

For organizations that seek reliability, they aim to be able to both absorb and deal
with change, as the extent to which an organization prospers in any industry is
dictated by their ability to instantly respond and react to any unforeseen changes.
Training should hence be prioritized for an organization to maintain its growth and
prosperity in order to provide employees with the needed skills, or skill upgrades,
before an inevitable change takes place (Hambrick and Crozier, 1985).

In many organizations, the prime means by which any workplace could overcome
and face new challenges is through being resilient, as the latter is defined as the

ability to "absorb change and still persist... [and] to utilize the change that is
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absorbed" (Weick et al., 1999). This resilience notion is demonstrated when
organizations constantly prepare themselves for the inevitable challenges they could
be faced with, mainly by providing their employees with proper training programs
as future, unforeseen challenges are likely to require improved employee skills and
attitudes, which necessitates the continuous furnishing of training to ensure the
upskilling and enrichment of employee profiles. (Wildavsky, 1988).

Employee training is shown to have a positive correlation with productivity, which
results in heightening employee satisfaction levels as well as increasing customer
satisfaction with the services and products received (Thomas et al., 2000). Previous
research has highlighted that improper and lacking training has come hand in hand
with increased employee turnover rates, which necessitates the implementation of
effective training programs to foster employee retention and loyalty (Thomas et al.,
2000).

Companies which attribute enough weight to offering training for its staff send a
clear message to those employees regarding the management's commitment to
serving customers in the best possible way, allowing employees to perceive training
as an empowering tool (Babakus et al., 2003). Training programs also boost
employee skills, heighten professionalism, and boost employee commitment and
satisfaction towards their company (Bushardt and Fretwell, 1994; Bateman and
Strasser, 1984; Cotton and Tuttle, 1986). To add to that, partaking in both internal
and external training programs is considered of high vitality for both organizations
and their employees (Burke, 1995). Employees who are able to perceive the
satisfactory value of the training they are offered are more likely to demonstrate
higher satisfaction, boosted performance and engagement, and a strengthened
commitment to their organization (Burke, 1995).

Moreover, for companies to optimize the performance of their workforce, training
should always run in a constant cycle of constructive feedback, which paves the way
to have the desired response by employees. This tailored feedback is only attained
when the Human Resources agents communicate closely with employees, namely by
holding meetings with them in which they discuss and tackle their needs, their
opinions on the current work ambience, their weak points and work-related
shortcomings, as well as the goal they aim to achieve after every training they
undergo. Training models are first and foremost created to bridge the gap that takes

place between employee capabilities and the desired performance level which is set
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by organizations (Darsil, 2018).

As training takes its course, its benefits start to manifest as well (Elnaga and Imran,
2013). Employees grow more loyal and respectful of their company, in return to
realizing that the latter is investing in their skill development. Also, they start
conveying a better image of their workplace, as a form of gratefulness to their
employers. Increased performance and work efficiency are also manifested as
workers are content with the treatment they're met with. Moreover, training paves
the way for employee creativity and stimulates new ideas out of them, allowing
them to feel autonomous and independent, hence contributing to further employee
satisfaction (Ganesh and Indradevi, 2015). To add to that, well-structured training
programs create a familiar work ambience, allowing employees to feel strongly
related to their company, as well as decrease tension between workers as it fosters a
friendlier environment, boosting employee commitment.

As training equips employees with the knowledge needed, the sense of confidence it
instills in them calls for more creativity, more motivation, and less employee
turnover rates. It also helps in allowing employees grasp the bigger picture, and
understand what their duties and end goals are, in a background of proper
understanding of and integration in the company's culture, mainly when a learning
culture is present in a company, which enables employees to constantly pursue self-
betterment (Ganesh and Indradevi, 2015). Lastly, as training demands constant
communication between employees and managers, it brings forth a strong sense of
involvement and engagement for employees. This is capable of yielding better
performance from employees as it triggers their motivation and sense of
responsibility towards a company that shows them how vital they are (Ganesh and
Indradevi, 2015).

A number of studies have explored the many advantages of offering proper,
satisfactory training programs, as it has been shown to foster employee skill
enhancement, higher employee motivation levels, and increased performance and
job productivity. (Oosterbeek, 1998; Pate and Martin, 2000). In fact, job-related
training programs pave the way for allowing employees to be proficient in the way
they carry out their tasks as they engage in their assigned roles (Acton and Golden,
2003).

2.3. Training Satisfaction



Employees’ comprehension of training is strongly linked to the extent to which they
believe their companies are supporting them, paving the way for better job
satisfaction when said employees feel appreciated and supported (Rhoades and
Eisenberger, 2002). Job satisfaction levels are remarkably heightened when
employees receive proper and adequate training from their companies, as they tend
to be driven to outperform themselves as a way to pay the company back and
appreciate its investments in them, which fosters positive attitudes and work
behaviors, and allows employees to efficiently employ the acquired skills on site
(Rhoades and Eisenberger, 2002), as the skills which are instilled in employees by
means of training programs are only manifested in the workplace when employees
feel more empowered and competent thus experiencing high levels of job
satisfaction (Egan et al., 2004; Gumuseli and Ergin, 2002; Kontoghiorghes, 2002).
Therefore, proper training programs are considered catalysts for employees to
perform better and boosters for job satisfaction.

Allowing employees to develop and nurture their skills and knowledge through
fostering proper training programs is critical and essential for both their individual
and job development. In fact, employee job satisfaction is elevated when employees
are met with the needed chances to develop their skills and thereby feel more
competent, all while strengthening employee commitment and loyalty with respect
to their workplaces (Taormina's,1999). Additionally, employees can grasp the extent
to which their workplaces are trustworthy and supportive by means of the training
opportunities they’re offered, allowing them to feel loyal and committed (Whitener,
2001), with an increased sense of job satisfaction (Eisenbergeret al., 1997).

Job satisfaction is a crucial motivation catalyst as well as an employee performance
booster and has been shown to decrease incidents of employee discontentment and
turnover (Mak and Sockel, 1999; Rust et al., 1996). To add to that, skilled
individuals also greatly benefit from the reception of training programs as they are
equipped with additional skills and knowledge which allows them to feel further
satisfied with their roles within their organization (Rice et al., 1991). A lot of
evidence has come forth to highlight how furnishing employees with proper training
has a positive impact on employee job satisfaction (Heyes and Stuart, 1994).

The notion of "job training satisfaction™ (JTS) delves into analyzing the extent to
which training programs are effective and useful, hence labeled satisfactory for

9



employees (Schmidt, 2007). Job training satisfaction was defined as an individual's
set of emotions and feelings towards the various aspects of the on-site training they
undergo, which highlights the positive correlation between job satisfaction and the
reception of satisfactory training, as the effectiveness of the training offered to
employees by their companies is assessed by means of employee satisfaction with
this training, and by how their skills, attitudes, and performances are altered
accordingly (Schmidt, 2007; 2009). This implies the importance of having training
satisfaction which leads to job satisfaction (Schmidt, 2007).

Efforts to further highlight and illustrate the phenomena of job satisfaction mainly
tackle how fitting employees view their skills in a workplace. (Ellickson, 2002;
Kristof, 1996), which suggests that the level of employee job satisfaction is strongly
dependent training satisfaction, in the sense that it depicts how harmonized
employees’ skills are with the demands of the work environment they’re in, as well
as the extent to which the said environment is supporting and nurturing their talents
and knowledge pool. Elevated job performance has been found to be a direct result
of heightened training satisfaction, leading to overall job satisfaction (laffaldano and
Muchinsky, 1985), as well as minimal incidents of absences at work (Steers and
Rhodes, 1978), and lower rates of company abandonment by its employees (Mobley
et al., 1979). As a matter of fact, it has been shown that the inclusion of rich talent
pools amid a framework of diverse tasks where these talents are employed and
constantly nurtured through proper training programs boosts employee training
satisfaction, hence reduces employee turnover (Hackman and Oldham, 1980;
Ramlall, 2004), as well as paves the way for higher employee commitment levels
due to increased job satisfaction and loyalty levels (Ramlall, 2004).

As discussed before, training satisfaction is considered as the reflection of how an
individual perceives and feels about the offered training (Schmidt, 2007; 2009), and
this said job training satisfaction experienced by employees also serves as an
indicator to the extent of how well-planned and structured those offered training
programs are, which can help deem a training programs as a valuable offering in the
eyes of employees, thereby boosting their job satisfaction as a result of the acquired
skills and knowledge derived from satisfactory training, thus creating a positive
relationship between job training satisfaction and job satisfaction (Noe, 2013;
Schmidt, 2007). As a result of that, employees who undergo dissatisfactory training

programs tend to develop pessimistic and negative feelings towards those furnished
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activities, which adversely impacts their work attitudes, performance, and their
general work satisfaction (Robbins and Judge, 2013; Wollack et al., 1971).

As a result, when individuals develop positive emotions towards the training
activities they undergo, they are more inclined to feel motivated to attain skill and
knowledge improvements, which elevates their job attitudes, thereby elevating their
performance (Schmidt, 2007).

Employee retention and the extent to which individuals feel loyal and committed to
their workplace is dictated by the quality of the job training they receive (Taormina,
1999). Companies which exert efforts into taking into account the quality of the
training they furnish their employees with tend to directly tighten the sense of
attachment and commitment the latter harbors towards them, which paves the way to
not only stronger employee commitment and higher retention and loyalty levels, but
also heightened performance, better services, increased job satisfaction, and elevated
overall customer satisfaction (Harel and Tzafrir, 1999).

Training programs offered by the HR department directly shape and alter employee
skills and knowledge pools, the result of which is manifested in their job
performances, services delivered, qualifications, productivity levels, as well as the
levels of their job satisfaction. Employee job experiences, attitudes and behaviors
are dictated by the functions and activities carried out by the HR department, which
end up molding the organizational culture (Cabrera and Bonache, 1999). The set of
procedures and policies which HR brings to life “enable employees to deliver results
to customers”, something that directly influences the quality of the services
delivered (Heskett et al., 1994).

As offering training programs is a core HR activity, it is of particular importance to
attribute a great deal of weight to the adequacy and quality of those offered training
methods, as it directly reflects the way they’re perceived by the recipient employees
who expect to develop new skills and knowledge along the line (Hartline and
Ferrell, 1996). Therefore, job satisfaction is attained by individuals who are content
with the new skills they’ve developed as a result of engaging in training programs,
which leaves them feeling competent and able to carry out tasks and meet the

desired performance standards (Hartline and Ferrell, 1996).

2.4. Employee Motivation
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Motivation is referred to as the trait of an individual's readiness to employ effort and
energy into certain attitudes. In the context of training, the extent to which an
employee is motivated has a direct effect on an employee's inclination to participate
in any training program. (Maurer and Tarulli, 1994)

Motivation can be defined as an inner drive to quench a particular aim, allowing an
individual to participate and engage in different tasks while adopting a certain
attitude and behavior. It is the ability to influence employees' attitudes and
performance in the workplace, fueling an individual's internal drive to perform any
activity (Lindner, 1998). The harmony between employee motivation, their
eagerness to utilize new technology, and their ability to learn, coupled with the
effectiveness of well-structured training programs, and the dynamics surrounding
the process of sharing knowledge are all key factors influencing the performance of
any company. (Tambovcevs and Tambovceva, 2013; Kwak et al., 2011).

According to studies conducted in the past decade, it was shown that training
motivation plays a pivotal role in altering and shaping both employees’ training
performance and overall work outcomes (Cheng and Ho, 2001). It was also
suggested that even when employees have the ability to comprehend the course of
their workflow, they are likely to fail at delivering the desired outcomes due to low
motivation levels (Colquitt et al, 2000). In order to motivate employees in an
effective manner, suitable approaches should be pinpointed and followed to meet
their various needs and requirements, which can range from fundamental ones such
as job participation, recognition by their managers, and acquiring a sense of
belonging to their workplace and team. To have boosted on-site employee
engagement, it’s important to understand that workers tend to have elevated
motivation levels when they feel empowered by the training they receive, allowing
them to perceive their participation and contribution at work as vital for the
company's success. When employees feel empowered in such a sense, they not only
look for the fulfillment of their own needs but also aim to achieve the fulfillment of
the overall organizational needs (Nesan and Holt, 1999).

As per a survey conducted in twenty-nine countries, low levels of employee
motivation were described as the second most challenging problem following staff
shortage (Mathauer and Imhoff, 2006). Employee motivation which is referred to as
the wide array of motives that drive individuals to demonstrate desired work

behaviors and internalize these said behaviors throughout their career life (\Vallerand

12



and Thill, 1993; Ambrose and Kulik, 1999; Roussel, 2000; Eccles and Wigfield,
2002; Greenberg and Baron, 2003), plays an important role in influencing employee
behaviors at work. Employee behavior is a result of many factors and influences,
entailing 'materialistic’ self-interested motivations as well as 'non-materialistic’
motivations, which encompass social, intrinsic, as well as moral factors (Paul and
Robinson, 2007).

The psychological and motivational aspects of human capital development policies
are crucial for enhancing overall organizational performance. Motivation is the
factor that distinguishes humans from other tools and machines utilized by
organizations. It is defined in previous literature as the "willingness to exert high
levels of effort toward organizational goals, conditioned by the effort’s ability to
satisfy individual needs.” (Robbins and Everitt, 1996). Consequently, it is upon
organizations to formulate effective motivational strategies to push forward
employees and fuel their determination and productivity. Studies have furthermore
statistically demonstrated that motivation considerably affects employee
performance, with highly motivated individuals outperforming their coworkers
(Gling6r, 2011).

When employees are deeply engaged in their work, they also tend to develop an
unshakable connection with their establishment and are thereby more motivated to
remain a part of it, causing higher employee retention rates. (Marques, 2013). There
exists an undeniable connection between how well employees' skills align with their
job and their level of engagement in any work environment. Basically, when
employees recognize themselves as qualified and productive agents, and that their
abilities can keep up with the demands of their job, they automatically develop
higher motivation to be engaged in their work. (Stander and Rothmann, 2010; Van
Zyl et al., 2010).

For employees to be motivated and driven in an effective way, it is crucial to have a
thorough understanding of their diverse needs, in order to address and fulfill them
accordingly. Every Individual has their own various, yet unique, requirements,
which can be boiled down into these core areas: employee involvement,
acknowledgment, and team integration. Employee involvement entails motivating
workers by empowering them by means of appropriate, well-structured training and
making them feel as valuable assets to the company's movement towards success.

When employees perceive themselves as empowered, they are driven to operate in
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ways that fulfill both their own personal needs along with the overall needs of the
company in the bigger picture. This approach of allowing employees to further
participate and integrate in their work environment calls for cultivating and utilizing
well-structured training programs to motivate employees to live up to their full
potential. (Nesan and Holt, 1999).

It’s safe to establish now that the main objective of any enterprise, considering how
heavily it depends on its employees their skills, is to tailor training programs that aid
in individual development of employees, but also align with the company’s overall
goals, aiming to both boost employee performance and motivation, leading to
company success (Blaskova and Hitka, 2011). Employee performance, both on
individual and team bases, should always be nurtured and reviewed in a continuous
manner, in a framework of high motivational level, as employee development is
directly linked to motivation levels, which is considered as the most crucial and
dynamically evolving attribute of every individual and group (Aydin and Tiryaki,
2018). Maintaining a systematic motivation of employees and teams is vital as it
paves the way for motivational processes that lead to effective actions and desired
outcomes (Blaskova and Hitka, 2011; Aydin and Tiryaki, 2018).

The role of managers in handling employees strongly depends on their ability to
manage employees appropriately, boost their motivation, and equip them with the
training needed (Tansel and Gazioglu; Al Mamun and Ibrahim, 2018). The abilities,
knowledge, and experience of managers all contribute to motivating employees,
which fosters better organizational and employee development (Mura and
Gontkovicova, 2019; Cantele and Zardin, 2018). Motivation, which is seen as a
dynamic process shaped by personal, socio-psychological, and circumstance-
dependent factors interacting with each other, is dependent on individual sense of
drive, direction, and the exerted personal efforts to reach objectives (Kanfer et al.,
2012). It constitutes an ongoing process of efficiency and effectiveness that calls for
a continuous learning and developmental process in a framework of proper training
(Roxas et al., 2017). In order to achieve a competitive advantage and a sustainable
business, employee motivation is considered a key factor to boost productivity and

help companies reach the desired goals (Daud, 2015; Jelaci¢ et al., 2010).
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CHAPTER 3: THEORETICAL BACKGROUND AND
HYPOTHESES DEVELOPMENT

3.1. Job Demands-Resources Theory

The Job Demands-Resources (JD-R) theory has been referred to as the prime work-
related outcome predictor (Bakker and Demerouti, 2007; Demerouti and Bakker,
2011; and Demerouti et al., 2001). Such studied and predicted job outcomes range
from burnout, work engagement, employee performance, work enjoyment, and
employee motivation (Bakker et al., 2005; 2007; 2008; Demerouti et al., 2001,
Hakanen et al., 2006).

The JD-R theory essentially sheds light on the two fundamental work factors: job
demands and job resources (Bakker and Demerouti, 2014). Job demands entail the
physical, psychological, and social aspects of a job that necessitate the engagement
of employee emotional, psychological, and physiological skills (Bakker and
Demerouti, 2007). Alternatively, job resources encompass the physical, social, or
organizational factors offered by a workplace to aid in having employees achieve
their personal goals, organizational goals, boost their growth and set of skills, and
enhance their knowledge and own development (Bakker and Demerouti, 2007;
Demerouti and Bakker, 2011). As a result of that, individuals are more likely to
display better job performance and heightened motivation for work when they feel
equipped with enough job resources to handle the various job demands (Gruman and
Saks, 2011; Kahn, 1990). Hence, training as a job resource is one of the most
effective tools to foster better levels of employee performance and motivation for
work (Gruman and Saks, 2011). In other words, training serves as a job resource that
boosts employee growth and is significantly essential to equip individuals with the
needed skills and knowledge that will make them feel motivated to fully engage in
their roles (Kahn, 1990; Gruman and Saks, 2011). Consequently, when employees
perceive that they can rise to meet job demands, mainly by means of being provided
with satisfactory training (main job resource), their level of motivation is directly
boosted (main output) (Albrecht et al., 2015; Luthans et al., 2010), as companies
which offer satisfactory training and development programs to their employees and
view it as an essential job resource experience significantly heightened and boosted
levels of employee motivation as a prime output (Crawford et al., 2010).
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In this study, training satisfaction is highlighted as a pivotal catalyst and a leading
job resource to boost an output that manifests as employee motivation in the
Lebanese bakery industry. As mentioned earlier, and considering the heated
competition among different industries, namely the food and services one,
companies must opt for equipping their employees with the needed skills and
knowledge in order to not only enable them to rise to the heightened market
demands, but also to be motivated and eager to acquire and employ these newly
learned skills by offering structured training programs that cater for their

individualized needs.

3.2. Human Resources Practices and Motivation: Training is Key

The notion of "human resources" extends well enough to reach all employees within
an organization, going from top-level managers to the workers on the production
site. Regardless of how essential and indispensable an organization's tangible and
material resources may be, success remains questionable if human resources lack
efficiency, and achieving the latter along with quality work standards becomes
challenging with low employee motivation. (Teece et al., 1997)

Human resource management has always been regarded as a strategic and cohesive
approach that keeps at the forefront of its thoughts the organization's most valuable
asset: its workforce. According to the principles of human resources management,
individuals represent one of the most vital assets that organizations possess to
achieve their objectives. This notion perceives employees as indispensable agents of
the production process and the most essential factors to reach ideal production goals.
The human resources approach involves utilizing and managing a number of
activities to guarantee employee satisfaction, motivation, and high performance
within the organization, as well as enriching both personal and organizational
growth and development of employees, by means of which organizational goals are
attained through the harmony between employee aspirations and the organization's
objectives (Farnham, 2010).

Both training and development initiatives serve as enhancers of an individual’s
current and future performance by boosting their efficiency. Human Resources
training programs are cultivated to enrich the social, physical, and mental growth of
individuals, whereas development attributes greater weight to enhancing the
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effectiveness of individuals' knowledge and skills (Poe, 2003)

The term "career” in any business setting and environment, regardless of the field,
has a plethora of interpretations, but they all boil down to the process of progressing
on a certain professional route, securing more earnings, and the acquirement of
further skills which paves the way for taking on more tasks and responsibilities. This
professional advancement involves the development of knowledge, skKills,
experience and education (lIverson and Deery, 1997). In other words, an individual’s
career mirrors their personal growth in life, and the changes manifested in their
attitudes and behaviors are the result of the experience they’ve developed, which is
tightly linked to training. Companies invest in training programs and allocate yearly
budgets for them in order to boost the knowledge, skills, and the motivation of their
workers, aiming to harmonize them with organizational objectives. (Kalleberg and
Moody 1994)

The ongoing competition among the different organizations remains a constant in
every field, and the rapid advancements in technology have made the said
competition more aggressive and intense. In this unprecedentedly competitive era,
businesses and organizations have resorted to altering their policies, namely the ones
dealing with their employees, in efforts to increase their level of productivity and
stay in better alignment with the ever-so-evolving industries. These rapidly changing
conditions, coupled with the changing perspectives in the HRM field, have led the
human resources departments to allocate more weight to training, aiming to hire
skilled and efficient employees, provide tailored training for their respective unique
roles and needs, ensure high levels of motivation, and constantly evaluate employee
performance, all while adopting a strategic plan to develop a high performance and
motivated workforce, to maintain the company's competitive stance in any market.
(Ozkeser, 2019)

3.3. Employee motivation: The result of training satisfaction

The better the quality of training programs, the higher job satisfaction, and
consequently, organizational performance are (Tai, 2006). Training can both directly
or indirectly enhance productivity levels (Bartel, 1994; Harrison, 2000). Moreover,
it’s been suggested that motivation is directly linked to the desire to better one’s self

and attain higher achievements, a need which is strictly met through career growth
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facilitated by training and learning (Sirota et al., 2005). These findings align with
those who pinpointed an undeniable link between motivation, commitment, job
satisfaction, and learning-focused establishments.

Training has been referred to as the unique process by which the employees harness
and cultivate specific capabilities and skills to aid in realizing organizational goals
(Mathis and Jackson, 2002). Other literature emphasized that training is the means to
prepare employees for their allocated jobs and equips them with the needed
knowledge, set of skills, and mindsets (Davis and Werther, 2010). Essentially,
training serves as a catalyst for organizations to keep up with and live up to the
expanding demand for modern knowledge and skills and cultivate them among their
workforces. Effective, well-structured training allows HR managers to have enough
faith and trust in their employees’ abilities, enabling the latter to execute tasks
without stress or fear of failure (Mangkunegara and Waris, 2015). Several studies
have therefore highlighted the positive and rather strong relationship between
training and employee motivation, labeling training as the key factor which boosts
employee motivation (Hughes et al., 2018; Jaworski et al., 2018; and Sahinidis and
Bouris, 2008).

Effective training programs are of utmost vitality in shaping and shifting employees'
behaviors, mindsets and attitudes. A study which was carried out in a military
hospital in Jordan has illustrated that well-structured training programs, which are
tailored to employee needs and specific roles, considerably influenced nurses'
attitudes toward their workplace, consequently affecting their performance (Al-Ali
et al., 2015). The study has shown that not only did instilling the needed skills and
knowledge among nurses increase work productivity, but also reduced workplace
stress and hostile attitudes.

Training outcomes are said to be attained through four vital stages: training leads to
reactions, which leads to new realizations and learning, giving birth to new changes
in job behavior and attitudes through motivation, consequently paving the way to
witnessing changes in the establishment, and lastly, the achievement of
organizational goals (Hamblin et al., 1971). These factors are tightly linked together
as a cascade chain reaction; hence training entails unique activities specifically
designed to enhance the knowledge, skills, and competencies of employees,
equipping them with the needed motivation for better performance and outcomes.

Apart from the organizational framework, the underlying key point behind analyzing
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and assessing the organization's performance and outcomes has always been about
developing an understanding of the competencies, skills, and the knowledge of the
employees, and comprehending the different motivating elements partaking in
affecting the outcomes of their work. (Blackburn et al., 2013; Kim and Kim, 2021).
Boosting employee motivation mainly entails pinpointing and addressing the
effective measures needed to fulfill their diverse needs, which can be grouped into
these core areas: worker involvement, recognition, and team integration. Many
employees get their motivation boosted when they are given a sense of
empowerment and perceive their contributions as catalysts to a company's success,
which mainly reflects what worker involvement is. Employees who are equipped
with a sense of empowerment thanks to receiving proper training tend to operate in
ways that align with both their own needs as well as the ultimate goals of the
company at once. The approach which cultivates the ongoing participation of
employees ensures positive supervisor-subordinate bonds and cooperative work
groups which operate in harmony, which at once tends to the social and business
urges. (Nesan and Holt, 1999)

It is verily admitted that in the vast realm of human resources management,
employees are seen as the most vital assets that organizations must look after and
consider for the attainment of their ultimate objectives. In today's context, regardless
of how abundant an organization's tangible and material resources would be, success
will be bargained if the human resources lack the needed efficiency. Achieving the
ultimate organizational goals which are reflected in efficiency and work quality
becomes difficult and farfetched when employee motivation is low (Teece et al.,
1997). Starting from this point, people do not only play an integral part as mere
components of the production process but are also regarded as the winning cards of
any establishment when trained and thereby motivated right. The term "human
resources” reaches far and beyond to include all employees in a certain
establishment, regardless of their skill level, their job position or rank.

Training initiatives and practices demand the ongoing efforts of human resources
management, which aim to help employees adapt to new circumstances and
unforeseen changes while enhancing both their decision-making and problem-
solving capabilities simultaneously. Training mirrors how valued and respected
employees are in any organization and showcases how worthy they are of such

investments being allocated to them. Therefore, when employees are offered training
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programs which are funded and offered by their companies, a feeling of appreciation
and a sense of pride is ignited in them, motivating them to upgrade their knowledge
and skills. As a result, employees would accomplish their own duties with high
performance, as well as take on new ones with increased motivation to face
challenges and engage in changes. (Ozkeser, 2019)

As for high level managers, training is as crucial and important as it is for employees
of lower ranks. According to a research done in 2020 aiming to uncover the positive
effects of management training in small businesses, the results have demonstrated
that managers and owners who received training or received business education
have experienced improved financial performance, elevated employee productivity,
greatly decreased employee turnover rates, and heightened levels of employee
satisfaction and motivation between the years 2017 and 2018, when comparing this
to past periods when training was not administered. The said managers and business
owners who have engaged in training programs have demonstrated highlighted
significant desirable differences in their behavior, attitudes and mindsets.
(Panagiotakopoulos, 2020)

These changes include recognizing the advantages of placing a higher value on their
staff and embracing more positive attitudes towards them. It also entailed
reconfiguring job roles to make them more engaging and thereby elevating staff
morale and motivation. Additionally, it entails a heightened enthusiasm for training
their employees, driven by a thorough comprehension of the underlying link
between skill development, leading to employee motivation and resulting in
improved company performance. And last but not least, incentives were included
and prioritized as a means for employee motivation and reward approach.

(Panagiotakopoulos, 2020)

3.4. Training satisfaction: Fulfillment of fundamental psychological needs,

organizational dedication, and work motivation.

Meeting the basic psychological needs (autonomy, relatedness, and competence) of
employees plays an essential part in their personal growth, integrity, and overall
well-being (Ryan and Deci, 2000). To dissect this further, autonomy, as manifested

and shown in as a core criteria of work motivation, refers to how independent and
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autonomous employees can when equipped with satisfactory training, something
which is mostly realized when they’re making decisions related to their individual
tasks, work-related matters, and the planning and style of execution of their
responsibilities (Greenberg, 2011). Additionally, Relatedness entails sharing a
strong bond with the other employees within the same organization, cultivating and
creating a sense of familiarity and belonging a certain community, and developing
tight and deep relationships with colleagues (Deci and Ryan, 2008; Verstuyf et al.,
2013). Finally, competence entails feeling proficient and sufficient in terms of skills
and knowledge, which allows the employee to feel capable of realizing the outlined
outcomes, something which is attained when employees live up to their job demands
as they effectively take on their duties and accomplish them (Viljoen and Rothmann,
2009).

For a strong, resilient organizational commitment to be established, there exists a
need for a psychological connection which binds employees to their companies,
entailing in its turn familiarizing them with the organization's objectives, increasing
their effort while executing their duties, motivating them to reach their full potential,
driving them to make their own sacrifices, and creating for them a need to remain
part of their current organization (Allen and Meyer, 1996; Luthans, 2005). Three
dimensions of organizational commitment were therefore uncovered: continuance,
normative, and affective commitment (Meyer et al., 1993). Continuance
commitment boils down to employees' dedication to the organization as a result of
being aware of the costs that go hand in hand with abandoning the company.
Normative commitment is basically the urge to stay in any current organization as a
form of personal obligation towards the company, mainly when the latter is offering
continuous training and learning opportunities. Affective commitment includes the
emotional attachment and psychological bonds employees develop with their
companies, which rather boosts the employees’ motivation, allowing them to work
towards achieving the organization's goals and visions (Meyer et al., 1993).
Motivation is known as a positive, stable emotional state wherein employees feel
satisfied, and are characterized by vigor, motivation, and knowledge retention
(Bakker et al., 2008).

To add to that, previous literature has shown that organizational commitment is at
the same time a result of and a partner of job satisfaction, entailing the fulfillment of

basic psychological needs, namely the sense of accomplishment and empowerment
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developed and harnessed through training programs. This highlights the undeniable
link between job satisfaction and organizational commitment, which is both
translated theoretically and empirically (Schleicher et al., 2010). Basic psychological
need fulfillment and organizational commitment are rather viewed as job attitudes
and work mindsets thanks to their remarkable impact on the way they shape job
experiences. Being able to comprehend the positive relationship these notions, and
comprehending how higher motivation levels are viewed as a resultant, is important
in understanding their impact on work engagement. (Harrison et al., 2006)

In fact, and in other words, employees who possess positive outlooks on their jobs,
such as being satisfied with their work autonomy, feeling a sense of familiarity and
relatedness, and feeling competent enough to carry out different tasks by means of
the skills they’ve acquired from training programs, have been shown to demonstrate
a sense of commitment to their companies. This commitment is the catalyst to boost
their efforts and motivation, allowing them to work toward the ultimate
organization's goals, most likely resulting in increased levels of productivity.
Therefore, it’s safe to say that there exists a direct positive relationship between
satisfaction of basic psychological needs and organizational commitment, which as a
result directly alters both job performance and motivation (Kovjanic et al., 2013).
This relationship highlights the important role basic psychological need satisfaction
plays in any organization to boost employees' commitment and thereby elevate their
job performance and increase productivity and outcomes (Fu and Deshpande, 2014).
Hence, fostering a supportive work ambience in which employees feel a sense of
relatedness, autonomy, and psychological need satisfaction boosts their
organizational commitment and engagement levels. When organizations create
supportive work environments which match employees' needs and interests, it
strengthens employees' personal attachment and commitment to the company, which
boosts their efforts to push forward in order to achieve their full potential. (Ajala,
2013)

3.5. Training satisfaction and motivation: A direct relationship

In the contemporary business world, the human resources of any organization dictate
both the success and competitive stance of companies in any field. As human

resources are unique in their nature, opposite to how other material resources are, it
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is crucial to make sure that employees are driven and motivated to partake in their
tasks and engage in their roles. Therefore, motivating employees to work is a strong
determinant of an organization’s fate. With that being said, it’s worth remembering
that individuals possess unique, various social needs, and each should be met
separately.

Furthermore, in the current business era, companies have developed a solid
comprehension around the fundamental importance of having well-trained
employees. This vision of how important training is has allowed organizations to
understand that having well-trained employees who possess unique skills and
knowledge is a main factor which dictates a company's success. And for
organizational success to become tangible, training programs have been attributed
greater weight and importance in several organizations and fields. Right from the
offset, organizations now tend to utilize training as a prime catalyst for motivation.
Additionally, as training programs are used to enhance and boost both individual
and organizational performance, they result in motivating employees to live up to
their potential, which is the prime objective that is at the forefront of the human
resources management thoughts. As for employees, engaging in training programs
funded by companies instills in them a sense of appreciation and being valued, along
with equipping them with the needed knowledge and skills. As a result, employees
end up well-equipped to carry out their tasks, and also take on new challenges, with
heightened motivation levels and boosted self-confidence, away from feeling
lacking and incompetent. (Ozkeser, 2019)

A plethora of factors could verily impact the levels of motivation any employee
could possess, but implementing well-structured training programs remains the most
crucial agent which aids in boosting employee motivation in any organization, as
iterated in the following study. Throughout years of ongoing studies, it has been
proven that offering employees training is positively correlated with increased levels
of motivation (Purcell et al., 2003). For instance, an increase in both work
performance and motivation levels in employees have been witnessed when proper
training is administered, which is manifested by means of upgrading employee
competencies and knowledge, as training not only cultivates employee skills but also
greatly impacts their attitudes and pool of knowledge (Wright and Geroy, 2001).
Training is also said to address skill shortcomings and knowledge gaps present in

employees, and bridge them accordingly, and said gaps can be taken care of with
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proper training programs tailored to each employee’s unique needs (Kinnie et al.,
2005).

In this context, the role of organizations and managers, namely HR managers, is
crucial when it comes to both designing and facilitating advanced training activities
and programs. These programs are of high importance as they boost employee
motivation in any organization and work setting.

The training methods administered and offered by any company can both directly
and indirectly influence both employee motivation and their commitment to stay
with the organization and put in more effort. (Meyer and Allen, 1991).
Organizational commitment is defined as an individual's urge to stay and maintain
their involvement with their respective organization (Pool and Pool, 2007).
Companies provide training to equip their employees with the necessary skills
needed to carry out their tasks and activities, ultimately going after optimizing and
upgrading their employees' potential. Thus, modern companies take the extra mile to
foster and cultivate new skills among their employees to equip them with the needed
knowledge to overcome potential future challenges. By means of such empowering
training, employee motivation is greatly boosted, along with their organization
commitment, as employees realize how valuable of an asset they are to their
companies to be invested in and offered such opportunities to grow and learn.
Hence, employees tend to show their gratefulness for the organization's investment
in them through their hard work and the effort they exert to reach excellence while
carrying out their tasks, as well as displaying a sense of satisfaction in belonging to
the organization. Therefore, training is considered to have a positive impact on both
employee motivation and organizational commitment.

Training is referred to as a planned, well-structured initiative implemented to
improve the factors that directly and indirectly impact an individual’s overall job
performance (Chiaburu and Tekleab, 2005). It goes hand in hand with the set of
skills which are labeled vital by an organization's management, and which should be
possessed and acquired by all members of the organization to boost the chance of
achieving organizational goals. Providing training to employees can help rid them of
their work-related anxiousness and any sort of confusion that could be a result of
being exposed to unfamiliar work demands and changes, which they don’t have the
needed skills for (Chen et al., 2004). Employees who are haunted by the feeling of

being incompetent and unsuccessful in what they do tend to quit their jobs (Chen et
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al., 2004). Alternatively, in case they chose to remain at the company, their
productivity levels would be highly compromised (Kanelopoulos and Akrivos,
2006). The bigger the gap is between the skills needed and those possessed by
employees, the greater the lack of job satisfaction and the more intense the urge to
quit the job becomes. Hence, training comes at play as a factor to improve job
satisfaction and simultaneously increase employee retention (Rowden, 2002;
Rowden and Conine, 2005). It has been shown in prior literature that employees
who receive proper training are well equipped with the skills and knowledge needed
to rise to meet the demands of their customers (Rowden and Conine, 2005). To
elaborate more, employees who are subjected to continuous training and learning
tend to display higher job satisfaction levels, which in its turn greatly impacts their
performance as well as boosts their motivation (Tsai et al., 2007). Job satisfaction is
referred to as a positive emotional state derived from a personal evaluation and
extent of contentment of an employee’s work experiences (Locke, 1976). As per
Rowden's perspective, it is safe to establish that employees who view their training
as a valuable asset tend to possess greater satisfaction and higher motivation levels
against others who get meager to no training at all (Rowden and Conine, 2005).

As for the service sector, it is of utmost importance for companies to equip their
employees with the skills and knowledge needed, by means of proper training,
enabling frontline employees to become skilled decision-makers while interacting
with customers on the daily. Employees who feel a sense of power and confidence
are more likely to be motivated and rather efficient (Moran, 2019). Consequently,
managers should attribute some decision-making authority to frontline employees,
because it aids in increasing the quality of services and outcomes. Moreover,
training is believed to improve the internal communication in any organization and
therefore paves the way to the betterment of services and the way they’re delivered
(Savas-Hall et al., 2020). Transparent and understandable instructions and work
policies, which are efficiently delivered and comprehended by employees, allow
employees to better deal with their respective customer, hence bettering the service
quality (Andersson, 2019). When employees are knowledgeable and well-trained,
they tend to feel rather motivated and are more likely to produce outstanding
services and outcomes to customers, which results in an overall enhancement of the
delivery of services by any company (lgbal et al., 2018).

Organizational performance heavily relies on the motivational system, which pushes
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companies towards motivating their workers to reach organizational goals (Achim et
al., 2013). Previous research has shown that organizational performance is improved
and boosted when employees are motivated through the implementation of effective
motivational systems and well-structured training programs within the company
(Paarlberg and Lavigna, 2010). Additionally, working towards improving employee
satisfaction and well-being by means of both job enrichment and enlargement could
positively affect their commitment towards their organization, pushing them to
contribute fully to the organization's best outcomes.

The aggressive and ongoing market competition and the shift to customer-focused
initiatives and visions particularly in service industries are compelling companies to
attribute a lot of weight to employee training (Espinoza et al., 2019). Employee
training is crucial to both service organizations as well as other companies in
different fields (Bahadur et al., 2018). Training activities and programs allow
employees to overcome work-related confusions and struggles as well as boost work
motivation (Plantilla, 2017). In contemporary and current businesses, training and
development programs are often being adopted and minded to boost employee job
satisfaction (Yee, 2018).

To add to that, and due to the unpredictable and constantly shifting work
environment, employees' motivation and loyalty are at an undeniable risk, which in
most cases could adversely affect their job attitudes and work engagement. The
extent to which employees are engaged at work can greatly affect their productivity
and outcomes. This situation is displayed and seen in a variety of organizations
across different fields (Coetzee et al., 2007).

The link between employees' skills and how adequate they are in terms of their
work-related tasks and their level of work engagement is of high importance. This
means that once employees realize that their capabilities meet the job requirements
(fulfilling their sense of competence as a basic psychological need), they are
automatically inclined towards being more engaged in their duties (Stander and
Rothmann, 2010). Hence, there exists a negative relationship between the
motivation to be further engaged in work and the intention to quit a job. This
suggests that when employees are engaged in their organizational duties and
assigned tasks, all while feeling a sense of power resulting from the skills they’ve
acquired through satisfactory training, showing enthusiasm, dedication, and

motivation, they tend to brush off any thoughts of ever considering abandoning their
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organization. (Du Plooy and Roodt, 2010)

Many studies suggest that a main factor that helps determine the level of employee
satisfaction is the profile of the furnished training and development (Allen et al.,
2003; Bakar, 2011; Chaudhary and Bhaskar, 2016; Samuel and Chipunza, 2009;
Schmidt, 2007; and Smit and Cronje, 2002). Furthermore, training was stated as a
"planned acquisition of knowledge, skills, and abilities to carry out a specific task or
job in a particular setting." (Erasmus et al., 2015).

Employees, regardless of the company or the sector they belong to, who undergo
satisfactory and well-structured training aid in establishing a more competitive
advantage to their work environments (Van Aswegen, 2012). Moreover, a survey
done on some employees in the US and Canada showed that 80% of employees’
view training as a vital, indispensable asset to their jobs because it boosted both their
skills and capabilities (Community Banker, 2001). In another study, employees who
were evidently dissatisfied with their jobs blamed their negative attitudes on their
discontentment and lack of motivation to a lack of access of proper training
(Melymuka, 2000).

Being informed on the related literature provided above, the suggested hypothesis of
this study is:

Hypothesis: Training satisfaction has a significant and positive effect on employee

motivation.
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CHAPTER 4: METHODOLOGY

4.1. Sample and Data Collection

This section provides demographic information on 104 participants in the Lebanese
bakery sector. Factual data was gathered from bakers belonging to leading Lebanese
bakeries such as Green Lebanon Bakery, Chamssine Bakery, and The Wooden
Bakery, as well as to local ones such as Reidani Patisserie, Al Amana patisserie, and
LoCal Bakery were given this study survey to fill out, the results upon which the
analysis was made.

The survey entailed questions that ranged from their educational levels, genders,
employee labor years, how satisfied they are with their work, their managers’
attitudes towards training, and many more questions tailored to pinpoint the
correlation between training satisfaction and employee motivation, which is the core
point of this research paper.

Through the means of SPSS analysis, the process was carried out and conducted.
Data was duly analyzed, and the results were presented according to the filled
surveys

The sample consisted of 104 respondents who were bakers. This specific
occupational group might suggest certain commonalities in work demands and
resources, potentially affecting their perceptions of training and motivation. This
section provides a summary of survey respondents' gender distribution, educational
background, tenure of employment at the current firm, roles held, and work-life
experience. Contextualizing and interpreting training, motivation, and engagement
analytics requires understanding these demographic factors. Starting with Table 1
shows the proportion and count of respondents who identified as Female, Male, or
did not reveal their gender. The Gender Frequency Table shows the gender
distribution of the 104 respondents. In this sample, 74.0% were male, indicating a
male-dominated population. Female respondents made up 10.6% of the sample,
showing a low female participation rate. About 15.4% of respondents did not declare
their gender, adding to the poll sample's variety. Males outnumber females in the

dataset, as seen by this division.
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Table 1. Gender Frequency Table

Gender
Frequency | Percent
Valid Female 11 10.6
Male 77 74.0
Do not want to 16 15.4
disclose
Total 104 100.0

Valid Percent

10.6

74.0

154

100.0

Cumulative

Percent

10.6

84.6

100.0

Table 2 shows the proportion and quantity of responders from elementary, high
school, and university. The Education Level Frequency Table shows the educational
backgrounds of the polled participants. Most responders (52.9%) graduated high
school. This shows that a large fraction of the examined population has completed
high school. Following this, 41.3% of respondents reported elementary school

education, indicating a significant share of education below high school. A minority

of the surveyed population, 5.8%, had a university degree.

Table 2. Education Level Frequency Table

Education Level

Frequency | Percent Valid Cumulative
Percent Percent
Valid Elementary 43 41.3 41.3 41.3
school
High school 55 52.9 52.9 94.2
University 6 5.8 5.8 100.0
Total 104 100.0 100.0

Table 3 shows the distribution of respondents' work years at their present business,
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providing insight into their tenure. The biggest shares of respondents reported
tenures of 4 years of value 19.2%, 5 years of value 12.5%, and 7 years of value
12.5%. This distribution shows that the questioned population has a large share of
long-term workers. Category representation is particularly high for 3 and 6 years of

a value of 11.5% adding to job term variety.

Table 3. Employment Duration Frequency Table

How long have you been working in this current company?
Frequency | Percent | Valid Percent Cumulative
Percent
Valid 1 5 4.8 4.8 4.8
2 5 4.8 4.8 9.6
3 12 11.5 11.5 21.2
4 20 19.2 19.2 40.4
5 13 125 125 52.9
6 12 11.5 11.5 64.4
7 13 125 125 76.9
8 8 1.7 1.7 84.6
9 7 6.7 6.7 91.3
10 1 1.0 1.0 92.3
11 3 2.9 2.9 95.2
12 3 2.9 2.9 98.1
13 1 1.0 1.0 99.0
14 1 1.0 1.0 100.0
Total 104 100.0 100.0

Table 4 shows the predominance of each company’s position among respondents.

All responses are bakers.
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Table 4. Position Frequency Table

Position

Valid BAKER

Frequency

104

Percent

100.0

100.0

Valid Percent

Cumulative Percent

100.0

With 104 responders, Table 5 shows the cumulative distribution of work-life

experience in years. Data shows a variety of work-life lengths among respondents.

The majority of the respondents report work-life experiences between 8 and 14
years, with large concentrations at 11 (14.4%), 12 (11.5%), and 10 (11.5%). This

distribution indicates a large share of moderate to considerable work-life experience.

Table 5. Overall Employment Duration Frequency Table

How long have you been in work life? (as years)

Frequency | Percent
Valid | 3 1 1.0
5 5 4.8
6 4 3.8
7 2 19
8 9 8.7
9 7 6.7
10 12 115
11 15 144
12 12 115
13 8 7.7
14 4 3.8
15 1 1.0
16 5 4.8
17 5 4.8

Valid Percent

1.0

4.8
3.8
1.9
8.7
6.7
115
14.4
115
7.7
3.8
1.0
4.8

4.8
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Cumulative Percent

1.0

5.8

9.6

11.5

20.2

26.9

38.5

52.9

64.4

72.1

76.0

76.9

81.7

86.5




Table 5. (Continued). Overall Employment Duration Frequency Table

18 1 1.0 1.0 87.5
19 4 3.8 3.8 91.3
20 4 3.8 3.8 95.2
22 4 3.8 3.8 99.0
27 1 1.0 1.0 100.0
Total 104 100.0 100.0
4.2. Analyses

4.2.1. Variables Descriptive Statistics

This section summarizes descriptive data for structured training and employee
motivation evaluations. The data show the primary patterns and variations in these
essential features, revealing their distribution across surveyed individuals.

Table 6 shows descriptive data on organized training as perceived by 104
respondents. The mean ratings for the tested training components vary from 4.00 to
4.47, indicating strong responder satisfaction or agreement. The highest average
ratings for "Training applicability to the job is satisfactory” (mean = 4.47) and
"Training meets needs" (mean = 4.37) indicate that respondents believe the training
fits their needs.

However, indicators like "I can expect my manager to assign me to special projects
requiring use of the skills and knowledge emphasized in training” (mean = 3.85) and
"My manager makes sure | get the training needed to remain effective in my job"
(mean = 4.05) have slightly lower mean scores, indicating lower levels of agreement
or satisfaction. The relatively low standard deviations .623 t0.934 across all
dimensions suggest a narrow consensus among respondents about the quality and
effectiveness of the structured training programs assessed in this study. These high
mean ratings and minimal variability suggest that respondents usually like formal

instruction.
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Table 6. Structured Training Descriptive Statistics

Descriptive Statistics
N Minimum | Maximum

Training meets needs | 104 3 5

The amount of 104 3 5

training is satisfactory

The ability to use 104 3 5
training content on the

job is satisfactory

Training applicability | 104 3 5
to the job is

satisfactory

Learning is planned 104 3 5

and purposeful

The department 104 3 5
provides training

opportunities

There is interest in 104 3 5
personal and
professional

development

Training is encouraged | 104 3 5

and rewarded

My manager can be 104 2 5
counted on to help me
develop the skills
emphasized in training

programs.

| can expect my manager | 104 2 5
to assign me to special

projects requiring use of

the skills and knowledge

emphasized in training.
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Mean

4.37

4.14

4.24

4.47

4.20

4.22

4.28

4.00

411

3.85

Std. Deviation

.656

730

731

.623

729

.682

.703

737

934

.785




Table 7. (Continued). Structured Training Descriptive Statistics

My manager 104 2 5 4.08 .832
enthusiastically

supports my
participation in

training programs.

My manager believes | 104 2 5 4.09 .826
advising or training
are one of his or her

major job

responsibilities.

I would not hesitate to | 104 2 5 4.12 792
tell my manager of a
training need | have in

a particular area.

My manager makes 104 2 5 4.05 716
sure | get the training
needed to remain

effective in my job.

Valid N (listwise) 104

Employee motivation across aspects as reported by 104 respondents is shown in
Table 7. Employee motivation mean scores vary from 2.50 to 4.34, demonstrating a
variety of attitudes and sentiments in the examined group. Intrinsic motivation
dimensions like feeling enthusiastic about the job (mean = 4.18), having fun doing it
(mean = 4.21), and being proud of the work done (mean = 4.12) had high mean
scores, indicating a positive attitude. In several areas, mean scores imply weaker
motivation. Job satisfaction factors like delivering pleasure (mean = 3.76) or
affording a particular quality of living (mean = 3.40) had lower mean scores than
other motivating components. The standard deviations, from.591 to 1.000, reflect
response variety across various motivational factors. Higher standard deviations on
dimensions like "This job brings me pleasure™ and "This job affords me a certain

standard of living," indicate higher diversity in respondents' job motivation beliefs.
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Table 8. Employee Motivation Descriptive Statistics

Descriptive Statistics

At my work, | feel

bursting with energy.

At my job, | feel

strong and vigorous.

I am enthusiastic

about my job.
My job inspires me.

When | get up in the
morning, | feel like

going to work.

| feel happy when |

am working intensely.

I am proud of the
work that | do.

I am immersed in my

work.

I get carried away

when | am working.

I enjoy this work very
much

I have fun doing my
job
This job brings me

pleasure

This job affords me a
certain standard of
living
This job allows me to

make a lot of money

N

104

104

104

104

104

104

104

104

104

104

104

104

104

104

Minimum | Maximum | Mean

2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
2 5
1 3
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4.14

412

4.18

411

4.00

4.27

412

4.34

4.07

4.18

421

3.76

3.40

2.50

Std.

Deviation

.818

754

.868

.749

.859

.753

728

691

.938

.868

.759

1.000

1.000

591




Table 9. (Continued). Employee Motivation Descriptive Statistics

I do this job for the 104 1 5 2.69 .789
paycheck

Valid N (listwise) 104

4.2.2. Factor Analysis of the Research Variables

This section uses factor analysis to examine the structures or latent constructions of
the study variables. Factor analysis may reveal how organized training and
employee motivation relate by identifying patterns of association between variables
and dividing them into fewer unobserved components or dimensions.

Table 8 shows communalities, which indicate how much variation each variable is
explained by component analysis. After extraction, the structured training and
employee motivation variables have communalities of 0.504, suggesting that 50.4%

of their variation is explained by Principal Component Analysis components.

Table 10. Communalities Analysis

Communalities

Initial Extraction
Structured Training 1.000 .504
Employee 1.000 .504

Motivation

Extraction Method: Principal Component Analysis.

Total variation explained by extracted components is in Table 9. Initial eigenvalues
and sums of squared loadings following extraction show component variance. One
component accounted for 50.4% of the variation in structured training and employee
motivation variables, demonstrating that one component explains a considerable

percentage of the variance.
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Table 11. Total Variance

Total VVariance Explained
Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative % Total % of Variance | Cumulative
Variance %
1 1.008 50.391 50.391 1.008 50.391 50.391
2 .992 49.609 100.000

Extraction Method: Principal Component Analysis.

Table 10 displays the factor analysis component matrix. The variables' correlation
coefficients (loadings) with the discovered parts are shown. Structured training and
motivation among workers had loadings of 0.710 for the extracted component,
showing a substantial connection.

Table 12. Component Matrix Analysis

Component Matrix?

Component
1
Structured Training 710
Employee Motivation .710

Extraction Method: Principal Component Analysis.

a. 1 components extracted.

This factor analysis demonstrates that structured training and employee motivation
factors have similar loadings on the extracted part, suggesting that they may be

related in the workplace.

4.2.3. Correlation Analysis

This section examines organized training and employee motivation. Table 11 shows
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the correlation analysis findings to identify any workplace interdependence between
these two important components.

Structured training characteristics and employee motivation are correlated in Table
11. Pearson Correlation quantifies the degree and direction of the linear connection

between certain variables.

Table 13. Correlations Analysis Between Structured Training and Employee
Motivation

Correlations

Structured Training |Employee Motivation

Structured Pearson Correlation 1 .008
Training Sig. (2-tailed) 937
N 104 104
Pearson Correlation .008 1
Sig. (2-tailed) 937
N 104 104

The table shows that organized training's link with employee motivation and vice
versa have a weak relationship. Both associations have p-values of 0.937, indicating
they are not statistically significant. This near-zero connection points out that views
of organized training and employee motivation are not linearly related so the
structured training components analyzed in this research seem to have no direct

effect on respondents' working motivation.

4.2.4. Regression Analysis

In this section the regression analysis is employed to examine whether structured
training factors predict employee motivation. Structured training is examined to see
whether it predicts employee motivation in the investigated group.

Regression analysis model summary statistics are in Table 12. R, R Square,
Adjusted R Square, and Estimate Standard Error are the statistics. This model shows
a modest relationship between organized training and employee motivation with a R
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value of 0.008. A 0.000 R Square result implies that structured training factors do

not explain much employee motivation variation.

Table 14. Model Summary

Model Summary

Model R R Square Adjusted R | Std. Error of the Estimate
Square
1 .008? .000 -.010 .218347350123902

a. Predictors: (Constant), Structured Training

Regression analysis ANOVA findings are in Table 13. Sum of squares, degrees of

freedom, mean square, F statistic, and p-value are included. The F statistic is 0.006

and the p-value is 0.937 for this model, demonstrating that structured training factors

do not predict employee motivation.

Table 15: ANOVA Regression Analysis

ANOVA?
Model Sum of df Mean Square F
Squares
1 Regression .000 1 .000 .006
Residual 4.863 102 .048
Total 4.863 103

a. Dependent Variable: Employee Motivation

b. Predictors: (Constant), Structured Training

Sig.

937°

Regression coefficients are in Table 14. It shows unstandardized coefficients,

standardized coefficients (Beta), t-values, and p-values for constant and structured

training variables. Structured training has a coefficient of 0.008 and a p-value of

0.937, demonstrating it does not predict employee motivation.
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Table 16: Coefficient Analysis

Coefficients?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 | (Constant) 3.840 407 9.442 .000
Structured .008 .098 .008 .079 .937
Training

a. Dependent Variable: Employee Motivation
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CHAPTER 5: FINDINGS

A hypothesis test examined how organized training affects employee motivation in
the investigated group. We used the Pearson correlation coefficient to figure out the
strength and direction of this link. The alternative hypothesis (H1) revealed a
substantial association between organized training and employee motivation,
whereas HO suggested none.

A barely positive connection was established between organized training and
employee motivation (r = 0.008 (p = 0.937, N = 104). The correlation coefficient
was non-significant due to a greater p-value than the standard significance criterion
of a = 0.05. Therefore, evidence and statistical analysis do not support accepting the
null hypothesis. The poll found no statistically significant association between
organized training impressions and employee motivation.

The results indicate that the poll did not find a statistically significant association
between impressions of organized training and employee motivation within the
studied group. Despite the marginal positive correlation, the lack of statistical
significance suggests that any observed relationship may be due to random chance.
This outcome has implications for understanding the specific impact of organized
training on employee motivation in this context, highlighting the need for further
exploration and consideration of other factors that may contribute to motivation in
the surveyed professional group.

The regression analysis was conducted to assess whether structured training factors
predict employee motivation. However, the results indicate a modest relationship
between structured training and employee motivation, with a low R value of 0.008.
The R Square result of 0.000 suggests that structured training factors do not explain
much variation in employee motivation. The ANOVA findings further support this,
with an F statistic of 0.006 and a p-value of 0.937, indicating that structured training
factors do not predict employee motivation.

Additionally, factor analysis was employed to examine the latent structures of the
study variables. Communalities in Table 12 indicate that 50.4% of the variation in
structured training and employee motivation is explained by Principal Component
Analysis components. One component, revealed in Table 13, explains a significant

portion (50.4%) of the variance in both structured training and employee motivation
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variables.

The factor analysis component matrix in Table 14 shows correlation coefficients
(loadings) between variables and the discovered components. Structured training
and motivation among workers had substantial loadings of 0.710 for the extracted
component, suggesting a strong connection. This factor analysis indicates that
structured training and employee motivation factors share similar loadings on the

extracted part, implying a potential relationship in the workplace.
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CHAPTER 6: DISCUSSION

Respondents, predominantly male bakers in a male-dominated profession, displayed
a spectrum of educational backgrounds, ranging from high school to university
degrees. Moreover, the company appeared to harbor a mix of short-term and long-
term employment commitments among its employees, contributing to the
complexity of the study's demographic landscape.

While all respondents were bakers, their work experiences varied from mild to
considerable, providing a varied pool for evaluating the impact of training programs.
The surveyed bakers exhibited a positive inclination towards systematic training.
These scores underscore the participants' endorsement of training's utility, relevance,
and motivational impact, as the positive correlation between training and employee
motivation was highlighted in previous literature (Nesan and Holt, 1999).

However, a nuanced perspective emerged when exploring job satisfaction among
employees, with lower levels found in elements such as work joy and living
standards. This identifies specific areas within the professional group that warrant
attention for enhancing overall work satisfaction, as job satisfaction was defined as
an individual's set of emotions and feelings towards their work environment, as well
as towards their training satisfaction levels, which underscores the positive
correlation between job satisfaction, and the reception of satisfactory training, as the
effectiveness of the training offered to employees by their companies is assessed by
how their skills, attitudes, and performances are altered accordingly (Schmidt, 2007,
2009)

The correlation analysis suggests a remarkable correlation between training
satisfaction and employee motivation, as evidenced by their similar loadings on the
extracted component, implying a strong relationship within the workplace, verifying
the set hypothesis. Regression analysis, however, did not detect a significant
predictive relationship between the two variables. This implies that while training
may positively influence certain aspects of employee motivation, it does not
necessarily predict or correlate with broader work-related desires among bakers.
(Mak and Sockel, 1999; Rust et al., 1996)

Component analysis introduced also indicated a connection between organized

training and employee motivation, establishing that the former is a catalyst for the
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latter (Oosterbeek, 1998; Pate and Martin, 2000). Although direct correlations were
not evident, similar loadings on the extracted component suggested an underlying
link not captured by straight linear correlations. This finding underscores the
complexity of the relationship and its potential impact on bakery training programs,
suggesting that satisfactory training, rather than mere training, is essential (Ramlall,
2004).

Theoretical and Practical Implications

The results may be interpreted using the Job Demands-Resources (JD-R) hypothesis.
According to this concept, there are two types of employment characteristics:
demands and resources. While employment resources might promote motivation and
engagement, job demands can cause stress or tiredness. Within this framework, job
resources and the structured training components evaluated in the survey are in line.
Enhancing employee motivation and work engagement may be achieved via
resources such as organized learning, supportive management, and positive views of
training applications. According to the JD-R hypothesis, these resources could
support increased levels of job satisfaction, work engagement, and general well-
being. In practice, the results may help companies better understand how to
customize training initiatives to better meet the requirements and preferences of
their workforce. Employee motivation and engagement, for example, may be raised
by highlighting areas that performed poorly on the survey, such as management
support for special initiatives or making sure training is relevant to work duties. A
theoretical foundation to ground these implications might be provided by consulting
works such as Deci and Ryan's Self-Determination Theory or the work of Bakker
and Demerouti on JD-R theory.

In other words, the Job Demands-Resources (JD-R) theory holds both theoretical
and practical significance in the realm of workplace dynamics. The theory's
theoretical implications underscore the dual nature of work characteristics,
distinguishing between job demands that induce strain and job resources that foster
motivation. Recognizing the dynamic and interactive relationship between these
elements, the theory provides insights into how job characteristics impact employee
well-being over time. On a practical level, organizations can utilize the JD-R

framework to optimize job design, tailoring training programs to enhance resources,
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implementing supportive management strategies, and developing interventions to
address employee well-being. By acknowledging the balance between demands and
resources, organizations can foster a work environment that promotes satisfaction,
motivation, and overall employee performance; the main resource being satisfactory
training, contributing to a prime demand which manifests as employee motivation,
as job training satisfaction, which is the individual's set of emotions and feelings
towards the various aspects of the on-site training they undergo, dictates how well
employees can have boosted work attitudes, performances and overall motivation
levels (Schmidt, 2007, 2009)

Limitations

The research faced a few limitations, including the inability to reach out to and
contact a higher number of employees at larger-scale bakeries in Lebanon, which
could have provided a more extensive perspective, as some denied us the possibility
to distribute the survey at their premises. Additionally, direct engagement with
bakery employees was sometimes hindered by management constraints, as
employees were allowed to fill out the survey without having further contact with us
in case of any needed clarifications. Furthermore, the survey was particularly done
in the Lebanese bakery sector, meaning it only entails the bakery industry, and
namely the Lebanese one, making it not representative of other industries, or even of
the bakery industries in other countries.

Based on the data provided and corresponding analysis, the following suggestions
are proposed for the overall enhancement of the nationwide bakery sector, benefiting
both the industry as a whole as well as employees on an individualized level. The
prime recommendation calls for initiating discussions within bakery unions
regarding the significance of furnishing structured training programs in a framework
of clear communication. Through means like union meetings and other collective
institutions involving all bakeries nationally, there is potential to reshape the
perspectives of industry leaders on the vitality of training programs to yield a
motivated staff. Consequently, smaller-scale establishments will gain heightened
awareness of the value and advantages associated with offering their employees
training programs. The second suggestion highlights the importance of actively

looking for, hiring and attentively considering input from the younger, educated
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generation of line managers and staff. In the evolving world, embracing new
methodologies is crucial, and this goes hand in hand with paving the way to harbor
more modern mindsets, especially with regards to the importance of training.
Another principal recommendation sheds light on the importance of actively and
constructively listening to employee feedback and opinions. Every company, within
and beyond the bakery sector, should implement feedback systems to better
comprehend employee performance, identify areas for improvement, and determine
elements to be refined, boosted or eliminated, as well as pinpoint any shortcomings
to address them accordingly. Lastly, bakeries are strongly advised to implement
well-thought-out training and learning models. This involves initiating a process that
begins with gathering employee feedback, establishing annual objectives, evaluating
knowledge gaps and skill shortcomings, tailoring training programs, engaging
professional learning and development experts, executing the training, and
monitoring the outcomes. All while keeping in mind that this must be an ongoing

practice as learning is a continuous cycle.
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CHAPTER 7: CONCLUSION

The research aimed to comprehend the primary impacts of implementing
satisfactory training and developmental learning programs on employee motivation
in the bakery industry. Throughout the study, numerous advantages of satisfactory
training were highlighted in both the literature review and the results of the survey
conducted among bakers, namely in terms of their heightened motivation by means
of sufficient, satisfactory training. These benefits encompassed retention, increased
satisfaction levels, employee empowerment, overall production enhancement, and
sustained profitability. The concept of offering a learning culture emerged as an
intriguing idea within the bakery sector, providing a sustainable framework for
employee motivation, encouraging active participation in the learning process.

This study indicated that although bakers are typically inclined towards structured
training, it does not significantly affect employee motivation. In this setting, work
environment, management support, and individual requirements along with
satisfactory training play a pivotal role in motivating employees, rather than offering
training alone.

Job training satisfaction refers to an individual's emotional response to various
aspects of on-site training. This underscores the positive link between job
satisfaction and motivation for work with respect to contentment with training, as
the evaluation of training effectiveness is gauged through employee satisfaction with
the training they receive and its impact on their skills, attitudes, and performance
(Schmidt, 2007; 2009). This underscores the significance of cultivating training
satisfaction, ultimately contributing to employee motivation, as per the correlation
coefficient (loadings) found (Schmidt, 2007). Indeed, research has demonstrated that
the integration of diverse talents within a framework of varied tasks, coupled with
ongoing nurturing through effective training programs, enhances employee training
satisfaction, subsequently fostering higher levels of employee commitment by
elevating job satisfaction and motivation (Ramlall, 2004).

The poll found little correlation between training and employee motivation, and
highlighted that satisfaction with training may be important to boost motivation.
This goes against Expectancy Theory, which suggests that workers anticipate

particular training results in motivating them. Several research has confirmed the
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intricacy and subtlety of training-motivation relationships and can be explained by
previous research that has had similar results:

According to the research, training may improve skills and knowledge but may not
serve as a direct motivator; for instance, research has shown that training usually
emphasizes the thinking in the process and does not focus on the outcome so there
will be no immediate gratification in this process which does not directly affect the
motivation of the employees (Saunders and Wong, 2020). Also, the training has
long-term benefits rather than short-term direct benefits so there will be time to
experience the motivation when it comes to applying what they have been taught in
training (Herrity, 2023). Also, the study has found that job type, the training
environment, individual preferences and abilities, management support, and
personal objectives affect training motivation all these should be taken into
consideration when evaluating the variable (Jstor.org, 2023). Adding on other
studies showed that the extent to which employees are satisfied with training may
influence work attitudes and self-efficacy and motivation levels. Moreover, Job
Demand Model suggests that skill diversity, task identity, autonomy, and training
may affect motivation (Job characteristics affect shared leadership: The moderating
effect of psychological safety and perceived self-efficacy (Emerald Insight, 2018).
The results may be interpreted using the Job Demands-Resources (JD-R) theory.
According to this concept, there are two types of employment characteristics:
demands and resources. While employment resources might promote motivation,
job demands can cause stress or tiredness. Within this framework, job resources and
the structured training components evaluated in the survey are in line. Enhancing
employee motivation may be achieved via resources such as organized learning,
supportive management, and positive views of training applications. According to
the JD-R hypothesis, these resources could support increased levels of job
satisfaction, work engagement, and general well-being. In practice, the results may
help companies better understand how to customize training initiatives to better
meet the requirements and preferences of their workforce. Employee motivation, for
example, may be raised by highlighting areas that performed poorly in the survey,
such as management support for special initiatives or making sure training is
relevant to work duties and more importantly satisfactory to employees. A
theoretical foundation to ground these implications might be provided by consulting

works such as Deci and Ryan's Self-Determination Theory or the work of Bakker
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and Demerouti on JD-R theory.

Furthermore, additional benefits were discovered in the realm of learning and
development in the baking industry, such as a reduction in accidents and functional
errors, decreased employee turnover, fostering positive interactions among
employees, building a positive company reputation as an ideal employer, attracting
skilled employees, and lowering the costs associated with formal training and errors
resulting from lack of experience.

The research successfully addressed the research objectives, and secondary research
offered insights into more effective and personalized and satisfactory employee
training methods, viewed as an investment in long-term skills enhancement and
employee motivation. This involved recognizing the role of managers as coaches,
leaders, and motivational examples, along with gradually improving communication
and encouraging the use of web tools and collective platforms.

Our primary research, which was manifested in a survey, revealed the bakery
industry's inclination toward aiming to adopt new training practices and the intent to
embrace modern techniques for improvement and employee investment.

A common theme in both primary and secondary research was the importance of
communication as a motivating factor for managers and employees. Despite
resistance to new training models, managers have been demonstrated to harbor an
interest in implementing clear communication methods with their employees,
reflecting the significance of interpersonal relations in the Lebanese business
culture.

Moreover, communication emerged as the most effective factor in incentivizing
employees, closely followed by compensation programs and a sense of belonging to
an organization.

Finally, the research successfully provided a comprehensive understanding of the
bakery sector, its operating environment, and the potential benefits of implementing

personalized and satisfactory training measures and procedures.
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