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Abstract 
 
Today, many organizations of different sizes are facing challenges related to the productivity of labour and 
staff. Training of is an important factor that contributes positively to employee's productivity. This study is an 
attempt to discuss the theories of training and examines the influence of training on the productivity of 
employees in the General Directorate of Residency and Foreigners Affairs in U.A.E. It is assumed in this study 
that many organizations in U.A.E have weak interest to use new theories in training and want to continue on 
traditional methods which may not lead to the desired results. Therefore, the lack of effective training is one 
of the main reasons for low productivity in public organizations in UAE. The findings of this study showed that 
training is correlated with employee’s productivity in a positive, causal, and high degrees of association. 
Therefore, it is highly recommended to focus on using suitable training methods that match the type of 
business and tasks required from employees in order to increase their productivity. 
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INTRODUCTION 
 

Training is an important factor adopted by modern organizations 
and directly affects the productivity of staff. Most studies in the field 
of development and quality showed that training has become a key part 
of the human resource strategies for development staff skills and 
knowledge in business organizations, where government agencies can 
only achieve high level of productivity through personnel training and 
providing the necessary resources for training programs (Al-Tarawneh, 
2012).  

The contributions of training is significant in achieving the 
objectives and strategies of most organizations in today business world, 
on the other hand, the changes that expected to happen to the 
productivity of the employees after training could lead more revenues 
and improve the service and products of the organization on the long 
term, so regulatory development through training is a special 
expansions in the business sector through in various aspects of work 
and this can be done by increasing individual needs to update their 
skills and acquire new skills through a well thought out training 
programs in accordance with the latest theories and scientific methods 
(Rawyah, 2005). 

Nowadays, training is U.A.E is the most important factor to 
increases the efficiency and the effectiveness of both employees and 
the productivity of organization doing business in U.A.E. As many 
studies showed that the performance of employee depends on various 
factors. But the most important factor of employee productivity is 
training because practicing continues development through training 
which is very important to enhance the capabilities of employees as 

well as the productivity of public companies in U.A.E. Thus, 
employees who have more experience in doing their job have shown 
higher level of productive (Fakhar and Anwar, 2008). 
 
THE AIM OF THIS STUDY 
 

This study assumes that many organizations in U.A.E have weak 
interest to use new theories in training and want to continue on 
traditional methods which may not lead to the desired results, also most 
of the institutions in the Arab world in general and U.A.E in particular, 
does not evaluate the methods and means of training modern before 
you begin in those programs which is discussed in the current study. 

Therefore, the aim of this study is to discuss the theories of training 
and the effect of training on the productivity of employees in  the 
General Directorate of Residency and Foreigners Affairs in U.A.E. 
Thus, this study investigated the impact of training of employees 
working in government organizations. 
 
THE METHODOLOGY 
 

To measure the degree of association between training and 
employee's productivity, this study used a quantitative method 
(Sekaran, 2003). Quantitative approach is based in statistical analysis 
to achieve the objective of this study (Donald et al., 2002) category. 
Normally, quantitative approach is widely used in similar researches 
because this approach is very accurate in testing predefined hypotheses 
and correlations between variables (Given and Lisa, 2008). The 
primary data was collected through distribution of questionnaires 
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inside General Directorate of Residency and Foreigners Affairs-Dubai 
(DNRD). After collecting the questionnaire form the respondents and 
determining the valid questionnaires for data analysis, Cronbach’s 
alphas were calculated for all subscales of the instrument to determine 
its reliability before conducting analysis. 
 
THE CONCEPT OF TRAINING 
 

Training is the process of teaching, developing the skills and 
knowledge of individuals that relate to particular useful competencies. 
Training is a useful practice that has specific objectives of improving 
individuals’ capability, learning ability, performance and productivity 
(Trevisani, 2016). The principles of training forms the central of 
preparations and provides the pillar of development in modern 
organizations (Afshan et al., 2012). Today most of organizations needs 
for continuous development through continuous training and maintain 
the skills and knowledge of employees by continues upgrading and 
updating them throughout working life (Sinikka, 2013).  

Elham (2016) defined training as “an effort to provide the 
employee with the knowledge and information that he/she has to 
acquire the skills necessary to perform the work, develop it, enhance 
work knowledge and experience to increase his/her current job 
performance”. 

The core of strength for every organization mainly comes from its 
employees. To strength develop them, leads to a strong foundation for 
the success of organization in the future, thus  managers have continue 
developing themselves and also have a commitment to their employees 
and develop their whole potential. Employees depend on managers and 
the organization depends on the whole of them in order to achieve 
success (Richard, 2012). 

Training and development basically not only improve the employee 
productivity but also upgrade the organization. In other words, 
employee development is the main key to the organizational 
sustainable development. It is better for organizations to have 
employees with a quick ability to adjust to an ever-changing world 
market. Hence, companies need to invest and develop in outstanding 
employee training and development to preserve the employees and to 
be successful. The twenty one century would be appropriate to those 
organizations, which have the ability to learn quickly and adjust to 
changes than their competitors. Training boosts employees’ initiative 
and the quality of work, herewith encouraging them to be more 
committed to achieve the organizational objectives and goals and in 
turn promoting the employees’ efficiency in the organization 
(Maimuna and Rashad, 2013). 
 
TRAINING ISSUES IN U.AE 
 

In public organizations of United Arab Emirates, expertise, skills 
and human resources, are very crucial assets that lead and mobilize the 
performance and productivity. This is because the service provided by 
UAE public organization employees (human resource), as a service 
industry, strongly stand for the service. The study consequently looks 
up to investigate and examine the impact of training and job 
performance on the employees’ productivity in the public organization 
in UAE. Moreover, to find the answer of how the dynamic and effective 
training simply leads to a very outstanding employee performance 
within the organization as well as strength and higher the productivity 
of organization (Elena, 2000). 

According to Global Competitiveness Report for the year 2016-
2017 for competition in productivity, it is found that UAE has taken the 
highest rank among other Arab countries and Gulf region as well, but 
U.A.E has ranked 16th globally despite the huge efforts of the 
government to increase the productivities of local companies and the 
overall performance as well. The report indicates a clear need for all to 
make more effort to improve the core competitiveness of local 
companies in U.AE through continuous development in the 
performance.  

 

  
Table 1: The global competition index in productivity worldwide 
(Global Competitiveness Index 2016-2017 and World Economic Forum 
–Davos) 
 

Reading the data in Table 1.1 shows that the development in 
productivity can’t be achieved if there is a lack of desire to develop the 
performance through training, and by introducing scientific methods 
and modern training approaches the work of the organization and the 
productivity of employees will be enhanced (Global Competitiveness 
Index 2016-2017). 

It is found that less than 50% percent of the whole companies of 
UAE normally have a formal process for assessing the needs of 
employees' training. And this compares to a figure of 80% in the UK 
and 85% in France, however the figure is lower in the most of other 
Este European countries (Holden & Livian, 1993). Both European and 
UAE organizations utilize comparable ranges of methods for realizing 
the training needs, including training audits, analysis of business plans, 
performance appraisal, line management and employee requests. 
Sufficient, delicate and timely information on the needs of training is 
fundamental if organizations are to insure that the training programs 
they cast to their employees really contributes to achieving their 
business goals and objectives. Less than 40 percent of organizations in 
UAE register the plan of the employees' personal training and 
development in writing. Only 35 % obtain a formal staff appraisal 
system that is actually implemented very well, whereas 19% only 
acknowledge of having a system of staff appraisal, which, practically, 
is only implemented variably. Productivity of employees’ evaluation is 
as significant as the individual training events evaluation, and jointly 
they could be used to back up the concept of a learning organization 
that makes a great effort to achieve excellence (Stephen, 2001). 

Based on above arguments, t is evident that the practices of training 
and development in the UAE's will increase the business and commerce 
organizations and that the outcomes could provide a starting for 
additional training development plans in the UAE or for comparative 
works. 
 
EMPLOYEE PRODUCTIVITY  
 

Today, the organization members want to be engaged in the 
organization management, rather than to be a usual employee. 
Participation in management is very important and essential for the 
motivating employees for work (McConnell, 2005). 

According to Uğur (2003), the  productivity of employee is matter 
that should be overstressed by the  enterprises management of, due to 
that low workforce effectively is an index of other inputs such as 
technology and capital, which, therefore, leads to the reducing the total 
factor productivity. This indicates that workforce productivity is the 
core and engine of all other results of productivity.  

As was defined in Oxford dictionary (2007), productivity is the 
efficiency with which things are being produced. Employee 
productivity yet is the measure of output per unit of input economically. 
It is the log of net sales over total employees (Rohan and Madhumita, 
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2012). Hence, employee productivity of an economy as whole or 
industry could be determined. 

In the whole organizations, the productivity of employee generally 
depends on encouraging and motivating the employees for achieving 
the organizational goals and objectives. In addition, it is known well 
that factors such as discipline practices and work environment factors 
also influence the workforce productivity. 

Regardless the difficulties caused by the complexities of the office 
work, people have attempted to provide generic and common measures 
that can be used to measure the productivity of different jobs. One 
possibility is the use of economic measures (e.g. ratio of revenue to 
expenditure. However, such measures are inappropriate here, for 
several reasons: 

• It may be argued that it is actually measuring profitability 
rather than productivity. 

• Such these measures are strongly affected by external factors, 
such as the marketplace. As confounding variables, such 
factors could make it near impossible to identify effects of the 
built environment on people’s productivity. 

• As a public service, much of what the government undertakes 
does not make money. 

 
THE RELATIONSHIP BETWEEN TRAINING AND 
EMPLOYEE’S PRODUCTIVITY 
 

A simple linear regression is conducted to test  the association 
between training and employee's productivity. As shown in Figure 1. 

 

 
Figure 1: Regression Model between Training and Employee’s 
productivity 

 
The data in model summary table 2 indicates that  are shown in the 

three outputs tables training is strongly associated with employee's 
productivity because R (correlation coefficient = 0.513). Additionally, 
R2 = 0.263, it means that training explains 26.30% of the variation in 
employee's productivity. This value is considered acceptable from 
statistical perspective. The remaining percentage of explanation which 
is equal to 73.70 is due to other variables not related  this study. 

 
Table 2: simple linear regression output between training and 
employee’s productivity.  

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .513a .263 .261 .41326 
a. Predictors: (Constant), Training 

 
ANOVA analysis is used to examine the regression model is 

significant, thus the relationship between training and employee's 
productivity does exist. Table 3 reports that the value of F is high = 
137.533, this value is equal to the statistical ratio of two mean square 
values of training and employee’s productivity (i.e., training predicts 
the dependent variable). F value is also at the significance level (ρ ≤ 
0.05).  Thus, a causal relationship does exist between training and 
employee’s productivity.  

 
Table 3: ANOVA output between training and employee’s productivity 
Model Sum of 

Squares df Mean 
Square F Sig. 

1 
Regression 23.489 1 23.489 137.533 .000b 
Residual 65.753 385 .171   
Total 89.242 386    

 
The table of coefficients is very important to precisely identify the 

effect of training on employee's productivity. Table 4. Indicates that B 

(Unstandardized Coefficients) = 0.406, and B is significant (ρ = 0.000, 
ρ ≤ 0.05). Therefore, employee’s productivity is strongly predicted by 
training is a direct causal regression relationship. The following 
equation of regression explain how this hypothesis is true: 

Y (dependent variable) = Constant+ B * X (independent variable) + error (Std. Error) 
Employee’s productivity = 1.980+ 0.406* Training + 0.119 
 

Table Error! No text of specified style in document.41: Coefficients of 
Regression Between Training and Employee’s productivity 

Model 
Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 1.980 .119  16.577 .000 
Training .406 .035 .513 11.727 .000 

a. Dependent Variable: Productivity 
 
The conclusion from analysis showed that training is correlated 

with employee’s productivity in a positive, causal, and high 
association. 
 
CONCLUSION. 
 

The findings of this study showed that training is a continuous 
effort that improves the skills, knowledge, and performance of 
individuals where productivity of employees are significantly 
enhanced after training, Thus training helps employees to carry out 
their work and develop their abilities in doing their work precisely and 
to perform their tasks properly which is reflected on the organizational 
performance. The productivity of employee generally depends on 
encouraging and motivating the employees for achieving the 
organizational goals and objectives. In addition, it is known well that 
factors such as training influence the workforce productivity. 
Therefore, this study examined this relationship and found that 
employee’s productivity is highly affected by training in a positive, 
causal, and high degree of association. It is recommended to focus on 
using suitable training methods that match the type of business and 
tasks required from employees in order to increase their productivity. 
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