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Abstract - This research is based on Bahrain private medical hospitals and clinics > perception on the empirical Study
on the relationship of effectiveness of training on employee performance among private medical hospitals and clinics in
the Kingdom of Bahrain. This research was done in the Kingdom of Bahrain which actually is one of the newest HR
Management topics not just in the Kingdom of Bahrain but elsewhere. Training and development is important to ensure
that people continue to learn skills to help the company be successful. Employee effective training is a learning
experience that seeks a relatively permanent change in employees such that their ability to perform at their current job.
This may mean changing what employees know, how they work or their attitudes toward their jobs, co-workers,
managers, and the organization. The main objective of this study was to examine the effectiveness of training and
development on employee’s performance in the private medical hospitals and clinics In the Kingdom of Bahrain. The
purpose of the study was to examine the Impact of effective Training on employee performance and employee
competency as a mediating variable in private medical hospitals and clinics. The research was conducted through a
survey, using the questionnaire as the research instrument. The respondents of the study are the staffs of private medical
hospitals and clinics of Bahrain. The research instrument used the five points Likert scale. The statistical tools used in
the study were Regression Analyses and weighted mean. The study shows Employee training and Employee competence
are found to be incremental for the enhancement of performance and provides suggestions and recommendations in
solving the difficulties that employees face in private medical hospitals and clinics in the Kingdom of Bahrain.

Keywords: Training effectiveness, Employee competency, Employee performance.

INTRODUCTION

National Health Regulatory Agency (NHRA) has adopted the GCC Continuous Professional Development Regulation
(CPD) and Continuing Medical Education (CME) for health practitioners in order to adhere with Supreme Council of
Health (SCH) decision in the same regards. Along with the medical trainings, NHRA has taken initiatives to enhance
the continuous learning programs for local and expats (Continuous Medical Education) where doctors, nurses,
paramedics have to complete specific number of trainings every year. Such initiatives are fruitful when these trainings
have a high impact on the working performance of the individuals in order to enhance the quality care in hospitals
(NHRA Bahrain, 2016).

Employee training is a widely discussed topic in different literatures. The training activities are conducted in diverse
ways such as through hands-on activities, seminars and conferences and mentorship efforts amongst other activities. The
training activities make employees develop better understanding of how their responsibilities and workplace assignments
impact on the activities undertaken by other departments in the workplace. Such understanding is pivotal in improving
the levels of collaboration, coordination and teamwork to ensure the output meets the expectations of the organization
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and its customers. (Sultana et al., 2012) Entities in the healthcare sector should prioritize training programs for their
employees as such training improved the level of productivity of the employees. Also, the employees interpret the
training opportunities as an opportunity for career growth and advancement (Falola et al, 2017). They are, therefore,
likely to develop positive perceptions towards their employer that results to increased levels of employee commitment
and retention. The ability to retain the most quality talents is vital in healthcare settings as it translates to notable benefits
such as high recovery rates of patients, reduced re-admission rates, and reduced prevalence of infections. Such benefits
impact positively on the attractiveness of healthcare facilities due to high levels of patient satisfaction and positive public
image of the entities. The current study was conducted in the Kingdom of Bahrain among the employees of the private
medical hospitals and clinics. The focus of the current research was on employee performance. Employee performance
is a highly debatable topic across the globe. Particularly, with huge competition and limited resource allocation,
companies expect to get the best out of their employees so they may foster and enhance their growth. There are various
elements which impact the employee performance in different sectors and one of them is training (Ashraf, 2016). A well-
trained employee is expected to have better productivity. Further, different kinds of training provide employees a chance
to work in a synergistic manner across teams and enhance company’s overall performance.

Among many industries, trainings are not well organized and focused to enhance the employee performance (Ashraf,
2016). One way they are mandatory to be conducted in any organization while otherwise they are provided through
mediums which are not effective like online, classroom or others. A company cannot strive to success unless it identifies
the need of the employees and accordingly provide training (Falola et al, 2017). Therefore, this research provided deep
insights and demonstrated whether the trainings being provided in the private medical hospitals and clinics in the
Kingdom of Bahrain were effective enough to have an impact on job performance or no.

Further, the employee competency is taken into consideration as a mediating variable between employee training and
employee performance, due to the fact that only trainings cannot enhance the productivity of the individuals (Che Rusuli,
2017). Employee must be competent enough to put efforts in enhancing his skills along with the motivation to achieve
higher objectives to increase the performance of the company (Ashraf, 2016).

Related Literature

Employee training is a widely discussed topic in different literatures. The training activities are conducted in diverse
ways such as through hands-on activities, seminars and conferences and mentorship efforts amongst other activities. The
training activities make employees develop better understanding of how their responsibilities and workplace assignments
impact on the activities undertaken by other departments in the workplace. Such understanding is pivotal in improving
the levels of collaboration, coordination and teamwork to ensure the output meets the expectations of the organization
and its customers (Sultana et al., 2012). The conceptualization of training of employees is also vital as it impacts directly
on their morale and enthusiasm towards executing their assigned roles in the organization. The trained employees
associate such training with increases in job security and increased levels of satisfaction on the job as they can understand
the expected levels of performance. Further, higher levels of satisfaction and job security increases the employee
retention levels as they rank the organization highly in comparison with others in the industry. Consequently, the
organization benefits from higher levels of employee retention and reduced absenteeism.

Amin, Saeed & Lodhi (2013) consider that at the strategic level, the management of the organization determines the
training needs of each of the employees through processes like appraisal programs. Such training needs are determined
after evaluation of the skills and competencies of the employees and their alignment with the mission, vision and goals
that need to be fixed (Bhatti et al., 2016). At the tactical level, there is involvement of the mid-level management to
ensure there is coordination and cooperation amongst the organizational units in meeting the training needs. At the
operational level, the lower-level employees are made to understand how the identified needs impact on their overall
performance and that of the organization. The study concluded that for the training processes to be successful, the
employees must be made to understand how the skills will impact on their competencies and improve the quality of their
output.

The training of employees also impacts directly on their self-confidence and morale to perform their roles to the expected
standards. The study concluded that due to high levels of confidence in their roles, the employees demonstrate increased
levels of creativity and innovation as they explore diverse perspectives towards performing their roles with increased
efficiency to meet the set targets.

The analysis of various scholarly sources suggests that training is now recognized as crucial for the development of
organizations. A properly designed training system helps the firm to respond to various challenges. A common theme
that emerges from the study of various researches is that training is crucial to improve the abilities, knowledge, and work
expertise of the workforce (Ameen &Baharom, 2019). A trained workforce becomes productive since they can achieve
strategic, operational, and tactical goals. They develop awareness about the challenges of an organization. Trained
employees can apply their knowledge and experience to solve problems and introduce new ideas in the work
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environment, Furthermore, they can help to improve the efficacy of work processes and business functions in the
organization. The strategic implications are that firms can become adaptive, dynamic, and innovative because the
workforce has the required knowledge to understand challenges and develop contingency plans to respond to such
challenges .Training should be conducted through the use of clear, precise, and specific goals. It must start by evaluating
the needs of the workforce so that sound outcomes can be achieved. Additionally, it is critical that the training should be
relevant according to the organization’s goals, objectives, and mission. By using a broad framework, companies can
attain their strategic goals (Khan et al, 2016).

Various theories have been proposed that are related to employee training and development. Each theoretical framework
seeks to maximize the benefits of training and ensure that the workforce can perform according to the needs and
requirements of the organization. Firms can study various theories to develop an optimum framework to meet their
training needs and align the goals with the business goals. Training is vital to reduce the gaps between the current skills
and desired skills of the workforce. This can create a competitive advantage for firms because the human capital is a
significant resource that must be managed and motivated. Broadly speaking, employees sharpen their thinking abilities
and creativity to make superior decisions (Malik, H. A. M., Mahmood, Usman, Rziwan, & Abid, 2019). They can work
in a productive manner while dealing with specific tasks like effective customer management and responding to their
complaints in a prompt way. Another example is that training introduces employees to new technology that helps to
create agile and flexible business structures. However, it is important that training programs should be relevant. They
should be designed on the employees’ perspective and learning needs in order to make them effective. Training should
be integrated with the performance of the workforce by creating specific outcomes (Mira & Odeh, 2019). They need to
develop an elaborate strategy that can overcome the weaknesses of the workforce. Furthermore, it is critical that firms
should continuously update their strategies and approaches to achieve success. Another important thing is that firms need
to have workable and realistic strategies for training that are linked with performance. This approach will allow firms to
respond to different challenges (Wagas et al., 2017).

The analysis of local and foreign literatures also shows that training augments the self-efficacy of the workforce that can
lead to elevated performance. This is accomplished by replacing weak practices and outdated work attitudes with
efficient work practices. In essence, training is a planned intervention designed to improve elements of individual job
performance. The workforce can reduce their stress and anxiety when they are properly trained to perform their work
activities. They also enjoy the autonomy that is given to them as they recognize the management is concerned about their
welfare and well-being. Many workers that are untrained might be apprehensive about work practices in the organization.
This can result in employees leaving the organization for other companies where they can receive appreciation and
clearly defined career paths (Morsy et al, 2016; Akram, Abrar-ul-Hag, & Surjit, 2018). According to the research,
training is vital for organizational growth and success. Productive and efficient employees can improve revenues and
profits of an organization. A comprehensive training program should motivate and inspire workers by giving them
importance and providing information to perform work activities (Abrar ul haq, Jali, & Islam, 2018). The research finds
the necessity of investigating the reasons behind poor performance of employees. For instance, the employees might be
dissatisfied with their job or are not provided with support from management regarding their duties and responsibilities
(Jain & Sharma, 2019). Alternatively, they might have poor motivation. Training must be appropriate and relevant to
remove the causes of poor performance. A good quality training programs fulfills the needs of the workforce.

Ahmed et al., (2018) is of the view that at the strategic level, the training should consider goals, mission and strategy of
the firm. Moreover, there must be coordination and cooperation between various departments (Akram, Abrar ul hag, &
Raza, 2018). However, the research also finds that training must enhance the working practices and attitudes. When an
organization relies on outdated and traditional work practices, it can create a stagnant and rigid organizational
environment. Improvement can occur only when the workforce has knowledge about new practices (Ahmed et al, 2018;
Abrar-Ul-Hag, Akram & Ullah, 2015).

Diamantidis and Chatzoglou, (2019) is of the view that Companies must use different training methods to improve
performance. For instance, mentoring or coaching could be used for individuals that show potential for growth. They
need role models and guides that can help them to achieve self-efficacy and awareness of their potential. Alternatively,
the firm can use online training as a cost-effective method for imparting skills. Online training allows learners to gain
knowledge at their own pace (Qasim, Abrar ul Haq, Hussain, & Roshan, 2019). They can also interact with other
members to gain information and transfer knowledge to their peers. Another common theme from the research is that
training programs help to boost commitment by accomplishing the work, mission, and vision of the organization .It can
also lead to employee retention because employees will care about the future of the organization and use their
discretionary efforts to complete tasks in accordance with expectations and job roles. The implications are that employees
will have strong emotional bonds that can improve retention levels and productivity levels while reducing absenteeism.
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Noe and Kodwani, (2018) states that learners perform at optimum levels when behaviors are linked with positive
outcomes. They recommend that organizations should give rewards and punishments to enhance the behaviors of the
workforce. In other words, training programs should be linked with performance outcomes. The enterprise can give
rewards like salary increments, bonuses, appreciation and feedback after the training so that they can perform at optimum
levels. The implications are that the theory of reinforcement can involve the employees by giving a proper schedule to
complete their learning and perform different activities. The schedule gives the employees’ time to prepare for reviews
and quizzes.
Mira and Odeh, (2019) are of the view that employees sharpen their thinking abilities and creativity to make superior
decisions. They can work in a productive manner while dealing with specific tasks like effective customer management
and responding to their complaints in a prompt way. Another example is that training introduces employees to new
technology that helps to create agile and flexible business structures. The limitations of the theory are that it can be
difficult to assign rewards or punishments to employees because of their individual differences. Each employee is unique
because they have different motivators and work attitudes (Shah, Abrar Ul Haq, & Farooq, 2015). Another limitation is
that the theory fails to take into account importance of intrinsic motivation in boosting performance and competencies
(Scott, 2018). A training program should be tailored according to the unique needs and requirements of the workforce
so that sound outcomes can be achieved (Shah, Haq, & Farooq, 2015).
The analysis of scholarly sources suggests that training is now an integral element of modern firms that are faced with
competition, regulation, technology diffusion, rising business costs and other factors. Employee training is one approach
to respond to the diverse challenges that firms face in the environment (Abrar ul Hag, Akram, Ashiq, & Raza, 2019).
The importance of training in boosting performance and productivity has been recognized by local and international
firms working in the Gulf region. A number of studies related to Gulf companies have been conducted to evaluate the
relationship between training and performance.
The overall discussion demonstrates that there is a clear gap in the mean offer barring in terms of training for medical
professionals however the government has been in very keen to enhance the training and professionalism for paramedical
staff as well as medical staff within the Kingdom of Bahrain but there has not been any study that demonstrated what is
the impact of this trainings therefore the current research is very relevant and will fill this gap by identifying the various
factors that impactful training of employees within the private Medical Center in Bahrain (Rehman, Ullah, & Abrar-Ul-
Hag, 2015). The study is expected to see the impact of MA training effectiveness to improve performance as well as the
mediating impact of employee competency which is relevant to AMO model.
Research Hypothesis
Based on the research, following hypothesis was tested:
H1: Training effectiveness is significantly related to the employee performance in the private medical hospitals
and clinics in Bahrain
H2: Employee competency is significantly mediating the impact of training effectiveness on employee
performance in the private medical hospitals and clinics in Bahrain
H3: Employee competency is significantly related to the employee performance in the private medical hospitals
and clinics in Bahrain
Conceptual Framework
The proposed framework was developed based on the impact of training effectiveness on employee performance by
having employee competency as a mediating variable. The framework consist the training effectiveness as Independent
variable, employee performance as dependent variable and the employee competency as the mediating variable

Training effectiveness Employee Employee
Competencv Performance

Figure 1: Conceptual Framework

RESEARCH METHODOLOGY

This study discusses the research design, respondents, instruments, validity and reliability of the study. The aim of the
current chapter is to demonstrate the data gathering process which is incremental to answer the research questions and
test the hypothesis of the study. The research design for the current study utilized both descriptive and quantitative
methods and qualitative techniques were used to analyze different variables and their relationship was explained under
the scope of training effectiveness in the private medical hospitals and clinics in the Kingdom of Bahrain. The analytical
study was used as the research explores the concept of training effectiveness and performance through a questionnaire
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where quantitative data were obtained. The quantitative data were data which can be measured in numbers and statistical
analysis can be conducted. Also, the study examined how employee competency and effectiveness of training impact on
employee performance among private hospitals and clinics, using structured, subsequent qualitative questionnaires to
better understand the quantitative findings’ total of 351 respondents answered the questionnaire are the employees of the
private medical hospitals and clinics in the Kingdom of Bahrain, the current study is intended to collect the data from
the employees of private hospitals which are presented in Table. The sampling framework can be mainly considered for
two categories that is private and public hospitals.

Research Instruments

In this current study adapted structured questionnaires of other authors (Mahmood et al. 2018; Hee& Jing, 2018) were
used to conduct the quantitative research. The questionnaire was based on two sections.

1. Demographic

2. Inferential Section

Demographic questions will include closed ended questions about the specific questions related to each responded
including Age, Gender, Designation, Years of experience and others. These variables will be helpful to describe the
participated population and also to impact of different types of population on training. Inferential section includes
questions based on Likert type scale questions where the responded is likely to mark from “strongly disagree” to
“strongly agree” points represented from 1 to 5 over a scale.

Table 1: Questions Related to Effectiveness of Training

No. Items Reference

1 The content of the training provided is relevant and appropriate (Mahmood et al. 2018)
2 The trainers providing the training are expert in the field

3 The methods of training provided are appropriate and meet the objectives.

4 The trainers providing the training are expert in the field

5 Training materials provided are adequate and up to date

Table 2: Questions Related to Employee Performance

No. Items Reference

1 I complete my job accurately and timely to achieve the work objective. (Hee& Jing, 2018)
2 I deal confidently and efficiently with top management and colleagues.

3 I produce high quality work.

4 I volunteer to complete extra tasks.

5 I complete duties according to procedures

Table 3: Questions Related to Employee Competency

No. Items Reference

1 | demonstrate necessary knowledge and skills to perform the job effectively. (Hee& Jing, 2018)
2 | able to identify, analyze problems and find solution for it.

3 I am capable of completing my task within the time frame.

4 | establish my job objectives with regard to the department and company goals.

5 I meet work hours schedule effectively

Date processing and Statistical Treatment of Data

The data were collected, tabulated, analyzed and interpreted. Different statistical tools were used for data analysis like
descriptive statistics, reliability test, validity test, normality test, multi-co linearity test, regression analysis and
correlation analysis. Regression analysis was used to analyse the independent, dependent and mediating variables in the
current study (Abrar ul hag, Jali, & Islam, 2019; Akram, Abrar Ul Hag, & Umrani, 2019; Ullah, Abrar-ul-hag, & Shah,
2016).
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RESULTS AND DISCUSSION

The most frequently observed category of Nationality was Bahraini (n = 238, 68%). The most frequently observed
category of Highest Education Level was Bachelor's Degree (n = 172, 49%). The most frequently observed category of
Age was 31-35 years old (n = 112, 32%). The most frequently observed categories of Gender were Female and Male,
each with an observed frequency of 171 (49%). The most frequently observed category of Employment was Employed
- Full Time (n = 243, 69%). The most frequently observed category of Position Designation was Paramedical Staff (n =
144, 41%). The most frequently observed category of Marital Status was Single (n = 188, 54%). The most frequently
observed category of Monthly Income was between 1000- 2000 BHD (n = 141, 40%). Frequencies and percentages are
presented in Table 4.

Table 4: Frequency Table for Nominal Variables

Variable N %
Nationality
Bahraini 238 67.81
Omani 10 2.85
Pakistani 8 2.28
Indian 6 1.71
Egypt 1 0.28
Saudi Arabia 1 0.28
Iran 1 0.28
UK 2 0.57
Prefer Not to answer 84 24.0
Highest Education Level
Master's Degree 83 23.65
Bachelor's Degree 172 49.00
High School Completion 51 14.53
Doctoral Degree 31 8.83
Less than High School Diploma 11 3.13
Employed - Part Time 1 0.28
Non-Medical Staff 1 0.28
Missing 1 0.28
Age
31-35 years old 112 31.91
36 - 40 years old 104 29.63
26-30 years old 23 6.55
18-25 years old 80 22.79
41-45 years old 22 6.27
more than 46 years old 9 2.56
Missing 0 0.00
Gender
Female 171 48.72
Male 171 48.72
Prefer not to say 9 2.56
Missing 0 0.00
Employment
Employed - Full Time 243 69.23
Employed - Part Time 103 29.34
Position Designation
Non-Medical Staff 56 15.95
Doctor/ Practitioner 139 39.60
Paramedical Staff 144 41.03
Paramedical Staff; Doctor/ Practitioner 2 0.57
Doctor/ Practitioner; Non-Medical Staff 1 0.28
Missing 2 0.57
Marital Status
Single 188 53.56
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Married 154 43.87
Monthly Income

Less than 500 BHD 39 11.11

Between 500-1000 BHD 107 30.48

Between 1000-2000 BHD 141 40.17

More than 2000 BHD 59 16.81

Missing 0 0.00

Descriptive Statistics of Variables

Training Effectiveness

The quantitative analysis was conducted for each of the questions related to the identified variable “Effectiveness of
Training” to transform the mean into qualitative description in accordance to the selected scale of Likert type scale. The
analysis is presented in the below table and shows that most that most of the responses are translated into “Agreement”
as all the means fall between (3.41-4.20)

Table 5: Effectiveness of Training

. . Qualitative
Variable Questions M SD Description
Effgcpveness of The content of the training provided is relevant and 378 095 351 Agree
Training appropriate
Effgcpveness of The trainers providing the training are expert in the 376 083 351 Agree
Training field
Effectiveness of ~ The methods of training provided are appropriate and Agree

S o 3.88 088 350
Training meet the objectives
Effgcpveness of  Training Was responsive in respect of the group 390 090 351 Agree
Training needs
Efft_ecFlveness of  Training materials provided are adequate and up to 380 099 351 Agree
Training date

Employee Performance

The quantitative analysis was conducted for each of the questions related to the identified variable “Employee
Performance” to transform the mean into qualitative description in accordance to the selected scale of Likert type scale.
The analysis is presented in the below table and shows that most of the responses are translated into “Agreement” as all
the means fall between (3.41-4.20). It can be seen that the first item ““T produce High quality work™ has the highest mean
of 4.17 yet it falls within the category of Agreement.

Table 6: Employee Performance

. . Qualitative
Variable Questions M SD n Description
Employee . . Agree
Performance I produce high quality work 417 086 351
Employee I complete my jpb accurately and timely to achieve 395 104 351 Agree
Performance the work objective
Employee | deal confidently and efficiently with top 392 090 351 Agree
Performance management and colleagues
Employee I complete duties according to procedures 405 080 351 Agree
Performance

Employee Competency

The quantitative analysis was conducted for each of the questions related to the identified variable “Employee
Competency” to transform the mean into qualitative description in accordance to the selected scale of Likert type scale.
The analysis is presented in the below table and shows that most that most of the responses are translated into
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“Agreement” as all the means fall between (3.41-4.20). It can be seen that the first item “I meet work hours schedule
effectively” has the highest mean of 4.22 yet it falls within the category of Agreement.

Table 7: Employee Competency

Variable Questions M SD Quall_tat_lve
Description
Employee . Strongly Agree
Competency I meet work hours schedule effectively 422 091 351
Employee | establish my job objectives with regard to the Agree
416 089 351
Competency department and company goals
Employee I am capable of completing my task within the time 400 093 351 Agree
Competency frame
Employee I ab_le to identify analyze problems and find solution 399 089 351 Agree
Competency for it
Employee I demonstrate necessary knowledge and skills to Agree
) . 398 099 351
Competency perform the job effectively

Continuous Variable Mean Score

In order to transform the continuous variable of different questions to be converted into one single variable, the mean
score of all the responses of each variable was taken and transformed into qualitative information. For employee
Performance the mean was identified to be 3.42, for employee competence the mean was identified to be 4.08 while
training effectiveness was identified to be 3.83. This means all the variables fall within the category of (3.41-4.20) and
therefore are qualitative represented as Agreement.

Table 8: Variables

Variable Questions M SD n Quall_tat_|ve
Description

Dep_endent Employee. Performance. 397 067 351 Agree

Variable

Mediator Agree

Variable Employee. Competence 408 075 351

Independent  ining. Effectiveness 383 068 351 e

Variable

Hypothesis Testing
A Baron and Kenny mediation analysis was conducted to assess if Employee Competence mediated the relationship
between Training Effectiveness and Employee Performance to determine whether a mediating relationship was
supported by the data, three regressions were conducted. In this analysis, the independent variable was Training
Effectiveness, the mediator was Employee Competence and the dependent variable was Employee Performance. The
following regressions were examined based on an alpha of 0.05. First, the regression with Training Effectiveness
predicting Employee Performance was conducted.
1. The regression of Employee Performance on Training Effectiveness was significant
2. Second, the regression with Training Effectiveness predicting Employee Competence was conducted. The
regression of Employee Competence on Training Effectiveness was significant,
3. The regression with Training Effectiveness and Employee Competence predicting Employee Performance was
conducted. The regression of Employee Performance on Training Effectiveness and Employee Competence was
significant,

CONCLUSION AND RECOMMENDATION
Summary of findings of the study, based on the findings were given and were as follows
1. What is the impact of Training Effectiveness on Employee performance in the private medical hospitals and clinics
in Bahrain?
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The regression of Employee Performance on Training Effectiveness was significant.

2. What is the mediating effect of employee competency between training effectiveness and employee performance?
The regression with Training Effectiveness and Employee Competence predicting Employee Performance was
conducted. The regression of Employee Performance on Training Effectiveness and Employee Competence was
significant.

3. What is the impact of employee competency on Training effectiveness?

The regression with Training Effectiveness predicting Employee Competence was conducted. The regression of

Employee Competence on Training Effectiveness was significant.
The following recommendations are suggested based on the current findings of the research.
Learning is a lifelong process. Medical practitioners and paramedical practitioners need to continually undergo trainings
to better understand new technology or technologies, procedures and techniques related to medical practices. Enhance
or institutionalize the Continuing Professional Development (CDP) to reflect changes in practice, changes in the needs
of patients and the service, and changes in society’s expectations of the way doctors work. Effective CPD helps the
medical professional anticipate and respond to the changing demand; fit to practice and maintain professional standards
required throughout their career. Continuously conduct training needs assessment to determine the training needs of
Para-medical and non-medical staff. The Medical Practitioners’ CPD and the training needs of Para-medical and non-
medical staff must be incorporated training and development plan of the hospitals and clinics. Continuously conduct
team building activities and other support activities to foster good relationship within multi-professional teams and to
develop leadership skills. The training programs need to be carefully reviewed in terms of the training objectives, training
provider’s expertise, training materials and other logistical requirement of the training prior to the conduct of the training.
Ensure that training program is based on the training and development plan of the company. Conduct post-evaluation
training survey to determine the effectiveness of the training, knowledge acquired by the trainees and follow-up training,
if needed.
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