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Abstract: The article focuses on researching "Factors affecting the quality of training and development
of employees working at small and medium enterprises under the Ho Chi Minh City Business
Association". By collecting, synthesizing and analyzing data from 350 survey forms of employees
working at small and medium enterprises, the author proposed 5 factors affecting the quality of training
and development of employees including: Development orientation of employees at the enterprise;
Working environment conditions; Professional and skill requirements of the job position; Socio-
economic development policies of the Government and Labor migration trends. Through the research,
businesses will have more information and assessments from the perspective of employees, thereby being

able to make adjustments and develop policies related to training and development policies to suit the
actual situation and help maximize efficiency at the enterprise.
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Tom tit: Bai viét tip trung nghién ctru “Céc yéu t6 anh hudng dén chét luong dao tao va phat trién cta
ngudi lao dong dang 1am viée tai cac doanh nghiép vira va nho thude Hiép hoi doanh nghiép Thanh phd
Ho Chi Minh". Bang phuong phép thu thap, tong hop va phan tich dir liéu tir 350 phiéu khao sat cua
nguoi lao dong dang lam viéc tai cac doanh nghiép nho va vira, tac gia da dé xuat 5 yeu t6 anh huong dén
chét lugng dio tao va L phat trién ctia nguoi lao dong bao gom Dinh huéng phat trién ctia nguoi lao dong
tai doanh nghiép; Diéu kién moi truong lam viée; Yéu cau chuyén mon, k¥ nang cua vi tri cong viéc;

Chinh sach phat trién kinh té x4 hoi cia Chinh phi va Xu hudng chuyén dich lao dong. Thong qua nghién
ctru, cac doanh nghiép s€ c6 thém céc thong tin, danh gid dudi goc nhin cia nguoi lao dong, tir do co thé
thyc hién diéu chinh, xdy dung cac chinh sach lién quan dén chinh séch dao tao va phat trién sao cho phu
hop véi tinh hinh thyc té va giup nang cao t6i da hiéu qua tai doanh nghiép.

Tir khéa: Doanh nghiép nhé va vira; Pao tao va phat trién; Nguoi lao dgng
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1. Introduction

Training and development in the current
context has an important impact on
employees' decision to quit their jobs, and it
has a negative impact on employees' intention
to quit their jobs. That is, when training and
development  factors are  improved,
employees' intention to quit their jobs will
decrease and vice versa. Therefore,
businesses today tend to choose to focus on
improving the quality of training and
development of employees in order to retain
high-quality employees, stabilize the internal
environment, thereby increasing internal
competitiveness and focusing on economic
development.

According to previous studies on Training
and Human Resource Development, they
often only focus on how to improve the
quality of human resources through training
from the perspective of employers. In this
study, the author will analyze from the
perspective of employees, thereby helping
businesses have a more multi-dimensional
view and build the most practical and
effective policies. At the same time, it helps
businesses accurately access the needs of
employees and build policies that bring the
highest and fastest efficiency [1], [2].

2. Theoretical basis and research methods

2.1. Theoretical basis
2.1.1. Human resource
development

Training is understood as learning activities to
help employees perform their functions and
tasks more effectively. It is the learning
process, making  employees  more
knowledgeable about their work, learning
activities to improve the qualifications and
skills of employees to perform their work
tasks more effectively [3].

2.1.2. Turnover intention

Turnover intention is the intention to leave the
current workplace to go to another workplace,
originating from the subjective perception of
the employee. Intention to quit is the final
cognitive stage in the process leading to the
actual act of quitting and is the key factor that
determines whether the employee leaves or
stays with the organization.

2.1.3. Quality of training and development
According to Harvey & Green (1993), quality
is defined as a set of different attributes such
as quality is excellence, quality is perfection,
quality is fitness for purpose, quality is value
for money, quality is qualitative
transformation.

2.1.4. Factors affecting human resource
training of enterprises

training and
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Figure 1. Summary of factors affecting human resource training in enterprises

104

Source: According to the author's synthesis



Ngo Phan Vu Gia Binh

Based on previous studies on Training and
Development such as: Mel Silberman and
Carol Auerback's research initiated the view
of "Active Training", the work "Identifying
the tasks that guide trainers to analyze training
needs and tasks", Zemke.R and Kramlinger.T
P.V.Kha (2007) [4], L.T.M. Linh (2009) [5],
the author has summarized a general diagram
of factors affecting the improvement of the
quality of training and development of
employees as Fig. 1.

2.2. Research model and hypothesis

From previous models of research on factors
affecting Training and Human Resource
Development in enterprises, it has been
shown that there are two major factors
affecting: Internal factors and external factors
of the enterprise, so the author will also
choose to propose a model according to the
above research direction. The two main
factors are internal factors and external
factors, in which the internal factor will

include 3 indirect factors and the external
factor will include 2 indirect factors [6], [7].
The basic hypotheses of the study include:
Hl: The development orientation of
employees in the enterprise has a positive
impact on the internal factors of the
employees.

H2: The requirements for expertise and skills
for the job position of employees in the
enterprise has a positive impact on the internal
factors of the employees.

H3: The working environment that supports
employees in training and development have
an indirect impact on the internal factors of
employees.

H4: Socio-economic development policies
have an indirect impact on the external factors
of employees.

H5: The trend of labor market movement
have an indirect impact on the external factors
of employees.

The author's proposed research model:

Employee  development
orientationin the enterpride

Professional and  skill
requirements for the job

A work enviroment that
supports employees in
training and development

Training and
Development

Socio-economic  develop

policy

Changing trends in the
Labor Market

Figure 2. Factors affecting employee training and development

2.3. Research method

To collect the result for research, the official
questionnaire was designed online using
Google Forms and the link was sent to
business owners in the Association, from
which they shared it with employees in their
businesses. The research sample group
consisted of 350 people of Gen Z in small and
medium enterprises of the Go Vap Business

Source: According to the author's suggestion
Association, Ho Chi Minh City. After
collecting the answers, the author used SPSS
version 22.0 software to analyze the data.
Conducted Cronbach's Alpha reliability test,
regression analysis, EFA analysis and
Pearson Correlations.

3. Research results
In the 350 survey forms distributed, the
subjects had the following characteristics:
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* Gender: 195 were male and 155 were
female.

» Age: 10 were under 22 years old; 183 were
between 23 and under 30 years old; 132 were
between 31 and 40 years old; 25 were over 40
years old.

» Job position: 149 were employee, 103
specialist, 83 were middle manager, 15 were
business manager (CEO, CFO, HRM, etc.)

* Seniority: 10 had less than 1 year of
seniority, 184 had more than 1 year of
seniority to less than 3 years, 79 had 3 to less
than 5 years, 77 had over 5 years.

Regarding professional qualifications: 95
have intermediate and college degrees, 245
people have university degrees, and 10 people
have post-graduate degrees.

*» Regarding current income: 25 people have
incomes under 6 million VND, 198 people

have incomes from 6 million to under 8
million VND, 89 people have incomes from 8
million VND to under 10 million VND, and
from 38 people have incomes over 10 million
VND.

3.1. Testing the reliability of the
Cronbach's Alpha scale

Through testing the reliability of the
Cronbach's Alpha scale, we see that: The
reliability coefficients of the Cronbach's
Alpha scale of the 5 studied factors have a
value > 0.6 and the observed variables have a
variable-total correlation > 0.3. Thus, the
scale is reliable and the observed variables all
have good explanatory meaning for the
factors proposed by the author. And can be
used for the next EFA analysis.

Table 1. Summary table of Cronbach’s Alpha values

Intial Observation Cronbach’s Mml::_lilar;lteoml
Scale observation variable Alpha N .

. . corealation
variable remove coefficient R

coefficient
H1 5 0 ,735 ,371
H2 5 1 ,869 ,530
H3 5 0 ,948 , 791
H4 5 1 ,748 , 744
H5 5 1 ,882 ,805

Source: According to the author’s analysis
3.2. EFA analysis 3.3. Pearson Correlations

The results of EFA analysis using SPSS 22
software are presented in Table 2 and Table 3.
KMO coefficient > 0.5; Bartlett test has p
value = 0.000 < 0.05; variance > 50%; factor
loading coefficient > 0.5 and Eigenvalue
coefficient < 1. Thus, the factors are suitable
for the data set of the study. There are 5
factors extracted from the analysis results, of
which 22 observed variables are used for the
next analysis.

Table 3 shows the result of Pearson
Correlations is The Pearson correlation test
sig between the six independent variables
F H1, F H2, F H3, F H4, F HS and the
dependent variable F DT are all less than
0.05. Thus, there is a linear relationship
between these independent variables and the
dependent variable.

Table 2. KMO and Barlett test

KMO ,793
Barlett’s Approx, Chi - Square | 17,393,589
Test of | df 1533
Sphericity | Sig, ,000

Source: According to author's analysis

Table 3. Pearson Correlations Result

F DT F HI F H2 F H3 F H4 F H5
Pearson Kk ok ok ok sk

F DT | Correlation 1 ,625 ,378 ,579 ,332 ,0652
Sig.(2-tailed) ,000 ,000 ,000 ,000 ,000 ,000
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N 350 350 350 350 350 350
Pearson. 625%* 1| 325% | 350%x | 376%
F Ul Cprrelatlpn ’ ’ ’ ’
- Sig.(2-tailed) ,000 ,000 ,000 ,000 ,000
N 350 350 350 350 350 350
Pearson 325% 362 1| 366% 082
F I Cprrelatlpn ’ ’ ’ ’
- Sig.(2-tailed) ,000 ,000 ,000 ,125
N 350 350 350 350 350 350
Pearson ,538%% | 380 372 1| 124
F I Cprrelatlpn
- Sig.(2-tailed) ,000 ,000 ,000 ,025
N 350 350 350 350 350 350
Pearson 366%% | 0389+ 082 123% 1
F L4 Cprrelatlpn
- Sig.(2-tailed) ,000 ,000 ,129 ,022
N 350 350 350 350 350 350
Pearson 652%% | 319%% | 306%* 102 | ,138% 1
F H5 Cprrelatlpn
- Sig.(2-tailed) ,000 ,000 ,000 ,000 ,016
N 350 350 350 350 350 350
**: Corelation is signficant at the 0,01 level (2-tailed)
*: Corelation is signficant at the 0,05 level (2-tailed)
Source: According to author's analysis
The correlation coefficients between 3.4. Regression analysis

independent variables in the study are all less

Table 4 shows that R2 = 0,657, which can

than 0.7, so there is no problem of confirm that 65,7% of the change in the
multicollinearity ~ between  independent dependent variable is explained by 5
variables. independent variables.
Table 4. Model summary
. Std. Error of the
Model R R Square Adjusted R Square Estimate
1 ,836a 0,657 0,632 0,5372

a. Predictors (Constant): H1, H2, H3, H4, H5
b. Dependent Variable: DTPT

Source: According to author's analysis

Table 5. ANOVA analysis
Model Sum of df Mean F Sig,
Squares Square
1 Regression 56,685 5 9,328 47,291 ,000b
Residual 30,036 144 ,169
Total 86,721 149

a. Predictors: DTPT

b. Dependent Variable (Constant): H1, H2, H3, H4, HS

Table 5 shows that the P value of the F test =
0,000, which is less than the significance level
of 0,05. As a result, Ha is accepted while HO
is rejected. Therefore, there is at least one
variable in the model that is likely to affect the

Source: According to author's analysis
dependent variable. Table 5 shows that the
regression model is as follows:

GK = 0,245 + 0,273 * H1 + 0,338* H2 +
0,372* H3+ 0,299* H4 + 0,167* H5

107



Factors affecting the quality of training and development of employees working at small
and medium enterprises belonging to the Ho Chi Minh city enterprise association

Table 6. Regression analysis

Model Unstandardized Standardized ¢ Si
Coeficients Coeficients 8-
B Std. Error Beta
(Constant) | 9243 0.352 0528 | 0781
HI 0,273 0.075 0376 4951 0,00
H2 0,338 0.074 0,383 4971 0,00
H3 0,372 0.096 0.202 2580 | 001
H4 0,299 0.118 0.261 3,207 0,00
HS 0,167 0.140 0.160 2.175 0,00

First, the regression coefficient of "The
development orientation of employees " is
0,273, showing that "The development
orientation of employees " has a positive
impact on "Training and Development".
When "The development orientation of
employees " increases by 1 unit, "Training
and Development” increases by 0,273 units
and vice versa.

Second, the regression coefficient of “The
requirements for expertise and skills for the
job position ” is 0,338, showing that “The
requirements for expertise and skills for the
job position ” has a positive impact on
“Training and Development”. When “The
requirements for expertise and skills for the
job position ” increases by 1 unit, “Training
and Development” increases by 0,338 units
and vice versa.

Third, the regression coefficient of “The

working  environment that  supports
employees in training and development ” is
0,372, showing that “The working

environment that supports employees in
training and development ” has a positive
impact on “Training and Development”.
When “The working environment that
supports employees in training and
development ” increases by 1 unit, “Training
and Development” increases by 0,372 units
and vice versa.

Fourth, “Socio-economic development
policies ” is 0,299, showing that “Socio-

economic development policies ” has a
positive  impact on  “Training and
Development”.  When “Socio-economic

development policies ” increases by 1 unit,
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Source: According to the author's analysis
“Training and Development” increases by
0,299 units and vice versa.

Fifth, “The trend of labor market
movement " is 0,167, showing that “The trend
of labor market movement ” has a positive
impact on “Training and Development”.
When “The trend of labor market movement
” increases by 1 wunit, “Training and
Development” increases by 0,167 units and
vice versa.

4. Conclusion
Based on research models, research results
show that:

The biggest factor affecting Training and
Development is the development orientation
of employees. For employees to be proactive
in participating in training and development,
it must come from the needs of the employees
themselves, from which they will be
motivated to participate in training plans
organized by the enterprise as well as
proactively upgrade themselves to improve
their professional capacity as well as
supplement soft skills to serve the work at the
workplace. To do this, enterprises need to
provide a clear career path, this is considered
the first basis to help employees know what
they are doing, how to do it and for how long
is appropriate.

Second, requirements on expertise and
skills for the job position: For any job position
in the enterprise, there must be a challenging
factor, which will motivate employees to
develop and improve themselves to adapt to
the job position and create excitement for
employees when achieving goals. Enterprises
can apply the form of awarding awards to
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employees who complete more than 100% of
the job requirements, or periodically change
the goals on professional needs. Enterprises
can also regularly update and incorporate new
trends that are changing in the market that are
suitable for their situation.

Third, the working environment of
employees will affect their working
psychology. If the enterprise has an

environment that encourages employees to
regularly improve their qualifications through
training activities at the enterprise or build a
policy to support employees who need
training to serve their job position. Combining
with creating opportunities for employees
after training will make employees feel secure
and motivated to participate in this. In order to
avoid the risk that after training, employees
will leave the business to choose better
opportunities, businesses can include a
commitment clause for working time after

participating in training to harmonize
between the parties.
Fourth, the State's socio-economic

development policy has a great impact on the
development of businesses as well as
employees working in the business. If these
policies focus on training development and
self-development, it will be an advantage for
employees to take advantage of, turning
participation in training and development into
amandatory and more meaningful task. To be
able to take advantage of this policy,
businesses need to regularly update policies
related to wages, social insurance, and the
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