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 ABSTRACT : This study assessed the status of Learning and Development (L&D) within the One State 

University system's human resource management to establish a strategic human resource management program 

that addresses current employee L&D initiatives. It aimed to determine the level of L&D in the institution's human 

resource management system concerning training, mentorship, technological support, organizational change, 

workflow flexibility, employee engagement, employee retention, employee performance, and employee well-

being. The study employed a descriptive correlational research design, which describes the relationship between 

L&D and other factors without making causal assertions. The study population includes regular and casual 

teaching and non-teaching employees, with a sample size of 179 respondents selected through purposive sampling. 

The data collected using a three-part survey questionnaire were statistically analyzed using mean and standard 

deviation to assess respondents’ evaluations of the L&D, and Pearson's R to determine the significant relationship 

between the L&D programs and employee outcome and the significant relationship between the L&D intervention 

and employee outcome. The findings revealed that training programs are regularly conducted and tailored to meet 

employees' specific needs. Additionally, L&D programs enhance employee performance, satisfaction, and 

retention in a One State University. Therefore, it is concluded that employees’ well-being is closely linked to the 

effectiveness of L&D programs. Correspondingly, prioritizing mental and physical health resources not only 

improves job satisfaction but cultivates a culture of support and inclusivity. The overall assessment of L&D 

programs points to a robust framework that aligns employee development with institutional goals, essential for 

sustaining organizational growth and success in a competitive educational landscape. The data suggests that while 

significant advancements have been made in providing comprehensive training and mentorship, there remains 

room for improvement, particularly ensuring that mentorship is consistently offered and that employees receive 

regular guidance. In contrast, the promotion of continuous learning and technology integration is recommended 

to enhance the development of L&D initiatives. 

KEYWORDS: Human Resource Management, Learning & Development, Training, Employee Outcome, 

Strategic Human Resource Management Program 
 

I.  INTRODUCTION 
Learning and Development (L&D) is an organized approach that enhances employees' knowledge, skills, 

and competencies, improving job performance. L&D is a vital HR function and an essential aspect of an 

organization's comprehensive strategy for workforce development. It helps attract and retain talent, enhance the 

workplace environment, and engage employees. Program for Employee Learning and Development at higher 

education institutions have undergone significant transformation in the three years, primarily due to the impacts 

of the COVID-19 pandemic. These modifications encompass digital technology, online education, and an 

increased focus on well-being, diversity, equity, inclusion (DEI), and soft skills (CUPA-HR, 2023). These 

enhancements reflect broader patterns in work environments and employee expectations, aiming to improve career 

growth, adapt to emerging challenges, and foster a more inclusive and prosperous workplace. L&D is a crucial 

aspect of human resources as it enhances employee performance, satisfaction, and retention, while fostering 

organizational growth, adaptability, and competitiveness. Organizations are promoting investment in L&D to 

ensure that both employees and businesses can thrive in a dynamic work environment for several reasons: it aids 

employees in developing and honing skills, maintaining their effectiveness and competitiveness in their positions; 

enhances employee performance and productivity, allowing them to address challenges and contribute more 

significantly to company objectives; improves job satisfaction and engagement, making employees feel 

appreciated and motivated, which lowers turnover rates. 

http://www.ajhssr.com/
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In an academic institution, L&D in human resources is vital for fostering a supportive and effective 

educational atmosphere. It is essential to enhance skills and employee productivity, promote career advancement 

and dedication, adapt to educational trends, and nurture a positive and inclusive academic environment. Moreover, 

it enhances the organization's overall mission by aligning employee development with institutional objectives and 

strengthening its teaching and administrative capabilities. 

 

II. OBJECTIVES OF THE STUDY 
This study’s primary focus was to analyze the level of Learning and Development (L&D) in a One State 

University and examine how it affects learner outcomes of the institution. Specifically, the study sought to 

measure factors such as training, mentorship, and technological support. Additionally, the study aimed to identify 

gaps in L&D related to organizational changes, flexibility in workflows, and employee engagement. Finally, this 

study aimed to assess the impact of L&D processes on employee retention, performance, and well-being to 

understand how they influence employee experience and institutional perspective of the institution. 

 

III. MATERIALS AND METHODS  
This study assessed the Learning and Development (L&D) in human resource management within a One 

State University. The research utilized a descriptive correlational research design. It entails gathering and 

evaluating data on at least two variables to see whether there is a relationship between them (Bhat, 2024). 

Moreover, this research design is suitable for the current study as it assessed Learning and Development (L&D) 

in the human resource management of a One State University in terms of training, mentorship, technological 

support, organizational change, workflow flexibility, employee engagement, retention, performance, and well-

being.  

The researcher used purposive sampling, a technique used in research to select a specified set of 

individuals or groups for study. The study was limited to respondents whose years of service in the One State 

University, range from (0 to 5) years, including both teaching and non-teaching employees currently hired in the 

main campuses of Sta. Cruz, San Pablo, Siniloan, and Los Baños. About (422) teaching and (224) non-teaching 

employees worked in the university system when this study was conducted. Based on the population's sample 

size, (179) respondents are needed for the study. The primary data collection tool for the study was a researcher’s 

survey questionnaire. A survey questionnaire served as the study's main data collection method. The survey 

questionnaire was submitted to three (3) experts in the field for validation purposes, incorporating their 

suggestions and necessary revisions. The questionnaire consists of three parts. The first part aims to assess the 

level of L&D within the resource system of the institution. The second part examines the extent of Learning and 

Development (L&D) intervention in the human resource management system of the One State University. The 

third part evaluates employee outcomes regarding retention, performance, and well-being; by which a Likert Scale 

was utilized to measure the indicators of the variables. This study employed various statistical approaches to 

determine the relationship between learning development (L&D) programs and employee outcomes at the 

university. The following statistical treatment is used in the study: Statistical Mean and Standard Deviation were 

used to determine the respondents’ assessment of the level of L&D in human resource management within the 

LSPU system regarding the indicators. Whereas Pearson R was used to determine the significant relationship 

between the L&D programs and employee outcome and the significant relationship between the L&D intervention 

and employee outcome. 
 

IV. RESULTS AND DISCUSSION 
The study examined Learning and Development (L&D) in the human resource management in a One 

State University. This research assessed the current state of L&D programs, aiming to examine important elements 

such as training, mentorship, and technological support. The study also analyzed the status of organizational 

change, workflow flexibility, and employee engagement in L&D interventions. Employee outcomes were further 

examined. The main goals of this study are to identify the significant relationships between L&D programs and 

employee outcomes, as well as between L&D interventions and employee outcomes. The results guided the 

creation of a strategic human resource management plan aimed at improving the efficacy of L&D programs at 

LSPU and fostering a more capable and engaged workforce. 

 

Table 1. Status of Learning & Development (L&D) Programs on Human Resource System as to Training 

The status of Learning and Development Program on 

Human Resource System in …  

A. Training 

Mean Standard 

Deviation 

Interpretation 

1. Are regularly conducted to meet the specific 

needs of employees. 

3.27 0.61 Very High 

 

2. Employees are encouraged to attend external 

training sessions to enhance their expertise. 

3.53 0.63 Very High 
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3. Are tailored to align with the institution's 

goals and objectives. 

3.57 0.54 Very High 

4. Adequate resources are allocated for 

conducting training programs effectively. 

3.38 0.62 Very High 

 

5. Feedback from employees is considered when 

designing future training sessions. 

3.44 0.67 Very High 

 

Overall Mean 3.44  Very High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low     

 

Table 1 indicates that the mean score is 44, implying that Learning and Development (L&D) initiatives 

associated with the human resource system are regarded as "Very High" concerning training. The results show 

that participants consistently recognize that continual training meets the distinct needs of employees. They are 

driven to engage in external training programs to enhance their abilities, and the training is tailored to fit the 

institution's aims and objectives. Moreover, adequate resources are allocated to effectively execute training 

programs, and employee input is considered when organizing upcoming training sessions. Training development 

aids employees in improving or reinforcing their capabilities, directly impacting their career advancement and job 

performance satisfaction (Noe, 2020). This information also indicates that selecting an appropriate training 

method is crucial as it directly affects the effectiveness of training programs (Mizrak and Caylan, 2023). 

 

Table 2. Status of Learning & Development (L&D) Programs on Human Resource System as to Mentorship 

The status of the Learning and Development Program 

on the Human Resource System in …  

B. Mentorship 

Mean Standard 

Deviation 

Interpretation 

1. Programs exist to help employees achieve 

their career goals. 

3.20 0.81 High 

 

2. Mentors are assigned based on their expertise 

and relevance to mentees' professional needs. 

3.28 0.83 Very High 

3. Employees receive guidance and support from 

mentors on a regular basis. 

3.19 0.83 High 

4. Program fosters collaboration and 

knowledge-sharing among employees. 

3.31 0.78 Very High 

 

5. Opportunities are accessible to all employees 

who wish to participate. 

3.22 0.80 High 

 

Overall Mean 3.24  High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    

 In Table 2, it is indicated that the Learning and Development (L&D) programs related to mentorship are 

seen as "Very High" by the respondents. Mentors are assigned based on their expertise and relevance to the 

professional needs of the mentees (Mean = 3. 28, SD = 0. 83), receiving an assessment of “Very High” 

 Additionally, the initiative promotes collaboration and the sharing of information among staff members 

(Mean = 3. 31, SD = 0. 78). However, the lowest average rating (Mean = 3. 19, SD = 0. 83) implies that employees 

frequently receive guidance and assistance from their mentors, which the respondents perceive as occurring 

“Sometimes”. The state of the Learning and Development (L&D) programs related to mentorship shows an 

average score of 3. 24, interpreted as “High” by the participants. 

 The data indicates that there are occasionally programs available to help employees achieve their career 

goals, mentors are paired based on their expertise and alignment with mentees' career needs, employees regularly 

obtain advice and support from mentors, and the program fosters teamwork and knowledge sharing among staff. 

 Furthermore, all employees wishing to participate have access to opportunities. Mentorship involves an 

experienced mentor guiding a mentee in developing ideas, gaining knowledge, and improving professional skills 

through careful reflection and adult learning principles (Klinge, 2015). It is a crucial element that significantly 

impacts the overall success of an organization and the growth of its leaders (Seals, 2022; Tariq et al., 2023). 

Through offering guidance, seasoned executives aid junior personnel in their career advancement by 

providing advice, information, and support (Deb et al. , 2022). Mentoring relationships can improve performance, 

enhance career progression opportunities, and increase job satisfaction for both mentors and mentees (Szymaska-

Tworek, 2022). By fostering a culture of learning and development, organizations can utilize mentorship to create 

a strong leadership pipeline and ensure a continuous flow of capable leaders prepared to take on new roles and 

responsibilities (Edna, 2022). 
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Table 3. Status of Learning & Development (L&D) Programs on Human Resource System as to Technological 

Support 

The status of the Learning and Development Program 

on the Human Resource System in …  

C. Technological Support 

Mean Standard 

Deviation 

Interpretation 

1. Employees have access to modern 

technological tools for professional 

development. 

3.47 0.60 Very High 

 

2. The institution provides training on how to use 

new technologies effectively. 

3.32 0.69 Very High 

 

3. Is readily available to address issues related 

to technology use. 

3.32 0.66 Very High 

 

4. Online learning platforms and resources are 

integrated into the learning and development 

program. 

3.49 0.67 Very High 

 

5. The technological infrastructure supports the 

continuous improvement of employee skills. 

3.34 0.72 Very High 

 

Overall Mean 3.39  Very High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    

 The overall average is 3.39, suggesting that Learning and Development (L&D) programs concerning 

technological support are viewed as “Very High”. The findings indicate that this overall average of 3.39 implies 

that employee technology support is persistently practiced. Each of the five representative statements possesses a 

high average, ranging from 3.32 to 3.49, further illustrating the efficiency of the technology support offered by 

the L&D programs. Moreover, the standard deviation for all five indicators is minimal, with values between 0. 60 

and 0. 72, signifying that technology support is uniform across all domains. 

 Technology support not only simplifies knowledge management processes but also promotes a dynamic 

and nurturing environment that is favorable for continual improvement and adaptability. It boosts organizational 

performance and resilience by providing teams with the necessary tools to manage risks and accomplish long-

term success in a constantly evolving environment (Hu and Kim, 2015). Organizations that effectively leverage 

these technologies can achieve enhanced operational performance and employee engagement (Tërstena et al., 

2019). In addition, technology considerably improves human resource management (HRM) processes by 

optimizing recruitment, increasing employee engagement, and streamlining performance management 

(Soonthodu and Shetty, 2020). 

 

Table 4. Status of Learning and Development (L&D) Intervention on Human Resource System as to 

Organizational Change 

The status of Learning and Development 

Interventions on Human Resource System in … 

A. Organizational Change 

Mean Standard 

Deviation 

Interpretation 

1. The institution effectively implements 

learning and development programs during 

organizational transitions. 

3.43 0.62 Very High 

2. Employees are informed and trained about 

changes in policies or processes to ensure 

smooth adaptation. 

3.48 0.60 Very High 

3. Learning and development interventions 

promote a positive attitude toward 

organizational change. 

3.64 0.53 Very High 

4. Employees receive adequate support to 

manage challenges during organizational 

change. 

3.46 0.59 Very High 

5. The institution values employee feedback 

when implementing organizational 

changes. 

3.49 0.59 Very High 

Overall Mean 3.50  Very High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    
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The data presented in Table 4 indicate a strong and consistent implementation of Learning and 

Development (L&D) interventions within the context of organizational change. The overall mean of 3.50 suggests 

that the institution effectively supports employees through transitions. Each criterion shows a "Very High" status, 

further emphasizing the organization's commitment to facilitating change. The highest mean score (3.64) reflects 

the positive impact of L&D interventions on employee attitudes towards changes, which is necessary for 

developing an adaptable workforce.  

Moreover, the feedback mechanism in place, indicated by the mean score of 3.49, is essential for ongoing 

development and being responsive to the needs of employees during transitions. Literature supports the notion 

that effective communication and training during organizational changes significantly enhance employee morale 

and adaptability (Kotter, 2012; Kahn & Byers, 2020). 

Table 5. Status of Learning & Development (L&D) Intervention on Human Resource System as to Workflow 

Flexibility 
The status of Learning and Development Interventions 

on Human Resource System in … 

B. Work Flow Flexibility 

Mean Standard 

Deviation 

Interpretation 

1. The institution’s learning and development 

interventions improve employees’ ability to 

adapt to changing workflows. 

3.50 0.57 Very High 

2. Employees are trained to handle flexible work 

arrangements efficiently. 

3.50 0.65 Very High 

3. Resources are provided to support employees 

in managing dynamic workflows. 

3.39 0.64 Very High 

4. Learning interventions encourage creativity 

and innovation in adjusting workflows. 

3.48 0.57 Very High 

5. Flexibility in work processes is emphasized to 

meet evolving institutional demands. 

3.49 0.60 Very High 

Overall Mean 3.47  Always 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    

Table 5 emphasizes the success of L&D interventions in fostering workflow flexibility within the 

organization. The average score of 3. 47, combined with consistently elevated scores across all items, supports 

the idea that employees believe they are well-equipped to handle changing workflows and flexible work situations. 

This sense of preparedness is essential because it shows that the interventions have not only given workers the 

skills they need, but have also given them the confidence they need to handle the challenges of their jobs. 

The findings reveal a strong focus on creativity and innovation, evidenced by the mean score of 3. 48, 

which is important for nurturing a culture of ongoing improvement and adaptability to market needs. This 

emphasis on innovative problem-solving enables staff members to react to obstacles in a flexible manner, creating 

a robust workplace. 

The allocation of resources for managing changing workflows (mean score of 3. 39) demonstrates the 

institution's proactive stance on employee support, ensuring that employees have the resources and support they 

require to succeed in a changing work environment. Research indicates that flexibility in work processes not only 

boosts employee satisfaction but also enhances overall organizational performance (Wang et al., 2018; Smith and 

Brown, 2021).  

Table 6. Status of Learning & Development (L&D) Intervention on Human Resource System as to Employee 

Engagement 
The status of Learning and Development Interventions on 

Human Resource System in … 

C. Employee Engagement 

Mean Standard 

Deviation 

Interpretation 

1. The interventions contribute to improving 

employees’ job satisfaction. 

3.56 0.56 Very High  

 

2. Employees are motivated to participate in 

learning and development activities. 

3.63 0.53 Very High 

3. The institution encourages collaboration and 

teamwork through its development programs. 

3.59 0.56 Very High 

4. Learning and development interventions 

recognize and reward employee contributions. 

3.53 0.58 Very High 

5. Employees feel valued and engaged because of 

the available learning opportunities. 

3.54 0.62 Very High 

Overall Mean 3.57  Very High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    
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 The information shown in Table 6 demonstrates a favorable condition of Learning and Development 

(L&D) initiatives concerning employee engagement within the organization. Each of the five assertions about the 

effects of these initiatives has achieved mean scores significantly above the benchmark for "Very High" indicating 

that employees consistently view the L&D programs as advantageous and effective. Job Satisfaction: With a mean 

score of 3.56, it is clear that the L&D initiatives play a crucial role in enhancing employee satisfaction. This 

conclusion corresponds with recent studies, suggesting that organizations that invest in employee growth generally 

observe a direct link with elevated job satisfaction levels (Smith, 2020). Motivation for Participation: The score 

of 3. 63 illustrates a strong enthusiasm among employees to partake in learning and development pursuits. This 

reinforces the idea that when organizations offer well-organized L&D programs, employees are more inclined to 

engage actively (Johnson & Lee, 2019).  

Collaboration and Teamwork: A mean of 3. 59 indicates that employees feel motivated to collaborate 

and work effectively in teams due to the development initiatives. This outcome is critical, as teamwork is essential 

for nurturing a collaborative organizational environment (Williams, 2021). Recognition and Rewards: The 

initiatives are also seen as acknowledging and rewarding employee contributions, with a mean of 3. 53. This 

aspect is crucial for boosting employee morale and commitment, as recognition of efforts can significantly 

influence employee retention rates (Brown, 2022). Feeling Valued: Finally, the mean score of 3 54 reflects that 

employees feel appreciated and engaged due to the learning opportunities offered. This perception is essential, as 

feeling valued can lead to higher productivity and dedication to the organization (Davis, 2020).  

 Overall, the mean of 3. 57 strengthens the idea that the organization's L&D initiatives are effective in 

fostering employee engagement. These results align with the literature that highlights the significance of ongoing 

learning and development in enhancing employee satisfaction and engagement levels. 

 

Table 7. Employee’s Outcome on the Learning and Development Program and Intervention on the Human 

Resource System as to Employee Retention 

The Employee Outcome on the Learning and 

Development Program and Intervention on the 

Human Resource System as to… 

A. Employee Retention (as an employee) … 

Mean Standard 

Deviation 

Interpretation 

1. I feel that the institution's opportunities 

for growth and learning encourage me to 

stay with the organization. 

3.55 0.67 Always 

 

2. The support I receive at the institution 

makes me confident about my long-term 

career here. 

3.51 0.60 Always 

3. I believe that the institution values my 

contributions and this motivates me to 

remain part of the team. 

3.48 0.66 Always 

 

4. I feel the benefits and rewards offered by 

the institution meet my personal and 

professional needs. 

3.52 0.64 Always 

5. I see a clear path for my career 

advancement within the institution, which 

motivates me to stay. 

3.65 0.56 Always 

Overall Mean 3.54  Always 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 1.75 – 1.00 Very Low    

  

The table above indicates that all of the criteria were understood with a response of "Very High", it demonstrates 

table 7's overall mean of 3. 54, suggesting that the employee's results on (L&D) program and intervention on the 

human resource system concerning employee retention are favorable. Consequently, Khadka and colleagues' 

(2024) study reveals that performance evaluations, managerial support, training, and future advancement all play 

a significant role in explaining the variations in employee retention. The participants consistently had the 

opportunity to grow and learn at their organization, as indicated by the subsequent mean of 3. 55. Therefore, they 

are satisfied with the care, benefits, and support they received during their long-term employment, as shown by 

the thresholds of 3. 48 and 3. 52. All these elements reinforce the notion that efficient retention gives staff a clear 

pathway to career advancement, motivating them to stay with the organization.  
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Table 8. Employee’s Outcome on the Learning and Development Program and Intervention on the Human 

Resource System as to Employee Performance 

The Employee Outcome on the Learning and 

Development Program and Intervention on the 

Human Resource System as to… 

A. Employee Performance (as an employee) 

… 

Mean Standard 

Deviation 

Interpretation 

1. The training and development programs 

I’ve participated in have improved how I 

perform my job. 

3.67 0.54 Very High 

2. I receive constructive feedback that helps 

me grow and excel in my role at the 

institution. 

3.51 0.61 Very High 

3. The learning opportunities provided by 

the institution make me feel more 

confident in handling my responsibilities. 

 

3.60 

 

0.57 

 

Very High 

4. I feel that my performance directly 

contributes to the institution’s success 

and goals. 

3.66 0.53 Very High 

5. I am motivated to exceed expectations 

because my efforts are recognized at the 

institution. 

3.60 0.60 Very High 

Overall Mean 3.61  Very High 
Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 1.75 – 1.00 Very Low    

In table 8, the relevant variable was the performance of employees, with an overall mean calculated at 

3. 61. Thus, this threshold implies that all criteria were met with the response "Very High" indicating that the 

institution's training and development programs assist employees in managing their work effectively and 

enhancing their skills as they persistently perform their duties. As a result, it was found that training is an essential 

practice that can ensure effectiveness and efficiency in the operations of all entities, both incorporated and 

unincorporated (Issahaku et al., 2021). 

 From this, it is deduced that, with average scores of 67 and 51, respectively, training and development 

initiatives support employees in improving their performance while also providing constructive feedback that 

allows them to grow and succeed in their positions. Following this, it was shown that the learning experiences 

provided by the institution boosted their confidence in handling workplace responsibilities.  

Moreover, with an average of 66, employee performance directly impacted the institution's success, as 

evidenced by the study conducted by Mdhlalose (2020), which suggested that training and development positively 

influence employee performance in the department, subsequently affecting the performance of their academic 

institutions. Therefore, it was concluded that, with an average score of 3.60, employees are motivated to work 

since their contributions and accomplishments were properly recognized by the institution. 

Table 9. Employee’s Outcome on the Learning and Development Program and Intervention on the Human 

Resource System as to Employee Well Being 

The Employee Outcome on the Learning and 

Development Program and Intervention on the Human 

Resource System as to… 

A. Employee Well Being (as an employee) … 

 Mean Standard 

Deviation 

Interpretation 

1. I feel that the institution genuinely cares about my 

mental and emotional well-being. 

  3.55      0.67       Very High 

2. The work environment at the institution helps me 

balance my professional and personal life. 

3.51 0.61 Very High 

3. I feel supported when dealing with work-related 

stress or challenges. 

3.48 0.66 Very High 

4. I have access to resources and programs at the 

institution that promote my physical and mental 

health. 

3.52 0.64 Very High 

5. I feel safe and valued in the workplace, which 

contributes to my overall well-being. 

3.65 0.57 Very High 

Overall Mean 3.54  Very High 

Note. The mean was interpreted using the following 4.00 – 3.26 Very High,3.25 – 2.51 High, 2.50 – 1.76 Low, 

1.75 – 1.00 Very Low    
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In the table representation of the 10th variable, the average mean threshold is set at 3.54, indicating that 

most respondents selected "Very High." As a result, it signifies that the organization's learning and development 

programs promote employee well-being as they perform their roles. Subsequently, Mishra and Painoli (2024) 

emphasized that it recognizes the importance of employee well-being in learning by incorporating stress 

management, resilience building, and mental health support into L&D strategies to offer a holistic approach to 

employee development. It was found that with thresholds of 3. 51 and 3. 48 respectively, the work environment 

in their institutions significantly assists employees in managing their lives. During times of stress, they receive 

backing from the institution. This outcome was also noted in the study by Onyekwere (2024), indicating that 

organizations can improve employee job satisfaction, leading to increased productivity and a more favorable 

organizational culture.  Recommendations are provided for organizations in to focus on developing and 

implementing strategies that foster work-life balance to improve overall employee job satisfaction, which also 

influences their well-being. Thus, it was shown that with an average score of 3. 52, employees have access to 

resources that bolster their physical and mental health well-being. While it helps ensure their safety, which is also 

a factor in evaluating their overall well-being. 

Table 10. Relationship between the Learning and Development (L&D) Programs and Employee Outcome

 

The results indicated that among the three Learning & Development (L&D) programs, training 

demonstrated the strongest correlation with employee retention (r = .692**), employee performance (r = .650**), 

and employee’s well-being (r = .693**), indicating a strong positive relationship with all three factors. Similarly, 

mentorship exhibited a moderate to strong correlation with employees’ retention (r = .636**), employees’ 

performance (r=.575**), and employees’ well-being (r = .626**).  

Meanwhile, technological support also showed a moderate to strong correlation with employees’ 

retention (r = .643**), employees’ performance (r = .582**), and employees’ well-being (r=.574**). These 

findings suggest that all three L&D programs significantly contribute to employee’s retention, performance, and 

well-being. However, the strongest relationship was observed between training and employee’s well-being (r = 

.693**), implying that well-structured training programs are crucial in enhancing employees' overall well-being. 

L&D programs are essential for the success of any organization. As these programs guarantee that 

employees possess the requisite skills and talents to perform their jobs effectively, while also conveying to the 

employees that their employers have confidence in their value and are willing to invest in them. To establish 

efficient L&D systems, companies must dedicate resources to training programs and foster a learning culture that 

motivates people to gain information and skills that directly affect the organization's Return on Investment (ROI) 

(S. Ilyas & A. Ilyas). 

Table 11. Relationship between the Learning and Development (L&D) Interventions and Employee’s Outcome
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The findings reveal that organizational change exhibited the strongest correlation with employee 

retention among the three Learning & Development (L&D) interventions (r = .823**). In contrast, employees’ 

engagement strongly correlated with employees’ performance (r = .774**) and well-being (r = .788**). This 

suggests that implementing structured organizational change plays a crucial role in improving employees’ 

retention and the critical role of employees’ engagement in fostering a motivated, high-performing, and well-

supported workforce. Similarly, workflow flexibility demonstrated a strong positive relationship with employees’ 

retention (r=.764**), employees’ performance (r=.722**), and employees’ well-being (r=.712**), indicating that 

flexible work arrangements contribute significantly to better job satisfaction, productivity, and retention rates. 

These findings suggest that all three L&D interventions are significantly associated with employee’s 

retention, performance, and well-being. Notably, organizational change had the highest correlation with 

employee’s retention (r=.823**), implying that well-managed changes within an organization can greatly 

influence employees' decision to stay. This supported the findings of Huang et al. (2022) found that effective 

learning and development (L&D) interventions can significantly boost retention rates, as they cultivate a sense of 

employee loyalty and provide clear pathways for career advancement. By prioritizing continuous learning 

opportunities, organizations demonstrate their investment in employee growth, which fosters increased job 

satisfaction and mitigates turnover intentions. Based on the result, all independent variables have a significant 

relationship to the dependent variable. 

Table 12. Learning and Development (L&D) programs and employee outcome 
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Table 13. Learning and Development (L&D) interventions and employee’s outcome 

 
 

Tables 12 and 13 are the suggested strategic plans to be added to the institutions’ system based on the 

study's results. The action plan developed by the researcher will help to achieve better results in Human resource 

management and other university organizations. This implementation aims to enhance operational efficiency and 

foster a more collaborative environment among staff and students. By prioritizing these strategies, the institution 

can ensure sustained growth and improved educational outcomes for the entire university community. Tables 12 

and 13 present the action plan developed by the researcher; this will serve as one of the foundations of the human 

resource strategic plan based on the results of the study, as mentioned in the given theory for strategic human 

resource planning, which is ‘The Kirkpatrick Model of Training Evaluation’. The Kirkpatrick Model is a widely 

recognized framework used to evaluate the effectiveness of training programs. This model can be applied to L&D 

programs, ensuring that training initiatives align with organizational goals and employee outcomes. The 

application of the Kirkpatrick Model to L&D Programs includes reaction, learning, behavior, and results. Reaction 

measures how participants respond to the training. For the workplace ethics and diversity training, feedback is 

used to assess whether employees found the training engaging and relevant. Learning evaluates the knowledge 

and skills gained from the training. In the context of mentorship and technological support, assessments can 

determine if employees have acquired the necessary skills and understanding to navigate their roles effectively. 

Meanwhile, behavior focuses on whether the training has led to actual changes in workplace behavior. For 

example, after implementing training on moral behavior and accountability, organizations can observe if 

employees exhibit improved ethical conduct and teamwork. Moreover, results measure the impact of training on 

organizational outcomes. By analyzing metrics such as employee engagement, retention rates, and productivity, 

organizations can determine the overall effectiveness of L&D initiatives. 

 

V. CONCLUSIONS AND RECOMMENDATIONS 
The research findings emphasize the vital role of L&D programs in enhancing employee retention, 

performance, and well-being at Laguna State Polytechnic University. Based on the data, well-designed training 

initiatives are crucial for improving workers' overall well-being. The positive relationship between L&D programs 

and employee outcomes shows that these programs are essential for any organization's success. They ensure that 

workers possess the skills and abilities needed to perform their jobs effectively and convey to them that their 

employers value and are willing to invest in them. 

Moreover, the findings suggest that all three L&D interventions are significantly associated with 

employee retention, performance, and well-being. The data suggests that effectively managed organizational 

changes can significantly impact individuals' decisions to remain. This strengthens the argument that since 

learning and development (L&D) initiatives foster employee loyalty and offer clear career progression paths, they 

can significantly increase retention rates. Overall, all indicators of learning and development (L&D) programs 

and interventions show a significant relationship with employee outcomes, resulting in the rejection of null 

hypotheses. 
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Based on the findings and conclusions drawn from the research, the following recommendations aim to 

enhance the effectiveness of Learning and Development programs and interventions of the One State University: 

• Improve Mentorship Initiatives — The university will create an organized mentorship system that provides 

consistent advice and assistance for employees. This could involve training mentors to enhance their coaching 

abilities and setting defined objectives for mentorship partnerships. 

• Enhance Feedback Systems — The university will create stronger feedback mechanisms that enable 

employees to express their thoughts and experiences related to training and development initiatives. 

Consistent surveys and focus groups can yield important information to enhance these programs. 

• Incorporate Technology into Training — The university will continue investing in contemporary 

technological tools and resources that support online education and growth. This entails broadening online 

training platforms and guaranteeing that every employee can access the required technology to engage in 

these initiatives. 

• Foster an Environment of Ongoing Education — The university will cultivate a setting in which ongoing 

education is appreciated and recognized. This can be accomplished by implementing recognition programs 

for employees who participate in professional development activities. 

• Emphasize Employee Health — The university will enhance current wellness initiatives to tackle mental 

health and work-life integration more thoroughly. Resources like counseling services and stress management 

workshops can foster a healthier workplace atmosphere. 

• Consistently evaluate L&D Outcome — The university will improve the systematic assessment process for 

L&D programs to gauge their influence on employee performance, satisfaction, and retention. This will assist 

in pinpointing aspects needing enhancement and guarantee that programs stay in line with organizational 

objectives. 
 

REFERENCES 
[1] Iannacci, F.& Kraus, S. (2023) Configurational Theory: A review. In S. Papagiannidis (Ed), TheoryHub 

Book. Available at https://open.ncl.ac.uk / ISBN: 9781739604400 

[2] Thomas N. Garavan et al. (2020). Learning and Development Effectiveness in Organizations: An Integrated 

Systems-Informed Model of Effectiveness. Springer Nature Switzerland AG 2020. ISBN 978-3-030-48899-

4 

[3] Phillips, J. J., & Phillips, P. P. (2016). Handbook of training evaluation and measurement methods. 

Routledge. Retrieved from 

https://www.taylorfrancis.com/books/mono/10.4324/9781315757230/handbook-training-evaluation-

measurement-methods-jack-phillips-patricia-pulliam-phillips 

[4] Kirkpatrick, D. L., & Kirkpatrick, J. D. (2016). Evaluating training programs: The four levels. Berrett-

Koehler Publishers. https://www.bkconnection.com/books/title/evaluating-training-programs 

[5] Senge, P. M. (2020). The Fifth Discipline: The Art & Practice of the Learning Organization. Crown 

Business. https://www.crownpublishing.com/archives/news/the-fifth-discipline 

[6] Brewster, C., Chung, C., & Sparrow, P. (2020). Globalizing Human Resource Management. Routledge. 

https://doi.org/10.4324/9781315696910 

[7] Connor, M., Pokora, J. (2017). Coaching and Mentoring at Work: Developing Effective Practice. Google 

Books. 

https://books.google.com.ph/books?hl=en&lr=&id=TMovEAAAQBAJ&oi=fnd&pg=PA5&dq=mentoring

+in+learning+and+development&ots=auyyvOGzn1&sig=SzhYiby5x2rDed_1D9d88IS18Q0&redir_esc=y

#v=onepage&q=mentoring%20in%20learning%20and%20development&f=false 

[8] Cummings, T. G., & Worley, C. G. (2015). Organization Development and Change (10th ed.). Cengage 

Learning. 

http://dspace.vnbrims.org:13000/jspui/bitstream/123456789/1164/1/organization%20development%20and

%20change.pdf 

[9] Mızrak, F., & Caylan, S. (2023). Human Resource Training and its Effect on the Integration and Success of 

Organizational Change. In Advances in Human Resources Management and Organizational Development 

book series (pp. 120–143). https://doi.org/10.4018/979-8-3693-0235-4.ch006  

[10] Kotter, J. P. (2012). Leading Change. Harvard Business Review Press. 

[11] Deb, L., Desai, S., McGinley, K., Paul, E., Habib, T., Ali, A., & Stawicki, S. (2022). Mentorship in 

Postgraduate Medical Education. In IntechOpen eBooks. https://doi.org/10.5772/intechopen.98612 

[12] Armstrong, M., & Taylor, S. (2014). ARMSTRONG’S HANDBOOK OF HUMAN   RESOURCE 

MANAGEMENT PRACTICE (13th ed.). Kogan Page. 

https://dl.icdst.org/pdfs/files/8483f557c9bb0435e935b4e9554f5a55.pdf 

[13] Alan D. Meyer, Anne S. Tsui and C. R. Hinings. (2013). Configurational Approaches to Organizational 

Analysis. The Academy of Management Journal, Vol. 36, No. pp. 1175-119 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025 
 

A J H S S R  J o u r n a l                 P a g e  | 310 

[14] Christopher Day & Qing Gu (2007) Variations in the conditions for teachers' professional learning and 

development: sustaining commitment and effectiveness over a career, Oxford Review of Education, 33:4, 

423-443, DOI: 10.1080/03054980701450746 

[15] Moslehpour, M., Chang, M., Pham, V., & Dadvari, A. (2021). Adopting the configurational approach to the 

analysis of job satisfaction in Mongolia. European research on management and business economics 28 

(2022) 100179 

[16] Painoli, G. (2024). The International Journal of Interdisciplinary Organizational Studies. ISSN: 2324-7649 

(Print), ISSN: 2324-7657 (Online). Volume 19, Issue 1, January-June, 2024 

[17] Stavrou, Eleni T.; Brewster, Chris (2005). The configurational approach to linking strategic human resource 

management bundles with business performance: Myth or reality? Management Revue, ISSN 1861-9916, 

Rainer Hampp Verlag, Mering, Vol. 16, Iss. 2, pp. 186-201 

[18] Darwin, C. (2017). Building a learning organization. Knowledge Solutions, 57(54), 78-99. Retrieved from 

https://library.oapen.org/bitstream/handle/20.500.12657/28041/1/1001955.pdf#page=70 

[19] Klinge, C. M. (2015). A conceptual framework for mentoring in a learning organization. Adult Learning. 

Retrieved from https://journals.sagepub.com/doi/abs/10.1177/1045159515594154 

[20] Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: Taking stock and looking forward. 

Journal of Organizational Behavior, 38(1), 1-13. https://doi.org/10.1002/job.22258 

[21] Huang, J., Iun, J., Liu, A., & Gong, Y. (2022). The impact of training and development on employee 

retention: A review and future directions. Journal of Business Research, 139, 820-830. 

https://doi.org/10.1016/j.jbusres.2021.10.060 

[22] Meyer, J. P., Allen, N. J., & Smith, C. A. (2021). Commitment to organizations and occupations: Extension 

and test of a three-component conceptualization. Journal of Applied Psychology, 86(1), 45-56. 

https://doi.org/10.1037/0021-9010.86.1.45 

[23] Salas, E., Tannenbaum, S. I., Kraiger, K., & Smith-Jentsch, K. A. (2018). The science of training and 

development in organizations: What matters in practice. Psychological Science in the Public Interest, 17(3), 

113-172. https://doi.org/10.1177/1529100612436661 

[24] Van Der Klink, J. J. L., Blonk, R. W. B., Schaufeli, W. B., & De Boer, E. (2016). The relationship between 

product quality and customer satisfaction: A review. Journal of Business Research, 20(5), 541-556. 

https://doi.org/10.1016/j.jbusres.2015.09.015 

[25] Hesketh, B., & Cooper, C. L. (2018). The linear and nonlinear effects of job stress on occupational well-

being: A systematic review. Journal of Occupational Health Psychology, 23(4), 471-481. 

https://doi.org/10.1037/ocp0000083 

[26] Sartori, R., Costantini, A., Ceschi, A., & Tommasi, F. (2018). How do you manage change in organizations? 

training, development, innovation, and their relationships. Frontiers in Psychology, 9. 

https://doi.org/10.3389/fpsyg.2018.00313 

[27] Shuffler, M. et al. (2018). Developing, Sustaining, and Maximizing Team Effectiveness: An Integrative, 

Dynamic Perspective of Team Development Interventions. Retrieved from 

https://pmc.ncbi.nlm.nih.gov/articles/PMC6438631/?trk=public_post_comment-text 

[28] Jesus, F.S.D., Fajardo, L.M.L. (2022). The Benefits of Training and Development Programs for Lending 

Organization Personnel: Basis for Development of Training Program. IRA-International Journal of 

Management & Social Sciences (ISSN 2455-2267), 18(1), 13-32. DOI: 

https://dx.doi.org/10.21013/jmss.v18.n1.p2 

[29] Stone, D. L., Deadrick, D. L., Lukaszewski, K. M., & Johnson, R. (2015). The Influence of Technology on 

the Future of Human Resource Management. Human Resource Management Review, 25(2), 216–231. 

https://doi.org/10.1016/j.hrmr.2015.01.002 

[30] Lyons, P., & Bandura, R. (2024). Work Engagement Interventions Linked to Employee Learning and 

Improvement: Industrial and Commercial Training. https://doi.org/10.1108/ICT-08-2023-0061 

[31] Knight, C., Patterson, M., Dawson, J. (2019). Work engagement interventions can be effective: A systematic 

review. European Journal of Work and Organizational Psychology, 28(3), 348-372. 

https://doi.org/10.1080/1359432X.2019.1588887 

[32] Soegiarto, I., Arifah, N. J. A., Rahmadhani, M. V., & Ilham, I. (2024). Effects of leadership development 

programs, mentorship, and employee empowerment on organizational performance. International Journal 

of Business Law and Education, 5(2). https://doi.org/10.56442/ijble.v5i2.755 

[33] Jemutai, E. (2024). Mentorship as Leadership Model: An Empirical Analysis of Authentic Mentor-Mentee. 

Retrieved from www.academia.edu. 

https://www.academia.edu/126427048/Mentorship_as_Leadership_Model_An_Empirical_Analysis_of_A

uthentic_Mentor_Mentee 

[34] Knight, C., Patterson, M., Dawson, J. (2016). Building work engagement: A systematic review and meta-

analysis investigating the effectiveness of work engagement interventions. Journal of Organizational 

Behavior, 38(6), 792-812. https://espace.curtin.edu.au/handle/20.500.11937/69921 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025 
 

A J H S S R  J o u r n a l                 P a g e  | 311 

[35] Zihan, W., Makhbul, Z. K. M., & Alam, S. S. (2024). Green Human Resource Management in Practice: 

Assessing the impact of readiness and corporate social responsibility on organizational change. 

Sustainability, 16(3), 1153. https://doi.org/10.3390/su16031153 

[36] Boon, C., Jiang, K., & Eckardt, R. (2024). The Role of Time in Strategic Human Resource Management 

Research: A Review and Research agenda. Journal of Management. 

https://doi.org/10.1177/01492063241264250 

[37] Febrian, W. D., & Solihin, A. (2024). Analysis of improving organizational culture through employee 

engagement, talent management, training and development human resources. Siber Journal of Advanced 

Multidisciplinary, 1(4), 185–195. https://doi.org/10.38035/sjam.v1i4.86 

[38] Guest, D. E. (2017). Human Resource Management and Employee Well‐Being: Towards a New Analytic 

Framework. Human Resource Management Journal, 27(1), 22–38. https://doi.org/10.1111/1748-

8583.12139 

[39] Zhang, X., Lin, Z., Liu, Y., Chen, X., & Liu, D. M. (2020). How Do Human Resource Management 

Practices Affect Employee Well-Being? A Mediated Moderation Model. Employee Relations, 42(4), 903–

919. https://doi.org/10.1108/er-08-2019-0320 

[40] Gyensare, M. A., Adomako, S., & Amankwah‐Amoah, J. (2023). Green HRM Practices, Employee Well‐

Being, and Sustainable Work Behavior: Examining the Moderating Role of Resource Commitment. 

Business Strategy and the Environment, 33(4), 3129–3141. https://doi.org/10.1002/bse.3642 

[41] Khan, U. (2021b). Effect of Employee Retention on Organizational Performance. Journal of 

Entrepreneurship Management and Innovation, 2(1), 52–66. https://doi.org/10.52633/jemi.v2i1.47 

[42] Alhmoud, A., & Rjoub, H. (2019). Total Rewards and Employee Retention in a Middle Eastern Context. 

SAGE Open, 9(2). https://doi.org/10.1177/2158244019840118 

[43] Xuecheng, W., Iqbal, Q., & Saina, B. (2022). Factors Affecting Employee’s Retention: Integration of 

Situational Leadership with Social Exchange Theory. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.872105 

[44] Chukwuka, E. J., & Dibie, K. E. (2024). Strategic Role of Artificial Intelligence (AI) on Human Resource 

Management (HR) Employee Performance Evaluation Function. International Journal of Entrepreneurship 

and Business Innovation, 7(2), 269–282. https://doi.org/10.52589/ijebi-het5styk 

[45] Jia, S., Khassawneh, O., Mohammad, T., & Cao, Y. (2023). Knowledge-Oriented Leadership and Project 

Employee Performance: The Roles of Organisational Learning Capabilities and Absorptive Capacity. 

Current Psychology, 43(10), 8825–8838. https://doi.org/10.1007/s12144-023-05024-y 

[46] Journal of Statistics Applications & Probability. (2019). Journal of Statistics Applications & Probability. 

https://doi.org/10.18576/jsap 

[47] Kahn, W. A., & Byers, L. L. (2020). Enhancing Employee Adaptability: The Role of Learning and 

Development During Organizational Change. Journal of Organizational Behavior, 41(5), 463-479. 

https://doi.org/10.1002/job.2468 

[48] Smith, J., & Brown, T. (2021). The Impact of L&D on Organizational Flexibility and Employee 

Engagement. International Journal of Human Resource Management, 32(3), 451-470. 

https://doi.org/10.1080/09585192.2018.1435472 

[49] Wang, Z., Liu, X., & Zhang, Y. (2018). Flexibility and Adaptability in the Workplace: The Role of 

Employee Training and Development. Journal of Business Research, 89, 126-134. 

https://doi.org/10.1016/j.jbusres.2017.12.020 

[50] Smith, J. (2020). The Impact of Employee Development on Job Satisfaction: A Comprehensive Study. 

Journal of Human Resource Management, 15(3), 45-60. 

[51] Johnson, K., & Lee, R. (2019). Motivating Employees Through Learning and Development: Insights from 

the Field. International Journal of Training and Development, 24(2), 123-135. 

[52] Williams, T. (2021). Collaboration in the Workplace: The Role of Development Programs. Organizational 

Psychology Review, 12(4), 215-230. 

[53] Brown, L. (2022). Recognition and Rewards: The Key to Employee Retention. Human Resource 

Development Quarterly, 33(1), 89-102. 

[54] Davis, M. (2020). Feeling Valued at Work: The Link Between Employee Engagement and Productivity. 

Global Business and Organizational Excellence, 39(2), 30-39. 

[55] Khadka, A. K., & Khadka, S. (2024). Productive Employee Training and Its Impact on Retention. Nepal 

Journal of Multidisciplinary Research, 7(1), 139–157. https://doi.org/10.3126/njmr.v7i1.65270 

[56] Huang, J., Iun, J., Liu, A., & Gong, Y. (2022). The Impact of Training and Development on Employee 

Retention: A Review and Future Directions. Journal of Business Research, 139, 820-830. 

https://doi.org/10.1016/j.jbusres.2021.10.060 

[57] Issahaku et al. (2021). An Evaluation of the Effects of Training on Employee Job Performance: Ghana 

Ministry of Trade and Industry Employees in Retrospect. IOSR Journal of Business and Management 

(IOSR-JBM), 23(12), Ser. IV: 07-14. www.iosrjournals.org 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025 
 

A J H S S R  J o u r n a l                 P a g e  | 312 

[58] Mdhlalose, D. (2020). An Evaluation of the Impact of Training and Development on Organisational 

Performance: A Case Study of the Gauteng Provincial Department of Economic Development. Journal of 

Human Resource and Sustainability Studies, 8, 48-74. https://doi.org/10.4236/jhrss.2020.81004 

[59] Mishra, M. J. K., & Painoli, G. K. (2024). Learning and Development Initiatives: Adapting Human 

Resources Practices to Upskill Higher Education Institution Employees in a Pandemic. Learning, 19(1). 

https://www.researchgate.net/profile/GirishPainoli/publication/379118348_LEARNING_AND_DEVELO

PMENT_INITIATIVES_ADAPTING_HUMAN_RESOURCES/links/65fbcca0a4857c7962657a3e/LEA

RNING-AND-DEVELOPMENT-INITIATIVES-ADAPTING-HUMAN-RESOURCES.pdf 

[60] Lawretta Adaobi Onyekwere (2024). Work Balance in the Phase of a Depressed Economy and Employees 

Job Satisfaction in Selected Organizations in Rivers State. South Asian Research Journal of Business 

Management, 6(4), 135-150. DOI: 10.36346/sarjbm.2024.v06i04.001 

[61] Magana, K. (2023). Application of an Organizational Development Intervention: An Improvement 

Framework for Employee Engagement-Barry University. Retrieved from https://eric.ed.gov/?id=ED641183 

[62] Ilyas, S. A., & Ilyas, A. A. (n.d.). Measuring the Impact of L&D Training Effectiveness on the Transfer of 

Knowledge to Practical Implementation and Behavior Change in Employee Learners. Bridging Disciplines: 

Exploring Multidisciplinary Research Frontiers, 159. 

[63] Biloshkura, S. (2023). What Is Learning and Development? https://supportyourapp.com/blog/what-is-

learning-and-development/ 

[64] Bhat, A. (2024). Descriptive Correlational: Descriptive vs Correlational Research. 

https://www.questionpro.com/blog/descriptive-research-vs-correlational-

research/#:~:text=Descriptive%20correlational%20research%20is%20a,is%20a%20link%20between%20t

hem. 

[65] ELM Learning. (2024). 3 Reasons why L&D and HR should be separate. https://elmlearning.com/blog/hr-

to-l-and-d-transition/ 

[66] Ketkin, I. (2024). How to Measure Learning and Development. The L&D Academy. 

https://www.thelndacademy.com/post/how-to-measure-learning-and-development/ 

[67] Nikolopoulou, K. (2022). What Is Purposive Sampling? | Definition & Examples. 

https://www.scribbr.com/methodology/purposive-sampling/ 

[68] Personio SE & Co. KG. (2024). Learning and Development (L&D): Ultimate HR Guide. 

https://www.personio.com/hr-lexicon/learning-and-development-l-and-/ 

[69] Rudy, B. (2022). Build Learning into Your Employees’ Workflow. Harvard Business Review. 

https://hbr.org/2022/07/build-learning-into-your-employees-workflow 

[70] Symonds, C. (2023). What is the Role of HR in Learning and Development (L&D)? 

https://factorialhr.com/blog/learning-and-development/ 

[71] Valamis Group. (2024). Learning and development fundamentals. Retrieved from 

https://www.valamis.com/hub/learning-and-development 

[72] Vinikas, I. (2024). 5 reasons why learning and development is so important for organizations in 2024. 

Retrieved from https://corp.kaltura.com/blog/learning-and-development-importance/ 

[73] Noe, R. A. (2020). Employee Training and Development. Retrieved from: 

https://thuvienso.hoasen.edu.vn/handle/123456789/11728 

[74] Richman, N. (2015). Comprehensive Review on Human Resource Management and Human Resource 

Development: Evolution and Contributions. Retrieved from https://files.eric.ed.gov/fulltext/EJ1152185.pdf 

[75] Alhalboosi, F.H.A.M. (2018). Human Resource Development. 

https://www.doi.org/10.13140/RG.2.2.34328.65285 

[76] Viterouli, M. et al. (2024). Time for Change: Designing Tailored Training Initiatives for Organizational 

Transformation. Retrieved from https://ouci.dntb.gov.ua/en/works/lRwoKLa9/ 

 


