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Abstract

Advanced abilities, knowledge, and skills of the qualified workforce in a worldwide market
have proven to be a significant source of competitive advantage. Employees are the most
important element of any running business, and the success of any business largely depends on
the staff, that why investment in the employees is a good way to keep up with the challenges
and boost the desired outcomes.

This research aimed to study the impact of education and training on the performance of
the manpower in the Jordanian Ministry of Education to increase the productivity. A
quantitative methodology (survey) was adopted for the purpose of achieving the research
objectives, where a questionnaire with closed ended questions examining the impact of
education and training on the performance of the manpower in the Jordanian Ministry of
Education, has been distributed online among a sample of 60 employees working in the human
resources department in Jordanian Ministry of Education.

The collected responses were analyzed by SPSS 24, and the results showed positive
availability of suitable training programs in the Jordanian Ministry of Education, and absence
of obstacles and internal or external factors that hinder training in the Ministry of Education,
where the Ministry avoids this through the systematic planning and preparation of training
programs, and the involvement of trainees in the selection and evaluation of training programs.

Results also showed, significant negative relationship between availability and suitability
of training and educational programs implemented in the Jordanian Ministry of Education,
which improve employees' productivity and the existence of internal and external factors
affecting the training and educating programs implemented by the ministry.

The researcher recommends the necessity of activating the role of the training management,
focusing on identifying training needs, giving manpower equal opportunities to attend training

courses, and planning to cover these needs to increase the effectiveness of training.


mailto:Dr.alqudah2020@gmail.com

Multi-Knowledge Electronic Comprehensive Journal For Education And Science Publications (MECS])
ISSUE (29), February (2020)
ISSN: 2616-9185

WWW.mecsj.com

Keywords: Training, Education, Performance, Manpower, Productivity, Jordanian Ministry of

Education, Jordan.

uadlall

L) 5 jall agn aiaan Leh calladl (5 puadl 3 Al 5ol Alalall (5 8l daniall ) jlgeall 548 paall 5 i jadl) i
O (o8l 52 138 5 ¢l sall e 5uS aa ) aaing Jae (sl o s s lad Tl (of 8 jeaic abl aa (o 5ila sall |
B el il 3 jad s Clpaail) A pal B Al 5 98 (il sall 8 laTinY)

3aly 3 Aia )W) aaledll 5 A il 5 ) 55 (8 Aalal (5 8l el o il g alaill 3 A o ) Canill 138 Cangy
Sl (ssing i Y e Gl w5 o s dfingll Y 383 (i il () AeS Lingia daie) i Lalisy)
Gsleny ik ga 60 (o Atie o aalaill g A il 3 ) 5 8 Aalall (5 58 ool e oy il 5 aalel) 580 (o Aslae i
Aia Y aalaill g A il 8 )35 (B Al 2 ) sall anid

8005 (b Al oy il el d a) 3 5 i) & elal 5 SPSS 24 A 2 Lgman o3 Al 2 53 )1 ol o3
it ¢ alail) 8 ) 5 (A il (3 gad AU Apn LAl AdaNal Jal gall 5 clall e ¢ Aia Y1 el 5 A i)
oyl el ) i g s 8 el @)l g ¢ Ay i) el all slac ) s oagiall Jagladill JMA (e @lla ) 55l

Ayl ) s 8 saduall dpardall 5 gy 50l el yd) AeeDlay 8165 G 48 Al Al 3 g 5 L Cania
Coudl el n e S35 da s Aal Jalse a5a gy (uidh gal) Al cpead e Jand Sl dia Y aalaill
B s ladass ) Cail)

A slaia (8 Aall y gy Haidl) Cilaliia¥) aaas e 5 5l g ey yxill 51 50 Jardi by 5 iy Gl am sy
i) Agllad 50l ) Claliia ) o dghanl il g ¢ A il Cl y gall ) guand dlalall (53U

L) ¢ A )Y el 350 35 ¢ AaliY) ¢ Alalall g gl ¢ 2oV ¢ el ¢yl A alidal) cilalsl)



Multi-Knowledge Electronic Comprehensive Journal For Education And Science Publications (MECS])
ISSUE (29), February (2020)
ISSN: 2616-9185

WWW.mecsj.com

1. Introduction

Enhanced organizational performance, effectiveness, and quality are essential
organizational goals that any company should achieve to prosper in the contemporary extremely
competitive business environment. Nonetheless, this largely relies on the fineness of the staff
who is supposed to convert the available inputs into the desired outcomes to accomplish the
organization's intended goals. To achieve so, operational workers should have the required
skills, experience, qualifications and capabilities (Obiekwe, 2017).

There has been widespread opposition to investment in public service training due to the
assumption that workers' recruited should be eligible, that assumable they have already been
prepared for their work, and that if this is not the case, this could be a proof that initial staff
selection was at fault' (Okotoni & Erero, 2005).

This argument has been abandoned as there is a clear need for training in both the private
and public sectors. Many researchers have acknowledged the view that the development of
manpower stays a valid method for maximizing corporate efficiency and also interpret the
development of manpower as the method of training administrators, specialists and all
employees the expertise, skills required for current and future task achievement (Abomeh,
2012).

The significance of efficient employee training and development makes corporations spend
a huge portion of funds and time on training to assist staff members to learn job-concerning
skills (Dowling & Welch, 2005). Training is, therefore, an essential requirement for any
company that needs to achieve optimum performance via efficient and effective staff
performance (Taiwo 2007). Training is an organization's attempt to promote learning amongst
its staff, and development is an initiative that is more focused on expanding an employee’s skills

for potential obligations (George & Scott, 2012).

2. Problem Statement

Organizations are facing strong competition in the current international markets; so it is
now necessary for companies to use their workers' performance as a tool to obtain a competitive
edge. There are numerous contributing agents to any company's success, these factors contain;
assets, machinery, property, manpower, etc. These agents are truly significant, but the human

factor is the most crucial one.
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Notwithstanding the growing impacts of training, the literature on the training and
development in developing countries remains limited (Debrah & Ofori, 2006).

Training and development is an area that every company has to acknowledge and its main
objective is to enhance the capabilities of the workers so that the company can optimize their
human resources' effectiveness and productivity. It could be a benefit to companies if they win
their employees' "hearts and minds" and get them to associate themselves with the organization
(Armstrong, 2009).

3. Research Objectives
This study main objective is to discover how education and training effects the performance
of the manpower in the Jordanian Ministry of Education impacts the productivity; other
objectives could be summarized as follows:
- To find out whether the Jordanian Ministry of Education have education and training
programs.
- To find out whether their education and training programs are tailored to suit all of their
employees.
- To investigate the obstacles faced by the Jordanian Ministry of Education when
implementing education and training programs.

- Tohighlight the internal and external factors that could affect the education and training.

4. Research Questions

In attempt to address this study problem the researcher has put forward the following

questions;

- The main question of this study can be summarized as what is the impact of the
education and training on the performance of the manpower in the Jordanian Ministry
of Education

Other questions could be summarized as follows:

- Does the Jordanian Ministry of Education have education and training programs?

- Are the education and training programs tailored to suit all of the Jordanian Ministry of

Education employees?
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- What are the obstacles that the Jordanian Ministry of Education face when
implementing their education and training programs?
- What are the internal and external factors that affect the education and training

programs?

5. Significance of the Study

The importance of this study stems from the fact that the subject of training is a continuous
process, as human resources derive their value from the knowledge, skills and capabilities they
possess, and this knowledge, skills and capabilities are constantly changing according to the
business needs and the needs of the individual himself. Therefore, continuous training achieves
the continuous development of human resources (Manpower).

Moreover, the significance of the study also lies in the fact that it deals with a vital and
very important institution for Jordanian society which is the Jordanian Ministry of Education.
The Ministry of Education plays an important and vital role in the lives of the Jordanian people
in general, and students and teachers in particular. Accordingly, the human resources
(manpower) in the Ministry of Education represented by teachers and educational supervisors
as well as administrative mentors are the live ammunition that guarantees this governmental
institution the continuity in fulfilling the role assigned to it, raising the level of education and
improving performance, which requires more attention to its training and education.

Finally, conducting such a study contributes to evaluating the appropriateness of the
training process in the ministry to the needs of workers as well as investigating the internal and
external factors and obstacles that limit their effectiveness, thus providing an effective training
framework and educational action plans that would improve employees' performance and
productivity. Additionally, this research paper will serve as a reference for researchers and

students in the field of human resources management and its various programs later.
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6. Literature Review

In the rapidly evolving world of business and environmental instability, companies
recognize that they need to be able to manage emerging challenges. Businesses must invest in
training programs in order to make their staff sufficiently skilled to handle challenges and make
efficient decisions in time to stay competitive in the market (Tai, 2006). Effective training is
advantageous in a number of different ways, as it plays a crucial part in establishing and
maintaining abilities, at the individual and organizational scale, which would in return engage

in the organizational change process (Valle, Marti'n, Romero, & Dolan, 2000).

6.1 Training

Training is frequently used to narrow the gap among present and anticipated performance
in the future. Training and development is a function that human resources development (HRD)
is responsible for, this was claimed as a significant function of human resources management
(HRM) (Weil & Woodall, 2005). Successful training and development programs' goal is to
improve the performance of the workers. Training is about closing the gap between the current
performance and the ideal quality one (Elnaga & Imran, 2013).

Training and development are defined by Obi and Zakari (2007) as any initiatives to
enhance the present or future performance of a worker by improving the capacity of the
employee to function by learning, typically through enhancing the skills and knowledge of the
worker. Jones, George, and Hill (2000) assume that training concentrates mainly on educating
employees of organizations on the way to conduct their jobs and aiding them in gaining the
skills and knowledge needed to be successful employees. Training is about acquiring
knowledge and skills for work purposes, training is more job-oriented or task-oriented (Jones,
George, & Hill, 2000).

Training contains all practices designed to equip students with the knowledge and skills
they need to carry out their current jobs. Training contains all practices designed to equip
students with the knowledge and skills they need to carry out their current jobs. It is a corporate
endeavor designed to assist employees to learn the fundamental skills necessary to successfully

carry out the tasks and functions for which he is employed (Mondy, Noe, & Premeaux, 2002).
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Training might be offered by various methods including coaching and mentoring, peer co-
operation, and subordinate involvement. Such teamwork allows workers to engage effectively
in the work and create better results, thereby boosting the performance of the company (Elnaga
& Imran, 2013). Ofobruku (2015) asserts that the development of manpower enhances the
efficiency of employees which in return would allow the corporation to obtain better overall
performance of organizations. To meet business objectives, expenditure in human capital is
required to ensure that employees possess the necessary proficiency and expertise to function

effectively in a dynamic and complex climate.

6.2 Performance of the Manpower

Manpower performance is regularly measured by outcomes and products. However, it can
likewise be measured regarding behaviors and conducts (Armstrong, 2006). Nassazi (2013)
expressed that manpower's performance is estimated against the performance criteria set by the
association. There are various measures that can be mulled over when estimating performance,
including proficiency, productivity, effectiveness and quality measures as briefly clarified
below .

Proficiency implies for the capacity to deliver the ideal results by utilizing as insignificant
assets as could reasonably be expected while effectiveness is the capacity of workers to meet
the ideal target or goals. However, productivity is noticed as a proportion of output to the
process input. It is a proportion of how the individual, association and industry changes over
input into products and ventures (Al-Mzary et al., 2015). The proportion of how much product
is created per unit of assets utilized. Moreover, quality is the attribute of items or
administrations that bear a capacity to fulfill the expressed or inferred needs (Kotler &
Armstrong, 2002).

Hence, as stated by Nassazi (2013), it is the duty of the organization chiefs to guarantee
that the associations endeavor to and in this manner accomplishes superior levels of
performance and productivity. This thusly infers supervisors need to set the ideal degrees of
performance and productivity for any periods being referred to, which also requires him to
determine the training needs and appropriate training programs for his/her employees based on

his/her assessment of them and their skills.
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Therefore, the training aims in general to form or reshape the behavioral pattern of the
members of the target group, in order to bridge the gap between their current performance and
the level of performance they are expected to achieve, and the training goals are results that are
being designed and approved before starting the training process. The most important training
objectives for the organization are to eliminate weaknesses, whether it is for the current or
expected future performance. By addressing weaknesses in performance, performance can
improve which is reflected in positive results at the organization’s overall productivity level
and contributes to its development and continuity (Elnaga & Imran, 2013).

Generally, the training is no longer limited to merely working to rehabilitate who entered
the profession without prior preparation, or merely intervening to solve an urgent problem
related to employee performance or the results envisaged by the organization, nor is it merely
remedial programs to solve problems or corrective programs aimed at addressing the defects of
pre-employee preparation before the service, but training became part of an integrated process
aimed at developing workers professionally, scientifically and culturally, and became part of
the continuous improvement process in the organization (Mwesigwa, 2010).

7. Research Methodology

This section describes the research methods used to execute the study which allows the
researcher to accomplish the study objective, which is to discover how education and training
of the manpower in the Jordanian Ministry of Education impacts their performance especially
their productivity, the procedures for collecting and analyzing data, then obtaining the outcomes
related to the research goals and objectives is what research design implies as stated by Kothari
(2004).

The author chose to use a quantitative approach in achieving the study goals and answering
its questions. The quantitative method can uncover patterns in research which could formulate
facts using measurable data; therefore, primary data will be collected with the mean of a
questionnaire. Owens (2002) pointed out the benefits of quantitative research design as its
quality since the information gathered cannot be gathered from other resources, it has an
unbiased representation of the targeted population and standardization of assessment since the

same information is collected from all respondents.
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The population of this research is the employees working in the human resources
department in Jordanian Ministry of Education. A random representative sample was selected
from this population consisted from 60 participants who filled the online questionnaire after it
was sent to them via e-mails. The research’s questions are answered by the data analysis results
obtained from Statistical Program for Social Studies (SPSS), with the utilization of arithmetic
averages, percentages and frequencies as well as Pearson correlation to check relations between
variables. However, Cronbach’s Alpha test was utilized to check the reliability and internal
consistency between questionnaire’s items before distributing it over the study sample.

The study tool (questionnaire) was designed by the researcher based on previous similar
studies and literature. It consisted of three different parts with a set of closed ended questions
(data) directed towards collecting data on the different study variables. The first part of the
questionnaire consisted of questions covering socio-demographic information of the selected
sample participating in this study. The second section of it incorporates 14 items that are asking
about the availability of training and educational programs in the Jordanian Ministry of
Education and their suitability for improving employees' productivity. However, the last section
of it, which is the third section, consisted of 12 items which are concerned about identifying the
internal and external factors and obstacles affecting the training and educating programs
implemented by Jordanian Ministry of Education.

As stated previously, the reliability of the tool and its items was determined through
Cronbach’s Alpha test by SPSS before distributing the tool over the study sample members.
The Cronbach's Alpha was determined to be (0.89) for the first scale items and (0.85) for the
second scale items. However, it was (0.83) for the overall tool items, meaning that the tool's
reliability is acceptable as long as Cronbach's Alpha value higher than (0.7). On the other hand,
the validity of this questionnaire was assured by presenting it to a group of referees specialized
in the field of training and human resources management, where the items were modified
according to their observations and directions, and therefore we have a ready questionnaire and
it was distributed to the selected sample.
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8. Results & Analysis

8.1 Socio-demographic Statistics
The online questionnaire was filled by 60 employees working in the human resources
department in Jordanian Ministry of Education. A descriptive statistical analysis was
implemented to identify the socio-demographic characteristics of the sample members.
Table (1) below shows the socio-demographic characteristics of the study sample as it

was obtained from SPSS.

Table 1: The socio-demographic characteristics of the study sample

Variable Categories Frequency | Percentages
Gender Male 42 70%
Female 18 30%
Age 26-30 Years 10 16.7%
31-35 Years 15 25%
36-40 Years 25 41.7%
More than 40 Years 10 16.7%
Marital Status Single 16 26.7%
Married 44 73.3%
Qualifications Bachelor's Degree 37 61.7%
Master's Degree 20 33.3%
Doctoral Degree 3 5%
Years of Experience 3 years 9 15%
4-6years 13 21.7%
7-10 years 18 30%
More than 10 years 20 33.3%

The descriptive statistics of the socio-demographic data of the study sample shows that the
majority of the respondents are male with a percentage of (70%) while female represents (30%).
The most participated age category in this survey was 36-40 years old with a percentage of
(41.7) % followed by (25%) individuals of 31-35 years old as shown in the Table (1) above.
Most of the study sample members were married and well educated having Bachelor's degree
at least (61.7%), a Master's degree (33.3%) or a Doctoral degree (5%).

According to years of experience, Table (1) shows that employees with 3 years of
experience or less are few, representing only (15%) of the sample. On the other hand, the vast
majority of the study sample possesses more than 10 years of experience with a percentage of
(33.3%) followed by 7-10 years of experience at (30%),

10
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which indicates that the study sample is composed from highly qualified people who have
knowledge in the field of the study, and this shows their ability to answer the research questions

with credibility and high efficiency.

8.2 Results related to the impact of education and training on the performance and productivity
of the manpower in the Jordanian Ministry of Education

In order to identify the availability of training and educational programs in the Jordanian
Ministry of Education and their suitability for improving employees' productivity as well as the
internal and external factors affecting the training and educating programs implemented by the
ministry, the descriptive statistics (means and standard deviation) of the responses and their
ranks, which were elicited using a five-point Likert scale were calculated via SPSS, where
means ranging from (1-1.80) were considered very low, from (1.81 to 2.60) were considered
low, from (2.61-3.40) were considered moderate, from (3.41-4.20) were considered high and

from (4.21-5.00) were considered very high.

e The availability of training and educational programs in the Jordanian Ministry of
Education and their suitability for improving employees' productivity

Table (2) shows the descriptive summary of the responses to the indicator items used to
measure the availability and suitability of training and educational programs for improving
employees' productivity and performance in the Jordanian Ministry of Education.

It appears from the Table (2) above that the arithmetic means that measure the availability
and suitability of training and educational programs for improving the Ministry employees'
productivity ranged from (3.2500-4.3500). It can be noticed that item (11), which states that
"Training programs help you in gaining competence and proficiency to work effectively in a
dynamic and complex environment”, represents the highest agreed mean statement (4.3500, St.
=0.91735) and was followed by item (5) in which it stated that "The training programs helped
you get the job done more elaborately and more quickly" with a mean (4.3333, St.= 0.47538)
and item (8) in which it stated that "The experiences you have learned in training help you to
improve your performance™ with a mean (4.3333, St.= 0.54202).

11
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The overall mean for this axis was (4.0119) which shows that most of the study sample
highly agrees with the items of this part of study showing that there is a sound interest in training
programs in the Jordanian Ministry of Education, and that employees agree that these programs
contribute to raising their efficiency and increasing their production through their
accomplishment of work more accurately and quickly, and working more effectively in a

dynamic and complex environment.

Table 2: Summary of participants’ responses to items measuring the availability and suitability
of training and educational programs for improving the Ministry employees' productivity

Statement Mean Std. Rank Level
Deviation

3.8167 | 0.81286 11 High

1. There are annual training plans to train workers
in the Jordanian Ministry of Education

2. Senior management regularly studies training
needs of the Ministry

3. Training and educating courses are to be
entered according to a planned schedule.

4. The trainees are chosen according to the
performance evaluation criteria

5. Training needs are determined according to the

3.2500 | 0.95002 14 | Moderate

4.0000 | 1.00844 9 High

3.6500 | 1.25988 12 High

4.1667 | 0.94181 7 High
planned career path.
6. Th_e training methods_used encourage the 42667 | 063424 4 V_ery
trainees to be innovative and creative High
7. The training programs helped you get the job Very

done more elaborately and more quickly 4.3333 | 0.47538 2 High

8. The experiences you have learned in training 43333 | 054202 3 Vgry
help you to improve your performance. High
9. The content of the training process helps
improve your awareness of the nature of your 4.1167 | 0.55515 8 High
role in the job

10. You have had better positive trends and skills Very
after completing the training programs. 4.2167 | 0.78312 6 High

11. Training programs help you in gaining ver
competence and proficiency to work effectively | 4.3500 | 0.91735 1 Higz

in a dynamic and complex environment.

12. The Ministry of Education's workforce training
program improved its service delivery

13. Training programs has prepared you for
promotion and managerial succession.

3.9500 | 0.85222 10 High

3.4833 | 1.08130 13 High

14. Training programs has improved your career 42333 | 0.74485 5 Vt_ary
development. High
Overall 4.0119 | 0.75686 High

12
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e The internal and external factors and obstacles affecting the training and educating
programs implemented by Jordanian Ministry of Education

Table (3) shows the descriptive summary of the responses to the indicator items used to

measure the internal and external factors affecting the training and educating programs

implemented by the ministry.

Table 3: Summary of participants’ responses to items measuring the internal and external
factors affecting the training and educating programs implemented by the ministry

Statement Mean Std. Rank Level
Deviation
1. The absence of planning and systematic 1.6167 | 0.76117 9 Very
preparation for training programs in the human Low
resources department in the ministry.
2. Lack of cooperation and coordination between | 1.8333 | 0.78474 3 Low

the human resources department in the
Jordanian Ministry of Education ministry and
the training department.

3. The lack of a connection between the training 1.8833 | 0.76117 2 Low
courses selected by the ministry and its work
targets.

4. Favouritism in choosing the trainees, where the | 1.4333 | 0.56348 12 Very
trainees are chosen according to the preferences Low

of the manager and not according to their actual
need for training.

5. Poor training material, where the selected 1.7667 | 0.59280 6 Very
training courses lack the ability to achieve the Low
required development in the skills and abilities
of individuals

6. Failure to involve employees in determining 1.6000 | 0.74105 10 Very
their training needs. Low

7. Lack of competent trainers and the trainer's 1.8167 | 0.85354 5 Low
inability to communicate information or
develop skills

8. There is a shortage of materials and services for | 1.8333 | 0.92364 4 Low
the training process in the ministry

9. The time period allocated to the training 1.5833 | 0.61868 11 Very
courses did not match the objective of the Low
training programs

10. The financial allocations for training are not 1.7333 | 0.84104 8 Very
commensurate with the required training Low
programs.

11. The lack of a systematic evaluation process for | 2.0833 | 1.02992 1 Low
training courses.

12. The lack of trained staff involvement in the 1.7333 | 0.51640 7 Very
evaluation of the training courses Low

Overall 1.7431 | 0.69507 Very Low

13
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It appears from the Table (3) above that the arithmetic means that measure the internal and
external factors affecting the training and educating programs implemented by the ministry
ranged from (1.4333-2.0833), showing that there are less agreement from the Ministry's
employees regarding the existence of internal or external factors affecting the training programs
implemented by the Ministry. It can be noticed that item (11), which states that "The lack of a
systematic evaluation process for training courses", represents the highest agreed mean
statement (2.0833, St. =1.02992) and was followed by item (3) in which it stated that " The lack
of a connection between the training courses selected by the ministry and its work targets." with
a mean (1.8833, St.= 0.76117 ) and item (2) in which it stated that "Lack of cooperation and
coordination between the human resources department in the Jordanian Ministry of Education
ministry and the training department.” with a mean (1.8333, St.= 0.78474), but with low level
of agreement also.

Moreover, item (4) which stated that "Favouritism in choosing the trainees, where the
trainees are chosen according to the preferences of the manager and not according to their actual
need for training." and item (9) stated that "The time period allocated to the training courses
did not match the objective of the training programs™ have the lowest means of (1.4333) and
(1.5833) respectively, with the lowest agreement from the sample members regarding its
content.

Furthermore, the overall mean for this axis was (1.7431) which shows that most of the
study sample are very highly disagreed with the items of this part of study showing the
nonexistence of obstacles as well as internal and external factor that affect the implemented
training and educational programs in the Jordanian Ministry of Education.

This indicates that the most prominent obstacles to training represented by the lack of a fair
mechanism for selecting the trainees, and the lack of planning and organization from the
Ministry in their selection, where most of the options are usually selected according to the
wishes of the managers and not according to the requirements, are not presented in the Jordanian
Ministry of Education.

It also shows that these factors were easily overcome in the Ministry through the systematic
planning and preparation of training programs in the human resources management in the

Ministry and the involvement of trainees in the selection and evaluation of training programs,

14
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which confirms what was reached in the previous section in which the employees highly agreed
on the effectiveness and availability of training programs in a way that contributed to their high

efficiency and production.

8.3 Testing the Relation between Study Variables

The correlation between availability and suitability of training and educational programs
implemented in the Jordanian Ministry of Education which improve employees' productivity
(V1) and the existence of internal and external factors affecting the training and educating
programs implemented by the ministry (V2) was tested through Pearson correlation in SPSS,
where results are as shown in the following Table (4):

Table 4: The person correlation between the study variables

Variables r (Pearson correlation value) significance
V1&\V2 -0.885™ 0.00
** Correlation is significant at the 0.01 level (2 tailed)

Table (4) shows that there is a strong significant negative relationship between availability
and suitability of training and educational programs implemented in the Jordanian Ministry of
Education which improve employees' productivity (V1) and the existence of internal and
external factors affecting the training and educating programs implemented by the ministry
(V2), r (58)=-0.885, p=0.000 < 0.05.

9. Conclusion & Recommendations

This study aimed at investigating the impact of education and training on the performance
and productivity of the manpower in the Jordanian Ministry of Education. The results generally
showed positive availability of suitable training programs in the Jordanian Ministry of
Education, and that employees agree that these programs contribute to raising their efficiency
and increasing their production through their accomplishment of work more accurately and
quickly, which shows a positive impact of training and education on the productivity and

performance of manpower.

15
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Moreover, the results showed that there are not many obstacles and internal or external
factors that hinder training in the Ministry of Education where the Ministry avoids this through
the systematic planning and preparation of training programs in the human resources
management and the involvement of trainees in the selection and evaluation of training
programs.

Furthermore, results also showed significant negative relationship between availability and
suitability of training and educational programs implemented in the Jordanian Ministry of
Education which improve employees' productivity and the existence of internal and external
factors affecting the training and educating programs implemented by the ministry.

Based on the results of the study, the researcher recommends the necessity of activating
the role of the training management, focusing on identifying training needs using special forms,
and conducting a survey to identify strengths and weaknesses, giving manpower equal
opportunities to attend training courses, and planning to cover these needs to increase the

effectiveness of training.
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