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Abstract — Modern management focuses its attention on 
the special policy for human resource development. 
Employees nowadays are resource, which has to be observed 
attentively and carried for in order to achieve better 
corporate results based both on an individual and teamwork. 
In this regard corporate trainings play important role 
providing managers with useful and necessary tool for 
development. Present article explores namely the 
opportunities that well planned and well provided training 
could bring to the employees and managers, but on the other 
side, explains also and challenges in front of one successful 
corporate training. Our major conclusion goes in the line that 
a corporate training is successful only in case of being well 
planned in terms of time, participants, financial resource and 
type of training.  
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I. INTRODUCTION 
 

Nowadays employees are not longer just a list of names 
grouping in different departments and unite which could be 
easily replaced by other individuals. Managerial approach 
and policy is developed and changed over the years – now 
we speak for human resource – i.e. something which is 
valuable and important for the corporate performance. 
Considering employees as resource, the accent is already 
putted on the different ways of its support, converting 
individual needs of carrier development into overall 
corporate policy.  

In this context, corporate trainings are an integral part of 
any serious corporate policy for human resource 
development, which serve both for managers and 
employees achieving implementation of two important 
tasks at the same time. First of all, corporate trainings 
usually are initiated by the managers and are conducted 
implementing concrete necessity of the company 
(identified gap of skills or knowledge or both); on the other 
hand, the training (despite of its type and design) is based 
on the individual needs of knowledge and skills of the 
trained employees and specific achievement and 
development in the field of training during the course. 
Therefore the trainings provided by the company could be 
considered as process of symbiosis between individual 
achievements and corporate real needs.  

 
1 D-r Miglena Angelova is an assistant professor at the 

Department of Managemant at the University of National and 
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All these specifics put managers and human resource 
development department experts in complex situation with 
many challenges and requirements that have to be met in 
order to achieve the successful training (in terms of 
efficiency and effectiveness). In general case the present 
investment of the employees’ trainings will repay in the 
near future with improved competitiveness of the company. 
In this regard the overall policy for corporate training have 
to be elaborated very carefully, taking into consideration 
the different factors influencing the final managerial 
decision of planning, conducting and analyzing the results 
of the corporate trainings.  

 
 

II. LITERATURE OVERVIEW  
 
In case that management considers employees as a 

resource, the attention both of practitioners and theorists 
respectively is focused on the different approaches, policy 
and practice that are able to develop this resource and to 
convert it into new level of effectiveness and efficiency. E-
learning is one of the specific topics that attract attention 
and focus of the scientific discourse. Russian researchers 
probe maybe on of the most undisputable benefits of the 
corporate e-learning – the possibility to personalize the 
training. They focus on the specific situation when an 
employee changes its position in the company and 
obviously needs support, new knowledge and skills which 
e-learning could provide and elaborate a method for 
personalization of e-learning corporate training. As one of 
their observation, they claim: it is proposed to introduce a 
mechanism of individual educational paths into the 
company. As part of the construction of an individual path 
for an employee, a personal competency profile must be 
created that has already been earned, after which they are 
compared with the necessary competencies for a particular 
position. (Chunaev, Shikov; 2018). Turkish team of 
scientists explores namely the attitudes both of learners and 
managers in the process of implementation of e-learning in 
the corporate trainings. The researchers conducted a special 
study covering more than 100 big Turkish companies and 
as a result of the analysis they conclude: Findings show 
that most of these firms currently have a hesitant attitude 
toward this development. Through factor analysis, the main 
advantages for using e-learning in corporate training have 
been classified as employee commitment and motivation, 
convenience and accessibility, customization and 
outsourcing, and cost effectiveness while the disadvantages 
have been grouped as personal and organizational 
(Kimiloglu, Ozturan, Kutlu; 2017). Felli and Harris 
develop an interesting approach towards the trainings 
provided by the companies. They analyze at the same time 
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market provision of the specific company’s training and its 
inefficiency from an economic point of view. They 
conclude: However, the nature of the inefficiency depends 
on the balance between the two key components of 
training, namely productivity enhancement and employee 
evaluation. In the accelerated productivity-enhancement 
model, training results in an increase in productivity 
enhancement but no change in employee evaluation, and 
training is overprovided by the market. In the accelerated 
learning model, training results in a proportionate increase 
in both productivity enhancement and employee 
evaluation, and training is underprovided by the market. In 
both cases, turnover is inefficiently low (Felli, Harris; 
2018). Hagemeister and Rodríguez-Castellanos develop a 
theoretical model on the role of knowledge and trainings at 
work. Authors conclude the following: our model identifies 
factors for the successful adoption and sharing of 
knowledge. It shows that different kinds of knowledge 
acquired by training (specific or general) require different 
management strategies to secure investments in training, 
and also provides decision criteria on whether an 
investment in knowledge acquisition is helpful and how to 
improve its results. Carlisle, Bhanugopan and D'Netto pay 
attention on the work environment and its impact on the 
effective training. They conducted a survey with 486 
responders and confidingly claim, based on the data 
analysis, that the work environment plays an important role 
on the training sustainable effects. They consider the 
following: Results show that there are significant 
relationships between training effectiveness and work 
environment, training effectiveness and task performance, 
and work environment and task performance. In addition, 
work environment mediates the relationship between 
training effectiveness and task performance. Further, this 
study establishes the moderation effect that non-mandatory 
training has on the relationship between work environment 
and task performance (Carlisle, Bhanugopan, D'Netto; 
2019). Azevedo and Shane are interested in training 
programmes, which could help better employee’s 
performance and creativity. They have more specific point 
of view, dedicated to the development of personal cultural 
intelligence of employees. Scholars consider the following: 
cultural intelligence training program that combines the 
knowledge or cognitive aspect with meta-cognitive, 
motivational and behavioral aspects. It follows a 
pedagogical approach that balances traditional and 
experiential methods, and includes a number of unique 
elements, such as mindfulness and authentic leadership 
topics. Results from the pretest-posttest data analysis 
confirmed that while participants' cultural intelligence 
capabilities significantly increased after the training 
program, it also revealed significant improvements in 
participants' innovative work behavior… (Azevedo; Shane; 
2019).  

Botke, Jansen, Khapova and Tims present another 
interesting approach trough the help of the profound 
literature review. They analyzed the different training 
programmes and studies and focus on the key moment 
related to the soft skills and their not-easy transfer from 
training to real work. In this line they conclude: The 
transfer of training can be considered the Achilles heel of 
the training process. When trainees fail to use their new 

knowledge and skills on the job, training resources are 
wasted, and business results go unrealised. Research shows 
that the most problematic type of training transfer relates to 
soft skills training... Our review reveals that three groups of 
work factors influence the post-training transfer of soft 
skills: job-related factors, social support factors, and factors 
related to the organisational facilitation of learning. The 
effects of specific factors vary by transfer stage. Our 
review also suggests that future research should devote 
more attention to the stages of transfer and consider both 
the behaviours of supervisors at each stage and the use of 
transfer-enhancing interventions (Botke, Jansen, Khapova 
and Tims; 2018).  

Both practitioners and scientists also define gamification 
as one of the modern and useful tool for training that has 
potential to provide better employees individual and group 
results. For instance an international scholar team explore 
namely the direct impact, which gamification could provide 
in order to improve employees skills. They claim the 
following: Lean practices, because of their importance and 
effects on production processes, have contributed 
significantly to changes in the processes where they are 
successfully implemented, promoting the initiation of a 
process of cultural change within the organizations that 
have resulted in best practices in search of excellence 
operational. The combination of lean practices and the 
process of gamification enabled us to explore aspects 
related to the teaching-learning process through interactive 
and collaborative methods to boost knowledge of the teams 
and, so to speak, the organization (Pereira, Oliveira, Vieira, 
Lima, Paes; 2018). From the other point of view, but again 
with the benefits of gamification is the focus of lresearch 
presented by two scholars from Norway. They conclude the 
following: …addressing the potential of creating 
innovation-fostering environments in businesses through 
gamification techniques. It is argued that a practical way of 
doing so is through applying gamification concepts within 
Enterprise Systems, as they are in contact with all parts of a 
business... In this research, our main findings suggest that 
gamification techniques have the potential to create a 
bridge between the sociological and technical aspects 
within enterprises’ culture. In addition to the general 
scarcity of research on gamification for innovation, this 
study also addresses the lack of research regarding ethical 
issues when applying gamification concepts for enterprise 
innovation purposes (Humlung, Haddara; 2019). 

As a summary of the presented literature review it can be 
summarized that the various aspects of the big topic of 
corporate training occupies and will continue to be at the 
focus both of practitioners and theorists attention, as it is a 
tool in the hands of managers to directly develop the 
knowledge and skills of their employees. On the other 
hand, the interest of researchers looking for new ways of 
corporate learning through which training acquires new 
functions (beyond the direct benefits it brings - ie the 
acquisition of new knowledge and skills) - such as 
motivational functions, is quite logical and understandable.  
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III. CHANGING ENVIRONMENT REQUIRES NEW 

APPROACHES FOR BUSINESS DEVELOPMENT 
 

In order to survive from the strong competition, modern 
business should constantly offer something new and 
improve the goods and services that offers to the 
customers. In this sense, science is constantly developing 
new technologies that come precisely to support business, 
allowing it to offer a new product or service. However, for 
the whole process to happen, it is also necessary for the 
employees working in the given enterprise to be trained to 
use the new technical equipment effectively, for example.  

The following main prerequisites can be outlined, which 
determine the need for training of employees in the 
company: 

1. maintaining a high degree of competitiveness of 
the enterprise; 

2. maintaining a high level in terms of technologies 
used in the enterprise and in terms of technical 
equipment; 

3. development of knowledge and skills of the 
employees for use of these new technologies and 
equipment; 

4. maintaining and developing a high level of 
competence among employees;  

5. developing and maintaining a high level of 
motivation of employees, which is one of the 
necessary prerequisites for reducing staff turnover 
and improving work efficiency; 

6. development and maintenance of good collegial 
and team relations, in order to facilitate the work 
process by easily overcoming difficulties and 
disputes. 

The process of training prerequisites is graphically 
presented on fig.1. 
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Fig.1. Process of training prerequisites 

 

Corporate training could be considered as a necessity, 
initially outlined by the needs of the enterprise itself, but on 
the other hand this training is performed individually 
(depends on the employees personal performance) and in 
this sense it could be assumed that it also meets certain 
individual needs. Here comes the direct connection with 
the increase of the motivation of the employees, who have 
been trained in a concrete training, especially when they 
fully appreciate the necessity of this training for their 
personal career development. Therefore, it can be assumed 
that corporate training is a complex tool that 
simultaneously satisfies the needs of both the initiating 
business organization and its employees (fig. 2). 

However, in order for a training to be defined as 
successful, a number of factors must be considered at the 
management level. Of course, the main of these factors, 
when we talk about corporate training, is to improve the 
organisation performance in specific aspects or as a whole 
psition of the econmic sector. This main strategic goal of 
corporate training can be achieved through a 
comprehensive policy of the enterprise and the human 
resources development policy is an integral part of this 
policy. On the other hand, it should be borne in mind that 
the process of planning of specific event - training of this 
policy must also be very carefully assessed, analyzed and 
refined. 
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Fig. 2. Complex character of a corporate training  

 

Table 1. Different perceptions towards corporate training  

Company’s need of 
training 

(in general case) 

Managerial task to be solved Employees` perceptions for training 

Improvement of overall 
competitiveness of the enterprise 

Time and duration of the training 
(working days or not) 

Opportunities for career development 

Improvement of the 
efficiency and effectiveness of 
the enterprise 

Lecturer/ Lecturers – internal or 
external 

Acquiring of new knowledge and skills 
that could be prerequisites for new job 
position or increase the salary  

Improve service and products 
offered for clients 

Provider of training – external 
training company or internal unit  

Opportunity for change the established 
habits for a concrete period of time – during 
the training  

Improvement of company’s 
public reputation (as an 
organisation with good policy 
for human resource development 
of the employees ) 

Certificates – needs of covering 
some level of knowledge and/or 
skills that have to be certified  

Opportunity of meeting colleagues from 
different organisations and countries – a 
chance to develop professional reputation 
and relationships  

Improvement of employees 
motivation 

Place –at work or on the special 
place has to be conducted the training 

Decrease the risk of getting fired (in 
case that management invest in your 
personal development) when some 
employee has specific certificate, 
respectively acquired knowledge and skills 

Decrease level of staff 
turnover 

Identifying the right persons from 
the companies that have to be at this 
concrete training 

Increase motivation (especially when 
the training bring a lot of personal benefits 
of the employees) 

Improvement of team work 
and team efficiency 

Organizing the working process 
in a way that the absence of the 
employees – participants of the 
training does not interfere the normal 
working process at the company 

Personal professional development 
which allows to be more competitive on the 
labor market 

Improvement of relationships 
and informal communication 
that support working process 

Integration of the acquired skills 
and knowledge from the training to 
real practice 

Certificated trainings are good 
opportunities of symbiosis between 
company’s and employee’s needs 
(organisation invests finance and employees 
invests efforts to learn) 

Build good culture 
organisation internal climate 

Maintenance of the results and 
impact of the acquired skills and 
knowledge from the training as a 
integral part of the working process 

Internal benefits of the training could 
convert participant to a new leader of 
opinion for the concrete unit and/ or team 

 
 

Corporate needs of new 
knowledge and skills 

Individual employees 
needs of new knowledge 

and skills 

Corporate training Individual results at work 

Company’s performance 
(level of improvement) 
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Organizing a corporate training, which is part of the 

overall policy of the corporation for human resources 
development, managers are actually faced with many 
challenges that should be addressed at the level of planning 
and organizing specific training. On the one hand, the 
overall training should be organized in such a format that it 
does not interfere with or hinder the actual work process in 
the organization. On the other hand, the format of training 
must be chosen so as not to be at the expense of the quality 
of knowledge and skills acquired by employees. In this 
sense, the correct timing and format play a very important 
role in the impact that the training will have on the 
competitiveness of the enterprise and whether it will fulfill 
the objectives for which it was conducted. As routine and 
trivial as these questions may seem, if a training has the 
wrong timing and format, it would drastically reduce the 
results expected of it. Therefore, already at the planning 
stage, managers must have a clear idea of the following 
basic parameters that form the design of training: 

1. Real needs of a company from this concrete training. 
Before even planning a form of the given training, 
managers must have a clear argumentation, supported by 
specific data and analysis, that such training is really 
needed in this particular situation. If this analyzes and data 
unequivocally support the need for training, only then they 
can proceed further to the preparatory phase of training. 

2. Time and duration of the training - The time and 
duration of a corporate training can be considered as a 
direct dependence on the complexity of the knowledge and 
skills that must be acquired by employees. Of course, 
managers in most cases will try to increase the 
effectiveness of training by minimizing costs, but on the 
other hand - here the quality of the learning process must 
not be compromised. The time interval of the training 
depends to a large extent on the chosen format. If the 
training takes place outside the building of the 
organization, in a completely different place even outside 
the city, with the employee detached from the work 
process, then the time interval should be positioned in the 
most active and favorable for learning hours, in most cases 
from 9 to 18 o'clock. Of course, this time interval must be 
planned with the appropriate breaks, again consistent with 
the complexity of the knowledge and skills that have to be 
acquired by employees. Here one of the most difficult and 
tricky points in the planning is on what principle it is 
determined whether the training will be taken out of the 
office / city, ie. whether a break from the normal work 
process is required or whether the employee can go through 
such training after working hours or on weekends.  

3. Lecturer/s – internal or external - the answer to this 
question in most cases seems much easier than the previous 
one, related to the time and duration of training. In the 
general case, the reasoning is that if the organization has an 
employee, who has the necessary knowledge to be a 
lecturer on this particular topic, it would be logical to use 
his competence to conduct the training. On the other hand, 
there are several main risks associated with such a choice - 
in the first place, the possession of specific knowledge does 
not automatically make you a person who can conduct 
training. In order to be a lecturer, it is necessary to have a 
set of additional skills related to the way of presenting 

information, sensitivity to the audience and its needs 
patience, taking into account the level of the audience for 
which this information is intended, etc. Last but not least, 
the specific internal company relationships should be taken 
into account in the process of identification the proper one 
lecturer of the concrete training. If the person chosen to 
lead the training as an internal lecturer does not have 
enough generally accepted expertise in this field by the 
majority of the participating employees, then they will not 
make any effort at all to this training. Therefore, if the 
management chooses an internal lecturer for the 
organization, it must have an intact and undisputable 
professional reputation among other employees. The choice 
of an external lecturer for the organization also hides its 
risks, mainly due to the lack of a sufficiently in-depth idea 
of the specifics of the business organization initiating the 
training. 

4. Provider of training – external training company or 
internal unit. The answer to this question could be 
cnsidered as a result of the previous element, but on the 
other hand, even in the presence of an internal lecturer for 
the organization, the training could be organized through 
an event management company. As a general rule - there 
are two basic approaches - either the training, with all 
including logistical details, is organized by the human 
resources development unit of the company, or the unit 
assigns the organization and conduct to an external 
company. The decision depends on one side on the size and 
capacity of the company's human resources development 
unit - if it has limited capacity, then it can move to the 
involvement of an external organization to conduct the 
training. 

5. Identifying the right participants of the training - 
one of the main tasks of the managers is to determine 
exactly which employees need to participate in this 
training. Here the difficulty stems from the tray on the one 
hand to identify the right emplyees (in terms of numbers, 
positions etc.) who need this training - for example, when 
implementing new machines it is clear that the people 
working with them have a direct need to be trained for the 
job. On the other hand, if the training takes place outside 
the workplace, then again the need for continuity of the 
work process remains in force. In any case, if a larger 
number or all employees need to go through a training, a 
schedule of both the training and the work process is 
needed to be communicated to the employees. 

6. Integration of the acquired skills and knowledge 
from the training to real practice - this aspect of training 
requires, to the greatest extent, the direct intervention of 
managers. Given the specifics of the new acquired 
knowledge and skills, it is possible that some employees 
could be not willing with their integration as part of the 
working process for one reason or another. In this sense, 
the direct management decision is necessary condition to 
turn the acquired knowledge and skills from training into a 
sustainable practice within the working process. The 
process of acquisition and integration of the new 
knowledge and skills in the working process is graphically 
presented on fig. 3. It could be considered that this peocess 
has cyclic character.  
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Fig. 3. Integration of new knowledge and new skills in the working process 

 

At the individual level, the benefits of training can be 
considered in several main directions, the most important 
of which is the opportunity provided by the training for 
career development. The acquisition of new knowledge and 
skills, some of which can be certified, could be considered 
as a requirement for a new and better position in the 
organization. On the other hand, there are many cases in 
which, even in the absence of moving from one position to 
another, management increases the remuneration of the 
individual employee after he has managed to certify some 
of the knowledge necessary for the development of the 
work process. Something more – with the specific training 
the employee decreases the risk of getting fired (in case 
that management invest in the personal development, this 
employee becomes more valuable for the management 
especially with these acquired new knowledge and skills). 
On the other hand, these acquired new skills and 
knowledge allow the employee to be more competitive not 
only in the respective organization, but also on the labor 
market, as the results of the completed training are his 
personal merit. The practice of companies should be 
commented here, especially in the IT field, which, 
financing a training that requires significant financial 
resources and in most cases conducted by international or 
foreign organizations, require from these employees to 
make a written commitment that they will remain to work 
in this company for a certain period of time. This practice 
is quite controversial from the point of view of ethics. 
Understandably, the desire of the management of this 
company to guarantee its investments made in the training 
of specific employees. Taking their personal certificate in 
hand, these employees actually have the opportunity to 
move to a competing business organization the next day. 

This is the logic of the management, which requires such a 
written promise that an employee in whom they have 
invested significant funds for a specific period of time will 
continue to work in the same company. However, the 
interests of the employee concerned who has undergone 
such certification training should also be protected. 
Therefore, the management must look for the different 
approach and different tools through which to try to attract 
an expert with such a high qualification. 

The social side of the training should also be assessed by 
the management as one of the indirect benefits for the 
participants in a training. When we consider a training, 
conducted by respectable international or foreign 
organisation, where the selection of the potential 
participants is strongly limited, then the choice of the 
management for the participant of this training could and 
will bring now increased level of motivation of the chosen 
one employee. Something more: internal benefits of the 
training could convert participant to a new leader of 
opinion for the concrete unit and/ or team. Soft skills such 
as an opportunity of meeting colleagues from different 
organisations and countries could be considered as a 
chance to develop professional reputation and 
relationships.  

 

CONCLUSION 
 
Corporate training is an important and integral part of 

everyday business. The more the employee is at the center 
and focus of the competitiveness of this business, the more 
his professional development is perceived as a key feature, 
the more these trainings will be in the main policy of the 
business organisation. On the other hand, corporate training 
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is a complex means of symbiosis between the corporate 
needs and the individual capabilities of the concrete 
employee. Undoubtedly arising from the needs identified 
by the management of the corporation, they still depend 
entirely on the ability of individual employees to acquire 
new knowledge and skills. Thus, in this interesting process, 
initiated by the management of the business organization, 
realized on a personnel level through the efforts of the 
individual employee, it can be commented that the effect is 
twofold. On the one hand, first of all, this is the acquisition 
of new knowledge and skills by the concrete employee, and 
on the other hand - this is the impact that these new skills 
and knowledge have as benefits for the company. In order 
to organize a corporate training, serious preparation and 
good planning is needed to ensure the management of the 
organization that the goals for which it is conducted will be 
achieved. The elements that shape the design of training 
should not be underestimated, given the fact that they can 
hinder or directly intrude the achievement of training 
objectives. 
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