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Abstract
This research studied changes in technological innovations and demographics directly affecting careers of which training and
development for employees and organizations were important. Locus of control and self-efficacy were studied to confirm individual
characteristics that determine training effectiveness. Social cognitive theory was used to explain behavioral change in organizations
with regard to training effectiveness. The research applied a quantitative method by using a structured questionnaire. Multiple
regression analysis was used to explore predictors on training effectiveness. The respondents were 19 employees in service industries,
including real estate and the construction business. The results confirmed that internal locus of control and self-efficacy were positive

predictors on training effectiveness of employees in Thailand. The standardized regression coefficient represented significant predictors

of responsibility attribution B = 0.443 and B =0.260; P < 0.05 for internal locus of control and self-efficacy, respectively. The
positive relationship on internal locus of control, self-efficacy and training effectiveness indicated the ability to manage people who
had high self-efficacy to participate in training and development program. Future research can study more details regarding other

individual characteristics and further relationships between internal locus of control and self-efficacy in different dimensions.
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Introduction

The rapid growth of business operation is a trend of global business competitiveness. Well-prepared
organizations tend to acquire greater benefits than their competitors do. Organizations adequately equipped with a
strategy are better able to secure their position in the market whereas those without any adequate strategy are more
likely to have difficulty in securing their position in the market. A key element of an organization’s competitive
advantage therefore lies in its human resources (Lado & Wilson, 1994), and their management systems review
the recruitment process as a way to obtain advantage.

As particular skills are required in each career role, organizations attempt to update the skills of the labor force.
People who are willing to learn new things will gain advantages and better performance (Brown, 2002). The
World Economic Forum (2018a) studied the changes in technological innovation and demographics directly
affecting careers, which is rapidly evolving in the workforce. In addition, changes in technological innovation and
demographics also can influence future career paths. Consequently, the research also revealed the amount of time
that most organizations invested in enhancing skills and capabilities of the workforce in various industries.

How much a company spends on training and the development of employees in organization varies greatly.
Some organizations spend much money on training but receive little in terms of benefits. Other organizations delay
the implementation of routine training as part of a scheduled long-term plan. One of the major reasons is that the
training and development budget continues to affect organizations (World Economic Forum, 2018a). Although
the outcome of training remains unclear, a continuing employee development plan should be implemented (Elnaga
& Imran, 2013). Consequently, it is necessary to emphasize the importance of training and development and its

benefits to employees and organizations (Jehanzeb & Bashir, 2013). In addition, a clarification of the term
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‘worthwhile investment’ in training and development is important. Also, the objectives and expected outcomes
must be clearly identified.

Fitzgerald (1992) highlighted the importance of training and development for individuals who want to improve
their skills and knowledge. In his research, two key words “training” and “development” were studied. The
attainment of knowledge and skills required for the present time is defined as training while the attainment of
knowledge and skills for present and future development is defined as development. It is necessary for individuals
in organizations to prepare, and be prepared, for new challenging tasks. Elnaga & Imran (2013) also supported
the idea that employees in an organization need to be equipped with updated skills to optimize their capabilities.

Furthermore, the World Economic Forum (2018b) studied the action plans for solving the skills and knowledge
gap in industry. The study also focused on employee capabilities in infrastructure and urban development (IU)
which includes hospital, schools, roads, railways, and housing and commercial real estate. The findings revealed
high demand for labor in the industry. Similarly, Thailand Professional Qualification Institute (Public Organization)
(2019) highlighted required competencies for service industries in Thailand. According to its criteria, many related
professional qualifications and professional standards are relevant to service industries. In addition, property
management, the real estate business and construction are classified as service industries. Moreover, three relevant
professional standards are allocated to service industries (e.g. World Economic Forum’s classification) (World
Economic Forum, 2018b). The professional standards will increase benefits by enhancing career opportunities in
the future. Their skills meet not only demands for labor in the market, but also national professional standards.
Consequently, it is interesting to explore the need for training among employees in service industries.

1. Research Questions

There are questions on positive outcomes of investment in human capital that enhance employees’
capabilities (World Economic Forum, 2018a). Thus, organizations are still reluctant to spend money on training
and development for employees to enhance their capabilities. However, organizations are aware of various
significant factors that determine training effectiveness. An in-depth analysis of influential factors should be
conducted (Jehanzeb & Bashir, 2013). Previous researchers conducted multidimension of training effectiveness.
However, some factors need to be clarified. The contemporary issues studied in recent days consist of individual
and organizational contexts. Both individual and organizational factors have been studied in training effectiveness
research (Mathieu, Tannenbaum, & Salas, 1992). However, other research in training effectiveness pays more
attention to individual contexts. Noe (1986) revealed that individual characteristics can vary training outcomes.
It is interesting to explore individual contexts in variety of situations and environments. Therefore, there may be
other gaps regarding individual characteristics in terms of the relationships between variables (Chiaburu & Tekleab,
2005).

This current research attempts to identify individual characteristics that determine training effectiveness for
employees in service industries, including real estate and construction business (World Economic Forum, 2018b;
Thailand Professional Qualification Institute (Public Organization), 2019). It also attempts to test hypothesis of
locus of control and self-efficacy that have positive influence on training effectiveness.

2. Research Objectives

This research attempts:

1. to explore individual characteristics that influence training effectiveness for employees in service

industries including the real estate and construction businesses in Thailand
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2. to examine individual characteristics such as gender, age, education, type of work and working years
3. to confirm whether internal locus of control and self-efficacy are able to predict training effectiveness
3. Social Cognitive Theory

Bandura (1989) extended social cognitive theory to include the learning perspective of an organization.
Social cognitive theory or social learning theory means exploring the psychosocial functioning of the organization.
Organizational performance, in turn, reflects the effectiveness of social learning. Figure 1 shows the reciprocal
causation of individuals including behavior (B), cognitive and other personal factors (P) and external environment
(E), where there are major cause and effect relationships between the variables. Thus, individuals will perform

differently according to different situations (Bandura, 1989).
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Figure 1 Schematization of the Relationships between Behavior (B),
Cognitive and Other Personal Factors (P) and the External Environment (E) (Bandura, 1989)

Social cognitive theory can be investigated by mechanisms of personal agency in the causal interaction
platform. Self-efficacy is a factor in behavioral theory, and it is believed to affect an individual’s perception of
situations (Bandura, 1989; Maddux, 2002), as humans perform and react differently in different situations
(Bandura, 1982; Lunenburg, 2011). Bandura & Schunk (1981 ) initially characterized self-efficacy in the social
learning context as the individual’s ability to manage assignments to achieve anticipated outcomes (Bandura,
1986). Social learning perspectives can be demonstrated in learning and development activities. Therefore, self-
efficacy is often a part of learning approaches (Bandura & Schunk, 1981; Bouffard-Bouchard, 1990).

Furthermore, locus of control is a factor that is often included in social cognitive research. The concept of
locus of control includes internal and external locus of control (Rotter, 1966). Locus of control plays a significant
role in human behavior (Noe, 1986 ). Internal—external locus of control demonstrate causal effects of achievements
in development activities. Fundamentally, internal locus of control represents how individuals possessing such an
attribute believe in their capabilities and rely less on other external factors (Rotter, 1966). It is believed that locus
of control has practical implements in organizations, and individuals who are willing to learn and develop their
skills in complex learning contexts will be recognized (Rotter, 1966; Noe, 1986; Steensma & Groeneveld,
2010). Furthermore, Rotter (1966) concluded that locus of control is a permanent individual characteristic in
learning situations. This is an important factor that has an impact on training effectiveness. The grounded theory
of social cognitive will be implemented as theoretical framework. The learning and development activity can be
observed among triadic relationships of behaviors, personal factors and external environments. This current research

attempts to explore individual contexts and behavioral changes in different environments.
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Research Methodology

1. Respondents, Sampling Procedures and Data Collection
The total number of respondents in this research was 191. All respondents currently work in service
industries including real estate and construction businesses. The research applied the convenience sampling method
by distributing online structural questionnaires (Maurer & Lippstreu, 2008). The online-structural questionnaire
was distributed to representatives of 10 local professional real estate companies in Thailand. Then, the
representatives helped disseminating to their members by voluntary choice. All of them were completed by the
respondents in service industry within one month.
2. Research Instruments
A quantitative method was applied by using a structural questionnaire in this research. All questions were
related to the predictor variables of training effectiveness in social cognitive theory. The locus of control contains
twenty-six dimensions developed by Rotter (1966 ) to determine the degree of internal / external locus of control.
The self-efficacy was represented by 17 dimensions developed by Sherer et al. (1982). The components of
training effectiveness are nine dimensions of the intention to transfer knowledge and skills developed by Facteau
et al. (1995). The items were measured using a five-point Likert scale. The measure of internal consistency of
five-Likert-Scale item have been confirmed. The Cronbach’s alpha reliability statistics were reported 0.715,
0.723 and 0.911 for locus of control, self-efficacy and training effectiveness, respectively.
3. Statistical Treatments
Multiple regression analysis was used to explore predictors of training effectiveness (Ho, 2013).
The social cognitive theory was employed to select the predictor variables for internal locus of control and self-
efficacy (Rotter, 1966; Noe, 1986; Bandura, 1989). The research relied on statistical criteria to establish the
statistical regression model. The stepwise regression method was applied and based on significant statistical criteria

(Ho, 2013).
Results

Table 1 presents the predictor variable results for training effectiveness. The individual characteristics factors
included gender, age, education, type of work, working years, internal-external locus of control and self-efficacy
to test the association with training effectiveness. The two individual characteristics predictors for internal locus of
control and self-efficacy were confirmed to influence training effectiveness. The hypothesis is therefore supported
as it was revealed that internal locus of control and self-efficacy influenced the training effectiveness of employees
in the selected service industries. To examine the standardized regression coefficient, Table 1 shows the significant

predictors of responsibility attributes (P < .05). Consequently, Table 1 shows the standardized coefficient

B = 0.443 and B = 0.260; P < 0.05 for internal locus of control and self-efficacy, respectively.

Table 1 Regression Analysis of Predictor Variables

Predictor B
Standardized Regression Coefficient
1. Internal LOC .0.443
2. Self-efficacy 0.260

Note: B = Standardized Regression Coefficient P < 0.05
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Furthermore, particular model presented in Table 2 is confirmed. Model 1 represents the internal locus of
control variable that accounted for 32.1% of the variance (R square). Model 2 presents an R square change of
0.052 when the self-efficacy variable is added. The additional entry of self-efficacy increased the explained
variance in the variable responsibility attribution from 32.1% to 37.3%. The research used value to represent

unstandardized coefficients. The prediction equation would be

where; Y’ = -0.451 + 0.671X, + 0.420X,
Y = The Predicted Training Effectiveness
X, = Internal Locus of Control

X, = Self-efficacy

Table 2 Model Summary

Model Predictors (Constant) R Square Adjusted R Square R Square Change
1 Internal LOC .321 317 .321
2 Internal LOC and Self-efficacy .373 .366 .052
Discussion

The results confirm previous research that studied the influence of individual characteristics on training
effectiveness (Rotter, 1966; Noe, 1986; Facteau et al., 1995; Steensma & Groeneveld, 2010). Furthermore,
the significant predictors of the responsibility attribution (P < .05) of internal locus of control and self-efficacy
represent the strength of the prediction model. Thus, the standardized regression coefficient indicates the strength
of prediction equation (Ho, 2013)

1. Internal Locus of Control and Training Effectiveness

Internal locus of control shows a significant independent relationship with training effectiveness. The beta
weight of internal locus of control was B = 0.443, which indicates a strong relationship with training effectiveness.
This shows that individuals with an internal locus of control have strong intentions to finish their tasks. Therefore,
people with an internal locus of control tend to accomplish learning development activities (Rotter, 1966; Noe,
1986; Steensma & Groeneveld, 2010).

2. Self-Efficacy and Training Effectiveness

The beta weight of self-efficacy was B = 0.260 which indicates a strong relationship with training
effectiveness. Self-efficacy is a significant component of the learning perspective. In many dimensions, self-
efficacy includes personal beliefs. In particular, abilities and capabilities that affect cognitive learning outcomes
affect self-efficacy in training and development (Elnaga & Imran, 2013). As a result, the positive relationship of
self-efficacy and training effectiveness indicate the ability of the right people who have high self-efficacy to
participate in training and development. Furthermore, individuals with a high degree of self-efficacy tend to acquire
new knowledge and skills acquisition through training and development activities (Smith, 1989; Lunenburg,
2011).

The overall results reveal individual context in multidimensions. This current research affirms individual
context in different environments. However, locus of control and self-efficacy demonstrate different outcomes in
the context of life experience and environment ( Smith, 1989). The worthwhile of research outcomes can be

demonstrated in learning and development activity. Furthermore, internal locus of control and self-efficacy can be
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implemented widely in energetic organization. This confirms that internal locus of control and self- efficacy

influence training effectiveness in an Asian context.
Conclusion and Implications

The research confirms that internal locus of control and self-efficacy are positive predictors of training
effectiveness in the selected service industries (World Economic Forum, 2018b; Thailand Professional
Qualification Institute (Public Organization), 2019). From a theoretical point of view, the particular confirmatory
model for training effectiveness is supported by social cognitive theory in an Asian context (Bandura, 1986).
Moreover, the results present self-efficacy and internal locus of control, respectively. Self-efficacy plays
significant roles in coping skill of training. A stronger degree of personal beliefs, a stronger degree to attain the
goal of a training program. The internal locus of control drives employees to have strong intention to complete the
goal. The goal of a training program will be accordingly achieved. In Thailand, internal locus of control and self-
efficacy are essential individual characteristics that determine the effectiveness of employee’s learning and
development activities. Internal locus of control significantly yields better outcomes in knowledge acquisition.
Employees with a strong internal locus of control believe in their abilities and invest time and money in enhancing
their capabilities (Steensma & Groeneveld, 2010). Furthermore, self-efficacy represents one’s own capability in
certain situations (Bandura, 1982; Bandura, 1986; Lunenburg, 2011 ). From a social learning perspective, self-
efficacy allows an employee to deal with tasks in different situations. The association of internal locus of control
and self-efficacy can strongly determine the anticipated outcomes. Thus, training effectiveness will a positive
outcome.

1. Managerial Implications

Training and development are part of the human development process (World Economic Forum, 2018a)
and critical in the development of organizational activities. This is a highlight of human development process
(Schwab, 2016). In addition, the investment in human capital can be enhanced with prior employee selection as
the right learning-oriented employees with internal locus of control can be selected. Employees with a strong
determination to improve their knowledge and skills will appreciate the training and development opportunities
(Maurer & Lippstreu, 2008; Steensma & Groeneveld, 2010). Moreover, it is good to promote career planning
by offering training opportunities as employees who believe in their abilities and capabilities will positively respond
to training and development activities.

2. Future Research

According to Tantanawat (2019), training and development have a positive association to perceived job
performance in real estate and relevant industries. Therefore, it is advisable to examine an Asian context in the in—
depth analysis of training effectiveness, and this current research could be extended as empirical research with
theoretical support. Moreover, as the study aimed to confirm the positive impact of internal locus of control and
self-efficacy on training effectiveness in particular industries in Thailand, the conceptualized model can be applied
in various industries in the country. More generalization will fulfill in training effectiveness field. Other individual
characteristics probably affect training effectiveness research such as attitude and personal traits. Future research
can study these in more detail. With regard to the impact of internal locus of control and self-efficacy on training

effectiveness, it is interesting to study further relationship on these factors in different dimensions.
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