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ABSTRACT

This study investigated the significance of the training provided to the human resources (HR) in the
medical faculties of Duhok University from the perspective of the administrative staff in those faculties.
By adopting quantitative and descriptive-analytical approaches, the researcher could meet the intended
objective. The population is represented in all the human resources working at the medical faculties of
Duhok University. As for the sample, it was chosen randomly from the administrative staff working in the
medical faculties at the targeted university. Those faculties include faculty of medicine, faculty of
dentistry, faculty of veterinary medicine, faculty of nursing, faculty of medical sciences, and faculty of
pharmacy. To be specific, after the researcher designed the questionnaire based on the relevant studies,
she used Google form and created a link to allow the sample to access the questionnaire. Then, she
uploaded the link to Facebook pages. The questionnaire forms were filled out by 84 employees from the
administrative staff. Thus, 84 forms were analysed. After administering the collected data to SPSS
software and analyzing it, it was found that the training provided to the human resources in the medical
faculties of Duhok University is deemed significant and effective from the perspective of the
administrative staff at those faculties. In addition, training HR leads to expanding the HR knowledge and
improving their problem-solving skills. It also reduces the costs incurred by Duhok University and the
duration needed for doing tasks by HR. In addition, it supports the process of meeting the goals of Duhok
University and implementing its policies and strategies.

KEYWORDS: Training, human resources (HR), the medical faculties, administrative staff, human resources
development (HRD)

1. INTRODUCTION

Resources in  organizations include
physical, financial and human resources
(HR). All those resources play a major and
significant role in enabling organizations in all
sectors to achieve success. HR can be defined as
all the members of the staff working and doing
tasks in the organization. Although researchers
offered much attention to all the organizational
resources, HR are the ones that received the
greatest attention by researchers amongst the
organizational resources. That is because HR
affect numerous things in organizations. For
instance, HR affect the quality of the services
delivered to the customers. That’s because
having much expertise and advanced skills by
the HR shall lead to raising the latter quality.
Many developments have been witnessed
during the twenty first (21*) century in the field
of technology (Al-Derbash and Abed, 2017; Al-
Derbashi, 2017). Such developments include:

social media, ipad, laptop and etc.. (Alderbashi,
and Khadragy, 2018). To allow the HR to keep
up with such developments and due to the
significance of HR, HR must be provided with
effective and sufficient training in an ongoing
manner. Training human resources (HR) is
considered the most important activity carried
out by organizations. That’s because training HR
enables organizations to achieve success and
sustainable development. That’s because training
HR shall allow the HR to carry out the
operations  effectively,  solve  problems
effectively and make effective decisions
(Elrshaidy, 2018).

Training is one of the important functions of
human resources development (HRD). HRD can
be defined as the activities and functions carried
out by the HR department, such as: rewarding,
recruitment, appraisal, training and development
(Piwowar-Sulej, 2021). Training HR serves as a
long-term investment from the perspective of the
owners and managers of organizations. That is
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because training HR contributes to raising the
amount of knowledge possessed by HR and
developing their skills. That shall positively
affect the overall performance of organizations
(Yas, 2013). The process of training HR consists
from several elements. Those elements are: (the
trainer, trainee, academic material, and training
method). The academic material may address
certain pieces of information (including facts,
theories, and concepts) (Hamad and Jabloob,
2020).

In addition, training has several goals. The
main goals sought from training are represented
mainly in enhancing the trainees’ capabilities,
behaviours and attitudes, providing them with
new skills, and expanding their knowledge. The
goals sought from each training course must be
identified and set clearly to achieve positive
outcomes (Hamad and Jaloob, 2020). In
addition, it’s necessary to identify the training
needs of the targeted staff to achieve the
intended positive outcomes (Mousa, 2019).
Identifying the training needs before training HR
was emphasized by many researchers, such as:
Aljbour (2021).

Training HR is very significant due to its
numerous positive effects. For instance, it
contributes to enhancing the HR skills in
observation. Developing the observation skills of
HR is needed because there are several
performance measures that must be observed
regularly by HR. To add more, training HR
contributes to raising the HR motivation level
towards learning and acquiring new skills and
knowledge. That’s because training usually aim
at simplifying the delivered knowledge or skill
and making the learning process more enjoyable
for the trainees. Thus, trainees shall perceive the
acquisition of knowledge (or the development of
skills) as something enjoyable and easy (Hamad
and Jaloob, 2020).

To add more, training HR also raises the
extent of retraining the acquired information due
to the trainees’ positive interaction with the
trainers and the other trainees. In addition, it
maximizes the trainees’ understanding for the
targeted information through the use of effective
training strategies. Such strategies usually aim at
simplifying  information and make it
comprehensible (Hamad and Jaloob, 2020).
Training HR positively affects the satisfaction of
the targeted customers in organizations. That’s
because having expert HR shall make the
customers satisfied with the quality of the

services and the way of delivering the services to
them (Kabene et al., 2006).

Training HR contributes to expanding the
knowledge of human resources. Expanding their
knowledge shall improve their ability to work,
do tasks, and raise their performance level. It’s
necessary to expand the knowledge of HR
through training because knowledge is always
updated and increasing in all the fields of
knowledge due to the emergence of the modern
technologies (Yas, 2013). In addition, training
HR enables managers to identify the creative
potentials and talents of the subordinates,
because training managers allows managers to
identify the strategies that can be used for talent
detection.

Training HR also contributes to improving
the decision-making skills of HR. Thus, it
enables HR to make wise and effective decisions
that lead to achieving positive organizational
outcomes. In addition, it improves the problem-
solving skills of HR, because training allows the
HR to analyse potential problems and identify
the way of addressing them effectively. It also
contributes to providing HR with leadership
skills. The latter skills are needed for managing
teams, and having positive interaction between
managers and subordinates.  Furthermore,
training HR raises their level of productivity,
because it allows HR to do the tasks effectively
through using advanced strategies and methods
that consume less amount of time (Elrshaidy,
2018). It also enables organizations to achieve a
competitive advantage, because training allows
HR to create knowledge and come up with new
products that differ from others’ products in the
market (Altaher, M. and Abed Al-Jaleel, 2021)

There are various methods for training HR.
Such methods include: the lecturing method.
Through the lecturing method, a presentation
shall be held before the trainees to provide them
with knowledge, including factual knowledge.
The second method is represented in conducting
a case study. It is represented in presenting a
certain model activity in front of the trainees and
then, asking them to carry out this model activity
by themselves. It is based on observation and
learning. It aims to identify the weaknesses of
each employee and eliminate such weaknesses.

The third method is represented in role
playing. It is represented in presenting a certain
imaginary scenario and then, asking the trainees
to act to show the way they would handle the
presented scenario. After that, a discussion shall
take place to discuss the mistakes that were
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committed by the trainees. The latter method is
based on observation. The fourth method is
represented in holding conferences, and
symposiums. Through holding a conference or a
symposium, an organized meeting shall be held
based on a specific agenda in order to discuss a
specific topic and present information (Hamad
and Jaloob, 2020).

The researcher of the present study believes
that training HR plays a key role in developing
the performance, efficiency and production of
HR and organizations (including universities).
She also believes that there must be training
courses that aims to encourage HR to comply
with ethics as added by Aljbour (2020).
According to the researcher, offering much
attention to training the HR working in
universities shall lead to fostering the economic
growth of countries and offering educational and
administrative services of distinguished quality.
That shall lead to providing the labour markets
with graduates who received education of
distinguished quality.

In this regard, the researcher believes that
conducting studies for examining the attitudes of
HR staff in universities towards training is
essential to meet the gaols intended from
training and improve the quality of university
education. Conducting such studies is highly
needed, especially in developing countries, like:
Irag. Refraining from conducting those studies
shall hinder the administrations of universities
from identifying the gaps and weaknesses in the
offered training. Therefore, the problem of this
study lies in the following question:

(What is the significance of the training
provided to the human resources in the medical
faculties of Duhok University from the
perspective of the administrative staff at those
faculties?)

2. OBJECTIVE

This study investigated the significance of
training human resources in the medical faculties
of Duhok University from the perspective of the
administrative staff at those faculties

3. QUESTION

This study offered an answer to the question
below

What is the significance of training human
resources in the medical faculties of Duhok

University from the perspective of the
administrative staff at those faculties?

4. SIGNIFICANCE OF THE STUDY

The significance of this study can be
attributed to the reasons below
- This study promotes awareness among the
managers and owners or institutions - including
higher educational institutions — about the
significance of training employees and the
methods that can be used for training them. Such
methods include: lecturing, conferences,
workshops, symposiums and etc..
- This study provides researchers in various
fields of business with an instrument that can be
used to assess the effectiveness of the provided
training in any sector, or institution
- This study fills a gap in the literature related to
training HR in Iragi universities and
organizations.
- This study provides recommendations that lead
to improving the quality of HR training. It also
provides suggestions for researchers

5. LIMITS AND LIMITATIONS

-Spatial limits: The investigation in this study
targets the medical faculties of Duhok
University

-Temporal limits: The data was acquired from
the sampled administrative staff during the
period (December, 2022 — January, 2023).
-Human limits: The investigation in this study
targets the human resources in the medical
faculties of Duhok University.

-Limitations: The researcher believes that results
in this study shouldn’t be generalized. That’s
because the results may differ in case the
instrument type, or sample size or type changed.

6. DEFINITION OF TERMS

6.1. Theoretical definitions:
-Human resources: This term refers to all the
members of the staff working in the organization
(Kabene et al., 2006)
-Training: This term refers to ‘’the knowledge,
experience, or condition acquired by one who
trains’’ (Meriam Webster Dictionary, 2023)
6.2. Operational definitions:
-Human resources: They are all the members of
the staff working in the medical faculties in
Duhok University in Iraq
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-Training: It refers to the knowledge, experience,
or condition acquired by one who trains the
human resources at the medical faculties in
Duhok University in Irag. The attitudes towards
the effectiveness of this training is measured
through the questionnaire in this study.

7. THEORETICAL FRAMEWORK

Training is considered very important in
organizations. For instance, it contributes to
promoting a better understanding for theoretical
knowledge. That’s because training provides the
staff with examples that illustrate the theoretical
knowledge they acquired. In addition, training
motivates employees to learn more, because it
presents knowledge in a simple manner
(Katajavuori et al., 2006). In addition, it leads to
improving attitudes, and skills and expanding
knowledge. It leads to making positive changes
to performance due to improving their skills. It
enhances the employees’ morale. It enables the
employees to comply with standards. It
positively affects the satisfaction of employees
with their jobs. That’s because training offers
self-development opportunities (Karim et al.,
2012)

Training HR contributes to raising the level
of organizational loyalty, because it contributes
to promoting positive attitudes towards the
organization (Ekhmaili, 2014). It promotes
creativity and a sense of innovation in
organizations, because it introduces new ideas
that allow the HR to develop in order to offer
new ideas, suggestions, and services. It provides
HR with practical and theoretical knowledge. It
leads to raising the productivity level of HR,
because it introduces new strategies and
techniques for doing the tasks with dedicating
less time and effort. It improves the decision-
making skills of HR, because it provides HR
with knowledge about the strategies of making
effective decisions. Furthermore, it leads to
improving the problem-solving skills of HR,
because it allows HR to get acquainted with
various types of potential problems and examine
the way of addressing them (Elrshaidy, 2018).

In addition, training HR plays an important
role in raising the organizational loyalty and
sense of belonging. That’s because training HR
aims to create psychological bonds, between the
subordinates and their managers. In addition,
training positively adjusts the trainees’
behaviours through allowing them to find the

shortcomings in their behaviours and address
them (Elrshaidy, 2018).

Islam (2016) adds that training HR enables
the organization to acquire a competitive
advantage. Abdelhamied (2019) adds that
training HR contributes to raising the
satisfaction level of customers. It also leads to
improving the quality of the services offered by
organization. That is because providing
employees with new skills and knowledge shall
enable them to provide the services in a better
manner that meets the expectations and needs of
the customers. In addition, training HR
positively affects the behavioural intentions of
customers. Such intentions include: the intention
to re-purchase the service or product
(Abdelhamied, 2019).

Training HR leads to raising the ability of HR
to adapt with the workplace environment,
because it contributes to strengthening the bonds
between employees. It leads to developing HR
and addressing the weaknesses they have. It
allows HR to identify the mistakes they commit
when doing tasks and avoid them. It aims to
support the aspects of strengths of the trainees. It
aims at raising the sense of loyalty felt by the
HR towards the organization they work at. It
aims at positively changing the behaviour of the
employee towards himself/herself and when
dealing with others (e.g. colleagues and
managers). That’s because training presents
model behaviours that employees should imitate
and learn (Hamad and Jaloob, 2020)

Training HR allows organizations to utilize
financial and human resources efficiently and
optimally. That’s because it teaches HR the most
effective strategies to utilize resources to reduce
the costs incurred by the organization. Training
HR allows organizational managements to avoid
recruiting additional employees. It allows
organizations to avoid purchasing additional
technologies for doing tasks. Avoiding such
recruitment and purchasing process shall lead to
incurring less cost by organizations. Training
HR allows employees to become familiar with
the challenges faced by the organization due to
the latest changes and technological
developments (Hamad and Jaloob, 2020).

Training HR allows each employee to
identify his role at the organization and the
significance of this role. That shall allow each
employee to realize how significant and valuable
he is for the organization. Due to the interaction
between employees in the training sessions,
training HR shall lead to promoting more
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respect, love and harmony between employees.
Thus, it contributes to strengthening their
relationships and bonds between employees
leading to create a better and healthy workplace
environment (Hamad and Jaloob, 2020).

Training HR leads to providing the employee
with the skill of influencing others. Having the
latter skill contributes to enabling the manager to
motivate the subordinates to work more,
dedicate more time and exert more effort.
Training HR allows the HR to get familiar with
the latest methods and technologies used in other
organizations locally and internationally. It
allows HR to develop the programs and
strategies of the organization through making
them consistent with the customer demands and
needs (Hamad and Jaloob, 2020). It shall
encourage the HR to take risks, because it
teaches them the way of examining the risks
before taking a decision associated with high
risks (Ali and Ahmad, 2020)

Training HR aims at raising the level of
retraining the acquired information by the
employee due to the use of effective and
systematic strategies for information retention
(Hamad and Jaloob, 2020). It leads to raising the
performance efficiency and productivity of HR.
It also contributes to improving the morale of the
HR (Al-Zahrani, 2021).

Training HR enables organizations to meet
their goals. That’s because training allows
employees to gain more knowledge about the
plans and the way of implementing them.
Training HR enables organizations to raise the
organizational productivity level, because it
allows employees to carry out tasks efficiently
and effectively in shorter duration. Thus, it leads
to reducing the machine downtime to the least
possible level. It enables organizations to
improve the quality of the delivered services or
products, because the trained employees shall
gain more knowledge about quality standards. It
allows organizations to avoid wasting resources
and reduce the manufacturing cost as much as
possible. That’s because training allows
employees to gain knowledge about the
techniques that cut down costs (Yaqoot et al.,
2021). Training HR plays a crucial role in
improving the overall organizational
performance level as added by Nafari, & Rezaei
(2022). However, the training needs must be
identified in advance (i.e. before holding the
training sessions) in order to meet the intended
goals (Aljbour, 2022).

8. EMPIRICAL STUDIES

Several studies were reviewed by the
researcher about training and its effects and
effectiveness. Some of those studies are shown
below:

Ayodeji et al. (2011) explored the impact of
training on the commitment level of employees
at the workplace in Nigeria. They employed a
survey. Through using a survey, the needed data
was acquired from 250 employees and
administrators who were working at a financial
firm located in the South Western area of
Nigeria (120 males and 130 females). The
stratified purposive sampling technique was
used. It was processed through using SPSS
software and carrying out regression analysis. It
was found that training employees shall
significantly raise their level of commitment at
the workplace.

Al-A’mar (2012) investigated the impacts
that training and development (T&D) have on
the performance of trainees in Orange
Telecommunication Company in Jordan. Data
was gathered through the utilizing the
descriptive analytical approach and using a
seventy-seven item survey. A stratified random
sample was chosen. It consists from 400
employees. After passing the survey to the latter
employees, 334 valid forms were retrieved.
After making an analysis for the collected data,
it was found that T&D and its associated plans
and methods affect the trainees’ performance. In
addition, identifying the training needs and
assessing the effectiveness of T&D affect the
trainees’ performance significantly.

Yas (2013) explored the importance of
training and its role in increasing the
performance efficiency level of employees at
workplace at the scientific and advisory services
office that is affiliated with the Technical
College of management in Baghdad, Irag. She
used a survey. She obtained data from 40
individuals who received training courses from
the latter office in Baghdad. After having the
data analysed, it was found that the offered
training positively affects the employees’
attitudes towards their jobs. Other results were
concluded. For instance, training improves the
skills of the employees in solving the problems
they face at workplace. It enables employees to
acquire information that improves their ability in
doing tasks at workplace. It enables employees
to show a distinguished performance. It
promotes a sense of innovation among
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employees. It improves the competitiveness of
the targeted college. It also serves as a long-term
investment. It also provides the trainees with
new applicable knowledge that benefit them on
the practical level.

Tahir et al. (2014) explored the effect that
training and development (T&D) has on the
performance and productivity of employees in
Pakistan. They employed a survey. They passed
the forms of the designed survey to 80
employees in United Bank Limited (UBL) in
Peshawar, Pakistan. 76 valid forms got retrieved.
Descriptive statistic tools and SPSS software
was used. It was found T&D enhance the
attitudes of employees and increase their amount
of knowledge. Other results were concluded. For
instance, T&D improve the skills of employees
and reduces their levels of stress. It raises the
levels of productivity and performance at the
workplace. It reduces the costs incurred by
organizations and the duration needed by the
employees for doing tasks at the workplace.

Hanaysha and Tahir (2016) aimed at
examining  the  effects of  employee
empowerment, teamwork, and employee training
on job satisfaction. They used a survey. 242
employees of public universities in northern
Malaysia were surveyed. AMOS software was
used. It was found that employee empowerment,
teamwork, and employee training positively
affect job satisfaction.

Jain and Khurana (2017) explored the effect
that training and development (T&D) have on
employee engagement in India. They employed
a survey. The needed data was used for
collecting data from 450 administrators from
several organizations that are located in New
Delhi (i.e. the Capital of India). A set of results
were identified. For instance, T&D positively
affect the organizational commitment level, job
satisfaction level, intention to stay in the
organization and employee engagement.
However, T&D don’t improve the emotional
wellbeing of employees.

Sendawula et al. (2018) aimed to explore the
impact of training, and employee engagement on
employee performance in Uganda’s health
sector. They used a survey. They surveyed 150
employees chosen from hospitals in Uganda.
They found that employee engagement and
training can significantly predict employee
performance by 44.7%. They also found that
training, and employee engagement have a
positive significant impact on employee
performance in this sector in Uganda.

Hamed and Ahmed (2019) explored the
effectiveness of the modern training strategies in
improving the employee performance level in
the Sudanese industrial joint stock companies
through targeting Sukar Kenaneh Company.
They used a survey. The relevant data was
gained from 73 individuals who were working in
Sukar Kenaneh Company in Sudan. A set of
findings were reached. For instance, the offered
training leads to raising the probabilities of
getting a promotion. The training goals are
deemed consistent with the company’s goals.
The training policies affect the performance
level and production efficiency. There is
consistency between the training plans and the
training needs at the targeted company.

Mousa (2019) explored the impact that
training has on the quality level of the medical
services offered by the hospitals located in Saudi
Arabia. He used a survey that was designed by
him. He passed the forms of the survey to 70
individuals who were working at King
Abedallah Hospital in Bisha, KSA. Sixty-five
(65) forms were retrieved. Thus, the final
sample consists from 65 individuals. Those

individuals  include:  doctors, head of
departments, and others from the medical staff.
Regression  analysis, standard deviations,

Pearson correlation coefficient and means were
used for analysing the gathered data. Through
the use of the latter statistical tools, it was found
that training in the hospitals located in KSA
positively affect the quality level of the medical
services delivered by those hospitals to the
patients. In addition, the training activities and
methods require further development.

Ali and Ahmad (2020) investigated the effect
that training has on the administrative creativity
of the employees working in the commercial
banks in Sudan during (2020 — 2010). Through
the use of the descriptive analytical approach
and a survey, they collected data from 25
employees. Those employees were working at
the Bank of Khartoum in Khartoum. After
analysing data, the researchers found that
training positively affects the administrative
creativity of those employees in various areas.
Those areas are: (the risk-taking spirit,
flexibility, and problem solving and thinking
skills).
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9. METHODOLOGY

9.1. Approach

The descriptive analytical approach was
adopted. According to Kaliyadan, & Kulkarni
(2019), it is used by researchers for offering a
description for a single variable or several
variables. It is also used for offering a summary
about the relationships between variables. In the
present research, it is used for offering a
description for the extent of significance of the
training provided to the human resources in the
medical faculties of Duhok University from the
perspective of the administrative staff in those
faculties

The researcher also adopted a quantitative
approach. This approach aims at providing a
deep understanding for a specific phenomenon
in local context (Wright et al., 2016).
9.2. Population and sample

The population is represented in all the
human resources working at the medical
faculties of Duhok University. As for the
sample, it was chosen in a random manner from
the administrative staff working in the medical
faculties at the targeted university. Those
faculties include: faculty of medicine, faculty of
dentistry, faculty of veterinary medicine, faculty
of nursing, faculty of medical sciences, and
faculty of pharmacy. Specifically, after the
researcher designed the questionnaire based on
the relevant studies, she used Google Forms and
created a link to allow the sample to access the
questionnaire. Then, she uploaded the link to
Facebook pages. The questionnaire forms were
filled by 84 employees from the administrative
staff. Thus, 84 forms were analyzed. Data about
the respondents’ characteristics is analyzed and
listed below in the form of statistical data:

Table (1): Data about the sampled administrative staff

Variable Category Frequency Percentage (%)
Gender Male 39 46.42
Female 45 53.57
BA degree 39 46.42
MA degree 12 14.28
PhD degree 28 33.33
Higher diploma 5 5.95
Experience Less than 5 years 9 10.71
Between 5-10 years 16 19.04
More than 10 years 59 70.23
Deputy dean 1 1.19
Head of a department 14 16.66
Deputy head of department: 15 17.85
Secretary 26 30.95
| work in another administrative job 28 33.33
N= 84
9.3. Instrument 9.4. Validity
The researcher created a questionnaire which The researcher passed the questionnaire in its
is based on the five-point Likert scale. She initial version to two instructors. Those

divided this questionnaire into two main parts.
Through part one of this questionnaire, data of a
demographic nature was collected about the
sample. Through part two of this questionnaire,
data about the significance of the training
provided to the human resources in the medical
faculties of Duhok University was also collected.
It was developed based on the works published
by: Tahir et al. (2014), Yas (2013), Hamed and
Ahmed (2019), Al-A’mar (2012), Abdelhamied
(2019), Mousa (2019), Islam (2016), Ayodeji et
al. (2011), Hamad and Jaloob (2020) and
Khurana (2017).

instructors have much knowledge about the field
of business administration and HR training.
They were asked to evaluate the instrument (in
its initial version) in a careful manner in order to
make sure that the instrument is capable of
identifying the significance of the training
provided to the human resources working in the
medical faculties of Duhok University. The
researcher informed the chosen instructors that
their assessment must be objective and based on
criteria related to language, and content. She
told them that deletions, changes and additions
can be made to the instrument. The instructors
read the instrument and informed the researcher
that the instrument was free from mistakes
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related to language. They informed the
researcher that the instrument strongly relates to
the sought goal. Despite that, one of the
instructors suggested adding an item about
creativity. Thus, the latter item was added and
the final version was drafted.
9.5. Reliability

The researcher calculated the Cronbach alpha
value. Calculating this value was necessary to
identify the instrument's reliability level. This
value is 0.805. It is classified as a high value,
because it exceeds the required value (0.70)
mentioned in the reference of Salehi & Farhang
(2019).

9.6. Statistical analysis of data
Data got administered through SPSS software
to have it analysed and processed. Analysing
such data statistically is necessary and required
to present the findings and reach the results. The
statistical descriptive tools shown below were
employed in this study:
- Means and standard deviations
- Frequencies and percentages
- The value of the Cronbach alpha coefficient.
For classifying the means calculated through
the statistical analysis program, the criteria
shown in the second table were used
(Alderbashi, 2021)

Table (2): The criteria employed for having means classified into three main categories

Range Level Attitude
2.33 orless Low Negative
2.34-3.66 Moderate Neutral

3.67 or more High Positive

*Source: Alderbashi (2021)

The five-point Likert scale was used in the
survey. Through using the latter scale, the
researcher was capable of having the answers of

respondents classified into five rating categories
which are shown in the third table (Al-Derbashi
and Moussa, 2022)

Table (3): The categories and scores of the Likert scale used in this research

Category Score
Strongly agree 5
Agree 4
Neutral 3
Disagree 2

Strongly disagree

*Source: Al-Derbashi and Moussa (2022)
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10. DISCUSSION AND RESULTS

To present the findings in this study, the
required means and their levels were shown in

the fourth table below. The relevant standard
deviations were calculated.

Table (4): The respondents’ attitudes towards the significance of the training provided to the human
resources in the medical faculties of Duhok University

No. Statement Mean Std. Level Rank Attitude
The training | am provided with by the university | work at
1 raises the amount of knowledge | possess 4.94 0.66 High 3 Positive
2 reduces the cost incurred by the university | work at 4.97 0.44 High 1 Positive
3 reduces the duration | need for carrying out tasks at workplace 4.93 0.72 High 4 Positive
4 increases my engagement in the tasks and activities carried out at  4.40 0.53 High 17 Positive
the workplace
5 supports the implementation of the strategies and policies of the 4.95 0.64 High 2 Positive
university | work at
contributes to meeting the goals of the university | work at 4.80 0.59 High 7 Positive
7 contributes to raising the satisfaction of the ones who benefit from  4.65 0.17 High 12 Positive
the services of the university | work at
8 allows me to meet my training needs 4.39 0.38 High 18 Positive
9 raises my commitment at the workplace 2.14 0.26 Low 20 Negative
10 raises my efficiency at the workplace 4.66 0.30 High 11 Positive
11 increases my probabilities in getting a promotion 4.73 0.15 High 9 Positive
12 positively affects my attitudes towards my job 2.07 0.49 Low 21 Negative
13 develops my ability to solve problems 4.84 0.23 High 6 Positive
14 raises the quality of the services provided by the university | work at  4.61 0.14 High 13 Positive
15 raises my own performance at my workplace 4.72 0.78 High 10 Positive
16 raises the performance level of the university | work at 4.75 0.33 High 8 Positive
17 promotes a sense of innovation within me 4.87 0.29 High 5 Positive
18 raises my creativity at the workplace 4.56 0.46 High 14 Positive
19 enables the university | work at to achieve a competitive advantage  4.52 0.50 High 15 Positive
20 improves the competitiveness of the university | work at 4.49 0.83 High 16 Positive
21 raises my level of productivity at the workplace 4.32 0.74 High 19 Positive
22 raises my loyalty to the university | work at 1.96 0.57 Low 22 Negative
Overall 4.33 0.46 High Positive

Based on the presented table, it was found
that the training provided to the human resources
in the medical faculties of Duhok University is
deemed significant and practical from the
perspective of the administrative staff in those
faculties. That’s because the overall mean is
4.33. This result can be attributed to the setting
of effective training plans and strategies by the
management of the targeted university. It can be
attributed to examining the training needs of the
targeted HR before giving the training courses to
the specialized trainers.

It was found that training HR reduces the cost
incurred by the management of the targeted

university, because the mean of the second item
is 497 and holds the first rank. That’s in
agreement with the findings of Tahir et al.
(2014). That’s because training allows the
management to avoid recruiting additional
employees to do tasks. Training allows
employees to avoid making bad decisions
associated with additional costs. It was found
that training HR supports the implementation of
the strategies and policies of the targeted
university, because the mean of the fifth item is
4.95. That’s attributed to the fact that many
training courses promote knowledge among HR
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about the university strategies and policies and
the methods of implementing them.

It was found that training HR expands the
knowledge of the HR, because the mean of item
No. 1 is 4.94. That’s in agreement with the
findings of Yas (2013). This result indicates that
the targeted training includes much knowledge.
It was found that training HR reduces the
duration needed by HR for carrying out tasks at
workplace, because the mean of item 3 is 4.93.
That is in agreement with the finding of Tahir et
al. (2014). This result could be attributed to
providing HR with knowledge about the
methods of doing tasks fast and effectively
through the training courses.

It was found that training HR develops the
HR ability in solving problems, because the
mean of item 13 is 4.84. That’s in agreement
with the finding of Yas (2013). This result may
be attributed to the role of the training courses in
getting the employees acquainted with various
types of potential problems and asking the HR to
offer solutions to those potential problems. It
was found that training HR contributes to
meeting the goals of the university, because the
mean of item 6 is 4.80. That’s in agreement with
the finding of Hamed and Ahmed (2019). This
result may be attributed to setting effective
training plans to make sure that that the goals of
the offered training contribute to meeting the
university goals.

It was found that training HR raises the
performance level of the targeted university,
because the mean of item 16 is 4.75. That’s in
agreement with the findings of Yas (2013). This
result may be attributed to the fact that training
contributes to improving the expertise of HR,
and developing their skills and abilities in
general. That shall lead to delivering services
and doing tasks effectively. It was found that
training HR increases the probability of the
employee getting a promotion because the mean
of item 11 is 4.73. That’s in agreement with the
findings of Hamed and Ahmed (2019). This
result may be attributed to providing the targeted
HR with various skills and enriching their
knowledge through the training courses. It was
found that training HR raises HR performance at
workplace, because the mean of item 15 is 4.72.
That’s in agreement with the finding of Al-
A’mar (2012). This result may be attributed to
providing HR with knowledge about the latest
developments in their field and the field of
technology through the provided training.

It was found that training HR increases the
satisfaction of the ones who benefit from the
services of the university, because the mean of
item 7 is 4.65. That’s in agreement with the
finding of Abdelhamied (2019). This result may
be attributed to providing the targeted HR with
new information and skills that enable them to
meet the needs, demands and expectations of the
ones who benefit from the university services.

It was found that training HR increases the
quality of the services provided by the targeted
university, because the mean of item 14 is 4.61.
That’s in agreement with the finding of Mousa
(2019). This result may be attributed to the fact
that training allows HR to identify the way in
which they can improve the services. It was
found that training HR enables the university to
achieve a competitive advantage, because the
mean of item 19 is 4.52. That’s in agreement
with the finding of Islam (2016). This result may
be attributed to the provision of HR with
awareness about the significance of achieving
competitive advantage and knowledge about the
ways of achieving this advantage.

It was found that training HR increases their
level of productivity, because the mean of item
No. 21 is 4.32. The result in this regard is
consistent with the one reached by Tahir et al.
(2014). It can be attributed to the fact that
training allows HR to do work through using the
latest and most accessible methods, and
dedicating less amount of time. That shall allow
the HR to do more tasks during official working
hours. It was found that training HR promotes a
sense of innovation and creativity among the HR
because the means of items No. 17 and No. 18
are 4.87 and 4.56, respectively. The result in this
regard is consistent with the one reached by
Elrshaidy (2018). It may be attributed to the fact
that training provides HR with new ideas to
develop. It may be attributed to the fact that
training provides HR with expertise and skills
which can be used to develop new ideas, or
services.

However, it was found that training HR
doesn’t lead to raising the HR commitment at
the workplace or loyalty because the mean of
item 9 and item No. 22 are 2.14 and 1.96,
respectively. The latter results don’t agree with
the finding of Ayodeji et al. (2011), who found
that training HR improves HR commitment.
They don’t agree with the finding of Hamad and
Jaloob (2020), who found that training HR
improves HR loyalty. They may be attributed to
the fact that commitment and loyalty to any
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institution -including the targeted university- is
not affected by one factor only. Several moral
and financial factors affect employee
commitment and loyalty, such as incentives,
wages, promotions, appreciation, engagement,
and respect.

It was found that training HR doesn’t
enhance the HR attitudes towards their jobs
because the mean of item 12 is 2.07. That’s not
in agreement with the findings of Jain and
Khurana (2017). This result indicates that the
provided training courses don’t promote
awareness among the targeted HR about the
significance of their roles, duties and tasks. That
shall hinder HR from realizing the significance
and value of their jobs and roles at the
university.

11. CONCLUSION

It was found that the training provided to the
human resources in the medical faculties of
Duhok University is deemed significant and
practical from the perspective of the
administrative staff in those faculties. For
instance, training HR expands HR knowledge
and improves problem-solving skills. It also
reduces the costs incurred by Duhok University
and the duration needed for doing tasks by HR.
It supports the process of meeting the goals of
Duhok University and implementing its policies
and strategies. It also contributes to meeting the
training needs of HR and raising their
performance, efficiency, and engagement.

However, training HR doesn’t lead to raising
HR commitment at the workplace or loyalty. In
addition, it doesn’t improve the HR attitudes
towards their jobs. This result may be attributed
to the fact that commitment and loyalty to the
institution (university) is not affected by one
factor. Commitment and loyalty are affected by
several moral and financial factors, such as
incentives, wages, promotions, appreciation, and
respect.

12. RECOMMENDATION

The researcher recommends:
- Showing more attention to incentives, and
moral rewards by the management of Duhok
University and other Iragi higher educational
institutions. That should be done to raise HR
commitment, and loyalty and promote positive
attitudes among HR towards their jobs.

- Getting feedback from the HR at Duhok
University about the adequacy and effectiveness
of the provided training
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