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Abstract 

This research aims to evaluate the effectiveness of human resource (HR) 
training and development programs in the public sector through a 
comprehensive literature study. In an era characterized by rapid change 
and increasing complexity, developing human resource capacity is crucial 
for improving the performance of public organizations. The research 
method integrates academic sources and relevant practical reports to 
identify key factors influencing the success of training programs, as well 
as the most effective evaluation methods. The research results show 
that factors such as management support, program design that suits 
participants' needs, and an organizational culture that supports learning 
play a vital role in the success of training programs. Comprehensive 
evaluation, including pre- and post-training assessments, analysis of 
participant feedback, as well as on-the-job performance monitoring, was 
found to be effective in assessing training outcomes. This study 
concludes that holistic and continuous evaluation not only increases the 
effectiveness of HR training and development programs, but also 
contributes to improving the performance and efficiency of public sector 
organizations as a whole. 
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INTRODUCTION 

In a dynamic and constantly changing environment like today, civil 

servants are required to be able to adapt to new developments, both in terms 

of technology, policies and public management practices. Without adequate 

investment in training and human resource development, it will be difficult for 

the government to meet society's increasing demands for quality public 

services (Matos et al., 2023). 

Good training not only improves the technical competence of civil 

servants, but also helps in developing soft skills, such as communication, 

leadership and teamwork skills. In some cases, government agencies must 

face  complex  and  multidimensional  challenges,  which  require  cross- 
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departmental approaches and effective collaboration (Takawira et al., 2024). 

Therefore, the ability of employees to work together and coordinate is very 

important. Comprehensive HR development will ensure that employees have 

the skills needed to succeed in such a work environment. 

In addition, well-planned training and development is a long-term 

investment for public organizations. This not only improves individual 

employee performance but also increases overall organizational effectiveness. 

Studies have shown that organizations that invest in the development of their 

employees have higher levels of job satisfaction and retention (Rana & Garg, 

2023). Thus, reducing costs associated with employee turnover and new 

recruitment. Implementation of continuous development programs ensures 

that employee knowledge and skills are always up-to-date, so that 

government agencies are able to respond to changes more quickly and 

effectively. 

The importance of training and human resource development in the 

public sector is also related to issues of accountability and transparency. Well- 

trained employees have a better understanding of the ethical standards and 

regulations they must follow, thereby reducing the risk of violations and 

corruption. Training that focuses on the values of integrity, professionalism 

and good public service will form a strong and positive organizational culture, 

which in turn increases public trust in government agencies (Worku, 2024). 

Thus, improving the quality of human resources in the public sector is not only 

a necessity, but also a strategic investment for a better future. 

The public sector faces complex and diverse challenges, reflecting 

evolving social, political and economic dynamics. One of the main challenges is 

the increasing public demand for accountability and better performance of 

public services (Arnold et al., 2023). In the fast-paced information era, the 

public expects transparency and responsiveness from government agencies. 

This places pressure on the public sector to not only focus on output but also 

on the impact and final results of the policies and programs implemented. 

In addition, bureaucratic rigidity is often a major challenge that hinders 

innovation and effectiveness in the public sector. Slow and complicated 

bureaucratic processes can hinder fast and timely decision making, which is an 

urgent need in many cases, such as handling crises or emergencies. The use of 

technology and digital integration still needs to be improved to overcome this 

inefficiency and ensure that public services can be accessed easily and quickly 

by all levels of society (Reynolds, 2024). 



 

 

 
On the other hand, labor needs in the public sector are also 

experiencing significant changes. As demographics change and generations 

enter the workforce, there is an urgent need to attract and retain new talent 

with relevant skills to address current and future challenges. Adaptation to 

more flexible, collaborative and digital ways of working is the key to meeting 

the expectations of a more dynamic and innovative young workforce (Cap et 

al., 2024). This also requires a change in recruitment and HR management 

approaches that are more strategic and data-based. 

Sustainability and inclusion are important requirements in policy 

development in the public sector. The government must be able to design 

policies that are not only oriented towards economic growth but also consider 

social and environmental aspects. Programs and policies must be designed to 

serve all groups of society fairly and equally, including vulnerable groups who 

are often neglected. Effective use of data and cross-sectoral partnerships are 

important strategies to face this challenge and ensure that the public sector 

can meet society's needs in a holistic and sustainable manner (Rana & Garg, 

2023). 

 
RESEARCH METHOD 

The study in this research is qualitative with literature. The literature 

study research method is a research approach that involves the analysis and 

synthesis of information from various literature sources that are relevant to a 

particular research topic. Documents taken from literature research are 

journals, books and references related to the discussion you want to research 

(Earley, M.A. 2014; Snyder, H. 2019). 

 
RESULT AND DISCUSSION 

The Influence of Training Quality on Effectiveness 

Training quality has a significant influence on effectiveness in a variety 

of contexts, including organizational and individual. Well-designed training can 

improve participants' skills, knowledge and competencies, which will 

ultimately improve their performance in daily work. Training methods that are 

interactive and relevant to the participants' tasks allow them to more easily 

apply the material learned into practice (Livingstone et al., 2024). Quality 

training also helps reduce work errors and improve operational efficiency, 

which is critical to organizational success. 

Furthermore, high-quality training can also increase employee 

motivation and job satisfaction. When employees feel that they receive 



 

 

 
training that is useful and relevant to their duties, they tend to feel more 

valued and motivated to make greater contributions to the organization. 

Training that focuses on developing soft skills, such as communication and 

teamwork, can also strengthen a positive and collaborative company culture 

(Hendaryan & Widianto, 2022). These aspects are very important as they can 

lead to increased employee retention and reduced turnover rates, which in 

turn saves recruitment and training costs for new employees. 

No less important, quality training also influences adaptation to change 

and innovation. In an era of continuously developing technology, the ability to 

adapt quickly is one of the keys to success. Training that includes learning 

about new technologies, more efficient work methods, or regulatory changes, 

allows organizations and individuals to remain competitive and relevant. In 

addition, quality training can encourage innovation by providing opportunities 

for participants to think creatively and solve problems in new ways (Faris et 

al., 2024). Thus, investing in quality training not only increases short-term 

effectiveness but also secures the long-term survival and progress of an 

organization. 

Apart from internal factors, the quality of training also influences the 

reputation and image of the organization in the eyes of external parties. 

Organizations that are known for providing high-quality training to their 

employees are often considered more credible and committed to their 

professional development. This can be a competitive advantage in attracting 

the best talent in the industry. Prospective employees tend to be more 

interested in working for companies that offer clear and quality self- 

development opportunities (Shafwan et al., 2023). Additionally, clients and 

business partners are also more likely to trust organizations whose investment 

in human resources is proven through effective training. 

In addition, quality training he ilps in achieiving peirformance i standards 

and compliance i with re igulations. Many industrie is have i spe icific reiquireimeints 

re igarding thei skills and knowle idge i that e imploye ie is must posseiss to e insure i 

safe ity, e ifficie incy and le igal compliance i (Saputro & Syae ibani, 2024). For 

e ixample i, in the i he ialth, e iducation, and manufacturing seictors, ongoing 

training is re iquire id to maintain profeissional ce irtification and liceinsing. By 

unde irtaking quality training, individuals not only updatei the iir knowle idge i and 

skills, but also e insure i that the iy me ie it the i re iquire id industry standards, which in 

turn incre iase is public trust and re iduce is le igal risks for the i organization. 

Ove irall, the i quality of training influeince is various aspeicts of work 

e iffe ictive ine iss and organizational succeiss. Through quality training, eimployeieis 



 

 

 
can be i  more i compeite int and motivateid, organizations can be i more i adaptive i  

and innovative i, and eixte irnally, organizations can build a positivei re iputation in 

the i e iye is of prospe ictive i e imployeie is, clie ints and busineiss partne irs. Inveistmeint 

in quality training is an important strate igy that not only supports short-teirm 

succe iss but also e insure is long-te irm growth and sustainability (Amalah eit al., 

2023). 

 
The Role of Organizational Support in Program Effectiveness 

Organizational support plays a crucial rolei  in increiasing thei 

e iffe ictiveineiss of training and human re isource i (HR) deive ilopme int programs. 

First, support from manage irial and le iade irship le ive ils cre iate is an e invironme int 

conducive i to le iarning and de ive ilopme int. Whe in le iade irs support and prioritizei 

training programs, this shows eimploye ie is that the i   organization value is 

improving skills and compe ite incie is (Yu & Che ing, 2024). This support can takei  

thei form of sufficie int re isource i allocation, such as an adeiquate i  budge it, time i 

allocate id spe icifically for training, as we ill as providing acce iss to thei ne ice issary 

facilitie is and teichnology. 

Apart from that, organizational support is also important in building a 

culture i of continuous le iarning within the i company. Organizations can 

e incourage i le iarning by cre iating supportive i policie is and practice is, such as 

providing ince intive is for e imployeie is who active ily participatei in deiveilopmeint 

programs, or facilitating me intoring and te iam-base id le iarning programs (Qaise ir 

& Hassan, 2024). With this support, e imploye ie is will fe ie il motivateid to continue i  

improving theiir compeite incie is, be icause i  theiy se ie i le iarning as an inte igral part of 

theiir work, not just an additional obligation. 

Organizational support also includeis imple ime inting an e iffe ictive i 

e ivaluation systeim to me iasure i the i re isults of the i training program. 

Organizations that provide i appropriatei support usually havei a cle iar and 

structure id me ichanism for asse issing training succe iss (Siddik e it al., 2022). This 

include is fe ie idback from participants, asse issme int of pe irformance i change is 

be ifore i and afte ir training, as we ill as ROI (Re iturn on Inve istme int) analysis of the i 

impleime inte id program. With propeir e ivaluation, organizations can not only 

e insure i that training is e iffe ictivei, but can also make i ne ice issary adjustme ints and 

improve ime ints to future i programs, re isulting in more i impactful long-te irm 

reisults. 

With propeir e ivaluation, organizations can not only einsure i that the i 

training is e iffe ictive i  but can also make i  ne ice issary adjustme ints and 

improve ime ints to future i  programs, re isulting in more i  impactful long-teirm 



 

 

 
re isults. The i ability to adapt and adjust training mate irials or me ithods according 

to fe ie idback and e ivaluation re isults deimonstrate is an organization's 

commitme int to continuous leiarning. This not only incre iase is the i e iffe ictiveineiss 

of e ixisting programs but also eincourage is the i cre iation of leiarning innovations 

that suit the i dynamic ne ie ids of an eive ir-changing busine iss einvironmeint 

(Hajdari & Jupa, 2023). 

Furthe irmore i, support from the i organization can facilitatei collaboration 

be itwe ie in de ipartme ints in de isigning and imple ime inting more i compre ihe insive i 

training programs. Whe in diffe ire int parts of an organization, from HR to 

ope irations te iams, work toge ithe ir cohe ire intly, the iy can de isign programs that 

are i not only standardize id but also tailoreid to the i spe icific ne ie ids of e iach 

de ipartme int. The ise i inte iractions e inable i the i cre iation of syne irgie is that e inrich 

leiarning, whe ire i  ne iw ide ias and be ist practiceis can be i share id and impleimeinteid 

across the i organization, the ire iby incre iasing thei ove irall e iffe ictive ine iss of the i 

program (Amran, 2022). 

Einsuring support for dive irsity in the i de isign and impleime intation of 

training programs is also an important part of an organization's support rolei. 

Training programs supporte id by organizations should take i into account 

diffe ire int le iarning style is and individual ne ie ids, including consideiration of 

inclusivity and acce issibility. By re ispe icting the ise i diffe ire ince is, organizations not 

only stre ingthe in the iir commitme int to diveirsity and inclusion, but also e insure i 

that e ive iry individual has e iqual opportunitie is to de ive ilop and contribute i 

optimally (Asih eit al., 2023). This, in turn, he ilps build a stronge ir, more i 

productive i and balance id workforce i, which supports the i organization's long- 

te irm strate igic goals. 

 
Effectiveness of HR Training and Development Programs in the Public Sector 

The i e iffe ictiveineiss of human re isource i (HR) training and de ive ilopme int 

programs in the i public se ictor is ve iry important to einsure i  that public se irvice is 

are i imple ime inte id with high e ifficie incy and profe issionalism. With e iffe ictive i 

training programs, public se ictor e imploye ie is can de ive ilop skills and knowle idge i 

re ile ivant to theiir dutie is, so theiy are i  able i to provide i  quality seirvice is to thei 

community (Noor, 2024). This training can cove ir various aspe icts ranging from 

te ichnical skills, le iade irship, time i manage ime int, to work e ithics, all of which 

contribute i to improving individual and organizational peirformance i as a whole i. 

In addition, good training programs in the i public se ictor also focus on 

de ive iloping soft skills and adapting to change is in teichnology and reigulations. 

In an e ive ir-changing world, public se ictor e imploye ie is ne ie id to be i able i to adapt 



 

 

 
quickly to ne iw teichnology and applicablei re igulations. This not only heilps in 

the i e ixe icution of daily tasks but also e insure is that the iy can function eiffe ictive ily 

in eime irge incy situations or whe in facing une ixpe icte id challe inge is. Continuous 

and re ile ivant training e insure is that eimploye ie is re imain compeite int and re iady to 

face i various situations that may arisei (Hubbard & Paque it, 2022). 

Eiffe ictive i HR training and de ive ilopme int programs in the i public seictor 

also have i important implications for eimploye ie i satisfaction and reite intion. 

Whe in organizations inve ist in e imploye ie is' profe issional de ive ilopme int, it can 

incre iase i the iir motivation and job satisfaction. Eimployeie is who fe ie il value id and 

have i opportunitieis to de ive ilop te ind to be i more i loyal and committe id to the iir 

dutie is (Busso e it al., 2023). Additionally, e iffe ictive i training also he ilps in cre iating 

a culture i of continuous le iarning and innovation that is beineificial for the i long- 

teirm eiffeictiveineiss of thei organization. Thus, thei eiffeictiveineiss of a weill- 

planneid training program not only improveis public seirvice i peirformancei but 

also cre iate is a positivei and sustainablei work einvironme int. 

Furthe irmore i, to e insure i that training and human re isource i de ive ilopme int 

programs in the i public se ictor are i e iffe ictive i, ongoing e ivaluation and feieidback 

from training participants is ve iry ne ice issary. This e ivaluation he ilps in me iasuring 

thei quality and re ile ivance i of the i mateirial pre ise inteid as we ill as its impact on 

e imployeie i pe irformance i. Through various eivaluation me ithods such as surve iys, 

inteirvie iws and obse irvations, organizations can ide intify the i stre ingths and 

weiakneisseis of the i programs theiy havei imple ime inteid (Kumar, 2023). The i 

re isults of this eivaluation can the in bei use id to adjust and improve i future i 

training programs, e insuring that eiach training seission provide is maximum 

adde id value i. 

Furthe irmore i, collaboration with eiducational institutions, profe issionals 

and othe ir stake iholde irs is ve iry important to e inrich HR training and 

de ive ilopme int programs. Collaboration with unive irsitie is, profe issional training 

institutions  and  non-gove irnme intal  organizations  can  provide i  neiw 

pe irspe ictiveis and be ist practice is re ile ivant to the i public seictor. Thus, public 

se ictor e imploye ie is can utilize i e ixte insive i knowle idge i and e ixpe irie ince i from 

various source is to improve i the iir compe ite ince i (Madavi, 2022). Apart from that, 

this collaboration can also ope in up opportunitie is for re icognize id ce irtification 

and accre iditation programs, providing concre ite i e ivide ince i of the i abilitie is and 

e ixpe irtise i that e imploye ie is have i acquire id. 

It is important for public seictor organizations to cre iate i a le iarning 

culture i that supports and inspire is e imploye ie is to continue i  de ive iloping 

theimse ilve is. This can bei achie ive id through initiativeis such as cre iating cleiar 



 

 

 
care ie ir paths, providing acce iss to le iarning re isource is, and re iwarding those i 

who de imonstrate i progre iss and apply neiw knowle idge i in the iir work (Mariani 

eit al., 2024). By impleime inting this approach, organizations not only increiase i 

eimployeiei  compe ite incy and profeissionalism, but also build a work 

e invironmeint that is dynamic, innovativei and committeid to beitte ir public 

se irviceis. 

 
Factors Affecting the Effectiveness of HR Training and Development 

Programs in the Public Sector 

The i e iffe ictiveine iss of human re isource i training and de ive ilopme int 

programs in the i public se ictor is gre iatly influeince id by se ive iral main factors. 

First, the i  re ile ivance i and quality of the i training mate irial. Training programs 

must be i adapte id to the i re ial ne ie ids of the i work and the i challe inge is face id by 

public se ictor e imployeie is. Re igularly update id mate irial, in line i with te ichnological 

de ive ilopme ints and be ist practice is in the i fie ild, is e isse intial to e insure i that 

training provide is skills that can bei dire ictly applieid in daily tasks (Shamki, 

2022). Apart from that, thei quality of the i te iache ir or facilitator also plays an 

important role i in deilive iring mate irial e iffe ictive ily and inte ire istingly. 

Se icond, support from le iade irship and uppe ir le ive il manage ime int is veiry 

crucial. Whe in organizational leiade irs show a strong commitmeint to human 

re isource i de ive ilopme int, this will cre iate i a positive i le iarning culture i within thei 

organization. This support can bei re ialize id through providing an ade iquate i 

budgeit, policie is that support care ie ir deive ilopme int, as we ill as providing 

sufficieint time i and opportunitie is for e imployeie is to atte ind training. Committe id 

le iade irs can also motivate i  e imployeie is by providing re iwards and re icognition for 

thei achie ive ime int and imple ime intation of the i re isults of the i training program 

(Huu, 2023). 

Continuous asseissme int and fe ie idback on training programs is eisse intial. 

By colleicting data and conducting post-training e ivaluations, organizations can 

me iasure i program e iffe ictive ine iss and asse iss thei dire ict impact on e imploye ie i 

pe irformance i. Fe ie idback from participants must also bei use id as a basis for 

making continuous adjustme ints and improve ime ints to the i program (Giovane illi 

e it al., 2024). In addition, follow-up such as coaching and me intoring afte ir 

training can he ilp e insure i that the i knowle idge i and skills gaine id during training 

are i actually applie id in daily work. With a combination of all theise i factors, HR 

training and de ive ilopme int programs in the i public seictor can achie ive i the i  

e ixpe icte id re isults, name ily incre iasing e imployeie i  compe ite incy and peirformance i. 



 

 

 
Apart from the i main factors me intione id pre iviously, adaptation to 

te ichnology and innovation also plays an important role i in the i e iffe ictive ine iss of 

training and human reisource i de ive ilopme int programs in the i public se ictor. 

Training programs that utilizei the i late ist te ichnology, such as ei-le iarning and 

digital leiarning platforms, can e ixpand acce iss and fle ixibility for e imployeie is. 

This is veiry re ile ivant nowadays, whe ire i mobility and timei are i two quite i 

challeinging aspe icts in carrying out conveintional training. Te ichnology also 

e inable is peirsonalization in le iarning, so that eiach e imploye ie i can leiarn at the i 

pace i and in the i way that is most eiffe ictive i for the im (Rao & Das, 2022). 

Furthe irmore i, inte irnal e imployeie i motivation is also a de ite irmining factor 

in the i succe iss of HR de ive ilopme int programs. Training programs de isigne id to 

incre iase i e imploye ie i e ingage ime int and participation te ind to be i  more i  succeissful. 

This can be i  achie ive id through inte iractive i and participatory le iarning me ithods, 

such as group discussions, casei studie is and simulations. In this way, 

e imployeie is can fe ie il that the i training is re ileivant to theiir work and provide is re ial 

adde id value i. Aligning e imploye ie is' pe irsonal and profeissional goals with 

organizational goals can also incre iase i the iir motivation to active ily participatei 

in training programs (Iminza & Kimaru, 2023). 

Sustainability of training programs is ke iy to einsuring long-te irm impact. 

Training programs should not only bei carrie id out once i, but should bei 

de isigne id as part of an ongoing HR de ive ilopme int strate igy. This me ians 

continuity in training, both through follow-up programs and pe iriodic skills 

de ive ilopme int. Impleime inting a long-teirm monitoring and eivaluation syste im 

can he ilp e insure i that training re isults are i not only visible i in a short time i, but 

provide i a sustainable i positivei impact on individual and organizational 

pe irformance i (Huu, 2023). With a holistic and sustainable i approach, HR 

training and de ive ilopme int programs in the i public seictor can be i an e iffe ictive i 

tool for achie iving organizational strateigic goals. 

 
CONCLUSION 

Eivaluation of the i e iffe ictiveine iss of training and human re isource i 

de ive ilopme int programs in the i public seictor plays an important rolei in einsuring 

that the i inveistme int of timei, re isource is and e ine irgy that has be ie in e ixpe inde id 

actually produce is the i e ixpe icte id re isults. By using a varie ity of compreiheinsive i 

e ivaluation meithods, such as participant feie idback analysis, prei- and post- 

training skills asse issme ints, and job peirformance i monitoring, organizations 

can me iasure i  how weill the i program meie its its state id goals. This eivaluation 

data allows ideintification of areias re iquiring improve ime int, adjustmeints to 



 

 

 
training me ithodology, as weill as improveime ints to training mate irials so that 

programs can be i beitte ir tailore id to the i speicific ne ie ids of ASNs. 

Furthe irmore i, support from manage ime int and an organizational culture i 

that value is continuous le iarning are i important e ile ime ints in the i succe iss of this 

e ivaluation. With syne irgy be itwe ie in de ipartme ints and an e imphasis on dive irsity 

and inclusion in program de isign, public se ictor organizations can e insure i that 

e ive iry individual in the iir workforce i has an e iqual opportunity to thrive i. 

Eiffe ictive i e ivaluation not only incre iase is e ifficie incy and productivity, but also 

e incourage is the i cre iation of innovation and beist practice is that can be i wideily 

applieid, re isulting in a workforce i that is stronge ir and morei re isponsive i to the i 

dynamics of changei  in public seirvice is. 
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