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ABSTRACT:
The article deals with the issues of
improving the staff training system of
organizations based on the analysis of
employee satisfaction with this system at
the stage of identity. The authors have
first formulated the primary principles to
improve the training system based on the
analysis of employee satisfaction with this
system at the identity stage. The training
system should be aimed at solving urgent
problems, including the identity stage,
and meet the corporate needs in business
development.
Keywords: staff satisfaction, training

RESUMEN:
El artículo aborda los problemas de
mejorar el sistema de capacitación del
personal de las organizaciones basado en
el análisis de la satisfacción de los
empleados con este sistema en la etapa
de identidad. Los autores primero
formularon los principios primarios para
mejorar el sistema de capacitación
basado en el análisis de la satisfacción de
los empleados con este sistema en la
etapa de identidad. El sistema de
capacitación debe estar dirigido a resolver
problemas urgentes, incluida la etapa de
identidad, y satisfacer las necesidades
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system, identity, training forms,
efficiency, technologies.

corporativas en el desarrollo empresarial.
Palabras clave: satisfacción del
personal, sistema de capacitación,
identidad, formas de capacitación,
eficiencia, tecnologías.

1. Introduction
In the current context, there is a search for the most rational ways to
improve the competitiveness of companies in the goods and services
markets, and consequently, in the labor market. One promising area is
well-organized training in the framework of staff development (R. Medina
and A. Medina, 2014; Problems and Solutions, 2013). The organizations
are actively searching for talented employees and try to retain them (Key
trends, 2018; Effron and Orth, 2014; Batteris and Reuter, 2005),
sometimes turning this process into a battle for talents (Michaels et al.,
2006; Robertson and Abbey, 2003). There are technologies that are
united by a common concept, namely, forming, developing, and using the
talent pool (Bednova, 2014; Kirillov, et. al., 2017; Chulanova and
Mokryanskaya, 2017). A number of scientists are studying the
effectiveness of investment in development and receiving dividends
(Belousova et. al., 2016; Veretekhina, Karyagina et al., 2018).
Skillfully organized branding allows corporate management, as well as HR
services, to attract the most qualified specialists to key positions
(Vinichenko, Kirillov, Frolova et al., 2018). At this stage, it is important to
assess whether the candidate meets the corporate values of the
company, and whether his full identity with the organization is possible
(Riketia, 2005; Krylov, 2011). In this concept, the identity stage begins
when a person considers the opportunity to work in a particular company
and realizes how much he can share its values and belong spiritually and
socially to the corporate team for a long time.
At the same time, the involvement of professionals is just the beginning
of the skillful use of their creative and labor potential to the benefit of the
company's development. This requires creating an enabling environment
for successful adaptation, and retaining new talented employees in the
organization (Сhulanova et al., 2018; Ouardighi et al., 2013),
conscientious performance of their job functions (Prichina et al., 2017;
Rogach et.al., 2016), as well as generating innovative ideas, and learning
(MacLeod & Clarke, 2010; Sonnenfeld et al., 1992). A special place is
given to the employee motivation and incentive system (Karácsony et al.,
2018, Belle and Cantarelli, 2015; Avanesova et al., 2016; Liu & Perry,
2016).
The problem of attracting highly qualified teaching staff, who are familiar
with modern best practices, is not fully resolved (Ilina, et al., 2018;
Savelsbergh et al., 2016).
The most trained teaching staff and business coaches skillfully and
successfully apply advanced technologies in the course of training,
rationally using online training, combining it with offline training. At the



same time, gamification of educational and production processes is used
widely, especially at the stage of the identity of the employees of the
 organization. A number of researchers consider the nature of
gamification of business processes (Wittenbaum et. al., 2004; Vinichenko
et. al., 2016; Alvarez et. al., 2017), study issues related to age and
gender features of gamification (Marti-Parreno et. al., 2016), security and
privacy practices (Baxter et. al., 2016), and staff training (Miguel et. al.,
2017; Kirillov, et. al., 2016), including cognitive aspects (Lumsden et. al.,
2016).
However, not all companies create their own training systems or are
engaged in the management of staff identity. Staff development and
training are often fragmented. This happens for various reasons, such as
a special attitude of corporate management, insufficient material
resources, poorly developed staff management service, etc. All this has
adverse impact on staff development, and their satisfaction with training
at the stage of identity and job, and consequently leads to a decrease in
the company competitiveness. Despite the availability of a large number
of scientific papers in this area, a comprehensive study, revealing the
problem of improving the staff training system in the organizations based
on the analysis of employee satisfaction with this system at the identity
stage, has not been conducted. Therefore, staff satisfaction with the
training system in organizations has become the main research subject of
this article.

2. Methods
At the beginning of the study, the authors developed their version of the
methodology which was used. It was aimed at achieving the goal, whose
essence was improving the staff training system in organizations based
on the analysis of employee satisfaction with this system at the identity
stage.
In order to achieve the goal, the following scientific tasks were defined:

1. identifying the status of the corporate training system;
2. determining the employees' satisfaction with training system quality at the

stage of identity;
3. determining the main improvement areas of the training system.
The research methodology included an online survey, overt observation,
expert evaluation, focus group, content analysis, mathematical statistics
methods, etc.
Study was conducted consisting of two phases: the first phase was
carried out from January 27 to February 8, 2017, and the second phase.
Content analysis and sociological survey using e-services were chosen as
the main research methods in the first phase. The second phase involved
expert assessments and a focus group.
At the first phase, the main work consisted in the preparation of the
scientific and methodological basis to reveal the condition of scientific
knowledge system with respect to improving the staff training system in



the organizations based on the analysis of employees’ satisfaction with
this system at the stage of their identity. In addition, a sociological
survey was organized and conducted in cooperation with HeadHunter
company.
The study was conducted in the Russian Federation entities during the
period from January 27 to February 8, 2017. The sample size was 5,991
people. The online survey method using Google Forms was used. The
maximum error for this sample does not exceed 4.5% with a 95%
confidence figure.
The survey was attended by representatives of small, medium-sized, and
large businesses. In order to obtain reliable data at the stage of the
sociological survey preparation, special instructions were given to the
respondents. The results obtained were processed.
At the second phase, the focus group, consisting of 12 experts from
among domestic and foreign scientists, academic teaching staff, and
representatives of business structures, analyzed the results of the study.
During the discussion, the focus group identified the main ways to
improve the staff training system of organizations based on the analysis
of employee satisfaction with this system at the identity stage. The focus
group had the opportunity to obtain data from the Internet and conduct a
discussion with colleagues from remote points of communication.

3. Results

3.1. The first phase
The vast majority of respondents believe that the availability of staff
training system in the organization is very important (Fig. 1).

Figure 1
Employees' assessment of the importance 

of having a training system



Analysis of the results suggests that employees of the organization are
satisfied with the availability of a training system, which they consider to
be one of the main conditions for their development, for receiving
positive emotions and decent wages. At the same time, a third of
respondents see their future in a good system of education. Thus, the
results of the study coincide with the general trend of continuous
development of staff and organizations in the context of growing
competition. Among the areas that do not fully fall under this trend were
transport, logistics and security.
The effectiveness of training, in the opinion of respondents, is most often
observed when taking advanced training courses (Figure 2).

Figure 2
The most demanded 
forms of staff training



This is due to the established traditions of a more systematic approach to
training on the part of the employer, companies and institutions providing
personnel training, and a more appropriate form of communicating
information for in-depth learning of the training material by employees.
Internships in companies are also among the priority forms of education
due to the more reliable acquisition of the necessary skills: professional
and communication. Distance learning is deservedly the third place
among the used forms of training, as it should serve as an addition to the
main ones, ensuring a reduction in the financial burden on the employer
related to the development of personnel. MBA / mini MBA programs are
preferred by Top Management, Human Resource Management.
A comparative analysis of online training and offline training allowed us to
establish that online training is more accessible in an environment where
you need to increase the theoretical knowledge of staff, often without
interrupting production and with minimal time and financial losses for the
company (Figure 3).

Figure 3
Staff attitudes to online 

and offline training



At the same time, as the survey showed, the main supporters of distance
learning / online learning, compared with other specialties, were
representatives of information technology, the Internet, telecom. This is
logical, since it is possible to solve all the problematic issues in these
areas remotely, using the possibilities of online learning. However, in
many areas of activity, for example, in medicine, education,
manufacturing, energy, and others, it is necessary to obtain practical
professional skills, without which it is impossible to properly perform their
functional duties.
Identification of priorities for satisfaction with the quality of education
between online training and refresher courses allowed us to establish that
there are no significant gaps between them (Figure 4).

Figure 4
Employee satisfaction with

the training form and quality



Almost all respondents expressed satisfaction with the quality of these
forms of education. However, only distance learning / online learning was
negatively evaluated by a small part of the respondents. This suggests
that distance learning / online learning is not sufficiently good in a
number of companies, sometimes a formal approach to this form of
education. Nevertheless, both forms of education are in demand on the
Russian labor market, although they have passed a different adaptation
period.
The second phase. Focus group has studied and analyzed the
generalization results of research outcomes, content analysis, and
sociological survey with respect to the nature of staff satisfaction with the
training system at the identity stage. The experts discussed the results of
the survey on the most popular forms of staff training and the attitude of
staff to online and offline training. One conclusion drawn by the focus
group was that a combined form of training, including both practical and
theoretical elements, as well as based on modern high technologies, was
the most promising training form. It is also important to ensure
continuous training of the staff throughout their employment
relationships with the organization.

4. Discussion
The availability of a training system in the company is relevant for almost
all employees of the organization. The largest number of employees, who
did not want to improve themselves, turned out to be among the
transport, logistics, and security specialists. This is due to the fact that in
a number of business areas, job activities are highly regulated, rarely
change in content, and do not require continuous development of staff.
Although it should be noted that logistics and security require creative
thinking for the qualitative performance of functional duties.



The high demand for refresher courses at the identity stage seems logical
given that they have recently acquired an increasingly sophisticated
structure and include innovative training methods. In favor of refresher
courses indicates the fact that teachers spend a lot of time offline that is
more familiar to the audience in terms of perception of material and
getting comprehensive feedback. This increases the efficiency of
perception of new material. This approach satisfies the company’s staff
and increases their loyalty (Vinichenko et. al., 2017).
The internship is also referred to as the most appropriate method of
obtaining practical skills in innovative work and gaining new
competencies through the implementation of advanced technologies
(Landers and Armstrong, 2017). Indeed, during the internships,
employees master advanced technologies, develop their labor and
creative potential (The DPSA, 2015), contributing to their socialization
and successful identity.
In the course of study, it has been revealed that online learning is an
innovative and popular form of learning, which caused the greatest
interest in specialists working in the field of information technologies, the
Internet, and telecommunications. Specialists involved in this field are
constantly engaged with similar technologies and are more prepared for
online learning using modern digital-related technologies, the
implementation of innovative technologies, and informatization of
education (Digital-literature in HR: trends 2016; (Moore and Pearson,
2017; Veretekhina and Korotin, 2018). In general, it is demanded by
specialists working in all economic sectors, because it is more affordable
in terms of cost and geographical location. Despite the fact that
respondents are generally satisfied with the quality of online learning,
however, it is inferior to offline learning because of its imperfection, not
full readiness of the audience to work in such a system of obtaining
competencies, as well as lack of a material and technical base of
educational process participants. Practice shows that online learning will
not be able to replace offline learning due to the impossibility of obtaining
certain knowledge, skills, and competencies without real live
communication with the teacher in the classroom.
During the discussion, the focus group confirmed the importance of
having a training system for the organizations’ staff. The increased
competition requires the employer to make every effort in order to
constantly train staff at the stage of identity to new technologies. An
additional argument consisted in the fact that respondents highly
appreciated the practical form of training, namely, the internship in other
corporate branches/offices, where practical skills could be attained, and
online training was used. The integrated form of training, which includes
both practical and theoretical approaches based on modern high
technologies, is considered to be the most promising training form.
The importance of gamification in learning has not been disputed. This is
correlated with recent research dealt with the use of gaming technology
(Miguel et. al., 2017; Landers and Armstrong, 2017). It is also concluded



that in the foreseeable future, online learning will not be able to
completely replace other forms of education.
As a matter of course of the focus group, the main areas of improving the
training system have been formulated:
- the training system should be aimed at solving urgent problems,
including the identity phase, as well as meeting the needs of the
company in business development;
- it is necessary to use an integrated approach when forming and
developing the training system;
- the company's training system should be based on the most popular
and effective forms of training, especially high-tech and promising ones;
- well-balanced and flexible application of online and offline learning
should be practiced;
- it is important to organize continuous training of staff throughout the
time of its employment relationship with the organization.

5. Conclusion
An essential condition for any company’s confidence in the future is its
continuous development, which is ensured by the simultaneous
development of staff. The system element of the latter is staff training.
The training systems being developed are effective if the staff is satisfied
with the created system.
In the course of the study, it has been revealed that the availability of a
training system in the company is relevant for almost all employees of
the organization. A special place in the training system is occupied by
refresher courses and online training. Their quality satisfies both
employees and corporate management that leads to the desired result.
Additional support in improving the professional skills of employees is a
practical form of training such as an internship, which enables trainees
acquiring the necessary competencies.
The team of the authors have proposed a comprehensive form of
training, as the most appropriate, which includes both practical and
theoretical elements based on modern high technologies. At that, it is
noted that online learning will not be able to completely replace other
forms of training in the near future.
The key measures to improve the training system can be formulated as
follows:
- the training system should be aimed at solving urgent problems,
including the identity phase, as well as meeting the needs of the
company in business development;
- it is necessary to use an integrated approach when forming and
developing the training system;
- the company's training system should be based on the most popular
and effective forms of training, especially high-tech and promising ones;



- well-balanced and flexible application of online and offline learning
should be practiced;
- it is important to organize continuous training of staff throughout the
time of its employment relationship with the organization.
Thus, the training system must be constantly improved to increase staff
satisfaction, enable the development of their professional skills in order
to improve corporate competitiveness.
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