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Abstract
Background and Aims: 
Understanding employee motivations for in-service training is vital for effective human resources de-
velopment strategies that seek to improve healthcare quality. This study aimed to identify drivers of 
in-service training among healthcare employees in the Riyadh Region and examine factors associated 
with personal and professional development as motivators for in-service training. 
Methods:
This cross-sectional study collected data via an electronic questionnaire from 319 health practitioners 
and administrative personnel working in the governmental and private health sectors in the Riyadh 
Region, selected through convenience sampling.  The collected data included background and job re-
lated information and the drivers for in-service training whether work enhancement, professional de-
velopment or personal development. Analysis, by SPSS version 21, included descriptive statistics and 
subgroup analysis using chi square test and odds ratio.
Result:
For 36.8% of respondents, the primary driver for training was work enhancement, followed by 26.7% 
who had no specific preference. Around 24% identified personal development as their main motivator, 
while only 12.3% cited professional development. Combined, personal and professional development 
accounted for 36.5% of respondents’ training motivation. Males were more likely than females to se-
lect professional or personal development as their primary training motivator (odds ratio: 2.271, 95% 
CI: 1.358–3.799, p < 0.05). Age, years of experience, qualifications, employee type, and sector of em-
ployment showed no significant association with professional and personal development as in-service 
training drivers.  
Conclusion:
Healthcare employees pursued both job performance improvement and career growth, highlighting 
the need for training programmes that align organizational goals with individual development.
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In-service training, Human Resources Development, Professional Development, Personal Development
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Introduction:
Human resource development (HRD) is 

a key priority for the Saudi Arabian gov-
ernment as part of its Vision 2030, which 
aims to enhance the quality of its human 
capital1. To achieve this, the government 
is making significant investments in ed-
ucation and in-service training, reflect-
ing its commitment to strengthening the 
country’s workforce, including those in 
the health sector2. Further, given the rap-
id transformations in the global health-
care landscape, ensuring a well-trained and 
capable health workforce is essential for 
maintaining high-quality services3 making 
human resource development in Saudi Ara-
bia’s health sector more critical than ever.

 Establishing supportive conditions for 
workplace learning for employees is essen-
tial for organizational survival in today’s 
evolving environment4. In this regard, orga-
nizations prioritize in-service training and 
development to achieve two primary goals: 
attracting and retaining skilled employees 
by improving job satisfaction and fostering 
a supportive work environment, and en-
hancing employee skills, nurturing talent, 
and boosting performance to align with 
and achieve organizational objectives4,5 .

Within organizations, professional de-
velopment is facilitated through HRD ini-
tiatives. Wang et al. (2017) defined HRD as 
a process that shapes the values and beliefs 

of individuals and groups while enhancing 
skills through learning activities, all aimed 
at supporting the performance goals of the 
host organization6.

The Learning-Network Theory (LNT) 
views Human Resource Development not 
as a centrally managed or linear process, 
but as a dynamic network of interactions 
among key organizational actors, includ-
ing employees, managers, and HRD pro-
fessionals7. Unlike “single” approaches to 
organizing HRD, the network perspective 
considers a wider range of HRD practic-
es and recognizes employees as active and 
essential stakeholders in the learning pro-
cess8. According to LNT, HRD activities 
are seen as fulfilling three key functions 
for organizational stakeholders: 1) work 
improvement, 2) professional develop-
ment, and 3) personal development9. Work 
improvement focuses on enhancing core 
work processes, such as better serving cli-
ents9. Professional development focuses on 
acquiring technical skills and knowledge 
to support career advancement within or 
outside the current organization, while 
personal development involves cultivating 
individual qualities and generic compe-
tencies, such as assertiveness or analytical 
skills, that may not be immediately rele-
vant but are expected to gain importance 
over time9,10. These three functions—work 
improvement, professional development, 
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and personal development, serve as key 
motivators driving employees to pursue 
in-service training opportunities both 
within and beyond their organization.

Organizing in-service training activities 
within organizations requires a strategic 
approach that values the diverse perspec-
tives of employees. Rather than aiming for 
uniformity, it should embrace differences, 
ensuring that professional development 
meets individual and organizational needs. 

There is a gap in the literature regard-
ing the factors that drive employees in the 
healthcare sector in Saudi Arabia to seek 
or engage in in-service training activities. 
Specifically, limited research addresses 
whether healthcare employees prioritize 
in-service training for work enhancement, 
professional development, or personal 
growth. This gap presents an opportuni-
ty to explore how these preferences vary 
based on individual and sector-wide fac-
tors. Understanding these motivators is 
crucial for designing effective HRD strat-
egies and in-service training programmes 
that enhance employee engagement, per-
formance, and career satisfaction, ulti-
mately improving healthcare quality. This 
study aimed to identify which HRD func-
tion primarily motivates healthcare sector 
employees in the Riyadh Region to partic-
ipate in in-service training and to examine 
the factors associated with personal and 

professional development as key drivers for 
engagement in such activities.
Materials and Methods:
Study design and setting:

We conducted an observational, descrip-
tive, cross-sectional study in Riyadh Re-
gion where healthcare services are planned 
and overseen by the Regional Branch of 
the Ministry of Health (MoH), in collab-
oration with three health clusters. These 
services are delivered through an exten-
sive network of facilities managed by var-
ious sectors including the MoH, other 
governmental non-MoH and the private 
sector. A total of 51,613 healthcare prac-
titioners, including physicians, pharma-
cists, nurses, and supportive medical staff, 
work across these facilities to deliver care. 
Complementing this workforce, admin-
istrative support operations at the Minis-
try of Health’s regional headquarters, the 
three health clusters, and Health Admin-
istrations in governmental non-ministry of 
health sectors. These administrative roles 
include human resources management, 
financial and logistical operations, and in-
formation technology.
Study population and sampling:

The study population comprised indi-
viduals working in the governmental and 
private health sectors in the Riyadh Re-
gion, including health practitioners (phy-
sicians, dentists, pharmacists, nurses, and 
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supportive medical staff ) and administra-
tive personnel. Eligible participants held a 
university degree (bachelor’s or diploma) 
or higher and represented both genders 
and all nationalities. 

This study employed convenience sam-
pling, reaching participants via emails 
and social media groups used by Riyadh’s 
health sector employees (e.g., WhatsApp) 
for its practicality and cost-effectiveness 
in accessing a diverse population without 
a sampling frame11. This method enabled 
rapid data collection, making it suitable 
for exploratory research where probability 
sampling was impractical11. It was also ef-
fective for targeting specific groups, such 
as health sector employees, ensuring access 
to relevant participants12. Similar studies 
used this approach9. While limiting gen-
eralizability, it helped identify trends to 
inform future research and interventions 
in Riyadh’s health sector. The sample size 
was calculated using OpenEpi, Version 3, 
an open-source calculator—SSPropor—
assuming a total population of 51,613, a 
95% confidence level, and a 5% confidence 
limit, resulting in a sample of 382 eligible 
employees.
The instrument and data collection:

Data were collected using a self-admin-
istered, structured, pre-coded question-
naire adapted from a previous study on 
workers’ understanding of the three HRD 

functions9. The questionnaire had three 
sections: Section one: Background infor-
mation: age, gender; Section two: Job-re-
lated variables: qualifications (Bachelor/
diploma, Postgraduate diploma, Master, 
PhD, MD), years of experience, -  type 
of employee (Administrative, Non-Physi-
cian health practitioner, Physician/dentist/
pharmacist) - Sector (Ministry of Health, 
Governmental non-Ministry of Health, 
Private); and Section three: Motivators 
for training. In the third section, respon-
dents selected three motivators for training 
from 18 items, categorized into three main 
HRD functions as follows: 1) Work Im-
provement function (six items e.g. to im-
prove work processes in the organization, 
to contribute to innovation of products 
and/or services), 2) Professional Develop-
ment function (six items e.g. to enable me 
to find a new job in this organization, to 
increase my general employability), and 3) 
Personal Development function (six items 
e.g. to develop general qualities that make 
me a better employee, to become more 
self-confident as an employee). The ques-
tionnaire was created electronically using 
Google Forms in both English and Arabic 
and was distributed through social media 
groups of health sector employees.
Data analysis:

Statistical analysis was conducted us-
ing IBM SPSS Statistics, version 21. The 
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18 items of motivators were grouped, 
and a new categorical variable, ‘The main 
driver for training’ was created to identi-
fy the respondent’s choice: whether it was 
‘Work Improvement,’ ‘Professional De-
velopment,’ ‘Personal Development,’ or 
‘No Specific Preference.’ Respondents se-
lecting two or three items from the same 
category were assigned that category. If the 
three items came from different functions, 
the option “No Specific Preference” was 
recorded. A chi-square test and odds ra-
tio assessed associations between employee 
preferences and socio-demographic and 
job-related variables. 
Ethical considerations: 

The study proposal was approved by 
the institutional review board of Princess 
Nourah Bint Abdulrahman University 
(IRB Log Number: 25-0063).
Results:

Out of the total calculated sample size 
of 382, a total of 319 questionnaires were 
filled giving a response rate of 83.5%. Table 
1 provides an overview of the background 
characteristics of the study respondents. 
The gender distribution showed a pre-
dominance of male respondents (65.4%) 
compared to female respondents (34.6%). 
Around half of the respondents were under 
40 years old, while the other half were 40 

years or older. The majority were married 
(72.6%). Regarding educational qualifica-
tions, most respondents were undergradu-
ates (72.5%), while postgraduates account-
ed for a smaller portion (28.5%), including 
those with postgraduate diplomas, masters, 
and doctorate degrees.

Table1: Background characteristics of the respondents.

Gender (N = 318) Frequency (%)
Male 208(65.4)

Female 110(34.6)
Age (N= 293)

< 40 YEARS 149(50.9)
40+ 144(49.1)

Marital status (N= 314)
Married 228(72.6)
Single 72(22.9)

Divorced 9(2.9)
Widow 5(1.6)

Qualification (N= 319)
Bachelor/diploma 228(71.5)

Postgraduate diploma 16(5)
Master 51(16)

PhD, MD 24(7.5)
Years of experience (N= 299)

< 15 YEARS 127(42.5)
15 + 172(57.5)

Employee type (N= 318)
Administrative 58(18.2)

Non-Physician health 

practitioner 214(67.3)
Physician/dentist/phar-

macist 46(14.5)
Sector of employment (N= 317)

Ministry of Health 262(82.6)

Governmental non-Min-

istry of Health 45(14.2)

Private 10(3.2)
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Regarding the job-related variables, 

more than half of the respondents (57.5%) 

had more than 15 years of experience. The 

classification of respondents by employee 

type indicated that a significant major-

ity (67.3%) were Non-Physician health 

practitioner while administrative staff and 

Physician/dentist/pharmacist accounted 

for only 18.2% and 14.5%, respectively.

The sector distribution revealed that 

the vast majority of respondents were em-

ployed in governmental institutions, spe-

cifically within the Ministry of Health 

(82.6%) or non- Ministry of Health en-

tities (14.2%). Only 10 respondents were 

from the private sector constituting 3.2% 

of the respondents. 

Figure 1 shows that for more than a 

third of the respondents (36.8%), the 

primary driver for training was work im-

provement, followed by 26.7% who had no 

specific preference. Approximately a quar-

ter of the respondents (24.2%) identified 

personal development as their main driver, 

while only 12.3% cited professional devel-

opment. When combined, personal and 

professional development accounted for 

36.5% of the respondents’ training moti-

vations, a proportion comparable to those 

who prioritized work enhancement.

Figer 1: Drivers and motivators for training among health sector employees.
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Table 2: presents the bivariate analysis results assessing the factors associated with selecting professional and personal 
development as motivators for training. 

 

 

 

Motivator for In-service Training  

 

Odds ratio (95% CI)

 

 

 P value 

Professional/Personal/
development

Work enhancement/
no preference

 Frequency (%)  Frequency (%)  
Gender

Male 89 (42,8) 119 (57.2) 2.271 (1.358-3.799) 0.002
Female 27 (24,8) 82 (75.2)

Qualification
Under-graduates 80 (35.1) 148 (64.9) .811 (.491-1.339) 0.412
Post-graduates 36 (40.0) 54 (60.0)

Employee class
Administrative staff 24 (41.4) 34 (58.6) 1.281 (.717-2.291) 0.402
Health practitioner 92 (35.5) 167 (64.5)

 Sector
Governmental 113 (36.9) 193 (63.1) 2.342 (.489-11.221) 0.337
Private 2 (20.0) 8 (80.0)

Age
< 40 years 51 (34.2) 98 (65.8) .833 (.517-1.342) 0.452
> 40 55 (38.5) 88 (61.5)

Years of experience
< 15 42 (33.1) 85 (66.9) .847 (.523-1.373) 0.500
> 15 63 (36.8) 108 (63.2)

The variable “main driver for training” 
was recoded into a dichotomous variable, 
combining professional and personal de-
velopment into one category and work en-
hancement and no preference into another, 
representing the dependent variable. Addi-
tionally, some independent variables were 
recoded into dichotomous variables as fol-
lows: qualification (undergraduate/post-
graduate), employee type (administrative 
staff/health practitioner staff ), and sector 
of employment (government/private). The 
results indicate that males were more likely 
than females to select professional/person-

al development as their primary in-service 
training motivator (odds ratio: 2.271, 95% 
CI: 1.358–3.799, p < 0.05). Age, years of 
experience, qualifications, employee type, 
and sector of employment showed no sig-
nificant association with professional and 
personal development as drivers for in-ser-
vice training.

Discussion:

This study aimed to identify which HRD 
function primarily motivates healthcare 
sector employees in the Riyadh Region to 
participate in in-service training and to ex-
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amine the factors associated with personal 
and professional development as key drivers 
for engagement in such activities. Our re-
sults indicated that work enhancement was 
the most frequently chosen primary driver 
for in-service training among respondents. 
This finding suggests that healthcare sector 
employees often view training as a means 
to directly improve their job performance, 
whether by enhancing patient care capa-
bilities or strengthening the administrative 
capacities necessary to support them. Re-
search in this field is scarce with contrast-
ing results with some studies highlighting 
work improvement as the main driver9,13 

and others indicating personal or profes-
sional development as the main drivers14. 

Some of the studies assessing employee 
preferences in the health and other sectors 
found that employees primarily associated 
their in-service training with work im-
provement, followed by personal and pro-
fessional development, reinforcing the sig-
nificance of work improvement as the key 
aspect of HRD from their perspective9,13. 
The reason behind this preference, as re-
ported by nurses in one study, is that work 
enhancement and professional develop-
ment are closely linked, with strong com-
petency in work-related tasks being essen-
tial for professional growth, which in turn 
helps refine expertise and improve the skills 

needed to perform their jobs effectively13.

Personal development is a process fo-
cused on enhancing self-awareness, resil-
ience, and the ability to manage personal 
challenges through the acquisition of skills 
and competencies 10. On the other hand, 
professional development focuses on ac-
quiring skills and knowledge related to 
specific work competencies15. However, 
they are interrelated and complement and 
support each other10. Therefore, we com-
bined the employees who identified both 
personal and professional development as 
their main drivers for training, resulting in 
a proportion equal to those who cited work 
enhancement as their primary motivation. 
This finding aligns with results from other 
studies on health sector employees, where 
healthcare workers primarily perceive train-
ing as a pathway for career advancement14.

For instance, healthcare sector workers 
were found to pursue advanced degrees 
to achieve personal goals, access career 
advancement opportunities, attain pro-
fessional parity, and enhance credibility, 
rather than as a job requirement16. This 
emphasizes the importance of personal 
and professional development for health-
care workers. For example, nurses associat-
ed professional development with experi-
encing a meaningful work life and viewed 
it as a crucial factor in retaining them in 
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their positions13. 

Furthermore, professional development 
plays a critical role in improving employee 
performance by fostering motivation, em-
ployee engagement and innovative behav-
ior 15,17,18. A study investigating factors 
influencing motivation and work engage-
ment among healthcare employees identi-
fied job training and professional growth 
as key motivators, emphasizing the impor-
tance of work-related development19. 

Our results also showed that approxi-
mately one-quarter of the employees ex-
pressed no specific preference, valuing 
work enhancement and personal and pro-
fessional development equally. This finding 
suggest a balanced, holistic approach to 
in-service training, where employees aim 
to improve their current job performance 
while also pursuing long-term career ad-
vancement.

Regarding the factors associated with 
personal and professional development as 
drivers for in-service training, our results 
showed that gender was the only statisti-
cally significant factor. We found that for 
females, the main driver for human re-
sources development was work improve-
ment, while for males, personal and career 
development were the primary drivers. 

This observation aligns with existing re-

search highlighting gender differences in 
professional development within health-
care settings, which indicates that men 
place greater emphasis on achieving career 
success compared to women20. 

For instance, a study among nurses in 
Saudi Arabia reported that male nurses 
reported higher participation rates in con-
tinuing education programmes and profes-
sional conferences21. This is also observed 
in other sectors in Saudi Arabia22. In stud-
ies in the health and medical fields, men 
were also more likely than women to gain 
local or international recognition as experts 
in their field, and attain leadership posi-
tions23. On the other hand, women may 
receive less recognition for their contribu-
tions compared to men, often as a result 
of work-life balance challenges that limit 
their visibility and participation in profes-
sional advancement opportunities23. This 
trend is evident in Saudi Arabia, where 
female physicians and dentists have been 
reported to face significant barriers to pro-
fessional practice and advancement, largely 
attributed to family responsibilities24,25. 

In general, our findings suggest that 
healthcare sector employees pursue train-
ing equally to enhance organizational per-
formance and to support their personal and 
professional development. This indicates 
that employers should design in-service 
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training programmes that address both or-
ganizational goals and individual growth 
aspirations. By aligning training activities 
with both organizational objectives and 
employees’ personal and professional de-
velopment goals, employers can create a 
more engaged, skilled, and satisfied work-
force, ultimately contributing to the overall 
success of healthcare organizations.

One limitation of the study was the use 
of a convenience sample, which may limit 
the generalizability of the findings.

Conclusion: 

When considered together, personal and 
professional development were identified 
by healthcare employees as the primary 
motivation for in-service training, match-
ing the proportion of those who cited work 
enhancement as their main reason. Further 
approximately one-quarter of the employ-
ees expressed no specific preference, valu-
ing work enhancement and personal and 
professional development equally. Gender 
was the only factor that was found to be 
associated with personal and profession-
al development as drivers for in-service 
training. These findings suggest a balanced, 
holistic approach to in-service training, 
where employees aim to improve their cur-
rent job performance while also pursuing 
long-term career advancement. Employers 

should align in-service training with both 
organizational goals and individual devel-
opment needs to enhance workforce en-
gagement, skills, and satisfaction, support-
ing overall healthcare success.

Conflict of Interest: None 
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