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Abstract: The study aimed to explore the application of
activities related to training and development in Yemen mobile
company and its effectiveness in improving the employee's
performance. A final of 200 questioners were received,
representing about 50%of the study population. The study found a
positive correlation between training strategy and the employees
level of performance. The employees performance also showed
significant improvement due to adopting modern technology and
training strategy programs. Theresults also revealed a statistically
significant correlation between the progressin the performance of
the employees and the degree of training diversity programs
introducing in the company. Furthermore, there was a substantial
correlation between applying the strategically designed stage of
the training process in this company and improving the
performance level. However, the application of the training
activities mentioned above was hindered or delayed by factorslike
the scarcity of qualified trainers, the natural of the company's
organizational culture, and the rigidity in the applications that
govern this company's training practices. The study showed an
acceptable level in adopting and applying for this company's
training and development programs. The company should direct
some more effort and attention to improving the application of
training and development programs based on clear training
strategy and divers training programs that serve the company's
overall development. These efforts should also seek to rise the
methods and technology needed to improve the company's
employees performance.
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I. INTRODUCTION

This scientific progress that the world is witnessing today
requires organizations, whether globa or local, to adopt
modern management concepts in management if they want to
achieve their goals efficiently and effectively. Among this
current management, concepts are the unquestioning belief in
the necessity of the existence and application of strategic
planning in organizations and institutions to survive,
continue and face the various changes and challengesin light
of globalization. Yemeni organizations are part of the global
environment affected and affected by it, and there are

Revised Manuscript Received on October 10, 2020.
* Correspondence Author
Ahmed Naji Shaddad*, PhD Scholar, Department Business
Administration ,Faculty of Arts,Annamalai University, Tamil Nadu, India
C. Samudhra Rajakumar, PhD Scholar, Department Business
Administration , Faculty of Arts ,Annamalai University, Tamil Nadu, India

© The Authors. Published by Blue Eyes Intelligence Engineering and
Sciences Publication (BEIESP). Thisis an open access article under the CC
BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/)

Retrieval Number:100.1/ijmh.B1154105220
DOI:10.35940/ijmh.B1154.105220
Journal Website: www.ijmh.org

challenges and rapid changes that affect these organizations.
This, therefore, requires Paying attention to and training
human resources so that they have different knowledge and
skills to face these rapid changes in al aspects of economic
and technological life. The human resources strategies,
including the training strategy, have an essential role in
changing the practices related to the functions of human
resources management. Thus, influence the performance of
the organization in genera, especialy in the field of
achieving competitive advantage so that the training strategy
must operate in a broader framework that includes the
strategy at the level of the organization as a whole which is
from the initial conception of future visions of the
organization and draw policy and determine the purpose of
the long term and the statement of strengths and weaknesses
to make decisions strategic right. Training has become, at
present, an investment in human capital, as it is considered
one of the most basic ways to create appropriate human
resources in terms of quantity and quality as it works to
provide individuals with the information and administrative
and technical skills necessary to perform their work
efficiently and effectively, and this thus reflects positively on
the work and performance of organizations in general. The
basic idea behind the comprehensive and integrated approach
to strategically managing human resources is to coordinate
all the organization’s resources, including human resources,
to ensure that it will lead to its primary strategy.
Undoubtedly, integrating all the organization’s resources will
ultimately lead to the emergence of another added value.
None of these resources can form alone, and thisis one of the
primary benefits resulting from the strategic management of
a useful training function in the organization. The
telecommunication sector has a key role in the development
of Yemen's society and its development and growth of
economic. This, therefore, requires the advancement of
technology and the use of modern methods and sophisticated,
making the need to have to involve the employees in this
company training programs continued to face the changes
ongoing in the light of globalization, through the application
of our company’s management strategy and improve its
performance. For its various functions, continuous
development of its operations, and attention to its human
resources and training to achieve the goals, this study to find
out the extent of Yemen Mobile's application of the training
strategy and its impact on the performance of employees in
this company.
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Training Strategy and its Effect on Employees Performancein Yemen Mobile Company

A.Overview of Yemen Mobile Company

Yemen Mobile Company is the first 3G Company in
Yemen that provides CDMA20001x and EVDO services.
Y emen mobile was established in 2004 as a third wireless
operator in Yemen and initidly offered the circuit switch
services besides to packet switch services, which enable its
customers to use data services and the internet at a speed of
153 kbps as a maximum rate by implementing
CDMAZ20001x, which is 2.5G technology according to
3GPP2 standard

B.THE STUDY PROBLEM AND ITSQUESTIONS

The lack of qudlified, trained, and capable human
resources to adapt to al variables and challenges in the
external environment will lead to weak organizations' ability
to compete globally and regionally. The training must be
viewed from a strategic perspective so that training programs
are designed and implemented to achieve the organization's
strategic goals.

The problem of the study lies in trying to answer the
following comprehensive question: “What is the extent of
Yemen Mobile's implementation of activities related to the
existence of aclear strategy for training and its impact on the
level of performance of its employees?” Hence, this study
attempts to reach the desired results by answering the
following sub-questions:

1.Is there a relationship between the degree of
implementation of Y emen Mobile Company, the stages of the
training process from a strategic approach, and its employees
level of performance?

2. Isthere arelationship between the quality of thetraining
programs in Y emen Mobile and its employees performance
level?

3. Is there a relationship between the commitment of the
top management and its adoption of the training strategy in
Y emen Mobile and its employees performance level ?

4. |s there a relationship between the use of modern
technology as a basis for implementing the training strategy
in Yemen Mobile and the performance level of its
employees?

C. Importance of Studying

The importance of this study stems from the fact that it
focuses on a critica topic that affects the company's
competitiveness and the achievement of its goals, especialy
telecommunications companies, which is the subject of
training, as training is a long-term investment of the
company's most important resources through the
development and development of skills and knowledge of
employees and thus leads to improving their performance,
increasing productivity and achieving The organization aims
to increase its competitiveness regionally and internationaly.
The importance of this study aso stems from the fact that it
focuses on the strategic dimension of the training function in
Yemen Mobile and its impact on the performance of its
employees, as many studies focused on the traditional
measurement and did not focus on the strategic dimension of
the training function. The importance of this study is evident
in that it may contribute to assisting Y emeni companies in
general by benefiting from its results and knowing what is
applied to them and what needs to be involved, as adopting a
training strategy is a significant step in defining the future
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vision of human resources management and thus contributes
to improving the performance levels of employees and
contributes to Achieve the competitive advantage of these
organizations. The importance of this study also stems from
the fact that it will contribute to providing interested and
responsible people with the information they need and the
most significant obstacles that prevent adopting the strategic
approach in practicing training activities and finding
appropriate mechanisms and solutions for the success of
applying this approach to raise the level of performance of
employees in these organizations.

D. Objectives of the Study

This study sought to achieve the following objectives:

1. Demonstrate the degree of Yemen Mobile application
stages of the training process from a strategic approach.

2. Demonstrate the application of Y emen Mobile's practice
of building training strategy steps.

3. ldentify the most prominent types of training programs
that are offered to employeesin Y emen Mobile

4. Knowing the extent of the senior management's
commitment, adoption, and support to Yemen Mobil€e's
training strategy.

5. A statement of the extent to which Yemen Mobile has
adopted modern technology as a basis for implementing
training strategy programs.

6. Identify the most significant obstacles that Yemen
Mobile faces when adopting an effective training strategy.

E. Thelimitations of the stud

e Spatial and procedural boundaries determined this study.
In terms of place, this study will be limited to
Yemen Mobile.

o Interms of the procedure, this study will be applied to the
study sample of the Yemen Mobile Company
employees.

F. Terminology of Study

Training: It is the planned process to change behavioral
trends and provide them with knowledge and skills through
educational experience to achieve effective performancein a
specific activity or field, develop employee capabilities, and
achieve the organization's current and future workforce
needs.

Training programs are a group of organized, planned, and
continuous activities aimed at providing trainees in the
organization with specific knowledge, improving and
developing their skills and capabilities, and changing their
behaviors positively and constructively.

Training strategy: a set of activities aimed at designing and
implementing a set of practices and policies related to
training homogeneous human resources internaly in how
human capital is achieved that contributes to achieving the
organization's strategic goals.

Types of training programs:. These are interna training
programs (to be held inside the company's training centers),
and externa training programs (to be held outside the
company's training centers). These programs include
lectures, discussions, conferences and seminars, case study
methods, role representation, committees, and the method of
rotating work and individual
tasks.
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Training process: It isthe process that includes the following
stages: identifying training needs, planning, and organizing
the training program, implementing the training program, and
evaluating the training program.

[I. REVIEW OF RELATED LITERATURE

The researcher tried to obtain previous studies on the
study's subject and list the most relevant studies, which are as
follows.

A study on training factors and its impact on training
effectiveness in Kedah state development corporation Kedah
Malaysia by Sanjeevkumar (2011) was aimed to combine
theoretical and experimenta research in trying to find the
factors that effects on staff training and its impact on the
practice of human resources , results showed a relationship
between training, job environment and individual staff
characteristics. It shows that the training environment has a
strong  effect on the training process. It suggests affording
more time and resources in this area as it brings excellent
effectiveness to a company.

Abdelgadir and Elbadri (2001) studied the identification
of training needs, developed training programs, and
evaluated the effectiveness. The study found that many of
these banks ignore the process of identifying training needs,
the absence of assessing the results of training programs, and
the consequence of this on individuals' performance.

Teresa Brannick et al. (2002) aimed to know the impact of
training practices on the level of service provision. The
researchers collected data from (143) service companies in
Ireland. The study concluded that providing intensive and
properly planned training programs significantly contributes
to improving individuals' ability to provide services with a
high level of skill, thus increasing customer satisfaction.
Daniels (2003) found out that the training process returns on
individuals working in (15) British banks. The study
concluded that training contributes significantly to
developing working individuas' skills and learning, building
effective work teams, achieving high-quality levels, and
creating an organizational culture that supports the
organization's goals and strategies. This, in turn, contributes
to achieving agood return on investment in training.

Gasc 6 et a. (2004) study focused on knowing how to use
information technology on human resource management
practices, especially the Spanish telecommunications
company (Telefonica). The most important findings of this
study were using information technology in training. It has
contributed significantly to improving managers exploitation
for their time, increasing participation thousand high of
trainees, and improving the evaluation of the effectiveness of
systems training programs, improving after the quality and
quality of these programs. This service company aims to
develop its future training systems to become based on
self-learning e-learning for employees. The most important
thing that distinguishes this study from previous studies is
thatitis:

1. It tries to approach the training activity from a strategic
perspective to consider the need for an integration between
the organization’s general strategy and the human resource
strategy to achieve the organization’s strategic objectives, as
most of the previous studies, especialy the Arab ones. It dealt
with training from a traditional rather than a strategic
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perspective, as this study focuses on the strategic dimension
of the training function. Thus, it is trying to determine the
extent to which Y emen Mobile is pursuing strategic planning
and the existence of a clear strategy for the organization that
includes a set of functiona strategies, including the human
resources strategy, from which the training strategy stems.

2. This study focuses on trying to identify how to choose the
training programsin Y emen Mobile. Thisprocessisdonein a
scientific and studied manner according to the internal and
external environment data or in an unexpected traditional
way. The training needs are taken into account when
determining the company's general strategy. It is done in a
pattern. Isit random to refer to the performance reports of the
company's employees when determining training needs? This
study is considered one of the rare studies applied to the
training strategy and itsimpact on the performance of Y emen
Mobile employees.

Concept of Training:

A lot of researchersand writersin the field of management
define training from different angles. However, all agreed
eventually to itsrole in raising the working efficiency of the
organization as a whole, where Khaled Hiti (2004) believes
that training is "work or activity of human resources
management activities, which works on the report of the need
of individuals employees at various organizational levels for
the development and rehabilitation, in the light of the
strengths and weaknesses in their performance and their
behavior during work."

Salah Abdul Bakr (2004) defined training as “’planned
activity designed to provide individuals with a range of
information and skills that lead to increased individual
performance rates at work.”

Omar Aghili (1996) believes that training is " a planned
process that is using the methods and tools to create, improve
and refine the skills and abilities of the individual, and to
expand his knowledge of the efficient performance through
learning to raise the level of efficiency and thus established
the efficiency in which it operates as a group of work °.

Hence, it can be said that the majority of researchers and
writers have participated in defining training in common
matters, the most important of which is that it provides
individuals with specific skills that lead to an increase in
individuals performance rates and that it is an activity aimed
at improving and developing work methods within the
organization.

The researcher considers the necessity and importance of
linking learning with training, as learning is viewed as a
means of training. Without it, the training process cannot
occur, as learning is concerned with providing individuals
with scientific knowledge and connecting them to sound
thinking. As for training, it is concerned with transferring
knowledge to an actual application, as training is the core of
learning.

From the previous definitions of training, the researcher
concludes that training is a continuous process aimed at:
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- Providing and imparting the individual to skills,
information, and experiences that he does not have or lacking
and thus improving his performance and improving the
organization's performance.

- | Provide the individual with new trends and behavioral
patterns.

- Providing, improving, and refining the skills of the
individual .

I1l. METHODSOF THE STUDY
A.Study Design

Ingzpendznt variables Dependent variables

The degree of application of the training
process stages from a strategic perspective

Staff performance level

o [Productivity
o (reativityand
Inngvation

Diversity of training programs

the efficiency of

the implementation

. of the Busness
The extent of senior management

v deckion-making

v Planningand
The level of adoption and use of modern
technobogyas a basis for

implementing training strategy programs

Business

[/ /

B. Study Hypotheses

The study hypotheses are based on the study problem and

its various elements to achieve the desired study objectives,
namely :
The first null hypothesis: There is no significant relationship
between the degree of application of the training process
stages from a strategic perspective and employee
performance in Y emen Mobile Company.

The second null hypothesis: There is no significant
relationship between the degree of application of the quality
of training programs and employee performance in Y emen
Mobile Company.

The third null hypothesis: There is no significant
relationship between the commitment of senior management
and the adoption of atraining strategy in the company Y emen
Mobile and the staff level's performance.

Fourth null hypothesis: Thereis no significant relationship
between the use of modern technology as abasisfor applying
training programs strategy in Yemen Mobile Company and
the level of performance of employees.

C. Population and Sample Study

The study population consisted of employees of the
Yemen Mobile Company. A random sample of (50%) was
selected from the study population for the study sample.
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D. Data Collection Methods
The researcher relied on the following sources for data
collection, which requested this study are as follows:

Primary Data:

1. Questionnaire; A questionnaire was developed and
distributed to Yemen Mobile Company to collect the
necessary data for this study. (300) questionnaires were
distributed (200) questionnaires were retrieved from this
company 20 questionnaires were excluded because they were
not valid and clear, and there remain two hundred
questionnaires on which the study was conducted. Likert
scale was used to measure these axes as follows: (1) for a
shallow degree, (2) for a low degree, (3) for a medium
degree, (4) for ahigh degree, and (5) for avery high degree.
2. Persona interviews. The researcher conducted some
interviews to inquire and obtain some information that he
needsin this study.

Secondary Data:

These data are represented in books and periodicals related
to the topic and the various articles available on the global
infformation network on the Internet. The various
publicationsissued by the company and the Y emeni Ministry
of Communications were used.

E.Validate the Study Tool

To ensure the clarity of the questionnaire and its suitability
to measure the study's hypotheses, the researcher presented it
to five faculty arbitrators, and all observations and opinions
expressed by the referees were taken into consideration. Then
the final version of the questionnaire was prepared.

F. Stability Test Of The Study Tool

Cronbach alpha coefficient was used (Cronbach Alpha) To
measure the study sample's degree of reliability to the
guestionnaire questions. This parameter depends on
measuring the questionnaire questions' internal reliability in
their ability to give consistent results to the respondents
responses towards the questionnaire questions, and a pha can
be interpreted as the internal stability factor (Interna
Consistency) Among the answers. Therefore, itsvalue ranges
between (0, 1), and that the statistically acceptable amount of
the alpha coefficient is (60%) or more so that the reliability of
the scale is good and so that the results can be generalized as
the value of alphais (93.7%).

G. Methodsof Data Analysis

The dtatistical methods were chosen according to the
study's nature by using the statistical program Statistical
Package for Socia Sciences (SPSS). In analyzing the data
collected for the study, descriptive statistical methods such as
percentages, frequencies, mean and standard deviation were
used to give a comprehensive description of the sample
members responses to the various paragraphs of the
guestionnaire.
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H. The Theoretical Framework of The Study

The basis of the training process is the delivery of
information and the formation of specific skills to a group of
trainees by means of communication and training methods, to
influence their behavior and raise their job capabilities, and
the training also aims to provide the individua with
knowledge, skill, and behavior directly related to his career
role, which increases his level of productivity at work.

Training has become a significant issue for many
organizations in all sectors due to changing performance
standards in these organizations, which are no longer limited
to merely providing a service or product, but rather by
ensuring the provision of quality that meets the customer’s
need and desires. Therefore, training has become of great
importance and the focus of many researchers and specialists
in the field of modern management.

IV. RESULTSDISCUSSIONS AND HYPOTHESES

TESTING

Table 1: General Characteristics of the Study Sample
Characteristic Number %49
Gender
Male 180 Q0
Female 20 10
Age (yvears)
<30 40 20
30 to 40 80 30
40 tD 50 70 35
50 to 60 30 15
Qualification
High school 0 0
Diploma 0 0
Bachelor 150 75
Master 50 25
PhD ] 0
Experience (years)
3= 25 125
5-3 30 15
10-5 35 17.5
10 = 110 55

Gender: It was found that most of the study sample was
male, astheir number reached (80) persons with a percentage
of (90 %), while the number of femaleswas (20) femaleswith
a rate of (10 %), and this indicates the low percentage of
female participation, in Y emen mobile company.

Age: It was found that the largest percentage of the study
sample individuals are in the age group between 40 to less
than 50 years, astheir number reached (70) with arate of (35
%), followed by the age group from 30 to less than 40 years.
With apercentage of (30 %), the rate of those in the agesfrom
50 to less than 60 years was 20 % of the total study sample,
while the lowest percentage was for those with periods less
than 30 years, their number reached ( 30 ) individuals and a
rate of ( 15 %) from The overal study sample. Thisindicates
that the average age of the study sample individuals is
relatively high.
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Academic Qualification: It was found that the majority of
the study sample hold afirst university degree (BA), as their
number reached (150), and with a representation rate of
(%75), followed by the proportion of holders of a master’s
degree by (%25) and this, therefore, shows that the
individualsin the study sample are Those with relatively high
academic qualifications.

Years of Experience: It was found that the relative
distribution of the study sample is according to the number of
years of experience, as the largest percentage was for those
with experience of 10 years or more, the number of its
members amounted to ( 110) and by ( 55 %), followed by the
number of years of experience of 5-9 years and above
amounted percentage (%17.5), the owners of the knowledge
of 3- 5 years has accounted for ( 15 %) of the total study
sample,

The lowest representation was experienced less than three
years have numbered (25) members and reached the
proportion of representation (%12.5) of the total study
sample. This shows that the individual's enjoyment of the
study sample experienced along process.

A. Discussions Of The Study Questions

This study posed several questions directly related to the
training strategy's placement, asit will attempt to answer the
guestions based on the data collected and analyzed.

It was found that the paragraphs of the questionnaire (1-14)
are of ahigh degree of importance, astheir average was more
elevated than (3.00), meaning that there is agreement on all
the questionnaire questions for the first variable related to the
degree of the company's application of the training process
stages from a strategic perspective.

It was found that the paragraphs of the questionnaire
(15-20) were of low importance, except for sections (15 and
17), as they were of high priority, and it was found that the
most used methods in training programs in this company are
those programs that are based on the technique of lectures.

It was aso found that the paragraphs of the questionnaire
for questions (21-25) were of a relatively high level of
importance, which indicates that the senior management in
the company adopts a training strategy. The study results
showed that the senior management seeks continuous
improvement in work and finds ways and methods of work
that Lead to better business execution.

It turned out that the study sample answers to questions
from (29-26) were directed towards that modern
technological means help in better delivery of the training
material, as the study sample company use traditional
standards such as blackboard and slide show machines in
their training operations.

It was found through the questionnaire questions from
(30-39) that the most crucia obstacle facing the process of
adopting an effective training strategy is the lack of an
organizational culture that supports the company's training
strategy. The second obstacle in the degree of importance is
the lack of highly qualified trainersin the company. Thethird
obstacle was the rigidity of laws and regulations for training
in the researched company.
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It emerged from the questionnaire questions (40-55), which
shows the extent of the existence of a clear strategy for
training and their contribution to improving the performance
of individuals working areas, where the strategy shows the
presence significantly in the trap of the study sample, which
indicates that the company is applying it to a high degree.
B.Testing the Hypotheses of The Study
Thefirst null hypothesis:

Thereisno Statistically significant relationship at the level
of > 0.05 between the degree of application of the stages of
the training process from a strategic perspective and
employee performance in Y emen Mobile Company.

Totest the hypothesis, aregression test and F test were used
to examine whether there were significant differences
between the averages of the study sample's estimates of the
relationship between Yemen Mobile's application of the
stages of the training process from a strategic perspective and
the level of employees ° performance, at the level of
statistical significance - (0.05 =. Table 2 shows the results
related to analyzing this relationship.

Table 2: Regression test resultsand F test Results

R Adjusted F Levd of Result
R? significance
0.673 | 0.449 161.853 | 0.000 rejected

The results show that F= 161.853 with a level of
significance of 0.000, which is less than the specified value
(0.05), indicating the existence of statistically significant
differences between the application of Yemen Mobile
Company of the stages of the training process from the
perspective of training strategy and the level of staff
performance. This result was supported by Adjusted R?,
which amounted to (0.449).

The second null hypothesis:

Thereisno Statistically significant relationship at the level
of > 0.05 between the degree of application of the quality of
training programs and employee performance in Yemen
Mobile Company.

The study tried to identify whether there were significant
differences between the averages of the study sample's
estimates of the relationship between the quality of training
programs in Yemen Mobile and the level of employee
performance, at the level of statistical significance - (0.05
=Table 3 shows the results related to analyzing this
relationship.

Table 3: Regression test resultsand F test Results

R Adjusted F Level of Result
R? significance
0.324 | 0.101 23.575 | 0.000 rejected

The results show that F= 23.575 with alevel of significance
of p= 0.000, which is less than the specified value (0.05),
indicating statistically significant differences between the
quality of training programs in the company Y emen Mobile
And the level of performance of employees. Therefore, the
null hypothesis was rejected.

The third null hypothesis:
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Thereisno Statistically significant relationship at the level
of p> 0.05 between the adoption of senior management
training strategy and the level of employee performance in
Y emen Mobile Company.

To test the hypothesis, aregression test and F test were used
to find out whether there were significant differences
between the averages of the study sample's estimates of the
relationship between the adoption of the senior management
in Yemen Mobile Company for the training strategy and the
level of employee performance, at the level of satistical
significance (0.05)Table 4 shows the results related to
analyzing this relationship.

Table 4 Regression test resultsand F test Results

R Adjusted F Level of Result
R? significance
0.513 | 0.267 71.759 | 0.000 rejected

Theresults show that F= 71.759 with alevel of significance
of p = 0.000, which is less than the specified value (0.05),
indicating statistically significant differences between the
adoption of senior management training strategy and the
level of performance of employees in Yemen Mobile
Company. Therefore, the null hypothesis was rejected.

The fourth null hypothesis:

There is no statistically significant relationship at the level
of significance > 0.05 between the use of modern technol ogy
as a basis for applying training programs strategy in Y emen
Mobile Company and the level of performance of employees.
Table5: Regression test resultsand test F Resulting from

it

R Adjuste F Level of Result
dR? significance
0.478 | 0.237 61.391 | 0.000 rejected

The results show that F= 61.391 with alevel of significance
of p=0.000, which islessthan the specified vaue,(0.05)
indicating the existence of statistically significant differences
between theuse of modern technology as abasis for
the application of training programs strategy in Yemen
M obile Company and the level of performance
of employees. Therefore, the null hypothesis was rejected.

V. GENERAL DISCUSSION

The study reached the following results:

1. The low rate of female participation in the Yemen
Mobile Company, as the percentage of males who were
included in this study is 90 %, and this thus indicates that
there are social obstacles related to customs and traditions
that women working in Y emeni companies face that prevent
them from joining these company.

2. Themajority of the sample membersin the company are
highly educated, as the number of holders of a bachelor’s
degree reached% 75and holders of a master’s degree % 250f
them are over 40 years old, and most of them have more than
ten years of experience.
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3. The degree of Yemen Mobile's application of all
activities related to the training process phases from a
strategic perspective represented by identifying training
needs, designing training programs, implementing training
programs, and evaluating and evaluating training programs)
was high. Therefore, this indicates that the interest of this
company has a clear training strategy.

4. That Yemen Mobile Company focuses on lectures to a
considerable extent in the training process and focuses on job
rotation techniques. In contrast, other forms of training are
weak or amost non-existent.

5. The senior management in Yemen Mobile Company
seeks primarily to continuously improve work and find ways
and work methods that lead to better implementation of the
work. Its interest in providing the necessary materia
capabilities and continuously following up on the training
process and considering training among its strategic priorities
cameto arelatively lesser degree.

6. Tha Yemen Mobile Company uses modern
technological means to implement training strategy programs
a a weak degree, which consequently negatively affects
employees, given that modern technical means help deliver
the training material better. At the same time, this company
focus on using traditional means to implement their training
strategies to a high degree.

7. This study revealed a set of obstacles that this company
facesin the process of adopting an effective training strategy,
the most prominent of which is the lack of an organizational
culture supportive of the training strategy in this company,
the lack of highly qualified trainers, and the rigidity of laws
and regulations for training in this company.

8. The level of the training strategy’s contribution to
improving individuals working in Yemen Mobile from
managers and in related fields was to a high degree. The best
way in the field of (decision-making (the ability to analyze
facts and reach logica results and business planning and
implementation ability Emphasis on getting the work done
and the ability to choose the right and appropriate actions to
carry out the work.

9. The existence of a positive correlation relationship with
dtatistical significance between Y emen Mobile's application
of the stages of the training process from a strategic
perspective and the level of performance of its employees, as
well as the existence of this relationship between the degree
of diversity of the training programs provided in this
company and the performance of its employees.

10.The existence of a positive correlation with statistical
significance between the extent of the senior management in
this company adopting the training strategy and the level of
employee performance, as well as the existence of this
positive relationship between the use of modern technology
as abasis for implementing the training strategy programsin
this company and the performance level of its employees.

VI. RECOMMENDATIONS

The study reached several recommendations:

1. The necessity for the Yemen Mobile Company to
provide more attention and support by senior management to
adopt clear training strategies emanating from the company's
genera strategy.
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2. The necessity for the Yemen Mobile Company to
diversify the training methods that it provides to its
employees, as it focuses on the method of lectures and job
rotation to no small degree. Therefore, discussion methods,
case studies, committees, and conferences must be added to
these methods because of their impact on improving
employees performance levelsin This company.

3. The need to pay attention to providing the financial and
material capabilities necessary for the training process and
the necessity to consider training among the company's
strategic priorities.

4. Yemen Mobile Company has to adopt modern
technological meansto implement training strategy programs
because of its positive impact on the training process, which
thus affects improving the performance level of the
employees of this company.

5. Yemen Mobile Company must reduce the obstacles and
obstaclesit faces when adopting an effective training strategy
by spreading the organizational culture that supports the
training strategy, providing highly qualified trainers, and
changing its regulations and laws that contradict the adoption
of aclear and effective training strategy.

6. Take advantage of the high academic qualifications and
long practical experience of the managersin this company by
following the sound strategic planning and aclear strategy for
the company from which a clear strategy for the various
functional units emerges.

7. The necessity to base the training activity in Yemen
Mobile on the strategic approach, which requires considering
al factors in the internal and externa environment and
responding to these variables, and building this activity in an
integrated and comprehensive manner in light of the
surrounding environment data.
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