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ABSTRACT

Purpose: The main focus point of this research is to look into the effectiveness of training at various levels of management. It will
aid firms in developing more effective training techniques for various levels of management.

Methodology: The quantitative technique is used in this study. The survey approach is used in the study to obtain data. The replies
were collected using a random sampling method. Managers from various private firms in Dhaka, Bangladesh, who have undergone
various training and are also involved in the training of their employees, are among the respondents. We utilized Cochran's method
to determine the proper sample size for the survey. One-Way ANOVA (Analysis of Variance) was used to evaluate the gathered
data.

Findings: The value of F is 45.153, which has a p-value of .000 which is less than the .05 alpha level, indicating that it is significant.
As aresult, there is a statistically significant variation in the effectiveness of training at various levels of managers.
Originality/Value: When developing training for the organization's various levels of managers, it's important to remember that the
training's outcomes will change owing to the variances in the managers' levels. Training will undoubtedly increase the general
performance of managers at all levels, but not at a very high level for top management.

KEYWORDS: Level; Manager; Training Effectiveness. JEL Code: M1, M5

1. INTRODUCTION

1.1 Background of the Study

Employees are regarded as a business's most important asset since the performance of its employees determines whether the firm
succeeds or fails (Shahzadi, Javed, Pirzada, Nasreen & Khanam, 2014). Employees are needed in businesses because their skills
allow them to do a certain task (Vukajlovi¢, Brzakovié & Curéi¢, 2016). Individuals with certain skills are either hired or developed
through companies that offer training opportunities (Kuruppu, Kavirathne & Karunarathna, 2021). Every industry must deal with
activities that assist them in meeting their goals. Many researches have indicated that there are strong links between training
techniques and various indicators of employees' output (Niazi, 2011). Performance is defined as the attainment of predetermined
goals in precision, fullness, budget, and speed (Sultana et al., 2012).

Top-level, middle-level, and first-level management are the three levels of management in most businesses. These three major staff
levels constitute a hierarchy in which they are rated in order of significance (Jones, & Jennifer, 2006). Additionally, there are
variances in the sorts of work that each level performs and the functions that they play in their occupations (DuBrin, 2016).

A person’'s training requirements cannot be identical to those of another, because people with low credentials need a lot of training
and a lot of motivation to perform beside those who have higher credentials (Newton, 2006). As a result, it is critical for businesses
to provide structured training to their various levels of employees, as they are the ones who make up the company (Hassan, Razi,
Qamar, Jaffir & Suhail, 2013).

1.2 Problem Statement

Several research (Harel & Tzafrir, 1999; Deros, Saibani, Yunos, Rahman & Ghani, 2012) have shown a strong link between training
costs and organizational effectiveness. The authors of a research (Karim, Abduh, Manda, & Yunus, 2018) discuss a professional
approach to training that is practice-based. In another research (Aragon-Sanchez, Barba-Aragén, & Sanz-Valle, 2003), the authors
claim that owing to a lack of funding, time, and measurement mechanisms for identifying the changes that arise from training, many
organizations' training evaluations are not carried out professionally or at all. Few studies focused on the efficacy of training
(Urbancovd, Vrabcova, Hudakova & Petru, 2021; Karim et al., 2018; Deros et al., 2012), but none on the influence of different
levels of management. As a result, this subject needs to be better explored, and therefore more study should be done.
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1.3 Obijective of the Study

The purpose of this study is to look into the effectiveness of training at various levels of management. It will assist firms in
developing better training programs, which will increase the competences of various levels of management, allowing the
organization to function better in order to meet its objectives.

2. LITERATURE REVIEW

The human resources quality of a company has a substantial influence on its performance. Managers are members of an organization
who are accountable for the work performance of other members of the organization (Koontz, Weihrich and Cannice, 2020).
Managers have formal authority to take decisions and allocate resources inside the company. Among hrm techniques, training seems
to be a more formidable weapon, because it promotes the growth of employees' expertise and talents (Urbancova et al., 2021).

2.1 Management Levels

Of course, not all managers are the same, and neither is the work that they do. We may categorize managers based on their
organizational level, among other factors. Despite the fact that large corporations frequently have several levels of management, the
most common strategy consists of top level, middle level, and first-line managers (Griffin, 2021).

2.1.1 Top Managers

High-level managers, often known as top managers, are referred to as senior management or executives. The top managers are a
limited group of executives that oversee the whole organization (Koontz et al. 2020). At the top levels of an organization some of
the titles held by these individuals are President, Vice President, Chief Executive Officer (CEQO), Chief Financial Officer (CFO),
Chief Operational Officer (COQ), Chief Information Officer (C10), Chairperson of the Board, and Corporate Head (Williams, 2000;
Griffin, 2021). The goals, overarching strategy, and operating policies of a company are created by top administrators. In order to
represent the company in the outside world, they also contact with government officials, CEOs from other firms, and so on (Lee &
Teece, 2013). Top executives make decisions that have farreaching consequences for the whole organization. Top executives aren't
in control of daily operations. Rather then, they set organizational objectives and direct the firm toward achieving them (Mintzberg,
1975).

2.1.2 Middle Managers

In most businesses, middle management is the largest category of managers. Plant manager, regional manager, operations manager,
and division head are all common middle-management roles (Koontz et al. 2020; Griffin, 2021). Middle managers are in charge of
putting senior managers' policies and plans into action, as well as monitoring and coordinating the actions of lower-level managers
(Rue & Lloyd, 2003).

The aims of higher management are carried out by middle managers. They achieve this by creating goals for their sections and other
corporate units (Mintzberg, 1975). By inspiring and assisting first-line managers, middle managers could assist them achieve their
objectives. Top management can also interact with middle managers through recommendations and criticism (Lee & Teece, 2013).
As they're more engaged in the daily organizational activities, middle managers may be able to provide helpful information to senior
managers in order to help improve the organization's bottom line. The tasks and salary for mid-level management roles vary
significantly. Based on the scale of the company and the quantity of middle-level managers on staff, middle managers may oversee
a small group of individuals or manage outsized groups, such as an entire business location. Middle managers could have been
raised from first-level management positions within the organization or appointed externally. In the future, many middle managers
may be considered joining the executive team (Griffin, 2021).

Many companies have reduced the number of middle managers in recent years in order to cut expenses and eliminate unnecessary
bureaucracy (DuBrin, 2016). Nonetheless, middle managers are required to bridge the gap between the higher and lower levels of
the company and to put top-down policies into action. Although many businesses have discovered that they can thrive with fewer
middle managers, those who remain have an even greater influence in deciding the organization's success (Lee & Teece, 2013).
2.1.3 First Line Managers

Managers on the first line are also known as supervisors or first-level managers. The actions of operational personnel are overseen
and coordinated by first-line supervisors (Griffin, 2021). Supervisors, coordinators, office managers, department managers, foremen,
crew leaders, and store managers are all common titles for first-line managers (Koontz et al. 2020; Griffin, 2021). Employees who
go into management from the ranks of operating people frequently start in positions like this. First-line managers, in contrast to top
and middle managers, often spend a significant percentage of their time supervising the work of subordinates (Williams, 2000; Rue
& Lloyd, 2003).

On a regular basis, first-line managers oversee line workers, who are also the ones who actually produce a product or give the service
(DuBrin, 2016). A first-line manager is assigned to each work unit in the firm. Despite the fact that first-level managers rarely create
objectives of the organization, they have a substantial effect on the company. Most workers have regular interaction with these
supervisors, and if they perform poorly, they may underperform, lack motivation, or leave the company (Mintzberg,1975). Most
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first-line managers used to be elevated from lower-level positions for example, production or clerical jobs. Most of these workers
just have a little formal education. On the other hand, many first-line managers have a trade school diploma, a two-year associates
degree, or a four-year bachelor's degree (Koontz et al. 2020).

2.2 Training

Training and development is indeed one of the HRM tasks that aims to improve performance of its employees (Kuruppu et al.,
2021). Several occupations and titles in businesses have gotten redundant and excessive as a result of modern technology
developments. As a result, businesses demand highly skilled employees, and people must be competent and trained in way to sustain
their jobs. Training has been characterized in a variety of ways by different scholars. Many authors have defined training as just a
way of enhancing employment skills and expertise so that a person can do their present job more successfully. As an illustration,
Training, according to Becker (1962), is an initiative that improves work efficiency (Somasundaram & Egan, 2004). They didn't see
training as a tool for bringing about a long-term transformation in employee attitudes in such a situation. After 1970, several writers
defined training as a systematic way of imparting knowledge to employees and even an instrument for influencing employee
behavior. Campbell, Dunnette, Lawler, and Weich (1970) define training as an intentional learning process aiming at permanently
transforming an employee's talents, expertise, and mindsets. (Somasundaram & Egan, 2004). Training was defined by Holder (1985)
as “a process of learning to improve job performance that is directly related to a particular job” (Somasundaram & Egan, 2004). A
more current definition of training, according to Hassan et al. (2013), is an organized approach targeted at improving people's job
efficiency. As per Kulkarni (2013), training is a mechanism that promotes employee performance and organizational progress by
assisting in the smooth and flawless operation of work.

Employee training is a tool that businesses may use to mold their employees' abilities and help them reach their full capacity. It is a
systematic method of improving employee motivation as well as work behavior and competency levels (knowledge, talents, and
skills) (Shahzadi et al.2014; Demerouti & Peeters, 2018). This contributes to closing the gap between subjective qualifications (the
capacity to act and use competences to achieve the organization's goals) and objective qualifications (the highest degree of education
achieved and requirements imposed on employees) and increasing labor productivity (Kijek, Kijek & Nowak, 2020).

So, we can say that training is an organizational process that tries to improve the behavior of the employees so that they can develop
their decision making which helps them to make less error in work, which in return improve the performance of the employees and
thus they will be more positively motivated in the workplace.

2.3 Training Effectiveness

In a 1959 publication for the US Development and Training Journal, Donald L. Kirkpatrick suggested the idea of assessing training
performance for the first time (Aragdn-Séanchez et al. 2003; Hrmo, Mistina, Jurinova, & Kristofiakova 2019). This essential approach
covers four levels or components of training: satisfaction with the activities of training; evaluation of the impact of training on
attitudes, knowledge and skills; noticeable improvements in performance after training and assessment of business outcomes. The
most crucial factor, according to (Kirkpatrick, 1996), is to look at the last component, i.e., improving productivity, sales, lowering
expenses, and reducing mistakes, to see if the training was effective. The modified Kirkpatrick framework has been studied in
several papers (Mollahoseini, & Farjad, 2012; Farjad, 2012; Tseng, & Hsu, 2020). So, we may conclude a training is effective if the
participants' performance improves, their behavior changes for the better, their decision-making improves, they are more motivated
at work after the training, and they make less mistakes than before.

Because various levels of managers are responsible for different tasks in the company (Vukajlovi et al. 2016), the efficiency of
training for them will vary depending on their position. As a result, we may conclude that managerial level has an impact on training
effectiveness.

Thus, we can hypothesize
Ha: There is a significant difference in the training effectiveness by the different level of managers

3. METHODOLOGY

3.1 Research Design

The two main methodologies that might be employed are qualitative and quantitative research strategies. The meanings of words
are reflected in qualitative data (Fossey, Harvey, McDermott & Davidson, 2002). Quantitative data, on the other hand, implies
conclusions based on statistics (Saunders Lewis and Thornhill, 2019). Quantitative information is frequently particular (Collis &
Hussey, 2014). Several tools, such as statistics, charts, and graphs, are accessible for studying and interpreting the received
quantitative data (Saunders et al. 2019). This study takes a quantitative method.
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3.2 Data Collection Process

The survey approach is used in the study to collect data. The demographics of the people who will be surveyed were unknown.
Using the findings of the literature research, it was decided to create a survey questionnaire. From the literature we selected 5 items
(improved performance; improved behavior; reduced error; improved decision making; improved motivation) to determine the
training effectiveness. The survey questionnaire has seven-point Likert scale. The respondents are offered two moderate opinions
along with two extremes, two intermediate, and one neutral opinion where point 1 means low and point 7 is high. The replies were
collected using a random sampling method. Managers from various private firms in Dhaka, Bangladesh, who have undergone
various training and are also involved in the training of their employees, are among the respondents. The information was gathered
in the year 2021.

3.3 Sample Size
How to compute the sample size for a survey from a population has been demonstrated in several books e.g. Cochran (1977), Kish
(1995), Lohr (1999), McLennan, W. (1999). The goal of the estimation is to determine an adequate sample size that will allow us
to forecast outcomes for the complete population properly. We utilized Cochran's method to figure out how many people should
participate in the survey.
Necessary Sample Size = (Z-score)? X Std. Dev.(1-StdDev)/(Margin of error)?
Here we choose a 95% confidence level, 0.5 standard deviation, and a margin of error (confidence interval) of +/- 7.5%.
Necessary Sample Size = {(1.96)2 x .5(.5)} / (.075)?

= (3.8416 x .25) / 0.0056

=0.9604 / 0.0056

=170.74

= 171 respondents are needed

So, for our study, we need at least 171 replies to have a representative outcome. Respondents for this research came from a
variety of firms and represented various levels of management. There was a total of 181 valid responses for the study.

3.4 Data Analysis Method

The data was analyzed using a one-way ANOVA (Analysis of Variance) test. The one-way ANOVA examines the means of two or
more independent groups to see if statistical evidence exists that the related population means are substantially different (Fisher,
1992). Both the Independent Samples t-Test and the One-Way ANOVA may be used to compare two groups' means. In contrast,
only the One-Way ANOVA may compare the means of three or more groups. The One-Way ANOVA is the ideal method for data
analysis since the study aims to determine the influence of the three levels of managers on training effectiveness.

4. RESULT AND FINDINGS

In table 1 we can see that for measuring training effectiveness we receive 35 responses for top management, 87 responses for middle
managers and 59 responses for first line managers. In the mean column we can see that the mean score of training effectiveness for
top managers is 3.45, for middle managers 4.10 and for first line managers 4.95. So, there is a disparity in the average score among
the three levels of managers. The statistical study, in instance, reveals that in training effectiveness first line managers are ahead
than the other two level of management. Again, from training middle managers have also gained more than the top management.
But the key question is whether the difference in mean scores reaches significance.

Table 1. Descriptive
Training Effectiveness

95% Confidence Interval
for Mean
Lower Upper
Std'_ . Bound Bound L .
IN Mean Deviation Std. Error Minimum Maximum
Top 35 3.4514 .87628 .14812 3.1504 3.7524 1.40 4.80
Middle 87 41034 |.75628 .08108 3.9423 42646  |2.40 5.80
First Line P9 4.9559 |.72309 09414 4.7675 5.1444  3.60 6.60
Total 181 42552  1.94047 .06990 41173 43932 |1.40 6.60
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The variances of each comparison group must be equivalent before the ANOVA test can be performed. We put this to the test using
the Levene statistic (Levene, 1960; Derrick, Ruck, Toher & White, 2018). What we are looking for here is a significance value that
is greater than .05. A significant result would suggest a real difference between variances. The significant value of the Levene
statistic based on a mean comparison is 0.979 shown in table 2. This is a non-significant result, indicating that the homogeneity of
variance criteria has been fulfilled, and the ANOVA test may be regarded robust.

Table 2. Test of Homogeneity of Variances Training Effectiveness

Levene Statistic dfl df2 Sig.

.021 2 178 979

Table 3 shows that we have a statistically significant outcome. F has a value of 45.153 and a pvalue of .000, indicating that it is
significant (which is less than the .05 alpha level). This indicates that there is a statistically significant difference in the means of
the training effectiveness of the managers at various levels.

Table 3. ANOVA
Training Effectiveness

Sum of Squares df Mean Square F Sig.
Bet G
erween roups 53.586 26.793 45153 |.000
Within Groups 2 593
105.622 178
Total 159.208 180

The significant values for the mean differences between pairs of the various levels of the management variable have been computed,
according to the Multiple Comparisons table.

The Tukey HSD (Honest Significant Difference) (Tukey, 1949) shows that mean difference between the top and middle, top and
first-line, middle and first-line manager reaches significance (see the Sig. column). The p-value is .000, which is less than the
standard .05 alpha level. This indicates that there is a statistically significant difference among the means of training effectiveness
at various levels of management.

Table 4. Multiple Comparisons
Dependent Variable: Training Effectiveness

Tukey HSD
95% Confidence Interval
M_ean Lower Bound  [Upper Bound
(1 )] Difference
MGT_LVL MGT_LVL (1-3) Std. Error  [Sig.
-.65202" 15419 .000 -1.0164
Top Middle . -.2876
First Line -1.50450 16435 000 11,8929 11,1161
[Middle Top .65202" .15419 1000 .2876 1.0164 A
First Line 12991 -1.1595 .5454
-.85248" .000
First Line Top 1.50450" .16435 .000 1.1161 1.8929
Middle 1.1595
.85248" 12991 .000 .5454

*. The mean difference is significant at the 0.05 level.
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Table 5. Training Effectiveness Tukey HSD*P

Subset for alpha = 0.05
MGT_LVL In 1 2 3
Top 35 [3.4514
4.1034
Middle 87
59 1.000
First Line 1.000
4.9559
Sig. 1.000

Means for groups in homogeneous subsets are displayed.

5. DISCUSSION

There was a statistically significant difference between groups as demonstrated by one-way ANOVA (F = 45.153, p = .000). A
Tukey post hoc test showed that the first-line managers’ training effectiveness statistically significantly more than the middle level
managers (p = .000). There was also statistically significant difference between the middle level managers and toplevel managers
(p = .000) and between the first-line managers and top-level managers (p = .000). That means middle managers’ training
effectiveness is more than the top-level managers and again first-line managers’ training effectiveness is more than the top-level
managers.

So, while designing training for the different levels of employees of the organization we have to keep in mind that the outcome of
training will be different due to the differences in the level of managers. As first-line managers involve in less decision making and
more in day to day activities, a training can easily improve the performance of these employees a lot. But decision making is a
challenging task where top level managers are involved. Training will certainly improve the overall performance of all level of
managers but for top management not at very high level. So, organizations should be careful while hiring for the top management
as if wrong hire happens at top level a training may not improve the performance a lot.

6. CONCLUSION

Because managers are the ones who drive the organizations, providing comprehensive training programs for them is a crucial
obligation of all organizations. The goal of the study was to see if there is an impact of level of managers over training effectiveness
in the organizations of Bangladesh. Using the theoretical data, a hypothesis was developed to test the impact of level of managers
on training effectiveness. The findings of the empirical investigation revealed that training effectiveness differ significantly by the
level of managers. Training effectiveness for the first line managers are more than the middle and top managers. Again, middle
managers training effectiveness is more than the top managers. Top managers training effectiveness has found less compare to the
other level of managers in this study.

The results of this research project will be useful to a variety of other organizations as well as to do further studies. This study not
focused on the specific private industries, rather it takes into consideration of different private organizations. Again, perception
about training effectiveness of the different levels of managers are considered here. Therefore, there is a scope for further study
focusing on a specific organization or industry. It is also possible to conduct more study to identify other factors that may affect the
training effectiveness which are not studied yet.
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