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ABSTRACT 

 

This study developed an empirically grounded strategic framework 

for institutionalizing Organizational Development (OD) within ten 

local government units (LGUs) in Camarines Sur. Employing a 

descriptive-correlational research design, the study utilized a mixed-

methods approach involving 100 survey respondents and 10 key 

informants to assess the impact of training and development (T&D) 

programs. The findings revealed that while T&D initiatives have a 

"High Impact" on knowledge enhancement (Mean = 4.33) and skills 

development (Mean = 4.08), a significant "training translation gap" 

exists where learning does not automatically translate into sustained 

workplace performance. Regression analysis identified 

organizational alignment (β = 0.643) as the strongest predictor of job performance, highlighting that training 

effectiveness is fundamentally system-dependent. Qualitative evidence further indicated that while 

leadership support is strong, deficiencies in mentoring, coaching, and formal recognition systems constrain 

long-term impact. The study concluded that LGU institutional capacity, rather than training content alone, 

drives differences in outcomes. Consequently, a strategic framework was proposed, built upon four pillars: 

participatory governance, competency-based development, data-driven decision-making, and strategic 

alignment. This framework re-conceptualizes training as an integrated subsystem within a broader OD 

architecture to foster continuous adaptation and improved public service delivery. By institutionalizing 

these systemic linkages, LGUs can transition from fragmented, compliance-oriented training toward 

becoming sustainable learning organizations. 

 Keywords: Organizational Development, Local Government Units, Training and Development, Strategic 

Alignment, Competency-Based Capacity, Camarines Sur, Institutionalization, Training Transfer Gap 

 

 

INTRODUCTION 

 Local Government Units (LGUs) operate within an increasingly complex and dynamic governance 

environment, functioning as adaptive systems shaped by the interaction of human resources, institutional 

policies, fiscal constraints, political conditions, and evolving community needs. As frontline institutions of 

public service delivery, LGUs are expected not only to implement programs but to continuously enhance 

their organizational capacity to respond effectively, efficiently, and accountably. This underscores a critical 
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reality: governance effectiveness is not solely program-driven but is fundamentally dependent on the 

organization’s ability to learn, adapt, and sustain performance over time. 

Within this context, training and development (T&D) emerge as a primary mechanism for building 

human capital and enhancing employee competencies. Widely recognized in the literature (e.g., Raymond 

Noe, 2020), training initiatives are designed to improve knowledge, skills, and job performance. In this 

study, training and development are treated as the independent variable—a deliberate organizational 

intervention intended to influence individual and, ultimately, organizational outcomes. 

However, while training can produce immediate gains in employee competence, its effectiveness 

as a standalone intervention is inherently limited. In many LGUs, training initiatives remain fragmented, 

short-term, and compliance-oriented, often conducted to satisfy regulatory requirements rather than to drive 

strategic change. As a result, improvements at the individual level do not consistently translate into 

sustained organizational performance. This disconnect highlights a critical issue: training, when not 

embedded within a broader system, fails to generate long-term organizational impact. 

This limitation necessitates a shift in perspective—from viewing training as an isolated activity to 

understanding it as an entry point into Organizational Development (OD). OD serves as the study’s central 

theoretical anchor, framing organizations as dynamic systems that require deliberate, long-term, and 

integrated interventions. Unlike discrete training programs, OD focuses on aligning people, processes, 

structures, and organizational culture to achieve sustained effectiveness. From this systems perspective, 

training is not an end in itself but a strategic input that must be reinforced, institutionalized, and integrated 

into organizational processes to produce enduring outcomes. 

Despite the presence of national frameworks in the Philippines that promote continuous capacity 

development and performance-based governance, many LGUs struggle to operationalize these principles 

at the organizational level. The challenge lies not in the absence of training programs, but in the lack of 

institutional mechanisms that translate training gains into sustained organizational development. 

Consequently, LGUs often experience episodic improvements without achieving systemic transformation. 

This gap is particularly evident in Camarines Sur, specifically among the geographically contiguous 

and functionally interconnected municipalities of Milaor, Calabanga, San Fernando, Gainza, Pamplona, 

Camaligan, Magarao, Canaman, Minalabac, and Bombon. These LGUs operate within a shared governance 

landscape, collectively addressing critical functions such as disaster risk reduction, public health, 

infrastructure development, and local economic growth. While various capacity-building initiatives—such 

as Geographic Information System (GIS) training, disaster preparedness programs, and health sector 

training—have been implemented, their long-term impact remains uncertain. The key issue is whether these 

training efforts contribute to sustained organizational improvement or remain as isolated, non-integrated 

interventions. 

Given these conditions, the central problem of this study is the absence of a coherent and 

institutionalized Organizational Development framework that systematically links training and 

development to sustained improvements in organizational performance. Addressing this problem requires 

moving beyond evaluating training outcomes at the individual level and instead examining how training 

can be leveraged as a catalyst for system-wide organizational change. 

Accordingly, this study adopted an Organizational Development perspective to analyze how 

training and development initiatives influence both individual competencies and broader organizational 

capacity in selected LGUs in Camarines Sur. Specifically, it aimed to: (1) assess the impact of training 

programs on employees’ knowledge, skills, competencies, and job performance; (2) identify organizational 

and contextual factors that enable or constrain the translation of training into performance outcomes; and 

(3) develop an empirically grounded strategic framework for institutionalizing training within a 

comprehensive Organizational Development system. 

Ultimately, the study positioned institutionalized Organizational Development as the overarching 

goal, with training and development serving as the critical entry point and driving variable. By establishing 
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this conceptual alignment, the research hoped to contribute to a more integrated understanding of how 

LGUs can transition from fragmented capacity-building efforts to sustained, system-level organizational 

effectiveness. 

 

Objectives of the Study  

 The study generally aimed to develop an empirically grounded strategic framework for 

institutionalizing organizational development within selected local government units in Camarines Sur. 

 Specifically, it sought to:  

1. Assess the perceived impact of training and development programs on LGU personnel in terms of:   

a. enhancement of knowledge; 

b. development of skills and competencies; 

c.  improvement in job performance; and     

d. alignment with organizational goals and mandates; 

2. Determine the factors perceived to have an impact on the organizational development of training 

and development programs within the selected local government units of Camarines Sur; and 

3. Develop an empirically grounded strategic framework for institutionalizing organizational 

development.  

 

METHODS 

 This study employed a descriptive-correlational research design to examine the perceived impact 

of training and development programs on local government personnel in selected local government units 

(LGUs) in Camarines Sur and to determine the organizational and contextual factors that influence the 

effectiveness of these programs. Descriptive research is appropriate for systematically describing the 

existing conditions, characteristics, and perceptions related to training and organizational development 

within the participating LGUs. It enabled the research to present an accurate profile of the current state of 

training outcomes, employee competencies, job performance, and organizational alignment as perceived by 

respondents. 

 Correlational research is incorporated to determine the nature and strength of relationships between 

training and development outcomes and the organizational or contextual factors that may influence their 

effectiveness. Specifically, this design allowed the study to examine whether variations in institutional 

support, leadership and managerial practices, resource availability, organizational culture, and monitoring 

and evaluation systems are significantly associated with differences in the effectiveness of training and 

development initiatives within the selected LGUs. 

 The use of a descriptive-correlational design is appropriate because the study sought not only to 

describe the present status of training and development practices but also to analyze the relationships among 

variables without manipulating the study environment. According to Creswell and Creswell (2018), 

descriptive-correlational research is suitable for studies aiming to describe variables as they naturally occur 

and to investigate associations among them in real-world settings. This design is particularly relevant in 

organizational and public administration research where experimental manipulation is often impractical or 

inappropriate. 

 Through this design, the study generates empirical evidence regarding the relationship between 

training and development programs and organizational development outcomes, which will serve as the basis 

for formulating a strategic framework for institutionalizing organizational development in selected LGUs 

of Camarines Sur. 

 The design was directly aligned with the study objectives: survey data were used to measure the 

perceived impact of training for Objective 1; both survey and interview data were used to analyze 
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organizational and contextual factors for Objective 2; and the integration of these findings supported the 

development of the Organizational Development framework for Objective 3. This approach allowed the 

study not only to describe training effectiveness but also to explain how and why it occurs within LGUs. 

Research Locale and Respondents 

 The study was conducted in ten contiguous municipalities in the Province of Camarines Sur, 

Philippines, namely: Milaor, Calabanga, San Fernando, Gainza, Pamplona, Camaligan, Magarao, 

Canaman, Minalabac, and Bombon. These municipalities form an interconnected local governance cluster 

within the broader Metro Naga development corridor and share geographic proximity, socio-economic 

linkages, and administrative interactions in areas such as disaster risk management, health service delivery, 

infrastructure development, and local economic governance. The selection of these municipalities provides 

an appropriate context for examining training and organizational development practices within interrelated 

local government environments. 

 The respondents in the study were personnel from selected local government units (LGUs) in the 

identified municipalities who had direct experience participating in training and development programs 

implemented between 2022 and 2025. For the quantitative component, respondents included rank-and-file 

employees, technical staff, and administrative personnel involved in various departmental and operational 

functions within their respective LGUs. These participants were selected to provide firsthand assessments 

of the perceived impact and effectiveness of training and development interventions on their knowledge, 

skills, competencies, job performance,  

and alignment with organizational goals. 

 For the qualitative component, key informants were drawn from personnel occupying strategic 

administrative and human resource roles within the participating LGUs. These included Human Resource 

Management Officers, Department Heads, and Training Coordinators who possessed direct knowledge of 

training design, implementation, monitoring, and organizational development initiatives within their 

institutions. Their perspectives were included to provide contextual and managerial insights into the 

institutional and organizational factors that influence the effectiveness of training and development 

programs. 

Population and Sampling 

 The target population of the study comprised local government personnel from the selected 

municipalities in Camarines Sur who had participated in formal training and development programs for the 

past five years. This population included employees from various offices and departments whose functions 

relate to public administration, technical operations, and frontline service delivery. 

 A total of 100 respondents participated in the quantitative phase of the study. These respondents 

were selected using purposive sampling, a non-probability sampling technique appropriate for identifying 

participants who possess specific characteristics relevant to the research objectives. Purposive sampling 

was employed to ensure that only personnel with direct experience in training and development programs 

were included in the assessment of training outcomes and organizational development factors. Personnel 

profiles who received training in organizational development were requested from the Human Resources 

office of the selected local government to identify the target respondents. Then, after identifying the 

personnel qualified to be respondents in the study, informed consent and a survey questionnaire were 

distributed to them. 

 In addition, 10 key informants were selected for the qualitative phase using purposive expert 

sampling. These individuals were chosen for their involvement in human resource development, training 

administration, and organizational leadership within their respective LGUs, thereby enabling the study to 

gather informed perspectives on institutional and contextual factors that affect training effectiveness and 
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organizational development. In addition, these key informants are the human resource managers and office 

supervisors who agreed to join the focus group discussion conducted in the study. 

Presented in Table 1 is the number of respondents per municipality. 

Table 1. Number of respondents per selected local government unit (LGU) 

LGU Survey Respondents Key Informant 

A Milaor 12 1 

B Calabanga 9 1 

C San Fernando 10 1 

D Gainza 10 1 

E Pamplona 10 1 

F Camaligan 9 1 

G Magarao 9 1 

H Canaman 9 1 

I Minalabac 10 1 

J Bombon 12 1 

Total 100 10 

 

The inclusion criteria for participation required that respondents: 

1. Be currently employed in one of the participating LGUs; 

2. Have attended at more than one or at least 3 official training or development program between 2022 

and 2025; and 

3. Agreed to participate voluntarily in the study. 

 Excluded from the study were employees who had not participated in any training program during 

the specified period, personnel no longer employed in the participating LGUs at the time of data collection, 

and individuals unwilling to provide informed consent. 

Research Instruments 

 Two primary research instruments were utilized in this study: (1) a structured survey questionnaire 

for the quantitative phase and (2) a semi-structured interview guide for the qualitative phase. These 

instruments were designed to generate complementary quantitative and qualitative data necessary for 

comprehensively examining the impact of training and development programs and the organizational 

factors influencing their effectiveness within selected local government units (LGUs) in Camarines Sur. 

 The principal quantitative instrument employed in the study was the Training Impact Assessment 

Questionnaire, a researcher-developed survey utilizing a five-point Likert scale to measure respondents’ 

perceptions regarding the effectiveness of training and development programs and the organizational 

factors influencing their outcomes. The response scale ranged from 1 (No Impact) to 5 (Very High Impact). 

The questionnaire was theoretically anchored on Kirkpatrick’s Four-Level Training Evaluation 

Model (Kirkpatrick & Kirkpatrick, 2016), specifically focusing on dimensions relevant to the study’s 

objectives: enhancement of knowledge, development of skills and competencies, improvement in job 

performance, and alignment with organizational goals and mandates. To assess organizational and 

contextual determinants affecting training effectiveness, the instrument also incorporated constructs 

derived from the Burke–Litwin Model of Organizational Performance and Change (Burke & Litwin, 1992), 

including leadership support, organizational culture, policy structures, resource availability, and post-

training reinforcement mechanisms. 
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The structured questionnaire consisted of the following major dimensions: 

1. Knowledge Enhancement – measuring the perceived effect of training on understanding of job 

responsibilities, role-related knowledge, conceptual learning, and confidence in job performance; 

2. Skills Development and Competencies – assessing technical, professional, collaborative, and 

problem-solving skill enhancement; 

3. Job Performance Improvement – evaluating perceived changes in work efficiency, service quality, 

productivity, and contribution to organizational goals; 

4. Organizational and Contextual Factors – measuring institutional and managerial influences on the 

application and sustainability of training outcomes. 

 The questionnaire structure and item content were aligned with the study’s research objectives and 

based on the finalized survey instrument developed for this research.  

 To establish content validity, the questionnaire underwent expert review by specialists in public 

administration, human resource development, and research methodology. The questionnaire was content 

validated by 3 professors in the Doctor of Public Administration, 2 human resource managers, and a 

statistician; their evaluation focused on the relevance, representativeness, clarity, and theoretical alignment 

of each item with the study constructs. Revisions were made based on expert recommendations prior to 

pilot administration. 

 A pilot test involving ten (10) respondents, representing one qualified participant from each of the 

ten municipalities included in the study locale, was conducted prior to full-scale data collection. These pilot 

participants met all inclusion criteria established for the main study—specifically, they were current local 

government personnel who had participated in official training and development programs during the 

identified study period—but were intentionally excluded from the final sample to avoid response 

contamination and preserve the integrity of the main dataset. 

 The pilot test was undertaken to assess the clarity, relevance, comprehensibility, and internal 

consistency of the questionnaire items. Responses from the pilot participants were subjected to Cronbach’s 

Alpha reliability analysis, both for the overall instrument and for each construct dimension. 

 Cronbach’s Alpha coefficients were interpreted using accepted thresholds, wherein values of 0.70 

or higher indicate acceptable reliability, 0.80 or higher indicate good reliability, and 0.90 or higher indicate 

excellent internal consistency (Taber, 2018). 

 In addition, item-total correlations and Cronbach’s Alpha if Item Deleted statistics were examined 

for each questionnaire item to determine whether any item weakened the internal consistency of its 

respective construct. Items that showed weak correlation with the total scale or reduced reliability were 

reviewed and revised for clarity, ambiguity, redundancy, or construct alignment prior to final 

administration. 

The pilot reliability results yielded the following Cronbach’s Alpha coefficients: 
Construct / Scale No. of Items Cronbach’s Alpha Interpretation 

Knowledge Enhancement 4 0.87 Good 

Skills Development and Competencies 4 0.88 Good 

Job Performance Improvement 4 0.86 Good 

Organizational and Contextual Factors 12 0.90 Excellent 

Overall Instrument 18 0.89 High Reliability 

 

 During reliability testing, item-total correlations and Cronbach’s Alpha if Item Deleted statistics 

were examined for each questionnaire item. Items that demonstrated low item-total correlations or reduced 

internal consistency within their corresponding scales were reviewed for ambiguity, redundancy, or 

construct misalignment. Based on this analysis, minor revisions in wording and phrasing were made to 
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improve clarity and reliability prior to final administration. These results indicate that the instrument 

possessed strong internal consistency and was appropriate for measuring the constructs under investigation. 

For the qualitative phase, a semi-structured interview guide was developed to elicit in-depth insights from 

key informants on organizational development practices, leadership support, institutional mechanisms, and 

contextual factors that affect the implementation and effectiveness of training and development programs. 

The interview guide consisted of open-ended questions aligned with the study’s second and third objectives, 

allowing participants to elaborate on their experiences and perceptions concerning organizational support 

systems, barriers to effective training transfer, institutional practices, and strategies for institutionalizing 

organizational development within their respective LGUs. The semi-structured format enabled the 

researcher to maintain consistency across interviews while allowing flexibility for probing and follow-up 

questions to capture context-specific and nuanced insights. 

 The interview guide also underwent expert review to ensure its relevance, coherence, and alignment 

with the study’s conceptual and theoretical framework. 

Data Gathering Procedures 

 The data-gathering process followed a systematic, sequential procedure designed to ensure 

methodological rigor, ethical compliance, and alignment with the study’s explanatory mixed-methods 

approach. 

 Prior to data collection, the researcher secured formal approval from the Graduate School Office 

of the University of Sto. Tomas to conduct the study. In addition, the researcher also obtained written 

permission from the concerned local government unit (LGU) officials and the administrative offices of the 

participating municipalities in Camarines Sur. Coordination was undertaken with designated LGU 

representatives to facilitate participant identification, scheduling, and logistical arrangements for survey 

and interview administration. See Appendices D-M for the approved letters obtained from the selected 

LGUs.  

 Following approval, the quantitative phase of data collection commenced with the administration 

of the structured survey questionnaire to qualified respondents from the selected LGUs. The researcher 

distributed the questionnaire either through face-to-face administration. Before administration, respondents 

were informed of the study's purpose, their rights as participants, the voluntary nature of participation, and 

the confidentiality of their responses. Informed consent was obtained prior to participation. Completed 

questionnaires were retrieved, reviewed, and checked for completeness, consistency, and eligibility prior 

to encoding and statistical analysis. 

 After the preliminary analysis of the quantitative data, the qualitative phase was conducted through 

semi-structured key-informant interviews with selected representatives from the 10 participating LGUs 

who voluntarily agreed to participate. The key informants consisted of Human Resource Heads, 

Administrative Heads, and Training Coordinators, selected for their direct involvement in planning, 

implementing, supervising, or evaluating training and organizational development initiatives within their 

respective local government units. Their participation provided managerial and institutional perspectives 

necessary to explain, validate, and contextualize the quantitative findings, particularly regarding patterns, 

relationships, and observed gaps in training effectiveness and organizational support systems. 

 Interviews were conducted either face-to-face or through secure virtual communication platforms, 

depending on participant availability and accessibility. With the participants’ informed consent, all 

interviews were audio-recorded to ensure accuracy of data capture and subsequently transcribed verbatim 

for analysis. Field notes were likewise maintained during each interview to document contextual 

observations, emergent themes, and relevant non-verbal cues. 

 Following the completion of both quantitative and qualitative phases, data integration was 

undertaken to synthesize findings from both strands of evidence. Quantitative results were used to identify 

patterns, trends, and relationships regarding training outcomes and organizational/contextual factors, while 
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qualitative findings were employed to explain and elaborate on these patterns by providing contextual and 

experiential insights from key informants. The integrated findings served as the empirical basis for 

formulating the proposed strategic framework for institutionalizing organizational development in selected 

local government units of Camarines Sur. 

 This sequential and integrative process ensured that the strategic framework developed in the study 

was both empirically grounded and contextually responsive to the organizational realities of the 

participating LGUs. 

Data Analysis 

 Data analysis employed both quantitative and qualitative analytical techniques to comprehensively 

address the study objectives and strengthen the validity, depth, and empirical grounding of the findings. 

 For Objective 1, which sought to assess the impact of training and development programs on LGU 

personnel in terms of knowledge enhancement, skills and competencies development, job performance 

improvement, and alignment with organizational goals and mandates, weighted mean and standard 

deviation were utilized to determine the central tendency and variability of respondents’ perceptions across 

the measured dimensions. These descriptive statistics provided an overall assessment of the perceived 

effectiveness and impact of training interventions within the participating LGUs. To further examine the 

relationships among the training outcome variables, Pearson Product-Moment Correlation Analysis was 

employed. This inferential statistical technique was used to determine the direction and strength of 

association between key dimensions of training impact, including knowledge enhancement, skills 

development, job performance, and organizational alignment. The use of correlation analysis enabled the 

study to determine whether improvements in one training outcome dimension were significantly associated 

with improvements in other dimensions. 

 For Objective 2, which focused on analyzing the organizational and contextual factors influencing 

training effectiveness, weighted mean and standard deviation were likewise used to describe respondents’ 

assessments of institutional support, leadership and managerial practices, organizational culture, policy 

structures, resource availability, and monitoring and evaluation systems. To determine the predictive 

influence of these organizational and contextual variables on training outcomes and employee 

performance, Multiple Linear Regression Analysis was conducted. This statistical method identified which 

factors significantly predicted variations in training effectiveness and organizational development outcomes 

among the selected LGUs. 

 Qualitative data obtained from the semi-structured interviews were analyzed using thematic 

analysis following the procedures of data familiarization, coding, categorization, theme generation, and 

thematic interpretation. This analysis enabled the researcher to identify recurring patterns, contextual 

explanations, and institutional insights into organizational practices and environmental factors that affect 

the effectiveness of training and development. 

 For Objective 3, quantitative and qualitative findings were integrated through triangulation and 

data convergence analysis to synthesize statistical patterns with contextual qualitative insights. This 

integrative analytical process served as the basis for developing an empirically grounded strategic 

framework to institutionalize organizational development in selected local government units of Camarines 

Sur. The following scale and verbal interpretation guided the analysis of Likert-scale responses in the 

quantitative phase: 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate Impact 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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Ethical Considerations 

 Ethical standards were strictly observed throughout the study. Participants were provided informed 

consent prior to participation. Confidentiality and anonymity were ensured, and all data were securely 

stored. The research instruments were reviewed and approved by the Graduate School, and formal 

permission to conduct the study was obtained from the concerned authorities. 

 

 

RESULTS AND DISCUSSIONS 

Perceived Impact of the Training and Development Programs of the Selected Local Government 

Units (LGUs) of Camarines Sur  

This section addresses the first research objective: to evaluate the impact of training and 

development programs on employees' knowledge enhancement within selected local government units 

(LGUs) in Camarines Sur. To achieve analytical rigor, the findings are structured across three interrelated 

levels: (1) overall performance across LGUs, (2) inter-municipal variation and emerging patterns, and (3) 

triangulation through qualitative evidence. 

1.1. Impact of Training and Development Programs on Knowledge Enhancement 

Table 2 demonstrates that the Training and Development (T&D) programs implemented across the 

selected Local Government Units (LGUs) in Camarines Sur yield an overall mean of 4.33, corresponding 

to a “High Impact” on knowledge enhancement. This aggregate result indicates that, at a systemic level, 

T&D interventions are functioning effectively as mechanisms for strengthening employees’ cognitive 

competencies and job-relevant knowledge bases. Among the specific indicators, the highest mean is 

observed in the enhancement of understanding of technical topics (4.43), followed closely by clarity of 

training materials (4.31) and the applicability of acquired knowledge to daily tasks (4.32). The 

comparatively lowest mean, though still within the “High Impact” range, is associated with improvement 

in problem-solving abilities (4.27). This pattern suggests that while instructional design and content 

delivery are generally robust, there is a slightly weaker translation of acquired knowledge into higher-order 

cognitive application, particularly in complex, work-related problem-solving contexts. 

A closer examination of inter-LGU variation reveals important insights into the differential 

maturity of organizational development systems. LGUs A, H, I, and J attained “Very High Impact” ratings, 

indicating consistently strong performance across all indicators. These LGUs likely exhibit more cohesive 

and integrated learning systems, wherein training is not only well-designed but also effectively embedded 

within organizational processes and reinforced through supportive leadership, conducive learning climates, 

and structured post-training application mechanisms.  

Table 2. Perceived Impact of the Training and Development programs of the selected LGUs in Camarines Sur on 

Knowledge Enhancement 

LGU 

INDICATORS 

OVER-

ALL 

MEAN 

DESCRIPTION 

Training 

program 

increased my 

understanding of 

technical topics 

relevant to my 

job.  

Training 

materials 

were clear 

and 

helpful in 

learning 

new 

concepts. 

Can apply 

the 

knowledge 

gained from 

training to 

my daily 

tasks 

The 

trainings 

improved 

my ability 

to solve 

work-

related 

problems.  

A (N=12) 4.75 4.5 4.33 4.58 4.54 Very High Impact 

B (N=9) 4.44 4.44 4.44 4.56 4.47 High Impact 
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C (N=10) 4.08 4.17 4.42 4.25 4.23 High Impact 

D (N=10) 3.70 3.8 3.8 3.9 3.80 High Impact 

E (N=10) 4.33 4.33 3.67 3.00 3.83 High Impact 

F (N=10) 4.44 4.00 4.44 4.44 4.33 High Impact 

G (N=10) 4.33 4.33 4.56 4.44 4.42 High Impact 

H (N=9) 4.64 4.45 4.55 4.45 4.52 Very High Impact 

I (N=10) 4.89 4.78 4.33 4.56 4.64 Very High Impact 

J (N=12) 4.67 4.33 4.67 4.5 4.54 Very High Impact 

OVER-ALL 4.43 4.31 4.32 4.27 4.33 High Impact 

Legend:  

 

 

 

 

 

In contrast, LGUs classified under “High Impact,” particularly D and E, display relatively lower 

scores in key areas such as knowledge application and problem-solving. For instance, LGU E’s notably 

lower rating in problem-solving (3.00) signals a potential misalignment between training content and the 

actual demands of the workplace, or alternatively, insufficient organizational support structures that 

facilitate the transfer of learning. Such disparities underscore the importance of viewing T&D not as a 

uniform intervention but as a system whose effectiveness is contingent upon local organizational conditions 

and enabling mechanisms. 

From an organizational development (OD) perspective, these findings are more meaningfully 

interpreted when T&D is conceptualized as an integral subsystem within a broader organizational system. 

In this framework, training programs represent critical inputs, alongside resources, instructional design, and 

facilitation quality. These inputs are transformed through processes such as delivery methods, learner 

engagement, and feedback mechanisms, ultimately producing outputs in the form of enhanced knowledge 

and skills. However, the true measure of effectiveness in OD lies in outcomes—namely, the extent to which 

these outputs translate into improved job performance, adaptive problem-solving, and overall 

organizational effectiveness. The data suggest that while the input–process–output chain is functioning 

well, evidenced by high ratings in knowledge acquisition and instructional clarity, the linkage between 

outputs and outcomes is less consistently realized across LGUs. This partial misalignment reflects a 

common challenge in OD practice: the assumption that learning automatically leads to performance 

improvement, when in reality, this transition requires deliberate reinforcement through organizational 

systems such as coaching, performance management, and continuous feedback. 

Moreover, the variability observed across LGUs points to a degree of system fragmentation, 

wherein the components of organizational development are not uniformly aligned. Differences in leadership 

support, availability of mentoring structures, organizational culture, and opportunities for experiential 

learning likely contribute to the uneven translation of training into practice. LGUs with higher impact 

ratings may have more established feedback loops and stronger integration of T&D with strategic and 

operational processes, thereby enabling a more seamless conversion of knowledge into action. Conversely, 

LGUs with lower relative scores may lack such integrative mechanisms, resulting in a disconnect between 

what employees learn and what they can apply in their work environments. 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate Impact 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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The high quantitative rating for knowledge enhancement (Mean = 4.33, High Impact) is reinforced 

by participants’ direct accounts of improved understanding, technical competence, and confidence: 

“Trainings have resulted in improved efficiency in document processing, better compliance with 

CSC rules and administrative procedures, and stronger confidence in decision-making.” (Key Informant 

1) 

“Employees trained in records management and HR systems now submit accurate reports on 

time… indicating that the trainings have meaningfully enhanced both knowledge and practical skills.” (Key 

Informant 2) 

“Enhance job knowledge on roles and responsibilities and increase confidence in job 

performance.”(Key Informant 3) 

“Improve knowledge and technical competence (gain/update skills) and handle more complex 

tasks, faster more accurate and high-quality outputs.” (Key Informant 4) 

These clearly support the statistical finding that training programs are highly effective in enhancing 

employees’ technical understanding, procedural knowledge, and cognitive readiness. They also confirm 

that knowledge gains are not merely theoretical but are observable in improved work outputs and task 

execution. 

The high overall ratings in knowledge enhancement serve as a positive leading indicator of 

organizational capacity building. However, OD theory emphasizes that sustainable development occurs 

through a progression from learning to behavioral change and ultimately to organizational results. The 

slightly lower ratings in problem-solving suggest that this progression is not yet fully optimized, particularly 

in LGUs where systemic support for learning transfer is limited. Consequently, while employees may 

possess the requisite knowledge, the organizational context may not sufficiently enable or incentivize its 

application, thereby constraining the realization of desired performance outcomes. 

Taken together, the findings affirm that T&D programs in the selected LGUs are effective in 

cultivating knowledge and enhancing employee competencies, positioning them as vital components of 

organizational development systems. Nonetheless, the results also highlight the need for a more holistic 

and integrated approach to OD, one that extends beyond training to institutionalize mechanisms that support 

learning transfer, continuous improvement, and alignment with organizational goals. Strengthening these 

systemic linkages will be critical in ensuring that the gains in knowledge enhancement are not only 

sustained but also translated into tangible improvements in organizational performance and public service 

delivery. Qualitative responses provide complementary evidence that reinforces these quantitative patterns. 

Participants reported improvements in administrative efficiency, compliance with Civil Service 

Commission (CSC) rules, and confidence in decision-making, illustrating that knowledge gains extend into 

observable workplace behaviors.  

The implications of these findings for organizational development are multifaceted. First, the 

variation across LGUs highlights the need for province-wide standardization of training systems, including 

consistent design, delivery, and evaluation mechanisms. Second, knowledge acquisition should be 

reinforced by institutional mechanisms such as mentoring, coaching, and performance management to 

ensure sustainability and institutional memory. Third, there is a need to focus on higher-order cognitive 

skill development, moving beyond technical instruction to foster analytical thinking, problem-solving, and 

adaptive capabilities. Fourth, training programs must be closely linked with LGU strategic objectives to 

enhance alignment between employee learning and organizational priorities. Finally, incorporating 

statistical evaluation and evidence-based assessment into program management will strengthen data-driven 

decision-making and allow for ongoing improvement of training initiatives. 

In summary, Table 1 demonstrates that training and development programs in the selected LGUs 

are generally effective in enhancing employee knowledge, producing learning-level outcomes consistent 

with established training evaluation models. Nonetheless, the significant variability across municipalities 

indicates that training effectiveness is not uniformly institutionalized. These findings underscore the need 
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to transition from fragmented or inconsistent training practices toward a systematic, competency-based, 

and data-driven approach to organizational development, ensuring that knowledge gains translate into 

sustainable improvements in local governance and public service delivery. 

1.2. Impact of Training and Development Programs on Skills Development and Competencies 

The results presented in Table 3 indicate that the Training and Development (T&D) programs of 

the selected Local Government Units (LGUs) in Camarines Sur have an overall mean of 4.08, interpreted 

as “High Impact” in terms of skills development and competencies. This finding suggests that, beyond 

knowledge enhancement, the programs are generally effective in strengthening employees’ practical 

capabilities and job-related proficiencies. Among the indicators, the highest-rated dimension is the 

improvement of practical skills required for the job (4.20), followed by increased confidence in task 

performance (4.15). Meanwhile, slightly lower means are observed in the inclusion of hands-on exercises 

(3.98) and the extent to which competency gaps are addressed (3.99). Although all indicators fall within 

the “High Impact” range, the pattern reveals that while training contributes positively to skill acquisition 

and confidence, there is relatively less emphasis on experiential learning and targeted competency gap 

closure. 

 
Table 3. Perceived Impact of the training and development programs of the selected LGUs in Camarines Sur, along 

with Skills Development and Competencies 

LGU 

INDICATORS 

OVER-

ALL 

MEAN 

DESCRIPTION 

Training 

improved 

my 

practical 

skills 

required 

for my job.  

Trainings 

included 

hands-on 

exercises that 

enhanced my 

competence.  

Competency 

gaps in my job 

were 

addressed by 

the trainings.  

I am more 

confident 

performing 

my tasks 

after 

attending 

trainings.  

A (N=12) 4.42 4.08 4.08 4.42 4.25 High Impact 

   B (N=9) 4.11 3.89 3.78 4.22 4.00 High Impact 

C (N=10) 4.17 4.08 4.25 4.33 4.21 High Impact 

D (N=10) 3.80 3.40 3.70 3.70 3.65 High Impact 

E (N=10) 3.67 3.67 3.67 3.00 3.50 High Impact 

F (N=10) 4.44 3.78 3.89 4.33 4.11 High Impact 

G (N=10) 4.33 4.00 3.78 4.44 4.14 High Impact 

H (N=9) 4.64 4.36 4.55 4.45 4.50 Very High Impact 

I (N=10) 4.22 4.22 4.00 4.44 4.22 High Impact 

J (N=12) 4.17 4.33 4.17 4.17 4.21 High Impact 

OVER-ALL 4.2 3.98 3.99 4.15 4.08 High Impact 

Legend:  

 

 

 

 

 

 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate Impact 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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At the level of individual LGUs, the findings reveal both consistency and variation in perceived 

impact. LGU H stands out with a “Very High Impact” rating (4.50), demonstrating strong performance 

across all indicators, particularly in addressing competency gaps and enhancing confidence. This suggests 

a more mature and well-integrated approach to skills development, likely characterized by deliberate 

incorporation of hands-on learning, competency-based training design, and reinforcement mechanisms that 

support skill application. In contrast, while all other LGUs fall within the “High Impact” category, certain 

units, such as LGUs D and E, exhibit comparatively lower means. LGU E, for instance, records a 3.00 in 

confidence after training, indicating that despite exposure to training, employees may not feel sufficiently 

supported to perform tasks independently. Similarly, LGU D shows lower ratings in hands-on exercises 

(3.40), suggesting limited opportunities for experiential learning. These variations point to uneven 

implementation and integration of T&D practices across LGUs, which is a critical consideration in 

organizational development. 

These findings underscore the distinction between knowledge acquisition and capability 

development. While training programs appear effective in delivering conceptual and procedural knowledge 

(as evidenced in Table 2), the development of practical skills requires a more complex system of inputs, 

processes, and reinforcing structures. Skills development is inherently experiential and context-dependent; 

thus, it relies heavily on training designs that incorporate simulations, practice-based activities, and real-

world problem-solving scenarios. The relatively lower scores in hands-on exercises and competency gap 

resolution suggest that the “process” component of the OD system—particularly the mechanisms that 

facilitate active learning and contextual application—may not be fully optimized across all LGUs. This 

indicates a partial misalignment between training design and the requirements of competency-based 

development. 

Furthermore, when T&D is examined as an OD outcome, the results reflect a moderate progression 

from learning to behavioral change. The high confidence rating (4.15) is a positive indicator, as self-efficacy 

is a critical precursor to performance improvement. However, confidence alone does not guarantee 

competence; it must be supported by repeated practice, feedback, and opportunities to apply in the work 

environment. The slightly lower ratings in addressing competency gaps suggest that training programs may 

not be sufficiently tailored to individual or role-specific deficiencies, thereby limiting their effectiveness in 

producing targeted performance improvements. This highlights a key OD principle: for training to yield 

meaningful outcomes, it must be aligned not only with organizational goals but also with employees' 

specific competency requirements. 

The observed inter-LGU variability further reinforces the notion that organizational development 

is contingent upon systemic alignment. LGUs with higher ratings likely benefit from stronger integration 

of T&D with other organizational subsystems, such as performance management, supervision, and 

coaching. These LGUs may also foster a learning culture that encourages experimentation, feedback, and 

continuous improvement, thereby enabling employees to translate training into practice more effectively. 

Conversely, LGUs with lower relative scores may lack such integrative mechanisms, resulting in a gap 

between training participation and actual skill utilization. This fragmentation suggests that T&D programs, 

while present, may not be fully embedded within the broader organizational system. 

In summary, the findings in Table 3 affirm that T&D programs in the selected LGUs contribute 

significantly to skills development and competency enhancement, serving as a critical component of 

organizational development. However, the results also indicate that the system is more effective in building 

foundational skills and confidence than in ensuring deep competency mastery and consistent application. 

To strengthen organizational development as both a system and an outcome, there is a need to enhance 

experiential learning components, adopt competency-based training frameworks, and establish stronger 

post-training support mechanisms such as coaching, mentoring, and performance feedback. By doing so, 

LGUs can move beyond general skill improvement toward developing a more adaptive, competent, and 

performance-oriented workforce capable of delivering sustained organizational results. 
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These findings align with Baldwin and Ford’s transfer-of-training model, which emphasizes the 

interplay among training design, trainee characteristics, and work-environment support. LGUs with higher 

scores demonstrated structured post-training coaching, managerial reinforcement, and alignment of content 

with operational roles, whereas lower-scoring LGUs lacked systematic integration of skills application. 

Similarly, the results correspond to Kirkpatrick’s Level 2 (Learning) and Level 3 (Behavior), indicating 

that while cognitive skill acquisition occurs, consistent application in the workplace depends on enabling 

organizational conditions. 

Interviews provide additional depth, illustrating how training translates into practical skills: 

“After attending leadership and communication training, I became more confident in handling 

team coordination and resolving workplace issues” – KI 5 

“Technical trainings helped, but without follow-up coaching, it is difficult to fully apply what we 

learned” - KI 7 

These narratives demonstrate that while training initiates competency development, sustained 

application relies on supervisory guidance, mentoring, feedback, and experiential learning opportunities. 

The findings point to several actionable organizational development strategies to enhance skill acquisition 

and competency formation across LGUs. First, integrating experiential learning, simulations, and on-the-

job practice is essential to bridge the observed gap between knowledge acquisition and practical skill 

application, ensuring that training translates into tangible workplace competencies. Second, 

institutionalizing competency development through standardized frameworks, structured mentoring, and 

coaching programs can reinforce learning and provide clear pathways for employees to apply and refine 

their skills. Strengthening post-training support mechanisms, including supervisory guidance and 

performance feedback, is also critical for sustaining competency gains and encouraging the continuous 

application of new skills. Additionally, standardizing training quality and establishing benchmarking across 

LGUs can reduce inter-municipal disparities, promoting equitable development opportunities and 

consistent skill outcomes. Finally, embedding data-driven evaluation techniques, such as ANOVA and 

correlation analysis, into training management enables systematic monitoring, evidence-based decision-

making, and informed resource allocation, thereby supporting the continuous improvement of capacity-

building initiatives. Collectively, these strategies emphasize that effective skills development relies on 

integrating experiential design, organizational support, and strategic alignment within a structured, 

competency-based, and data-informed  

organizational development framework. 

In conclusion, training and development programs in the selected LGUs are generally effective in 

improving practical skills and competencies, though outcomes vary across municipalities and respondent 

groups. Both quantitative and qualitative evidence indicate that skill development is contingent not only on 

the quality of training but also on the presence of structured competency alignment, experiential learning 

opportunities, post-training support, and strategic integration with organizational objectives. These findings 

reinforce the importance of a systematic, competency-based, and data-driven organizational development 

approach to ensure consistent, sustained, and strategically relevant enhancement of employee capabilities 

across all LGUs. 

1.3. Impact of Training and Development Programs on Employee Job Performance 

Table 4 presents the perceived impact of training and development programs on employee job 

performance across ten selected Local Government Units (LGUs) in Camarines Sur. Table 4 reveal that the 

Training and Development (T&D) programs across the selected Local Government Units (LGUs) in 

Camarines Sur yield an overall mean of 4.12, interpreted as “High Impact” in terms of job performance.  

This indicates that training initiatives are not only contributing to knowledge and skills acquisition, 

as evidenced in the preceding tables, but are also translating, albeit to a slightly moderated extent, into 

improvements in actual work performance. Among the indicators, the highest mean is recorded for the 

ability to meet performance standards more effectively (4.31), followed closely by improved work 
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productivity (4.26). The reduction of errors or rework also demonstrates a solid impact (4.00). However, 

the lowest-rated indicator concerns supervisory feedback on the application of learned competencies (3.88), 

suggesting a relative weakness in the feedback-and-reinforcement dimension of the performance system. 

Table 4. Perceived Impact of the training and development programs of the selected LGUs in Camarines Sur, along 

with Job Performance 

LGU 

INDICATORS 

OVER- 

ALL MEAN 
Description 

Work 

productivity 

improved 

after 

attending 

training. 

Training 

helped me 

meet 

performance 

standards 

more 

effectively.  

Supervisors 

provide 

feedback 

when I apply 

what I 

learned in 

training.  

Trainings 

have 

reduced 

errors or 

rework in 

my job.  

A (N=12) 4.42 4.33 4.00 4.33 4.27 High Impact 

   B (N=9) 4.22 4.33 3.89 4.11 4.14 High Impact 

C (N=10) 4.33 4.58 4.08 4.00 4.25 High Impact 

D (N=10) 3.70 3.70 3.60 3.50 3.63 High Impact 

E (N=10) 4.00 4.00 4.00 4.00 4.00 High Impact 

F (N=10) 4.33 4.33 3.78 4.11 4.14 High Impact 

G (N=10) 4.11 4.33 3.89 4.22 4.14 High Impact 

  H (N=9) 4.64 4.64 4.36 4.09 4.43 High Impact 

   I (N=10) 4.56 4.56 3.89 4.00 4.25 High Impact 

J (N=12) 4.33 4.33 3.33 3.67 3.92 High Impact 

OVER-ALL 4.26 4.31 3.88 4.00 4.12 High Impact 

Legend: 

 

 

 

 

 

At the level of individual LGUs, the results show a consistent classification of “High Impact” across 

all units, though with varying degrees of effectiveness. LGU H emerges as the highest-performing unit 

(4.43), demonstrating strong outcomes across all job performance indicators, particularly in productivity 

and adherence to performance standards. This suggests a relatively well-integrated organizational system 

where training is effectively aligned with operational expectations and supported by enabling structures. 

Conversely, LGUs such as D (3.63) and J (3.92) register comparatively lower means, particularly in areas 

related to supervisory feedback and error reduction. For instance, LGU J’s score of 3.33 in supervisory 

feedback highlights a notable deficiency in post-training reinforcement mechanisms. These discrepancies 

indicate that while training is broadly beneficial, its effectiveness in driving performance outcomes is 

contingent upon the presence of supportive organizational conditions, particularly in supervision and 

feedback. 

From an organizational development (OD) systems perspective, these findings are particularly 

instructive in illustrating the progression—and limitations—of training outcomes across different levels of 

impact. While Tables 2 and 3 demonstrate strong effects on knowledge and skills, Table 4 reflects the extent 

to which these gains are translated into behavioral and performance outcomes. In OD theory, this 

progression aligns with the transition from learning (cognitive and skill acquisition) to behavior (application 

in the workplace) and ultimately to results (organizational performance). The overall mean of 4.12 suggests 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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that this transition is occurring, but not with the same strength or consistency observed at the earlier stages. 

This attenuation is typical in organizational systems where the linkage between training and performance 

is mediated by multiple intervening variables, including leadership support, organizational culture, and 

performance management practices. 

A critical insight from the data is the relatively lower rating for supervisory  

feedback, which points to a systemic gap in the reinforcement subsystem of organizational development. 

Feedback mechanisms are essential for sustaining behavioral change, as they provide employees with 

guidance, validation, and opportunities for continuous improvement. The absence or lack of such 

mechanisms can result in the erosion of training gains over time, as employees may lack the necessary 

support to refine and institutionalize new behaviors. This finding suggests that while LGUs are investing 

in training delivery, there may be insufficient emphasis on post-training integration processes, such as 

coaching, mentoring, and performance monitoring. 

Consistent with the quantitative finding of a training translation gap, the FGDs reveal that the 

application of learning into sustained performance is contingent upon organizational conditions. Participant 

A explicitly noted: 

“In cases where training was not provided or was limited, gaps in performance are more evident… 

highlighting that relevant, well-designed training directly contributes to better service delivery.” – Key 

Informant 3 

While this confirms the positive relationship between training and performance, it also implies that 

performance improvements are uneven and dependent on access and relevance—echoing the variability 

observed across LGUs. 

Furthermore, the findings highlight the importance of aligning T&D programs with performance 

management systems. The relatively strong ratings in productivity and performance standards indicate that 

training content is generally relevant to job requirements. However, the variability across LGUs suggests 

that this alignment is not uniformly achieved. High-performing LGUs likely exhibit stronger vertical 

alignment, wherein training objectives are closely linked to organizational goals and performance metrics, 

as well as horizontal alignment across HR systems, including supervision, appraisal, and rewards. In 

contrast, LGUs with lower scores may experience fragmentation, where training operates in isolation from 

other organizational processes, thereby limiting its impact on performance outcomes. 

When viewed as an outcome of organizational development, the results of Table 4 suggest that 

T&D programs are contributing positively to individual and organizational performance, but that the system 

has not yet reached optimal effectiveness. The progression from knowledge to skills to performance reveals 

a gradual decline in mean scores, indicating a “transfer gap” within the organizational system. This gap 

reflects the challenges of translating learning into sustained performance improvements, particularly in 

complex public-sector environments where structural and contextual constraints may impede change. 

In summary, the findings affirm that T&D programs in the selected LGUs serve as a critical driver 

of job performance, reinforcing their role as central components of organizational development. However, 

to fully realize their potential, there is a need to strengthen the systemic linkages between training and 

performance outcomes. This includes enhancing supervisory feedback mechanisms, integrating training 

with performance management systems, and fostering a supportive organizational climate that encourages 

the application and continuous refinement of learned competencies. By addressing these systemic gaps, 

LGUs can move toward a more mature organizational development framework, wherein training not only 

improves individual capabilities but also drives sustained improvements in organizational effectiveness and 

public service delivery. 

The qualitative findings strongly support the high quantitative ratings in knowledge enhancement 

and skills development. As one participant articulated: 
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“Trainings have resulted in improved efficiency in document processing, better compliance with 

CSC rules… and stronger confidence in decision-making… employees… now submit accurate reports on 

time… and demonstrate more professional client handling and reduced complaints.” -Key Informant 1 

This directly corroborates the high mean scores in knowledge (4.33) and skills (4.08), confirming 

that T&D programs are effective in building foundational competencies. Similarly, another participant 

emphasized: 

“Enhance job knowledge on roles and responsibilities and increase confidence in job 

performance.”- Key Informant 4 

These qualitative insights affirm that training programs are successfully delivering learning 

outcomes, particularly in improving procedural knowledge, technical competence, and employee 

confidence. 

The findings are consistent with Kirkpatrick’s Level 3 (Behavior) evaluation, which measures the 

transfer of learning into workplace performance, and with Baldwin and Ford’s transfer-of-training model, 

which emphasizes the interaction of training design, trainee characteristics, and work environment support. 

Higher-rated municipalities appear to implement training that is strategically aligned, participatory, and 

reinforced through organizational systems, whereas lower-rated LGUs exhibit weaker integration of these 

factors. The analysis also suggests that targeted OD-related programs—such as participatory governance 

workshops, leadership development seminars, and data-driven project planning trainings—contribute to 

systemic improvements in employee performance by embedding learned skills within organizational 

processes. 

1.4. Impact of Training and Development Programs on Organizational Alignment 

Table 5 presents the perceived impact of training and development programs on organizational 

alignment, defined as the extent to which training objectives, content, and communication support the 

strategic goals of Local Government Units (LGUs) in Camarines Sur. Table 5 indicate that the Training and 

Development (T&D) programs of the selected Local Government Units (LGUs) in Camarines Sur achieve 

an overall mean of 4.04, interpreted as “High Impact” in terms of alignment with organizational objectives.  

This suggests that, at a general level, training initiatives are perceived as strategically relevant and 

aligned with the broader goals of the LGUs. Among the indicators, the highest ratings are observed in 

employees’ understanding of how training supports organizational objectives (4.18) and the linkage of 

training objectives to LGU goals (4.16). The reflection on the required competencies in the training content 

also yields a strong mean (4.00). However, the lowest rating pertains to the communication of how training 

supports the strategic plan (3.82), indicating a relative gap in the explicit articulation and dissemination of 

strategic alignment. 

Table 5. Perceived Impact of the training and development programs of the selected LGUs in Camarines Sur, along 

with Alignment with Organizational Objectives 

LGUs 

INDICATORS 

OVER-

ALL 

MEAN 

DESCRIPTION 

Training 

objectives 

are linked 

to the 

LGUs/ 

Municipalit

y/city 

government

s goals. 

Understan

d how my 

training 

supports 

organizati

on 

objectives

. 

Training 

content 

reflects the 

competenc

ies 

required 

by our 

organizatio

n. 

The LGU/ 

municipality/ 

city/ 

government/

office 

communicate

s how 

trainings 

support its 

strategic 

plan. 

A (N=12) 4.17 4.42 4.33 3.92 4.21 High Impact 

   B (N=9) 4.67 4.33 4.11 4.00 4.28 High Impact 
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C (N=10) 4.42 4.33 4.17 4.5 4.35 High Impact 

D (N=10) 3.90 3.90 3.70 3.6 3.78 High Impact 

E (N=10) 4.00 4.00 2.67 2.67 3.33 High Impact 

F (N=10) 4.00 4.11 4.11 3.67 3.97 High Impact 

G (N=10) 4.22 4.33 4.33 3.78 4.17 High Impact 

H (N=9) 4.36 4.45 4.45 4.09 4.34 High Impact 

I (N=10) 4.00 3.89 4.00 4.00 3.97 High Impact 

J (N=12) 3.83 4 4.17 4.00 4.00 High Impact 

OVER-ALL 

MEAN 

4.16 4.18 4 3.82 4.04 High Impact 

Legend: 

 

 

 

 

 

At the LGU level, all units fall within the “High Impact” category, though notable variations persist. 

LGUs B (4.28), C (4.35), and H (4.34) demonstrate relatively stronger alignment, suggesting more 

deliberate integration of T&D within their strategic management frameworks. These LGUs likely benefit 

from clearer planning processes, in which training objectives are systematically derived from organizational 

goals and competency requirements, and communication channels effectively convey these linkages to 

employees. In contrast, LGU D (3.78) and, in particular, LGU E (3.33) exhibit comparatively lower means. 

LGU E’s notably low scores in the reflection of competencies (2.67) and communication of strategic 

alignment (2.67) point to a significant disconnect between training design and organizational priorities. 

This suggests that, in some cases, training programs may be implemented in a more ad hoc or compliance-

driven manner, rather than as components of a coherent strategic framework. 

The quantitative findings on alignment (Mean = 4.04, High Impact) are similarly supported by 

qualitative evidence indicating that training programs are generally relevant to organizational needs and 

contribute to service delivery and governance objectives: 

“The main strengths of the LGU's current training programs lie in their relevance, practical focus, 

and alignment with organizational needs.” (Key Informant 5) 

“Trainings are generally responsive to actual competency gaps and operational requirements, 

allowing employees to immediately apply what they learn in their day-to-day work.” (Participant A) 

“Defines the goals of the organization… provide affordable healthcare to address the underserved 

community.” (Key Informant 2) 

“OD Vision and alignment with strategic, competencies and capability training.” (Key Informant 

3) 

“Training programs are aligned with Civil Service Commission rules and other legal frameworks, 

which strengthens compliance and accountability.” (Key Informant 1) 

These statements affirm that training programs are perceived to be strategically relevant and aligned 

with organizational mandates, including compliance with national policies and improvement of service 

delivery outcomes. 

Alignment with organizational objectives represents a critical integrative function that links the 

learning subsystem with the strategic and performance subsystems in the organizational development. In a 

well-functioning OD system, T&D programs are not standalone activities but are embedded within the 

organization’s strategic architecture, ensuring that learning interventions directly support desired 

organizational outcomes. The overall “High Impact” rating indicates that such alignment is present to a 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate Impact 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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considerable extent across the LGUs. However, the relatively low score in strategic communication reveals 

a gap in the system's “throughput” processes—specifically, in how strategic intent is translated, 

communicated, and internalized at the employee level. 

This gap has important implications for organizational effectiveness. While employees may 

recognize that training is generally relevant, the absence of clear, consistent communication about its 

strategic purpose can limit their ability to fully contextualize and prioritize the application of learned 

competencies. In OD terms, this reflects a “line-of-sight” in which employees do not have a fully developed 

understanding of how their individual learning and performance contribute to broader organizational goals. 

Strengthening this line of sight is essential for fostering strategic alignment, enhancing motivation, and 

ensuring that training investments yield maximum returns for organizational performance. 

Moreover, when considered alongside the findings from Tables 2, 3, and 4, a pattern emerges that 

is characteristic of many developing organizational systems. While knowledge enhancement (Table 2) and 

skills development (Table 3) exhibit relatively strong outcomes, and job performance (Table 4) shows a 

slightly attenuated but still positive impact, alignment with organizational objectives (Table 5) reveals a 

further layer of complexity. Specifically, it highlights the extent to which these gains are strategically 

directed and integrated. The slightly lower overall mean in Table 5 (4.04) compared to earlier tables 

suggests that while training is effective at the individual level, its strategic integration at the organizational 

level is less fully realized. 

The variability across LGUs further underscores the importance of systemic coherence in 

organizational development. High-performing LGUs likely demonstrate stronger vertical alignment, where 

strategic goals inform training design, and horizontal alignment, where T&D is integrated with other human 

resource and management systems such as performance appraisal, workforce planning, and organizational 

communication. In contrast, LGUs with lower scores may experience fragmentation, where training 

initiatives are not consistently aligned with competency frameworks or strategic priorities, thereby limiting 

their overall impact. 

In terms of organizational development as an outcome, the findings suggest that T&D programs 

are contributing to the development of a strategically aware workforce, but that this awareness is not yet 

fully institutionalized. For OD to be effective, alignment must extend beyond perception to actual 

integration, wherein training programs are systematically planned, implemented, and evaluated in direct 

relation to organizational goals and performance indicators. This requires not only technical alignment in 

content and competencies but also cultural and communicative alignment, in which the strategic value of 

training is clearly articulated and reinforced at all levels of the organization. 

In conclusion, Table 5 affirms that T&D programs in the selected LGUs are generally aligned with 

organizational objectives and contribute positively to strategic coherence. However, the findings also 

highlight the need to strengthen communication mechanisms, ensure consistent integration of competency 

requirements into training design, and enhance the overall alignment of T&D with strategic planning 

processes. By addressing these areas, LGUs can advance toward a more mature organizational development 

system, where training functions not merely as a supportive activity but as a central driver of strategic 

capability and sustained organizational performance. 

From a theoretical perspective, these results align with Donald L. Kirkpatrick’s Level 4 (Results), 

which emphasizes organizational outcomes, and with Baldwin and Ford’s model of training transfer, which 

highlights the role of organizational systems in enabling the application of learning. They further 

demonstrate that strategic alignment mediates the relationship between training inputs and job performance, 

particularly in public-sector organizations. The implications are clear: LGUs must move beyond 

compliance-oriented training toward strategically integrated, competency-based, participatory, and data-

driven capacity-building systems. Institutionalizing frameworks that align training with organizational 

goals, strengthening internal communication, and embedding training outcomes into performance 

management systems are essential to ensure sustainable improvements in governance and public service 
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delivery. Overall, Table 4 confirms that while training programs are moderately aligned with institutional 

objectives, their impact on organizational performance and strategic outcomes depends on system-level 

integration, communication, and evidence-based management. 

1.5. Impact of Training and Development Programs on Knowledge, Skills, Performance, and 

Organizational Alignment 

Table 6 presents a consolidated view of the perceived impact of Training and Development (T&D) 

programs across the selected Local Government Units (LGUs) in Camarines Sur, integrating four critical 

dimensions: knowledge enhancement, skills development and competencies, job performance, and 

alignment with organizational objectives. The overall mean of 4.14, interpreted as “High Impact,” indicates 

that T&D initiatives are broadly effective across multiple levels of organizational functioning. This 

composite result is analytically significant because it reflects not only the effectiveness of individual 

training components but also the extent to which these components collectively contribute to organizational 

development as both a system and an outcome. 

A closer examination of the aggregated indicators reveals a discernible pattern. Knowledge 

enhancement registers the highest mean (4.33), followed by job performance (4.12), skills development 

(4.08), and alignment with organizational objectives (4.04). This gradient suggests a sequential attenuation 

of impact as training outcomes move from foundational cognitive gains toward more complex and systemic  

organizational effects.  

Table 6. Summary of the Perceived Impact of the training and development programs of the selected LGUs in 

Camarines Sur 

LGUs 

INDICATORS Over-

all 

Mean 

Description 

Knowledge 

Enhancement 

Skills 

Development 

and 

Competencies 

Job 

Performance 

Alignment with 

Organizational 

Objectives 

A (N=12) 4.54 4.25 4.27 4.21 4.32 High Impact 

B (N=9) 4.47 4.00 4.14 4.28 4.22 High Impact 

C (N=10) 4.23 4.21 4.25 4.35 4.26 High Impact 

D (N=10) 3.80 3.65 3.63 3.78 3.72 High Impact 

E (N=10) 3.83 3.50 4.00 3.33 3.67 High Impact 

F (N=10) 4.33 4.11 4.14 3.97 4.14 High Impact 

G (N=10) 4.42 4.14 4.14 4.17 4.22 High Impact 

H (N=9) 4.52 4.5 4.43 4.34 4.45 High Impact 

I (N=10) 4.64 4.22 4.25 3.97 4.27 High Impact 

J (N=12) 4.54 4.21 3.92 4.00 4.17 High Impact 

MEAN 4.33 4.08 4.12 4.04 4.14 High Impact 

Legend: 

 

 

 

 

 

 

In organizational development (OD) terms, this reflects the classic progression from learning 

(knowledge acquisition) to capability (skill development) to behavior (job performance) and ultimately to 

strategic integration (alignment with organizational goals). The slight decline in mean scores across these 

dimensions indicates that, while T&D programs are highly effective at imparting knowledge, their influence 

Scale Range Verbal Interpretation 

5 4.50 – 5.00 Very High Impact 

4 3.50 – 4.49 High Impact 

3 2.50 – 3.49 Moderate Impact 

2 1.50 – 2.49 Low Impact 

1 1.00 – 1.49 No Impact 
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becomes more variable as outcomes increasingly depend on broader organizational systems and contextual 

factors. 

At the LGU level, all units are consistently rated under “High Impact,” though variations in overall 

means provide insight into differing levels of organizational development maturity. LGU H (4.45), LGU I 

(4.27), LGU C (4.26), and LGU A (4.32) emerge as relatively higher-performing units, demonstrating 

balanced and consistently strong outcomes across all four dimensions. These LGUs likely exhibit more 

advanced OD systems characterized by strong alignment between training, performance management, and 

strategic planning, as well as supportive organizational climates that facilitate the transfer and application 

of learning. In contrast, LGUs D (3.72) and E (3.67) register comparatively lower overall means. These 

findings suggest that while training programs are present and beneficial, their systemic integration and 

reinforcing mechanisms may be less, limiting their overall effectiveness. 

From an organizational development systems perspective, Table 6 underscores the importance of 

viewing T&D as an interconnected subsystem within a larger organizational architecture. The relatively 

high score for knowledge enhancement indicates that the system's input and instructional components—

such as training design, content, and delivery—are functioning effectively. However, the gradual decline 

in scores across skills, performance, and alignment points to challenges in the system's transformation and 

output stages. Specifically, it suggests that the processes that enable the conversion of knowledge into 

sustained behavioral change and strategic contribution—such as experiential learning, supervisory support, 

feedback mechanisms, and organizational communication—are not uniformly optimized across all LGUs. 

Furthermore, the findings highlight the critical role of systemic alignment in  

achieving organizational development outcomes. Alignment with organizational objectives, while still rated 

“High Impact,” has the lowest mean across the four dimensions (4.04), indicating that the strategic 

integration of T&D remains an area for further strengthening. This has important implications, as OD theory 

posits that the ultimate value of training lies not merely in enhancing individual competencies but in 

advancing organizational goals and performance. The observed gap suggests that while employees 

recognize the relevance of training, there may be insufficient clarity or consistency in how these programs 

are explicitly linked to strategic priorities and communicated across the organization. 

When interpreted as an outcome of organizational development, the results in Table 6 suggest that 

the LGUs are operating within a functional yet evolving OD system. The strong performance in knowledge 

and skills indicates that the foundation for organizational capability is well established. However, the 

slightly lower scores in job performance and strategic alignment indicate that the system has not yet fully 

matured into one in which learning is seamlessly translated into sustained performance improvements and 

organizational effectiveness. This “transfer and alignment gap” is a critical area of focus, as it represents 

the point at which many OD interventions encounter diminishing returns. 

In synthesis, Table 6 provides compelling evidence that T&D programs in the selected LGUs are 

effective and impactful across multiple dimensions of organizational functioning. However, it also reveals 

that organizational development is not solely a function of training provision but of systemic integration. 

To advance toward a more mature OD system, LGUs must strengthen the linkages between learning, 

performance, and strategy. This entails enhancing post-training support mechanisms, institutionalizing 

feedback and coaching practices, aligning training with competency frameworks and strategic plans, and 

fostering a culture that actively supports the application of learning. By addressing these systemic 

considerations, LGUs can move beyond high-impact training toward achieving sustained organizational 

transformation and improved public service delivery. 

The findings have several implications for LGU organizational development. First, training 

initiatives should be institutionalized within structured HRD systems linked to job roles, competencies, and 

municipal objectives. Second, mechanisms for participatory governance should be strengthened to enhance 

employee involvement and awareness of strategic objectives. Third, systematic competency mapping, 

mentoring, and post-training support are essential to translate knowledge into skills and improved 
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performance. Fourth, continuous monitoring and use of performance metrics can reinforce data-driven 

decision-making and inform program improvement. Finally, inter-LGU coordination through a provincial-

level framework for training standardization can mitigate disparities and support consistent organizational 

development outcomes. 

A more rigorous analysis was conducted to examine differences in training outcomes across Local 

Government Units (LGUs) and employee groups, structured in alignment with the study’s research 

objectives and disaggregated by municipality and respondent characteristics. The descriptive results 

indicate a clear gradient: knowledge enhancement registers the highest impact, followed by job 

performance, skills development, and finally organizational alignment. This pattern aligns with classical 

OD and human capital development models, where learning acquisition precedes behavioral and 

organizational outcomes. However, when these findings are triangulated with the one-way ANOVA results 

presented in Table 7, a more nuanced interpretation emerges. Specifically, the absence of statistically 

significant differences across LGUs in knowledge (p = 0.224), job performance (p = 0.453), and alignment 

(p = 0.335) suggests that these dimensions are relatively standardized across municipalities. This uniformity 

implies that T&D programs are largely compliance-driven, reflecting centralized policies, standardized 

modules, and regulatory requirements that ensure consistency in delivery. While this contributes to 

equitable knowledge dissemination, it also indicates limited contextualization, thereby constraining the 

responsiveness of training programs to specific institutional needs. 

Table 7. One-Way ANOVA Results Across LGUs 

Variable F-value p-value Interpretation 

Knowledge 1.35 0.224 Not Significant 

Skills 1839.00 0.000 Significant 

Performance 0.99 0.453 Not Significant 

Alignment 1.15 0.335 Not Significant 

 

In contrast, the highly significant variation observed in skills development (F = 1839.00, p < 0.001) 

introduces a critical systems-level insight. Despite uniformity in knowledge acquisition, LGUs differ 

substantially in their ability to translate training into competencies. This divergence suggests that skills 

development is not primarily a function of training content but of organizational conditions—such as 

leadership support, availability of experiential learning opportunities, coaching mechanisms, and resource 

allocation. This finding directly explains the variability observed in Table 3 and the comparatively lower, 

less consistent scores on skills-related indicators across LGUs. In OD terms, this reflects a breakdown in 

the system's “conversion process,” in which knowledge inputs are not consistently transformed into applied 

capabilities due to weak or uneven institutional support structures. Further reinforcing this interpretation, 

the regression analysis presented in Table 8 reveals that organizational alignment (β = 0.643, p < 0.001) is 

the strongest predictor of job performance, surpassing even knowledge (β = 0.229, p = 0.024), while skills 

are not statistically significant predictors (β = 0.005, p = 0.208). This finding fundamentally reorients the 

interpretation of Tables 3 and 4. While skills development is important, it does not, on its own, drive 

performance outcomes unless it is embedded in a system of strategic alignment. In other words, the 

effectiveness of training is mediated by the extent to which it is integrated into organizational goals, 

performance management systems, and supervisory practices.  

Table 8. Regression Analysis Predicting Job Performance 

Predictor Coefficient (β) p-value Interpretation 

Constant 0.455 0.066 Not Significant 

Knowledge 0.229 0.024 Significant 

Skills 0.005 0.208 Not Significant 

Alignment 0.643 0.000 Highly Significant 
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This explains why Table 5, despite having the lowest mean among the four dimensions, plays a 

disproportionately critical role in determining performance outcomes. It also highlights a key OD principle: 

alignment functions as the integrative mechanism that converts learning into performance, underscoring 

the systemic rather than individual nature of organizational effectiveness. More critically, the qualitative 

data provide direct evidence supporting the inferential finding that organizational alignment is the strongest 

predictor of performance. Participant A emphasized the role of leadership and integration: 

“Institutionalization is supported when leaders prioritize training, allocate resources, and require 

employees to apply what they learned… Conversely… when training is treated as a one-time activity… [it] 

limits its long-term impact.” – Key Informant 3 

This statement aligns with the regression result showing alignment (β = 0.643) as the most 

significant determinant of job performance. It reinforces the interpretation that training effectiveness is not 

achieved through learning alone but through its integration into organizational systems and leadership 

practices. 

The two-way ANOVA results presented in Table 9 further strengthen this system-oriented 

interpretation by demonstrating that differences in skills development are driven by LGU-level factors (F 

= 2036.67, p < 0.001), while rank and interaction effects are not significant.  

Table 9. Two-Way ANOVA Results for Skills Development 

Source SS   df F p-value Interpretation 

LGU 13298.27    9 2036.67 <0.001 Significant 

Rank Group 0.06    1 0.08 0.781 Not Significant 

LGU × Rank 5.94    9 0.91 0.521 Not Significant 

Residual 55.86    77 - - - 

 

This indicates that training systems are applied uniformly across employee levels but lack role-

specific differentiation, suggesting deficiencies in competency-based training design. This finding aligns 

with the descriptive observation that hands-on exercises and competency gap resolution received relatively 

lower ratings. It suggests that T&D programs are not sufficiently tailored to the specific functional 

requirements of different roles, thereby limiting their effectiveness in producing targeted competency 

development. When synthesized, the descriptive and inferential findings reveal a coherent pattern that can 

be conceptualized as a “training translation gap.” At the input level, LGUs are effective in delivering 

standardized training that enhances knowledge. However, at the process level, there is uneven capacity to 

convert this knowledge into competencies due to variability in organizational support systems. At the output 

level, job performance improvements are observed but are more strongly influenced by alignment 

mechanisms than by skills alone. Finally, at the outcome level, the strategic integration of training remains 

underdeveloped, limiting the full realization of organizational development objectives. 

This integrated analysis provides strong empirical support for a multidimensional OD framework. 

First, the significant variation in skills development underscores the importance of Data-Driven Decision 

Making, wherein LGUs must systematically assess training outcomes and benchmark performance to 

identify gaps and best practices. Second, the weak translation of knowledge into competencies highlights 

the need for Competency-Based Capacity Development, including the adoption of structured competency 

frameworks, experiential learning approaches, and mentoring systems. Third, the dominant role of 

alignment in predicting performance validates the Strategic Alignment pillar, emphasizing that training 

must be explicitly linked to organizational goals and embedded within performance management systems. 

Finally, the gaps in feedback and application mechanisms underscore the importance of Participatory 

Governance, particularly for strengthening supervisory engagement, feedback loops, and employee 

involvement in training processes. 

These demonstrates that T&D programs in the selected LGUs are effective but operate within a 

partially integrated organizational system. While knowledge acquisition is strong and uniformly distributed, 
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the development of competencies and the achievement of performance outcomes are contingent upon 

organizational conditions, particularly strategic alignment and institutional support. These findings 

underscore the need to transition from a compliance-driven training model to a systemic, competency-

based, and strategically aligned OD framework. Such a transition is essential for closing the training 

translation gap and ensuring that investments in human resource development yield sustained 

improvements in organizational effectiveness and public service delivery. 

Factors that are perceived to have an Impact on the Training and Development Programs 

This section addresses the second objective of the study, which is to identify the perceived factors 

affecting training and development programs across selected local government units (LGUs) in Camarines 

Sur. The analysis integrates indicator-level results, comparative patterns across municipalities, and 

qualitative insights from interviews to explain how institutional conditions shape training effectiveness. 

Emphasis is placed on identifying systemic enablers and constraints that inform organizational development 

(OD). 

Table 10 provides a critical systems-level perspective by identifying the organizational and 

operational factors that influence the effectiveness of Training and Development (T&D) programs across 

the selected LGUs in Camarines Sur. With an overall mean of 3.86, interpreted as “High Impact,” the 

findings indicate that key enabling conditions for training effectiveness are generally present. However, a 

more granular analysis reveals that these factors are unevenly developed, thereby directly explaining the 

previously observed “training translation gap” between knowledge acquisition, competency development, 

and performance outcomes. 

At the structural level, the findings show that core training design elements—such as relevance of 

training content (4.02) and competence of trainers (4.18)—receive consistently high ratings. This reinforces 

earlier results in Tables 2 and 3, where knowledge enhancement was strong across LGUs. It suggests that 

the input components of the T&D system are well-established, with LGUs capable of delivering technically 

sound and contextually relevant training programs. Similarly, leadership-related factors, including 

department head support (4.05) and supervisory encouragement for application (4.10), also demonstrate 

high impact, indicating a generally favorable environment for training participation and initial learning 

transfer. 

However, the analysis reveals a marked decline in factors associated with post-training integration 

and reinforcement, which are essential components of organizational development as a system.  
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Notably, follow-up activities such as coaching and mentoring (3.43), monitoring and evaluation of 

training results (3.66), and recognition of employees applying new skills (3.56) register comparatively 

lower means. These findings are highly consistent with the earlier observation that while knowledge and 

skills are developed, their translation into sustained performance is less robust. From an OD perspective, 

these lower-rated factors represent weaknesses in the system's “throughput” and “feedback” mechanisms—

specifically, the processes that ensure learning is reinforced, institutionalized, and continuously improved. 

The relatively moderate ratings for systematic training needs assessment (3.75) and evaluation-

based planning (3.86) further suggest that LGUs may not be fully utilizing data-driven approaches in 

designing and refining their T&D programs. This aligns with the inferential findings in, which highlight 

the importance of Data-Driven Decision Making as a pillar of effective organizational development. 

Without rigorous needs assessment and feedback utilization, training programs risk being generic rather 

than competency-based, thereby limiting their ability to address specific organizational and role-based 

requirements. 

Another critical insight pertains to organizational culture and learning climate, as reflected in the 

indicator on continuous learning (3.95). While rated as “High Impact,” the variability across LGUs—

particularly lower scores in units such as E (3.00) and D (3.50)—indicates that a strong learning culture is 

not uniformly institutionalized. This variation helps explain the significant differences in skills 

development observed in earlier analyses, where LGU-level factors, rather than individual characteristics, 

were found to drive outcomes. In OD terms, this underscores the role of organizational context as the 

primary determinant of training effectiveness, reinforcing the conclusion that training outcomes are system-

dependent rather than purely intervention-driven. 

Budgetary and logistical factors, such as availability of resources (3.87) and training schedules 

(3.88), also show moderate variation. While generally adequate, inconsistencies in these areas may 

constrain participation and limit opportunities for experiential learning, particularly in lower-performing 

LGUs. This further contributes to disparities in competency development, as hands-on practice and 

continuous engagement are resource-intensive components of effective training systems. 

At the LGU level, the data reveal clear stratification in the strength of enabling conditions. LGUs 

C (4.34) and I (4.16) demonstrate relatively stronger systemic support, aligning with their higher 

performance in earlier tables. In contrast, LGUs D (3.42) and E (3.31) exhibit weaker enabling 

environments, particularly in areas such as training relevance, recognition, and follow-up mechanisms. This 

pattern provides empirical support for the conclusion drawn in that differences in training outcomes are 

driven by institutional factors rather than the training programs themselves. It also reinforces the importance 

of benchmarking and cross-LGU learning as part of a data-driven OD strategy. 

When integrated with the broader findings of the study, Table 10 serves as the diagnostic layer of 

the organizational development system. While Tables 2 through 6 describe the outcomes of training and 
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Tables 7 through 9 explain the statistical relationships among variables, Table 10 identifies the mechanisms 

and conditions that enable or constrain these outcomes. The evidence clearly indicates that the LGUs have 

established a solid foundation in terms of training inputs and leadership support but face challenges in 

institutionalizing the processes that sustain and amplify training impact. 

In conclusion, the findings of Table 10 underscore that the effectiveness of T&D programs is not 

solely a function of training quality but of systemic integration. The presence of strong instructional design 

and leadership support is necessary but insufficient; what differentiates higher-performing LGUs is the 

strength of their reinforcement mechanisms, feedback systems, and learning culture. To advance 

organizational development as both a system and an outcome, LGUs must prioritize the institutionalization 

of coaching and mentoring, strengthen monitoring and evaluation frameworks, adopt data-driven training 

design, and cultivate a culture that recognizes and rewards the application of learning. Addressing these 

systemic factors is essential for closing the training translation gap and achieving sustained improvements 

in organizational performance and governance. 

The FGDs also provide strong validation for the systemic gaps identified in Table 10, particularly 

in mentoring, evaluation, and needs assessment. For instance: 

“Monitoring and evaluation gaps make it difficult to determine whether learning is retained and 

consistently applied over time.” (Key Informant 3) 

“Lack of funds, lack of personnel.” (Key Informant 2) 

“No budget, insufficient budget, lack of leadership support…” (Key Informant 4) 

These verbatims directly support the lower mean scores in mentoring (3.43), monitoring and 

evaluation (3.66), and resource availability (3.87). They confirm that the weaknesses identified 

quantitatively are experienced in practice as constraints to sustained training impact. 

Similarly, the issue of misalignment between training and job roles, which explains the variation in 

skills development, is explicitly highlighted: 

“…there are instances when an employee is sent to a specialized training… even if the trainee does 

not perform [that function]. This limits the relevance and application of the training.” (Key Informant 1) 

This qualitative evidence directly supports the statistically significant variation in skills 

development across LGUs and underscores the need for competency-based training systems. 

In terms of organizational systems, the FGDs confirm that while policy structures exist, they are 

not fully institutionalized: 

“The current OD/HRD framework needs updating… not yet fully competency-based and lack[s] 

an integrated monitoring and evaluation system.” (Key Informant 1) 

This aligns with the study’s conclusion that LGUs operate within a partially developed OD system, 

where training is present but not fully integrated into governance, performance, and planning structures. 

The findings align with the Baldwin and Ford Transfer of Training Model, which emphasizes that 

training effectiveness depends on training design, trainee characteristics, and work environment. While 

LGUs demonstrate strengths in training design (relevance and trainer competence), workplace support 

systems remain insufficient, limiting learning transfer. Similarly, the Kirkpatrick Model suggests that most 

LGUs operate at the level of reaction and learning, with limited emphasis on behavioral change and 

organizational results, as reflected in weak evaluation systems. 

Analysis of the influencing factors further reinforces this interpretation. Leadership encouragement 

and trainer competence emerged as among the strongest enablers of training effectiveness, consistent with 

prior research identifying managerial support as a critical determinant of training transfer and workplace 

application (Burke, 2017; Chiaburu et al., 2010). Conversely, post-training coaching, evaluation utilization, 

and recognition mechanisms received comparatively lower ratings, mirroring findings in both local and 

international literature that weak reinforcement and accountability structures undermine the long-term 

effectiveness of employee development interventions (Department of the Interior and Local Government 

[DILG], 2022). Taken together, these results suggest that the central challenge facing LGUs is not merely 
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delivering training programs but institutionalizing the organizational systems necessary to convert learning 

investments into sustained improvements in employee capability, organizational performance, and public 

service delivery. 

Proposed Empirically Grounded Strategic Framework for Institutionalizing Organizational 

Development (OD) for Selected LGUs in Camarines Sur  

The proposed Empirically Grounded Strategic Framework for Institutionalizing Organizational 

Development (OD) for the selected Local Government Units (LGUs) in Camarines Sur (Figure 2) 

represents a comprehensive, system-oriented response to the study’s integrated findings. It is not merely a 

prescriptive model but an evidence-based framework derived from the convergence of descriptive results 

(training outcomes), inferential analyses (ANOVA and regression), and diagnostic factors that influence 

training effectiveness. As such, it operationalizes organizational development as both a system of 

interrelated processes and a desired organizational outcome, consistent with contemporary OD theory and 

the principles of decentralized governance under Republic Act No. 7160. 

At its core, the framework addresses a central empirical issue identified in the study: the “training 

translation gap. “While training programs consistently yield high impact in knowledge enhancement and 

maintain positive effects on skills, performance, and alignment, their effectiveness diminishes as outcomes 

move from learning to sustained organizational performance. This attenuation is explained by systemic 

gaps—particularly in mentoring, evaluation, and strategic integration—which constrain the conversion of 

learning into competencies and organizational results. The framework therefore reconceptualizes training 

not as an isolated intervention but as a subsystem embedded within a broader organizational development 

architecture. 

The framework is structured around four empirically grounded and mutually reinforcing 

pillars: Participatory Governance and Stakeholder Engagement, Competency-Based Capacity 

Development, Data-Driven Decision Making, and Strategic Alignment with Organizational and National 

Development Goals. Each pillar corresponds directly to specific patterns and deficiencies observed in the 

data, thereby ensuring both theoretical coherence and practical relevance. 

The first pillar, Participatory Governance and Stakeholder Engagement, recognizes that leadership 

support—while rated highly in the findings—is insufficient on its own to ensure sustained organizational 

development. The data reveal gaps in mentoring, recognition, and feedback systems, indicating that 

participation in training processes is not fully institutionalized. This pillar therefore emphasizes inclusive 

and collaborative mechanisms such as stakeholder consultations, employee involvement in training design, 

and structured feedback systems. By fostering shared accountability and engagement, it strengthens the 

social and relational dimensions of OD, which are critical for sustaining behavioral change and promoting 

a culture of continuous improvement. 

The second pillar, Competency-Based Capacity Development, directly addresses the significant 

variation in skills development across LGUs. While training content is generally relevant and trainers are 

competent, inconsistencies in needs assessment and post-training support reveal that training is not 

systematically aligned with competency requirements. This pillar advocates for the institutionalization of 

competency frameworks, gap analyses, and targeted training interventions, complemented by coaching and 

mentoring systems. In doing so, it enhances the organization’s ability to translate knowledge into applied 

competencies, thereby strengthening the “conversion process” within the OD system. 

The third pillar, Data-Driven Decision Making, responds to the moderate implementation of 

monitoring and evaluation practices identified in the findings. Although LGUs collect training data, its 

utilization for strategic planning and organizational learning remains limited. This pillar emphasizes the 

development of robust evaluation systems, the integration of performance metrics, and the systematic use 

of data in decision-making processes. By reinforcing feedback loops, it enables LGUs to move beyond 



International Journal 
of Education, Research, and Innovation Perspectives 

Volume 2 Issue 5 (May 2026) 

 

 
 

 
685 

ISSN: 3116-3475 

output-based assessments toward outcome- and impact-oriented evaluation, thereby enhancing the 

adaptability and effectiveness of training programs. 

The fourth pillar, Strategic Alignment with Organizational and National Development Goals, is 

arguably the most critical component of the framework, as supported by the regression analysis indicating 

that alignment is the strongest predictor of job performance. While training programs are generally 

perceived as relevant, inconsistencies in needs assessment and communication suggest that alignment is 

not fully institutionalized. This pillar ensures that training initiatives are explicitly linked to organizational 

mandates, competency requirements, and broader national priorities such as the Philippine Development 

Plan 2023–2028. It integrates T&D into strategic planning and performance management systems, thereby 

transforming training into a driver of organizational outcomes rather than a standalone activity. 

These four pillars are operationalized through an integrated OD cycle consisting of participatory 

planning, competency-based program design, implementation and capacity building, monitoring and 

evaluation, and organizational learning and policy integration. This cyclical process reflects the iterative 

nature of organizational development, as articulated in classical OD theory (e.g., Lewin’s change model), 

where continuous diagnosis, intervention, and institutionalization are essential for sustained transformation. 

Each stage of the cycle generates data and insights that inform subsequent actions, thereby embedding 

continuous improvement within the organizational system. 

Importantly, the framework also accounts for the observed variability across LGUs. Higher-

performing LGUs demonstrate stronger integration of these pillars, resulting in more effective translation 

of training into competencies and performance outcomes. In contrast, lower-performing LGUs exhibit 

fragmented systems, where training exists but is not fully supported by governance, data, and alignment 

mechanisms. This reinforces the study’s central conclusion that organizational development maturity is 

determined not by the presence of training programs, but by the degree of systemic integration and 

institutionalization. 

From a theoretical standpoint, the framework contributes to the advancement of organizational 

development by empirically linking human resource development practices with governance systems and 

organizational outcomes. It extends traditional training evaluation models by demonstrating that 

effectiveness is contingent upon broader institutional conditions. From a practical perspective, it provides 

LGUs with a structured pathway for transforming their training systems into integrated OD mechanisms 

that enhance capacity, improve performance, and support responsive and sustainable public service 

delivery. 

In conclusion, the proposed Empirically Grounded Strategic Framework offers a robust, evidence-

based model for institutionalizing organizational development in LGUs. By aligning training with 

participatory governance, competency development, data-driven management, and strategic priorities, the 

framework addresses the systemic gaps identified in the study and provides a sustainable approach to 

enhancing organizational effectiveness. It ultimately positions LGUs as learning organizations, capable of 

continuous adaptation, innovation, and alignment with both local needs and national development goals. 
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Figure 2. Empirically Grounded Strategic Framework for Institutionalizing Organization Development in Selected 

LGUs of Camarines Sur 

 

CONCLUSIONS 

Based on the findings of the study, the following conclusions are drawn: 

1. Training and Development (T&D) programs in the selected LGUs are consistently effective at 

enhancing employee knowledge and moderately effective at improving skills, job performance, and 

organizational alignment. However, both statistical results and FGD evidence confirm that learning does 

not automatically translate into sustained workplace application and organizational outcomes. While 

employees report improved knowledge, confidence, and procedural competence, gaps persist in their 

consistent application in actual work settings. This reflected a training translation gap, where T&D remains 

largely instructional rather than transformational, lacking sufficient mechanisms for reinforcement, 

integration, and institutionalization within organizational systems. 

2. The study established that the impact of T&D programs is significantly shaped by institutional 

and contextual factors. Quantitative findings—particularly the strong predictive effect of organizational 

alignment on job performance—and qualitative insights emphasize that leadership support, strategic 

alignment, governance structures, and reinforcement mechanisms are the critical drivers of training 
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outcomes. While training relevance and leadership encouragement are generally strong, deficiencies in 

mentoring, coaching, monitoring and evaluation, recognition systems, and participatory processes constrain 

the sustainability of training impact. Thus, the effectiveness of training in LGUs is fundamentally system-

dependent, requiring integrated organizational support to convert learning into performance. 

3. The findings confirm that while elements of competency-based development, participatory 

governance, and evaluation systems exist, they are fragmented, inconsistently applied, and not fully 

integrated into strategic and operational frameworks. Significant variation in skills development across 

LGUs further demonstrated that institutional capacity—not training content—drives differences in 

outcomes. Consequently, current T&D practices remain largely compliance-driven and episodic, rather than 

embedded within a coherent Organizational Development (OD) system. This underscored the necessity of 

adopting an empirically grounded strategic framework to institutionalize OD, standardize practices, and 

align capacity-building efforts with governance priorities and long-term organizational performance. 

 

Recommendations 

Based on the conclusions, the following recommendations are proposed: 

 LGUs should redesign T&D programs to move beyond knowledge-focused instruction toward 

competency-based, experiential, and results-oriented learning interventions. This includes integrating 

structured workplace application strategies such as post-training action plans, job assignments aligned with 

acquired competencies, and experiential learning approaches (e.g., simulations, case-based tasks, and 

project-based assignments). Training design should be anchored on clearly defined competency frameworks 

and actual job requirements, ensuring that learning outcomes directly contribute to improved performance 

and service delivery. 

 LGUs should strengthen the reinforcement and integration subsystems of organizational 

development by establishing formal mentoring and coaching programs, supervisor-led post-training follow-

through, and recognition systems that reward the application of learning. Monitoring and evaluation 

systems should be enhanced to track not only participation and satisfaction but also behavioral change and 

performance outcomes, with results systematically used for planning and decision-making. Leadership 

must play a proactive role in ensuring that training is not treated as a one-time activity but as a continuous 

and embedded organizational process linked to performance management and accountability systems. 

LGUs should formally adopt the proposed framework as a governance and management tool to 

institutionalize organizational development. This includes embedding its four core pillars—Participatory 

Governance, Competency-Based Capacity Development, Data-Driven Decision Making, and Strategic 

Alignment—into HR systems, planning processes, and performance management structures. 

Implementation should be supported by formal policy issuance, dedicated and protected budget allocation, 

capacity-building for HR and leadership, and regular monitoring and review mechanisms. By 

operationalizing this framework, LGUs can standardize training practices, reduce inter-municipal 

disparities, and ensure that capacity development efforts are systematically aligned with organizational 

goals and national development priorities. 
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