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Abstract. The purpose of this article is to propose a strategic evaluation framework based on KASH training models, ap-
plicable in the first instance to SMEs in the clothing manufacturing sector in Bogotá (Colombia), which in turn allows the 
possibility of developing new methodologies based on this proposal to be replicated in organisations from different sectors, 
as well as taking advantage of the possibility of increasing levels of commitment and motivation. The population of formal 
employees in this sector in 2021 was 626,350, and therefore the sample will be 384 employees. This framework is proposed 
as a set of postulates or tentative hypotheses in such a way that its approach becomes the support of a general framework 
and its subsequent verification through the analysis of the information collected in the sample about the perception of the 
relationship of the 4 KASH dimensions with commitment and organisational effectiveness. The main conclusion of this ar-
ticle proposes that each employer has differential expectations regarding the knowledge, skills, attitudes, and habits of em-
ployees and that, for this reason, the standard recruitment profiles must be complemented with adjusted training models 
that allow the use of the interaction of these 4 dimensions for the improvement of the levels of organisational effectiveness 
and commitment of the employees with the objectives of the firm.
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Introduction

The problems that organizations face today have nothing to 
do only with the need to improve their levels of effectiveness 
by managing their responses to the challenges of the envi-
ronment, but also with the need to have internal capacities 
that contribute to this increase in results. And this internal 
management is largely based on the adequate management 
of human talent, so that the organizational strategy is in ac-
cordance with the needs of its employees and with the com-
mitment of the staff. This situation requires the adoption of 
creative and innovative measures that allow organizations 
to develop innovative proposals that involve the workforce 
and create adequate levels of synergy for this purpose. The 
KASH models are a proposal that combines the capabili-
ties of each employee with their needs and expectations, 
in addition to considering the behaviour of each person, to 
achieve these results (Jain, 2020; Jones et al., 2020).

In this sense, Mathur et al. (2015) highlight the impor-
tance of involving aspects of each worker and the need to 

enable the sense of inclusion of each one as an important 
component in organizations, as a necessary condition to 
facilitate the increase in the levels of effectiveness of com-
panies, derived from the commitment of each employee, 
by creating conditions that generate a “sense of belonging”.

In the current era of globalization, the recognition of 
workers as essential actors in a complex framework that 
involves not only both physical and intangible resources 
to enable the proper functioning of the business fabric, but 
where it is understood that the recognition of the needs 
of the human being that allows the operation and use of 
these resources has been recognized as a determining fac-
tor in the success of organizations (Holdener et al., 2020; 
Mukaihata et al., 2020).

In this sense, different studies have shown that when 
companies manage to take advantage of the performance 
of employees with high levels of knowledge, attitude, skills, 
and habits in the use of existing resources to improve or-
ganizational efficiency and effectiveness, the results of 
this use are directly related to high levels of employee 
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commitment and substantial improvements in levels of or-
ganizational efficiency (Ahmed et al., 2020; Clardy, 2021; 
Mikołajczyk, 2021; Sadq et al., 2020; Witasari & Gustomo, 
2020).

Since the article proposes a strategic evaluation frame-
work necessary for the development of KASH training 
models, it is presented as a contribution to achieving the 
defined objectives of this proposal through a framework 
based on solutions with sufficient theoretical and academ-
ic support that guarantee the applicability of the strategic 
and innovative approaches that are proposed.

Thus, it seeks to demonstrate that the adaptability of 
the proposed model allows its design to be guided in the 
search for an increase in the commitment of each worker 
and an increase in the levels of organisational effective-
ness, as each training programme is oriented towards the 
development of professionals with competencies oriented 
towards achieving competitive advantages. The authors 
approve the presentation of the paper.

1. Theoretical background

1.1. Usefulness of KASH training models in 
organizations

The KASH model construct is used in the literature to 
categorise those models for training and improving the 
performance of employees in organizations, through pro-
cesses aimed at efficiently integrating four highly influen-
tial aspects of human talent: knowledge, attitudes, skills, 
and habits (Özsoy et al., 2009).

For this reason and given their role as catalysts for in-
creasing company results, authors such as Mathur et  al. 
(2015) highlight the need to promote the sense of inclu-
sion of workers as a facilitator of increased effectiveness in 
the performance of organizations.

One of the greatest challenges of this model refers to 
the need to develop strategies that manage to differentiate 
customs, habits, and the continuous use of skills in oprder 
to design training models that improve the results arising 
from each of these characteristics (Beuren & Macohon, 
2011). 

Current business dynamics has led companies to de-
fine strategies to face an environment that poses different 
and changing demands where competition is increasingly 
stronger (Ozkeser, 2019). This reality necessitates the de-
velopment of response alternatives that allow for levels of 
adaptability to changing conditions while remaining effec-
tive and low-cost. To achieve the development of alterna-
tives that meet these conditions, companies currently take 
into account strategies based on scientific approaches to 
human resource management (HRM) that place special 
emphasis on the qualifications of employees and their in-
dividual characteristics (Nawir et al., 2022).

For this reason, it is increasingly common to define 
business policies that include not only investment in em-
ployee qualifications but also in personnel selection and 
development processes. The individual characteristics 

associated with behaviour and personal habits define la-
bour development policies, including processes for taking 
advantage of these characteristics to define tailored or-
ganizational performance improvement strategies (Kus-
wati, 2019).

The literature review carried out for this article on 
training models also allowed the identification of differ-
ent studies carried out in the last decade related to the 
subject of this proposal. In them, he concludes that the 
training activities developed by companies in response to 
this type of need not only invest in the training of their 
employees, but are also concerned with raising the lev-
els of motivation of collaborators. Moreover, as a positive 
result, workers perceive that their particular characteris-
tics are important in the company, a situation that results 
in increased commitment and the contribution of each 
employee to improving the firm’s efficiency levels (Arifin 
et al., 2019; Herminingsih, 2020; Kareem & Hussein, 2019; 
Rifa’i et al., 2022).

The correct orientation of this methodology allows 
for directing the conditions of entry of the worker to the 
company or the conditions that exist at a certain moment. 
This approach allows the company to guide and plan its re-
sources and the use of time as inputs for the design of a 
longer-term strategy (Ortiz-Delgadillo et al., 2016). Once 
the entry conditions have been parameterized as part of 
the training model, it becomes possible to achieve the 
commitment of workers in business goals, a phenomenon 
that has been verified by Knight et al. (1997).

The literature also demonstrates different cases stud-
ied both in developing countries and in more advanced 
economies where it has been possible to demonstrate the 
contribution of human talent in all its dimensions, includ-
ing knowledge, experience, attitudes, skills, customs, and 
habits, in achieving business goals and improving busi-
ness processes. In these, it has been possible to evaluate 
the correlation between the behaviour of employees and 
their training needs in relation to different business aspects 
such as knowledge of their job, knowledge and mastery 
of specific skills, professional development, professional 
ethics, and the abilities in the IT field (Kazimoto, 2016; 
Voronkova et al., 2018).

The perspective proposed in these studies allowed us to 
evaluate the correlation between the aspects analysed and 
those are directly related to the KASH perspective, com-
pared to the specific training needs to integrate these entry 
conditions with the characteristics of the organization and 
its management procedures. This matching between the 
characteristics of the worker in training and the organiza-
tion has to do with the knowledge of their job, the knowl-
edge and mastery of specific skills, the professional develop-
ment, the professional ethics, and the skills in the IT field.

Another aspect to highlight from the empirical studies 
that will support our proposal has to do with the fact that 
it has been identified that the influence of human errors 
that impact the effectiveness of the processes and therefore 
the performance of the companies has to do not only with 
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the levels of professional capacity of the workers, but also 
with the absence of methods or training programs that 
help to achieve a correct interaction between the personal 
capacities with the customs and personal attitudes of the 
worker, in the search for a correct alignment with business 
objectives, a situation that is considered desirable by dif-
ferent authors on the subject (Kazimoto, 2016).

The framework aims to supplement the analysis based 
on the competency types proposed in the methodology 
section. This would allow for a reduction in the number 
of errors and their occurrence, beginning with the veri-
fication of their origin and early correction by analysing 
whether they arise from the interaction of the worker’s 
personal characteristics with organisational characteris-
tics, assisting in the determination of corrective or pre-
ventive measures.

1.2. Contribution of the KASH models and their 
contribution to the performance of organizations

To define the strategic contribution of the KASH models 
to the improvement of the results of the organizations, the 
definition of what in this article will be considered as stra-
tegic planning is proposed below. Is defined as a manage-
rial methodology that allows for the systematic definition 
of response actions to changing environmental situations. 
This planning takes as input the situations that could be 
considered problematic for the normal performance of 
the company, which arise from changes in the environ-
ment (Mintzberg, 2022). These changes are not necessarily 
negative and may even give rise to favourable situations 
for the organization, but they require the attention of the 
firm’s management to make the best use of the challenges.

The organization must define desirable and appro-
priate situations for its development, thus achieving the 
declaration of its strategic objectives. And it is from these 
objectives that the necessary actions are precisely defined 
to achieve the desired objectives, thus achieving the defi-
nition of business strategies. As stated above, the design 
of strategies in each organization under the strategic plan-
ning model has to do with the analysis of the entry condi-
tions of each worker and the characteristics of the com-
pany in relation to the way in which their tasks are carried 
out, which is known as organizational culture. 

This organizational culture has to do with their knowl-
edge of their job, the knowledge and mastery of specific 
skills, the professional development, their professional 
ethics, and their skills in the IT field. To the extent that 
this KASH training strategy takes this information as input 
and defines procedures for achieving objectives framed in 
the dimensions of knowledge, attitudes, skills, and habits 
of each worker, there is a greater possibility of contribut-
ing to the improvement of the organization’s performance 
(Pisano, 2017). This dynamic will allow the contribution 
of the dynamic capabilities of the organization connecting 
the business-training model with learning and continu-
ous improvement of the company (Cabrera-Moya, 2017; 
Cabrera-Moya & Reyes, 2018).

Various studies available in the literature report a wide 
variety of success stories in the business sector where the 
proper alignment of the dimensions that make up the 
KASH model contributes significantly both to the per-
sonal dimension of each worker and their development, as 
well as to the commitment of the same with the strategic 
objectives defined for the area of the company in which 
he works and for which he was trained, thus achieving a 
balance between the work environment, the levels of com-
mitment, and the results of the firm (Rodríguez Ortega 
de Peña, 2020).

This is the case in Tan et al. (2016)’s work, in which 
they conduct a study using various quantitative and quali-
tative tools under a mixed research typology and conclude 
that the shortcomings and inadequate definition of train-
ing programmes in Tanzania waste the potential quality 
of the workforce’s skills, reducing the results of operations 
and the growth of companies in the country’s formal sec-
tor.

The instrument used evaluated the business skills of the 
workers of a group of companies chosen for this purpose, 
identifying gaps between previous education, the train-
ing received in the company, and the performance of the 
workforce. This study analysed the possible consequences 
of the differences between the skills of the workers and the 
themes of the training processes and their influence on 
productivity levels. According to the study, companies that 
design their training processes with workers’ attitudes and 
habits in mind, as well as their level of formal educational 
training, can increase productivity.

Another research selected as support for our proposal 
presents a proposal to improve the levels of organizational 
commitment as a strategy to increase the levels of belong-
ing and results for the firm in a group of companies in 
Ecuador (South America). This research shows the direct 
relationship between the results of improving the sense 
of belonging of employees, their commitment to the com-
pany, productivity levels, and the achievement of objectives 
that were part of the strategic plans of each of the com-
panies (Aimacaña Mullo, 2021). An important finding in 
this regard suggests the convenience of designing training 
programs that, in addition to the company’s own topics 
and what is necessary for the worker’s performance, also 
promote the consolidation of the contribution of attitudi-
nal aspects in the workplace, as demonstrated by the direct 
and positive relationship between these aspects. This choice 
on the design of training models, is a primary objective in 
business strategic planning.

The literature offers analysis on complementary aspects 
that must be present when developing training plans, to 
maximise the results of these processes and that are relat-
ed to the work environment that the workforce perceives 
in the company. Studies carried out in Colombia (South 
America), showed that the simultaneous perception that 
employees may have about the existence of welfare pro-
grams aimed at workers, generate spaces for interaction 
and recreation that enhance the results of training and at 
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the same time, enable the exchange of experiences and 
opinions of the workers about the topics of the training 
(Camargo, 2012).

Additionally, in the work of Almeida et al. (2012) on 
pre-employment technical and vocational education and 
training, they analyse the relevance, effectiveness, and effi-
ciency of these programs. The importance of both pre-em-
ployment training and the training programmes developed 
by the companies themselves for their employees through 
adjusted procedures that consider the prior knowledge, 
skills and levels of each worker is associated with their 
customs, habits, and attitudes.

One of the challenges defined by the authors to opti-
mise the results of the training programs, called TVET in 
their work, consists of matching a series of programs de-
veloped by the firms with the education that each worker 
has acquired since childhood, high school, and possibly 
in higher education. As a result of their study, they high-
light that the implementation of these programmes tends 
to increase the income level, highlighting a pattern that is 
consistent with the greater demand for technical skills in 
more advanced economies. The evidence reported from 
studies on the returns to training programmes shows no 
pattern, suggesting that the economic value of the train-
ing is likely to be context specific. Therefore, the evidence 
would also demonstrate the positive and direct impact of 
KASH strategies on the operational and economic results 
of the companies.

Another finding shows that most developing countries 
share concerns about the relevance, effectiveness, and ef-
ficiency of training programmes aimed at improving the 
conditions and skills of workers. Examples such as Korea 
and Singapore show that some countries highlight the po-
tential relevance of training and structured programmes 
that seek to take advantage of the four characteristics 
mentioned for everyone as a source of improvement in 
the contribution of the labour force to economic growth 
and development. This investment requires developments 
that integrate in detail the capabilities and personal en-
vironment of each employee to overcome difficulties by 
aligning these capabilities. This would allow a correct 
alignment between the needs defined for each personal 
competence and the demand for specific knowledge, for 
which adequate arrangements are required in the private 
sector and in governance, both in the academic and or-
ganizational spheres and in that which defines public de-
velopment policies.

1.3. Improved employee engagement because of the 
application of KASH training models

The key to obtaining an increase in the results of employee 
performance, an improvement in the effectiveness of the 
processes, and simultaneously making the employees feel 
they have a suitable work environment, as well as the im-
provement of the benefits offered by the company, and 
in this way increasing employee commitment to their 
work in the organization, depends directly on the correct 

alignment of the four components of this model, which 
are designed by the team in charge of the training pro-
cesses. For this reason, the achievement of the proposed 
benefits is derived directly from the appropriate combina-
tion of training processes developed to the extent of the 
background and personal characteristics of each worker 
and the experience that these employees have been able 
to accumulate in their previous working lives.

It is necessary to design a training plan that simul-
taneously combines the necessary structure of the neces-
sary skills for each job, with adequate flexibility to adapt to 
the conditions of the members of the staff that are being 
trained in each program. The development of components 
associated with knowledge and skills allows a direct quali-
tative leap in process efficiency. And if the structure of the 
proposed training method manages to match these nec-
essary characteristics for the company with the personal 
characteristics of the employees associated with their at-
titudes and habits, a process of continuous improvement 
is obtained that directly affects the commitment of the 
employees and the performance levels of the company 
and allows the organization to start a path of qualitative 
improvement aimed at the creation of world-class human 
capital (González et al., 2017). Authors such as Yang and 
Arthur (2021) have highlighted both in their own research 
and in others on which they have developed literature re-
views, findings that show that the level of employee com-
mitment directly affects their permanence in companies, 
in the contribution of their experience because of this 
permanence, the achievement of results, the existence of 
proactive responses, and a high level of professional com-
mitment.

For this reason, the argument used as a guide in this 
article regarding the advantages of KASH models as a 
strategy to increase the levels of individual commitment 
and organizational effectiveness, is widely demonstrated 
and supported in the literature and in turn serves as sup-
port for the proposal presented in the Methodology. These 
findings can be found in the proposals of Owens (2006) 
and Yang and Arthur (2021). In addition to the theoretical 
and empirical verifications presented, our work proposes 
the existence of two major currents that analyse the im-
pact of company training and training initiatives on their 
employees. These two currents are considered the basis for 
the proposal. The first of these is known as “reciprocity 
models”, and it occurs when employees increase their level 
of commitment to their jobs and with the companies, as 
well as their level of effectiveness in their work, believing 
that training, wellness activities, and, in general, all ac-
tions received in addition to the agreed-upon salary are a 
“promise of future rewards” and a specific recognition for 
performance (Kim et al., 2020).

The second current is identified in the literature as “in-
tegration models” and they represent a suitable evolution 
of the reciprocity models. In these models, it is highlighted 
that the levels of commitment of each employee can be 
enhanced by realising that there is a true “integration” 
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between the specific interests of the organization and the 
professional development interests of the staff, where the 
response of the worker is explained by a more advanced 
commitment than simple reciprocity in the face of a re-
ward, being achieved rather by an interaction between the 
parties that tends to create the “sense of belonging” of the 
person towards their employer (Bakari et al., 2017; Hon 
& Lui, 2016).

This last point explains how the worker perceives 
that the concordance between his expectations and those 
of the company extends beyond the purely operational 
sphere where his knowledge, experience, and skills inter-
vene, with a complement where his expectations, attitudes, 
and performance habits are regarded as a contribution of 
each personality to the organisation (Avanzi et al., 2014).

In turn, the frame of reference we propose is made 
up of two complementary but mutually exclusive com-
ponents. The initial component develops a general and 
common training model for each work area, where the 
general conditions for their performance are provided to 
the employee. And a complementary component that is 
developed in a particular way for subgroups of employees 
with similar personal and behavioural characteristics to 
take advantage of the specific attitudinal and behavioural 
categories, thus being able to identify in detail the potential 
for concrete contribution and their orientation towards ex-
clusive tasks and clearly differentiated (Becker, 2009). Brit-
ish studies in this regard show that these levels of mutual 
“identification” generate levels of tacit commitment where 
the employee feels the organization’s challenges as his own 
(Green et al., 2000).

In the first case and (Voronkova et al., 2018), as pre-
sented in Table 1, the proposed evaluation methodology 
divides the types of competences into four categories: 
social competences, personal competences, professional 
competences, and managerial competences.

2. Research methodology

2.1. Hypotheses

Regarding Brum’s (2007) proposal, we will use the hypoth-
eses raised in the author’s works, which were the result 
of his review of the literature, to evaluate the potential 

influence of training models on organisational effective-
ness and employee individual commitment. These hypoth-
eses are in accordance with the enunciated current called 
“integration models”, where it is proposed that the training 
programs and models developed under this perspective al-
low synergy processes to be created between the employee 
and the business objectives, where the results to their turn 
influence levels of positive engagement with your organi-
zation. The guiding hypotheses for the proposal are:

2.1.1. Hypothesis 1: Training that leads to an increase 
in perceived employee investment will increase in 
employee commitment.
This proposal will be called the “Investment Hypothesis”. 
Getting employees to “invest” more time into their work-
days, invest their abilities to improve their performance, 
and involve aspects of their personal lives in campaigns to 
improve their quality of life in the organization, allows for 
higher levels of retention in the organization.

If an employee participates in training days in addition 
to his working hours or in wellness days for him and his 
family during non-work times, his level of commitment 
and his sense of belonging in the organization increase 
(Charalampous et al., 2019).

These “investment” days can include training days, 
learning programmes that use extra time at work, partici-
pation in wellness brigades within the company, participa-
tion in development teams welfare activities for both the 
employee and their families, or emergency brigades for 
health and safety at work.

To the extent that the company increases the levels of “in-
vestment” in programmess such as those mentioned above 
aimed at improving the welfare conditions of its employees, 
it is more likely that the employee will decide to “invest” and 
remain in the organization because the perceived cost of leav-
ing the company is too high. This increases the employee’s 
intention to stay in the firm (Malik et al., 2010).

2.1.2. Hypothesis 2: Training that builds a sense of 
debt to the organization will lead to an increase in 
employee commitment
This proposal will be called the “Compromise and Reci-
procity Hypothesis”. In agreement with different authors 

Table 1. Types of competences and their scopes (source: based on Voronkova et al., 2018)

Types of competences Scope of competences

Social  
competences

Identification with the company, building relationships, communications, collaboration, cooperation both 
within the company and with third parties, the ability to resolve conflicts, negotiation skills, ability to listen, 
self-confidence, written communication, and customer-oriented approach.

Personal  
competences

Motivation to action, striving for results, innovation, independence, flexibility, imagination, ability to 
overcome stress, self-control skills, ability to analytical and synthetic thinking, decision-making, and 
problem solving.

Professional 
competences

Professional knowledge, information management, project management, process management, office skills, 
business orientations, knowledge application procedures, and readiness for training and advanced training.

Managerial 
competences

Ability creating effective organization, planning abilities, goal management, team building, change 
management, delegation, motivation, coaching, commitment, strategic thinking, management control, and 
leadership skills.
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such as Dearden et  al. (2006) and Ballot et  al. (2006), 
this hypothesis affirms the tendency of some employees 
to consider that the activities in the area of human talent 
aimed at increasing the levels of well-being of employees 
are special components that are part of the “emotional sal-
ary” (Saldívar & Moctezuma, 2020).

This perception of being rewarded with different and 
complementary aspects to the traditional salary generates, 
in some cases, an increase in the levels of commitment 
and dedication of the employees, making them make more 
effort to achieve the established goals. In these cases, the 
sense of belonging is complemented by a sense of debt to 
the firm.

At the same time, there may be a feeling that an advan-
tageous position has been obtained compared to ordinary 
workers, and that this privileged position requires higher 
levels of dedication and commitment to the company. This 
type of response has been highlighted in the literature in 
categories associated with reciprocity, where the employee 
feels that their response to the advantages that the com-
pany provides should be compensated with an increase in 
levels of effectiveness (Kim et al., 2020).

2.1.3. Hypothesis 3: Training that seeks to increase an 
employee’s identification with the company is likely to 
increase employee commitment
This proposal will also be called the “Social Identity Hy-
pothesis”. Human beings highly value the possibility of 
satisfying their need for social and organizational belong-
ing. If a training and education model includes actions 
that allow this satisfaction without being limited only to 
the technical or labour training of the job, it contributes to 
increasing the sense of duty of the employee towards the 
firm (Mahmood Aziz et al., 2021).

Taking advantage of this situation to improve organi-
zational performance levels has to do with the idea that 
the more capable a collaborator is of feeling identified with 
the company, the greater the possibility of increasing com-
mitment levels (Brum, 2007).

The commitment and identification of each employee 
with the ethos of the organization involves its values, ob-
jectives, and goals (Dávila, 2019).

2.1.4. Hypothesis 4: Training that serves to limit 
alternative employment options will lead to an 
increase in employee commitment.
This proposal will also be called the “No Alternatives Hy-
pothesis”. This hypothesis is based on the premise that 
the level of specialisation and alignment that the worker 
achieves in relation to his contribution to the company 
makes it less likely that he will leave the organization.

This means that although there are different job op-
tions in different companies, the specialization achieved in 
the training programs means that it is less and less likely 
that there will be a better external opportunity than the 
current one, producing the feeling that there are no alter-
native opportunities (Kraimer et al., 2011).

In this way, the “lack of opportunities” or “options” 
in the external labour market allows the development of 
more alternative employees. This specialization, achieved 
through training, creates employees whose performance is 
“tailored” to the needs of the company.

2.2. Proposed methodology

In this study, the authors proposed the KASH model, 
which is in line with the taxonomy used by other authors 
for the analysis the training methods, the competences, 
and the contribution of those in the performance of the 
organizations (Brum, 2007; Voronkova et  al., 2018). In 
a complementary way, through the analysis of previous 
studies and research reported in the literature, it was 
found that most of these studies were carried out us-
ing mainly a quantitative approach. This analysis will use 
information obtained through the distribution of ques-
tionnaires and the examination of the effectiveness of the 
training. 

The population of this study corresponds to the em-
ployees of SMEs in the clothing manufacturing sector in 
Bogotá, Colombia, which was estimated at 626,350 formal 
employees in the year 2021. To find suitable respondents 
for this study, purposive sampling will be used. Therefore, 
384 employees were chosen based on Cochran’s (1991) 
formula for large populations, as shown in Eq. (1).

( ) 2

2

 1   
 ,
p p Z

n
E
−

=  (1)

where, N, is the sample size required; P, is the percentage 
occurrence of a condition; E, is the percentage maximum 
error, and Z, is the value corresponding to the required 
level of confidence.

According to Bryman and Bell (2003) and Shah et al. 
(2021), a margin of error of 5% is acceptable. The recom-
mended percentage of occurrence of a condition is 50% 
to maximize variance and obtain the largest sample size 
(Shirzadi et al., 2019; Hu et al., 2021). Furthermore, the 
collected data will be analysed using the SPSS and SMART 
PLS software, which allows the researcher to organize, re-
organize, manage, and store a large amount of data col-
lected from respondents (Peterson, 2019; Feng & Behar-
Horenstein, 2019). 

2.3. Arguments for the proposal and choice  
of the methodology

The authors, considering that one of the most important 
contributions of this article has to do with the proposal 
of its own methodology, consider that although it bases 
its concept on the literature and on previously reported 
initiatives, as reported in the theoretical background, it 
has not been adressed through quantitative exploratory 
studies that were based on dimensions associated with 
the proposed KASH model: individual commitment, or-
ganizational effectiveness and training effectiveness simul-
taneously.



Business: Theory and Practice, 2023, 24(1): 239–249 245

The previous argument accounts for the reason why 
this particular proposal was chosen, considering that it 
complements previous studies on similar topics but with 
different scopes.

As announced in the introduction, the main objec-
tive of the authors is to contribute to the reduction of the 
methodological and theoretical gap, regarding proposals 
that seek to verify the correlation between the training 
models of the companies, the organizational commitment, 
and the particular conditions of each worker, through 
quantitative methodologies.

Since no precedents of studies of this type were found 
in the in-depth review of the literature carried out for this 
paper, it was chosen to design an unprecedented method-
ology that would allow obtaining a framework based on 
solutions with sufficient theoretical and academic support. 
It would guarantee the applicability of the strategic objec-
tives and innovative approaches that are proposed for the 
organization.

Some of the aspects taken into account in the proposal 
had been studied together, but the proposal that integrates 
all these aspects simultaneously is the characteristic that 
could allow it to be considered as an innovative contri-
bution to the field of organizational strategy in its rela-
tionship with the worker training activities specific to the 
strategic level of the firms.

3. Results

The study will be carried out using a quantitative approach 
by distributing to employees a questionnaire developed 
by the authors, which is shown in Annex 1 (available in 
Cabrera-Moya (2022), to gather relevant information. The 
collected data will be analysed by exploratory and con-
firmatory factor analysis to determine the fitness of the 
four dimensions tested, namely knowledge, attitude, skill, 
and habit.

Therefore, a limited study focused primarily on a 
quantitative approach will be conducted to examine the 
effectiveness of training employees in the garment manu-
facturing sector in improving company performance levels 
using only the KASH model proposed.

Given that this article reports the approach and sup-
port for an empirical investigation as just indicated, both 
the results of the literature review that support the propos-
al, as well as the hypotheses designed to explain the results 
of the study, as well as the instrument of data collection 
elaborated for the investigation, constitute the results of 
the article in themselves.

4. Discussion

Flexibility in work conditions and technologies necessi-
tates a shift in thinking about the industrial system’s fun-
damental principles. Due to technological advancements, 
the industrial system cannot adequately prepare individu-
als for their whole working lives. In contrast to skills and 
knowledge, which should update regularly, competencies 

are formed on a more stable foundation of attitudes and 
habits. Attitudes and habits are an essential aspect of an 
employer’s search for qualified employees, but their role 
should observed deeply.

The economic crisis has revealed that employers’ and 
employees’ expectations for job satisfaction, commitment, 
and self-regulation (Orhan et  al., 2021; Zikic & Klehe, 
2021) have not changed significantly in achieving the ef-
fectiveness of the company. Employers may be demand-
ing a convergent set of core competencies, knowledge, and 
abilities that reflect the needs of businesses and employees, 
and their use to guide course design is increasing (Brund-
iers et al., 2021) in contributing to company efficiency.

Especially in Higher Education Institutions (HEIs), the 
knowledge, attitude, skills, and habit (KASHs) model re-
ally supports lifelong learning for employers and employ-
ees by providing different resources to help prepare global 
citizens to tackle present-day and future challenges (De 
La Torre et al., 2022). In this scenario, the KASH model 
is proposed as a contribution to the industrial revolution, 
which can enhance the company’s efficiency and effective-
ness.

Therefore, companies must identify what their people’s 
KASHs are in today’s tight labour market and skills short-
ages when developing the sustainability of organizational 
effectiveness (Tran et  al., 2018), and first and foremost, 
employers must grasp what KASHs are required to do 
a job. During the recruitment and selection process, it’s 
equally crucial to understand someone’s KASHs because 
employees’ knowledge, attitude, skills, and habits can sig-
nificantly contribute to their job performance, commit-
ment, and organizational effectiveness (Rahmawati et al., 
2021; Rožman & Štrukelj, 2021). As a result, all business 
leaders must recognise that flexible work models (KASH 
model) have an impact on an individual’s job performance 
(Sekhar & Patwardhan, 2021; Shipman et al., 2021). In this 
case, employees and the company’s progress will stagnate 
if employers are unable to recognize, comprehend, and 
develop the KASH.

Nevertheless, if employees’ expertise is weak, an em-
ployer may need to develop more training and develop-
ment approaches for them. When skills are insufficient, 
further practical training may be required so that knowl-
edge can be applied on the job. Employers should provide 
the opportunity for employees to hone their skills and 
increase their performance in to enhance the company’s 
efficiency.

The KASH approach has the potential to help all sec-
tors improve their organizational performance and ef-
fectiveness. Technological advancement increases the 
demand for skills, and talent investment satisfies that 
demand. This approach has proven to be a workhorse 
for economists, explaining many significant shifts in the 
distribution of wages and employment among advanced 
nations over time (Bakhshi et al., 2017). 

In relation to the ideas presented in this work, the au-
thors propose that researchers interested in the subject, 
deepen and develop complementary proposals for the use 
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of the potential of workers. This use can be enhanced by 
defining training models that take into account the back-
grounds of the employees to offer conditions that meet 
their needs and, therefore, allow the levels of commitment 
to the organization to increase.

These models can be viewed as a starting point for four 
new research directions, which are as follows:

 – Hypothesis 1: Training that leads to an increase in 
perceived employee investment will increase employ-
ee commitment.

 –  Hypothesis 2: Training that builds a sense of debt 
to the organization will lead to an increase in com-
mitment.

 – Hypothesis 3: Training that seeks to increase an em-
ployee’s identification with the company is likely to 
increase

 – Hypothesis 4: Training that serves to limit alterna-
tive employment options will lead to an increase in 
commitment.

In conclusion, the KASH approach aids in develop-
ment of organizational or industry initiatives that may be 
linked to effective adoption and influence labour demand.

Conclusions

The first conclusion coincides with the main argument of 
this article, which states that the KASH models, being part 
of the business training models, increase the levels of indi-
vidual commitment and organizational effectiveness. This 
statement is supported by the literature and the results of 
the empirical studies consulted.

Depending on strategic plans and short-term needs, 
employee attitudes are examined differently. In this case, 
the employer’s expectations for employee knowledge, 
skill, attitude, and habit are vital to the success of the 
company, hence, the employees’ knowledge, attitude, 
skill, and habit contribute to increasing the effectiveness 
of the company.

Workplace learning takes place in a variety of situa-
tions and in a variety of ways, resulting in a variety of 
knowledge, attitudes, skills, and habits as well as diverse 
techniques in different countries and parts of the world, 
allowing employers and employees in contribute to their 
business.

One of the main challenges of the research whose con-
ceptual framework is proposed in this article has to do 
with testing the hypothesis that the implementation of the 
KASH model in higher education institutions (HEIs) is 
an important component of academic programs, It consti-
tutes support for both companies and HEIs for the process 
of developing professionals with skills aimed at achieving 
competitive advantages.

These advantages will allow them to face in the most 
appropriate way the current dynamism of a globalised 
world that poses increasingly complex challenges. The 
workers who participate in this model will surely be able 
to contribute to the improvement of business results, 
whatever their field of action.

As part of the implementation of the KASH training 
models, a diagnostic study prior to the involvement of 
workers is necessary.

This evaluation allows the establishment to take into 
account the entrance conditions of each person, where 
the flexibility of the model allows the use of the flexibil-
ity of the contents in order to focus on and/or deepen 
them in those aspects where shortcomings are evident.

Regarding the limitations of this proposal, the first 
one corresponds to the chosen methodology. As previ-
ously announced, a quantitative study will be carried 
out through an exploratory factor analysis applied to 
the responses obtained through a questionnaire de-
signed by the authors, as explained in the methodol-
ogy. Taking into account that the 4 dimensions to be 
evaluated are related to aspects of the proposed model, 
namely the personality, qualification, skills, and habits 
of the workers, the results will allow evaluating the level 
of adjustment of the information but will not take into 
account more detailed characteristics of the answers. 
This could be improved by involving a second qualita-
tive analysis, a situation that, although not part of the 
scope of the study, can complement the analysis and 
therefore be considered a methodological limitation.

The proposal of this paper raises the capture of in-
formation through Annex 1, which was developed as a 
result of the theoretical analysis on the subject. How-
ever, it is considered that an opportunity to improve 
research by future researchers lies in the possibility of 
complementing the data collection instrument by in-
volving new dimensions of study and including new 
aspects and questions to capture the information. That 
is, this possibility of improvement can be considered a 
limitation of the defined scope.

There is also the possibility of proposing new study 
hypotheses to broaden the scope of the research because 
of the continuous review of the literature.

Finally, the maximum error level accepted in the quan-
titative methodology can be considered a limitation to be 
corrected by expanding the sample of the experiment, im-
proving the adjustment levels of its results.

Author contributions 

Diego Rafael Roberto Cabrera-Moya is the principal 
author of this article, was responsible of the proposal 
structure of the text, of the literature review and the-
oretical background, and of the first proposal in the 
hypotheses, and built the discussion, the findings and 
conclusions. 

Diego Rafael Roberto Cabrera-Moya and Hema-
loshinee Vasudevan were the main investigators of the 
project, conceived the study and were responsible for 
the design, the structure of the data collection instru-
ment.

Germán Prieto was responsible for the final read-
ing and suggestions for improvement in the wording of 
some paragraphs.



Business: Theory and Practice, 2023, 24(1): 239–249 247

Disclosure statement 

The authors of this article declare we not have any com-
peting financial, professional, or personal interests from 
other parties. 

References 
Ahmed, T., Khan, M. S., Thitivesa, D., Siraphatthada, Y., & 

Phumdara, T. (2020). Impact of employees engagement and 
knowledge sharing on organizational performance: Study 
of HR challenges in COVID-19 pandemic. Human Systems 
Management, 39(4), 589–601. 
https://doi.org/10.3233/HSM-201052

Aimacaña Mullo, I. M. (2021). Plan de mejoramiento del compro-
miso organizacional para los empleados de la empresa SEG-
UVID de la ciudad de Ambato [Master’s Tesis, Universidad 
Técnica de Cotopaxi]. https://bit.ly/3vkPhGe

Almeida, R., Behrman, J., & Robalino, D. (Eds.). (2012). The right 
skills for the job? Rethinking training policies for workers. World 
Bank Publications. 
https://doi.org/10.1596/978-0-8213-8714-6

Arifin, Z., Nirwanto, N., & Manan, A. (2019). Improving the 
effect of work satisfaction on job performance through em-
ployee engagement. International Journal of Multi-Discipline 
Science, 2(1), 1–9. https://doi.org/10.26737/ij-mds.v2i1.948

Avanzi, L., Fraccaroli, F., Sarchielli, G., Ullrich, J., & van Dick, R. 
(2014). Staying or leaving: A combined social identity and 
social exchange approach to predicting employee turnover 
intentions. International Journal of Productivity and Perfor-
mance Management, 63(3), 272–289. 
https://doi.org/10.1108/IJPPM-02-2013-0028

Bakari, H., Hunjra, A. I., & Niazi, G. S. K. (2017). How does au-
thentic leadership influence planned organizational change? 
The role of employees’ perceptions: Integration of theory of 
planned behavior and Lewin’s three step model. Journal of 
Change Management, 17(2), 155–187. 
https://doi.org/10.1080/14697017.2017.1299370

Bakhshi, H., Downing, J. M., Osborne, M. A., & Schneider, P. 
(2017). The future of skills: Employment in 2030. Pearson. 
https://bit.ly/3m3r715

Ballot, G., Fakhfakh, F., & Taymaz, E. (2006). Who benefits from 
training and R&D, the firm or the workers? British Journal of 
Industrial Relations, 44(3), 473–495. 
https://doi.org/10.1111/j.1467-8543.2006.00509.x

Becker, G. S. (2009). Human capital: A theoretical and empiri-
cal analysis, with special reference to education. University of 
Chicago Press. https://bit.ly/3MDxHTB

Beuren, I. M., & Macohon, E. R. (2011). Institucionalização de 
hábitos e rotinas na contabilidade gerencial à luz da teoria 
da contingência: Um estudo em indústrias de móveis em 
São Bento do Sul. Revista Portuguesa e Brasileira de Gestão, 
10(1–2), 78–91. https://bit.ly/3vnVgub

Brundiers, K., Barth, M., Cebrián, G., Cohen, M., Diaz, L., 
Doucette-Remington, S., Dripps, W., Habron, G., Harré, N., 
Jarchow, M., Losch, K., Michel, J., Mochizuki, Y., Rieck-
mann,  M., Parnell, R., Walker, P., & Zint, M. (2021). Key 
competencies in sustainability in higher education – toward 
an agreed-upon reference framework. Sustainability Science, 
16(1), 13–29. https://doi.org/10.1007/s11625-020-00838-2

Bryman, A., & Bell, E. (2003). Business research methods. Oxford 
University Press Inc. https://bit.ly/3vPxPbT

Brum, S. (2007). What impact does training have on employee 
commitment and employee turnover? In Seminar Research 
Paper Series (Paper 45). The University of Rhode Island. 
https://bit.ly/3OGIUEZ

Cabrera-Moya, D. R. R. (2017). Hacia un marco de referencia 
para la generación de ventajas competitivas sostenibles en 
los Sistemas Integrados de Transporte Público – SITP en Co-
lombia. Aporte de las capacidades dinámicas de innovación. 
Dyna, 84(200), 169–175. 
https://doi.org/10.15446/dyna.v84n200.54118

Cabrera-Moya, D. R. R., & Reyes, G. (2018). Resource-based 
view (RBV) review, conceptual model and application meth-
odology for the Integrated Public Transport System (IPTS) of 
Bogotá-Colombia. Espacios, 39(22), 25–39. 
https://doi.org/http://hdl.handle.net/20.500.12010/8837

Cabrera-Moya, D. R. R. (2022). Anexo cuestionario para la eval-
uación de resultados de un modelo de entrenamiento KASH 
(Version 1). http://hdl.handle.net/20.500.12010/26782

Camargo, E. L. (2012). El comercio informal en Colombia: 
causas y consecuencias. In Vestigium Ire, 5(1), 109–116. 
https://bit.ly/3viJ0Lf

Charalampous, M., Grant, C. A., Tramontano, C., & Michai-
lidis, E. (2019). Systematically reviewing remote e-workers’ 
well-being at work: A multidimensional approach. European 
Journal of Work and Organizational Psychology, 28(1), 51–73. 
https://doi.org/10.1080/1359432X.2018.1541886

Clardy, A. (2021). What does HR manage? Workforce measure-
ment and control. Merits, 1(1), 16–33. 
https://doi.org/10.3390/merits1010004

Cochran, W. G. (1991). Sampling techniques (3rd ed.). John Wiley 
and Sons. https://bit.ly/3OJl6QC

Dávila, M. (2019). Prácticas de conciliación laboral y el com-
promiso organizacional de los académicos [Work-life balance 
practices and organizational commitment of academics at a 
Chilean University]. RAN  – Revista Academia & Negocios, 
4(2). https://bit.ly/3MBoZoW

De La Torre, E. M., Perez-Encinas, A., & Gomez-Mediavilla, G. 
(2022). Fostering sustainability through mobility knowledge, 
skills, and attitudes. Sustainability, 14(3), 1349. 
https://doi.org/10.3390/su14031349

Dearden, L., Reed, H., & Van Reenen, J. (2006). The impact of 
training on productivity and wages: Evidence from British 
panel data. Oxford Bulletin of Economics and Statistics, 68(4), 
397–421. https://doi.org/10.1111/j.1468-0084.2006.00170.x

Feng, X., & Behar-Horenstein, L. (2019). Maximizing NVivo 
utilities to analyze open-ended responses. The Qualitative 
Report, 24(3), 563–571. 
https://doi.org/10.46743/2160-3715/2019.3692

González Santoyo, F., Flores Romero, B., & Hernández Silva, V. 
(2017). La manufactura esbelta y la productividad en la em-
presa de clase mundial. Ciencias Empresariales, 29, 111–135. 
https://bit.ly/3zoekJH

Green, F., Felstead, A., Mayhew, K., & Pack, A. (2000). The im-
pact of training on labour mobility: Individual and firm‐level 
evidence from Britain. British Journal of Industrial Relations, 
38(2), 261–275. https://doi.org/10.1111/1467-8543.00162

Herminingsih, A. (2020). Transformational leadership positive 
influence toward employee engagement through job satisfac-
tion and its effect on improving organizational commitment. 
Jurnal Manajemen Dan Pemasaran Jasa, 13(2), 281–296. 
https://doi.org/10.25105/jmpj.v13i2.6290

Holdener, M., Gut, A., & Angerer, A. (2020). Applicability of 
the user engagement scale to mobile health: A survey-based 
quantitative study. JMIR mHealth and uHealth, 8(1), e13244. 
https://doi.org/10.2196/13244

Hon, A. H., & Lui, S. S. (2016). Employee creativity and innova-
tion in organizations: Review, integration, and future direc-
tions for hospitality research. International Journal of Contem-

https://doi.org/10.3233/HSM-201052
https://bit.ly/3vkPhGe
https://doi.org/10.1596/978-0-8213-8714-6
https://doi.org/10.26737/ij-mds.v2i1.948
https://doi.org/10.1108/IJPPM-02-2013-0028
https://doi.org/10.1080/14697017.2017.1299370
https://doi.org/10.1111/j.1467-8543.2006.00509.x
https://bit.ly/3MDxHTB
https://bit.ly/3vnVgub
https://bit.ly/3vPxPbT
https://bit.ly/3OGIUEZ
https://doi.org/10.15446/dyna.v84n200.54118
https://doi.org/http://hdl.handle.net/20.500.12010/8837
http://hdl.handle.net/20.500.12010/26782
https://bit.ly/3viJ0Lf
https://doi.org/10.1080/1359432X.2018.1541886
https://doi.org/10.3390/merits1010004
https://bit.ly/3OJl6QC
https://bit.ly/3MBoZoW
https://doi.org/10.3390/su14031349
https://doi.org/10.1111/j.1468-0084.2006.00170.x
https://doi.org/10.46743/2160-3715/2019.3692
https://bit.ly/3zoekJH
https://doi.org/10.1111/1467-8543.00162
https://doi.org/10.25105/jmpj.v13i2.6290
https://doi.org/10.2196/13244


248 D. R. R. Cabrera-Moya et al. KASH training models: increasing levels of commitment and organizational...

porary Hospitality Management, 28(5), 862–885. 
https://doi.org/10.1108/IJCHM-09-2014-0454

Hu, J., Zou, W., Wang, J., & Pang, L. (2021). Minimum training 
sample size requirements for achieving high prediction ac-
curacy with the BN model: A case study regarding seismic 
liquefaction. Expert Systems with Applications, 185, 115702. 
https://doi.org/10.1016/j.eswa.2021.115702

Jain, N. (2020). The impact of human resource development 
(HRD) practices on organizational effectiveness: A review. 
SSRN. https://doi.org/10.2139/ssrn.3859946

Jones, J., Hamlin, R. G., & Ellinger, A. D. (2020). Examining evi-
dence-based change agency practice in Anglo and Non-Anglo 
countries: Implications for professional HRD practitioners. 
In M. Loon, J. Stewart, & S. Nachmias (Eds.), The Future of 
HRD: Vol. II. Change, disruption and action (pp. 113–145). 
Palgrave Macmillan, Cham. 
https://doi.org/10.1007/978-3-030-52459-3_5

Kareem, M. A., & Hussein, I. J. (2019). The impact of human re-
source development on employee performance and organiza-
tional effectiveness. Management Dynamics in the Knowledge 
Economy, 7(3), 307–322. 
https://doi.org/10.25019/MDKE/7.3.02

Kazimoto, P. (2016). Employee engagement and organizational 
performance of retails enterprises. American Journal of Indus-
trial and Business Management, 6(4), 516–525. 
https://doi.org/10.4236/ajibm.2016.64047

Kim, S. H., Kim, M., & Holland, S. (2020). Effects of intrinsic mo-
tivation on organizational citizenship behaviors of hospitality 
employees: The mediating roles of reciprocity and organiza-
tional commitment. Journal of Human Resources in Hospital-
ity & Tourism, 19(2), 168–195. 
https://doi.org/10.1080/15332845.2020.1702866

Knight, W. E., Moore, M. E., & Coperthwaite, C. A. (1997). In-
stitutional research: Knowledge, skills, and perceptions of 
effectiveness. Research in Higher Education, 38(4), 419–433. 
https://doi.org/10.1023/A:1024910409653

Kraimer, M. L., Seibert, S. E., Wayne, S. J., Liden, R. C., & Bra-
vo,  J. (2011). Antecedents and outcomes of organizational 
support for development: The critical role of career opportu-
nities. Journal of Applied Psychology, 96(3), 485–500. 
https://doi.org/10.1037/a0021452

Kuswati, Y. (2019). Motivation role in improving work effective-
ness. Budapest International Research and Critics Institute-
Journal (BIRCI-Journal), 2(4), 281–288. 
https://doi.org/10.33258/birci.v2i4.636

Mahmood Aziz, H., Jabbar Othman, B., Gardi, B., Ali Ahmed, S., 
Sabir, B. Y., Burhan Ismael, N., Hamza, P. A., Sorguli, S., 
Ali, B. J., & Anwar, G. (2021). Employee commitment: The 
relationship between employee commitment and job satisfac-
tion. Journal of Humanities and Education Development, 3(3), 
54–66. https://doi.org/10.22161/jhed.3.3.6

Malik, M. E., Nawab, S., Naeem, B., & Danish, R. Q. (2010). Job 
satisfaction and organizational commitment of university 
teachers in public sector of Pakistan. International Journal of 
Business and Management, 5(6), 17–26. 
https://doi.org/10.5539/ijbm.v5n6p17

Mathur, A., Van den Broeck, M., Vanderhulst, G., Mashhadi, A., 
& Kawsar, F. (2015). Tiny habits in the giant enterprise: Un-
derstanding the dynamics of a quantified workplace. In Pro-
ceedings of the 2015 ACM International Joint Conference on 
Pervasive and Ubiquitous Computing (pp. 577–588). Osaka, 
Japan. Association for Computing Machinery. 
https://doi.org/10.1145/2750858.2807528

Mikołajczyk, K. (2021). Changes in the approach to employee 
development in organisations as a result of the COVID-19 
pandemic. European Journal of Training and Development, 
46(5/6), 544–562. 
https://doi.org/10.1108/EJTD-12-2020-0171

Mintzberg, H. (2022). An underlying theory for strategy, organi-
zation, and management: Bridging the gap between analysis 
and synthesis. Strategic Management Review, 3(1), 125–144. 
https://doi.org/10.1561/111.00000039

Mukaihata, T., Fujimoto, H., & Greiner, C. (2020). Factors influ-
encing work engagement among psychiatric nurses in Japan. 
Journal of Nursing Management, 28(2), 306–316. 
https://doi.org/10.1111/jonm.12923

Nawir, Y., Sugianto, S., & Reza Nurul, I. (2022). The human re-
source development strategies in improving employee perfor-
mance in cooperatives. Jurnal Akta, 9(3), 270–289. 
https://doi.org/10.30659/akta.v9i3.25745

Orhan, M. A., Castellano, S., Khelladi, I., Marinelli, L., & 
Monge,  F. (2021). Technology distraction at work. Impacts 
on self-regulation and work engagement. Journal of Business 
Research, 126, 341–349. 
https://doi.org/10.1016/j.jbusres.2020.12.048

Ortiz-Delgadillo, G., Esquivel-Aguilar, E. O., & Hernández 
Castorena, O. (2016). El impacto de la relación con el cli-
ente y de la capacidad de valor agregado en el servicio en 
el rendimiento de la Pyme Manufacturera en Aguascalientes 
[The impact of customer relationship and the ability to value- 
added service in the performance of manufacturing SMEs in 
Aguascalientes]. Revista CEA, 2(4). 
https://doi.org/10.22430/24223182.171

Ozkeser, B. (2019). Impact of training on employee motivation 
in human resources management. Procedia Computer Science, 
158, 802–810. https://doi.org/10.1016/j.procs.2019.09.117

Özsoy, G., Memiş, A., & Temur, T. (2009). Metacognition, study 
habits and attitudes. International Electronic Journal of El-
ementary Education, 2(1), 154–166. http://bit.ly/3zkCy7R

Owens Jr, P. L. (2006). One more reason not to cut your training 
budget: The relationship between training and organizational 
outcomes. Public Personnel Management, 35(2), 163–172. 
https://doi.org/10.1177/009102600603500205

Peterson, J. S. (2019). Presenting a qualitative study: A reviewer’s 
perspective. Gifted Child Quarterly, 63(3), 147–158. 
https://doi.org/10.1177/0016986219844789

Pisano, G. P. (2017). Toward a prescriptive theory of dynamic 
capabilities: Connecting strategic choice, learning, and com-
petition. Industrial and Corporate Change, 26(5), 747–762. 
https://doi.org/10.1093/icc/dtx026

Rahmawati, R., Sularso, R. A., Susanto, A. B., & Handriyono, H. 
(2021). Determinants of competency, work behavior and 
work effectiveness of government apparatus: A case study in 
Indonesia. The Journal of Asian Finance, Economics, and Busi-
ness, 8(5), 211–219.

Rifa’i, A., Tan, S., Edward, E., & Adriani, Z. (2022). Effect of po-
litical will perception and executive job satisfaction toward 
managerial performance. International Journal of Law Policy 
and Governance, 1(1), 48–59. 
https://doi.org/10.54099/ijlpg.v1i1.290

Rodríguez Ortega de Peña, N. (2020). El salario emocional y su 
relación con los niveles de efectividad. Revista Universidad y 
Sociedad, 12(1), 141–149. https://bit.ly/3Lppwu9

Rožman, M., & Štrukelj, T. (2021). Organisational climate com-
ponents and their impact on work engagement of employees 
in medium-sized organisations. Economic Research-Ekonom-
ska Istraživanja, 34(1), 775–806. 
https://doi.org/10.1080/1331677X.2020.1804967

https://doi.org/10.1108/IJCHM-09-2014-0454
https://doi.org/10.1016/j.eswa.2021.115702
https://doi.org/10.2139/ssrn.3859946
https://doi.org/10.1007/978-3-030-52459-3_5
https://doi.org/10.25019/MDKE/7.3.02
https://doi.org/10.4236/ajibm.2016.64047
https://doi.org/10.1080/15332845.2020.1702866
https://doi.org/10.1023/A:1024910409653
https://doi.org/10.1037/a0021452
https://doi.org/10.33258/birci.v2i4.636
https://doi.org/10.22161/jhed.3.3.6
https://doi.org/10.5539/ijbm.v5n6p17
https://doi.org/10.1561/111.00000039
https://doi.org/10.1111/jonm.12923
https://doi.org/10.30659/akta.v9i3.25745
https://doi.org/10.1016/j.jbusres.2020.12.048
https://doi.org/10.22430/24223182.171
https://doi.org/10.1016/j.procs.2019.09.117
http://bit.ly/3zkCy7R
https://doi.org/10.1177/009102600603500205
https://doi.org/10.1177/0016986219844789
https://doi.org/10.1093/icc/dtx026
https://doi.org/10.54099/ijlpg.v1i1.290
https://doi.org/10.1080/1331677X.2020.1804967


Business: Theory and Practice, 2023, 24(1): 239–249 249

Sadq, Z., Othman, B., & Mohammed, H. (2020). Attitudes of 
managers in the Iraqi Kurdistan region private banks towards 
the impact of knowledge management on organizational ef-
fectiveness. Management Science Letters, 10(8), 1835–1842. 
https://doi.org/10.5267/j.msl.2019.12.035

Saldívar, A. K. E., & Moctezuma, J. A. T. (2020). Salario emocion-
al: una solución alternativa para la mejora del rendimiento 
laboral. NovaRua, 12(20), 72–89. 
https://doi.org/10.20983/novarua.2020.20.5

Sekhar, C., & Patwardhan, M. (2021). Flexible working arrange-
ment and job performance: The mediating role of supervisor 
support. International Journal of Productivity and Performance 
Management. https://doi.org/10.1108/IJPPM-07-2020-0396

Shah, S. M. A., Mohammad, D., Qureshi, M. F. H., Abbas, M. Z., 
& Aleem, S. (2021). Prevalence, psychological responses and 
associated correlates of depression, anxiety and stress in 
a global population, during the coronavirus disease (CO-
VID-19) pandemic. Community Mental Health Journal, 57(1), 
101–110. https://doi.org/10.1007/s10597-020-00728-y

Shipman, K., Burrell, D. N., & Mac Pherson, A. H. (2021). An 
organizational analysis of how managers must understand the 
mental health impact of teleworking during COVID-19 on 
employees. International Journal of Organizational Analysis. 
https://doi.org/10.1108/IJOA-03-2021-2685

Shirzadi, A., Solaimani, K., Roshan, M. H., Kavian, A., Chapi, K., 
Shahabi, H., Keesstra, S., Bin Ahmad. B., & Bui, D. T. (2019). 
Uncertainties of prediction accuracy in shallow landslide 
modeling: Sample size and raster resolution. Catena, 178, 
172–188. https://doi.org/10.1016/j.catena.2019.03.017

Tan, H., Bashir, S., & Tanaka, N. (2016). Skill use, skill deficits, 
and firm performance in formal sector enterprises: Evidence 
from the Tanzania enterprise skills survey, 2015 (World Bank 
Policy Research Working Paper No.  7672). World Bank 
Group.
https://doi.org/10.1596/1813-9450-7672

Tran, K. T., Nguyen, P. V., & Nguyen, L. M. (2018). The role of 
financial slack, employee creative self-efficacy and learning 
orientation in innovation and organizational performance. 
Administrative Sciences, 8(4), 82. 
https://doi.org/10.3390/admsci8040082

Voronkova, O. V., Semenova, Y. E., Lukina, O. V., Panova, A. Y., 
& Ostrovskaya, E. N. (2018). Assessment of the influence of 
human factor on the working process effectiveness as a factor 
for improving the efficiency of production management at 
industrial enterprises. Revista ESPACIOS, 39(48). 
https://bit.ly/3vlePTB

Witasari, J., & Gustomo, A. (2020). Understanding the effect of 
human capital management practices, psychological capital, 
and employee engagement to employee performances. The 
Asian Journal of Technology Management, 13(1), 1–15. 
https://doi.org/10.12695/ajtm.2020.13.1.1

Yang, J., & Arthur, J. B. (2021). Implementing commitment HR 
practices: Line manager attributions and employee reactions. 
The International Journal of Human Resource Management, 
32(16), 3339–3369. 
https://doi.org/10.1080/09585192.2019.1629986

Zikic, J., & Klehe, U. C. (2021). Going against the grain: The role 
of skilled migrants’ self‐regulation in finding quality employ-
ment. Journal of Organizational Behavior, 42(8), 1023–1041. 
https://doi.org/10.1002/job.2550

https://doi.org/10.5267/j.msl.2019.12.035
https://doi.org/10.20983/novarua.2020.20.5
https://doi.org/10.1108/IJPPM-07-2020-0396
https://doi.org/10.1007/s10597-020-00728-y
https://doi.org/10.1108/IJOA-03-2021-2685
https://doi.org/10.1016/j.catena.2019.03.017
https://doi.org/10.1596/1813-9450-7672
https://doi.org/10.3390/admsci8040082
https://bit.ly/3vlePTB
https://doi.org/10.12695/ajtm.2020.13.1.1
https://doi.org/10.1080/09585192.2019.1629986
https://doi.org/10.1002/job.2550

