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Abstract 
This study examines the way multinational corporations (MNCs) in Myanmar 

conceive, implement, and assess training and development programs for employees 

under the framework of a culturally and economically complex environment. 

Leveraging Institutional Theory, Human Capital Theory, and Expectancy Theory, 

the research investigates the configuration between the global training approaches 

and local needs for workforce. The study was an interpreted qualitative case study 

with 13 semi-structured interviews with anonymized MNC HR/ Training and 

Development Representatives and employees as well as an analysis of internal 

training documents and annual plans. 

Seven major themes were accomplished in thematic analysis namely, organized 

planning, different forms of training, mixed delivery approaches, involvement 

patterns, forms of assessment, effectiveness of training, and difficulties 

implementing. Results show that while the training programs are for the most part 

well organized and liked, they differ in relevance, motivational effects and years of 

experiences in employees’ positions and their roles in the organization, and the 

departmental dynamics. Localization efforts like translating content or adjusting it 

to local culture help improve participation, but they are often weak due to limited 

technology and poor planning. 

The study provides both theoretical and practical implications for MNCs wanting 

to improve capability and retention of employees in emerging economies by placing 

HRM frameworks in a developing economy. It refers to the requirement of 

adaptive, inclusive and lifecycle-responsive training models which cater to both the 

organizational goals and the development of employees in Myanmar’s changing 

labor market.   

Keywords 
Multinational corporations; Employee training; Workforce development; Retention 

strategies; Human resource management; Myanmar context. 
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1. Introduction 

1.1. Background and Context 

Multinational corporations (MNCs) have an expanding presence and their 

activities, both in trade and investment, influence the global economy as well as the 

transfer of knowledge, innovation, and employment practice across borders 

(Farndale et al., 2010). MNCs have to move into new markets and manage the 

diverse workforce, at the same time they need to undertake human resource 

management (HRM) practices that are global in their consistency, or local in their 

sensitivity. These functions of employee development and training are among the 

core HRM functions toward improving organizational performance, generating 

employee engagement, and job retention. 

Employee development can be seen as a strategic HR process which is aimed 

towards continual learning, technical upskilling, leadership training, mentoring 

(Garavan et al., 2021). If employees believe that their organization is really 

committed to their development and growth, it can result in a rise in engagement 

and job satisfaction and the employees would feel more loyal towards the 

organization. These factors are linked with lower turnover rates. According to Noe 

et al. (2020, Fundamentals of Human Resource Management), well designed 

training programs not only assist to improve employees’ performance but also 

enhance the growth and the development of future management and are conducive 

to the organization’s long-term competitiveness. 

Nevertheless, these programs cannot fit well in any situations. However, some 

effective training strategies which fit well in Western economies may not be as 

effective in emerging markets where the contextual constraints (such as 

infrastructure, culture, regulation etc.) can disrupt the designing or execution of the 

program (Debrah & Budhwar, 2013). Nevertheless, the country continues to 

negotiate politicization, weak economic development and institutional instability. 

These challenges create a complicated environment for the MNCs which are trying 

to implement standard HRM practices. 
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Myanmar continues to attract many multinational companies because of its growing 

consumer market and economic potential. This study examines multinational 

companies in Myanmar and chooses food and beverage (F&B) companies to 

represent. They are consumer food and drink product manufacturing, packaging and 

distribution companies across the country. Rapidly expanding F&B sector in 

Myanmar spurred by urban consumption rise and the demand of branded packaged 

goods. These MNCs make the main income from the sales of beverages and 

processed food products to both the retail and wholesale markets. These are big 

organizations, and they provide structured training and career development systems 

designed to train employees with skills of handling supply chain issues, marketing, 

and operations in a workplace that is growing and competitive. However, success 

depends very much on a stable and trained workforce. Therefore, MNCs operating 

in Myanmar need to appropriately adapt global HR practices and development 

programs to align with the country’s unique social, economic, and workforce 

conditions (Farndale et al., 2020). 

To enhance the effectiveness of training programs, localization is essential in 

adapting global HR strategies to fit the cultural and operational realities of 

Myanmar Global business strategy includes HRM practice and refers to the 

adjustment of such practices to the legal, cultural, and economic realities of the host 

country through localization (Dowling et al., 2013). Localizing training strategies 

in Myanmar can help the programs align with employees' career expectations and 

the practical application of acquired skills. Although MNCs are operating in 

Myanmar, there’s still a lack of effort in developing structured employee training 

programs and understanding how these programs relate to workforce retention. 

Prior studies of HRM practices in MNCs mainly refer to broad international models 

rather than Myanmar’s specific labor market conditions (Sparrow et al., 2017). The 

academic literature on Myanmar continues to under-represent the country even 

though it is distinct from other labor markets and institutions. 

The gap which this study seeks to address is how MNCs design and implement 

employee development and training programs in Myanmar. It looks at the structure, 

delivery and impact of these programs from HR representatives and employee’s 
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standpoint to appreciate the structure, delivery and impact on employee engagement 

and retention. The study aims to inform whether current training fits workforce 

needs and supports long term human capital development in the country through 

inquiry of both the managerial intent and employee experiences of the current 

training efforts. 

This research addresses a gap by testing the performance and employee perceptions 

of the human capital development initiatives in the case of Myanmar-based MNCs. 

1.2. Research Problem 

Retention of employees is one of the most critical HR challenges faced by MNCs 

working in Myanmar. These organizations experience high turnover rates among 

young, skilled employees. And this simply exacerbates the talent shortage in 

Myanmar, as well as undermines the sustainability of operations on the ground. 

HRM strategies currently used, including employee development, do not seem to 

meet the employees’ satisfaction in Myanmar. Research showed that training and 

development programs did not help employees to gain necessary functional skills 

which also reflect the company’s willingness to develop its employees (Becker, 

1983; Noe et al., 2020). This is because when employees do not perceive support 

for professional advancement or skill building, their organizational commitment 

decreases and tend to leave the work (Garavan et al., 2021). This situation is 

especially common in emerging markets like Myanmar, where career development 

support from institutions is often lacking 

However, the literature on Myanmar is insufficient, and the available research does 

not cover how MNCs in the country apply training and development programs as 

retention tools. Most of the prior studies of international HRM in MNCs use 

European frameworks that do not have much adaptation to the host country’s 

standards and culture. Significantly, there is limited understanding of how training 

programs in Myanmar are viewed by employees or whether these do enhance the 

extent to which local talent gaps are addressed, employee engagement is promoted, 

or turnover is reduced. 
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1.3. Research Aim and Questions 

The aim is to study how companies approach employee development and training 

programs in Myanmar and investigate the effectiveness of these programs in 

developing workforce skills and retention. 

Research Questions: 

1. How do companies conduct their employee development and training 

programs in Myanmar? 

2. How do employees describe the effect of training and development 

programs on their skills, engagement, and retention in multinational 

companies (MNCs) in Myanmar? 

The questions used in this study aim to get insight into both HR strategies (such 

as training) and employee experiences of effects, thereby securing a broader 

understanding of the effectiveness of training. 

 

1.4. Significance of Study 

1.4.1. Theoretical Significance 

The contribution of this study to the field of international HRM is to address the 

gap in how MNCs in emerging markets implement employee training programs. 

Most of the existing literature on the subject is focused on developed countries or 

standard global models of HRM, and this study contributes to the realm of less 

explored regions by addressing the context in Myanmar. Research integrates 

Institutional Theory (DiMaggio & Powell, 1983; Scott, 2014) to highlight how 

external institutional pressures including local labor laws, education systems and 

cultural expectations affect organizational behavior. The socio-institutional 

environment of the host countries poses a need for MNCs to adjust their HR 

practices for gaining legitimacy as well as operational success (Greenwood et al., 

2017). 

The study also adds to Human Capital Theory (Becker, 1983) that the investments 

in employee training will increase productivity and produce positive long term 
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organizational value. The study also relies on Expectancy Theory (Vroom, 1964), 

in which employees will be more likely to be productive and stay with a company 

if they perceive a clear link between effort, additional skill development, and 

reward. Implementing these theoretical perspectives, the study presents results on 

how training programs operate in a complex, developing labor market. 

1.4.2. Practical Significance 
The findings of this study can be used as guidance to HR professionals, MNC 

leaders, and policy makers from a practical perspective. Firstly, the study can 

indicate whether an organization's current training is being undertaken to truly meet 

the needs of its local employees. Secondly, it can provide evidence-based 

recommendations about training to appeal to local conditions and market conditions 

in Myanmar. These models are likely to increase employee engagement, decrease 

voluntary turnover and help the success of the organization in the long term. 

National workforce development strategies can also benefit from the study, which 

points out how private sector training can assist public strategies to eliminate skill 

gaps and increase employment stability. The findings may serve as a useful input 

for policymakers in designing labor regulations supportive of employee 

development and fair workplaces. The study can be able to bridge the gap between 

organizational intention and employee experience. It is recognized by research that 

many training programs fail when poorly designed or when they are not 

implemented with the employee perspective in mind (Salas et al., 2012). For this 

reason, this study includes interviews with employees about how these training 

programs are experienced and perceived by employees who took part in those 

training courses. 

The research focuses on three multinational corporations located in Myanmar. They 

were deliberately chosen to show different sectors and organizational HR 

structures, characteristic of MNCs. As a result, the outcomes were focused on 

revealing general tendencies how MNCs manage employee development in the 

newly industrializing nations such as Myanmar. 
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2. Theoretical Framework 

2.1. Contextual Background: Employee Training and 
Development in MNCs 

Strategic Human Resource Management (SHRM) emphasizes employee training 

and development as a key function, especially in multinational corporations 

(MNCs), where workforce diversity, international competition, and different local 

conditions require HRM practices to be adapted to each situation (Schuler & 

Jackson, 2005). Organizational performance is supported by effective training 

initiatives because they support increasing competence, leadership development, 

employee satisfaction and loyalty (Swanson, 2022). MNCs usually use technical 

skill enhancement, leader coaching, mentorship schemes, and on the job learning. 

Nevertheless, in developing countries like Myanmar, a ‘one size fits all’ approach 

is not the way forward when it comes to training and development. The sufficiency 

of HRM strategies in training to meet local needs is crucial. Foreign headquarters 

introduce standardized training programs which are meant to standardize the 

workforce within the headquarters but often ignore the socio-cultural characteristics 

of the local workforce, so get less engagement and poor results (Kadiresan et al., 

2015). 

Training programs in Myanmar are influenced by Myanmar’s collectivist culture 

that highly values group harmony, respect for hierarchy, as well as active 

involvement in community (Hofstede & Søndergaard, 2001). In this context, 

culturally sensitive training methods tend to improve participation, learning 

effectiveness and long-term retention in Southeast Asia. 

One of challenges in delivering effective training in Myanmar is that language 

barriers exist, there is limited access to digital infrastructure, and generational 

learning differences. MNC training programs risk insufficiency in employee 

expectations and objectives if they fail to tailor content, delivery methods, and 

evaluation processes to local realities. Kamoche et al. studies (2005) highlight the 

relevance of contextually supportive HRM practices taking into consideration local 

market constraints along the way of gaining benefit from global expertise. 
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However, both empirically and in the literature, Myanmar is not well represented 

in human resource management research (Debrah & Budhwar, 2013). Addressing 

this gap is crucial because MNCs operate in environments where training systems 

must go beyond skill enhancement to support employee engagement and long-term 

retention. 

 

2.2. Relevant Theories in Employee Training and Retention 

2.2.1. Institutional Theory and Its Relevance 
According to Institutional Theory, organizations are formed by an institutionally 

based environment, such as formal rules (e.g. laws, policies) and informal rules (e.g. 

culture, norms, values) (DiMaggio, 1983; Scott, 2014).   

Specifically, this theory is most applicable to explain MNCs in Myanmar (a country 

with a changing political economy and strong ethnically based culture norms). In 

such a workplace culture present in Myanmar- e.g., hierarchy, respect for higher 

positions and seniors that is collectivism is preferred rather than the more 

individualistic approach used in many western nations (Budhwar & Varma, 2011). 

Because of this cultural gap, the training models need to be localized. The 

contribution of Institutional Theory is to explain why MNCs must adapt their 

employee development strategy in such contexts (not just to meet legal obligations 

but to fit cultural and societal values). Greenwood et al. (2017) maintain that 

programs of training should become aligned with institutional norms to increase the 

trust that employees have in the organization. If the training is based on local 

expectations, it will be easily accepted and can enhance employee engagement and 

loyalty. 

Such adaptation goes beyond compliance because it serves a strategic function. By 

embedding institutional perspectives, institutional legitimacy and responsiveness of 

the workforce, MNCs improve their employer brand and operational continuity 

(Kostova & Roth, 2002). Thus, this study offers a lens of Institutional Theory to 

observe how MNCs create their own global HRM models for local implication in 

Myanmar. Other studies have been conducted previously (such as the one by 
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Budhwar and Varma, 2011; Kamoche et al., 2005) which identified the need for 

institutional alignment in achieving HR effectiveness in non-Western settings. 

Picking up from the previous work, this study looks at ways global firms that 

operate in Myanmar tailor their training content to cater for not only cultural but 

also workplace expectations. 

 

2.2.2. Human Capital Theory 
In the beginning, the Human Capital Theory (HCT) started by Becker (1964) states 

that investments in knowledge, skills and capabilities of employees lead to better 

productivity, innovation and organizational value. Training as an investment of 

human capital also benefits the firm, besides making the employees more valuable 

and satisfied with their careers. 

HCT is vital in explaining how training initiatives keep up with training needs and 

promote retention within MNCs, especially in emerging economies. Myanmar 

faces a shortage of skilled labor, largely due to weaknesses in its vocational 

education system and limited access to global business knowledge (OECD, 2023). 

Employees’ commitment to organizations is consistent with the link between 

training and organizational commitment. Employees who feel supported through 

their learning and development bring loyalty and discretionary effort (Kuvaas & 

Dysvik, 2009). Brewster et al. (2016) suggest that well-structured, localized 

training programs in MNCs reduce employee turnover and increase organizational 

performance. 

Moreover, training is also related to psychological contract fulfillment, the concept 

referring to employees’ beliefs of reciprocal obligations they perceive to be owed 

to them by their employer (Rousseau, 2001). It also points out the need to connect 

training for career development. Research shows that employees are more engaged 

and less likely to leave when they view training as a pathway to career advancement 

or future job opportunities within the organization (Garavan et al., 2021). One of 

the best retention strategies that MNCs can share with Myanmar is structured 

learning paths that continuously pay better or lead to leadership roles. As it has been 

stated in previous research by Becker (1964), and that by Garavan et al. (2021) 
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training employees makes them achieve better retention and performance, however, 

there is a shortage of empirical data on such a subject from economically 

underrepresented countries such as Myanmar. 

 

2.2.3. Expectancy Theory and Employee Motivation 
According to Vroom (1964), the Expectancy Theory explains how motivation 

works through the expectation process where employees work harder when their 

actions produce meaningful rewards. The three essential components of this theory 

establish effort as a predictor of performance while performance generates specific 

outcomes and individuals value these outcomes differently. 

Expectancy Theory works very well for MNCs who want to improve their 

employee training along with retention practices. Organizations gain employee 

training participation through programs that demonstrate employees can expect 

meaningful rewards from their effort. 

According to Expectancy Theory, employee motivation is influenced by the belief 

that effort will lead to desirable outcomes through the following mechanisms: 

1. The outcome of their work efforts will lead to better skills acquisition 

(expectancy). 

2. Better acquired skills will yield acknowledgment or monetary recognition 

(the aspect of instrumentality) from their superior leaders. 

3. Personal outcomes (valence) receive meaningful value because of their 

specific relevance to the employee. 

Clear career advancement prospects between training programs and desired work 

outcomes should be essential for Myanmar employees because their organizational 

optimism is affected by economic instability and political unpredictability. A lack 

of perceived career advancement after training will reasonably reduce its 

motivational value for employees. 

According to Meyer & Peng (2016) understanding market demographics of 

emerging markets requires MNCs to establish clear advancement paths that become 

connected to performance benefits. Myanmar MNCs need to create training 

programs which directly correspond with internal employment opportunities and 
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employee reward structures along with career recognition systems. A weak 

relationship between performance and training benefits leads to employee 

frustration that diminishes their engagement and raises the chance of them leaving 

the company. 

According to Colquitt et al. (2001) the effectiveness of expectancy-based 

interventions depends on the procedural justice employees perceive regarding 

outcome distribution. Employees’ belief in effort-instrumentality weakens when 

they experience unfair application of training outcomes reducing from favoritism. 

Feedback and communication are also important according to expectancy theory. 

Furthermore, Pinder (2014) suggests that when employees are clearly informed on 

how performance is measured and the rewards system is distributed, employees are 

more able to view the system as credible and thus put more effort. 

Overall, the theory of Expectancy helps MNCs to both understand how effective 

training programs should be designed and why employees show commitment and 

turnover behaviors. Colquitt et al. (2001) and Pinder (2014) show that reward 

expectation is an important aspect in influencing training results, though their focus 

has been on developed contexts. 

 

2.2.4. Integrative Value of the Three Theories 

The three theories namely: Institutional Theory, Human Capital Theory, and 

Expectancy Theory provide unique but complementary perspectives on the 

employee development and retention in MNCs. These theories in combination 

enable the study to incorporate both organizational and employee perspectives in 

the study of the complexities, implications and opportunities of training programs 

in Myanmar. 

The institutional theory thus deals with the external pressure that shapes how 

organizations behave. The pressures include national labor laws, cultural 

expectations and industry norms for MNCs. Taking local adaptation not only as a 

strategic advantage, but as a right and even a necessity to maintain legitimacy and 

operational acceptance (Scott, 2014; DiMaggio & Powell, 1983). For example, 
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training efforts estimated culturally inappropriate or unfit to the local standard may 

become ineffective even if technically correct (Greenwood et al., 2017). 

Human Capital Theory, on the other hand, highlights the internal logic of training 

investment. It links the development of employees with productivity, 

competitiveness and long-term sustainability. In the end, companies that see 

training as a core strategic function rather than an expenditure, instead of just an 

expense, have the greatest capacity for building the customers, and retaining their 

talent (Garavan et al., 2021). 

According to Expectancy Theory, employees are more likely to participate in the 

training because they believe that it will produce results such as promotion, reward, 

or personal growth (Lunenburg, 2011; Vroom, 1964). But, if there is no or poor 

transfer between effort and outcome, even well-endowed training programs are 

unlikely to engage employees and increase retention (Pinder, 2014). 

The compilation of these theories helps with a framework for this study. The 

information provided in Institutional Theory is used to explain how global HR 

strategies of MNC adapt with local Myanmar norms. As far as human capital theory 

is concerned, training is important for business performance. The Expectancy 

Theory explains why these employee programs are internalized and how they 

respond to them. The combination of this approach not only facilitates in the 

creation of good interview questions, but also in an effective thematic analysis that 

includes both organization intent (and context) and employee experience. When 

these theories are applied in concert, they serve to strengthen the study’s capacity 

to derive actionable insights for enhancing employee retention through training in 

MNCs in Myanmar. 
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3. Methodology 

3.1. Research Design 

For this study, qualitative research design is adopted to investigate the way 

multinational corporations operating in Myanmar have designed, implemented and 

evaluated the employee training and development programs and the effect of these 

programs on employee engagement and retention. programs and the effect of these 

programs on employee engagement and retention. The goal of the study is most 

suited to qualitative research, since this method lets us look closely at behaviors, 

beliefs and processes that other methods cannot fully replicate (Bell et al., 2022; 

Creswell & Poth, 2017). 

The research is based on three case studies of multinational corporations (MNCs) 

in Myanmar, called Company A, Company B and Company C, to find general 

trends that can be applied to all MNCs in the country. With this method, it becomes 

possible to study different cases and learn in-depth information about how 

organizations are structured. The main data was collected through semi-structured 

interviews to make sure both the research style and interviewees’ perspective were 

similar. By following this method, the study can observe the main themes of the 

study, as Galletta (2012) had recommended. It enables collecting stories from HR 

individuals and employees to reveal more about the training program. In addition 

to the primary data, this study also utilized secondary sources including existing 

literature and completed HRM training program records to support the analysis and 

interpretation of findings, as recommended by Silverman (2024). 

This study chose a qualitative approach to explore how employees see and 

participate in training and development programs within MNCs in Myanmar. They 

were used since they support varied responses with a consistent format meant to 

follow the study subjects. This approach fits well with collecting the individual 

views of HR/ Training and Development representatives and employees by 

providing detailed and contextual information. To interpret data centered on human 

experience, thematic analysis was used to locate recurring trends in the answers 

people gave. While some quantitative surveys restrict answers to a few groups, the 
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unstructured nature of qualitative interviews made it possible to learn about the 

context and other important details for the situation in Myanmar which is heavily 

influenced by cultural and associated practices. 

The respondents in this study were differentiated into two types: (1) those in HR or 

Training and Development who organized the training and (2) employees who 

received the actual training. Also, two managers at higher levels added their 

leadership insights to the interviews. Because it covers perspectives from planning, 

carrying out and undergoing training, this kind of management perspectives help to 

understand how strategy and actual results of training happen in Myanmar. 

In this research, HR personnel and non-managerial employees were studied as they 

play a role in planning or experiencing training programs. Though middle or senior 

managers could have made the findings richer, no access to them and a short 

timeframe prevented their inclusion. Even though the final group was smaller, they 

gave important feedback on how training takes place, is presented and is 

experienced in MNCs in Myanmar. 

 

3.2. Data Collection  

The main data collected with the interviews was to find out the view from both 

organization (HR or training and development representatives) and normal 

employee perspectives on training and development in multinational corporations 

(MNCs) in Myanmar. The three MNCs studied are hence referred to as Company 

A, Company B, and Company C, to ensure confidentiality. A purposive sampling 

approach was used to guarantee that members of the sample were directly involved 

in or had a direct experience in the training programs. The study initially targeted 

twelve participants, one HR/ Training and Development representative and three 

employees from each of the three case companies (Company A, Company B, and 

Company C) to capture diverse perspectives from both managerial and operational 

levels regarding the design, delivery, and evaluation of training programs. 

However, an additional participant from Company C voluntarily agreed to 

participate, bringing the total number of interviewees to thirteen. Participants were 
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identified and recruited through professional networking platforms such as 

LinkedIn and via the researcher’s existing professional contacts. 

In the HR participants, insights on how training programs were designed, aligned 

with company goals and adapted to Myanmar’s institutional conditions were drawn. 

Employees shared their opinions regarding the degree to which training improved 

their work efficiency, if it contributed to the sense of their commitment to staying 

in the company, and practiced situations of applying what they learned during the 

training for daily work. The structured inquiry was formed with respect to both 

study goals and inclusion of results of the previous research in the training 

effectiveness, training involvement, and organizational retention. Semi structured 

questions such as “Describe a training program that impacted your approach to 

your job” or “Has any training ever affected your choice to remain with an 

organization” were asked to bring onwards detailed responses. Supplementary 

questions, wherever possible, provided clarification of opinions or furnished more 

information about interesting topics. The fact that Zoom was used which allowed 

all interviews, meaning that the respondents did not have to be in the same location 

and did not have to be available for interviews at the same time. The average length 

of each session was between 20 to 60 minutes and recorded after consenting by the 

participants. By applying this method, this study was able to generate cross-

organizational and role-specific comparisons. Appendix 1 provides a full interview 

guide used in the study. The tables below summarize the work-demographics of the 

participants, company affiliation, job titles, years of experience and departments. 

Table 1- HR/ Training and Development Participants (Own Source) 
 

 

 

Interview Gender  Age  Years of 
Experiences Position Department 

AHR Female 34 5 HR Training and Development 
Executive HR 

BTD Male 40 10 Training and Development Manager Training and 
Development 

CHR Female 28 3 Senior HR Executive HR 
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Interview Gender  Age  Years of 
Experiences Position Department 

AE1 Male 39 12 Medium Pack Sales Executive Sales 

AE2 Female 29 5 Marketing Executive Marketing  

AE3 Female 38 14 E-commerce Operation 
Manager 

Marketing & 
Operation 

BE1 Female 33 3 Senior Product Manager Marketing & Product 

BE2 Female 28 2 Marketing specialist Marketing 

BE3 Female 37 4 HR Payroll Executive HR 

CE1 Female 28 2 Taxation Accountant  Accountant 

CE2 Female 28 2 Marketing specialist Marketing 

CE3 Male 29 6 IT officer IT 

CE4 Female 30 3 Route to Market Executive Marketing 

Table 2- Employee Participants (Own Source) 
 

3.3. Semi structured Interview  

The researcher used semi-structured interviews as the prevalent data collection 

method to ascertain the opinions and practices relating to training and development 

programs carried out in multinational corporations (MNCs) in Myanmar. The 

method provided a flexible but structured approach that accommodated the research 

objectives as well as giving participants the flexibility to elaborate on their personal 

experiences and insights into their institution (Bell et al., 2022; Galletta, 2012). The 

respondents were HR representatives or employees, and two different interview 

guides were designed, one for the HR representatives, and another for employees 

appropriate to their position in the organization. The questions were categorized 

thematically into training design and delivery, challenges of the background in 

Myanmar, reason, and how the program did effect on employee retention. An 

example of one of the questions asked in the HR or Training and Development 
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representatives’ interview was, “How training programs are developed, what 

contextual barriers there have been to implementation in Myanmar and if such 

programs were perceived as effective retention tools”. On the other hand, 

employees answered about their direct exposure to training, perceived benefits, and 

the case in which such training initiatives empower employees to remain within the 

firm. 

All interviews were held separately using Zoom to discuss their thoughts freely and 

feel comfortable. Through which it was possible for me to reduce external bias and 

create an atmosphere of free, unbiased talk given the recent events in Myanmar. 

Interviews were carried out either in English or Burmese, as the preference of the 

participant, and audio recorded with informed consent. Each session was about 20 

to 60 minutes and recordings were transcribed verbatim for accuracy and 

completeness. Participants were contacted at convenient times for them, and all 

ethical considerations were strictly implemented, such as the right to withdraw at 

any time (Creswell & Poth, 2017). This method is can able to expose deeper 

meanings, challenges and expectations on training and development initiatives 

among Myanmar based MNCs. This also facilitated the emergence of unexpected 

topics which enhanced the data and increased the comprehensiveness of the 

relationship between training programs and employee engagement and retention.  

 

3.4. Data Analysis 

The interview data were analyzed using a thematic analytic approach. As part of 

overall strategy, important themes, concepts and insights from participants’ 

responses and their arrangement in a way that is consistent with the research aims 

and questions.  I began with the interview transcripts to get references to the content 

and scope. I marked the outstanding statements, grouped them into preliminary 

codes and highlighted important extracts in the transcripts. Later, the codes were 

united with similar ones to create overarching themes in the data set (Braun & 

Clarke, 2006). Each theme resulted from identifiable patterns within the data, 

dealing with the main points of employee training perceptions and the relationship 
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between training and retention and engagement among Myanmar-based 

multinational corporations. To evaluate the completeness and fit for my research 

questions, I examined them in terms of the resulting themes. Using this process, I 

managed to write the perspectives of HR/ Training and Development 

representatives and employees in those companies, but allowing space for new 

ideas, once they emerge. The outcome of such an analytical approach gave rise to 

a series of identified themes both clear and designed which illuminate the joint 

perceptions, problems, and challenges taken on by the organizations to design and 

deliver the training and development initiatives. 

 

3.5. Data Quality Assurance 

Convincing that the research findings were trustworthy during the study was a 

priority and, therefore, several verification approaches were implemented during 

the process of research (Lincoln & Guba, 1985). To achieve variation, the research 

was designed with participants from three different MNCs to amplify the variation 

(Patton, 2015). By conducting semi-structured interviews, I was able to merge 

flexibility and thematic continuity all the way throughout the participants of the 

study (Galletta, 2012). Throughout the study, trustworthiness of the findings was 

ensured through highly detailed recording of all steps contained in the data 

collection, analysis, and interpretation process (Nowell et al., 2017). To ensure 

accuracy and confirm responses, participants were provided with summaries of 

interview responses for member checking (Birt et al., 2016). To establish validity 

on the findings, the researcher cross-checked insights with HR professionals and 

left-hand side of top of the organizations and employees, bringing in diversity in 

these views as an approach supported by the concept of triangulation (Denzin, 

2017). Additionally, the present study’s dependability and confirmability are 

enhanced through detailed documentation of the sampling, interview, and data 

analysis procedures (Shenton, 2004). Conducting the research in the way that it was 

done intended for the interpretations to relate purely to the collected data and not 

the researcher’s perspective (Merriam & Tisdell, 2016). Despite the small sample 
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size, the study preferred in-depth insights on effects of physician education than 

generalizability. Using good data quality processes, the research findings remain at 

a high level of data quality and validity, which elevates the academic value of the 

study (Creswell & Poth, 2017). 

3.6. Ethical Considerations 

Through this study, ethical guidelines were observed with priority being given to 

protection against participants and ensuring a fair research environment (Israel & 

Hay, 2006). All participants were informed of the objectives and rationale of the 

study and provided with a written consent form explaining reasons behind their 

participation; the right to withdraw at any time; confidentiality (Orb, Eisenhauer, & 

Wynaden, 2004). The interviewees were told that their responses would be made 

anonymous and only used for academic purposes. The participating companies 

were replaced with codes (Company A, B, C) and names of participants shielded 

with non-identifying identifiers for the sake of confidentiality (Wiles et al., 2008). 

The recorded data will be stored properly throughout the study, and it will be 

removed after the researcher received the grades. The way that interview questions 

were phrased acknowledged the wellbeing of participants so that they did not feel 

uneasy or uncomfortable (Kvale & Brinkmann, 2009). Respondents could simply 

leave out questions that they did not want to enter personal details. All the available 

procedures complied with the university ethics standards and participants’ 

autonomy and their voluntary participation were always respected (British 

Educational Research Association, 2018). These are the measures that were taken 

to ensure that there is responsible data collection, and the participants’ trust is kept 

during the research process hence increasing the study’s credibility and 

professionalism (Tracy, 2010). The research follows the ethical principles outlined 

by the Swedish Research Council (Vetenskapsrådet, 2024) and complies with 

international standards for proper research practice. 
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4. Findings and Analysis 

4.1. Introduction 

In this chapter, the main finding and analysis of the study is described, which 

examines the nature and effectiveness of employee training and development 

programs adopted by multinationals in the food and beverage businesses operating 

in Myanmar. The main purpose of the study was to explore how these companies 

design, implement and assess their training programs, and how their employees 

perceive in understanding and participating in these efforts. The themes guide how 

the chapter is organized and employs viewpoints of the employees and HR to reflect 

an omnibus portrait of the training practices found in the chosen companies. 

The data analyzed in this chapter is based upon thirteen semi-structured interviews 

that were conducted by three different multinational corporations (Company A, 

Company B, and Company C) each with two types of participants. In each 

company, one HR or training-related representative and multiple non-managerial 

employees were interviewed to capture both the institutional planning perspective 

and the individual employees’ experience regarding training and development. 

Apart from the interviews, relevant internal documents including annuals training 

plans and HR-provided training records were also analyzed to triangulate the 

interview data and provide depth on understanding the training structure and 

strategy. These materials narrowed down the interview narratives and served as 

evidence for conducting various and how many of the training programs during 

2024. 

This chapter introduces these themes along with explanatory quotes and 

interpretations, pointing out the main similarities and differences between the 

companies. The analysis paints a picture not only of what is happening in practice 

but also considers why employees choose those trainings, the barriers they face, and 

how training, may or may not, contribute towards organizational outcomes. 
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4.2. Thematic Findings 

This section reports on the findings extracted from a thematic analysis of the 

qualitative data collected during the interviews and company documents. The 

analysis reveals themes that reveal how programs on training and development are 

designed, implemented, perceived and even evaluated across the three multinational 

companies that operate in the food and beverage sector in Myanmar. The thematic 

coding identified converging and diverging trends from the response of employees 

and managers regarding organizational learning at the strategic and operational 

levels. Seven main topics were found in the analysis: how training programs are 

built and planned, the ways they are delivered and how many take part in them, 

what participants think of their experience and how motivation relates to employee 

retention. Every theme is further elaborated on using participant quotes and official 

company documents below. 

 

 
Figure 4.1: Thematic map representing major themes and sub-themes derived from interviews and 
documents. (Own Source) 
 

4.2.1. Training Program Design and Planning 
Proper planning of training programs is one of the strongest emerging themes for 

all three companies. HR and Capability managers (training and development 

representatives) normally develop annual training plans which may be changed for 
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any reason such as a change of need within a department, the business or emerging 

skill gaps. The planning process incorporates Learning Needs Assessments (LNA), 

data derived from strategic business goals as well as performance appraisal 

functions. 

In Company B, the Training & Development Manager explained: 

“We plan training programs for Myanmar based on a regional framework from 

the Head Office. We align them with business needs, especially for areas like 

sales expansion. Capability gaps are reviewed yearly with department heads.” (B-

BTD) 

Company C’s HR executive highlighted a similar approach: Company C’s HR head 

explained that although departments may want extra training, the primary training 

plan does not change and is reviewed with the Capability Managers together using 

the IDP system. 

Additionally, all three companies demonstrate alignment of training to corporate 

strategies and HQ frameworks, though not all international standards are 

appropriate in a Myanmar context. This results in localization efforts, such as 

making content culturally relevant or translating material of training. As Company 

C’s HR senior executive reported: 

“Some training programs are provided in English, but we use examples that are 

familiar to local employees. Capability Managers returning from abroad adapt 

content for our teams.” 

Documentation of company documents from B (e.g. “Annual T&L Plan 2024”) 

demonstrates a systematic classification of training programs into core, technical, 

safety, leadership and soft skill modules differentially applicable in various 

employee levels. 

Such findings show that the training design in these MNCs is not only centralized 

and structured but responsive to local prevailing cultures and context in operations 

for existence of both standardization and relevance. 
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4.2.2. Types of Trainings Provided 
From the three companies, training programs are grouped broadly into mandatory 

and optional and a wide range of content areas like hard skills, soft skills and safety 

& compliance. Such offerings are indicative of a strategic mix between core 

operational competencies, personal development goals, and regulatory obligations. 

Mandatory training courses are planned according to business needs, legal 

requirements and compliance standards. These include updates to product 

knowledge, workplace safety procedures, changes in the law like tax law, and in 

food safety certifications. This is shown clearly (company A’s 2024 training list), 

including sessions like “Chemical Safety Awareness,” “Forklift Safety Training,” 

“ISO 22000:2018 (Food Safety Management),” and “Halal Product Assurance 

System Training”. These trainings are vital to the day –to – day business activities 

and they are conducted on a regular basis. 

In contrast, the objective of the optional training is generally to develop personal 

skills and to address individual development and career aspirations. Employees can 

choose some of the soft skills and technical training courses that will meet their 

needs. One of documentation provided is Company B’s Annual Training and 

Learning Plan, with options such as “Intermediate Excel”, “Presentation 

Techniques”, “Stress Management”, and “Introduction to Power BI”. Personally, a 

respondent from Company C (C-CE2) explained that she decided to take a Power 

BI course in preparation because she wants to explore future opportunities in data.  

Hard skill training tends to be concerned with technical competencies. For instance, 

Company B covers detailed instruction in Excel, PowerPoint, tax updates and 

digital marketing but company C provides training in Power BI and budget systems. 

Such programs are vital when coming up with careers in finance, marketing, and 

operations. 

Special emphasis was placed on soft-skill training (leadership, teamwork, stress 

management, and communication) by mid-level and front-line employees. In the 

two “Mental Healing “and “Leadership Workshop” by Company A, show 

increasing awareness of the wellbeing of employees and of management capacity 

building. Safety and compliance training courses are still regular features of all 
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three companies. From the detailed list of Company A there are “Emergency Fire 

Drill”, “Basic First Aid”, “Machinery Hazards” and “Working at Height”. These 

are usually conducted in person, with the third-party trainers or safety departments 

who help, and they are necessary in manufacturing and distribution companies. The 

scope and planning of the training programs suggest that companies are not only 

interested in ensuring operational compliance to regulatory domains, but it also 

rewards professional development, while also carving an avenue for individual 

career advancement. 

 

4.2.3. Training Delivery Methods and Accessibility 
The companies used several training delivery modes (in-person sessions, online 

platforms, and self-paced video learning) depending on content, the audience and 

schedule. This method, which combined aspects, attempted to maximize 

accessibility while varying job roles and schedules. In-person training is dominant 

for operative and compliance subjects. These are safety drills, product 

demonstration and technical sessions that require hands-on practice or immediate 

feedback. For example, Company A performed much of its safety training (fire 

practice, forklift etc.) on-site with the help of internal or external trainers. A 

representative from Company A reported: 

“Before COVID, all training were in person. Even now, sessions like product 

knowledge and customer handling are conducted face-to-face.” (A_AE1) 

Online training experienced increased uptake especially for knowledge based 

training and Soft Skills. Company B incorporated LinkedIn Learning into its 

Human Resource Information System (HRIS) so employees could take certified 

courses at their own convenience. According to the Training & Development 

Manager of company B: 

“We bought LinkedIn courses so employees can learn skills like data analysis or 

presentation design, which are optional but encouraged.” (B-BTD). 

 

An employee from Company B also mentioned the methods of training programs 

she joined: 
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“The programs I joined are mainly on-job training and some mandatory ones, 

which are in person… but this depends on how flexible the trainers are.” (B_BE2) 

Employees from Company C also confirmed similar access, with online tools like 

Microsoft Teams used for structured training sessions in Power BI and 

communication strategies. 

Self-paced video content was also made available to support flexible learning. 

Company C’s HR executive described a learning portal where employees could 

access recorded sessions: 

 

“We have an internal portal where employees can watch training videos anytime. 

It helps those who miss the scheduled ones or want to review content later.” (C-

CHR) 

While more digital integration is achieved which would otherwise facilitate trade, 

other issues arise, especially in areas with poor internet coverage or for employees 

in field based or client facing roles. In such cases attendance for training was 

flexible according to schedule with business obligations. For instance, one of the 

sales executives in Company A reported that: 

“I mainly attend mandatory trainings. If it clashes with client meetings, I skip 

unless it's available online.” (A_AE1) 

The companies also announced training by email, through HR systems or directly 

with line managers. Mandatory training programs were planned with HR 

departments’ tracking, but optional courses were usually open to registration on a 

voluntary basis. In most situations, particularly in Company B and C, managers 

actively took an active role in recommending or approving training participation. 

In general, the evidence suggests companies have adopted a flexible, blended 

delivery approach to training, which has increased access and responsiveness to the 

various employee needs and job contexts. 
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4.2.4. Participation and Motivation 
Participation in training programs in the three companies was defined by a mix 

between managerial encouragement, the sense of relevance, and personal desire to 

enhance skills or career opportunities. All the companies’ employees identified that 

while mandatory training was always attended, optional training was viewed 

differently depending on an individual’s interest and the perceived usefulness of the 

training. 

Support from managers played a big role in encouraging participation. Employees 

often chose to join training courses since their supervisors either nominated them 

or they explained the benefits. According to the marketing specialist at Company 

B, even though taking part was optional, their manager’s experience sharing helped 

them to decide on participation: 

“Our manager didn’t force us to join, but she shared her experience and 

suggested which training might be helpful for us. That helped me decide.” 

(B_BE2) 

Another main reason was its relevance to the current work responsibilities. 

Employees indicated a willingness to undergo training if it had a direct effect on 

the roles played or would help in the solution of practical problems. A sales 

executive of Company A said: 

“I mostly joined mandatory training, but if it’s online and interesting even it is not 

my field. I joined to learn more.” (A_AE1) 

 

Recognition and visibility also proved to be motivational tools in the companies. 

Company C showcased high-performing learners on its in-house homepage and 

recognized participation with small rewards. One marketing employee (C-CE2) 

noted that training didn’t promise a promotion, but being featured on the company 

website and receiving little rewards inspired everyone.  

In contrast, some barriers to participation were also found. Employees in customer-

facing field roles, especially those in sales, often struggled to attend in-person 

training sessions due to scheduling conflicts. One of the respondents in Company 

A declared: 
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“Because I work directly with customers, I can’t always attend even if I want to. It 

depends on my schedule.” (A_AE1) 

In addition, both interest and concurrence with roles in jobs determined the 

enrollment into optional sessions. For instance, some of the employees (BE2 and 

CE2) even missed advanced courses because they thought that training is not 

relevant to their job and they started to lose interest when training is too theoretical.  

Some of the employees were enrolled in training courses because they were 

supposed to, while others were as a means of professional advancement, 

encouragement, and movement. Employees across all organizations were motivated 

by a combination of external factors, such as recognition and encouragement, and 

internal factors, such as personal curiosity and a desire to learn. In general, success 

in the participation of the effective type did not only require the design and delivery 

of training, but also the trusting atmosphere created by the leadership, channels of 

communication, and mechanisms of recognition. 

 

4.2.5. Feedback and Assessment Mechanisms 
All the three companies used a combination of formal and informal indicators for 

the effectiveness of training programs. These included pre- and post-tests, 

anonymous feedback surveys, and immediate performance feedback provided by 

managers during day-to-day work. The aim was not just to test knowledge retention 

but to fine-tune the course of action for the future and to monitor it in comparison 

to employee needs and organizational goals. 

The pre- and post-training testing was a prevalent tool among companies. For 

example, Company C incorporated short Microsoft Forms quizzes prior to and 

following training sessions to measure progress. A finance employee (C-CE1) also 

explained that the company took a pre-test about how much employees know about 

tax filings before training and there was also a post-test with a short 10 questions to 

know how much employees learnt from that training.  

Besides having quizzes, companies also undertook anonymous surveys to obtain 

employee feedback on the content, delivery, and overall satisfaction with training. 

Such surveys, which are commonly done right after the sessions, enable the HR 
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teams to gather sincere reflections. Company B’s Training and Development 

manager shared 

“We ask for training satisfaction feedback anonymously through our HRIS. This 

helps us understand how much they enjoyed and learned from the training.” 

(Company B_BTD) 

IDPs, Individual Development Plans, were another formal mechanism (emphasis in 

C company). Employees from company C could, through the MyC- system, put 

forward suggestions of future training interests and review their learning journey. 

The HR executive from company C (C-CHR) also mentioned that the company 

used IDPs to track each employee’s interest and feedback about training held during 

the year. And from those IDPs, employees can also recommend what kind of 

training or skills they want to learn so that the company can consider those in future 

plans.  

Other than formal tools, informal feedback mechanisms such tools were also widely 

used. These comprised managerial follow-ups, peer talks and Community of 

Practice (CoP) talks. Company C put great emphasis on open discussion, especially 

on its performance appraisals: 

“Instead of relying only on survey forms, we discuss with department heads about 

how their teams applied what they learned. It’s more insightful than ticking 

boxes.” (C_CHR) 

Such varied assessment methods implied that participating companies had the 

common knowledge that training effectiveness needed not only quantitative but 

also qualitative feedback. Although structured tools provided consistency, informal 

methods allowed getting more in-depth information on how training manifested 

themselves in performance at work. 

All in all, it was quite clear that effective feedback mechanisms, when supported 

with leadership and systems, played a significant role in the process of evaluation, 

improvement as well as personalization of the training experience of employees. 
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4.2.6. Perceived Effectiveness and Impact 
All three companies’ employees had good perceptions of training effectiveness 

referring to increased competence as well as higher levels of capability in the role, 

and a promotion of internal career development. However, the level of perceived 

impact differed depending on such factors as motivation of the individual, a 

function occupied, and work experience. 

Increased confidence in day-to-day activities would be one of the most widely 

reported outcomes. For example, a taxation accountant of Company C explained 

how training in tax law and reporting influenced their potential to manage complex 

responsibilities: 

“After the VAT reporting training, I didn’t need to double-check everything with 

my manager. I felt more confident preparing reports on my own.” (C_CE1) 

Similarly, the payroll executive of Company B made clear that training to update 

her regularly on legal and tax developments made her more capable of responding 

to questions from employees and executing payroll processes even better. Company 

B’s payroll executive (B_BE3) said training helped her to gain confidence and 

became more capable of explaining payroll and tax topics to others.  

Regarding career progression, numerous employees reported that joining in training 

was a path which would expand job scopes and facilitate promotions. With 

reference to a marketing executive from Company B who noted: 

“After training and passing the internal exam, I was promoted from junior 

executive to specialist. I think the training helped build trust in my capabilities.” 

(B_BE2) 

Nonetheless, perceptions were influenced by occupation and the amount of 

experience one had with the training content. New employees were very 

enthusiastic and appreciative but employees who have been in the company more 

than 6 years seemed less motivated in some cases, seeing some of the programs as 

a repeat. Apparently, a senior HR executive of Company C explained: 

“We see more learning enthusiasm from new joiners. For employees here more 

than six years, joining training isn’t exciting anymore.” (C_CHR) 
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Despite this, companies continued investing in development programs based on the 

idea that continued learning even if disassociated with promotions serves the morale 

of employees, adaptability and long-term organizational productivity. In general, 

the training programs were found to be most effective when they met immediate 

job requirements, easily aligned with future career goals, recognition or new 

responsibilities as a reward. It repeats the need to have differentiated training based 

on employee experience levels, aspirations and departmental role. 

 

4.2.7. Challenges and Limitations 
Despite the well-structured approach and positive views on the training initiatives 

in Companies A, B, and C, various challenges and limitations emerged at the design 

and implementation stages respectively. Such issues were more exposed in the 

localization, accessibility, long term evaluation, and content relevance areas. 

There was a problem with the cultural mismatch with HQ-designed training 

materials and its local context. Even though all companies used frameworks or 

guidelines offered from head offices, HR professionals stressed the necessity to 

adapt the content linguistically and culturally to guarantee relevance and 

engagement. A HR senior executive from Company C explained that they localize 

the training plans provided by Headquarter, like translating the materials and 

teaching styles to fit with the culture and company’s needs. Company A HR also 

mentioned that some teaching plans and examples did not match with Myanmar 

work culture and it was not that much effective. This process of localization was 

typically time-demanding and conditional only on capability managers’ judgment 

and experience as well as from the heads of departments. The lack of adequate 

supply of competent local trainers also complicated this adaptation process. 

Another limitation noted by the variety of several participants was unequal access 

to technology. Urban based employees could attend Zoom sessions or use Linkedin 

Learning, while regional site employees face barriers because of poor internet 

coverage and digital infrastructure deficiency: 

“Some factory or field staff couldn’t join online sessions due to weak internet or 

lack of devices. We’re trying hybrid options but it’s still a problem.” (B-BTD) 
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Another problem is associated with monitoring the long-term effect of training. 

Though pre-tests and post-tests were used in many instances, companies had 

difficulty with determining if the learning translated to sustainable performance 

improvements over time. As cited by Company C’s HR executive: 

 

“We can get short-term feedback. But it’s hard to trace if someone applied the 

knowledge six months later. That kind of long-term data is what we lack.” 

(C_CHR) 

 

Finally, content relevance appeared in a mixed area. Although mandatory training 

programs were accepted in most cases because of the necessity in the business, 

optional training was met with mixed reactions. While some employees supported 

them for cross-functional growth, others thought some sessions were general or out 

of their roles. Such cases sometimes result in a decrease in motivation to get 

involved, especially those employees with a tight schedule of work. 

In conclusion, the main challenges included cultural and contextual discrepancies 

with global training standards, language barriers and the need for local examples, 

technological limitations in remote areas, difficulty in measuring long-term impact 

and mixed perceptions about training relevance. Such findings indicate the need to 

be more flexible, geographically specific, and role specific when training in the 

future. 

4.3. Summary of Key Findings 

Analysis of interviews and company documents from Companies A, B, and C 

shows that employee training programs are broadly valued and structurally well 

organized. Most of the participants agreed with the relevance and usefulness of the 

training, especially when that fitted with their roles and the day-to-day activities. 

The planning efforts, organized by HR departments and capability managers, were 

clear of an annual framework, departmental input and strategic adherence to both 

organizational goals and international standards. 
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The effectiveness and motivation to participate in training varies significantly, 

depending on factors such as employee role, department, and occupation. New 

joiners and mid-level employees were more likely to be engaged and responsive 

while long-term employees sometimes saw training as routine or repetitive. Other 

influencing variables included managerial support, schedule flexibility, and 

relevance of the topics touched on. 

It was clear that all respondents’ companies made efforts to localize global 

frameworks, however, issues such as cultural fitness, the technology needed and 

the effect of activities in the long-term remained in the areas. Various feedback 

mechanisms, such as pre and post-tests, surveys and informal reflections of 

managers, were commonly utilized but were typically unable to record consistent 

behavioral change or workplace performance over time. 

One of the most significant patterns was that training was contributing indirectly to 

retention and employee development, it attached to leadership tracks, certifications 

or appraisal considerations. Nevertheless, the connection between training and 

retention was not consistently quantified or elaborated upon, through HR 

documentation or interviews. 

In synthesis, however, the results indicate that although training initiatives are 

planned strategically, and more responsive, there is still a need to enhance 

customization, evaluation of impact, and sustained involvement to tap into the true 

developmental and retention potentials of training initiatives.  
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5. Discussion 

This chapter aims to discuss the findings presented in the previous chapter in 

connection with the aim and questions of the research. The primary purpose of this 

research involved critical consideration of the design, implementation, and 

experience of training and development programs in Myanmar’s Multinational 

Corporations (MNCs) and its impact on engagement and performance of 

employees. The major questions of the research are the following:  1. How do 

companies conduct their employee’s development and training programs in 

Myanmar? 2. How do employees describe the effect of training and development 

programs on their skills, engagement, and retention in multinational companies 

(MNCs) in Myanmar?  

In this study, the qualitative research design was applied to the three MNC through 

addressing the representatives of HR training and employees by means of semi-

structured interview, with the internal training documents as secondary data. In this 

chapter, the themes generated from the findings are explained through the 

theoretical context, Institutional Theory, Human Capital Theory, and Expectancy 

Theory, and with enough empirical literature. It is through this discussion that 

indicates how the results support, develop or oppose the earlier research, and give 

the controls to training in MNCs in emerging markets like Myanmar. 

 

5.1. Linking Findings with Literature 

This section connects the empirical findings of the study with existing literature and 

relevant theoretical frameworks to interpret the results in a broader academic and 

practical context. It demonstrates how the evidence that resulted from the 

respondent companies converge or differ from the existing theories and studies 

conducted with regards to employee training and development in MNC’s in 

Myanmar. 
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5.1.1. Training Design and Localization 
Based on the findings, it is shown that in the respondent companies, their training 

design is organized and strategically aligned according to the Strategic Human 

Resource Management (SHRM) frameworks (Schuler & Jackson, 2005). Planning 

is still the highly prevalent method taken to design annual training programs based 

on the learning requirements and performance appraisals. This is consistent with 

the literature that does imply that training design should be highly associated with 

strategic business objectives of an organization (Garavan et al., 2021). 

At the same time, the outcomes align with Institutional Theory (DiMaggio & 

Powell, 1983; Scott, 2014), which suggests that organizational practices are shaped 

by the norms, values, and institutional environment of the specific locality in which 

they operate. All the three companies altered their international training programs 

which are provided from the Headquarter, according to Myanmar cultural norms. 

And for the case of Company C, the foreign training content was faced with 

linguistic and contextual adaptation, therefore, exhibiting adaptation of the local 

institutional expectations. According to Greenwood et al. (2017), aligning 

institutional practices with local cultural values enhances institutional legitimacy, 

which in turn fosters greater trust and engagement.  

However, challenges in localization such as the time required to adapt content and 

the lack of locally relevant materials highlight a gap in global HRM models, which 

often prioritize standardization over cultural and contextual relevance (Kadiresan 

et al., 2015). This aligns with previous findings, which had predicted the MNCs in 

emerging markets to be liable in experiencing difficulties when attempting to bring 

together global and local coherence (Kamoche et al., 2005). 

 

5.1.2. Types and Delivery Methods of Training 
The second and third themes (Types of Training and Delivery Method & 

Accessibility) are closely related and will be discussed together to avoid repetition 

and provide a more cohesive analysis. According to the findings, there are large 

number of training categories of mandatory and optional programs that cover hard 

skills (e.g., Excel, Power BI, tax law), soft skills (e.g., Stress management, 
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communication), and safety and compliance (e.g., Fire drills, ISO standards). This 

variety matches Human Capital Theory (Becker, 1964) whereby in the context of 

training, there is a consideration of an investment system aimed at enhancing the 

capability of an employee in long-term benefits for the organization. 

Mandatory training such as having a certification on chemical safety or on food 

safety serves two purposes, that is, achieving legal requirements and enhancing 

sustainability of operations. Optional training programs such as advanced Excel or 

leadership workshops contribute to personal growth and career mobility. This aligns 

with Brewster et al. (2016), who claim that well-structured training pathways in 

MNCs enhance organizational performance and help reduce employee turnover. 

The delivery methods are in many ways, and these include the face to face, online 

as well as the self-directed learning styles (Swanson, 2022) which reflect modern 

HRM practices towards maximizing access and flexibility. LinkedIn learning and 

internal portals from Company B and C are proof of the approach towards 

technological integration in learning and development strategies that are applicable. 

But the difference observed between Company A and Company C shows the 

persistence problem of digital infrastructure in Myanmar, which is in line with 

OECD (2023), that digital readiness in such emerging markets as Myanmar is still 

lacking. 

 

5.1.3. Participation and Motivation 
Managerial support, relevance as well as inner motivation were one of the factors 

that brought up the involvement of employees in training. This is also consistent 

with Expectancy Theory (Vroom, 1964), which proposes that employees are more 

likely to engage in effortful activities, such as training, when they expect that their 

efforts will lead to valuable rewards. 

All the respondents of companies reported an increase in engagement when the 

training can promote them and expanded new work scopes. Managers take an 

important role in motivating employee participation in training, either by proposing 

training options or by actively joining in themselves. Pinder (2014) argues that 

effective leadership strengthens employees’ belief that training will help them 
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achieve their career goals. In the same way, giving certificates or public recognition 

can increase employees’ intrinsic motivation and supports the ‘valence’ aspect of 

Expectancy Theory as stated by Lunenburg (2011). 

Quite interestingly, employees who have been working for more than 6 years had 

low interest in training in most cases because of repetitiveness or irrelevance 

According to Colquitt et al. (2001), employees' perceptions of fairness such as 

whether training opportunities are distributed and relevant can strongly influence 

their motivation and engagement. It also advocates that motivation is not a static 

process but should be evolved training programs by tailoring to employees at 

different stages of their careers. 

 

5.1.4. Feedback and Assessment Mechanisms 
The use of pre-tests, post-tests, surveys, and performance feedback aligns with best 

practices in HRM, helping to assess and improve the overall effectiveness of 

training programs. Also, the IDPs (Individual Development Plans) of Company C 

and anonymous feedback surveys of Company B comply with demand to mention 

the participatory and reflective feedback mechanisms shown in HRM literature. The 

informal practices, such as manager’s reviews and Communities of Practice 

sessions, supplement them and offer qualitative depth, establishing the mixed 

assessment modes proposed by Garavan et al. (2021). 

Nevertheless, a lack of long-term monitoring of the performance outcomes was 

reported as a limitation throughout. Although mechanisms of feedback show short 

term reaction, the ability to trace the long-term behavioral impact of training 

(however measured) is underdeveloped. This is in line with what is said by Debrah 

& Budhwar (2013) about the issue of evaluation gap for HRM practices in 

developing countries. 

 

5.1.5. Effectiveness and Impact 
Training programs were seen to increase confidence and optimize job performance 

in employees within all respondent companies. This in turn favors Human Capital 

Theory whereby investing in training on employees creates skill development and 
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productivity (Becker, 1964). For instance, both Company C’s taxation accountant 

and Company B’s payroll executive stated to have new responsibilities and being 

more confident after training, an aspect that brings out its strategic importance. 

These findings are also aligned with Rousseau’s (2001) theory of the psychological 

contract, which requires that employees expect growth opportunities in exchange 

for their loyalty and performance to the organization. When training is associated 

with perceived organizational support, it can highly promote employee 

commitment as underlined by Kuvaas and Dysvik (2009). 

The value of training is perceived differently, based on tenure. New employees 

engaged highly motivated while long term team members reported a disengaged 

response to the repetitive or generic content. This is consistent with Garavan et al.’s 

(2021) suggestion for career-stage-specific training strategies for the retention of 

motivation in different employee groups. 

 

5.1.6. Challenges 
Major identified issues include cultural differences, communication gaps, access to 

technology, and monitoring long-term training outcome effects. These results find 

the compelling similarities with Hofstede’s cultural dimensions and high-power 

distance and collectivism of Myanmar (Hofstede & Søndergaard, 2001). Such 

cultural tendencies influence training preferences such as group learning and 

hierarchical settings that must be adapted to the creation of culturally appropriate 

learning programs by MNCs. 

Also, the challenge to make global programs suitable to the socio-political and 

technological contexts of Myanmar supports the criticism of Kamoche et al. (2005) 

and Debrah & Budhwar (2013) that Western HRM models are not flexible enough 

to suit the emergent economies. For example, the uneven internet distribution in 

field sites was a restraint to the hybrid training model adopted by Company B, thus, 

highlighting structural inequalities that may not always be in the focus of global HR 

strategies. 

Another key difficulty was the challenge of following-up training effects over a 

long period of time. While employees had a tendency of experiencing immediate 
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benefits, HR representatives recognized the lack of efficient ways to assess the 

long-term impact of training. Besides, uncertainty regarding the need and relevance 

of certain obligatory courses, especially if too generic in nature, points to the 

significance of more customized and more learner-oriented programs. According to 

Swanson (2022), adult learning is most effective when content in training is 

practical, goal oriented, and completely applicable in real life settings. 

Overall, the findings are in equivalence with the theories and models covered in 

Chapter 2. The localization and Cultural adaptation are explained by the 

Institutional Theory. Human Capital Theory supports strategies in investing in skills 

and performance outcomes; and Expectancy Theory explains the behavior related 

to individual participation. At the same time, the issues experienced demonstrate 

the necessity to be more sensitive in the context and to have stronger practices of 

evaluations to make the training more effective in Myanmar’s specific MNC 

environment. 

This research expands the theory and the applicability of employee training and 

development to MNCs in Myanmar. Theoretically, the results have extended the 

applicability of Institutional Theory into the perception that global frameworks 

require cultural adaptation to become relevant and influential in the local setup. 

While the previous studies suggest the institutional pressures for localization 

(Greenwood et al., 2017), this study reveals how MNCs of Myanmar actively 

reformulate global corporate training schemes by introducing culture with familiar 

case studies, the language, and the mode of delivery adequate for the relevant role. 

This confirms that institutional legitimacy of the emerging markets does not only 

depend on compliance processes but also rely on responsiveness to the socio-

cultural norms. 

The study further validates Human Capital Theory through the explanation of the 

way in which training leads to skill acquisition, confidence building and employee 

satisfaction in the case of employees in Myanmar. However, the results also reveal 

that the perceived return on investment (ROI) from training in terms of skill 

development, recognition, or career progression which tends to vary depending on 

how long an employee has been with the company. New employees appreciate 
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training more while the long-serving ones may respond better to other motivational 

approaches. Likewise, the usage of the Expectancy Theory could be seen in how 

the employees’ involvement in training is affected by their expectation that such 

activity would result in recognition or promotion or other (tangible) reward. When 

the employee expects beneficial results, so does his or her willingness to participate 

in training. 

First, the training designed in such a way that combines global standards and 

elements with local content (for example IDPs, feedback loops, or unstructured 

sharing) significantly amplifies relevance and engagement. Second, different 

organizations should develop differentiated approaches to learning for the junior 

and senior employees, noting the changing nature of the motivational factors over 

time. Third, effective tracking through qualitative feedback (e g. department head 

insights, CoP) may turn out more viable than matter-of-fact testing systems in 

developing markets. 

Lastly, the research focuses on the role of managerial encouragement, availability 

of technology, and recognition system of sustaining engagement. For HR 

practitioners and trainers in Myanmar, these findings advocate the usage of the 

hybrid model of structured learning, cultural sensitivity, and individualized learning 

paths that, taken together, contribute to employees’ retention and performance. 
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Theme Theoretical Link 
Contribution to 

Theory 
Practical Implications 

Training Design & 
Localization 

Institutional Theory 

Validates the need for 
cultural adaptation 
beyond compliance to 
ensure legitimacy and 
employee engagement. 

Combine global HQ 
training frameworks 
with localized case 
studies, translation, and 
delivery methods. 

Types & Delivery of 
Training 

Human Capital Theory 

Confirms value of 
diverse training modes 
(online, in-person, 
hybrid) for building 
technical and soft 
skills. 

Offer flexible, job-
relevant training 
methods adapted to 
employee schedules 
and field conditions. 

Participation & 
Motivation 

Expectancy Theory 

Reinforces that 
motivation increases 
when training is seen as 
meaningful and linked 
to future rewards. 

Promote through 
manager endorsement, 
public recognition, and 
clear links to career 
development. 

Feedback & 
Assessment 

Best practices in 
SHRM 

Shows blended 
evaluation (tests, 
surveys, informal 
feedback) enhances 
training 
responsiveness. 

Use pre/post-tests and 
department-level 
qualitative feedback 
(e.g. CoPs, 
performance reviews) 
for impact. 

Effectiveness & 
Retention 

Human Capital Theory 

Confirms that skill-
building improves job 
performance and 
retention, especially 
among new joiners. 

Track training impacts 
over time; use IDPs and 
learning hours in 
promotion decisions. 

Challenges in 
Myanmar Context 

Hofstede, Budhwar & 
Debrah 
(Cultural/Contextual 
HRM) 

Adds empirical depth 
to localization 
constraints in emerging 
markets. 

Address digital divides, 
language gaps, and 
local trainer capacity 
with blended, region-
sensitive strategies. 

 
Table 3 Summary of Theoretical and Practical Contributions (Own Source)  
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6. Conclusion and Recommendations 

6.1. Overview of the Study 

The aim of this research is to study how companies approach employee 

development and training programs in Myanmar and investigate the effectiveness 

of these programs in developing workforce skills and retention. In answering this 

research, two key questions were used as a guide: (1) How do companies conduct 

their employee development and training programs in Myanmar? (2) What are the 

effects of training programs on the motivation and retention of employees? 

To answer these questions, a qualitative case study approach was used where the 

study referred to three MNCs that go by the names Company A, Company B, and 

Company C. The primary data was drawn from semi-structured interviews 

conducted on thirteen participants (one HR representative and a handful of 

employees who were non-managerial) from each of the companies. These 

interviews, which took place online over Zoom because of distance and political 

barriers, established institutional and individual perspectives on training practices. 

To complement the analysis, secondary data was also incorporated which consisted 

of internal company documents like annual training plans and training evaluation 

frameworks. 

Chapter 4 discussed themes with the help of direct quotes and support from 

documents. In Chapter 5, these findings were also connected with important 

theoretical premises in academics, such as Institutional Theory, Human Capital 

Theory, and Expectancy Theory, as well as larger HRM literature. This last chapter 

serves as the conclusion and aims at condensing the most integral conclusions as 

well as presenting real-life suggestions on how to enhance strategies for training in 

MNCs that have been operating in emerging economies such as Myanmar. It also 

reflects the boundaries of the study and provides the possible directions for further 

research. 
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6.2. Main Conclusions 

This study’s results confirm that MNCs operating in emerging markets such as 

Myanmar should prioritize employee training and development as a strategic 

function. On the other hand, companies design and plan these programs in different 

ways due to factors such as cultural expectations, infrastructure, and the 

interpretation of their employees. 

To begin with, the three companies designed their training programs in a systematic 

way every year, trying to keep them in line with directives from their respective 

headquarters. Still, a local concept was found to enhance the success of training 

programs. Offering training materials that fit the culture, translating them, and 

being flexible with time helped many employees’ accesses which are related to the 

training. This matches well with Institutional Theory, since it stresses that cultural 

and societal norms play an important role in guiding organizational actions. 

In addition, most MNCs operating in Myanmar provide a wide variety of training, 

separating them into mandatory topics like compliance & safety and optional ones 

like soft skills and career development. The presence of these two categories is 

consistent with Human Capital Theory, making it clear that companies support 

quick competency gains and future career growth for employees. Blended learning 

options, combining in-person workshops, online sessions, and on-demand video 

lessons, have made training more accessible, but connecting to the internet is still 

difficult in rural parts. 

Both motivation and participation are driven by outside factors (such as recognition 

or awards) and by factors that come from within (like desire to learn). According to 

these results, employees are motivated to participate when they see direct value in 

what they do. Increasing motivation seemed to be a result of recognition strategies, 

including the use of internal leaderboards. 

Means of assessment were also multiple in the companies. From pre- and post-tests 

to anonymous surveys and informal performance feedback, there was various data 

that HR teams laid hands on to assess the efficiency of training. However, the long-

term tracking of the impact continues to be a problem, especially translating 

learning into work at the workplace on a long-term basis. 
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The rated effectiveness of training was mostly favorable. Increased job confidence 

and independence when it comes to tasks, and even promotions, were the outcomes 

that many employees mentioned as the results of their learning experiences. 

However, these differences were found in terms of tenure. The new joiners were 

more enthusiastic than long-term employees who felt some sessions were too 

repetitive. 

Finally, the study revealed continuous limitations, the top among them being the 

challenge of localization, the aspect of technological access gaps and the lack of 

ability to measure long-term results. These underscore the need for the MNCs to 

continuously align their training strategies to the local situations, based on a flexible 

and employee-centered orientation. 

In conclusion, despite the positive strides that MNCs in Myanmar are taking in 

terms of employee training, a more flexible and circumstantially sensitive strategy 

is still needed to fully exploit the potential of the MNCs for employee engagement 

and retention. 

6.3. Recommendations for MNCs in Myanmar 

From the results of this study, the following actionable recommendations are 

recommended in the attempt to make multinational business venturing in Myanmar 

improve on the effectiveness of their training and development activities. 

 

6.3.1.  Strengthen Localization of Training Content 
MNCs need to increase investment in the adaptation of the training materials culture 

and language. Although global training frameworks provide structure, it is 

dependent on how much of an effect they have on the local workforce. Examples, 

case studies and terms should be presented to reflect the culture values and work 

norms in Myanmar. Including local trainers or some of the HR teams in content 

development can increase relevance and engagement. 
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6.3.2. Invest in Technological Infrastructure for Learning Access 
Considering the divides of digital nature at remote and field level, MNCs should 

promote equal access to online learning platforms. This could be in the form of 

giving out devices, enhancing the internet connection at the branch offices, or 

providing offline materials (USB drives, printed modules). Hybrid learning formats 

(combination of the in-person and online) should be extended and developed so that 

no employees are left behind because of their position or job location. 

 

6.3.3. Tailor Training According to Segmentation of Employees 
Training options should be informed by the employee’s experience, role, and career 

stage. New joiners can benefit from basic skills and onboarding, while the senior 

employees might require more advanced or position-specific programs. Motivation 

and improvement of performance is achieved by establishment of learning 

pathways for various categories of employees in line with the career development 

plans. 

 

6.3.4. Enhance Feedback and Monitoring Systems 
Although pre- and post-tests are helpful, MNCs should create long-term 

performance tracking mechanisms that can determine how training is implemented 

in the long run. In this process, managers should participate with check-ins and 

team-based performances. Blending received feedback from employees and 

department heads can be helpful in refining further programs. 

 

6.3.5. Recognize and Incentivize Learning 
Nonfinancial acknowledgement, for instance certificates, internal recognition or 

“learner of the month” recognition may encourage participation. The impact of 

connecting training engagement to internal promotions or performance appraisals 

as has been done in some of the studied firms can also boost training uptake 

particularly for development programs that are not mandatory. 
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6.3.6. Cultivate a culture of life-long learning. 
MNCs need to create a learning culture where skill development is seen as aspects 

of daily duties instead of something to do occasionally. Peer learning, cross-

functional workshops and mentorship schemes can all support this mindset and 

develop more internal capacity. 

6.4. Final Reflections 

The aim of this study was to find out how MNCs in Myanmar develop training 

plans, present training to employees, and judge how effective these efforts are in 

keeping employees engaged and part of the organization. Using thematic analysis 

on interviews between employees and HR, combined with company training 

documents, the study captured both the organizations and employees’ views. 

One of the best parts of this research was learning how MNCs balance global 

standards with local changes in Myanmar. Training frameworks used in Myanmar 

often start with global strategies, though they are implemented here through culture-

specific adjusts and lots of local input and manager involvement. Observing the 

way global and local factors influence HR practices made me appreciate HR 

strategies in the real world much more. 

This study found that issues including technical constraints, problems with 

languages, and uneven employee motivation occurred, proving that more adaptive 

and diverse training models are required. While this study focused on a particular 

group of MNCs and sectors, it revealed important recommendations for HR in other 

organizations too. 

According to the study, helpful training depends as much on a good culture, 

leadership backing, and good rewards, as it does on what is taught. Using a training 

method that fits employees’ needs can help MNCs in Myanmar and similar 

emerging markets construct workforces that are both resilient and motivated. 
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7. Limitations of the Study  

Even though this study offers helpful revelations concerning employee training and 

development in MNCs of Myanmar few limitations should be indicated. Firstly, it 

has been built around rather a small set of companies-Company A, B, and C that 

does offer sectoral and structural diversification but may not fully represent the 

cross section of MNCs in Myanmar. Even though the company size makes it clear 

that they are excellent in their areas of business, generalization of the whole 

research on the MNCs in a country should be done with precision.  

Second, the sample size (an interview with 13 participants) might restrict the 

diversity of representations, especially in the different middle and upper 

management roles that have been underrepresented. Furthermore, the sample was 

biased toward the HR or Training and Development representatives who are 

involved in planning the training and operational employees rather than strategic 

decision-makers, which may be limiting the strategic depth of findings. 

Third, the research given was based on qualitative data; therefore, the kind of 

conclusions drawn are of the interpretative and context specific nature. Thematic 

analysis can provide rich insights into data, but it does not offer statistical 

generalizability. 

Finally, cultural and linguistic translation might have also impacted on how 

questions were expressed and interpreted by the participants despite an effort to 

conduct interviews through the language that was preferred by participants.  Despite 

these limitations, the study remains valid with the triangulation, that is, the use of 

primary interviews and company documentation and concludes with relevant 

findings, which rely on developed theoretical frameworks. 

7.1. Future Research Recommendations: 

With these study constraints in mind, more research is needed to increase and 

improve understanding of training and development at MNCs in Myanmar and 

other emerging markets. It may be helpful for future research to use both surveys 

and interviews, so findings are more comprehensive and detailed. Selecting a 
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diverse mix of MNCs from different fields and speaking with leaders at the regional 

or C-level (chief-level) executives such as Chief Executive Officers (CEOs), Chief 

Human Resources Officers (CHROs), or Chief Operating Officers (COOs) could 

help reveal more about decision-making in these organizations. It would also be 

useful to carry out research that monitors the effects of training on employee results 

and retention. Also, looking at training and localization strategies in Myanmar 

compared to other ASEAN countries could point out trends that are unique to 

Southeast Asia and approaches that work well across nations. 
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Appendices 1 Intervie Guides 

Semi-Structured Interview Guide Research Title: Employee Development and Training 

Programs in MNCs in Myanmar: Challenges and Strategies 

Interview Guide for HR Representatives 

Demographic Information 

● What was your job title, and how long have you been in the role? 

● How long have you been a part of this company? 

Group 1: Training Program Design and Purpose 

● Does your company provide any types of employee training programs? 

● What are the main purposes of these training initiatives? 

● Who creates the training programs? 

● What determines the design of training programs in your company? 

Group 2: Localization and Institutional Adaptation 

● How do you change training programs to a Myanmar context? 

● How had you managed to face challenges when you attempted to localize? 

● Are there any cultural or legal constraints on how training is designed or delivered? 

Group 3: Evaluation and Impact 

● What are you lacking in terms of assessment for the training programs? 

● How have you seen employees respond, perform, or engage after training? 

● What is the effect of training on employee retention in your opinion? 

Group 4: Motivation and Incentives 

● What rewards, promotions or recognitions are there for training completion? 

● What informs employees of the value and results of the training? 

● How does employee feedback follow training? 

 

 

 

  



 

 

Interview Guide for Employees 

Demographic Information 

● What is your job title and how long have you been here working? 

● Have you attended any training programs from the company? 

Group 1: Training Experience 

● As you were getting trained (technical, soft skill, leadership, etc.), what training did you 

receive? 

● How did the training happen (in classroom, online, on the job). 

● Did the training make sense, and did it relate to your job? 

Group 2: Perceptions and Engagement 

● Were you happy that you signed up to train? 

● What training enabled you to do better at or with more confidence at work? 

● If you were starting something new in the future, what would you change or improve in 

the training program? 

Group 3: Career Progression and Retention 

● Has the training helped you progress in your job? 

● Does your result of the training to keep working for the company depend on the training? 

● Why do you stay here working? 

Group 4: Motivation and Expectations 

● Have you been told about getting rewarded or benefits for passing training? 

● Were you grateful that the company appreciated your participation in the training? 

● What would make you participate in future training? 

 

  



 

 

Appendix 2 Information letter  
Participant Information Letter (Information About the Study) 

You are being invited to take part in a research study that is being conducted as part of a 

master's thesis at Dalarna University. Before deciding whether to participate, it is important 

that you understand the purpose of the study, what participation involves, and how your 

information will be used. Please read the following information carefully. Do not hesitate to 

contact the researchers if anything is unclear or if you have any questions. 

Purpose of the Study 

The aim of this study is to explore how multinational companies (MNCs) in Myanmar 

design and implement employee training and development programs, and how these 

initiatives influence employee engagement, skills development, and retention. The 

research investigates both the strategic approaches taken by HR departments and the 

personal experiences of employees who have participated in such programs. 

Why You Have Been Invited 

You have been invited to participate in this study because you are either a Human 

Resource (HR) representative involved in designing or managing training and 

development programs, or an employee who has participated in such programs within 

a multinational company (MNC) operating in Myanmar. Your views and knowledge 

play a key role in figuring out how training programs are formed, implemented and 

understood and what effect they have on employees’ care for the company, skills and 

desire to remain. Insights you give will add valuable ideas for developing training 

strategies in similar organizations. 

What Participation Involves 

If you agree to take part, you will be asked to participate in a semi-structured 

interview. The interview will take approximately 60 minutes and will be conducted 

online via Zoom. With your permission, the interview will be audio-recorded to 

ensure that your responses are captured accurately. Participation is entirely voluntary. 

You are free to decline to answer any question, and you may withdraw from the study 

at any time without providing a reason. 

Possible Risks and Benefits 

The interview may include questions about your workplace experiences that could be 
personal or sensitive in nature. Although there are no anticipated risks, some 



 

 

participants may find some of the questions related to workplace difficulties 
emotionally sensitive. You are not required to answer any question that makes you 
uncomfortable. 

There are no direct benefits for you as a participant; however, the knowledge gained 
from this study may contribute to improving inclusion practices and workplace 
policies for neurodivergent employees. 

Confidentiality and Data Protection 

All the information you provide will be kept confidential. Your responses will be 

anonymized and handled in accordance with the General Data Protection Regulation 

(GDPR). 

 Audio recordings will be transcribed and anonymized. 

 No names or identifying details will appear in the thesis or in any publications. 

 Demographic information (such as age, gender, employment status, job 

position, and organization) will be handled confidentially and anonymized in 

the thesis and any publications. 

 Only the researchers and supervisors will have access to the data. 

 Data will be stored securely on password-protected devices. 

 All data will be deleted no later than three years after the start of data collection, or 

once the thesis has been examined and approved, whichever occurs first. 

Dalarna University is responsible for data processing. Under GDPR, you have the right to 

request access to your data, correct any inaccuracies, or request deletion. For further 

information, you may contact the university’s data protection officer. 

Voluntary Participation and Right to Withdraw 

Your participation in this study is entirely voluntary. You may withdraw from the 

study at any point, without explanation and without any consequences 

Contact Information 

If you have any questions or would like further information, please contact:  

Researchers: 

Moe Myint Htet (email- h24moemy@du.se) 

Supervisor:  

Mårten Hugosson (Email: mhu@du.se)



 

 

Consent Form 

I have received both oral and written information about the study and have had the 

opportunity to ask any questions I may have. I will keep a copy of the written 

information. 

I consent to: 

 

 Participating in the study Employee Development and Training Programs in MNCs 
in Myanmar: Challenges and Strategies 

 The processing of my personal data as described in the participant information sheet 

 The following personal data being collected: name (for communication and 

scheduling purposes), audio recording of the interview, and demographic 

information (age, gender, employment status and job position) 

 The personal data being used for: analysis related to employee training and 

development experiences, organizational challenges, workforce engagement, 

skill development, and retention in multinational companies operating in 

Myanmar 

 The collected data will be retained until the thesis has been examined and graded. 

After this, all personally identifiable data, including audio recordings and 

transcripts, will be securely deleted. The university may retain anonymized data for 

longer periods, but this will not include any recordings or identifiable information. 

The data will be deleted no later than three years from the start of data collection. 

 

Place and Date: ---------------------- 

Participant Signature---------------- 

  



 

 

Appendix 3 – AI Declaration Form  
 

DECLARATION 
I hereby declare that this thesis represents my own work.  

 

During the preparation of this work, I used the following AI tools and the  

purpose for their use is:  

1. ChatGPT - In my thesis, I have used this tool for checking my APA7th Edition citation.  

2. Maestra- To transcribe the interviews and translation. 

 

As author, I have reviewed and edited the content as needed and take full responsibility for  

the content of the thesis. 

 

 

Signature -     

 

 

Date -   30.05.2025 


