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Abstract
This study examines the relationship between learning interventions and employee performance among selected personnel of the Professional Regulation Commission (PRC) Central Office in Manila, Philippines. Grounded in Kirkpatrick’s Four-Level Training Evaluation Model, Human Capital Theory, and New Public Management (NPM) Theory, the research investigates how structured learning and development (L&D) programs influence key performance indicators including work quality, efficiency, teamwork and collaboration, and adaptability. A mixed-method research design was employed, combining a descriptive-correlational quantitative approach with qualitative insights from key informant interviews. Quantitative data were collected through a structured survey questionnaire administered to 171 PRC personnel who had participated in at least one learning intervention between 2022 and 2024, while qualitative data were obtained through interviews with five informants involved in training planning and implementation. Descriptive statistics and Pearson correlation analysis were used to analyze quantitative data, while thematic analysis was applied to qualitative responses. Findings revealed that PRC learning interventions received highly positive evaluations across reaction, learning, behavior, and results dimensions. Employees reported high levels of performance in work quality (M = 3.62), work efficiency (M = 3.58), teamwork and collaboration (M = 3.80), and adaptability (M = 3.60). Statistical analysis indicated a significant and moderately positive relationship between learning interventions and overall employee performance (r = 0.650, p = 0.0001), suggesting that structured training programs contribute to improved workplace competencies and productivity. Despite these positive outcomes, challenges such as limited resources, workload constraints, and the need for more strategic training planning were identified. The study recommends strengthening training evaluation systems, expanding digital skills and leadership development programs, and implementing post-training reinforcement mechanisms such as mentoring and coaching to sustain performance improvements. The study supports Sustainable Development Goal (SDG) 8: Decent Work and Economic Growth, SDG 16: Peace, Justice, and Strong Institutions, and SDG 4: Quality Education, as it highlights the importance of continuous professional development in strengthening workforce competence and improving institutional performance. By providing empirical evidence on the effectiveness of learning interventions in a government regulatory agency, the research contributes to institutional sustainability and public sector capacity-building, supporting evidence-based human resource development and improved public service delivery.
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[bookmark: _Hlk224042391]Introduction 
Continuous professional development has become an essential strategy for improving organizational effectiveness and employee performance in public institutions worldwide (Harunavamwe & Mnqayi, 2021). Government agencies increasingly implement structured learning interventions to equip employees with skills needed to meet evolving job demands and public expectations (Li, 2022). In the Philippine context, government agencies face growing pressure to provide efficient, transparent, and high-quality public services. The Professional Regulation Commission (PRC), tasked with regulating professional practice in the country, implements various learning and development (L&D) programs including technical training, capability-building seminars, leadership development, and values formation workshops to strengthen personnel competence and institutional performance. Despite the implementation of these programs, empirical evidence regarding the direct relationship between learning interventions and employee performance within the PRC Central Office remains limited. Many training programs are implemented without systematic evaluation, creating uncertainty about whether these initiatives effectively enhance productivity, service quality, and professional behavior. This study therefore examines the relationship between learning interventions and employee performance among selected PRC Central Office personnel, focusing on performance indicators such as work quality, efficiency, teamwork, and adaptability.

1.1 Learning Interventions and Employee Performance in the Professional Regulation Commission (PRC) Central Office
Public sector institutions increasingly recognize learning interventions as strategic tools for enhancing workforce competence and improving organizational performance (Harunavamwe & Mnqayi, 2021). Training programs allow employees to acquire new knowledge, develop skills, and adapt to changing professional demands, particularly within government agencies responsible for delivering public services (Li, 2022). In regulatory institutions such as the Professional Regulation Commission, the need for competent and responsive personnel is critical because the agency ensures professional standards and public trust in regulated professions. The PRC Central Office implements a range of learning interventions, including technical training, leadership development programs, capability-building seminars, and workshops focused on values formation. These programs aim to strengthen employee competence and improve institutional performance in response to increasing demands for efficiency, transparency, and responsiveness in public service. However, despite substantial investments in training programs, there is limited empirical evaluation of how such interventions influence employee performance outcomes. Many programs lack systematic assessment mechanisms that measure improvements in productivity, service quality, or workplace behavior. Without structured evaluation processes, training initiatives may become misaligned with institutional goals or fail to address actual competency needs. This study therefore seeks to determine how learning interventions influence employee performance among selected personnel of the PRC Central Office.

1.2 Learning and Development Interventions as Drivers of Employee Performance in Public Sector Organizations
Existing literature highlights the importance of learning and development programs in strengthening the competencies of government employees and improving organizational performance. Traditional training alone is insufficient to address the complex and evolving demands of public service; instead, learning initiatives must align with organizational goals and workforce competency needs (CABEM, 2024). Learning and development programs fill performance and competency gaps by enabling employees to acquire critical knowledge and skills necessary for effective management and operational efficiency (Estuche et al., 2024). In the Philippine context, organizations implement diverse training interventions such as technical skill development, leadership training, mentorship programs, and hybrid learning platforms to support workforce development (Tampon, 2024). These initiatives foster a culture of continuous learning and adaptability within institutions. Studies have also demonstrated the positive effects of learning programs on employee well-being and workplace performance. For instance, Jimenez and Velasco (2025) evaluated a behavioral intervention program for Cebu City government employees and found that participation in development activities significantly improved aspects of employee well-being, particularly social and intellectual wellness. Employee performance in public service is widely recognized as a critical factor in organizational success and public service delivery (Santillan, 2022). Workplace experiences significantly influence employees’ mental health, skills, and behavior, which in turn affect performance outcomes (Onwunyi & Mba, 2021). Effective performance evaluation systems therefore play a strategic role in improving government organizational performance (Puspita Dewi et al., 2024). Research further shows that education and training initiatives contribute positively to bureaucratic performance and service delivery in local government institutions (Ruhana et al., 2023). However, organizational performance is also influenced by multiple factors such as motivation, incentives, leadership, and workplace environment (Elamalki et al., 2024). Studies demonstrate that training, leadership, and workplace conditions collectively affect employee performance (Ahma and Brhane, 2020), while training and development programs significantly enhance public service delivery through improved employee performance (Ismail Nor, 2023).

1.3 Learning Interventions and Public Sector Workforce Development in the Philippine and Global Context
Globally, public sector organizations face increasing expectations to deliver efficient and high-quality services to citizens. Governments therefore prioritize workforce capacity-building initiatives to strengthen institutional performance and improve service delivery (Ghebregiorgis & Negusse, 2022). Training and development programs help employees acquire new skills, adapt to changing work environments, and assume greater responsibilities within organizations (Ellis, 2024). In the Philippine public sector, learning interventions play a critical role in developing professional competencies and enhancing bureaucratic efficiency (Boongaling et al., 2020). However, many organizations struggle to achieve the full benefits of learning programs due to challenges in planning, implementation, evaluation, and optimization (Carruthers, 2024). Studies emphasize that career development initiatives improve employee commitment, competence, and productivity when supported by adequate institutional resources and policies (Nyoni, 2024). Effective training programs must also align with organizational goals and maximize the potential of employees to deliver quality public services (Mendoza and Bautista, 2022). Research in local government units further indicates that employees perceive training programs as beneficial for improving teamwork, communication, and service quality, although comprehensive training plans are still needed to ensure alignment with institutional objectives (Jinee et al., 2024). Organizational culture, leadership effectiveness, and employee engagement also play essential roles in enhancing the outcomes of training initiatives (Mohamed et al., 2025; Zweni, 2023; Jafri et al., 2025).

1.4 Theoretical Foundations Explaining the Relationship Between Learning Interventions and Employee Performance
This study is grounded in three complementary theoretical perspectives: Kirkpatrick’s Four-Level Training Evaluation Model, Human Capital Theory, and New Public Management (NPM) Theory. Kirkpatrick’s Four-Level Training Evaluation Model provides a systematic framework for assessing training effectiveness through four stages: reaction, learning, behavior, and results (Kirkpatrick & Kirkpatrick, 2006). The model suggests that training effectiveness can be measured by examining participant satisfaction, knowledge acquisition, behavioral changes in the workplace, and broader organizational outcomes. In this study, particular emphasis is placed on behavioral change and performance outcomes as indicators of training effectiveness. Human Capital Theory explains that investments in education and training enhance workers’ productivity by improving their skills and competencies (Becker, 1993). Learning interventions therefore function as investments that strengthen employees’ technical expertise, improve efficiency, and enhance collaborative problem-solving capabilities within organizations. New Public Management Theory highlights the importance of efficiency, accountability, and performance-based management in the public sector (Hood, 1991). Within this framework, government institutions emphasize measurable results, effective service delivery, and adaptive organizational practices. Learning interventions aligned with NPM principles support improved employee performance by enhancing service quality, teamwork, and problem-solving capacity. Together, these theories provide a comprehensive framework for examining how learning interventions influence employee performance in terms of work quality, efficiency, teamwork and collaboration, and adaptability.

1.5 Research Gap in Evaluating Learning Interventions and Employee Performance in the PRC Central Office
Although numerous studies confirm that learning and development initiatives improve public sector performance, empirical evidence specific to the operational context of the Professional Regulation Commission remains limited. Existing research primarily focuses on national government agencies, local government units, or generalized public sector contexts without examining agency-specific outcomes. Moreover, many studies rely on perception-based assessments rather than quantitative analysis linking training participation to measurable performance indicators. As a result, there is insufficient evidence demonstrating how learning interventions influence productivity, efficiency, and professional behavior within the PRC Central Office. This research addresses this gap by systematically evaluating the relationship between learning interventions and employee performance among selected PRC personnel. By generating empirical evidence, the study aims to support evidence-based decision-making in the design, implementation, and evaluation of training programs within the agency.

1.6 Contribution of Learning Interventions in Public Sector Institutions to Sustainable Development Goals (SDGs)
This study contributes to several Sustainable Development Goals related to public sector capacity development and institutional performance. The research supports SDG 8 – Decent Work and Economic Growth by strengthening workforce competence and productivity through effective learning and development programs. Enhancing employee skills and performance contributes to improved service delivery and institutional efficiency. The study also aligns with SDG 16 – Peace, Justice, and Strong Institutions, which emphasizes the development of effective, accountable, and transparent institutions. By evaluating the effectiveness of training programs in a government regulatory agency, the research contributes to strengthening institutional performance and governance. Additionally, the study supports SDG 4 – Quality Education, particularly in promoting lifelong learning opportunities for government employees through structured professional development programs.

1.7 Contribution of Learning Interventions and Employee Performance Research to Institutional and Socio-Economic Sustainability
This research contributes to socio-economic sustainability by strengthening public sector capacity and improving the efficiency of government institutions responsible for professional regulation. Effective learning interventions enhance workforce competence, enabling institutions to deliver higher-quality public services. The study also supports institutional sustainability by promoting evidence-based approaches to human resource development. Evaluating the effectiveness of training programs allows organizations to allocate resources strategically and ensure that learning initiatives align with institutional goals and competency requirements. Furthermore, the research contributes to governance and policy sustainability by providing empirical insights that can inform capacity-building strategies across government agencies. By demonstrating how learning interventions influence employee performance, the study supports the broader objective of building a professional, motivated, and high-performing civil service capable of meeting evolving societal demands.

Materials and methods
2.1 Research Design
The study employed a mixed research design combining a descriptive-correlational quantitative approach with qualitative data collection through key informant interviews. This approach allowed the researchers to obtain both statistical evidence and contextual insights regarding the relationship between learning interventions and employee performance at the PRC Central Office. The integration of quantitative and qualitative methods strengthens research validity because statistical analysis identifies relationships among variables while qualitative data provide deeper explanations of the findings (Creswell & Plano Clark, 2018; Raimondo & Newcomer, 2017). The quantitative component examined the types of learning interventions attended by personnel, the frequency of participation, and employee performance indicators such as work quality, efficiency, teamwork, and adaptability. The descriptive-correlational design enabled the researchers to determine the direction and strength of relationships between learning interventions and performance outcomes without manipulating variables or implementing experimental control. Quantitative research was appropriate because it objectively measures variables using numerical data for analysis (McMillan & Schumacher, 2014). Descriptive-correlational research focuses on describing naturally occurring relationships between variables (Field, 2018). Data were gathered through a structured survey questionnaire administered to PRC Central Office personnel who had participated in at least one learning intervention between 2022 and 2024. Descriptive statistics such as frequency, percentage, and weighted mean were used to summarize patterns of participation and performance, while Pearson correlation analysis determined the relationship between learning interventions and employee performance (Field, 2018). Surveys are widely used in public sector research because they allow the collection of data from larger groups of respondents and support generalization of findings (Babbie, 2020; Vigoda-Gadot & Vashdi, 2020). The qualitative component involved Key Informant Interviews with five individuals involved in planning, implementing, or evaluating learning interventions within the PRC, such as training officers, HR personnel, and supervisors. The interviews explored perceptions of the effectiveness, challenges, and outcomes of training programs in relation to Kirkpatrick’s Four-Level Training Evaluation Model. Qualitative data were analyzed using thematic analysis to complement and contextualize the statistical findings (Creswell & Plano Clark, 2018). Ethical standards were observed throughout the research process. Respondents and key informants were informed about the study’s purpose and procedures and provided voluntary consent before participation. Confidentiality and anonymity were maintained, and all data were used solely for academic purposes (Kaiser, 2009; Killawi et al., 2014).

2.2 Locale of the Study
The study was conducted at the Professional Regulation Commission (PRC) Central Office located in Manila, Philippines. The PRC is the national government agency responsible for regulating and supervising the practice of professions in the country. The central office houses various divisions and functional units responsible for professional regulation, licensure, administrative support, and policy implementation. The research focused on personnel working in different departments and service divisions of the PRC Central Office who had participated in formal learning and development interventions organized or endorsed by the agency between 2022 and 2024. Conducting the study within this locale allowed the researchers to examine how learning interventions influence employee performance within the operational context of a national regulatory agency.

2.3 Respondents of the Study
The respondents of the study consisted of selected personnel from the PRC Central Office who had participated in at least one formal learning and development intervention between 2022 and 2024. These respondents included both rank-and-file employees and supervisory personnel from various divisions and departments within the organization. The participants represented employees with diverse roles, professional backgrounds, and lengths of service within the institution. Their experiences with training programs provided relevant information regarding the types of learning interventions attended, the frequency of participation, and their perceived performance in terms of work quality, efficiency, teamwork, and adaptability. Participation in the study was voluntary, and respondents were assured that their responses would remain confidential and anonymous.

2.4 Sample and Sampling Procedure
The target population consisted of employees from the PRC Central Office who had participated in at least one learning and development intervention from 2022 to 2024. The population included both rank-and-file employees and supervisory personnel from different organizational units. To determine the sample size, the researchers applied Slovin’s formula using a confidence level of 95 percent and a margin of error of ±5 percent. Based on the total population of 269 eligible employees, a target sample of 161 respondents was computed for the study. Purposive sampling, a non-probability sampling technique, was used to select participants who met the inclusion criteria. Only employees who had attended at least one formal learning intervention during the specified period were included in the study. Purposive sampling is appropriate when researchers select participants who possess relevant experience or knowledge related to the research variables (Palinkas et al., 2015). This approach allowed the researchers to focus on individuals whose experiences directly relate to the evaluation of learning interventions and employee performance. The selected sample included employees with varying positions, departments, and years of service to capture diverse perspectives regarding the relationship between training participation and job performance within the PRC Central Office.



2.5 Research Instrument
The primary data collection tool used in the study was a structured survey questionnaire developed by the researchers. The questionnaire was designed to collect quantitative data addressing the specific objectives of the study. It was written in English to facilitate content validation by subject-matter experts and ensure clarity of the instrument’s objectives and constructs. The instrument was distributed using Google Forms, which allowed efficient collection of responses from participants. A total of 171 respondents completed the survey. In addition, qualitative data were collected through face-to-face interviews with five key informants using a semi-structured interview guide. The mixed-method approach strengthened the study by integrating quantitative survey results with qualitative insights. The questionnaire consisted of four major sections. The first section collected demographic information including age, sex, position or designation, years of service in the PRC Central Office, department or division, number of learning and development interventions attended, and mode of training. These variables provided contextual information for analyzing respondent characteristics. The second section assessed respondents’ perceptions of the agency’s learning interventions based on four domains: reaction, learning, behavior, and results. Each domain included statements rated using a four-point Likert scale to measure the perceived effectiveness of training programs. The third section evaluated employee performance across four dimensions: work quality, work efficiency, teamwork and collaboration, and adaptability and problem-solving. These dimensions were theoretically grounded in Kirkpatrick’s Four-Level Training Evaluation Model, particularly the behavior and results levels, which demonstrate how acquired learning translates into workplace performance (Kirkpatrick & Kirkpatrick, 2006). The indicators were also supported by Human Capital Theory, which explains that acquired knowledge and skills enhance employee productivity and efficiency (Becker 1993), and by New Public Management Theory, which emphasizes efficiency, teamwork, adaptability, and service quality as core performance expectations in public sector institutions (Hood 1991). Respondents rated statements describing work behaviors and competencies using a four-point Likert scale. The final section gathered respondents’ recommendations regarding potential learning intervention strategies. Participants rated proposed training programs and were given the opportunity to suggest additional strategies or provide comments regarding the content, delivery, and relevance of training initiatives. Before full implementation, the instrument underwent pilot testing with 30 PRC employees who were not part of the final sample. The pilot test evaluated the clarity, relevance, and comprehensibility of survey items. Internal consistency reliability was assessed using Cronbach’s Alpha, which indicated acceptable to excellent reliability across all major variables. Based on the pilot testing results, the questionnaire was refined before being used for actual data collection.

2.6 Data Gathering Procedure
Data collection followed a systematic process. First, the researchers obtained approval from the appropriate academic research committee or ethics review board. After approval, a formal endorsement letter was sent to the PRC Central Office requesting permission to conduct the study and distribute the survey questionnaire to personnel. Upon receiving authorization, the researchers coordinated with the PRC Human Resource Development office or designated focal personnel to identify employees who met the study’s inclusion criteria. Eligible respondents were those who had participated in at least one learning intervention between 2022 and 2024. The survey instrument was validated by experts in public administration and human resource management to ensure content accuracy and clarity. Following validation, the instrument underwent pilot testing with selected PRC employees who were not included in the final sample. Feedback from pilot respondents was used to improve the wording, structure, and clarity of the questionnaire. After finalizing the instrument, the survey was distributed to the target respondents through online platforms using Google Forms. Participants were informed about the purpose of the study, the estimated time required to complete the questionnaire, and ethical considerations such as voluntary participation and confidentiality. Respondents were given approximately two to three weeks to complete the survey, and reminders were sent to encourage participation. Completed questionnaires were collected and reviewed to ensure completeness. Responses with significant inconsistencies or incomplete data were excluded from the analysis. The valid responses were encoded into statistical software for analysis. In addition to the survey, qualitative data were gathered through semi-structured interviews with selected key informants. The interviews explored participants’ experiences and perceptions regarding learning and development interventions. The responses were recorded, transcribed, and analyzed using thematic analysis based on the six-phase framework proposed by Braun and Clarke (2006). This approach allowed the researchers to identify patterns and themes that complemented the quantitative findings.

2.7 Data Analysis Techniques
The collected data were encoded and analyzed using both descriptive and inferential statistical techniques to address the research questions and hypotheses. Frequency and percentage were used to describe the demographic characteristics of respondents and the distribution of learning interventions attended. Weighted mean was used to determine the average frequency of participation in learning and development interventions and the average level of employee performance across the identified indicators. Responses measured through the Likert scale were interpreted using descriptive categories to reflect the level of agreement or frequency. Pearson correlation analysis was applied to determine whether a significant relationship existed between learning interventions and employee performance. This statistical method measures the strength and direction of the association between two continuous variables (Field, 2018). The level of significance for hypothesis testing was set at 0.05. Qualitative data obtained from interviews were analyzed using thematic analysis following Braun and Clarke’s (2006) six-phase procedure, which includes familiarization with the data, generating initial codes, identifying themes, reviewing themes, defining and naming themes, and producing the final report. The thematic analysis provided insights that supported and contextualized the quantitative results. All statistical analyses were conducted using Microsoft Excel and IBM SPSS Statistics to ensure accuracy and reliability in data processing and interpretation.

Results and Discussion 
3.1 Respondent Profile and Exposure to PRC Learning Interventions
3.1.1 Age Distribution of Respondents
Most respondents belonged to the 36–40 age group (26.3%), followed by employees aged 41–45 (18.1%) and 31–35 (17.5%). Smaller proportions were distributed among younger and older age groups, with very few respondents aged above 60. This distribution indicates that the majority of participants are in the middle stage of their professional careers, a period often associated with increasing responsibilities, leadership preparation, and continuous skills development. Employees in this stage are typically more receptive to training initiatives because they seek to enhance competencies and advance professionally (Armstrong & Taylor, 2020). The presence of diverse age groups also suggests the importance of flexible learning approaches that accommodate varying experience levels and learning needs.

3.1.2 Sex Distribution of Respondents
Female employees constituted the majority of the respondents (64.9%), while males represented 34.5%, with only one respondent not specifying gender. This pattern reflects the broader workforce composition within many Philippine public sector institutions, where women are widely represented in administrative and regulatory roles. Workforce diversity, particularly gender diversity, has been associated with improved collaboration and inclusive participation in organizational learning initiatives (United Nations Development Programme, 2018). Differences in learning engagement and training utilization across genders may also influence how training outcomes translate into performance improvements.

3.1.3 Organizational Position of Respondents
More than half of the respondents were rank-and-file employees (52.6%), while 47.4% held supervisory or managerial roles. The nearly balanced representation between operational staff and supervisors allows the study to capture perspectives across hierarchical levels. Training needs differ depending on role responsibilities; frontline employees focus on task execution and service delivery, whereas supervisors emphasize coordination, leadership, and performance monitoring (Noe, 2020). Including both groups enhances the validity of the evaluation of learning interventions and their organizational impact.

3.1.4 Length of Service of Respondents
A large proportion of respondents had relatively short organizational tenure, with 35.7% serving one to five years and 28.7% serving six to ten years. Employees in early and mid-tenure stages are typically engaged in acquiring institutional knowledge and professional competence. Training needs therefore vary according to tenure, with newer employees requiring foundational orientation while experienced personnel benefit from advanced or leadership-oriented development programs (Dessler, 2020). The distribution highlights the need for multi-tiered learning interventions that address both entry-level competency development and long-term career advancement.

3.1.5 Training Exposure of Respondents
Most respondents reported attending between one and ten training programs (52.0%), while others attended between eleven and twenty training programs (21.6%). Only one respondent reported no participation in training. Frequent participation in training programs supports continuous learning and strengthens the transfer of knowledge and skills into workplace practice. Regular training exposure reinforces job-related competencies and helps employees remain aligned with evolving policies, technologies, and organizational standards (Salas et al., 2012). However, variations in training exposure suggest that organizations must ensure equitable access to learning opportunities across employee groups.

3.1.6 Mode of Training Delivery
Blended learning was the most common training mode experienced by respondents (64.9%), followed by online training (19.9%) and face-to-face training (14.6%). The dominance of blended learning reflects the growing adoption of flexible training models that combine digital and in-person approaches. Blended learning environments provide accessibility, flexibility, and opportunities for practical engagement, making them particularly effective in professional training contexts (Graham, 2013). The use of multiple training modes indicates an institutional effort to accommodate diverse learning preferences and operational constraints.

3.2 Assessment of PRC Learning Interventions
3.2.1 Reaction to Learning Interventions
Respondents expressed very positive reactions toward PRC learning interventions, with an overall mean of 3.63 interpreted as strongly agreeing. The highest score reflected willingness to participate in training programs (M = 3.88), followed by the availability of guidance during training sessions (M = 3.61). Participants also strongly agreed that training activities involving digital tools were relevant to their job assignments (M = 3.52) and that digital literacy materials were clear and understandable (M = 3.51). Positive participant reactions indicate that PRC learning programs are perceived as relevant, supportive, and accessible. According to Kirkpatrick and Kirkpatrick (2006), favorable trainee reactions represent the first level of training evaluation and serve as a prerequisite for effective learning and behavioral change. Training literature further emphasizes that motivation, instructional clarity, job relevance, and interactive learning environments significantly influence positive learner responses and training effectiveness (Knowles et al., 2015; Noe, 2020; Salas et al., 2012; Sitzmann et al., 2008).

3.2.2 Learning Outcomes of Training Programs
The learning dimension also received a strong evaluation with an overall mean of 3.63, indicating that respondents perceived meaningful gains in knowledge, skills, and attitudes from the PRC training programs. The highest rating was given to post-training activities that reinforce learning (M = 3.79), followed by digital literacy training improving work performance (M = 3.61). Mental health awareness discussions (M = 3.60), emotional well-being workshops (M = 3.58), and stress management sessions (M = 3.55) were also strongly supported. These results suggest that PRC learning interventions successfully address both technical and psychosocial competencies. Reinforcement mechanisms such as follow-up tasks and reflective activities play a crucial role in strengthening knowledge retention and skill transfer (Salas et al., 2012). Digital literacy training is particularly important in technology-driven workplaces (Van Laar et al., 2017), while well-being programs improve coping abilities and emotional regulation among employees (Gross, 2015; World Health Organization, 2022). These outcomes align with the learning level of Kirkpatrick’s evaluation framework (Kirkpatrick & Kirkpatrick, 2006).

3.2.3 Behavioral Changes After Training
Participants strongly agreed that PRC learning interventions influenced their workplace behavior, with an overall mean of 3.60. Reflection and self-assessment practices received the highest rating (M = 3.67), followed by the application of leadership training in daily work (M = 3.63) and participation in team-building activities (M = 3.59). Ethical leadership practices (M = 3.58) and improved communication, decision-making, and problem-solving skills (M = 3.54) also received strong support. Behavioral change demonstrates that training outcomes extend beyond knowledge acquisition and are applied in workplace practice. According to Kirkpatrick and Kirkpatrick (2006), behavioral change represents the third level of training evaluation, indicating successful transfer of learning. Factors such as reflective practice, managerial support, and opportunities to apply new skills enhance the likelihood of behavioral change (Baldwin & Ford, 1988). Leadership and team-building interventions are also known to strengthen teamwork, ethical conduct, and collaborative performance (Day et al., 2014; Yukl, 2013).

3.2.4 Organizational Results of Learning Interventions
The results dimension received an overall mean of 3.60, showing that respondents perceived significant improvements in productivity, workflow organization, and job performance. Evaluation and control techniques and planning and coordination exercises both received the highest ratings (M = 3.64), followed by systematic work processes that improve productivity (M = 3.59). Administrative skills (M = 3.57) and time management (M = 3.56) were also strongly endorsed. These findings indicate that PRC training programs contribute to measurable organizational outcomes. The results level of Kirkpatrick’s evaluation model focuses on training impacts such as productivity, efficiency, and quality improvement (Kirkpatrick & Kirkpatrick, 2006). Training programs that strengthen administrative competence, planning, and coordination are known to enhance organizational performance and operational effectiveness (Aguinis & Kraiger, 2009; Salas et al., 2012; Blume et al., 2010).

3.3 Employee Performance Outcomes
3.3.1 Work Quality
Employees demonstrated high levels of work quality with an overall mean of 3.62. The highest rating reflected employees carefully checking their work for quality compliance (M = 3.69), followed by efforts to improve output quality (M = 3.68) and prioritizing activities to complete tasks effectively (M = 3.67). Completing assigned tasks accurately (M = 3.56) and meeting performance standards (M = 3.51) also received strong agreement. Work quality is a key dimension of job performance involving accuracy, thoroughness, and adherence to standards (Campbell et al., 1993). High work quality has been linked to organizational effectiveness, employee retention, and service satisfaction (Borman & Motowidlo, 1997). Employees who demonstrate conscientiousness, task prioritization, and proactive improvement behaviors contribute significantly to organizational productivity (Sonnentag & Frese, 2002).



3.3.2 Work Efficiency
Work efficiency also received high ratings with an overall mean of 3.58. The highest scores reflected employees finishing tasks within deadlines with minimal supervision (M = 3.64) and effectively managing time and workload (M = 3.64). Applying tools or systems to improve efficiency (M = 3.62) and avoiding unnecessary delays (M = 3.59) were also strongly supported. Efficient work practices reflect employees’ ability to manage time, resources, and tasks effectively. According to Borman and Motowidlo (1997), efficiency contributes to contextual job performance and supports organizational productivity. Effective time management, prioritization, and use of workplace tools further enhance operational efficiency (Sonnentag & Frese, 2002; Kreitner & Kinicki, 2012).

3.3.3 Teamwork and Collaboration
The teamwork and collaboration dimension received the highest overall performance rating (M = 3.80). Employees reported strong willingness to collaborate in resolving team challenges (M = 3.84), actively contribute to team discussions (M = 3.83), and respect diverse opinions (M = 3.82). Knowledge sharing and maintaining positive relationships with colleagues were also strongly rated. Effective teamwork requires communication, mutual support, and shared accountability (Salas et al., 2015). High-performing teams demonstrate trust, open communication, and a shared commitment to solving problems (Katzenbach & Smith, 2006). Collaborative work environments therefore play a critical role in achieving organizational goals and improving service outcomes (Hackman, 2011).

3.3.4 Adaptability and Problem-Solving
Employees also demonstrated strong adaptability and problem-solving capabilities with an overall mean of 3.60. The highest rating was given to systematically analyzing problems before deciding on solutions (M = 3.68), followed by adjusting work approaches when new priorities arise (M = 3.63). Employees also reported adapting to procedural changes and generating alternative solutions to problems. Adaptability is an essential competency in modern organizations, allowing employees to manage uncertainty and adjust to evolving work conditions (Pulakos et al., 2000). Effective problem-solving involves analytical thinking, creativity, and structured decision-making (Mumford et al., 2000). Employees who demonstrate resilience and flexibility contribute significantly to organizational innovation and productivity (Schmitt et al., 2003).

3.4 Relationship Between Learning Interventions and Employee Performance
3.4.1 Learning Interventions and Work Quality
A statistically significant relationship was observed between learning interventions and work quality, with an overall moderate correlation (r = 0.570, p = 0.0001). Individual dimensions of learning interventions showed weak to moderate correlations with work quality, with the results dimension showing the strongest association. These findings indicate that effective training programs contribute to improved work accuracy, thoroughness, and performance standards. Positive trainee reactions, learning acquisition, behavioral application, and organizational outcomes collectively enhance employee performance (Kirkpatrick & Kirkpatrick, 2006). Training programs aligned with organizational objectives are known to produce measurable improvements in work quality (Aguinis & Kraiger, 2009; Salas et al., 2012).

3.4.2 Learning Interventions and Work Efficiency
Learning interventions also demonstrated a significant relationship with work efficiency (r = 0.421, p = 0.0001), although the correlations were relatively weak across individual dimensions. These findings suggest that training contributes to improved task management, productivity, and time utilization, although other factors such as organizational support and individual capabilities also influence efficiency outcomes. Previous research confirms that training programs improve employee productivity and time management, even when the statistical relationships are modest (Aguinis & Kraiger, 2009; Salas et al., 2012).
		
3.4.3 Learning Interventions and Teamwork
A significant relationship was also observed between learning interventions and teamwork performance (r = 0.426, p = 0.0001). Training programs that enhance communication, collaboration, and interpersonal skills encourage stronger teamwork behaviors. Positive training experiences promote team commitment and social interaction among employees (Saks, 2006), while learning-oriented environments improve psychological safety and team collaboration (Edmondson, 2012). Behavioral training interventions are also known to improve team functioning and collective performance (Kozlowski & Ilgen, 2006).

3.4.4 Learning Interventions and Adaptability
Learning interventions demonstrated a moderate and significant relationship with adaptability and problem-solving performance (r = 0.523, p = 0.0001). Training programs that enhance cognitive skills, emotional resilience, and analytical thinking improve employees’ ability to respond to organizational change. Positive learning experiences encourage cognitive flexibility and broaden problem-solving capacity (Fredrickson, 2001). Experiential learning processes further strengthen adaptive capabilities and practical decision-making skills (Kolb, 2015). Emotional intelligence competencies such as self-awareness and self-regulation also support adaptability in dynamic work environments (Goleman, 2013).

3.4.5 Overall Relationship Between Learning Interventions and Performance
The overall correlation between learning interventions and employee performance was moderate and statistically significant (r = 0.650, p = 0.0001). This finding confirms that well-structured training programs significantly contribute to improvements in work quality, efficiency, teamwork, adaptability, and problem-solving abilities. The results reinforce the relevance of Kirkpatrick’s Four-Level Training Evaluation Model, which emphasizes that effective training enhances employee competencies, influences workplace behavior, and ultimately improves organizational performance (Kirkpatrick & Kirkpatrick, 2006).

3.5 Recommended Learning Intervention Strategies
Respondents strongly supported the implementation of several learning intervention strategies, with an overall mean of 3.72 indicating that these initiatives were highly recommended. Digital skills enhancement training received the highest rating, reflecting the growing importance of technological competence in organizational operations. Customer service excellence training and communication workshops were also strongly recommended, emphasizing the importance of interpersonal communication and client engagement. Management skills training and leadership development programs were likewise highly supported, highlighting the need for effective supervision and strategic decision-making. These findings align with contemporary research emphasizing digital literacy, leadership development, communication skills, and employee well-being as key drivers of organizational effectiveness (Noe, 2020; Salas et al., 2012). Mental health and well-being programs also contribute to employee resilience and workplace satisfaction (Harvey et al., 2017), while coaching and mentoring initiatives facilitate knowledge transfer and professional growth (Day et al., 2014).

3.6 Qualitative Insights from Key Informant Interviews
Thematic analysis of key informant interviews identified four major themes: leadership-driven planning of learning interventions, operational constraints affecting training participation, positive learning engagement and behavioral impact, and the need for strategic enhancement of future training programs. Leadership involvement plays a critical role in identifying training needs and facilitating employee development. Supervisors and division heads evaluate staff competencies and recommend training programs aligned with organizational priorities. This reflects the principles of Human Capital Theory, which emphasizes the importance of investing in employee development to enhance organizational capability (Becker, 1993). However, several constraints were also identified, including limited resources, budget restrictions, heavy workload, and operational demands. Such challenges are commonly reported in public sector training programs where institutional limitations affect learning participation (Nor, 2025; Besana et al., 2025). Despite these challenges, employees demonstrated strong engagement in training programs and applied acquired skills in workplace activities. Interview participants reported improvements in service delivery, communication, and operational efficiency, supporting the behavioral and results levels of Kirkpatrick’s training evaluation model (Kirkpatrick & Kirkpatrick, 2006). Finally, key informants emphasized the need for more strategic and future-oriented learning initiatives. Recommendations included systematic training needs assessment, stronger mentoring systems, increased training resources, and greater emphasis on digital literacy, leadership development, and customer service competencies. These suggestions align with contemporary public sector learning models that advocate continuous and adaptive workforce development (Oko-Joseph, 2025; Umar et al., 2020).

Conclusion & Recommendations 
The findings of the study indicate that learning interventions implemented by the Professional Regulation Commission (PRC) positively influence employee performance among selected personnel at the PRC Central Office. Employees expressed high satisfaction with the training programs and perceived them as relevant, engaging, and beneficial to their professional development. The interventions contributed to improvements in knowledge, skills, and competencies, particularly in areas such as digital literacy, mental health awareness, leadership practices, teamwork, and reflective learning. These learning outcomes were translated into workplace behaviors that enhanced collaboration, ethical conduct, and task performance. As a result, employees demonstrated very high levels of work quality, efficiency, teamwork, adaptability, and problem-solving abilities. The study further confirmed a statistically significant and moderately positive relationship between learning interventions and employee performance, indicating that training initiatives contribute to both individual competency development and organizational productivity. Overall, the results highlight the important role of continuous learning interventions in strengthening employee capability and improving operational effectiveness within the PRC.
Based on the findings of the study, it is recommended that the PRC continue implementing and strengthening its learning and development programs to sustain improvements in employee performance and organizational productivity. Training programs should remain aligned with workforce needs and evolving organizational demands, particularly in areas such as digital skills, leadership development, communication, and customer service. Post-training activities such as coaching, mentoring, refresher sessions, and follow-up evaluations should be implemented to reinforce learning and encourage the application of acquired competencies in the workplace. The integration of mental health and well-being initiatives into training programs is also encouraged to support employee resilience, engagement, and productivity. Additionally, team-based learning activities should be strengthened to enhance collaboration, communication, and shared accountability among employees. The PRC should further improve its training evaluation system by incorporating performance indicators and long-term monitoring to measure the sustained impact of training interventions. Finally, human resource personnel and division leaders should be further equipped with competencies in learning and development to enhance training needs assessment and program implementation.
The study focused only on selected personnel from the Professional Regulation Commission Central Office who had participated in at least one learning intervention between 2022 and 2024. As a result, the findings may not fully represent the experiences of employees in other PRC regional offices or those who have not participated in recent training programs. The study also relied primarily on survey responses and key informant interviews, which may reflect subjective perceptions of training effectiveness and employee performance. Furthermore, the research examined the relationship between learning interventions and employee performance within a limited time frame and organizational setting. Future studies may explore broader organizational contexts, conduct longitudinal investigations of training outcomes, and examine additional factors such as organizational culture, leadership support, and technological infrastructure that may influence employee performance.
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