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CHAPTER 1
LITERATURE REVIEW

The workforce is an ever-changing place in which many individuals join as others
leave. A common pattern one sees in the workforce is individuals join when they are
young and inexperienced as older, experienced individuals are usually the ones to leave
or retire. Many spend most of their lifetime in the workforce providing for themselves
and loved ones.

As a person stays in the workforce, he or she goes through the natural process of
aging. Aging refers to changes that occur in biological, psychological, and social
functioning over time and, therefore, affects individuals on personal, organizational, and
societal levels (Lange et al., 2006; Settersten & Mayer, 1997; Sterns & Miklos, 1995).
While aging is the process of going through various changes as stated previously, the
concept of age is a multifaceted concept that cannot be described in just one definition or
conceptualization. Sterns and Doverspike (1989) conceptualized age of workers in
multiple ways. Below are two of these conceptualizations:

Chronological age refers to one’s calendar age. In this approach the distinction

between older and younger workers is based on calendar age. Organizational age

refers to the aging of individuals in jobs and organizations. The aging of
individuals in jobs and organizations is more commonly discussed in the literature
about seniority and job or organizational tenure. The effects of tenure may often
confound the effects of aging and vice versa. Nonetheless, organizational age
may also refer to career stage, skill obsolescence and age norms within the

company. (p. 301)

Aging individuals in the workforce may see changes within themselves related to various



aspects of their jobs such as motivation to work, job satisfaction, job performance,
accomplishing tasks, and, specifically, getting trained or gaining new knowledge about
tasks.

Training is a necessary process in many organizations. Training refers to the
activities directed toward the acquisition of knowledge, skills, and attitudes for which
there is an immediate or near-term application (Cascio & Aguinis, 2011). Most
organizations train their employees so they may gain knowledge about the organization,
the policies and rules, the job, and the specific tasks they will be required to do. Among
these reasons and many more, it is obvious that training increases human capital in an
organization. However, not all organizations have a training program set up. Training
can be conducted in many ways (e.g., computer-based, lecture, on-the-job,
coaching/mentoring, etc.). The training method used may depend on various factors such
as the task an individual is being trained on, how many people are being trained at one
time, and the specific individuals being trained. Individuals differ based on many
characteristics. These differences may have an effect on how one prefers to be trained or
how one learns best.

All individuals go through the process of aging. In the current workforce, a rather
significant portion of the workforce is made up of a generational group called “the baby
boomers.” This group of people is a generation made up of individuals born from 1946
to 1964. These employees are now on the brink of retirement, and younger generations
are taking their place. The purpose of the current study is to examine the relationship
between aging and employee training methods. The current literature is lacking in
evidence to see if there is a relationship between an individual’s age and preference for

specific training methods. As younger individuals enter the workforce, organizations



may need to reconsider their training methods and what is most effective or preferential
for these people. This may lead to organizations completely restructuring their training
programs, or they may not have to make any changes at all, but it is beneficial for
organizations to know what works best for their employees. This information is vital for
organizations to have this competitive advantage. The workforce has many opportunities
for jobs for younger generations, so if younger individuals do not like how an
organization is running, they may decide to take a different job at another organization,
and the first organization mentioned could potentially fail due to the lack of recruiting
new employees. Even though there is a lack of research relating age and training
methodologies, there has been research conducted on both age of employees as well as
training in an organization.
Aging in the Workforce

There is an enormous amount of literature in regards to aging employees in the
workplace. The literature covers everything from studying older employees and job
performance to employees using technology in the workplace (Hayslip & Panek, 1993;
Rhodes, 1983; Czaja & Sharit, 1993a, 1993b). A common theme seen here is that the
literature focuses on older employees rather than their younger counterparts coming into
the workforce. Literature also supports more negative beliefs directed towards
employees as they become older. According to Elias, Smith, and Barney (2012), these
beliefs that are directed towards ‘older’ employees are applied to employees just 40 years
of age. However, in general, most research shows that employees change in some
aspects but remain relatively stable in other aspects as they age. For example, one’s
physical capacity generally decreases as one ages, but his or her cognitive ability remains

relatively stable over time (Schaie, 1990). Although, it is possible this may change



depending on the individual and his or her circumstances. Someone who continues to
challenge himself or herself intellectually and maintains a workout routine may not see
much decrease in either the physical or mental capacity unlike someone who may have
health issues and cannot workout or does not try to stimulate himself or herself
intellectually.

Even though the above research shows cognitive ability remains relatively stable,
there is evidence that fluid intelligence, reaction time, and working memory show a
negative relationship with age when performance improvements related to experience are
taken into account (Warr, 1994). Older employees may also struggle more with
processes such as dividing attention and processing complex information as compared to
younger employees. However, most jobs do not involve maximal levels of performance,
so many older employees can perform satisfactorily (Hayslip & Panek, 1993). In regards
to training, this may mean that younger employees can be trained quicker and on topics
that are more diverse.

There is conflicting evidence as to whether or not there is a relationship between
age and job performance. Rhodes (1983) found no consistent relationship between age
and work performance. Her review of the literature found evidence for a decline in
performance, stability in performance, and an increase in performance. On the other
hand, Waldman and Avolio (1986) found that the literature did not support a decline in
performance, but the age-performance relationship varied with the type of performance
measure (e.g., objective or subjective).

Other research suggests that organizations make assumptions that younger
employees have higher energy, motivation, innovation, physical attractiveness, and health

while older employees are viewed as less motivated, imaginative, interested in work,



adaptable, and trainable. In 1993, Warr and Pennington determined that employees 40
years of age and older typically are thought of as being less willing to accept new
technologies, less willing to adapt to changes at work, less receptive to training, and less
able to comprehend new ideas. Tillsley (1990) stated that older employees are frequently
thought of as being in possession of outdated skills and lacking in motivation. However,
other data show that, in fact, older employees are often more hard-working, committed to
organizations, satisfied with jobs, and have lower absenteeism than their younger
counterparts (Stone & Tetrick, 2013). Kooij, De Lange, Jansen, Kanfer, and Dikkers
(2011) also found that as employees age, they do not seem to be less motivated, but their
motives shift. Growth work motives decrease as one ages while security and intrinsic
work motives increase as one ages. Another way to view this is that maintenance
motives are valued more in older employees while development motives are valued less.
Bertolino, Truxillo, and Fraccaroli (2011) supported this as well in their study where
younger employees were found to have a more proactive personality when it came to
training behavioral intentions than older employees. This suggests older employees are
still proactive and motivated but by factors other than training such as security.

Due to this data and data that shows there are not enough younger employees to
fill all of the positions of the older, retiring employees, Stone and Tetrick (2013) suggest
that organizations should be trying to retain older workers instead of bringing in younger
employees. One exception to this data occurred in an experiment where older employees
demonstrated some of the negative assumptions previously mentioned that were made
about them, but only because they were not given access to training unlike the younger
employees (Grima, 2011). Armstrong-Stassen and Ursel (2009) found that a supportive

work climate and improvements in training and development programs for older workers



may help organizations retain these workers. Older employees may also postpone
retirement if they are offered flexible work arrangements such as working part-time or
shorter workweeks (Morrisette, Schellenberg, & Silver, 2004; Bal, De Jong, Jansen, &
Bakker, 2012). However, employees can only postpone retirement so long. Eventually,
younger employees will need to be hired and trained to fill the enormous amount of
positions the current ‘baby boomers’ hold.

In regards to training in the workplace specifically, Warr and Fay (2001) found
older employees to be less willing than younger employees to participate in continuing
education when initiated by the employees themselves. Van Vianen, Dalhoeven, and de
Pater (2011) investigated if this held true when the organization requested or initiated an
opportunity to learn. The results stayed consistent with the finding that older employees
were simply less willing to invest time into learning and training. These results may
relate back to the notion that older employees are not as proactive or motivated when it
comes to training as their younger counterparts.

Training can be done from anywhere between a matter of minutes to a matter of
months depending on the training topic, the training method(s) used, and how many
people are being trained at one time among various other characteristics. When thinking
about the training methods used, some training methods such as on-the-job training may
be completed more quickly than other methods such as simulations. On-the-job training
can take less time when one can learn in the same environment as his or her job and in a
more hands on fashion. Simulations may have multiple levels of learning and may not be
closely representative of the actual working environment, so employees almost have to
relearn their job when they get in the actual environment. However, these methods may

again differ based on the other characteristics of the training (i.e., training topic, how



many people are trained). Older employees may prefer certain types of training methods
simply based on how much time they take to complete.

There are many possible reasons as to why older employees are reluctant to gain
additional knowledge in the workplace. One reason relates back to the previous topic of
the training method used and how long it may take to complete. Older employees may
not want to be trained if it will take a significant amount of time, especially if they
already have some previous knowledge of the topic. Also, if the training is mandatory
and they feel it is simply a “waste of time,” then their reluctance may increase.

Another potential reason for why older employees are reluctant could relate to the
changes seen with technology. Projections indicate that more than 35 million workers
will be affected by technological change (Bracker & Pearson, 1986). Many organizations
are incorporating technology into their everyday procedures including training. Younger
employees had the privilege of growing up with drastic advances in technology as the
current older employees did not. These older employees suffer from a learning gap with
technology in general. Thus, it is more difficult for them to learn how to use the
technology itself and be able to use the technology to complete tasks for the organization.
The notion that older employees are likely to have less technological experience than
younger employees is supported by the finding that when compared to younger
employees, a significantly smaller proportion of employees 45 years of age and older
utilized computer technology (Bué & Gollac, 1988 as cited in Marquié, Thon, & Baracat,
1994). Similar results were obtained by Lorence and Park (2006), who reported that in
2002, 58.1% of individuals over 50 years of age used computers on an occasional basis

compared to 86.2% of individuals under the age of 50.



In regards to computers specifically, Gist, Rosen, and Schwoerer (1988) found
older employees to perform significantly worse than younger employees in general.
Consistent findings also show that older employees not only take longer to complete a
task and make more errors than younger employees but they also find the tasks to be
more difficult and stress inducing (Czaja & Sharit, 1993a, 1993b). With training in mind,
older employees will probably be less likely to prefer training methods that involve any
type of advanced technology (i.e., using computers, the Internet) even if their job requires
some use of it. The technological gap may actually play a large role in preferential
differences between ages regarding training methodologies even though technology has
become very engrained in the current society. In general, older employees are much
more reluctant than younger employees to use technology. However, as individuals who
are born into the time where technological advances exist age, the technology gap may
disappear and those who are reluctant to use technology will probably decrease
significantly as well. Although this may take a couple of decades before this time is
reached, it is still vital for organizations to understand how to maintain employee training
through these changes.

Older employees are not the only ones reluctant in regards to training. Employers
can be reluctant to train employees based on their age. Historically, older employees
have been less likely to receive on-the-job training as compared to their younger
counterparts (Sparrow & Davies, 1988; Eyster, Johnson & Toder, 2008). One reason this
has occurred is that the costs of training older employees were too high. Older
employees tend to be paid more for their job tenure, so to take them away from their
work for on-the-job training discouraged employers from training them. Employers also

expected older employees to leave the organization sooner than younger employees.



Spending the money to train them seemed to be a waste when the profit of their training
would be short-lived (Rix, 1996; Tzafrir, 2005). Employers may also demonstrate the
phenomenon known as ‘ageism’ (Butler, 1969). Ageism is a set of discriminatory
attitudes and behaviors based on age and on attribution of a number of negative
characteristics and stereotypes to older people. Due to these attitudes and behaviors, less
investment is given to older employees again resulting in older employees having less
access to training. However, age itself becomes an issue in organizations because there is
no agreed upon age at which employees are considered too old to be invested in
(Lazazzara, Karpinska, & Henkens, 2013). They found the age that marked the decline
of training investment to be 50 years old with a sharp drop after 60. Human resources
were more likely to train highly skilled older employees and older employees with low
absenteeism rates (Lazazzara, et al., 2013). Despite what this previous research found,
training is essential for organizations.
Training in the Workforce

Training is an essential part of all jobs. It is used to invest in human capital,
which leads to improvements throughout the organization at both the individual and
collective levels. Some argue that training is the most efficient method to achieve the
development of employees (Raelin, 1997). It allows organizations to run smoothly at all
times even when employees quit and new ones take their positions. Training can be
performed for many employees from brand new employees to those who have been with
an organization for decades. It is used to teach new individuals how the organization
runs and help them understand what they will do to help the organization run more
efficiently. Training is also used to keep employees updated on new procedures or

techniques as well as to teach employees how to run new equipment. Training can be
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performed as often as an organization needs for as long as needed. Unfortunately, not all
organizations have an effective training program set up. To begin understanding the
importance of training in an organization, it will be helpful to understand some of the
advantages and disadvantages of having an effective training program.

Advantages of training. By creating an effective training program, organizations
can reap many benefits or advantages. One of the most important advantages training
gives to an organization is that training can have a positive impact on performance. In
fact, a lack of training can be the chief cause for poor performance (Clarke, 2003).
Training may also lead to reduced employee turnover. New hires to an organization
cannot be expected to come in and know how the organization works or how their job
will fit into the organization. A new employee who tried to start his or her job without
any training could cost the organization time and money if he or she makes many
mistakes that others would have to “clean up” or that could interfere with others’ jobs.
Training allows new employees the knowledge of how everything runs in an
organization, so they do not have to worry as much about not knowing what to do or
making mistakes because of this lack of knowledge. Not only does training increase
employee knowledge of the organizational procedures, it can increase efficiencies in
these procedures as well. With this knowledge, employees show higher self-efficacy,
motivation, morality, and empowerment (Aguinis & Kraiger, 2009). This can lead to
organizational performance being more effective and profitable. Other benefits to an
organization may include employee satisfaction, customer satisfaction,
owner/shareholder satisfaction, and workforce productivity (Aguinis & Kraiger, 2009).

Training not only is an advantage through employee performance, which in turn

can benefit the organization, it can also provide high economic returns. If a customer
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sees better training as a source of value-added to the organization, the customer may be
prepared to pay more for an organization’s services. For example, if a restaurant is
known for having efficient service from training, a customer may be willing to give a
bigger tip when they eat there versus a different restaurant that has slower services.
Training does not just add to income temporarily, but the revenue obtained is rather
sustainable over time (del VValle & Castillo, 2009). Returning to the restaurant example,
as more and more people visit the restaurant with the efficient service, they will be more
likely to come back again or tell others to try that restaurant. This restaurant not only
could get more customers to come, but customer loyalty may increase as well, assuming
all else is equal or better (e.g., food quality) than other restaurants with slower service.
This restaurant has a clear advantage over other restaurants with poorer service. Training
allows organizations to develop their human capital, which is an important means to gain
a competitive advantage (Noe & Tews, 2012). The time it takes to train employees in an
organization can have much longer lasting positive effects for the organization. With
these advantages in mind, it is just as important to understand the disadvantages of
training.

Disadvantages of training. Just as training may have advantages for an
organization, it also holds a few disadvantages. There are three possible major
disadvantages for organizations when training. First, training may be very costly
(Tzafrir, 2005). In 2004, the average annual cost to train one employee increased to $955
after staying steady at $820 for the previous two years (Society for Human Resource
Management, 2006). Cost of training depends on many variables including how long the
training takes and how many people are involved in training an employee, and if there are

multiple employees being trained or just one at a time. The longer the training takes, the
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more likely the cost of training will be. To train an employee, there must be another
employee, manager, etc. there to do the training. It costs the organization money when
there are employee(s) training new employees rather than spending time doing their own
jobs, simply because it can interfere with the efficiency or productivity of the trainer.
Cost may also increase as the number of employees training increases. This relates back
to the interference of efficiency or productivity for the employees who are training. If the
number of employees training increases, there will be fewer employees actually doing
their jobs and more interruptions in productivity. However, if there is only one person in
charge of training new employees, there may be fewer interruptions in productivity, but
the new employee may not receive as much information if the trainer has a limited
knowledge of what to train new employees. In regards to specific training methods,
Martin, Kolomitro, and Lam (2014) found simulations to be quite costly compared to the
lower cost methods such as role play, case study, internship, job shadowing, and
mentorship/apprenticeship. Methods such as games, lecture, programmed instruction,
role-modeling, stimulus-based, and team have a moderate cost in comparison.

New employees are not the only employees that can be trained. Older employees
can continue to learn new skills for as long as they are with the organization. However,
as previously stated, organizations may be reluctant to train older employees since older
employees are expected to leave the organization sooner than younger employees (Rix,
1996; Tzafrir, 2005). Training an older employee and then seeing that employee leave
the organization soon afterwards can definitely discourage employers from training older
employees since the money spent doing so did not help the organization in the long run.
When considering cost of training employees, employers need to think about the effect

training may have on the organization in the future. When considering the advantage that
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training may have a positive effect on performance, employers may view training more as
an investment rather than a cost.

The next major disadvantage for training in an organization is training can be
time-consuming. As mentioned previously, one or more employees can train a new
employee. This may or may not have an effect on how long it takes to train the
employee. With one trainer, a new employee may get less information in which case the
time may not take very long. In some cases, one trainer is sufficient and knows a lot of
valuable information he or she can share. With more trainers, the new employee may get
more information, so the time will increase for training. Employers must consider that
training mainly occurs to share information with employees. However, information
always changes and employees may need to be trained when they initially are hired and
throughout their employment at the organization. Another factor in how time-consuming
training can be is the training procedures that take place. One organization may take only
a couple of days to train an employee while another organization may take a couple of
weeks for training despite the number of trainers involved.

The method used to train employees can serve as the last disadvantage if it is not
chosen carefully. This factor can also result in serious problems for an organization.
Training can be performed in many ways. Employers may use online training, hands on
training, job shadowing, and lectures to name a few. It is critical to choose the most
effective method for training employees for them to stay engaged. Choosing the best
training method can depend on many factors such as the training topic or individual
preferences for learning. For example, online training may seem too depersonalized to
some individuals, while others may not mind (Griffin, 2011). On the other hand, an

employer may have an incumbent present a lecture. In this case, it is crucial that the
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incumbent knows what topic he or she is training over or else employees may receive
inaccurate information. If employees become disconnected because the training is too
depersonalized or receive the wrong information, bigger problems may arise for the
organization. These problems may include productivity loss, increase in mistakes made,
and increase in cost to fix mistakes. It is also possible that the trainees may show less (or
no) commitment to training based on the method of training used. Not being able to
secure reciprocal commitment from the trainees can be a clear cost for an organization
assuming the trainee does not benefit from the training due to his or her lack of
commitment (Tzafrir, 2005). Organizations need to be aware how their employees are
being trained and if that method is the optimal one. It is essential to calculate the benefits
and costs it takes to have an efficient training program, in order to design an optimal level
of training for employees.

As shown above, there are many advantages and disadvantages to creating and
carrying out a training program. It is possible that training may be costly and time-
consuming, but the development of human capital toward an organization’s success is
worth it. However, one of the most important factors to think about when creating a
training program is the training method(s) used. This decision is critical to the success of
the training program. Many factors such as the cost and time to complete each training
method as well as the potential amount of human capital gained by using various training
methods needs to be considered when deciding which training method(s) is optimal for

an organization’s employees.
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Different Training Methods

Martin, Kolomitro, and Lam (2014) reviewed training methods literature and
found there to be 13 types of training methods reported. These methods include case
study, games-based training, internship, job rotation, job shadowing, lecture, mentoring
and apprenticeship, programmed instruction, role-modeling, role play, simulation,
stimulus-based training, and team-training with the majority of the methods not being
interactive with employees. Fortunately, technological advancements have expanded
these methods and the delivery distances for employees trained far away. As described
previously, technology can be used in ways other than expanding the delivery distance of
training to help make training more efficient, but there are many employees still reluctant
to use this technology. This is why some researchers are studying technology
acceptance. Key variables in various technology acceptance models include perceptions,
attitudes toward use, and intention to use a new technology. Within this literature,
training has not been widely studied, because training is posited to be fully mediated by
perceptions and attitudes toward features of the technology itself (Davis, 1989;
Venkatesh, Morris, Davis, & Davis, 2003). Agarwal and Prasad (1999) support this
statement in their study examining adopters and non-adopters of a new PC operating
system where they found the relationship between whether employees participated in
training and their intentions to use the operating software was fully mediated by
perceptions and attitudes toward the software.

Marler, Liang, and Dulebohn (2006) also found that the extent and quality of
technology training was directly and positively related to intentions to practice using the
new technology and the relationship between the extent of training and intention to use

technology training was fully mediated by beliefs about employee resources. These
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resources may include perceptions as to whether there will be enough time to practice
learning the software before mandatory use, supervisor support in the learning process,
and whether there is documentation and expert help. The employee’s work environment
must also support or reinforce what was learned in the training session to transfer what
was learned. Using some of these results and an organization’s resources may allow for
older employees, reluctant to use technology, to become more comfortable with having
technology incorporated in the training program itself and in their job as a whole.
However, if an organization does not have adequate resources, a technology-advanced
training program may not be very effective and other training methods should be used.
To understand the relationship between training and age better, the minimal literature
between the two is described below.

Training and Age

While the majority of research focuses on either aging employees in the
workplace or training in the workplace, there is some research on the combination of the
two. Thinking back to the notion that generally younger employees are inexperienced as
compared to older employees, differently aged employees may need to be trained on
different topics. For example, younger, newer employees will need to learn more basic
skills and rules of their profession while older, experienced employees would need to
learn more unique, advanced skills that help increase their productivity. Thus,
McNamara, Parry, Lee, and Pitt-Catsouphes (2012) suggest organizations need to create
completely different training programs for these different skill sets altogether. Training
on different levels and different topics could mean that completely different training
methodologies need to be used for optimal training. Armstrong-Stassen and Templer

(2005) agree that training methodologies need to be adapted for older employees such
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that employers focus on more hands-on learning and less lecturing-based training
methods. Callahan, Kiker, and Cross (2003) believe older employees may benefit more if
multiple training methods are used instead of just one. They examined three training
methods (i.e., lecturing, modeling, and active participation) with older employees and
found, despite some previous contradicting literature, that all three methods showed
significant results in learning. Sparrow and Davies (1988) found that despite the training
method, training does improve performance no matter what the age of the employee.

Lee, McNamara, Pitt-Catsouphes, and Lee (2014) believe older workers simply
place less emphasis on receiving training. Super (1990) developed different stages in
which an individual grows or develops in regards to their work. There are five stages:
growth, in which the person develops preliminary abilities and interests (up to age 18);
exploration, in which the person begins to make choices about occupational preferences
(ages 15-35); establishment, in which the person attempts to achieve success in their
chosen career (ages 30-45); maintenance, in which the person seeks to fulfill their
potential or maintain their current level within their career (ages 40-64); and
disengagement, during which the person reduces or ends their work role (65 or older).
Workers in the maintenance stage and, to a lesser extent, the establishment stage might
value training less than those in the growth, exploration or establishment stages.

However, Lee et al. (2014) believe due to Erikson’s (1950) formulation of
generativity (i.e., the processes through which people guide and help the next generation)
focused on the middle-age, that those employees would place a higher value on providing
opportunities to teach or train as opposed to being trained. Surprisingly, Lee et al. (2014)
found that the positive effect of opportunities to teach or train others on job satisfaction

was actually weaker among older employees compared to younger employees. As
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employees aged, they continually moved into disengagement altogether from the
organization. Unfortunately, these studies focus much more on older employees and do
not report on younger employees.

Training and Job Tenure

As mentioned previously, training may differ by how young or old an individual
is and by how experienced one is. This leads to the idea that an employer may not just
want to focus on the age of the employees to determine training methods used, but they
need to determine how experienced employees are as well. Thus, an employee’s tenure
may help decide which training method is better based on if the employee needs to be
trained on more basic, rudimentary skills in the profession or if they need to be trained on
advanced, unique skills to improve their productivity.

Sparrow and Davies (1988) focused mainly on the effects of age on technical
performance but found that while there was a significant main effect of age and a
significant interaction effect between age and training on performance, age only
accounted for a small proportion of the variance. They also found significant main
effects for tenure, training level, and job complexity on speed of performance as well
(Sparrow & Davies, 1988). From these results, one may wonder how much of a part
tenure may play on performance as opposed to age alone or how these variables may
interact in other settings. Tenure may play a larger part in performance if the employees
had options for training methods which they did not in this study. In another study,
tenure was found to play a role in turnover and intentions to turnover unlike personal and
organizational variables (Mitchel, 1981). Thus, tenure may be an underlying factor that

is often overlooked in many organizational processes.
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In relation to training specifically, Schmidt (2009) looked at various employee
demographics compared to job training satisfaction and found there to be no significant
differences in job training satisfaction when different age groups were incorporated.
However, Schmidt (2009) did find there to be a difference with job training satisfaction
when examined with job type, job status, and job tenure. He explained that new
employees start in a “honeymoon period’ where they are happy with everything simply
because they are starting a new job. These new employees can be of any age and still go
through the “honeymoon period.” In relation to training, employees in this phase
completed much more training in the first year compared to those who had been in the
organization longer. The new employees were still more satisfied with the training. On
the other hand, veteran employees see a decrease in job training satisfaction as the focus
of training continues to stay with new employees. As mentioned, there was a significant
difference with job training satisfaction and job tenure (Schmidt, 2009). To differentiate
between age and tenure,