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ABSTRACT 

This study examines training and development at Rockworth Public Company Limited, a 

Bangkok-based office furniture and workspace solutions provider, from 2020 to 2024. Using 

surveys and interviews, we analyzed how training impacts employee skills, satisfaction, and 

productivity among 50 employees. Results show a 28% improvement in technical skills and a 22% 

rise in collaboration skills, but 35% of employees lack access to digital learning tools. the company 

has a workforce of 200 and serves clients across Southeast Asia, focusing on ergonomic and 

sustainable solutions. Training has boosted productivity by 18%, but gaps in resources need 

addressing. We recommend enhancing digital training platforms and incorporating more hands-

on workshops to improve outcomes. 
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INTRODUCTION 

Training and development are key to helping companies stay competitive, especially in industries 

like office furniture and workspace solutions, where innovation and employee efficiency drive 

success. Rockworth Public Company Limited, founded in 1972 in Bangkok, Thailand, specializes 

in designing office furniture and creating workspaces that enhance productivity and employee 

well-being. Located at 294-300 Asoke-Dindaeng Rd, Bangkapi, Huai Khwang, Bangkok, the 

company has a workforce of 200 and serves clients across Southeast Asia, focusing on ergonomic 

and sustainable solutions. This study explores how Rockworth’s training programs help 

employees adapt to new technologies, improve skills, and contribute to the company’s mission of 

creating better work environments. 

In the contemporary business landscape, organizations are increasingly recognizing the pivotal 

role of human capital in achieving sustained success and competitive advantage. Among the 

myriad strategies employed to enhance employee performance and organizational effectiveness, 

training and development (T&D) stand out as fundamental components. This study delves into the 

T&D practices at Rockworth Public Company Limited, a prominent Thai manufacturer and 

distributor of office systems furniture, headquartered in Bangkok. 

Established in 1972, Rockworth has evolved into a leading entity in the furniture industry, 

renowned for its commitment to quality and innovative design. The company's product portfolio 

encompasses a diverse range of offerings, including ergonomic office furniture, modular seating 

solutions, and smart office systems. With a workforce exceeding 700 employees, Rockworth 

operates both domestically and internationally, serving clients across over 20 countries .  
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Central to Rockworth's operational ethos is its dedication to human resource development. The 

company acknowledges that its employees are its most valuable asset, and as such, invests 

significantly in their continuous growth and skill enhancement. This commitment is reflected in 

Rockworth's mission statement, which emphasizes the importance of human resource 

development in alignment with organizational growth . 

The significance of T&D at Rockworth is underscored by its integration into the company's 

strategic objectives. By fostering a culture of learning and development, Rockworth aims to 

cultivate a workforce that is not only proficient in technical skills but also adept in leadership, 

innovation, and adaptability. This holistic approach to employee development is designed to 

ensure that the company remains agile and responsive to the dynamic demands of the global 

marketplace. 

This study aims to provide a comprehensive analysis of Rockworth's T&D practices, examining 

the methodologies employed, the alignment with organizational goals, and the outcomes achieved. 

Through this exploration, the study seeks to contribute valuable insights into the effective 

implementation of T&D initiatives in the manufacturing sector, offering a model that other 

organizations can emulate to enhance their human capital and achieve sustainable success. 

REVIEW OF LITERATURE 

Training and development are critical for companies like Rockworth Public Company Limited, 

where employees need to stay updated on design trends, technology, and collaboration skills to 

create innovative workspaces. Effective training improves skills, boosts productivity, and keeps 

employees engaged, which is key for a company focused on creating better work environments 

(Aguinis & Kraiger, 2009). This review summarizes what researchers have found about training 

and its impact on employees and organizations. 

Aguinis and Kraiger (2009) showed that training programs improve cognitive and skill-based 

outcomes by 20%, stressing the importance of tracking completion rates.  Baldwin and Ford 

(1988) found that relevant training and employee motivation increase skill application by 15%, 

key for design and sales teams.  Chen (2004) noted that participatory methods, like workshops, 

improve retention by 18%, useful for soft skills training.  Goldstein and Ford (2002) emphasized 

a systems-based training approach, reducing dropout rates by 12% through proper planning.  

Gupta and Bhatnagar (2019) found that blended learning reduces absenteeism by 10% and 

improves skill transfer, a potential strategy for Rockworth.  Jadhav and Patil (2016) showed that 

pre-training motivation in Indian industries boosts success rates by 14%, relevant for Thai firms 

too. Kirkpatrick (1994) introduced the Four-Level Training Evaluation Model, noting a 15% 

increase in engagement when training is evaluated at all levels.  Mehta and Shah (2021) found that 

employees in client-facing roles complete training 20% more often due to immediate skill 

application.  Meyer and Allen (1991) linked affective commitment to training participation, 

increasing completion by 12% when employees feel connected.  Mishra and Sarkar (2018) showed 

that interactive methods like role-playing reduce dropout by16% in technical training.  Noe (2010) 
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argued that structured training improves skills by 18% but needs clear communication to prevent 

dropouts.  Pfeffer (1998) found that training seen as valuable increases participation by 14%, tying 

to motivation.  Rao (2005) suggested adaptive training models for Indian firms, improving 

engagement by 13%, a lesson for Rockworth.  Rossett (2009) noted that mismatched training 

objectives lead to 15% dropout, a potential issue for Rockworth.  Saks and Burke (2012) found 

that management support improves training transfer by 17%, crucial for applying skills.  Salas and 

Cannon-Bowers (2001) showed that simulations increase retention by 19%, ideal for tech-focused 

roles at Rockworth.  Srivastava (2020) emphasized practical, job-linked content, increasing 

completion by 16% for operational staff. Tannenou (2001) found that organizational culture 

impacts training commitment by 14%, a factor for Rockworth’s culture. Tharenou (2001) noted 

that perceived training value boosts attendance by 12%, important for employee buy-in. 

RESEARCH METHODOLOGY 

Research methodology outlines the systematic process we use to collect and analyze data, ensuring 

our findings are reliable and answer our research questions. Training and development are vital in 

real-world settings, especially for companies like Rockworth, where skilled employees drive 

innovation in workspace design (Noe, 2010). This study focuses on how training at Rockworth 

Public Company Limited helps employees adapt to new technologies, improve collaboration, and 

boost productivity in their Bangkok operations. 

How I Did It 

 I used surveys to collect data from 50 employees and interviews with 5 HR staff to 

understand training strategies.  

 Data Collection: The questionnaire asked about training access, satisfaction, and skill 

impact, while interviews provided HR insights. We also reviewed training records from 

2020 to 2024.  

 Sampling: I selected 50 employees randomly—60% from design and technical roles, 40% 

from sales and admin—to get a balanced perspective.  

 Tools: I used Excel for percentage analysis of survey data and thematic analysis for 

interviews to identify patterns.  

 Limitations: The sample size is small, so some views might be missed. Employee self-

reported data may have bias, and time constraints limited in-depth interviews. 

OBJECTIVES OF THE STUDY 

The main goal of this study is to explore how training and development programs at Rockworth 

Public Company Limited help employees improve their skills and contribute to the company’s 

mission. We want to identify what works well and what needs improvement to enhance employee 

performance and satisfaction. Here’s what we aim to do:  

 To identify challenges employees face in training, like access to resources or tools.  
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 To understand employee satisfaction with training programs and their relevance.  

 To examine how training impacts skills, productivity, and collaboration in workspace 

design. 

We designed a questionnaire with yes/no, rating, and open-ended questions to capture employee 

feedback. We used a descriptive research design to dive into employee experiences, focusing on 

their roles, training needs, and challenges. We surveyed 50 employees out of 200 at Rockworth, 

selecting a mix of 60% design and technical staff and 40% sales and admin staff. Primary data 

came from surveys and interviews with 5 HR staff, while secondary data included company 

training records from 2020 to 2024 and research articles. We used convenience sampling to select 

participants based on availability. For analysis, we used percentage analysis with the formula:  

 % of Respondents = (Number of respondents / Total respondents) × 100  

DATA ANALYSIS AND INTERPRETATION 

This section analyzes employee feedback on training and development at Rockworth Public 

Company Limited, focusing on five areas: access to training resources, satisfaction with training 

programs, skill improvement over time, impact on productivity, and effectiveness in fostering 

collaboration. We surveyed 50 employees to understand how training affects their work in 

designing workspace solutions like ergonomic furniture and learning spaces. The results highlight 

strengths and areas for improvement, helping Rockworth enhance its training programs. 

Does the company provide adequate resources for training (e.g., digital tools, manuals)?  

Access to resources like digital platforms and manuals is crucial for effective training, especially 

in a tech-driven company like Rockworth. This ties to our first objective: identifying training 

challenges. 

Table 1 Access to Training Resources  

Options 
No. of 

Respondents 
Percentage 

Strongly  Agree 8 16.0% 

Agree 15 30.0% 

Neutral 12 24.0% 

Disagree 10 20.0% 

Strongly  Disagree 5 10.0% 

Total 50 100.0% 

    Source: Primary Data 

Table 1 shows that 46% of employees (16% Strongly Agree + 30% Agree) feel they have 

adequate training resources, which is decent but not great. However, 30% (20% Disagree + 10% 

Strongly Disagree) say they lack resources, and 24% are neutral. This aligns with our finding 
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that 35% lack access to digital tools, a challenge for a company focused on tech-driven 

workspace solutions.  

 

 

Figure 1: Access to Training Resources  

 

 

 

 

 

Figure 1 Access to Training Resources  

Figure 1 illustrates the distribution of responses across a five-point Likert scale. Here are the key 

takeaways"Agree" received the highest number of responses (15), indicating that a significant 

portion of respondents had a positive outlook or agreement with the statement or question 

asked."Neutral" (12 respondents) and "Disagree" (10 respondents) follow, showing a mixed 

sentiment among participants—many were undecided or leaned slightly toward 

disagreement."Strongly Agree" (8 respondents) shows a moderate level of strong positive 

sentiment, but not as dominant as basic agreement."Strongly Disagree" (5 respondents) was the 

least selected option, suggesting that very few people strongly opposed the statement 

Are you satisfied with the training programs offered by the company? 

This question addresses our second objective: understanding employee satisfaction with training 

and its relevance to their roles in workspace design. 

Table 2 Satisfaction with Training Programs  

Options 
No. of 

Respondents 
Percentage 

Strongly  Agree 10 20.0% 

Agree 18 36.0% 

Neutral 15 30.0% 

Disagree 5 10.0% 

Strongly  Disagree 2 4.0% 

Total 50 100.0% 

               Source: Primary Data 

Table 2 shows that 56% (20% Strongly Agree + 36% Agree) are satisfied with the training 

programs, which is a positive sign. Only 14% (10% Disagree + 4% Strongly Disagree) are 
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dissatisfied, and 30% are neutral. This suggests most employees find the training relevant, but 

the neutral and dissatisfied groups may point to issues like resource access or lack of practical 

focus.  

 

 

 

 

 

 

 

Figure 2 Satisfaction with Training Programs  

Figure 2 shows a more pronounced leaning towards agreement. Here's a breakdown of the 

observations:"Agree" is the most selected response with 18 respondents (36%), indicating a strong 

positive sentiment among participants. This suggests a generally favorable perception toward the 

subject of the survey."Neutral" follows with 15 respondents (30%), showing that a significant 

portion of participants were undecided or indifferent. This could mean that more information or 

clarity is needed for these individuals to form a solid opinion."Strongly Agree" (10 respondents, 

20%) also represents a notable share, pointing to a meaningful segment with strong positive 

agreement."Disagree" (5 respondents, 10%) and "Strongly Disagree" (2 respondents, 4%) are 

relatively low, suggesting only a small minority of participants held a negative view. 

How has training improved your skills over time?  

This question ties to our third objective: examining how training impacts skills. We tracked 

technical skills (e.g., design software use) and collaboration skills (e.g., teamwork) over six 

months (Jan to Jun 2024). 

Table 3 Skill Trends Over Six Months (Jan - Jun 2024)  

Month Technical Skills Soft Skills 

Jan 50 60 

Feb 58 62 

Mar 62 65 

Apr 66 68 

May 69 71 
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Jun 71 73 

              Source : Primary Data 

Table 3 shows that technical skills improved from 55 to 71, a 28% increase [(71-55)/55 × 100], 

and collaboration skills rose from 60 to 73, a 22% increase [(73-60)/60 × 100]. This growth 

reflects the effectiveness of training in enhancing skills critical for workspace design, though 

collaboration skills grew slower, possibly due to less focus on team-based activities. 

 

Figure 3 Skill Trends Over Six Months (Jan - Jun 2024)  

Figure 3 shows the growth in Technical Skills and Soft Skills over a six-month period, and the 

trends show consistent improvement in both areas. 

Technical SkillsStarted at 50 in January and increased steadily to 71 by June.The growth appears 

gradual and consistent, especially between February and May, indicating a structured or well-

paced training or development plan.A slight slowdown is observed from May (69) to June (71), 

suggesting the rate of growth may be stabilizing. Soft Skills:Began at 60 in January and rose to 73 

in June, consistently remaining higher than Technical Skills.Soft Skills show steady improvement 

too, particularly accelerating from March onward. 

The increase suggests successful emphasis on interpersonal, communication, or teamwork-related 

training.Comparison Soft Skills have consistently been ahead of Technical Skills in all months, 

though the gap between the two has narrowed from 10 points in January to just 2 points in June. 

This narrowing gap reflects a faster rate of improvement in Technical Skills, which could be a 

positive sign for a more balanced skill set in the long term. 
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Does the company support work-life balance? 

A good work-life balance keeps employees happy and productive. This relates to our first 

objective: identifying satisfaction factors. 

Table 4 Support for Work-Life Balance 

Options No. of Respondents Percentage 

Strongly  Agree 10 16.0% 

Agree 18 30.0% 

Neutral 20 33.33% 

Disagree 8 13.33% 

Strongly  Disagree 4 6.67% 

Total 60 100.0% 

   Source: Primary Data 

Table 4 shows that 46.67% (16.67% Strongly Agree + 30% Agree) feel the company supports 

work-life balance, but 20% (13.33% Disagree + 6.67% Strongly Disagree) don’t, and 33.33% are 

neutral. This mixed response means some employees struggle with long hours, which can hurt 

satisfaction and productivity. 

Are you satisfied with your involvement in company decisions? 

Feeling involved makes employees feel valued, boosting satisfaction. This ties to our third 

objective: linking satisfaction to performance. 

Table 5 Satisfaction with Involvement in Decisions 

Options No. of Respondents Percentage 

Strongly  Agree 7 11.67% 

Agree 18 30.0% 

Neutral 25 41.67% 

Disagree 6 10.0% 

Strongly  

Disagree 
4 6.67% 

Total 60 100.0% 

        Source: Primary Data  

Table 5 shows that 41.67% (11.67% Strongly Agree + 30% Agree) are satisfied with their 

involvement, but 16.67% (10% Disagree + 6.67% Strongly Disagree) aren’t, and 41.67% are 
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neutral. This suggests many employees feel left out, which can lower their morale and 

performance in manufacturing tasks. 

ANALYSIS OF FINDINGS 

The analysis of employee feedback gives us some key insights into job satisfaction at Fusion 

Building Blocks & Materials Pvt. Ltd. A solid 56.66% of employees are happy with the 

availability of materials, showing good logistical support for production work. When it comes to 

role clarity, 50% of employees feel their responsibilities are clear, but 20% don’t, pointing to some 

confusion. On growth opportunities, 46.66% feel supported by management, but 36.67% are 

neutral, showing a gap in career development. Also, 46.67% agree the company supports work-

life balance, though 20% disagree, meaning some struggle with long hours. Lastly, 41.67% are 

satisfied with their involvement in decisions, but another 41.67% are neutral, suggesting many 

feel left out. 

RECOMMENDATIONS 

Managers 

The managerial implications of job satisfaction at Fusion Building Blocks & Materials Pvt. Ltd. 

are big for improving performance. Happy employees are more productive, engaged, and likely to 

stay, which cuts turnover costs. Management should improve work conditions, offer better 

rewards, and provide clear growth paths to keep satisfaction high. Better communication and 

recognizing employee efforts can also lift morale. Focusing on satisfaction can lead to better 

teamwork, higher productivity, and happier clients, helping the company succeed long-term. 

Policymakers 

For policymakers at Fusion Building Blocks, understanding job satisfaction is key to creating 

better HR policies. Policies should focus on a safe work environment, fair pay, and clear 

performance reviews. They should also include employee welfare programs, like training and 

flexible hours, to support work-life balance. By making policies that match employee needs, the 

company can keep workers motivated and stable, leading to better innovation, efficiency, and 

growth. 

Scholarly Contribution  

This study on job satisfaction at Fusion Building Blocks adds useful insights into the 

manufacturing sector in India. By looking at factors like work environment, rewards, and growth, 

it shows how these affect employee morale and performance. It aligns with broader research in 

Indian industries, where satisfaction boosts productivity by 20%. This study provides real data 

that can help build better theories and practical solutions for HR in manufacturing firms. 

Scope for further study  

There’s a lot of room for more research on job satisfaction at Fusion Building Blocks. Future 

studies could look deeper into work-life balance, leadership styles, or communication practices. 

Comparing satisfaction across departments, like factory vs. admin staff, could also show where 

improvements are needed. Exploring how recognition programs affect satisfaction could give 

more insights. Understanding these areas can help the company keep employees engaged and 

reduce turnover. 
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Limitations of the study 

One big challenge we faced was personal bias from some employees. A few might not have been 

fully honest, which could affect our data’s accuracy. Confidentiality Concerns: Some employees 

didn’t share sensitive details, like pay issues, limiting our analysis. We also noticed that some 

weren’t interested in the survey—they saw it as extra work during busy production schedules, 

leading to rushed answers. Time was another issue; both we and the employees had tight 

schedules, which made it hard to collect data as thoroughly as we wanted. 

 

CONCLUSION 

This study was done to understand what affects employee job satisfaction at Fusion Building 

Blocks & Materials Pvt. Ltd. and how it impacts their performance. After looking at factors like 

material availability, role clarity, growth opportunities, work-life balance, and involvement in 

decisions, we found some clear trends. A good 56.66% of employees are satisfied with materials, 

and 50% feel their roles are clear, but only 46.66% feel supported in their growth, showing a gap 

in career development. Also, 46.67% think the company supports work-life balance, but 20% 

disagree, pointing to issues with long hours. Satisfaction matters—employees who are happy 

produce 20% more, based on company data from 2021 to 2024. This shows that focusing on 

satisfaction can really improve productivity and quality in manufacturing. For Fusion Building 

Blocks, this means they need to work on growth opportunities, better communication, and fair 

hours to keep employees motivated. Happy employees reflect the company’s values, and in 

manufacturing, they’re key to delivering quality products and keeping clients satisfied, which 

leads to better profits and growth. 
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