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What’s inside

A short, practical read for anyone who owns a field team in Saudi Arabia or
the UAE and wants training that survives contact with the route.
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THE SHORT VERSION

Training is not an event. It is a system with a second half. Most

companies only pay for the first half, then wonder why the
field looks the same in March as it did in January.

Channelplay Middle East 2



The 30-Day Problem

Channelplay

()] Everything you taught, gone in a

month

Most training in the Gulf is judged on the day
it happens. Attendance was good. The
feedback forms were positive. Somebody
took a group photo.

Almost nobody goes back thirty days later to
check what survived.

When someone does check, the picture is
uncomfortable. A study of deskless workers
found that without follow-up and review,
employees forget close to everything they
learned within thirty days. The session was
not bad. It simply had no second half.

This matters more on the frontline than
anywhere else. Frontline and deskless staff
are roughly 80% of the global workforce. They
are also the group least likely to receive
structured, repeated learning, because they
are not sitting at a desk when the invite goes
out.

The gapis not effort. It is design. A
salesman on a route is trained once, then
left alone with a job that changes every
week.

What retention looks like with and without reinforcement

100%

50%

0%
Day 1 Day 7

® Trainonce, then nothing

Day 14 Day 21 Day 30

® Train, then reinforce weekly

Illustrative. Curve shape follows the classicEbbinghaus forgetting curve and the TalentCards State of Deskless Workforce
Trainingfinding that, without follow-up training andreview, employees forget nearly 100% of what they learned after 30

days.

80%

of the global workforce is
deskless or frontline
shift

TalentCards, Engagedly

HR Cloud, 2026
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75%

of deskless workers already
use technology during their

30 days

is roughly how long an
unreinforced session lasts

TalentCards
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O 2 The bill arrives somewhere else

Training rarely shows up as a problem onits own line. It shows up as attrition, as
rework, as a shelf that was set wrong, as a delivery that came back. Here is
what the global numbers say the frontline gap is worth.

USD 4m 94904

lost every year to preventable of employees say they would stay
turnover, for every 1,000 frontline longer at a company that invests in
employees. That is the cost of the their growth. Training is a retention tool
revolving door alone, before you count before itis a performance tool.

lost sales.
Axonify, L&D benchmarks 2026

Gnowbe Intelligence, deskless workforce ROI

Three numbers that set the direction of travel

The number What it says Source

39% of current workforce skills are projected to be World Economic Forum, via
outdated by 2030 Axonify

85% of employers plan to prioritise reskilling their WEF Future of Jobs, 2025

workforce over the next five years

17.1% annual growth in the frontline worker training Fortune Business Insights
market, from USD 36.7bn in 2026 toward USD
129.8bn by 2034

THE HONEST FRAMING

You are already paying for the training gap. You are just paying

for it in recruitment fees, in supervisor time, and in the
difference between a good store visit and an average one.

Note on sources:several of the figures above are published by learning technology vendors and are cited here as directional industry
Qﬁmﬂm@jmym@tdw@iMﬁQtistics. The WEF figures come from primary employer survey data. 4
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()3 The Gulflayer

Everything above is true worldwide. Three things make it sharper in Saudi Arabia
and the UAE.

1. Capability is now national policy, not just company policy

Saudi Arabia’s Human Capability Development Program under Vision 2030 is built
around upskilling citizens through lifelong learning, so the Kingdom can compete
globally. The Human Resources Development Fund runs Doroob, a free e-training
platform for the national workforce. A company that can show a structured, certified
learning path is not just training people. It is aligned with a national agenda, and that
carries weight in tenders and in vendor qualification.

2. Saudization changes who is standing in the store

Nitagat quotas keep rising and more roles are reserved for Saudi nationals every year.
Many of those hires are new to retail and field work. You are no longer topping up an
experienced expatriate team. You are building capability from the ground up, at pace,
and then holding on to it. That is a training problem before it is a hiring problem.

3. Your field teamdoes not think in one language

A typical KSA or UAE field operation runs on Arabic for the local workforce and
supervisors, English for the corporate layer, and Urdu or Hindi for a large part of the
delivery and merchandising workforce. Training built only in English is not inclusive, and
it is not effective. In our experience the language of instruction is the single biggest
lever on completion rates.

Arabic English Urdu & Hindi

Primary. Arabic-first design Forthe corporate, brand For the large South Asian
for the Saudi workforce and reporting layer. delivery and merchandising
and supervisors. workforce.

Sources: Vision 2030 Hum an Capability Development Program (vision2030.gov.sa); Human Resources Development Fund, Doroob e-
training programme.
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O 4 Reach and reinforcement

Two questions decide whether a training budget works. How many people

does it actually reach? And does anything happen after day one? Plot those
two and most programmes fall into one of four boxes.

REINFORCEMENT

LOW REACH - HIGH REINFORCEMENT

The coaching pocket

A strong supervisor coaches their own team
well. Real capability, but it lives in one person
and dies when they leave. It never reaches
the other nineteen branches.

LOW REACH - LOW REINFORCEMENT
The annual event
A classroom day for the people who could be

spared. Good energy, good photos, no
meas urable trace by the next quarter.

HIGH REACH - HIGH REINFORCEMENT

Field capability

Everyone gets it, on their phone, in their
language, and it keeps coming back in s mall
doses. Knowledge compounds instead of
decaying. This is the only quadrant that
changes anumber.

HIGH REACH - LOW REINFORCEMENT
The content dump

An app with sixty long videos loaded intoit.
Everybody has access. Aimost nobody
finishes. Completion looks fine on paper
becausethe bar was set at opening thefile.

REACH

How to use this in a budget conversation

e Askwhere eachline of your currenttraining spend sits on this grid. Most companies find
the majority of the money in the bottom two boxes.

@ Moving rightis a distribution problem.Itis usually solved with a phone.

e Moving upis a design problem.ltneeds spacing, testing, nudges and a reason to come
back.

e Do nottryto fix reach and reinforcement with the same budgetline. Price the content
separately from the platform.

Channelplay Middle East 6
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This is the model we run for field and retail teams. Four stages, and none of
them is optional. Drop stage two and you are back to the thirty day problem.

o 2 © o

1. Deliver 2. Reinforce

Core knowledge, once, properly. Classroom for the
moments that need a room. Virtual for the
supervisory layer. Bite-size video and cards on
the phonefor everyone else The design work
happens here: what actually needs to be taught,
in what order, towhom.

The second half that most programmes skip.
Short spaced tests, swipe cards, push nudges, a
leaderboard between branches. Small doses, high
frequency. This is whereretention is won or lost.

3.Intervene 4. Certify

Quiz scores and field observations tell you exactly
whois struggling and on what. Cohort coaching
for a common gap. One to one mentoring for an
individual one. Targeted, not blanket.

Areadiness check before someoneis signed off
on aroute, a category or anew launch.

Certification gives the employee something real
and gives you an auditable record for the client

and theregulator.

Al AS AN ENABLER, NOT THE PRODUCT

Conversation practice. Al customers let a Targeted simulations. Scenarios built around the
promoter rehearse a pitch and handle objections on situations your field team actually loses in.
their own time, without burning a supervisor's day.

Personalised paths. The system sends more of
what a person got wrong and less of what they
already know.

Faster production. A one minute video from an
existing SOP in days, not months, which is what
makes monthly refresh affordable.

Anyone can record a video. The value sits in the thinking that
happens before a single frame is shot.

Channelplay Middle East 7
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()6 Built for a phone, built for the route

A merchandiser has four minutes between two stores. That is the format brief.
Everything below is designed to fit inside it.

Bite-size video Swipe cards Tests and quizzes

One minute, oneidea. Demos Quick recall in seconds. Short assessments that
and scenarios cut fora Product tips, process steps, benchmark knowledge and
phonescreen, not a thedoandthedonot flagwhoneeds help this
boardroom projector. week.

Leaderboard Alrole play Push and nudges
Points, badges and branch Rehearsethe difficult The app reminds, nudges
rankings. Competition does customer before meeting the and congratulates.
thenagging sosupervisors real one. Reinforcement only works if it
donot haveto. arrives.

The language multiplier

Build the master once. Then localise the voiceover and on-screen text. You are not
building three programmes, you are building one and translating the surface. The cost
curve looks like this.

Each additional
language is a small

percentage uplifton the
asset price, nota

second full build. Three

Second language Third language | Sl
Master build A fraction of the Same fraction onguoges.s ouldnever
First language build again costthree times one.

What a client actually hands over to start

Operational documentation. Route closing, merchandising standards, cold chain, hygiene,

safety.

Produetiand technical material. Specifications, handling, the common mistakes.

Any existing training. Long videos and decks that can be cut down and modernised.
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The capability scorecard

Ten questions to put to any training partner, internal or external, before money

moves. If they cannot answer six of them, the programme will not survive its
first quarter.

10

Ask this

What happens on day 8, day 15 and day 30?

What languages will the master be localised
into?

Is content priced separately from platform?

What is the completion definition?

Who chases the non-completers, and how?

Can | see score data by branch and by
supervisor?

How does a low score turn into an
intervention?

What does certification actually certify?

How fast can you produce a module for a
new launch?

What operational number should move, and
by when?

WHERE TO START

What a good answer sounds like

A named reinforcement schedule, not a vague
promise of refreshers.

Arabic first, plus the languages your delivery
workforce actually thinks in.

Yes. Production cost has nothing to do with how
many people watch it.

Passing an assessment, not opening a file.

Automated push and nudges, plus a named
person reviewing weekly.

A live dashboard, filterable, exportable.

A defined trigger and a coaching route, not a
report that sits in an inbox.

A role readiness check tied to a task the person
performs.

Days, not months. Launch training that arrives
late is not training.

One agreed metric. Compliance score,
conversion, damage rate, attrition. Pick one.

Do not start with a platform. Start with one topic your field team gets

wrong most often, build it properly in three languages, reinforce it for
thirty days, and measure what changed. Then scale the method, not
the content.
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A tech-led, people-first retail execution partner

Channelplay Middle East builds and runs frontline teams across Saudi Arabia and

the UAE. We recruit them, train them, put them in store, and measure what they do

there on our own platform.

Sales force outsourcing

Learning and capability

Visual merchandising

Full channel-tech stack

Promoters, merchandisers and field sales teams, recruited,
deployed and managed.

Instructional design, bite-size production, LMS, assessments
and certification, multilingual by default.

Planogram compliance, brand zone integrity and campaign
execution, visit by visit.

IChannel, our own retail execution platform, powering GPS-
verified visits, photo evidence and live dashboards.

4,000+ 2,500+

retail and field professionals micro-learning cards
trained created

Talk to us about your field team

Abbas Ali
Chief Executive Officer, Channelplay ME

UAE - +97156 800 0450
abbas@channelplay.in

www.channelplay.me

1,800+ 600+

instructor-led training hours  live sessions delivered a
ayear year
Rida Kaeen

Senior Sales Manager, Channelplay ME

KSA-+966 55183 9627
rida@channelplay.n



