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ABSTRACT

THE RELATIONSHIP BETWEEN TRAINING EFFECTIVENESS AND JOB
PERFORMANCE IN A PUBLIC ORGANIZATION

Nuradillah binti Abd Rasid

This study is aimcd to identily the relationship between training cllcctiveness and  job
performance. The components in training effectiveness are based on Transfer of Training Model
(Baldwin and Ford, 1988) which are trainee characteristic (self-efficacy, cognitive ability, and
motivation) and work environment (support and opportunity to perform) were used in this study.
Based on the previous study, these five terms have an influence on job performance. The rescarch
has been conducted among 100 employees at Dewan Bahasa dan Pustaka, Kuala Lumpur. The
instrument of this study is a closc-cnded questionnaire with five Likert scales. Before the actual
study, a pilot study was conducted among 30 ecmployccs at the Rescarch Department of DBP. The
actual study was analyzcd by using Statistical for Social Scicnce version 22.0. The data analysis
was categorized into two, which is descriptive (demographic data) and inferential analysis
(Pearson Correlation and Multiple Regression test). The final result can be concluded that there 1s
a significant rclationship between independent and dependent variables. Therefore, all the
hypotheses were accepted and the five factors have a significant relationship with job performance.
Thus, the objectives of this study achicved. Lastly, the organization should awarc of the traince
characteristic and work cnvironment to cncourage the transfor of training that may lead to the

improvement of job performance.

Kcywords: Training cffcctiveness, transfer of training, sclf-cfficacy, cognitive ability, motivation,

support, opportunity to perform, job performance.



ABSTRAK

HUBUNGAN ANTARA KEBERKESANAN LATIHAN DAN PRESTASI KERJA DI
SEBUAH ORGANISASI AWAM

Nuradillah binti Abd Rasid
Kajian ini bertujuan untuk mengenalpasti hubungan antara keberkesanan latihan dan prestasi
kerja. Komponen dalam keberkesanan latihan adalah berdasarkan Model Pemindahan Latihan
(Baldwin dan Ford, 1988) vang merupakan ciri-ciri pelatih (keberkesanan diri, keupavaan
kognitif dan motivasi) dan persckitaran kerja (sokongan dan peluang untuk melaksanakan)
digunakan dalam kajian ini. Berdasarkan kajian terdahulu, lima faktor ini mempunyai pengaruh
terhadap prestasi kerja. Penyelidikan ini dijalankan dalam kalangan 100 orang pekerja di Dewan
Bahasa dan Pustaka, Kuala Lumpur. Instrumen kajian ini adalah soal selidik yang divkir dengan
lima skala likert. Sebelum kajian sebenar, kajian “pilot’ dijalankan dalam kalangan 30 orang
pekerja di Jabatan Penyelidikan, DBP. Kajian scbenar dianalisis menggunakan Statistik Sains
Sosial versi 22.0. Analisis data dikategorikan kepada dua. iaitu deskriptif (data demografi) dan
analisis inferensial (ujian Korelasi Pearson and ‘Multiple Regression’). Iasil akhir dapat
disimpulkan bahawa terdapat hubungan yang signifikan antara pembolehubah tidak bersandar
dan pembolehubah bersandar. Oleh itu, semua hipotesis diterima dan lima faktor tersebut
mempunyai hubungan yang signifikan dengan prestasi kerja. Oleh itu, objektif kajian ini dicapa.
Akhir sekali, organisasi perlu mengetahui ciri-cirvi pelatih dan persekitaran kerja pelatih untuk
menggalakkan  pemindahan  latihan  yang membawa  kepada  peningkatan  prestusi kerja.
Kata kunci: Keberkesanan latihan, pemindahan latihan, keberkesanan diri, keupavaan kognitif,

motivasi, sokongan, peluang untuk melaksanakan, prestasi kerja.
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CHAPTER ONE
OVERVIEW OF THE STUDY

1.1 Introduction
In this chapter, the background of the study, statcment of a problem, rescarch objcctives.
rescarch question, rescarch hypotheses, conceptual framework, a definition of terms, signilicant

of study and limitation of study are discussed.

1.2 Background of study

In the 21 century, a rivalry between organizations turns out to be increasingly cssential. It is
on the grounds that the training program thought of as great power to onc association stays quality
in confronting in gencral market rivalry and acknowledged as an endcavor for the organizations.
In the region of globalization, training is indispensable for any organization to support in the
business as training is equipped for prompting the nature of work life of an individual employee
and in the meantime, upgrading the organization in meeting their objective (Kulkarni, 201 3). Many
organizations are willing to invest much money annually to a training program for developing their
employees with the hope that the training may enhance the performance of their employees and
Icad to a higher organization's productivity. Cheng and Ho (2001) stated that only 10% of the cost
of training is achicving thc objective of training. In surrounding statcs of quick change, obviously,

an individual must have the ability to change to fit new difficulties.

According to Yusoff (2002), the study that training in organizational is a nonstop learning
procedure organized to change knowledge, employee ability, and attitudes which can improve their
work performance. Employee performance portrays ability, skills, and experience to finish the
allocated activity requircd by their bosscs in a viable way and diminish the activity wastcfulness

in a working environment (DuBrin, 2006). At the point when workers perceive their organizations'



enthusiasm for their potential through offering training programs, they will attempt their earnest
attempts to accomplish organizational objectives and show great performance in their job task
(Elnaga & Imran, 2013). The effectiveness of a training program is the zenith (highest states) with
the end goal to build up the employees’ quality so they perform well at work, end up inspired and
have a higher duty. For training to be cffective, it ought to enhance the performance and capacity

of the trained representative.

Basically, overall of this research focuses on the relationship of training effectiveness between
employees' job performance in a public organization. Training programs that allocated for the
employees with the goal of better performance are vital in an organization to compete with other
organizations in this country. This rescarch focuscs on the employees in a public organization
which is Dewan Bahasa dan Pustaka (DBP), Kuala Lumpur. Based on onc of the employcces stated
that the training department offers a training program cither mside or outside the company to
enhance their skills. This also to enhance a better understanding of their job task. llowever, the
employecs arc not able to detect their result after the training cither they are more cffective or have
no change at all. Rescarch also indicated that there is a less percentage rcgarding the return on
investment (ROI) as employces had applicd the knowledge that had been taught in {raining in a
very little part in the workplace (Obaid et al., 2011). This research comes to identity and determine

the training cffectiveness of DBP employees toward their job performance.

Training cffectiveness is referring based on Baldwin and Ford's Transfer of Training Modcl
(1988) which highlighted lh.rcc of main training inputs included traince characteristics, training
design, and work cnvironment. In this rescarch, the main components that being focused arc traince
characteristics including self-efficacy, cognitive ability, and motivation while working

environment including support and opportunity to perform. This is because both of them arc

9



humanly related which is dynamic based on the situation. Both of the inputs are easy to manage
as they are closer to an individual while the training design is not within control as it includes
training objectives and training content which are fixed in the module of training. In this rescarch,
trainee characteristics itself have shown that human can control their character while in the work
environment, human (manager) also can control by supporting their subordinates and for the
opportunity to perform, the manager will give the chances to them to apply what they had learnt
in the training. Thercfore, traince characteristics and work cnvironment would be independent
variables that would drive to the outcomes which the dependent variable would be job
performance. Thus, an organization should understand the factors that inhibit the transfer of
knowlcdge after training and find out the strategics to facilitate training cffcctivencss. The main
study is to highlight the job performance that may be affected by compencents ol training

cftectiveness.

1.3 Problem statement

There are scveral issucs regarding the rescarch under study from theoretical gaps, empirical

gaps, and practical gaps.

1.3.1 Thcorctical gaps

Onc of the theorics will be the focus of this study 1s Vroom's Expectancy Theory (Vroom,
1964). Based on past rescarch, this theory was built in the United States and had been applied to
the employces in the organization there. As we know, the culturc and structurc of public
organizations in the U.S arc a bit different compared to public organizations in Malaysia. Their
individual characteristics and work cnvironment could be different from ours. This can be a gap
related to the theory to be applied in Malaysia. Apart from that, the theory is built around 1964

and may be different now in the first 21* century. Due to the changes of years, parts of the structure



of the organization might vary between the range. Vroom's lixpectancy Theory is related to
motivation and this theory related to the main inputs which are trainee characteristics and work
environment. As for traince characteristics, and individual keeps motivated to show their cffort
(expectancy) and lead to better performance (instrumentality) and this will lead to obtaining the
reward (valence). While for the work cnvironment, peer support and supervisor support cnhance
the motivation as they always give support for the individual to be more confident to use mastered
skills and abilitics. They also must Iet trainces know what desire outcomes after training. In this
study, the trainee characteristic is more related to this theory. However, this study also will fill the

gaps between this theory and the work environment.

1.3.2 Empirical gaps

In geographical terms, majority rescarch work has been donc in the ficld of job performance
in U.S.A and U.K (Ozcr and Gunluk, 2010). Both countrics have a different v;/ay to mcasurc their
job performance by regarding those components. There is a gap between the research done in the
U.S.A and U.K compared to Malaysia in this study. In methodological terms, scveral rescarchers
from the past study regarding this issuc have been carricd out in a qualitative method. In this
rescarch, the quantitative method will be applied to represent the data collection. However, some
of the research also had applied a quantitative method in their study. To distinguish the past study

and this study is the difference between sampling and population of the target groups.

1.3.3 Practical gaps

According to Saks and Ashforth (2000), a review has demonstrated that assessed 40% of
trainces unable to cxchange the lcarning and aptitudes instantly after the training and just hall
(50%) of investment effectively contribute towards performance enhancement. Based on the
employees of the public organization, if they were unable to understand the component of training

4



effectiveness, it could be a problem for them to perform well in the workplace. There is a lack of -
study on training effectiveness and job performance on Dewan Bahasa dan Pustaka employees as
an education service provider. The past study recognized that the participants of the training arc
not fully implemented the learning in the training into their work life and they do not show
improvements in performance. In addition, the current study will focus on government company
as Mcdia News 11 September 2015 stated that onc of the government company faced issuc duc to
lack of training, inspcctions, and maintcnance. It also stated that systematic problem relating to
the lack of competence of employees and training. The findings showed that only supervisor
support is not significant towards thc employees’ performance (Nanzushi, 2015). In the latest
rescarch, it has discovered that abilitics lost becausc of the decrease in exchange of training range
from 66% to 90% (Sookhai and Budworth, 2010). Also, just 21% of involved organizations
evaluate their employees’ level of exchange of training (Lim and Nowell, 2014). As often as
possible, related when the trainees can utilize what they have realized in the work environment

and level of applying the knowledge after the training 1s low (Turab & Casimir, 2015).

The problems that have been discussed above become the main focus of this current rescarch
in order o [ill the gaps that remained between the trainee characteristics and work environment
with job performance in terms of trainees’ perception. Therefore, the issues that relate to training

cftectiveness and job performance arc always relevant to be studied.



1.4 Research objectives

Generally, the objective of this study is stated below.

i.4.1 General objective

To mvestigate the relationship between training cffectivencss and job performance in a public

organization

In specific, there are scveral objectives for this study.

1.4.2  Specific objectives

)
)
3)
4)
5)

6)

To identify the relationship between sclf-clficacy and job performance.

To identify the relationship between cognitive ability and job performance.

To identify the relationship between motivation and job performance.

To 1dentify the relationship between support and job performance.

To 1dentify the relationship between the opportunity to perform and job performance.

To identify the most dominant factor that influences job performance.

1.5 Research questions

Specifically, this study is designed to answer the following questions.

1)
2)
3)
4)
S)

6)

What is the relationship between self-cfficacy and job performance?

What is the rclationship between cognitive ability and job performance?

What is the relationship between motivation and job performance?

What is the relationship between support and job performance?

What is the relationship between the opportunity to perform and job performance?

What is thc most dominant factor that influcnces job performance?

6



i.6 Hypotheses

In this study, scveral hypotheses were tested.

1) Hi: There is a significant relationship between self-efficacy and job performance.

2) Ha: There is a significant rclationship between cognitive ability and job performance.

3) Ha: There is a significant relationship between motivation and job performance.

4) Ha: There is a significant relationship between support and job performance.

5) Hs: There is a significant relationship between the opportunity to perform and job
performance.

0) He: There is a dominant factor that influcnces job performance.

1.7 Conceptual framework

As shown in Figure 1.1, the dependent variable in this study is job performance. The
independent variables are trainee characteristics include self-efficacy, cognitive ability, and
motivation whilc the work environment includes support and opportunity to perform.

Figure 1. 1 The Conceptual Framework
Indcpendent Variables Dcpendent Variable

Training effectiveness
Trainee Characteristics
e Sclf-cfficacy

e Cognitive ability Job

e Motivation performance

Work environment

e Support

e Opportunity to perform

Source: Adapted from Baldwin, T.T. & Ford, J.K. (1988). Transfer of training: A review and

)

dircction for futurc rescarch. Personnel Psychology, 41, 63-103



1.8 Definitions of terms
Definitions of important terms used in this research are defined conceptually and

opcrationally in this scction bascd on the alphabcetical order.

1.8.1 Cognitivc ability

Conceptual Definition

Cognitive ability and knowledge are alternate labels for a developer that depicts contrasts
among people regarding their psychological abilities. Often experienced meanings of the build
conceptualize it as a fundamental capacity for theoretical thinking, critical thinking, or adaptability

(Ones & Viswevaran, 2012).

Opcrational Dcfinition

In this study, thcy have more to do with the components of how we Iearn, recollect, problem-
solving, and focus, instcad of with any actual information. They will be applying the skills and
knowledge acquirced the training scssion into their daily work including retaining knowledge, the

process of information and generalize skills.

1.8.2 Job performance

Conceptual Definition

According to Campbell (1990), he claimed that there are several components of performance
that can be mcasured as an ovcerall performance level of individuals. According to William and

Anderson (1991), he measured the overall performance level, task completion, and competency.



Opcerational Definition

This study used to measure individuals® overall performance level, completing on task, and
competency. The level of job performance measured by job-specific task proficiency, non-job-
specilfic task proficicncy, written and oral communications, demonstrating cffort, facilitating tcam

and pccer performance, and supcrvision.

1.8.3 Motivation

Conceptual Definition

Motivation can affcct employces approach organization, by and large, they identify with
supervisors, time and exertion they commit to their job task, help they look for when they're
struggling, they perform on appraisals (and along these lines how the organization performs), et

cctera (Schunk & Usher, 2012).

Operational Definition

In this study, motivation refers to the trainee’s perception on the relevance of the training to
their task, and perception towards their own desire in setting goals to appliced skills and knowledge

learned during training in the workplace.

1.8.4 Opportunity to pcrform

Conceptual Definition

The opportunity to perform characterizes as the degree to which a trainee is allocated with or
effectively acquires job encounters significant to the undertakings for which he had been trained.
It also incorporates the dynamic endcavors of trainces to get work cncounters pertinent to the

undertakings for which they were trained (Ford ct al., 20006).



Operational Definition

In this study, the opportunity to perform is a phasc when employees take the opportunity to

show their effort on accomplishing the job task after the training.

1.8.5 Sell-¢lTicacy

Conceptual Definition

It refers to the individual's ability to deliver vital impacts. Individuals who know about having
the capacity to have any kind of cffcet feel better and therefore take alternatives; individuals who
sce themscelves as defenscless arc miscrable and arc not motivated for actions (Flammer, 2001).

Operational Definition

In this study, self-cfficacy is an employee believes in his capabilitics on completing the task
including struggling to accomplish the important task by skills and knowlcdge that had been taught

in the training program.

1.8.6 Support

Conccptual Definition

Pcer support improves Icarning exchange through encouragement, feedback, critical thinking
help, supplemental data and instructing gave to trainces (Hatala and Fleming, 2007) and may affect

learner exchange than supervisory support (Gilpin-Jackson and Bushe, 2007).

Opcrational Dcfinition

In this study, support from pcer and supervisor 1s important in ¢cnhancing the trainees to be
performed in their job task. They give positive influence to the trainees in order to improve their

performance and rcach their goals.
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