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ABSTRACT 

 

THE EFFECT OF ONLINE TRAINING TOWARDS EMPLOYEES PERFORMANCE 

DURING PANDEMIC COVID-19 

 

Nurul Hanim binti Usup@Yusuf 

 

This research aim is to identify the effect of online training towards employee performance 

during pandemic Covid-19 among employees in public sectors. Online training is training that 

is conducted through the internet. The purpose of online training is to deliver a piece of 

information to the employee. Trainee can attend the training in any place. There is no specific 

venue for attending this online training. The effectiveness of only training can be measure by 

the training content that they used, the computer skill of the employee, and communication 

between trainer and trainee. this research has to use Statistical Package Social Science (SPSS) 

to evaluate the result. Descriptive Statistics and Inferential Statistics is been used to measure 

the result from the data based on the questionnaire.  
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CHAPTER 1 

INTRODUCTION 

1.1 Introduction 

This research is to investigate the effect of online training on employee 

performance during pandemic Covid-19. This chapter is focusing to introduce the 

background of the study, the statement of the problem, research objectives, research 

hypothesis, conceptual framework, the significance of the study, the definition of the 

term, the limitation of the study, and the last one is chapter summary. This chapter is 

very important to give an overview and improve the understanding of the research 

conducted. 

1.2 Background of study  

In December 2019, our world has received one new virus which is called 

Coronavirus. The first outbreak of this issue is from Wuhan, China. The virus starts to 

spread out around the world. Malaysia is one of the countries which is affected by 

Covid-19. On 18 March 2019, the Malaysia government has taken one strategy to 

control the spread of Covid-19. Malaysia has implemented the Movement Control 

Order (MCO) from 18 March until 28 April 2019. During the first phase of MCO, the 

government have set 6 restricted  

Technologies have changed the way organizations conduct training. Cascio (2019) 

stated that, due to globalization and technological development, online training has 

become very relevant. Online training is not a new thing in our world. Before Covid-

19, some organizations have started using online training as a platform to enhance 

employee performance. At this time, online training becomes the most popular 

training type among the manager and director to improve the organization's 

productivity (Mingyue et al., 2020). This is because an employee needs to undergo 



2 
 

training to improves the abilities and skills to perform the task. Online training has 

changed the way employees receive learning. The environment during the online 

training is different from the job training. Every employee can attend the training 

anytime and everywhere. 

As mentioned before, technology development has attracted organizations to use 

online training as alternatives to conduct training. However, these technological 

changes will also affect the way training is designed. In other words, the training will 

help employees seize market opportunities and enable them to deal with technological 

changes and competition (Dessler, 2002). This research will determine the factor that 

affects online training effectiveness and how online training affect employee 

performance. The variable that will be used to measure the effectiveness of online 

training that will affect employee performance is training content, computer skill, and 

communication between trainer and trainee. 

This research is important because it will be used to measure employee 

performance. Employee performance is the way employee fulfill their work and task. 

To make sure they can complete the task, an organization should know the training 

that is useful for their employee. Online training is one of the methods to deliver the 

training due to Covid-19. We can measure the effectiveness of online training by 

increasing employee performance. The training that was conducted in the 

organization usually did not effective for the employee. Training effectiveness is 

important because it will increase the performance of an employee. The aim of the 

organization provide the training is to improve the skill of the employee. It will help 

the employee to perform the task during work. Therefore, it seems mandatory for the 

firm to plan for such training programs for its employees to enhance their abilities and 

competencies that are needed at the workplace, (Jie and Roger, 2005). This research 
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will help to test either online training during pandemic Covid-19 are effective for the 

employee in the organization. According to past research, the training effect will give 

an advantage for both sides which is organization and employee. On one hand, 

previous work in the field proved that effective training programs lead to superior 

return on investment while the other researchers mentioned the positive role of 

training in attaining the supreme levels of employee retention (Colarelli & Montei, 

1996; Becker, 1993). 

1.3 Statement of problem 

Pandemic Covid-19 has limited us to conduct training for the employee. As 

Human Resource Management, they need to plan the training for an employee. Due to 

this pandemic, our situation did not allow us to make the training face-to-face. 

Organizations are encouraged to send the employee for joining online training. 

According to Appiah (2010), training will help an employee to improve their 

knowledge, skill, and abilities. From the past research, they proved that learner is 

more interested with online training because it can reduce the cost and the delivery 

method is flexible (Mingyue et al., 2020). This is because the learner can access the 

training using their computer at their place. But some of the trainees, have a problem 

with using the computer. 

The training can be delivered offline or online. Due to a new norm, some 

organizations choose online training for their employee. The organization needs to 

make sure the employee can adapt to a new norm which they need to attend the online 

training. Based on a survey by Simplilearn 86% of companies have shifted to online 

training. However, the training program is not 100% will improve the employee 

performance because it depends on the trainee itself either they can apply the training 

content in their work. Based on previous studies at US companies, there only 10%15% 
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of training will be used and applied to work (Sevilla and Wells, 1988). This showed 

that employee performance is not only can be measured by the effectiveness of online 

training. 

Training is among the most crucial activity in an organization due to its ability 

to enhance individual strength and performance which could eventually lead to 

achieving organizational goals (Abudi, 2008). Past research studies have shown that 

communication online or e-learning can enhance learning performance. In this past 

study, research makes a comparison between online training and traditional training. 

This current research, therefore, is uniquely positioned to address gaps with 

regards to elements of online training issues about employee performance in a public 

organization. Thus, the main of this study is to find out how training content, 

computer skill, and communication between trainer and trainee during online training 

can affect employee performance. This study will be good to give any information to 

the organization before they conduct the online training. 

1.4 Research Objectives 

A research objective is referred to the subject that the researcher wants to achieve. 

The research objective will be a guideline for the researcher to conduct the research. 

General Objective : 

To investigate the effect of online training factor effectiveness on employee 

performance during pandemic Covid-19 in the public sector. 

Specific Objective : 

1. To identify the significant relationship between the training content of 

online training towards employee performance. 

2. To identify the relationship between computer skills during online training 

towards employee performance. 
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3. To identify the significant relationship between the communication of 

trainer and trainee towards employee performance. 

4. To identify the most dominant factor affecting employee performance 

 

1.5 Research Hypothesis 

The research hypothesis is a statement or prediction that will be used to test the 

research. Usually, research hypotheses relate to the interest of the topic. 

H1: There is a significant relationship between the training content of online 

training towards employee performance. 

H2: There is a significant relationship between computer skills during online 

training towards employee performance. 

H3: There is a significant relationship between the communication of the trainer 

and trainee towards employee performance. 

H4:There is dominant factors affecting employees performance based on training 

effectiveness factors identified. 
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1.6 Conceptual Framework 

A conceptual framework is an analytical tool that gives a clear view of the overall 

research. This will help to explain the variable that has been used in this research. It 

also can show the connection between the independent variable(online training factor 

effectiveness) and the dependant variable(employee performance) in this research. 

Figures 1: Conceptual Framework 

 

 

 

 

 

 

 

 

 

1.7 Significant of study 

Covid-19 gives impact on the organization and how the organization needs to  

conduct effective training for the employee. This research will give an overview of 

the effect of online training factor effectiveness on employee performance. In this 

research, it will see either training content, computer skill, and communication 

between trainer and trainee give impact to the effectiveness of online training 

Significance to Body of Knowledge 

This research will provide information for the organization to analyze the best 

training for the employee. This research is focused on the online training conducted 

during pandemic Covid-19. This research, it will show how the variable makes online 

training effective and how it affects employee performance. 

 

 
• Training Content  

• Computer Skill  

• Communication 

between Trainer and 

Trainee 

Employee Performance 

Online Training Factor 

Effectiveness 
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Significance to Policy 

This result from this research will give guidance to the organization. The 

organization can establish all the policies and strategies that affected employee 

performance and manage the effectiveness of online training. The organization will 

use the information from this research to design the effectiveness of online training 

that will improve employee performance. As a result, The organization will improve 

on how to conduct online training for their employee, especially during pandemic 

Covid-19. They can apply a new way to conduct online training. 

Significance to Practitioners 

This research will help to identify the type of training that suitable for employees 

and how online training will increase the performance of an employee at the 

workplace. The trainer is played their role on conducted the online training by 

improving the training content. Training content will attract trainees to focus during 

the online training. A trainer can use technology to communicate and make a 

connection with the trainee. For future research, they can use more dominant factor 

that to measure the effectiveness of online training that will affect employee 

performance. 

1.8 Definition of Term 

Definitions of terms are the definition of every term that will help the reader to 

improve the understanding of this research. It is consists of two-part which are the 

conceptual definition and operational definition. In conceptual definition will define 

training content, computer skill, and communication between trainer and trainee while 

in operational definition will define online training and employee performance. 
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1.8.1 Training Content  

• Conceptual Definition 

Training content can be defined as the task or the job that needs to focus on 

(Occupational Psychology and Training, 2009). The official training content 

definition includes all the information provided to learners to learn knowledge or 

skills. This means that training content can take many forms, including text, static 

visual and video, audio, and interactive elements (Andriotis, 2017). 

• Operational Definition 

In this study, training content refers to the learning content during the training. It 

describes what will trainees learn in that training. Trainees can see the aim of this 

study and what will trainees achieve after this training.  

1.8.2 Computer Skill 

• Conceptual Definition 

Computer skills are the ability and knowledge that enable you to use computers and 

related technologies. Advanced computer skills will allow you to access databases, 

use spreadsheets, and even codes (Gerencer, 2016). According to LaPlant, computer 

skill refers to the skill that people have to use technology 

efficiently. 

• Operational Definition 

Computer skill refers to the skill that trainees have to handle the computer during the 

training. For example, software skills, editing skills, etc. In this study, computer skill 

is essential for trainees to actively join the training.  
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1.8.3 Communication Between Trainer and Trainee 

• Conceptual Definition 

The process of developing communication skills to perform specific tasks more 

effectively (Beebe, 2007). Communication also defines as the way people transfer 

information to improve understanding. 

• Operational Definition 

In this study, communication between trainer and trainee is about how the trainees 

communicate verbally and non-verbally during the trainees. Communication also can 

use the chatbox. Communication is very important to make sure trainers and trainees 

have an interaction.  

1.8.4 Online Training  

• Conceptual Definitions 

Online training is defined as deliberated and planned practice of human resource 

management, which results in enhancing employee functioning (Sahindis and Bouris, 

2008). 

• Operational Definitions 

Online training is the training that is held by using the internet. Online training refers 

to the training which did not require the participant to present in the hall or training 

place. Trainees can attend the training everywhere. There is no specific place for this 

training.  

1.8.5 Employee Performance 

• Conceptual Definition 

Employee performance is defined as the performance that people have when perform 

the task and job. Its is includes employee effectiveness can be measure by the 
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effectiveness of employees complete the task and the quality of their output (Ciner, 

2019). 

• Operational Definition 

In this study, employee performance is identified as the overall performance level. 

The performance can be measure by the improvement in knowledge skill and abilities. 

1.9 Chapter Summary  

An introduction is an important part of this research. The component in this 

chapter will give an introduction to the research study. This chapter also provides 

information that will help to understand this research. Chapter 2 will discuss more the 

literature review, past study, and theory related to this study 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

A literature review is defined as a review from another source. For example 

book, article, journal, or past related finding. This chapter will help to review every 

subject that is related to the topic. It will help the researcher to prove why this 

research needs to conduct. Therefore, this chapter is about an issue related to the study 

from various sources of literature. It also includes the theory that will support the 

research, past findings, and also a summary of the chapter. 

2.2 Online Training 

Online training is the training that delivers by using technology. Online 

training is also known as e-learning, distance learning, and computer-based training. 

In our situation, we are using technology as an alternative to deliver the training or 

learning. This is due to our current situation that every organization needs to follow 

the Standard Operation Procedure (SOP). The organization will provide training for 

the employee. Training is very important and needs to be provided to every employee. 

There are a few basic need assessments that can be used to measure either the 

employee needs the training. As mentioned by Jie and Roger (2005), the organization 

is responsible to plan and decide the training that is needed for the employee to 

enhance the knowledge, skills, and abilities (KSA's). The training that conduct will 

help the employee to improve the skill in their performance. The organization will 

always find the best way to deliver the training for the employee. Schmeeckle (2003) 

stated that online training will be the training option because the delivery method will 

reduce the cost and save time. 
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2.3 Training Content 

Training content is the information provided in the training which will deliver 

to the trainee during the training. The content of the training is suitable for the training 

topic that was conducted. The content of the training can be evaluator to measure the 

effectiveness of training. The evaluation result from the training program can be used 

to design the training content (Lim et al,. 2007) this is because trainees will evaluate 

based on their performance on their job. Some of the training content did not use for 

the trainee. Training content is usually given to the trainee before the training started. 

the training content should be able to access by students every time and everywhere 

since the training is online (McCool et al,. 2003). 

2.4 Computer Skills 

Computer skills can be divide into two which hardware and software. 

Computer skill is the ability of someone to handle the computer and software. As 

mentioned by Chau and Wang (2000), the trainee should have some skills to handle 

the computer during the training. Other research has dealt with how self-efficacy 

affects training effectiveness under various circumstances such as computer software 

learning (Gist, Shwoerer, & Rosen, 1989). Some of the employee they did not have 

enough skill in handling the computer. According to Morrell and Echt (1996,1997), 

adults age older than 65 reports having less experience in computers because they 

prefer to perform the task by handwriting compares to younger adults. 

2.5 Communication between Trainer and Trainees 

Communication is the process of exchange information between individuals. 

Online training during pandemic Covid-19 will provide a gap between trainer and 

trainee. This is because the trainer and trainee only can communicate using the 

internet. In this case, the trainer and trainee should know how to interact which is to 
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communicate with each other. As mentioned by Frymier & Houser (2000), the trainee 

and trainer did not have enough time to develop the relationship with each other 

during online training. They conduct the training using online and some of them did 

not know each other. They join the training and just manage to complete the task and 

some of them did not communicate with the trainer. According to Knowles (1990), as 

adult learners, they need to interact with other adults to learn how to solve the 

problem. Stephens (2002) in his study revealed that, during online training, the 

interaction between trainer and trainee just to share the information or content of the 

training but not change the idea with the trainee. Simmering and Posey (2009), stated 

that many learning courses did not have much interaction between trainer and trainee. 

2.6 Employee Performance 

Employee performance is referred to how employee fulfills their job task. The 

performance can be measure by the effectiveness and the quality of the job task. 

Becker et al, (2011) indicated that employee performance can be measured against the 

performance standards set by the organization. Every organization has set the standard 

that employees should achieve. When the employee performs up to the standard that 

has been set and achieves the organizational expectation, the employee will be 

categories as a good performer in the organization (Dabale, 2014). The performance 

of employees should be measure by the skill that they have. Some of the employee 

they will perform in the certain task when they have the skill and interest in that field. 

According to Daramola (2020), the employee is one important person in the 

organization because they are the backbone to boost the successful organization. 

performance refers to the behavior and the result of an employee. 
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Abstract Conceptualization 

Active Experimentation Reflective Observation 

Concrete Experience 

2.7 Theory/Model 

Experiential learning is the process whereby knowledge is created through the 

transformation of experience. Knowledge results from the combination of grasping 

and transforming experience. Experiential learning theory is a learning process in 

which people are encouraged to "learn by doing" and "reflect it with experience". 

David Kold (1984), has to view the experiential learning process by Kolb’s cycle. 

Kolb's cycle, explains about four important things which are concrete 

experience, reflective observation, abstract conceptualization, and active 

experimentation. 

Figures 2: Experiential Learning Cycle 

 

In figure 2 is the overview of the experiential learning cycle. The process in this cycle 

will explain on how learner uses the learning and apply at the workplace. Different 

phases in the cycle are connected with the particular learning style. 

1. Concrete Experience 

⚫ Direct participation in the real situation. At this stage, participate just do the 

task to complete their work. 
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2. Reflective Observation 

⚫ Noticing what happened and relating to experience and conceptual 

understanding. At this stage, learners are in the process to relate to the 

experience. Try to observe the learning content with their experience during 

work. 

3. Abstract Conceptualization 

⚫ Distill perception into abstract concepts. Conceptualization involves mark the 

results and understands the connection between them. Theory can help shape 

and explain the result. At this stage, adjust, value, Faith is right Interpretation 

of results. Critical period the reflection question is from Previous experience 

while At the conceptualization stage finding the answer is complete. 

Generalization and Come to a conclusion the experience is formed. About the 

abstract Kolb said: " Learning more than logic and thinking the feeling of 

understanding the problem or feeling happening. Typically follows the 

system Theoretical planning and development ideas to solve the problem.  

4. Active Experimentation 

⚫ Test new ideas and apply skills in new experiences. Plan (active experiment) 

gave new opportunities to master understanding and its support for 

forecasting this may happen later, or other measures must be taken to 

improve methods we treat tasks. About Active Experiments, Kolb thinks, " 

This stage has an active form-experimentation, Influence or change the 

situation. you have there is a practical way interested in what works..." 

 

The experiential learning theory is related to the study because there are have 

three important components which are knowledge, activity, and reflection. In this 
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theory, the learner should actively communicate with their facilitator. This is because, 

when the learner has some curiosity about the issue, the facilitator will help the 

learner to find out the question. The learner also can relate the learning content to the 

experience. For example, the learner relates the new concept or skill with their 

working task. After the learning process, the learner will use the new skill to perform 

their work. 

Therefore, Experiential Learning Theory is important to assist the learner to 

improve their understanding by experiencing the task or reflecting. This theory 

teaches us to learn by doing. During the online training, the trainee can on the spot 

reflect their learning to the real world which is performing their job using the skill. In 

this case, the trainee will improve their understanding during the online training 

2.8 Past Related Finding 

According to Mahbuba Sultana (2013), effective training increase the 

productivity of employees. It means employee performance will increase after join the 

training. In this past research, the data was collected from 1414 employees. From the 

data collection, the study has proved that the training improves the productivity of 

employees. 

According to Sudhakar & Ghananasekaran (2020), every organization should 

manage the training for their employee based on their employee need to improve 

employee performance. This is because the employee will show their productivity and 

commitment when they are provided with suitable training. 

Moreover, Nickels (2009) stated that the effect of training on employee 

performance can often encourage growth within the worker and the organization itself. 

In their research, most of the respondents are agreed that training plays an important 

role in employee performance. 
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• Training Content 

As mentioned by Tracey et al., (1995), most research related to the training is focused 

on measuring the reaction of the trainee to the training. This is because the content 

plays a big role in online training. A previous study proved that people learn 

differently. However, most online training provides the same training content for 

every trainee without determining the learning style of the trainee (Mingyue et al., 

2020). Training content consists of the element that will be learned in the training. 

The learning content, an employee will use to enhance the knowledge, skill, and 

abilities. 

• Computer Skill 

A computer is one of the important instruments that trainees need during online 

training. The trainee needs to prepare the computer as well and have some skill to 

handle it. In our new tradition, the application that is used during the training is Zoom, 

Webex, or google meet. Different types of it have different special functions. In 

previous studies, the trainee who can use the computer and the Internet have a strong 

desire to learn because they familiar with the computer (Simmering and Posey, 2009) 

• Communication between trainee and trainer 

Communication between trainer and trainee is the key indicator to measure either the 

trainee learns something during the training. The effectiveness of the training can be 

measure by how the trainer and trainee communicate. Online training can be 

conducted at any time and any place. But, online training using Zoom, Webex, or 

google meet has provided a chat room and webcam to allow people to communicate 

with each other. As mentioned by Lim et al., (2007), online training will effective if 

trainees use the chat room and any multimedia function to connect. 
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2.9 Practical Discussion 

Online training as we can see it not a new thing for a certain organization. This 

is because before that they conduct online training to reduce the cost and save the 

time of the employee. In our new norm, this will be an appropriate training. Most 

organizations will conduct the training online. 

Based on the review of the past research, the organization must prepare the 

training for the employee. The employee should receive the training to improve their 

knowledge, skill, and abilities (KSA's). Employee performance will increase if the 

quality of the task is good. The performance of an employee will be a key indicator 

for the organization to make a decision either the employee should receive the 

training or not. This study will be conducted among employees in the public sector. 

This research will see how the employees performance after attends online training. 

2.10 Chapter Summary 

This chapter provides a review of the past research. The literature review is to 

highlights the important part of this research. it also includes the past finding from the 

past research. It will help to compare and see the relationship between the research 

hypothesis. 

  



19 
 

CHAPTER THREE 

Methodology 

3.1 Introduction 

This chapter justifies the methodology and methods chosen for the study. This 

study was designed as quantitative research. In this chapter, the researcher will 

discuss the research design, population, sample and sampling, instrument, pilot study, 

validity and reliability, ethics of the study, data collection procedure, data analysis 

procedures, and chapter summary. This chapter is important to help the researcher 

complete the study. It will help to choose the best method and achieve the objectives 

of the research. 

3.2 Research Design  

Babbie and Mouton (2001) stated that research design is the design that 

indicates how the investigation is expected to be carried out. For this research, a 

correlational study was used to measure the relationship between the dependant 

variables (employee performance) and the independent variables (online training). 

The researcher chooses quantitative research. This is because quantitative is more 

structured than qualitative design. There is various type of survey that can use to 

complete the quantitative research which is, telephone interviews, online survey, 

paper survey or face-to-face interviews. Researchers have used the online survey as a 

medium to collect the data. A questionnaire is a process to analyze and collect data. In 

this research, the survey research that has been used by the researcher was a 

questionnaire. The questionnaire was distributed to 30 employees who work in the 

public sector. A questionnaire is a research instrument consisting of a series of 

questions (or other types of prompts) to gather information from respondents. There is 

a five-section in this questionnaire which is Section A (Demographics), Section 



20 
 

B(Training Content), Section C(Computer Skill), Section D(Communication between 

Trainer and Trainee), and Section E (Employee Performance).  Questionnaires can be 

a more feasible and efficient research method than in-depth interviews. The 

questionnaire will be asked the respondent is the effect of online training on employee 

performance during pandemic Covid-19. 

3.3 Instrumentality 

In this research, the research instrument that has been used to ask the question 

was a questionnaire. The questionnaire provides the questions directly that correlate 

with the topic “ A study on the effect of online training towards employees 

performance during pandemic Covid-19 ". The respondents (employees in the public 

sector) need to answer the questionnaire based on their opinion and experience. The 

questionnaire is easy to use because it allows a large population to answer it. The 

questionnaire uses the DWI language which is English and Malay language. 

There will be five sections in this questionnaire where section A is 

demographic, section B is training content, section C computer skill, section D is 

communication between trainer and trainee, and section E employee performance. 

The researcher uses the Likert scale for section B, section C, section D, and section E 

to ease the respondent's answer to the questions while the demographic profile of the 

respondent is measured using a nominal or ordinal scale. The questionnaire was 

designed by using a self-administered questionnaire.  

In section B, section C, section D, and section E, the respondent will answer 

the question by using the Likert scale. Figure 3 are shown the example of the option 

that the respondent will be given to answer the question. 
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Figure 3: Likert Scale 

1 2 3 4 5 

Strong 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

 

3.4 Population, Sample, Sampling 

In this research population, the research involves the employee who works in 

the public sector. This research will determine the effect of online training on 

employee performance. The sample of the respondent is 30 employees were selected 

to represent the research population. This is because this research has 3 variables. Big 

sample size will waste money and time. Having an extremely large sample size is 

sometimes unethical. There is no standard rule for determining sample size. Some 

researchers, on the other hand, advocate employing a sample size rule of thumb. 

Many academics recommend that at least 10 observations per variable be used in 

regression analysis. If we are having three independent variables, a minimum sample 

size of 30 is good in the rule of thumb. Although many researchers consider a sample 

size of 30 to 500 at a 5% confidence level to be adequate (Altunşk et al., 2004, s. 125),  

The sampling used in this research is non-probability sampling. In doing this 

research, the researcher has chosen the convenience sampling method. This technique 

is easy to conduct because it's cheaper and saves time. This sample is usually as the 

volunteer which the researcher will ask the employees in the public sector to 

involving in data collection. 
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3.5 Validity and Reliability 

Variance models are consist of two models which are a measurement model 

and a structural model. Validity analysis is referred to as a measurement model. 

Validity refers to a method of measuring the accuracy of its expected measurement. If 

research is highly effective, it means that the results it produces correspond to the real 

attributes, characteristics, and changes of the physical or social world. Validity is 

about the accuracy of a measure each question must have a logical link with an 

objective of the research. The reliability can be estimated by comparing different 

versions of the same metric. Effectiveness is difficult to evaluate, but it can be 

evaluated by comparing the results with other relevant data or theories. Methods of 

estimating reliability and validity are usually divided into different types. Cronbach 

Alpha is the method to determining the reliability of the questionnaire. Using the rule 

of thumb, the interpretation of Cronbach’s alpha as follows :  

Table 3.1 Realibility Rule of Thumb 

                                                                      Source : Gaikar and Marakarkandy (2015) 

 

 

Cronbach’s Alpha Internal Consistency 

Alpha ≥0.9 Excellent Reliability 

0.8≤Alpha<0.9 Good Realiability 

0.7≤Alpha<0.8 Acceptable Reliability 

0.6≤Alpha<0.7 Questionable Reliability 

0.5≤Alpha<0.6 Poor Reliability 

Alpha<0.5 Unacceptable Realibility 
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3.6 Pilot Study 

A pilot study can be defined as a ‘small study to test research protocols, data 

collection instruments, sample recruitment strategies, and other research techniques in 

preparation for a larger study. Pilot study frequently conducts before large-scale 

quantitative research. A pilot study is often used to test the design of the full-scale 

experiment which then can be adjusted. In this research, there are 10 respondents 

chosen to answer the questionnaire for the pilot study. The data collected from the 

questionnaire will be analyzed using Statistical Package for Social Science (SPSS) 

version 24. 

Table 3.2 Reliability Analysis for Pilot Study 

Section Variables Cronbach’s 

Alpha Value 

No. 

of 

Items 

No of 

Respondents 

Involved 

B Training Content 0.543 4 10 

C Computer Skills 0.575 4 10 

D Communication between 

Trainer and Trainee 

0.775 4 10 

E Employee Performance 0.779 4 10 

 

3.7 Research Ethics 

This research honored the ethical standards set by generic research ethics. In 

so doing, the participants were informed about all the steps that were to be taken in 

this research. The participants were more important than the study, and therefore 

always respected. The participants were informed that the study was completely 
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voluntary, and would not affect their jobs, in any way. Confidentiality was provided, 

as the subjects’ identifying information was not sought. The data collection material 

was destroyed on completion of the study 

3.8 Data Collection Procedure 

Before the data collected, the first step is for the researcher to make a call to 

the office to set the appointment and ask permission. After the researcher sets the 

appointment, the researcher starts to create a question and make some preparation 

before going to the organization. The researcher prepares the official letter from the 

university before collecting the data. Researcher email the official letter to the 

organization. After a few days, the organization contact the researcher  On the day, 

the researcher distributes the google form link to a random person in the organization. 

The respondent will answer the question. The researcher also uses random people 

who working in the public sector to complete the survey. Researche uses Facebook as 

a medium to distribute the link. After getting the data, the researcher starts to analyze 

the data using the SPSS. 

3.9 Data Analysis Procedure 

The data for this study were analyzed using statistical software known as 

SPSS (version 20). SPSS is a software product used for statistical analysis. According 

to Noels (2018), SPSS is a combination of various software in one package. This 

software offers five techniques that have different functions which are data 

transformation, regression analysis, ANOVA, MANOVA, and T-Test. SPSS is 12 

capable of handling large amounts of data and can perform all of the analyses covered 

in the text and much more. The program, originally called Statistical Package for the 

Social Sciences, was released in 1968 and quickly became one of the most widely 

used statistics programs in the social sciences, including in healthcare, government, 
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market research, and surveying. SPSS was chosen because of its compatibility with 

most other software packages and the user-friendliness used for data analysis (Field, 

2009). The researcher will analyze data from the questionnaire and code. To check the 

reality and validity of the questionnaire, the researcher decides to run the real test for 

every section. There are two types which is a pilot study and an actual study. Next, 

the researcher uses Pearson Correlation Analysis to test the strength of the variable 

while Multiple Regression Analysis to find the most dominant factor in this research.  

3.9.1 Pearson Correlation Coefficient Analysis 

Pearson correlation is the test to determine the strength between the two 

quantitative variables. In this research, researchers are run a Pearson correlation three 

times. The first test is to determine the relationship between training content and 

employee performance. The second test is to determine the relationship between 

computer skills and employee performance. The last objective is to determine the 

relationship between communication between trainer and trainee and employee 

performance. This hypothesis is tested by using Pearson Correlation whereby r-value 

is used to determine the type, strength, and direction of the relationship between 

online training factor identified and employee performance. As for the p-value, this 

data is used to indicate whether the relationship of the related variable is significant or 

insignificant. 

3.9.2 Multiple Linear Regression Analysis 

Multiple Linear regression is used to predict the value of dependant variables 

based on several predictors. In these findings, the dominant factor included training 

content, computer skills, communication between trainer and trainee whereas the 

dependant variable is employee performance. 
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3.10 Chapter Summary 

The research methodology is important because helps us to get a solution from 

our problem or study. In research methodology, the researcher can choose the method, 

analyze the data which is suitable for the research. It also can give a view of how the 

research will be conducted. 
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Chapter 4 

Findings and Discussions 

4.1 Introduction 

This chapter presents the findings and discussion of this research. This chapter 

starts with the respondent background, descriptive statistics, report the research 

findings and in-depth discussions, and chapter summary. Finding from the past 

researchers also presented in this chapter. This chapter is important because highlight 

on the finding on the research that is obtained from 30 respondents who are working 

in public sectors. The reader will get a view of the hypothesis proposed in chapter one. 

In this chapter also the reader can see either hypothesis proposed are accepted or 

rejected and the researcher will explain and provide the reason based on the finding 

that has been collected.  

4.2 Respondent Background 

This data collection for this research was been collected from random people 

who are public sectors employees in Sarawak. Table 4.1 below represent the 

demographic background in this study  

Table 4.1 Demographic variables of Respondent 

Characteristic Frequency Percentage (%) 

Gender Male 20 66.7 

Female 10 33.3 

Age 20-25 3 10.0 

26-30 7 23.3 

31-Above 20 66.7 

Marital Status Single 10 33.3 

Married 17 56.7 
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Single Parent 3 10.0 

Education Level PMR/SPM 14 46.7 

DIPLOMA/STPM 9 30.0 

DEGREE 7 23.3 

Length of service Less than 3 years 5 16.7 

3 years and above 25 82.3 

Total 30 100 

 

Table 4.1 above shows the total of 30 respondents who completed the 

questionnaire in this survey. In the demographic section, the respondent answered the 

question regarding gender, age, marital status, education level, and the length of 

service. All of the respondents are working in the public sector.  

Table 4.1 above are summarized the data that have been collected from the 

survey. The table also shows the frequency and percentage of the respondent. Based 

on the table above, the respondent who took part in this survey in terms of gender is 

20 (66.7%) male and 10 (33.3%) female 

According to the table, the respondent age is around 20 and above who work 

in the public sector. From this survey, there are 3 (10%) who are in age 20-25, 7 

(23.3%) respondents are 26-35 years old and 20 (66.7%) are 30 years old and above.  

In this survey, the researcher also gives 3 options which are single, married 

and single parents. The result from this survey shows that 10 (33.3%) of respondents 

are single, 17 (56.7%) are married and 3 (10%) are single parents respectively.   

In terms of educations, 14 (46.7%) of respondents said that the highest 

education is PMR/SPM while 9 (30%) of respondents are from Diploma and 7 (23.3%) 

are from Degree. This questionnaire also asks about the length of service. Based on 
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the data collected 25 (82.3%) are working for more than 3 years while 5 (16.7%) are 

worked for less than 3 years.  

4.3 Descriptive Statistics 

In this part, the researcher gives summarizing for the responses obtained 

through the questionnaire. There is four sections briefly summarize. There are 

summarizing the percentage, mean and standard deviation from every section of the 

questionnaire. Descriptive statistics are a set of short descriptive coefficients that 

summarise a data set, which might be a representation of the complete population or a 

sample of it (Hayes, 2021). In short, descriptive statistics give concise summaries 

about the sample and data measurements to help describe and analyze the elements of 

a certain data collection. In mathematics and statistics, the concept of mean is crucial. 

In a group of numbers, the mean is the average or most common value while standard 

deviation is a statistic that measures the dispersion of a dataset relative to its mean. 

The table below will show the summarizing of percentage, mean, and standard 

deviation for Section B (Training Content), Section C (Computer Skills), Section D 

(Communication between trainer and trainee), and Section E (Employee Performance). 

4.3.1 Section B (Training Content) 

Table 4.2: Percentage, Mean and Standard Deviation 

Items  

(Training Content) 

Likert Scale 

1 2 3 4 5   

% % % % % x̅ SD 

1. I receive new informations on the training 

course 

3.3 - 13.3 46.7 36.7 4.13 .900 

2. The training objectives clearly defined - - 16.7 33.3 50.0 4.33 .758 
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3. The training content meet my expectation - 3.3 26.7 46.7 23.3 3.90 .803 

4. The training content will be useful for my job - 3.3 16.7 33.3 46.7 4.23 .858 

Note: Likert scale used is 1 - Strongly Disagree; 2 – Disagree; 3 – Neutral; 4 – Agree; 

5 – Strongly Agree. “%” for percentage, “x̅” for mean, and “SD” for standard 

deviation. 

There are four questions in Section B(Training Content). For the first question, 

there are show 46.7% of respondents agree that training content will give a new 

information to them while the other respondent is 36.7% strongly agree, 13.3% 

choose neutral and 3.3% strongly disagree (M=4.13, SD=0.900). Question number 

two 50% of respondents choose strongly agree, 33.3% agree and 16.7% of 

respondents choose neutral (M=4.33, SD=0.758). For question number three, 46.7% 

of respondents prefer to agree while the rest of respondents 26.7% neutral, 23.3% 

strongly agree and 3.3% choose to disagree (M=3.90, SD=0.803) with the statement 

stated and for the last question, 46.7% respondents choose strongly agree, 33.3% 

choose to agree, 16.7% respondent choose neutral and 3.3% choose to disagree 

(M=4.23, SD=.859) which training content will be useful for their job.  

4.3.2 Section C (Computer Skills) 

Table 4.3: Percentage, Mean and Standard Deviation 

Items  

(Computer Skills) 

Likert Scale 

1 2 3 4 5   

% % % % % x̅ SD 

1. I would be willing to invest additional time for 

training to learn how to use the new computer 

- 3.3 3.3 30.0 63.3 4.53 .730 

2. I can create simple presentation using 

Powerpoint 

3.3 3.3 10.0 30.0 53.3 4.27 1.015 
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3. I am comfortable using the Microsoft word 

program for word processing. 

- 3.3 - 26.7 70.0 4.63 .669 

4. I am familiar with using a search engine 

(Googles, Bing, Yahoo, Google Scholar). 

- 3.3 - 16.7 80.0 4.73 .640 

Note: Likert scale used is 1 - Strongly Disagree; 2 – Disagree; 3 – Neutral; 4 – Agree; 

5 – Strongly Agree. “%” for percentage, “x̅” for mean, and “SD” for standard 

deviation. 

There are four questions in Section C (Computer Skills). In the first question, 

the majority of respondents choose strongly agree 63.3% for the first statement while 

30% said to agree, 3.3% choose to disagree and 3.3% neutral(M=4.53, SD=.730). 

Question number two most of the respondents choose strongly agree 53.3%, and for 

the others, 30% choose to agree, 10% choose neutral 3.3% choose to disagree and 3.3% 

choose strongly disagree (M=4.27, SD=1.015). For questions number three and four, 

most of the respondents prefer strongly agree with 70.0% (M=4.63, SD=.669) and 

80.0%(M=4.73, SD=.640) respectively. 

4.3.3 Section D (Communication between trainer and trainees) 

Table 4.4: Percentage, Mean and Standard Deviation 

Items  

(Communication between Trainer and Trainees) 

Likert Scale 

1 2 3 4 5   

% % % % % x̅ SD 

1. Trainer show willingness to assist trainee. - 3.3 10.0 40.0 46.7 4.30 .794 

2. The trainer communicates effectively during the 

session. 

- 3.3 10.0 46.7 40.0 4.23 .774 

3. I feel comfortable expressing my problems to 

my trainer. 

- - 23.3 43.3 33.3 4.10 .759 
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4. The language that being use easy to understand. - - 6.7 36.7 56.7 4.50 .630 

Note: Likert scale used is 1 - Strongly Disagree; 2 – Disagree; 3 – Neutral; 4 – Agree; 

5 – Strongly Agree. “%” for percentage, “x̅” for mean, and “SD” for standard 

deviation. 

There are four questions in Section D (Communication between Trainer and 

Trainee). For the first question, 46.7% respondent strongly agree that trainer show 

willingness to assist trainee while the rest of respondent 40% agree, 10% neutral, and 

3.3% disagree (M= 4.30, SD=.794). Question number two and three, there are 46.7% 

of the respondent (M=4.23, SD=.774) and 43.3% of the respondent (M=4.10, SD .759) 

choose to agree. For the last question, respondents prefer strongly agree 56.7% 

(M=4.50, SD=.630) while the other 36.7% respondant choose to agree and 6.7% 

choose neutral. 

4.3.4 Section E (Employee Performance) 

Table 4.5: Percentage, Mean and Standard Deviation 

Items 

(Employee Performance) 

Likert Scale 

1 2 3 4 5   

% % % % % x̅ SD 

1. Employees in our organization have been 

enabled to make decisions well. 

- - 16.7 40.0 43.3 4.27 .740 

2. Coming up with new ideas is appreciated in our 

organization. 

- - 16.7 26.7 56.7 4.40 .770 

3. Employees feel happy to work in teams 

 

- - 6.7 26.7 66.7 4.60 .621 

4. Employee communication skills have been - - 6.7 50.0 43.3 4.37 .615 
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improved in this organization. 

Note: Likert scale used is 1 - Strongly Disagree; 2 – Disagree; 3 – Neutral; 4 – Agree; 

5 – Strongly Agree. “%” for percentage, “x̅” for mean, and “SD” for standard 

deviation. 

There are four questions in Section E(Employee Performance). For the first 

and second question, 43.3% respondent (M= 4.27, SD=.740) and 56.7% respondents 

(M=4.40, SD=.770) respectively. For question number three, most of the respondents 

choose strongly agree 66.7% while the other respondent 26.7 respondents choose 

agree and 6.7 respondents choose neutral(M=4.60, SD=.621) while for the last 

question, most of the respondents choose to agree with 50.0% respondent (M=4.37, 

SD=.615) 

4.4 Research Findings 

In this section, the researcher will explain more about the finding from the 

current research. The research will provide a piece of new information and fresh 

insight about the problem from the findings. Two tests have been used which are 

Pearson Correlation Coefficient Analysis and Multiple Regression Analysis.  

Pearson's correlation coefficient assesses the statistical link, or association, 

between two continuous variables. Because it is based on the method of covariance, it 

is known as the best method for quantifying the relationship between variables of 

interest. It reveals the amount of the association, or correlation, as well as the 

direction of the relationship. 

4.4.1  The Relationship between Training Content and Employee Performance 

 The first research objective is to identify the significant relationship between 

the training content of online training towards employee performance The hypothesis 

for the objective has been proposed as follows : 
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H1: There is a significant relationship between training content of online training 

towards employee performance 

This hypothesis is tested by using Pearson Correlation whereby r-value is used 

to determine the type, strength, and direction of the relationship between training 

content and employee performance. As for the p-value, this data is used to indicate 

whether the relationship of the related variable is significant or insignificant. 

Table 4.6: Correlation between Training Content and Employee Performance 

 

A Pearson correlation coefficient was computed to assess the relationship 

between training content and employee performance during pandemic Covid-19. 

Table 4.6 above indicates that training content has a significant relationship with 

employee performance at a significant value, p=0.011, which is less than p=0.05. The 

results from the "r" value r=0.458 translate there was a moderate positive correlation 

between the two variables. Since the p-value is less than 0.05, therefore the first 

hypothesis is accepted. (r=0.458, n=30, p=0.011).  This suggests that the more quality 

training content during online training, the higher the level of increasing employee 

performance. The training content in any training program is an important factor 

because it will be useful for trainees to enhance job performance. this finding is also 

Correlations 

 MeanTrainingContent 

MeanEmployee 

Performance 

MeanTrainingContent Pearson Correlation 1 .458* 

Sig. (2-tailed)  .011 

N 30 30 

MeanEmployeePerformance Pearson Correlation .458* 1 

Sig. (2-tailed) .011  

N 30 30 

*. Correlation is significant at the 0.05 level (2-tailed). 
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supported by the theory of Experiential Learning by David Kold. This theory has 

highlighted the issue of training content during the training. During the training, 

trainees can explore the content and apply the content to their job. The trainees will 

more understand the content of training if the training content is related to their job 

scope. There can experience them by themselves of the content. The characteristics of 

Experiential Learning theory also shown that the experience needs to mixture the 

content and process which means the training content must need to practice to get a 

result. If the employee practices the content on their job, they will be increased in 

employee performance. As observed in the analysis of responses under training 

content of online training has shown that most employees agree that training content 

can enhance employee performance. Training content is one of the most important 

factors to measure the effectiveness of online training. This will be one of the reasons 

why training content has a moderate positive relationship with employee performance.  

In the previous studies, few researchers have to validate the online training 

effectiveness factor. The obtained result is similar to the study supposed by H. Lim et 

al (2007) which training content has directly affected learning performance. This 

study indicates that training content is an important factor in effective vocational 

learning and transferring the training into job performance. Moreover, The American 

Society of Training and Development (ASTD) (2006) suggested that results of 

evaluations can be used to improve course content, determine whether the learning 

objectives have been achieved, and assess the value of the course within the 

institution. Content of the training will give an impact on the effectiveness of online 

training. A well-known, online training is helping to increase the knowledge, skills, 

and abilities of the employee in the workplace by giving extra knowledge for them.   
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These findings are in line with previous findings regarding E-Training 

Effectiveness in Multinational Companies in Malaysia (2012). This finding 

hypothesis stated there is a relationship between the content of training and user 

satisfaction. Training content should be considered as an important factor since it will 

use to transfer in the work which will help to increase employee performance. Chang 

(2010) investigated the information literacy course contents and teachers’ teaching 

model and assessment methods in general education programs in Taiwan. This study 

found that most students have gained knowledge, improved search skills, and changed 

attitudes after learning. This is because the learning content met students’ needs and 

goals, and it gave students the impetus to continue practicing and improving their 

skills. 

4.4.2 The Relationship between Computer Skill and Employee Performance 

The second research objective is to identify the relationship between computer 

skills during online training towards employee performance. The hypothesis for the 

objectives has been proposed as follows:  

H2: There is a significant relationship between computer skills during online training 

towards employee performance  

This hypothesis is tested by using Pearson Correlation whereby r-value is used 

to determine the type, strength, and direction of the relationship between computer 

skills and employee performance. As for the p-value, this data is used to indicate 

whether the relationship of the related variable is significant or insignificant. 
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Table 4.7: Correlation between Computer Skills and Employee Performance 

A Pearson correlation coefficient was computed to assess the relationship 

between computer skills and employee performance during pandemic Covid-19. 

Table 4.7 above indicates that computer skills have a significant relationship with 

employee performance at a significant value, p=0.010, which is less than p=0.05. The 

results from the "r" value r=0.461 translate there was a moderate positive correlation 

between the two variables. Since the p-value is less than 0.05, therefore the hypothesis 

is accepted. (r=0.461, n=30, p=0.010). This suggests that the more proficient in 

computer skills during online training, the higher the level of increasing employee 

performance. Computer skill is important for the employee to perform the task. But, 

some of the employees are not familiar with computer skills. According to Chau and 

Wang (2000), computer self-efficacy is an important trainee characteristic for e-

training situations. If the employee did not have enough skill, it will make the training 

not effective. The employee should have a skill in handling computers to make sure 

they can follow and perform the task during the online training.  

The correlation between computer skills and employee performance during 

pandemic Covid-19 based on this research is moderate positive. Computer self-

efficacy is the ability to use a computer effectively. Other research found out, 

Correlations 

 MeanComputerSkills 

MeanEmployeePerform

ance 

MeanComputerSkills Pearson Correlation 1 .461* 

Sig. (2-tailed)  .010 

N 30 30 

MeanEmployeePerformance Pearson Correlation .461* 1 

Sig. (2-tailed) .010  

N 30 30 

*. Correlation is significant at the 0.05 level (2-tailed). 
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computer training effectiveness is depends on what trainees learn in the training (Gist, 

Shwoerer and Ravid, 1982).  Simmering, Posey, and Piccoli (2009), stated that from 

the result of their study there is a positive relationship between computer self-efficacy 

and learning in training has been well supported in the training literature. As a trainee, 

they need to explore and learning on their own during the training.  

In the previous study, the Learning performance of online training participants 

has a positive relationship to computer self-efficacy, email communications, supports 

from supervisors, and encouraging learning supported by Titan, Effendi, and Trivena 

(2014). This showed that successful learning is influence by computer self-efficacy, 

email communication, and others because it will help to increase their understanding 

of the online training. Experiential Learning theory also said that learner is the self-

teaching themselves. As a learner, they need to explore their own. For example 

computer skills, they need to make sure they manage to handle the computer. They 

need to know how to apply all the computer skills during the online training. This is 

because online training did not provide an assistant nearby the learner. They attend 

the online training on their own with different places. The organization can see the 

improvement in the skills that employees have after attended the online training. 

Computer-based performance tests can measure declarative knowledge and 

procedural knowledge, computer-based performance testing can be used to 

“demonstrate that a person can apply their knowledge and skills to perform tasks, take 

actions, and solve problems that are realistic indicators of proficiency or competency” 

(Berry & Malone, 1999, p. 164).  
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4.4.3 The Relationship between Communication between Trainer and Trainee 

and Employee Performance 

The third research objective is to identify the significant relationship between 

the communication of the trainer and trainer towards employee performance. The 

hypothesis for the objective has been proposed as follow :   

H3: There is a significant relationship between the communication of trainer and 

trainee towards employee performance  

This hypothesis is tested by using Pearson Correlation whereby r-value is used 

to determine the type, strength, and direction of the relationship between 

communication between trainer and trainee and employee performance. As for the p-

value, this data is used to indicate whether the relationship of the related variable is 

significant or insignificant. 

Table 4.8: Correlation between Communication between trainer and trainees and 

Employee Performance 

Correlations 

 

MeanCommunicationsT

rainerandTrainee 

MeanEmployeePerform

ance 

MeanCommunicationsTrainerandTrainee Pearson Correlation 1 .691** 

Sig. (2-tailed)  .000 

N 30 30 

MeanEmployeePerformance Pearson Correlation .691** 1 

Sig. (2-tailed) .000  

N 30 30 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

A Pearson correlation coefficient was computed to assess the relationship 

between communication trainer and trainee and employee performance during 

pandemic Covid-19. Table 4.8 above indicates that computer skills have a significant 
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relationship with employee performance at a significant value, p=0.000, which is less 

than p=0.05. The results from the "r" value r=0.691 translate there was a strong 

positive correlation between the two variables. Since the p-value is less than 0.05, 

therefore the hypothesis is accepted. (r=0.691, n=30, p=0.000). This suggests that the 

more excellent communication between trainer and trainee, the higher the level of 

increasing employee performance. The findings for this research are supported by past 

researchers. 

Past studies have discussed the relationship between the communication 

between trainer and trainee during online training and employee performance, but not 

directly communication between trainer and trainee can increase the understanding of 

trainees during the training. Trainees can freely ask a question whenever they have 

misleading during the session. This means that the atmosphere generated by the 

trainer – whether coercive or participatory – has a significant impact on the training's 

effectiveness (Chukwu, 2016). Alawamleh, Al-Twait, and Al-Saht (2020) in the study 

of The Effect of Online Learning on Communication between Instructors and 

Students During Pandemic Covid-19 has found that online learning has limited the 

interaction during the learning process. The learning process is not effective because 

it will decrease the understanding.  

Raafat Al-Saht Elnaga and Imran (2013) stated that the method using during 

the training plays an important role in the success of the training. For example, the 

cognitive method. The cognitive method will involve the provisions of theoretical 

training to the employee through verbal and non-verbal communications. This will 

produce communication between the trainer and trainees. The communication 

between trainer and trainee is very important because it enhanced the learning 

understanding. In the Experiential Learning theory, the presence of meaningful 
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relationships can increase learning (Shawartz, 2012). This is because the learner can 

see the knowledge clearly if they have a good relationship with their trainees and 

environment. Building a good relationship will start with good communication. 

Trainees during the online training will be easy to understand if there have 

communication. Keri and Timothy (2007) in their study showed that the interaction 

between the trainee and trainees will give an overview of how the training success. 

Supported by Myers and Martin (2006) in the study which the credibility of the 

instructor can be seen by the interaction during the learning process 

4.4.4 Multiple Regression Analysis 

 Multiple Linear regression is used to predict the value of dependant variables 

based on several predictors. In these findings, the dominant factor included training 

content, computer skills, communication between trainer and trainee whereas the 

dependant variable is employee performance.  

4.4.4.1 Dominant factors that associating with employee’s performance 

The fourth research objective is to identify the most dominant factor during 

online training affecting employee performance. The hypothesis for the objective has 

been proposed as follow: 

H04: There is dominant factors affecting employees performance based on training 

effectiveness factors identified 

Table 4.9 Model Summary of Regression 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .718a .515 .460 1.69943 

a. Predictors: (Constant), MeanCommunicationsTrainerandTrainee, MeanComputerSkills, MeanTrainingContent 

Referring to Table 4.9 its represented correlation coefficient, R=0.718 while 

the coefficient of determination, R2 =0.515. The r-value of 0.718 indicated a high 
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degree of correlation. The R2 value of 0.515 can be explained that 51.5% of the 

variation of independent variables can be attributed to the dependant variable. 

However, 48.5% of variation left can be said that there are some other factors instead 

of training content, computer skills, and communication between trainer and trainee 

during online training that could affect employee performance 

Table 4.10 ANOVAa Table 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 79.877 3 26.626 9.219 .000b 

Residual 75.090 26 2.888   

Total 154.967 29    

a. Dependent Variable: MeanEmployeePerformance 

b. Predictors: (Constant), MeanCommunicationsTrainerandTrainee, MeanComputerSkills, MeanTrainingContent 

Furthermore, according to table 4.10, found that F(3,26)=9.219, which 

p=0.000 (p<0.05) showed the regression model is a good fit of the data. Thus, it 

concluded that the null hypothesis (H04) was rejected which stated there is a dominant 

factor affecting employee performance  

Table 4.11 Coefficients 

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

95.0% Confidence Interval 

for B 

B Std. Error Beta Lower Bound Upper Bound 

1 (Constant) 7.628 2.447  3.117 .004 2.597 12.658 

MeanTrainingContent -.240 .194 -.293 -1.238 .227 -.638 .158 

MeanComputerSkills -.114 .202 -.120 -.566 .576 -.530 .301 

MeanCommunications

TrainerandTrainee 

.938 .250 1.020 3.751 .001 .424 1.452 

a. Dependent Variable: MeanEmployeePerformance 
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The predictor equation of the linear regression is  

 Y=7.628 + (-0.240)(X1) + (-0.114)(X2) +(0.938)(X3) 

Where : 

• Y = Employee Performance 

• X1 = Training Content  

• X2 = Computer Skills  

• X3 = Communications between trainer and trainee 

Based on Table 4.11, training content, computer skills are not statistically 

significant because their p-values 0.227 and 0.576 respectively are higher than the 

significance level of 0.05. However, communication between trainer and trainee is 

statistically significant as it p=0.001, which lower than the significance level. 

According to Data Science Blogathon, unstandardized coefficient(b), represents 

the amount by which the dependent variable changes if we change the independent 

variable by one unit keeping other independent variables constant. As for training 

content, b1=-0.240 means that for every increase in training content, employee 

performance will increase by -0.240. As for computer skills, b2=-0.114 means that for 

every increase in computer skills, employee performance will increase -0.114. As for 

communication between trainer and trainee, the variable value b3= 0.938 where the 

increase in communication between trainer and trainee will increase 0.938. 

Moreover, the standardized coefficient is also known as the beta value. The 

strength of each independent variable's effect on the dependent variable is compared 

using a standardized beta coefficient. In this part, the researcher can determine which 

of the independent variable is the most dominant factor in this research. Based on 

table 4.8, represents the beta value of training content, computer skill, and 
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communication between trainer and trainees is -0.293,-0.120, and 1.020 respectively. 

Hence, communication between trainer and trainee is the most dominant factor 

because the beta value for this variable is higher compared to training content and 

computer skills. The beta value for communication between trainer and trainee is 

1.020 with the p-value is 0.001. Since the p-value is less than 0.05. It showed that the 

most dominant factors against the variables on employee performance.  

Concisely, the null hypothesis(H04) was rejected which there are dominant factors 

affecting employee performance. There is only one variable that is statistically 

significant to the employee performance which is communication between trainer and 

trainee because its p-value is less than 0.05 where training content and computer skill, 

the p-value is 0.227 and 0.576 respectively. All of the variables have a positive 

relationship with employee performance. To conclude, the communication between 

trainer and trainee is the most dominant factor among training content and computer 

skills in this research with the p-value are less than 0.05. 

Previous studies have shown that some of the learners are more interested in 

online learning courses because some of them are shy to interact with people (Hung et 

al., 2010). As trainees, they should actively communicate with the trainer which 

engages a good connection. The trainees can freely interact by asking a question. The 

Experiential Learning Theory also explains that as a trainer, they need to be as a guide 

and resources for the trainees not as a leader (Warren, 1995, p. 250). If the trainer, 

acts as a leader, the trainees will feel afraid to communicate and have a gap between 

them. This showed that as a trainer they need to have a good relationship with the 

trainees. As trainers, they need to communicate with trainees to make learning easy 

which trainees can easily ask and be the trainer as their resources to improve their 

performance after the training. The trainees should dare to speak opinion during the 
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training. This is because it proves that trainees learn something during the training. 

Based on For example, during online training, they are actively involved in training in 

which they communicate with the trainer. This will make the trainees feel more 

confident to use and apply the knowledge and skill on during working which will 

enhance the employee performance. According to Bangert (2006), there are four 

factors in student satisfaction during online courses, which include communications. 

The previous studies have strengthened the result of finding which the dominant 

factor that affects online training effectiveness is communication between trainer and 

trainee.  

4.5 Summary Findings  

A summary finding is a table that represent the finding result from the four 

hypothesis in this research. The most important in this table is result of the hypothesis 

either accepted or rejected.  

Table 4.12 Summary Findings 

Research Hypothesis Accepted/Rejected 

H1: There is a significant relationship between training content of online 

training towards employee performance 

Accepted 

H2: There is a significant relationship between computer skills during 

online training towards employee performance 

Accepted 

H3: There is a significant relationship between the communication of 

trainer and trainee towards employee performance 

Accepted 

H4: There is a dominant factors affecting employees performance based 

on training effectiveness factors identified 

Accepted 

Most dominant 

factors: 

Communication 
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between trainer 

and trainee 

 

 

4.6 Chapter Summary 

This chapter is about the results and discussion from the research. this chapter 

clearly explains the demographic profile of the respondents, depth analysis responses 

from each variable. Next, the reader will see the relationship between the three 

variables which are training content, computer skills, and communication between 

trainer and trainees. The researcher also provides support from past findings. SPSS 26 

is used to test the result for the hypothesis tested using Pearson Correlation Test and 

Multiple Regression Linear is to identify the most dominant variable that influences 

employee performance based on the online training effectiveness factors. The 

conclusion from this chapter has found out, there are two moderate positive 

relationships which are training content and computer skill, and one strong positive 

relationship (Communication between Trainer and Trainees). All of the findings from 

this chapter will be explained more in the next chapter.   
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Chapter 5 

Conclusions, Implications, and Recommendations 

5.1 Introduction 

This is the last chapter which contains the summarizing of every chapter from 

chapter one until chapter four. This chapter will explain more details and provide a 

brief discussion based on the findings of the result in chapter 4. Base on the results 

obtained in Chapter 4, this will discuss further the result from the Pearson Correlation 

Analysis and Multiple Regression Analysis. This chapter focus on several important 

parts such as the chapter summary of the research, implications of the study and 

recommendation for future research. This chapter is important because it highlighted 

the whole research and give more view about the content of the research which will 

be useful for future references.  

5.2 Research Summary 

This research study wants to examine The Effect of Online Training on 

Employee Performance during Pandemic Covid-19 Among Public Sector employees. 

The study consisted of five chapters, which were introduction, literature review, 

research methodology, research findings and conclusion, implications & 

recommendations. 

In chapter one, it discussed the background of the study, problem statement, 

research objective, research question, the significance of the study, limitation of the 

study, conceptual framework, the definition of the term, and summary. The problem 

statement stated in chapter one is a general guideline to identify the relationship 

between the independent variables (training content, computer skills, and 

communication between trainer and trainees) and dependant variables (employee 
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performance). Generally speaking, this chapter outlines the importance of the analysis 

to be stated on previous field work in this study.  

In chapter two, it discussed the literature review on the factor that affecting 

employee performances based on online training effectiveness factors identified. In 

this part, the researcher has collected the past research to discuss and relate to the 

objective research. The past related theories and studies provide a better 

understanding regarding the relevant point as well as benefits and drawbacks and how 

the research contributes to the field of knowledge. The theory that the researcher 

identifies that can relate to this research is Experiential Learning. Experiential 

Leaning theory by David Kold means learning is from the experience or learning by 

doing. To develop a new skill, new knowledge and new attitudes, learners should 

experience and explores the information by themselves.  

Next, chapter three is focused on the research methodology used in the study, 

data collection, and data analysis procedure. The study has been conducted by using 

quantitative analysis by using a random sampling technique. For this study, 30 

respondents were involved. The respondent is from the public sector. The respondent 

has complete the questionnaire in the google form. Due to pandemic Covid-19, the 

researcher only can distribute the link of google form by posting on Facebook. This 

chapter also discussed the sample of real study, the outcome of data analysis, and the 

outcome of validity and reliability. The data is analyzed by using the Statistic Package 

for Science Social 26 (SPSS). 2 types of tests were conduct to analyze the collected 

data which are Pearson Correlation and Multiple Regression test.  

The next chapter which is chapter 4 discussed the overall outcomes and results 

of the final data analysis. The are three hypotheses being tested using Pearson 

Correlation Analysis (Training Content, Computer Skills and Communication 
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between Trainer and Trainee) while Multiple Regression Analysis is to find the most 

dominant factor among the three variables. It focused on overall findings and decides 

to accept or refuses the research hypotheses. Using the Pearson Correlation Test it is 

shown that the H1 p-value is 0.011 and H2 p-value is 0.010  and H3 p-value 0.000 

which is less than 0.05. From the test, it can be concluded that the null hypothesis was 

rejected. For the Multiple Regression test, the researcher can see the most dominant 

factor that affecting employee performance based on online training effectiveness. 

Based on the result, the communication between trainer and trainee is the most 

dominant factor in this research  

5.3 Conclusion 

This study is mainly focused on the effect of online training toward employee 

performance. the study was conducted in public sector organizations in Sarawak, 

Malaysia. The independent variables for this research training content, computer skills, 

and communication between trainer and trainee will affect the dependant variable 

which is employee performance. Therefore, the findings suggested that three of the 

factor are playing an important role to make sure the effectiveness of online training 

which will enhance employee performance in organizations. The Pearson Correlation 

test is the strength between the continuous variables. Based on the test, the researcher 

found out that communication between trainer and trainee is the most strong positive 

relationship among three variables. The Multiple Regression Analysis is to determine 

the most dominant factor among the three variables. Based on this test, the result 

showed the most dominant online training effectiveness factor affecting employee 

performance is communication between trainer and trainee.  

In this research, the first hypothesis is there is a significant relationship 

between training content and employee performance. Based on the results, the 
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researcher finds out the results from the "r" value r=0.458 translate there was a 

moderate positive correlation between the two variables. This showed that training 

content is an important part of the training session. Trainees should know the training 

content before the training session start because it will gain more interest. Trainees 

can explore more about the content before they start. They will prepare the basic 

knowledge to improve their understanding and make sure the training will be effective 

for them. 

The second hypothesis is there is a relationship between computer skills and 

employee performance. The results from the "r" value r=0.461 translate there was a 

moderate positive correlation between the two variables. From this research, computer 

skills have been identified as one of the online training effectiveness factors. This is 

because during the training computer skill is one of the skills that trainee should have. 

Since online training has limited our activity compare to offline training. As trainees, 

they should master computer skills to make sure they can follow the activity provided 

during the training. For example, activity using the online game. Moreover, the 

internet is worldwide. Trainees can explore and find out the based system which can 

help them manage their work online. They also can apply the skills during their job 

which will make the Work From Home (WFH) more interesting and arranged.  

Next, there is a relationship between communication between trainer and 

trainee and employee performance. The results from the "r" value r=0.691 translate 

there was a strong positive correlation between the two variables. This means that 

communication is one of the most important parts to make sure online training 

effectiveness. Communication between trainer and trainee is to improve the 

understanding of trainee. During the training, the trainee can ask come questions that 
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unclear to the trainer. Interaction between trainer and trainee will make the online 

training more effective because trainees will feel comfortable with the trainer.  

Last, of all, the most dominant factor that influences this research according to 

multiple regression analysis is communication between trainers and trainees. The 

trainer should communicate with trainees during the training using a chatbox and also 

can call trainees' names to answer the question. This will gain more connection 

between the trainer the trainees. Trainees will feel free to ask the misleading and ask 

the opinion of the trainer. The trainees will gain more knowledge if the trainer can 

answer the question from the trainees. Based on this result, the researcher can 

conclude that during online training, the trainer should communicate with the trainees 

which will make the training more effective and can enhance the employee 

performance after the training.  

As Human Resources they should provide more online training during this 

pandemic Covid-19 which will help the employee to handle the task during Work 

From Home (WFH). Hopefully, this research will provide some guidelines for the 

organization to create and provide effective online training among the employee. In 

conclusion, the findings show that the employee performance during pandemic 

Covid-19 will increase if the employee has attended effective online training. From 

this research, the most dominant factor is communication between trainer and trainee 

during the online training which will influence the employee performance.  

5.4 Implication 

Implications are one of the most important parts of this research. The 

implications part will discuss the whole results. The implications will give a clear 

overview of the research findings.  
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First of all, training content is one of the variables that are used in this research. Based 

on the finding, training content has a moderate positive relationship with employee 

performance. This result is consistent with Experiential Learning Theory by David 

Kolb (1959). According to Cantor (1995), the training content is appropriate to make 

sure the learning goals are achieved. This is because training content will help the 

trainees to improve the new information for their job scope. Training content during 

online training must have some fresh information which can attract employee to focus 

during online training. The content will be useful for them to apply in their job. They 

should get something new from the training to make sure employees have the 

improvement after attending the online training. In the future, the training content 

most applicable to their job scope. They also can have sharing sessions with other 

employees about the content of the training.  

Next, this finding also finds out that computer skills have a moderate positive 

relationship with employee performance. the result of the finding has supported by 

The Experiential Learning Theory. Trainees are used to being punished when they 

make mistakes. In experiential learning, instructors must work hard to overcome the 

stigma associated with mistakes by openly celebrating them as learning opportunities. 

“Allowing trainees to make mistakes may lead to a situation in which they retain more 

information since the learning process is more challenging.” The trainees need to try 

an error using a computer to make sure they learn something. The trainees should 

make sure during the training they can involving in the discussion using the chatbox 

and also actively involved in an in-game session. This is because the activity provided 

will give some new skills for them to improve their performance. For a long-term 

implication, computer skills will be an essential skill in the workplace since the 

government is encouraged us to Work From Home (WFH).  



53 
 

Furthermore, communication between trainer and trainee is has a strong 

positive relationship between employee performance. This finding is also supported 

by The Experiential learning Theory, trainees might actively communicate can share 

their learning with an audience, such as at a conference or an exhibit (Wurdinger, 

2005, p.70). Trainees should apply all the information and can share the information 

with others. The organization will evaluate by using presentation, which trainees 

should know how to apply the skills to the work. This showed that communication 

between the trainer and trainee is the strongest factor that influences the effectiveness 

of online training. The aims of online training to make sure the information is 

delivered successfully to the trainees. The trainees should give cooperations to the 

trainer. For example, answer the question when the trainer opens the question and 

asks (Q&A).  

In addition, the most dominant factor for this research according to the 

Multiple Regression Analysis is communication between trainer and trainee. This has 

strong support which the key of effective training is communication. This is because 

communication will make an easy for the trainer to explain more about the content of 

the training. If the trainees did not ask a question during the training, the trainer will 

assume that trainees understand all of the content.  When it comes to experiential 

learning, the types of questions used in class and training are important. Open 

questions, leading questions, and questions posed as problems to examine are all good 

approaches to get people to think about things. The Experiential Learning Theory also 

supported this finding which that good communication between them will boost 

trainees to ask more questions. “The most basic questions are sometimes the hardest 

to answer and necessitate the greatest thought” (Moon, 2004, p. 162). Hence, when 

trainees ask a question during the training, trainees will more memorize the answer to 
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the question. From that, the trainees can share their training with other colleagues. 

The implication for the long term is communication will help them improve their 

understanding. The trainees also feel the confidence to explain to other members. 

They will feel brave to speak their idea in front of people.  

The outcomes of this research will be used for an organization to create 

effective online training for their employee in the future. Human Resource Practioner 

will use this research to identify the need for training and create effective online 

training for the employee. This research results demonstrated the powerful effect of 

online training effectiveness during Covid-19 and will influence employee 

performance. During this pandemic Covid-19, online will be a useful medium to 

provide training for their employees. This is because online training will prevent 

people from gathering and creating a new cluster. Online training will help employees 

to improve their skills and abilities during work from home(WFH) in our pandemic 

Covid-19. Employees should always receive the training to make sure the skills and 

abilities during this pandemic are not be ignored. Online training also will help 

employees to boost their motivation in this pandemic Covid-19.  

5.5 Recommendation 

In this section, the recommendation or suggestions are made for references 

such as leader, organization, and human resource practitioner. This recommendation 

is important to be a guideline for future research and references. To provide effective 

online training, human resource practitioners should analyze the need of employees, 

especially during this pandemic Covid-19. 

5.5.1 Organizations 

Training is the most important in the organization because it will help to 

improve the skill of the employees. During this pandemic, online training is being the 
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top choice of training since the training follows follow the Standard Operation 

Performance(SOP). From this finding, the three factors chosen have a direct 

relationship with employee performance. Training content, computer skills, and 

communication between trainers and trainees during online training play a big role to 

make online training more effective. This finding also finds out the most dominant 

factor is communication between trainers and trainees. This is because 

communication is a key to the effectiveness of online training. Since the trainer 

should attract the attention of the trainees to deliver the content of the training. The 

organization should choose a trainer who has good communication skills which will 

help to attract employees to focus. Another than that, training of content also have  a 

powerfull to attract employees to attend the training.  

5.5.2 HR Practitioner 

HR Practioner is a person who works in the human resource department. As 

HR Practioner, they should alert about the need of the employees in organizations. 

HR Practioner should analyze the skills and abilities of the employee. Based on the 

analysis, the organization should invest more in the training. To provide good online 

training, HR practitioners should find a higher qualified trainer. This current research 

shows that communication between trainer and trainee is the dominant factor. It 

proves that trainer will play a big role to make sure the training content is successful. 

They also should find an alternative to make good communication which will increase 

the effectiveness of online training.  

5.5.3 Future Researcher  

This research is conducted using quantitative research. Based on this research, 

there a few limitations found. The future researcher, they suggested using qualitative 

research. This is because qualitative research will be easier to collect data. Since the 
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data can be collected face to face. The researcher can hear the experience of the 

employee after attend the online training. The employees can share more about the 

online training and give an opinion on how to create successful online training based 

on employee experience. Other than that, the future researcher also can expand the 

sample size since the current research only use 30 respondents. Moreover, there are 

three factors are using for this research which are training content, computer skill, and 

communication between trainer and trainees. The future researcher also can use other 

factors to measure the effectiveness of online training towards employee performance.  

5.6 Limitations 

This study contributes to the knowledge of online training factor effectiveness 

which influences employee performance. There a few limitations that researchers find 

out during conducting this research. The first limitation is this research is conducting 

among public sectors employee. As we know that, the training between the private 

sector and public sector are different. This is because the private sector will invest 

more in training since the private sector wants to get effective training. The results 

from this research cannot be concluded in general. Hence, this research public 

organization only.  

Second, there is a limitation of the population of this study. This study was 

conducted among public sector employees who work in Sarawak. There are only 30 

respondents who are involving this study. Hence, this study only involves a small 

sample size. Due to this pandemic Covid-19, researchers are not having much time to 

collect data. The researcher also can distribute and ask few respondents to answer the 

survey. A small sample size will increase the error of the research and reduce the 

power of the study. 
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Lastly, in this study, there are three variables are discussing which are 

independent variables (training content, computer skill, and communication between 

trainer and trainee). There are three-factor of online training effectiveness that being 

discussed. The future researcher can use other factors to test the effectiveness of 

online training towards employee performance.  

5.7 Chapter Summary 

This chapter is the last chapter of the research. This chapter will conclude the 

important part of the research. In this chapter contain the chapter summary of every 

chapter, implications, recommendations for organizations, HR Practitioners and future 

researcher. This chapter is important to give the reader more understanding about this 

research.  
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APPENDIX A  

RESEARCH INSTRUMENT 

 

 

 

 

Faculty of Cognitive Sciences and Human Development 

Research Title 

“The Effect Of Online Training Towards Employee Performance During 

Pandemic Covid-19” 

I am a student of Bachelor of Science with Honours at University Malaysia Sarawak 

(UNIMAS). As partial fulfillment for the complication of my degree program, I am 

now conducting research entitled "The Effect Of Online Training Towards Employee 

Performance During Pandemic Covid-19”. 

To make this study successful, your participation in this research is greatly 

appreciated. There are no right and wrong answers to the questionnaire as the study is 

on individual perception. This questionnaire would take a few minutes of your 

valuable time to complete answering all the questions. 

Your particulars will remain anonymous and will be treated as strictly confidential. 

The data collected is only used for this academic research and only aggregate data 

will be used in the report.  

Once again, thank you very much for your participation 

 

Yours Faithfully: 

 

Nurul Hanim Binti Usup@Yusup (67372) 

Email address: nhanim268@gmail.com 

Phone Number : 0138393167 
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QUESTIONNAIRE 

Google Form Link : https://forms.gle/iZ9CZU2VJUMw9qzo8  

Section A: Demographic 

Please tick (    ) the answer which best applies to you.  

 

1. Gender  

Male  

Female   

2. Age 

20 – 25   

26 – 30   

30 – Above  

   

3. Marital Status  

 

Single   

Married   

Single 

Parent  

 

 

4. Highest Education Background  

 

PMR/SPM  

Diploma   

Degree   

Master/PhD  

 

5. Length of Service 

 

Less than 3 years  

3 years and above  
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For the section B, C, and D and E, please tick the answer which best applies to 

you. 

 Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Section B: Training Content  

1. I receive new 

information in the 

training course. 

     

2. The training 

objectives clearly 

defined.  

 

     

3. The training content 

meet my expectation. 

 

     

4. The training content 

will be useful for my 

job. 

 

     

Section C: Computer Skill   

1. I would be willing to 

invest additional time 

for training to learn 

how to use the new 

computer skills. 

     

2. I can create simple 

presentation using 

Powerpoint. 

 

     

3. I am comfortable 

using the Microsoft 

word program for 

word processing. 

 

     

4. I am familiar with 

using a search engine 

(Googles, 

Bing,Yahoo, Google 

Scholar). 

 

     

Section D: Communication 

between Trainer and 

Trainee 

 

1. Trainer show 

willingness to assist 

trainee. 

 

     

2. Trainer communicate 

effectively during the 

session. 
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3. I feel comfortable 

expressing my 

problems to my 

trainer. 

 

     

4. The language that 

being use easy to 

understand. 

 

     

Section E: Employee 

Performance 

 

1. Employee in our 

organization have 

been enabled to make 

decisions well.  

  

     

2. Coming up with new 

idea is appreciated in 

our organization.  

     

3. Employee feel happy 

to work in teams.  

     

4. Employee 

communication skills 

have been improved 

in this organization.  

     

End of the questionnaire 

Thank you 
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