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Abstract 

 

The main objective of this study is to measure the impact of training on human 

resource practices as well as to identify the factors those are related to effectiveness of 

training. The variables examined were demographics characteristics ( age, gender, 

martial status, education level and length of working in current job), types of training, 

training environment and work environment .  

 

A total of 92 questionnaires were distributed to the respondents in Kedah State 

Development Corporation (KSDC) company. This study was designed to identify 

through questionnaire survey, the factors that can contribute towards training 

effectiveness. The results of the study found that training environment and work 

environment significantly affect raining effectiveness .The study provides baseline 

data from which the training effectiveness can be assessed and improved upon so that 

higher benefits can be obtained by the organization.  
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CHAPTER ONE 

                 INTRODUCTION 

 

1.1  Background  

Employee training has been a matter of concern and attention by many business field 

nowadays. Organizations realize that employee training is an essential element to 

increase efficiency of job performance and keep their business running, as 

competition are getting more intense. Training is the process of providing employees 

with specific skills or helping them correct deficiencies in their performance  (David, 

2010). For example, new equipment may require workers to learn new ways of doing 

the job or a worker may have a deficient understanding of a work process. In both 

sides, training can be used to correct the skill deficit. Training is focus on the current 

job, the scope of training is on individual employees (Robert, 2010). It is also job 

specific and addresses particular performance deficits or problems. Training tends to 

focus on immediate organizational needs and fairly quick improvement in workers’ 

performance. It strongly influences present performance levels. 

 

A fundamental objective of training is the elimination or improvement of performance 

problems. To be successful, a training program must have clear stated and realistic 

goals (David, 2010).These goals will guide the program’s content and determine the 

criteria by which its effectiveness will be judged. For example, management cannot 

easily realistically expect that one training session will make everyone an accounting 



The contents of 

the thesis is for 

internal user 

only 



62 
 

  

References: 

 

Abderrahman Hassi, Giovanna Storti, (2011) "Organizational training across cultures: 

variations in practices and attitudes", Journal of European Industrial 

Training, Vol. 35 Iss: 1, pp.45 – 70 

 

Aaron W. Hughey, Kenneth J. Mussnug, (1997) "Designing effective employee 

training programmes", Training for Quality, Vol. 5 Iss: 2, pp.52 – 57 

 

Alfred Pelham, (2009) "The impact of industry and training influences on salesforce 

consulting time and consulting effectiveness", Journal of Business & 

Industrial Marketing, Vol. 24 Iss: 8, pp.575 – 584 

Arthur, W., Bennett, W., Edens, P.S., Bell, S.T. (2003), "Effectiveness of training in 

organizations: a meta-analysis of design and evaluation features", Journal of 

Applied Psychology, Vol. 88 No.2, pp.234-45. 

Burke, L.A., Baldwin, T.T. (1999), "Workforce training transfer: a study of the effect 

of relapse prevention training and transfer", Human Resource Management, 

Vol. 38 No.3, pp.227-42. 

Baldwin, T.T., Ford, J.K. (1988), "Transfer of training: a review and directions for 

future research", Personnel Psychology, Vol. 41 No.1, pp.63-105. 



63 
 

 

Burke, L.A., Hutchins, H.M. (2008), "A study of best practices in training transfer and 

proposed model of transfer", Human Resource Development Quarterly, Vol. 19 

No.2, pp.107-28. 

Birdi, K., Allan, C., Warr, P. (1997), "Correlates of perceived outcomes of four types 

of employee development activity", Journal of Applied Psychology, Vol. 82 

No.6, pp.845-57. 

Colquitt, J.A., LePine, J.A., Noe, R.A. (2000), "Toward an integrative theory of 

training motivation: a meta-analytic path analysis of 20 years of research", 

Journal of Applied Psychology, Vol. 85 No.5, pp.678-707. 

Cromwell, S.E., Kolb, J.A. (2004), "An examination of work-environment support 

factors affecting transfer of supervisory skills training to the workplace", 

Human Resource Development Quarterly, Vol. 15 No.4, pp.449-71. 

Chew, Y.T. (2005), "The changing HRM practices of Japanese firms and the impacts 

on compensation practices of Japanese affiliates in Malaysia", Forum of 

International Development, Vol. 28 No.1, pp.55-80. 

Chiaburu, D.S., Marinova, S.V. (2005), "What predicts skill transfer? An exploratory 

study of goal orientation, training self-efficacy, and organizational 

supports", International Journal of Training and Development, Vol. 9 No.2, 

pp.110-23. 



64 
 

David Devins, Steve Johnson, John Sutherland, (2004) "Employer characteristics and 

employee training outcomes in UK SMEs: a multivariate analysis", Journal of 

Small Business and Enterprise Development, Vol. 11 Iss: 4, pp.449 – 457 

 

Devins, D., Johnson, S., & Sutherland, J. (2004). Employer characteristics and 

employee training outcomes in UK SMEs: a multivariate analysis, Journal of 

Small Business and Enterprise Development, 11(4), 449-457. 

 

Eraut, M., Alderton, J., Cole, G., Senker, P. (1998), Development of Knowledge and 

Skills in Employment, University of Sussex Institute of Education, Brighton, 

Research Report No. 5, . 

 

Facteau, J.D., Dobbins, G.H., Russell, J.E.A., Ladd, R.T., Kudisch, J.D. (1995), "The 

influence of general perceptions of the training environment on pre-training 

motivation and perceived training transfer", Journal of Management, Vol. 21 

No.1, pp.1-25 

 

Ford, J.K., Weissbein, D.A. (1997), "Transfer of training: an updated review and 

analysis", Performance Improvement Quarterly, Vol. 10 No.2, pp.22-41. 

 

 

 



65 
 

Gist, M.E., Stevens, C.K., Bavetta, A.G. (1991), "Effects of self-efficacy and 

post-training intervention on the acquisition and maintenance of complete 

interpersonal skills", Personnel Psychology, Vol. 44 No.4, pp.837-61 

Gilpin-Jackson, Y., Bushe, G.R. (2007), "Leadership development training transfer: a 

case study of post-training determinants", Journal of Management 

Development, Vol. 26 No.10, pp.980-1004. 

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. e, & Tatham, R. L. (2006). 

Multivariate Data Analysis, 6th ed. New Jersey, Prentic Hall.  

 

Harry J. Martin, (2010) "Improving training impact through effective follow-up: 

techniques and their application", Journal of Management Development, Vol. 29 

Iss: 6, pp.520 – 534 

 

Heli Aramo-Immonen, Kaj U. Koskinen, Pasi L. Porkka, (2011) "The significance of 

formal training in project-based companies", International Journal of 

Managing Projects in Business, Vol. 4 Iss: 2, pp.257 – 273 

Hawley, J.D., Barnard, J.K. (2005), "Work environment characteristics and 

implications for training transfer: a case study of the nuclear power industry", 

Human Resource Development International, Vol. 8 No.1, pp.65-80. 

 



66 
 

John Sutherland, (2009) "Skills and training in Great Britain: further evidence", 

Education + Training, Vol. 51 Iss: 7, pp.541 – 554 

 

Kitching, J., Blackburn, R. (2002), The Nature of Training and Motivation to Train in 

Small Firms., DfES, London, Research Report RR330. 

 

Kontoghiorghes, C. (2001), "Factors affecting training effectiveness in the context of 

the introduction of new technology – a US case study" , International Journal of 

Training and Development, Vol. 5 No.4, pp.248-60. 

 

Lim, D.H., Morris, M.L. (2006), "Influence of trainee characteristics, instructional 

satisfaction, and organizational climate on perceived learning and training 

transfer" , Human Resource Development Quarterly, Vol. 17 No.1, pp.85-115. 

 

Lai Wan Hooi, (2010) "Technical training in the MNCs in Malaysia: a case study 

analysis of the petrochemical industry" , Journal of European Industrial Training, 

Vol. 34 Iss: 4, pp.317 – 343 

 

Milton Mayfield, (2011) "Creating training and development programs: using the 

ADDIE method" , Development and Learning in Organizations, Vol. 25 Iss: 3, 

pp.19 – 22 



67 
 

Montesino, M.U. (2002), "Strategic alignment of training, transfer-enhancing 

behaviors, and training usage: a post-training study", Human Resource 

Development Quarterly, Vol. 13 No.1, pp.89-108. 

Martin, H. (2010). Improving Training Impact through Effective follow-up: 

Techniques and their Application, Journal of Management Development, 29 

(61), 520-534. 

Nunnally, J. C. (1978). Psychometric Theory. New York, NY: McGraw Hill.  

Rouiller, J.Z., Goldstein, I.L. (1993), "The relationship between organizational 

transfer climate and positive transfer of training", Human Resource 

Development Quarterly, Vol. 4 No.4, pp.377-90. 

Rossett, A. (1997), "It was a great class, but …", Training and Development, Vol. 51 

No.7, pp.18-24. 

Rowley, C., Bhopal, M. (2006), "The ethnic factor in state-labour relations", Capital 

and Class, Vol. 88 pp.87-116 

Salas, E., Rozell, D., Mullen, B., Driskell, J.E. (1999), "The effect of team building on 

performance: an integration", Small Group Research, Vol. 30 No.3, 

pp.309-29. 

Salas, E., Cannon-Bowers, J.A. (2001), "The science of training: a decade o f 

progress", Annual Review of Psychology, Vol. 52 pp.471-99. 



68 
 

 

Sekaran, U. (2003). Research method for business: A skill-building approach (4th ed). 

New Youk: John Wiley & sons Inc.  

 

Sutherland, J. (2009). Skills and Training in Great Britain: further evidence, Journal 

of Education and Training, 51 (7), 541-554. 

 

Tracey, J.B., Tannenbaum, S.I., Kavanagh, M.J. (1995), "Applying trained skills on 

the job: the importance of the work environment", Journal of Applied 

Psychology, Vol. 80 No.2, pp.239-52. 

 

Yong, K.B. (2003), "Human resource management", in Malaysian Institute of               

Management (Eds),Management in Malaysia, Percetakan Printpack Sdn. Bhd, 

Shah  Alam, pp.230-50. 

 

 

 

 

 

 

 

 


