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Background: Most of the organizations had allocated certain @mh@f money and
invest in training and development for the purpo$edevelopment of employees.
Quantitative research had been conducted by disimdp questionnaires to 118
respondents in one of the oil and gas industry rorgéion in Kuala Lumpur as a
sample. Descriptive analysis, reliability analysisd Pearson’s correlation analysis
were applied in this study to measure the assooialietween independent and
dependent variablesObjective: This research paper was aimed to identify the
association between trainee’s commitment, trainesgidiness and training content with
training participation in a training programesults: The finding of the study revealed
that, training content was the most dominant véegiaffecting trainee’s participation,

followed by trainee’s readiness and trainee’s commmant. It shows that all of the three
factors were associated with trainee’s particigatioa training programConclusion:
These results explained that the higher commitmegddiness, and relevance of
training content, the higher the number of traisegéarticipation. Thus, employee’s
performance can be improved and directly influenrggnization performance as well.

INTRODUCTION

The need for multinational firms to be as compatiin the global marketplace as possible has awzé
dramatically over the past twenty years. For iradomal human resource management this has meamy ma
strategic opportunities to explore. An excellenample of such an opportunity is the exists regaydime
management of talent. This opportunity began tcetbgywin the late 1990s with the advent of the amge of
“global talent management”. During the past feways this opportunity has expanded to include ehgds
dealing with talent shortages, talent surplusesatlng and relocating talent, and compensationldevktalent.
Together, these conditions are all “global talelmallenges” (Schuler, Jackson, & Tarique, 2010).

Thus, talent management program has known fromd#scago and nowadays the talent management
development program became one of the vital fadmrsan organization to produce better and highliyua
product or services by using employee talent. Tghodevelopment of talent management, employeestable
learn new skills and knowledge while increasing petition among organization in healthy ways.

Other author argued that organizations worldwidefacing the challenge of managing talent effetyive
In light of the current economic downturn and viddamarket environments, talent management hasrbeam
ever more important tool to gain a sustained coitipetadvantage through human capital. The deéinitbf
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human capital such as human knowledge, skills dner@bilities that can contribute to talent efife@ess but
the way of talent transfer that can measure theesstulness of global talent management program.

Literature Review:

During scenario-based training, the scenario isadyinally adapted in real time to control the stimgyland
increase its effectiveness. A team of experiendedf snembers is required to manage and perform the
adaptations. They manipulate the storyline andetel of support during their role-play of importaiaracters
in the scenario. The costs of training could baiced if the adaptation is automated by using iigestit agent
technology to control the characters within a \tttraining environment (a serious game) (Peetosch,
Meyer & Neerincx, 2013). However, such a systern aleds a didactical component to monitor the ¢easnd
determine necessary adaptations to the scenarfter@it field of work will be differentiating therdining
scenario. The purpose of different training scendasito give an opportunity for employees to adafih
difference working environment and while providiogtter learning process.

The personal capabilities and intentions of empdsyi@dicate their performance within their orgatica
It is important for the organization to capturestkind of tacit knowledge since the workforce dre true
experts in perceiving the organization’s currerdlitg and evaluating which assets require develogme
including themselves as knowledge asfietstola, Piirto, Toivonen, Chang & Vanharanta, 20T he research
explained that individuals characteristic in whible way of they apply and used the capabilitie$ titay have
is the factor of training scenario of improving itaknowledge in nowadays become increase. Employees
performance in organization also another factoat tontribute to training scenario in nowadays sagltlass
room learning, team building, E-learning and othémining scenario which can improve employees
performance and their motivation to perform.

Trainee’s Participation:

Participation can be define as individuals involesin whether in training, team work or community
programs. According to previous research, thellefanvolvement in employee participation is baswual
employee’s attitudes and perceptions towards gibgicipants, trainer and training program itséiéX, Code,
Gray & Smith, 2002). The previous journal articlasvsupported by another journal titled ‘The Role of
Individual and Training Design Factors on Trainifigansfer’ which is after completing of training gram,
trainees who highly confidence in transferring tregipability and able to apply the new skills ambwledge
that has been learn in training program previoislthe trainees who has high level of confidenckeatB &
Kaur, 2009). A study by Omar, Dahlan, Zakaria andhimed (2013) found that training was positiveld an
significantly correlated with employee job satisfaw.

Trainee’s Commitment:

In ‘Training to raise unemployment youth’s work amitment in Tianjin’ journal articles indicate thabrk
commitment is determine by training specific worktimation so that soft skills training would be paularly
conductive for employees and unemployed youthsrims of their works commitme(heung & Ngai, 2009).
Another research study indicates that the trairobgectives are achieved when the primary objectife
training program of impart a new set of knowledgélls, abilities and other (KSAs), behaviors ditatles, and
training effectiveness to the employees are sufideashieved (Ghosh, Satyawadi, Joshi, Ranjan &giin
2012).

Traditionally, model of ethical decision-making kafocused primarily on individual ethical decision
frameworks (Wells & Schminke, 2001). The authorugrghat moral maturity is reflects three level dabred
reasoning which are ‘pre-conventional’ level (resi@and punishment) morality are define by individws an
action consequences or moral positions of authdigfyres, secondly ‘conventional’ level which factihat
become more instrumental in determining what ctuts moral behavior are peers, family, and sowains
while ‘post-conventional’ level define that moratinriples causes of self-interest societal pressuead
authority figures.

H,: Trainee’s commitment has a significant positigsaciation with trainee’s participation.

Trainee’s Readiness:

The study shown that the role of readiness rarelpdhighlighted and given prioritized in any rasba
studies though this is very important role to emsurthe effectiveness of training itself whether in
technically(practicing) or on web-based educatibime researcher added, readiness factors compristtdee
factors which are technical, organization and ddkiaramati, Mofrad & Kamrani, 2011). Meanwhile, traig
motivation can be built if the trainees fully utidid their knowledge and skills while training praigr was
conducted. Furthermore, comparing between indiv&wath higher pre-training motivation (before traig
conducted) and individuals with lower pre-trainingptivation is the individuals with higher pre-traig
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motivation are well prepared and have greater irgrautcomes due to the basis of their willingnsattend
training (Aziz & Ahmad, 2011).

According to Gegenfurtner (2011) on his journalickes, motivation to transfer have been studied
extensively over the past 25 years, because it important effects towards generation of theotiaming and
training effectiveness and major impact on profasali development. The previous statement has brese by
another author from their journal article highlightt motivation to transfer is the trainee’s deso use and
transfer the knowledge and skills that have beamégsd in training programs to their job.

H,: Trainee’s Readiness has a significant positiveoagation with trainee’s participation.

Training Content:

According to Aziz and Ahmad (2011), distributivesfice on training program refers to the fairnesteims
of treatment towards participants and it also idekiof giving an accurate information to the trainegarding
program their attended and unbiased when conduttaiging. Fair treatment also defines as concermin
trainee’s feelings, giving a consistent rules fairtees without any differentiate between one amatheer, and
most important point is basis on prevailing ethiaatl moral standards in conducting training progrétmer
perceptions came out about training content inEhical Development and Human Resources Training An
Integrating Framework’ journal which is trainingogram should not be designed and implemented a®ass
but designed as systems since organizational e#lidsHR systems in generally sharing a naturalngtro
relationship, but there is a lack of research &tianin this area. This is because, as we knowlitiiéng
between ethical development and HR systems angéidted but people are very little in knowledgedrms of
efficacy of specific ethics training programs imer to provide effective training program.

Bhatti and Kaur (2009) suggested that trainingglesiontent and instructional strategies must lzta@ to
the objective of transfer, for to ensure the leagriransfer to be realized whether the transferesr or far. In
order to design and delivery of training, time h® tcritical resource because needs identified éntthining
needs analysis will not be resolved, training invest will be waste, and training goals will not &zhieved if
the training is not long enough to permit delivefyraining.

Hs: Training Content has a significant positive agation with trainee’s participation.

All the hypotheses derived earlier are illustrated research framework as per Figure 1.

Trainee's

commitment
N‘

Tralrllee s > Tr:':ulnee .S
Readiness H; participation
H;
Training
Content

Fig. 1: Research Framework

Methodology:

For this research study the researcher chose tptargi method for conducting research on trainee’s
participation in an engineering services compangsdiiptive (frequency analysis) study are undertate
describe the characteristics of trainees (age,eyed@partment, year of employment, etc.). Thearesedesign
also seeks answer of whom, where, when, and howstiqus that enables researcher to explain whates t
factors that contribute to the variables that dffee different aspects in workplace environmeiie population
for this study is participants for external courméning programs in an engineering services campahich
consist of 31 branches offices around the worldhwitore than 18,000 staff worldwide. However, the
population that researcher interest to investigatg in one of its Kuala Lumpur branch and the dapan are
764 employees.

For the purpose of this study, the researcher @sosmn-probability sampling design of purposive
sampling. Purposive sampling is confined to spedifpes of people who can provide the desired métion,
either because they are the only ones who hawe ttpnform some criteria set by the researcher @&k &
Bougie, 2013). The total of sampling size is apprately 100 to 130 respondents however only 118o6et
guestionnaires are returned. The questionnairedigisbuted to the respondents which are the sthffvery
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department who has attended external training progpreviously. In this research, the researched use
structured questionnaire that were given to thepdamf population. The question is structured, nmegisome
standardization is imposed on the data collectidhrespondent will received the same set of questaires.
The researcher had used interval scale which alewviik as likert scale questions for section 2A w2l The
range form 1 = ‘Strongly Disagree’ until to 5 =r&hgly Agree’ and another indicator of 1 = ‘Nevaritil to 5

= ‘Very Frequent'.

Results:

As per Table 1, the majority of the respondents fesen male respondents with percentage of 55.1%
(N=65) while female respondent’s percentages ar8%4N=53). Majority race are came from Malay with
94.1% (N=111) respondents, follow by Indian witd%. (N=4) respondents, Chinese with 1.7% (N=2)
respondents and the minority number are from othaecs with 0.8% respondent only (N=1). Most of the
respondents are came from 20 until 29 years old B8t 9% (N=66), the lowest are 40-49 years old ARtV %
(N=15), while none of the respondent are from amgge of 50 and above. The highest education lefvel o
respondents are from degree level with 55.1% (N=66) the lowest from Master/PHD level with 5.9% W=
only. The result indicated that most of the resmmtsl are from degree level of education. The mdst o
respondents are from supports department consfstsuman resource, finance, information technology,
planning, proposal, and procumbent with (N=38) oesjents of 32.2% followed by project services depant
with (N=17) respondents of 14.4% while the lowestpondents are from electrical and others whiclsisbof
document controller department with 2 respondemly of 1.7% each. Most of the respondents are from
executive category with 62.7% (N=74) of respondenitde 34.7% (N=41) of respondents from non — exigeu
category, while the rest of 2.5% (N=3) of resporideme from others category but under engineereid. f

Table 1: Demographic Profile of Respondents

Demographic Variables Frequency (N) Percentage (%)
Gender:
Male 65 55.1
Female 53 44.9
Race:
Malay 111 94.1
Indian 4 3.4
Chinese 2 1.7
Others 1 0.8
Age range:
20 - 29 Years old 66 55.9
30 - 39 Years old 37 31.4
40 - 49 Years old 15 12.7
50 and Above 0 0.0
Level of Education:
SPM/STPM 9 7.6
Professional Certificate 23 19.5
Degree 65 55.1
Masters/PHD 7 5.9
Others 14 11.9
Position Category:
Non — Executive 41 34.7
Executive 74 62.7
Others 3 2.6
Year of Employment:
Less than 1 Year 18 15.3
2 - 4 years 63 53.4
5 Years and Above 37 31.4
No. of Training Attended:
1-2 49 41.5
3-4 42 35.6
5 and Above 27 22.9

The lowest number of respondents year of employrmaenfrom range less than 1 year with 15.3% (N=18)
while the greatest number of respondent’s yeangfleyment range are from 2 until 4 years with patage of
53.4% (N=63). It can be concluded that most ofrspondents are working less than 4 years. Fronddbee
shows that only 22.9% (N=27) of respondents wetended training more than five times, follow by 5%.
(N=42) of respondents attended training for 3 tdimMes in previous year. Meanwhile, the most of the
respondents had attended training only for 1 ia24 in previous year with majority of 41.5% (N=49)
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Table 2: Descriptive Statistics, Cronbach Alpha, and Zendeo Correlation of All Study Variables

Variables TC TR TC TP
Trainees’

Commitment (TC) .71)

Trainees’

Readiness (TR) A52%* (.73)

Training

Content (TC) .504** .600**  (.81)

Trainees’

Participation (TP) .388** .529** .640**  (.88)
Mean 3.92 3.67 3.79 3.86
SD A7 .51 .49 A7
Number of

Iltems 4 5 5 6

Note: ** Correlation is significant at the 0.01 &\(2-tailed); Entries in parenthesis indicate Gach Alpha values.

The Table 2 shows the Pearson Correlation Anafysitng for association between independent vaeiabl
and dependent variable for this research study.fifbieindependent variable which is trainee’s coitnmant
indicated that r = 0.388 while p = 0.000. The reshlows that there is positive significant and matie
association between trainee’s commitments witméls participation towards training program.

The second independent variable which is trainesgisliness indicated that r = 0.529 while p = 0.00&
result shows that there is positive significant atrdng association between trainee’s readineds tvéatnee’s
participation towards training program. The lastdpendent variable which is training content ingidahat r =
0.640 while p = 0.000. The result shows that tepositive significant and strong association lestatraining
content with trainee’s participation towards tramiprogram.

Discussion:

The purposed of conducting this research studgeatify whether three variables had been proposed a
significant with each other or not. Based on theeagch finding using SPSS software, it can be caoiec that
there are positive association between independariables and dependent variable which are tragee’
commitment, trainee’s readiness, and training adriads to trainee’s participation towards tragnprogram
at an engineering services company. However, basdtie finding only 44.3% independent variables lban
explained the causes of dependent variables whiteaining 55.7% may come from other factors such as
training facilities, training environment, or orgaation on-going plan for trainees.

Trainee’s commitment is one of important aspealdtermine whether number of participants increase o
decrease because without the motivation, supparibargoing planned by the organization might desedhe
number of trainee’s participation. The lowest rielaship between three variables which is trainee’s
commitment and trainee’s participation can be @rplhdue to participants’ lack of support from th&iperior
or peers when attended training program. In addittesult indicated that organization has no cteagoing
plan to build trainee’s commitment even though regpondents not stated clearly neither agree rsagdie
about the statement.

The second independent variables of trainee’s neadiare also important in order to increase nurmber
participants when attended training because traineed to well-prepared before and during atterndeding
program, as can be seen in the result of questi@npallected which is most of the respondents &euhithat
they not voluntarily participated and do not stiladvance regarding training module or trainerafife. This
indicated that positively relation between depende@miable and independent variable. Based on itigini,
the most affecting variable is training contenimians that most of the respondents agreed tl@ihtyacontent
are affected their participation towards traininggggam. The relevancy of training content while trap
training requirement will increase the number oftipgpants. The revised theoretical framework below
indicated the finding after research had conducted.

Conclusions:

In conclusion, the variables that give dominaneefftowards trainee’s participation are trainingntent
followed by trainee’s readiness and last but neistethe trainee’s commitment which leads to trdmee
participation towards training program at an engiirgy service was detected. So it can be summdrigber
expectation towards higher commitment, readinesd,ralevancy of training content will increase thember
of trainee’s participation. In addition, performanappraisal of employees able to be measure claarlye
future and benefits such as rewards, promotionudes and etc. can be receive by employees. Meanwhil
company investment will consider as profit andIogses anymore.
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