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ABSTRACT

Since good human resources are a benefit to any organisation, training has evolved into a concern that all
organisations must deal with. Without continuous staff training and development, an organisation cannot
grow in the highly competitive climate of today. The purpose of this study is to determine the impact of
training and development on organisational performance in order to figure out how the training and
development (on-the-job training, off-the-job training, job rotation) can impact organisational
performance. The study has been conducted at three selected departments in a government office, which
are Management Services, Corporate, and Human Resources Management. The quantitative approach has
been adopted, in which a questionnaire has been used to collect and analyse data. 103 questionnaires have
been distributed by using Google Form to respondents and returned to the researchers with complete
information. The reliability and validity have been checked by using the SPSS and the results have been
evaluated. The findings indicate that all three hypotheses are accepted.

Keywords: job rotation, training and development, off-the-job training, on-the-job training, organisational
performance

INTRODUCTION

Training is the most important component of human resource management when it comes to making the
best use of human resources as they are an organisation’s most important asset (Mahapatro, 2022). It may
occur in a variety of situations, either on- or off-the-job, and inside or outside the organisation. Training
enhances knowledge and information about a specific field as well as improves opportunities to network
(Wang et al. 2021).
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According to Vidyavihar (2019), training is a process within a short period that uses a systematic and
orderly approach, in which non-managerial staff or personnel acquire expertise and skills for specific
purposes. Meanwhile, development is a process within a long period that uses a systematic and orderly
approach, in which managerial staff or personnel acquire concepts or theories of expertise and skills for
general purposes. In today’s business world, training is a key aspect because it improves the productivity
and efficacy of both employees and organisations. Employee performance is influenced by several factors
in training and development such as On-the-Job Training, Off-the-Job Training, and Job Rotation.

Organizational performance, income, and competitiveness are all impacted by training. Unfortunately, the
majority of governmental, corporate, and multinational organisations are unaware of the value of training
to increase employee productivity. As a result, many of these organisations desperately try to reduce their
training costs whenever the economy is bad or profits are down. This will result in a high rate of employee
turnover, which will raise the expense of hiring new workers and lower organisational profitability (Amir
Elnaga & Imran, 2013).

The research objectives are as below: -

1. To identify the relationship between On-the-Job Training and Organizational Performance.
2. To measure the relationship between Off-the-Job Training and Organizational Performance.
3. To determine the relationship between Job Rotation and Organizational Performance.

LITERATURE REVIEW

Organisational Performance

Garavan et al. (2020, as cited in Abdul Rauf et al., 2020) have stated that organisations have
affected the social, economic, and political progress of a country. Specifically, for this reason, in the last
22 years, researchers who focused on the analysis of different organisations and institutions were awarded
noble prizes, which were almost six Nobel prizes distributed for this effort. The most significant variable
in management research was organisational performance, which was possibly the most important indicator.
As the performance measurement was in different sectors and industries, it was not easy to determine and
access the performance of employees, hence, there was no general definition compared to the value of the
degree of performance.

According to Hickman and Silva (2018, as cited in Nadeem Khalid et al., 2019), organisational
performance lies at the core of every management as there remains no purpose of existence for business
entities if they do not perform as per established goals and objectives. Many businesses strive to look into
diverse prospects to help maintain and/or boost organisational performance. Besides, Adeyi and Okere
(2018) have stated in their article that employee performance relies on determinants like job satisfaction,
knowledge, and management; however, there exists a connection between training and performance. This
expresses that worker performance is vital for promoting the performance of an organisation, hence,
training and development (T&D) is valuable for workers to develop their performances. This can only be
possible if the employees are effective in their jobs, therefore, training and development of the employees
are inevitable.

Organizational performance occurs when each person is focused on acquiring the necessary
knowledge, enabling them to achieve the goals with the least amount of effort and resources permitted by
the organization's standards. Long-term procedures that promote healthy behaviour inside the business and
cooperative engagement from managers and employees are all part of organisational development.
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Organizational performance and development are strongly related; an effective organisation cannot exist
without a strong development strategy (Burhan et al.,2021).

Training and Development

According to Raza (2015, as cited in Mohammed Sani et al., 2018), employee training and
development is one of the major issues being debated nowadays because this helps organisations in a
number of ways. The daily performance of businesses and day-to-day maintenance is needed to be done by
some workers or employees. This can only be done when there are proper training and development sessions
held for the employees.

According to Abiodun (2010, as cited in Butali & Njoroge, 2017), training is a structured
development of expertise, skills, and attitudes required by employees to perform adequately on given tasks.
Employee training and development are seen as the most important formation of any competent
management. Development refers to learning opportunities designed to help employees grow. Such
opportunities do not have to be limited to only improving employees’ performance in their current jobs.
Development has a long-term focus to help the employees to prepare for future work demands while training
focuses on the immediate period to help fix any current deficits in employees’ skills (Bernadin & Russell,
2013).

As a result, training involves making plans to prepare various learning strategies for the staff in an
effort to improve their capacity to accomplish the desired result (Burhan et al.,2021). Development, in
contrast to training, which takes place right now and covers every single staff member's responsibilities,
attempts to comprehend the mechanisms of things and future difficulties rather than just existing processes
generally (Anwar & Ghafoor, 2017). It also occurs over a longer period of time.

On-the-Job Training

On-the-Job Training (OTJ) is a technique of providing training to employees while they are at work
in their working environment. The goal of this training is to familiarise the employees with typical working
conditions, which means that, during the training period, the workers will be directly involved in using
machinery, equipment, devices, materials, and so on (Enga, 2017). In addition, it also aids the employees
in determining how to deal with problems that may arise over the course of their work. The most important
aspect of this training is learning by doing, in which a supervisor or experienced staff demonstrates to the
trainees how to complete specific tasks. Newbies or unskilled employees learn through observing fellow
employees or managers doing their jobs and attempting to imitate their activities. These approaches are less
expensive and less disruptive because the employees are always on the job, training is delivered on the
same machines, experiences are based on the established standards, and the trainees are learning while
earning (Raheja, 2015).

According to Armstrong (1995), on-the-job training entails teaching trainees lessons by skilled and
experienced staff members that are relevant to the job and do not deviate from the nature of the job, as well
as organising it in other ways by creating seminars or an efficient distribution between staff members to
teach one another collectively (Anwar & Abdullah, 2021).

In the meantime, according to Torrance Hogarth et al. (2008, as cited in Chepkosgey, Namusonge,
Sakataka, Nyaberi, & Nyagechi, 2015), on-the-job training increases production because inspired and well-
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trained people produce more, have a more flexible working schedule, and are off duty less frequently. On-
the-job training can increase worker safety, reduce job revenues, create a flexible workforce, and give
business personnel who can adapt to new technology.

Off-the-Job Training

On the other hand, Off-the-Job Training is a training method in which workers or employees learn
their job roles away from their actual working environment. Simply said, off-the-job training is an area set
apart for training that is specialised in a single workplace, where employees are required to discover their
abilities and become well-equipped with equipment and techniques that will be employed on that specific
work floor. According to Raheja (2015), off-the-job training methods are used to take place outside the
workplace, study materials are provided, entire attention is placed on learning rather than performing, and
there is freedom of speech. Lectures and conferences, vestibule training, and sensitivity training are all
important means of off-the-job training.

It is vital to say that lectures and conferences are the most effective and direct teaching methods.
According to Ahammad (2013, referenced in Amoah-Mensah & Darkwa, 2016), these strategies are
employed when a large number of people are taught a large number of materials or when training topics are
extensive. Commonly, a lecture and conference are a typical part of every training programme, which is a
spoken presentation to a large audience. However, lectures, on the other hand, must be motivational and
engaging for students. To materialise this, a speaker must have extensive knowledge of the subject. Lectures
and seminars are comparatively the most popular training modalities utilised in colleges and universities.

Job Rotation

Job Rotation is one of the most essential types of education since it is thought that the most
important success factor in modern organisations is the quality of the workforce, which can be attained
through job training (Akbari & Maniei, 2017). Job rotation attempts to broaden workers’ experiences by
rotating them from job to job or department to department, according to Chepkosgey, Namusonge,
Sakataka, Nyaberi, and Nyagechi (2015). Unless carefully planned and regulated, it can either be an
ineffective or frustrating technique for gaining extra knowledge and abilities. Furthermore, according to
Armstrong (2010, as stated in Chepkosgey, Namusonge, Sakataka, Nyaberi, & Nyagechi, 2015), job
rotation is a system by which individuals rotate between many occupations in an organisation, each for a
relatively short length of time. Typically, job rotation entails shifting jobs.

According to Sree and Basariya (2019), employees would be provided training on various job

duties. This will aid in comprehending the challenges of various job responsibilities as well as gaining new
job abilities. In other terms, it is the practice of rotating people through a sequence of similar tasks.
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Theoretical Framework

This study shows the conceptual framework, as follows:

Training and Development

e On the job training 0 ..
_ o > rganisational
e Off the job training Performance

e Job Rotation

Figure 1: Theoretical Framework

Based on this research, alternate hypotheses have been used to be tested.

Ho: There is a positive relationship between on-the-job training, off-the-job training, and job rotation toward
organizational performance

On-the-Job Training
Hi: There is a positive relationship between on-the-job training and organizational performance.

Off-the-Job Training
Ha: There is a positive relationship between off-the-job training and organizational performance.

Job Rotation
H;: There is a positive relationship between job rotation and organizational performance.

METHODOLOGY

Correlational research has been chosen by the researchers because it aims for a link between two or more
unmanipulated variables. To put it in another wayi, it is a study by which the researchers have attempted to
find a link between factors that influence training and development and organisational performance.

The sampling frame has been created by using a list of personnel from the Kelantan State Secretary Office
(SUK) Management Services Department, Corporate Department, and Human Resources Management
Department. The sample population and sample size calculation for the analysis has been provided by
Krejecie and Morgan (1970) by using the sample-size table. As the study’s population is 140, the
respondents’ sample size is 103.
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For this study, cluster sampling was used. This is because cluster sampling divides the entire population
into groups or clusters. Following that, a random sample of these clusters has been collected, and all of
them have been used in the final sample (Wilson, 2010). The questionnaire has been circulated at random
for this study to guarantee that there have been enough employees participating. This research has included
103 personnel from three departments, namely Management Services, Corporate, and Human Resource
Management, including Clerks, Chief Clerks, Executive Officers, Chief Executives, Operations Officers
(O0s), and Administrative Office Staff. The questionnaires have been randomly distributed to the various
departments, notwithstanding the employees’ roles.

The data for this study was collected through the distribution of the questionnaires, which have been
disseminated to the employees by utilising the Google Form Questionnaire, of which the link has been
shared with them. The researchers have been able to disseminate the questionnaires directly to the
respondents and receive responses on time by employing this method. The data was then keyed in and
analysed by using the Statistical Package for Social Science (SPSS) to unveil the results of this study.

RESULT AND DISCUSSION
Reliability Analysis

The questionnaires have been distributed to the respondents via Google Form and their reliability
has been assessed by using the reliability analysis to measure and test the reliability of the questions and
variables pertaining to the questionnaire. The Cronbach’s Alpha coefficient size rule of thumb (Hair et al.,
2015) has been utilised as a guideline.

Table 1 shows that Cronbach’s Alpha is 0.938, which is an excellent and acceptable result. Based
on the table above, it is shown that Organisational Performance has the highest Alpha value, which is 0.958,
followed by On-the-Job Training with the value of 0.908, and Off-the-Job Training with the value of 0.907.
The lowest value is 0.715, which belongs to Job Rotation.

Table 1 Questionnaire Reliability

Variables No. of Items Alpha Values
On-the-Job Training 10 0.908
Off-the-Job Training 10 0.907
Job Rotation 10 0.715
Organisational Performance 10 0.958
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In the meantime, Table 2 shows the distribution regarding the gender of the respondents. According
to the statistics, the percentage of male respondents is 46.6% (N=48) while 53.4% (N=55) of the
respondents are female. Thus, it is evident that the majority of the respondents are female.

Table 2: Demographic

Frequency Percentage (%)
Gender
Valid Male 48 46.6
Female 55 534
Total 103 100.0
Age
Valid  18-29 years old 24 23.3
30-39 years old 47 45.6
40-49 years old 21 20.4
50 years old and above 11 10.7
Total 103 100.0
Service Duration
Valid  1-5 years 41 39.8
6-10 years 22 214
11-15 years 25 243
16 years and above 15 14.6
Total 103 100.0
Income Range
Valid RM900-RM2,000 39 37.9
RM2,001-RM3,000 32 31.1
RM3,001-RM4,000 20 19.4
RM4,001 and above 12 11.7
Total 103 100.0
Department
Valid Management Services 36 35.0
Corporate 34 33.0
Human Resource Management 33 32.0
Total 103 100.0

Besides, the table also displays the distribution regarding the age of respondents, of which the
percentage of the 18-to-29-year-old respondents is 23.3% (N=24), and the percentage of the respondents
aged between 30-39 years old is 45.6% (N=47). Meanwhile, the percentage of the respondents aged
between 40-49 years old is 20.4% (N=21), and the percentage of the respondents aged 50 years old and
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above is 10.7% (N=11). Thus, it is clear that the majority of the respondents come from the age range
between 30 and 39 years old.

In the interim, the distribution regarding the Service Duration of the respondents shows that the
percentage of the respondents that have served for a period between 1 and 5 years is 39.8% (N=41), and
the percentage of the respondents having served for the organisation for a duration between 6 and 10 years
is 21.4% (N=22). Meanwhile, the percentage of the respondents having worked for a period between 11
and 15 years is 24.3% (N=25), and there are 14.6% (N=15) of the respondents who have had the experience
of working for the organisation for 16 years and above. Thus, it is obvious that the majority of the
respondents have worked for the organisation for a duration between 1 and 5 years.

In addition, the table also shows the distribution regarding the income range of the respondents. The
percentage of the respondents earning an income between RM900 and RM2,000 is 37.9% (N=39), and there
are 31.1% (N=32) of the respondents who earn an income between RM2,001 and RM3,000. Meanwhile,
19.4% (N=20) of the respondents earn an income range between RM3,001 and RM4,000. However, only
11.7% (N=12) of the respondents earn an income starting from RM4,001 and above. Thus, it is apparent
that the majority of the respondents earn an income ranging from RM900 to RM2,000.

Lastly, the table above also shows the distribution regarding the departments of the respondents,
where 35.0% (N=36) of the respondents are from the Management Services Department, 33.0% (N=34) are
from the Corporate Department, and 32.0% (N=33) are from the Human Resource Management
Department. Hence, based on the table above, it is crystal clear that the majority of the respondents are from
the Management Services Department.

Relationship Analysis (Correlation Analysis)

For this study, Pearson’s correlation has been discussed in this section. It has been used to measure
a relationship between two variables, according to Zikmund (2003), which is consistent with Sekaran and
Bougie (2013) who have stated that a correlation explains the difficulty of a relationship between two
variables.

Table 3 displays the correlation between the three variables used in this study. The independent
variables, which are on-the-job training, off-the-job training, and job rotation, are correlated with the
dependent variable, which is organisational performance. Based on the results generated, it is clear that the
values of 0.771, 0.703, and 0.829 exhibits two strong correlations and one very strong correlation.

Table 3: Analysis of Correlation

Mean Standard Pearson’s
Variables Deviation Correlation
On-the-Job Training 43.0200 4.91746 0.771*
Off-the-Job Training 43.6900 5.46928 0.703"
Job Rotation 43.0400 5.98976 0.829™
Organisational Performance 44.1500 5.37178

*. Correlation is significant at the 0.05 level (2-tailed)
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Among the variables, the highest value recorded is the value of a correlation between job rotation
and organisational performance, which is 0.829. This indicates that there is a positive relationship and a
very strong correlation between both variables. Meanwhile, the correlation value of the relationship
between on-the-job training and organisational performance, which is 0.771, and the correlation value of
the relationship between off-the-job training, which is 0.703, show that both relationships also have a
positive, strong relationship.

As a whole, the verdict shows that all the three variables, which are on-the-job training, off-the-job
training, and job rotation, have a significant relationship with the dependent variable.

CONCLUSION

The researchers are able to summarise that all the proposed research objectives are achieved and all the
independent variables have a positive relationship with organisational performance. Based on the analyses
conducted, it is evident that the results have indicated that there is a positive relationship between the three
variables. This shows that all three independent variables display two significant relationships and one
insignificant relationship with organisational performance. For the correlation coefficient, the highest value
between the variables belongs to job rotation (0.829), followed by on-the-job training (0.771) and off-the-
job training (0.703). Overall, the result shows that the independent variables have a relationship with the
dependent variable. It means it increases the overall organizational performance.

Besides, this chapter also explains the objectives, either related to the study or not. According to the data
analysis, the relationship between training and development and organisational performance among the
staff is very strong. As the researchers have distributed the questionnaires and analysed the results, it is
found that there are three hypotheses showing a positive relationship between Training and Development
and Organisational Performance among the staff of the Kelantan State Secretary Office (SUK).

Based on the findings, the results indicate that there is a very strong relationship between the dependent
variable and the independent variables. This means that the employees’ performances might have been
affected if the organisation has not taken any actions to increase the performance of the employees of the
Kelantan State Secretary Office. As the State Government, the Training and Development Department is
responsible to develop the employees’ performances. Hence, the management of the Training and
Development Department should think and utilise various methods to improve the performance of the
employees, especially in providing training to the employees.

There are some approaches which can be implemented to improve training among the employees. For
instance, the management should provide opportunities to the employees to share their knowledge on-the-
job through training sessions, mentoring other teams, doing oral presentations, and giving team
assignments. This is because, as workers, the employees would love to share what they know and training
is one of the best platforms known for sharing and learning.

Besides, the management should also encourage the employees to participate in seminars or workshops
provided by the organisation. This is because there are more activities in the seminars, which can be an
effective and collaborative medium for sharing knowledge and skills between the employees from different
organisations, and this can certainly help the employees to build their self-esteem. On top of that, the
seminars or workshops provided by the organisation would even be more interesting if outdoor activities
are also included to attract employee participation to join them.
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Last but not least, skills and knowledge are important elements in shaping high-quality staff. Hence, the
exchange of jobs or assignments among the staff in an organisation will be able to help further develop their
skills and knowledge. Therefore, the management should re-organise the duties of the staff by listing the
duties of every staff in the organisation before deciding to make job changes among the staff.

All in all, implementing these suggested methods can help many organisations to further skyrocket not only
the performance of their staff but also the organisational performance as well as provide better services and
management. It is feasible to research the various organisational departments to determine which ones
require additional training and development. One can perform a study on various sorts of training and
development programmes and analyse how gender-focused studies can yield varied results.
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