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ABSTRACT 

 

 

 

 

This study attempts to address issues regarding relationship between 

organizational (government policies, line management involvement, top management 

support, outsourcing and external consultant) and individual (motivation to learn, 

learning skills and peer support) factors of learning and development (L&D) towards 

effective implementation of L&D and their influences on the effectiveness of L&D 

initiatives implementation.  This research adopts a quantitative approach based on 

103 employees in selected ABC Bank branches in Johor Bahru.  Four-section of self-

administered survey questionnaire was constructed with 60 items related to L&D 

factors and effective implementation of L&D initiatives.  Frequency and descriptive 

test, Pearson correlation and multivariate analysis are being applied.  The findings 

indicated three organizational factors (top management support, outsourcing, and 

external consultants) and two individual factors (learning skills and peer support) 

correlated significantly with effective implementation of L&D initiatives.  However, 

the other two organizational (government policies and line managers‟ involvement) 

and one individual factor (motivation to learn) are found to have no relationship at 

all. The findings from multivariate analysis using multiple linear regression analysis 

indicated that peer support (β = 0.591) is the strongest factor influencing effective 

implementation of L&D initiatives.  However, the other two factors (learning skill 

and outsourcing) were also found to influence the dependent variable, although 

limited.  The findings are hoped to provide evidences regarding type and 

responsibility to L&D initiatives, and to increase understanding of the L&D factors 

influencing effective implementation of L&D in ABC Bank, Johor Bahru. 

 

 

 

 

 

 

 



vi 

 

ABSTRAK 

 

 

 

 

Kajian ini cuba menangani isu berkaitan hubungan antara faktor-faktor 

organisasi (dasar kerajaan, penglibatan pengurus, sokongan pihak atasan, 

outsourcing, konsultan luar) dan individu (motivasi belajar, kemahiran belajar, dan 

sokongan rakan sebaya) di dalam faktor-faktor pembelajaran kepada pembangunan 

terhadap perlaksanaan inisiatif pembelajaran dan pembangunan yang berkesan dan 

pengaruhnya  terhadap perlaksanaan inisiatif pembelajaran dan pembangunan yang 

berkesan.  Kajian ini menggunakan pendekatan kuantitatif kepada 103 orang pekerja 

di beberapa cawangan Bank ABC, Johor Bahru. Borang soal kaji selidik terbahagi 

kepada empat bahagian yang mengandungi  60 item yang  berkaitan dengan factor-

faktor perlaksanaan inisiatif pembelajaran dan pembangunan yang berkesan. 

Deskriptif, korelasi Pearson dan analisis multivariate telah digunakan untuk kajian 

ini. Hasil kajian menunjukkan terdapat lima faktor yang signifikan terhadap 

pelaksanaan inisiatif pembelajaran dan pembangunan yang berkesan. Faktor-faktor 

ini adalah sokongan pihak atasan, outsourcing, konsultan luar, kemahiran belajar, 

dan sokongan rakan sebaya. Namun, tiga faktor yang lain (dasar kerajaan, 

penglibatan pengurus dan motivasi untuk belajar) tidak mempunyai sebarang 

hubungan sama sekali. Penemuan daripada analisis multivariat menggunakan regresi 

linear berganda menunjukkan bahawa sokongan rakan sebaya (β = 0.591) merupakan 

faktor yang terkuat mempengaruhi pelaksanaan inisiatif pembelajaran dan 

pembangunan yang berkesan. Walaupun terhad, terdapat juga dua faktor lain yang 

mempengaruhi perlaksanaan inisiatif pembelajaran dan pembangunan yang berkesan. 

Penemuan ini diharap dapat memberikan bukti mengenai jenis inisiatif pembelajaran 

dan pembangunan yang berkesan dan orang yang bertanggungjawab dalam 

perlaksanaannya. Di samping itu juga, kajian ini dapat meningkatkan pemahaman 

mengenai faktor-faktor perlaksanaan inisiatif pembelajaran dan pembangunan yang 

berkesan di Malaysia. 

 

 

 



vii 

 

TABLE OF CONTENTS 

 

 

 

 

CHAPTER     TITLE     PAGE 

 

DECLARATION      ii 

DEDICATION       iii 

ACKNOWLEDGEMENTS     iv 

ABSTRACT        v 

ABSTRAK        vi 

TABLE OF CONTENTS     vii 

LIST OF TABLES       xiii 

LIST OF FIGURES       xvii 

LIST OF ABBREVIATIONS     xix 

LIST OF SYMBOLS       xx 

LIST OF APPENDICES     xxi 

 

1   INTRODUCTION 

 

1.1    Introduction       1 

1.2    Background       5 

1.3    Problem Statement     7 

1.4    Research Questions     9 

1.5    Research Objectives      

         1.5.1   General Objective     9 

         1.5.2   Specific Objectives    10 

1.6    Research Hypotheses      10 

1.7    Significance of the Study     11 

1.8    Scope of the Study     11 

1.9    Limitations      12 

1.101  Conceptual and Operational Definition   12 

1.10.1   L&D Initiatiatives    13 



viii 

 

1.10.2   Organization Factors    14 

1.10.3   Individual Factors    17 

1.10.4   Effective Implementation of L&D  

  Initiatives     19 

 

2   LITERATURE REVIEW 

 

2.1  Introduction       20 

2.2  The Philosophy of L&D     20 

2.3  Definition of L&D       24  

2.4  L&D Models      25 

2.4.1  Middle-Range Learning Models at  

  the Individual Level      

   2.4.1.1 Andragogy     26 

   2.4.1.2 Kolb‟s Experiential Learning  

  Theory     27 

 2.4.2 Middle-Range Learning Model at  

  the Organizational Level      

   2.4.2.1 The Learning Organization  

  Strategy     29 

2.4.3  Learning at the Workplace    31  

2.4.4  The Development Cycle    32  

2.4.5  L&D Cycle      33  

2.5  Learning and Development Initiatives    34 

2.5.1   In-house Development Program     35 

2.5.2   Coaching by Line Managers   35 

2.5.3   On-the-Job Training (OJT)    37 

2.5.4   Internal Knowledge-Sharing Event   38 

2.5.5   Mentoring      38 

2.5.6   Coaching by External Practitioners   39 

2.5.7   E-Learning      39 

2.5.8   Job Rotation      39 

2.5.9   External Conferences, Workshops  

   and Events      40 



ix 

 

2.5.10 Formal Education Courses    40 

2.5.11 Instructor-led Training Delivered  

   Off-the-Job      40 

2.5.12 Action Learning Sets    40 

2.5.13 Audio Tapes, Videos and Learning  

   Resources      41 

          2.6  Responsibility in Determining L&D  

    Initiatives       41 

          2.7  L&D Initiatives in Malaysia    43 

          2.8  Organizational Factors Contributing to  

Effective Implementation of L&D Initiatives   

2.8.1   Government Policies    44 

2.8.2   Line Managers‟ Involvement    45 

2.8.3   Top Management Commitment    46 

2.8.4   Outsourcing       47 

2.8.5   External Consultants     48 

          2.9  Individual Factors Contributing to Effective  

Implementation of L&D Initiatives     

2.9.1   Motivation to learn       49 

2.9.2   Learning Skills     50 

2.9.3   Peer Support        52 

         2.10  Measurement of Effective Implementation  

 of L&D Initiatives      53 

         2.11  Summary       55 

 

3   RESEARCH METHODOLOGY 

 

3.1  Introduction       60 

3.2  Research Design       60 

3.3  Population and Sample      

      3.3.1  Population      62 

      3.3.2  Sampling Method     63 

3.4  Data Collection      64 

3.5  Development of Questionnaire    64 



x 

 

      3.5.1  Section A: Demographic Profile   65 

      3.5.2  Section B: Trends in L&D    66 

      3.5.3  Section C: L&D Factors    68 

      3.5.4  Section D: Effective Implementation  

 of L&D Initiatives     69 

3.6   Reliability and Validity of the Instrument   69 

3.7  Data Analysis      71 

3.7.1  Descriptive Statistics      71 

3.7.2  Inferential Statistics       71 

3.8  Summary       72 

 

4   RESEARCH FINDINGS 

 

4.1  Introduction       73 

4.2  Respondents‟ Profile     74 

      4.2.1  Respondents‟ Profile According to  

 Bank‟s Location     74 

      4.2.2  Respondents‟ Profile According to  

 Age       75 

      4.2.3  Respondents‟ Profile According to  

 Gender      75 

      4.2.4  Respondents‟ Profile According to  

 Race       76 

      4.2.5  Respondents‟ Profile According to  

 Education Level      76 

      4.2.6  Respondents‟ Profile According to  

 Length of Service     77 

4.3  Descriptive Analysis of L&D Factors and  

    Effective Implementation of L&D Initiatives  77 

      4.3.1  Organizational Factors 

4.3.1.1  Government Policies   78 

4.3.1.2  Line Managers‟ Involvement  79 

4.3.1.3  Top Management Commitment  79 

4.3.1.4  Outsourcing     80 



xi 

 

 4.3.1.5  External Consultant    81 

      4.3.2  Organizational Factors 

4.3.2.1  Motivation to Learn    81 

 4.3.2.2  Learning Skills    82 

 4.3.2.3  Peer Support     83 

     4.3.3  Effective Implementation of L&D  

   Initiatives      84 

4.4  Objective 1: Type of L&D Initiatives  

 Recently Attended     85  

4.5  Objective 2: Responsibility for Determining  

 L&D Initiatives    86 

4.6  Objective 3: The Relationship between  

 L&D Factors and Effective  

Implementation of L&D Initiatives  87  

      4.6.1  Organizational Factors    87 

      4.6.2  Individual Factors      88 

4.7  Objective 4: L&D Factors and Effective  

 Implementation of L&D Initiatives  88 

      4.7.1  Testing the Assumptions of Multiple  

 Regression Analysis     89 

4.7.1.1  Normality of Distribution   89 

4.7.1.2  Linerity of the Relationship   90 

4.7.1.3  Multicollinerity    91 

4.7.1.4  Homoscedasticity or  

   Independence of Errors   91 

      4.7.2  Organizational Factors    92 

      4.7.3  Individual Factors      95 

4.8  Summary       98 

 

5   DISCUSSION AND RECOMMENDATIONS 

 

5.1  Introduction       99 

5.2  Discussions of Study     99 

      5.2.1  Discussions on Types of L&D Initiatives  100 



xii 

 

      5.2.2  Discussions of Responsibility of  

 L&D Initiatives     101 

  5.2.3  Discussions of Relationship between  

   L&D Factors and Effective  

   Implementation of L&D Initiatives   102 

5.2.3.1  Organizational Factors   102 

5.2.3.2  Individual Factors    105 

5.2.4  Discussions of Factors Which Strongly  

   Influence Effective Implementation  

   of L&D Initiatives 

5.2.4.1  Organizational Factors   107 

5.2.4.2  Individual Factors    109 

5.3  Limitation 

      5.3.1  Sample Size      111 

      5.3.2  Primary Data Collection Difficulties  111 

      5.3.3  Published References    111 

5.4  Recommedation for ABC Bank  

      5.4.1  Types of L&D Initiatives    112 

      5.4.2  Person Responsible in Determining  

 L&D Initiatives     112 

      5.4.3  L&D Factors     113 

      5.4.4  Documented Survey     113 

5.5  Recommendation for Future Study      

      5.5.1  Using Different L&D  Factors  

 and Indicators     114 

      5.5.2  Using Different Population/Sectors   114 

      5.5.3  Make Comparison Study    115 

5.6  Conclusion       115 

 

REFERENCES        117 

Appendices A - B        128 - 142 

 

 

 



xiii 

 

LIST OF TABLES 

 

 

 

 

NO. OF TABLE    TITLE     PAGE 

 

1.1 List of Selected ABC Bank Branches  

in Johor  and Number of Employees   6 

 

2.9 Development of Hypotheses (H1)   58 

 

3.2 The Likert Scale     65 

 

3.3 Section A      66 

 

3.4 Section B      67 

 

3.5 Section C      68 

 

3.6 Section D      69 

 

3.7 Table of Reliability Level    70 

 

3.8 Reliability Test     70 

 

3.9 Summary of Statistical Analysis   72 

 

4.1 Frequency Analysis of Bank‟s Location  74 

 

4.2 Frequency Analysis of Age    75 

 

4.3 Frequency Analysis of Gender   75 



xiv 

 

4.4 Frequency Analysis of Race    76 

 

4.5   Frequency Analysis of Education Level  76 

 

4.6 Frequency Analysis of Length of Service  77 

 

4.7 Descriptive Analysis of Government  

Policies      78 

 

4.8 Descriptive Analysis of Line Managers‟  

Involvement      79 

 

4.9 Descriptive Analysis of Top  

Management Commitment    80 

 

4.10 Descriptive Analysis of Outsourcing   80 

 

4.11 Descriptive Analysis of External  

Consultant      81 

 

4.12 Descriptive Analysis of Motivation  

to Learn      82 

 

4.13 Descriptive Analysis of Learning Skills  83 

 

4.14 Descriptive Analysis of Peer Support   83 

 

4.15 Descriptive Analysis of Effectve  

Implementation of L&D Initiatives   84 

 

4.16 Types of L&D Initiatives Recently  

Attended      85 

 

 



xv 

 

4.17 Person-in Charge for Determining  

L&D Initiatives     86 

 

4.18 Correlation between Organizational Factors  

and Effective Implementation of L&D  

Initiatives      87 

 

4.19 Correlation between Individual Factors  

and Effective Implementation of L&D  

Initiatives      88 

 

4.20 Skewness and Kurtosis Value    90 

 

4.21 Collinerity for Effective Implementation of  

L&D Initiatives as the Dependent Variable  91 

 

4.22 Hypotheses for Organizational Factors  92 

 

4.23 Model Summary of Multiple Linear  

Regressions for Effects of Organizational  

Factors on Effective Implementation of  

L&D Initiatives     93 

 

4.24 Summary of ANOVA 

(Organizational Factors)    94 

 

4.25 Results of Regression Coefficients 

(Organizational Factors)    95 

 

4.26 Hypotheses for Individual Factors   95 

 

 

 

 



xvi 

 

4.27 Model Summary of Multiple Linear  

Regressions for Effects of Individual  

Factors on Effective Implementation of  

L&D Initiatives     96 

 

4.28 Summary of ANOVA 

(Individual Factors)     96 

 

4.29 Results of Regression Coefficients 

(Individual Factors)     97 

 

4.30 Summary of Results     98 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



xvii 

 

LIST OF FIGURES 

 

 

 

 

NO. OF FIGURE   TITLE     PAGE 

 

2.1   Andragogy in Practice    27 

 

2.2   Kolb‟s Learning Style     29 

 

2.3   Learning Organization Strategy   31 

 

2.4   Learning in Working Life    32 

 

2.5   The Development Cycle    33 

 

2.6   The L&Development Cycle    34 

 

2.7   Structured OJT Process     37 

 

2.8   Checklist for Measuring Effective  

L&D Initiatives in Australian Public  

Service Commission     56 

 

2.10   Conceptual Framework    59 

 

3.1   The Basic Business Research Process   62 

 

5.1 Summary of Pearson‟s Correlation  

Result for Organizational Factors   105 

 

5.2 Summary of Pearson‟s Correlation  

Result for Individual Factors    107 



xviii 

 

5.3 Summary of Multiple Regressions  

Results for Organizational Factors   108 

 

5.4 Summary of Multiple Regressions  

Results for Individual Factors    110 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



xix 

 

LIST OF ABBREVIATIONS 

 

 

 

 

APS   Australian Public Services 

 

L&D    Learning and Development 

 

SPSS    Statistical Package for Social Science 

 

SD    Standard Deviation 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



xx 

 

LIST OF SYMBOLS 

 

 

 

 

N    Population 

 

n     Sample 

 

p     Significant 

 

r    Pearson‟s Correlation Coefficient 

 

=     Equal to  

 

%     Percentage 

 

β    Beta 

 

t     T-test  

 

F     F-test 

 

 

 

 

 

 

 

 

 

 

 

 



xxi 

 

LIST OF APPENDICES 

 

 

 

 

APPENDIX  TITLE       PAGE 

 

A   Questionnaires     128 

 

B   Table for Determining Sample Size  

from a Given Population    137 

 

C   Graphical Plots of Variables    138 

 

D   Scatterplot      142 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

CHAPTER 1 

 

 

 

 

INTRODUCTION 

 

 

 

 

1.1 Introduction 

 

 

In this 21
st
 century, many international and even local companies including 

government-linked companies (GLCs), private and public companies have become 

more aware of their employees‟ learning and development (L&D) initiatives (Wilson 

and Smilanich, 2005).  Since the 8
th

 Malaysian Plan, Malaysia has showed concern in 

developing their nation by providing investments in human capital.  This was 

continued in the last two plans, specifically in the 9
th

 and 10
th

 plan.  The 9
th

 Malaysia 

Plan pointed out about producing efficient and talented workforce to increase overall 

productivity and growth (Munir, 2005).  In addition, 10
th

 Malaysia Plan emphasized 

on producing quality human capital, in order to become a developed nation with high 

income (Prime Minister‟s Department, 2010).  In order to achieve these goals, 

effective implementation of L&D is crucially needed. 
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L&D can be defined as related activities specifically designed to change 

attitudes or provide knowledge and skill required by the organization to meet their 

goals and objectives (Simon Fraser University, 1995).  Harrison (2009) pointed out 

the main objective of L&D is to aid the collective process through facilitation of 

learning in order to ensure it is continuously implemented to develop organizations 

and individuals.  L&D has become a powerful tool in ensuring organization as well 

as individual gains in terms of enhancing their knowledge, skill and abilities, thus 

enabling them to keep pace with today‟s competitive working environment 

(Robotham, 2003).  Recently, the terminology of L&D emerged instead of the term 

training and development (even though it still is a popular one), employee 

development and human resource development (Clifford and Thorpe, 2007; 

Harrison, 2005; Sadler-Smith, 2006).  Similarly, other authors prefer to use the word 

workplace learning or even work-based learning (Streumer, 2006; Fuller et al., 2004; 

Evan et al., 2006; Cunningham, 2004). 

 

 

In addition, learning is a process which involves behavioral change and 

development and is more focused on the process of gradual unfolding or growth 

occurs at any place and time (Garavan, 1997).  Meanwhile, Harrison (1997) informed 

development as: 

 

 

Developing people as part of an overall human resource strategy 

means the skilful provision and organization of learning 

experiences, primarily but not exclusively in the workplace, in 

order that business goals and organizational growth can be 

achieved. 

      (Harrison, 1997: 1-19) 

 

The process of learning and development involves employees as the main 

trainee, audience and the receiver.  Employee can be defined as an individual who 

gets paid for doing the job (Malaysia, 1955).  Each employee needs to be trained 

through the process of learning and development in order to do the right work at the 

right time and place especially in today‟s competitive workplace. 
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Basically, L&D is an approach where employees go through the process of 

behavioral change and continuously develop themselves in the workplace.  Many 

L&D initiatives such as mentoring and on-the-job training can be implemented 

effectively through assistance of factors, like top management commitment and line 

management support. 

 

 

The 2009 CIPD learning and development annual survey report (CIPD, 2009) 

stated UK organizations spent approximately £220 per worker so they can send out 

their employees to upgrade their knowledge and skills; this amount is lesser than in 

2008 due to the economic downturn.  In Malaysia, 40 percent from RM 230 million 

had been allocated to non-physical development such as human capital development 

of skills development (Prime Minister‟s Department, 2010).  These long term 

investments can help companies gain competitive advantages and move towards a 

learning organization culture through their skillful workers that had undergone the 

process of learning and development.  The continuous improvement among today‟s 

workers has become crucial since people are rushing to obtain as much knowledge as 

they can to equip themselves with the necessary skills, knowledge, and attitude to 

survive in a competitive business environment. 

 

 

Malaysia is more concerned with this issue as Malaysia is moving forward 

with the motion of K-workers within these next couple of years.  Training providers 

are rushing to update their L&D program, the government is busy with the budget 

and organizations are racing in order to ensure they have what it takes to equip their 

employees with the latest L&D opportunities in order to stay competitive.  In 2010, 

Malaysia already had over 3,000 skillful workers and by 2012, Malaysia is expected 

to have around 5,000 knowledgeable and world standard skillful employees in order 

for Malaysia to operate in its future economies (Prime Minister‟s Department, 2010).  

The urgency to produce an excellent workforce had automatically increased the need 

to identify the determinants of effective implementation of L&D initiatives. 
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In achieving this, employees must be equipped with the latest and current 

knowledge and skill through learning and development initiatives.  According to 

Longenecker (2010), learning has become a crucial tool for managers to achieve 

higher level of performance, deliver better results, to be promoted and to secure their 

job. It is not a debate anymore that L&D increases the employee sustainability in 

today‟s workplace.  All companies, including government-linked ones, are investing 

a large sum of money in ensuring their employees get the best training opportunities 

so as to consistently attract employees to stay motivated and skillful in performing 

their jobs in the current work environment.  Since L&D is regularly discussed in an 

attempt to understand the need to equip their employees with adequate knowledge, 

skill and ability, employers and the government have to fully provide adequate 

resources, facilitation and funds in executing effective L&D initiatives. 

 

 

According to Harrison (2005), the recent trend in L&D initiatives indicate an 

increased decentralization of HRD to line management training investment, human 

capital reporting, the emergence of a new knowledge economy and also a focus on 

workplace learning.  Similarly, CIPD (2009) also pointed out the greatest changes in 

learning and training methods are the introduction of new programs to develop the 

role of line managers and effort to develop an L&D culture across organizations.  

One of the surveys also indicated 47% of respondents believed coaching by line 

managers is one of the most effective L&D practices. In addition, research findings 

from 28 organizations in seeking factors influencing learning in work suggested a 

continuing shift from training to learning where the role of HRD practitioners is 

changing and line managers are increasingly responsible for developing their 

employees (Sambrook, 2002; Ellinger, 1997; Watkins and Ellinger, 1998) 
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1.2 Background of ABC Bank, Johor Bahru 

 

 

This research will be conducted in ABC Bank, Johor Bahru. This bank is 

listed as one of the government-linked companies in Malaysia.  According to 

Khazanah Nasional Berhad (2010), government-linked companies are companies 

which have primarily commercial objectives and are controlled by Malaysian 

Government.  Malaysian Government has the right to appoint the Board of Directors 

members, senior management and decide on major decisions such as restructuring 

and strategy. 

 

 

ABC Bank has mainly three types of banking which are consumer, 

investment, and Islamic banking with the largest network in Malaysia.  Besides 

Malaysia, they also have branches all around the globe such as in Singapore, 

Indonesia, Thailand, Hong Kong, China, UK, USA, Brunei, Myanmar, Vietnam, 

Bahrain and Cambodia.  With the vision to be South East Asia‟s most valued 

universal bank, they practice three major philosophies which are, “we are in the 

business of creating value for our customers”, “we believe the best way to create the 

most value is by enabling our people” and “in order to protect our reputation and 

business, we speak and act with integrity”. 

 

 

With the staff strength of over 37,000 worldwide, they are equipping their 

workforce with excellent human resource practices.  They have also been awarded as 

Best Human Resource Management in private sector and Bank of the Year in 

Malaysia, both in 2010.  In addition, ABC Bank has also been awarded the Best 

Employer‟s Award and HR Excellence Award (Gold recognition as well as Grand 

Award) for 2008 until 2009.  These awards are organized by Malaysian Institute of 

Human Resources Management, who is responsible in determining the winner. 
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ABC Bank also adopts a holistic approach in managing employees‟ needs and 

compensations.  This approach comprises of the four main areas of rewards and 

advancement, staff benefits, conducive working areas and L&D.  L&D initiatives in 

ABC Bank focus on expecting employees to continuously learn.  They provide on-

the-job exposure as well as ample training opportunities, both in terms of technical 

knowledge as well as personal development.  In addition, the top management also 

strongly encourages staff to pursue professional and post-graduate qualifications 

through the provision of sponsorship and scholarship schemes.  For the purpose of 

this research, selected locations of ABC will be within the area of Johor Bahru, 

consisting of the various branches (refer to table 1.1) 

 

 

Table 1.1: List of Selected ABC Bank Branches in Johor Bahru and Number of 

Employees 

No. Branches 
No. of 

Employees 

1.  Holiday Plaza Johor Bharu, G86 Holiday Plaza 

Jalan Dato' Sulaiman, 80250 Johor Bahru 15 

2.  Nusa Bestari, 76 Jalan Nusa Bestari 2 ¼ 

Taman Nusa Bestari 2, 81200 Johor Bahru 
14 

3.  Perling, 382 Jalan Simbang, Taman Perling 

81200 Johor Bharu 
15 

4.  Bandar Baru Uda, No. 24,  

Jalan Padi 1, Bandar Baru Uda  

81200 Johor Bharu 

14 

5.  Taman Impian Emas (Skudai),No 93A Jalan Seri Impian 

1,Taman Impian Emas, Skudai 

81300 Johor Bharu 

14 

6.  Taman Ungku Tun Aminah, 87 Jalan Pahlawan 1, Taman 

Ungku Tun Aminah, 81300 Skudai 
15 

7.  Taman Universiti Skudai, 21 Jalan Kebudayaan 4, Taman 

Universiti, 81300 Skudai 
15 

8.  Tampoi, 193B Batu 4 ½, Jalan Skudai 

80200 Tampoi, Johor 
15 

9.  Universiti Teknologi Malaysia Skudai 

Bangunan Hal Ehwal Pelajar, UTM 

81300 Skudai 

7 

10.  Jalan Belimbing, 18 Jalan Belimbing 

81400 Senai, Johor 
16 

 
Total: 140 
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1.3 Problem Statement 

 

 

With the increase of awareness regarding L&D initiatives among 

organizations throughout the world especially in Malaysia, determining the best 

L&D initiatives, methods or practices can be quite a challenge.  These organizations 

are not aware of their own strengths and weaknesses in terms of deploying L&D 

initiatives (Harrison, 2005).  They are not exposed to the best practices in L&D and 

benchmarking in practicing effective implementation of L&D initiatives (Serrat, 

2009).  This situation will lead to ineffectiveness in implementation of the L&D 

initiatives itself.  In Malaysia, the term itself is not commonly used even though it 

has actually been discussed in publications regarding knowledge management, e-

learning, action learning, apprenticeship, coaching and mentoring and talent 

management.  All of these activities support the training process in order for them to 

upgrade their knowledge, skill and ability continuously and this is called L&D. 

 

 

According to Training Foundation (2010), many organizations are focusing 

more on training instead of learning.  Activities are focused on simply ensuring 

employees have adequate knowledge, skill and abilities needed to meet the needs 

of today‟s workplace through training.  This situation limits the organization‟s ability 

to draw out the full potential of its employees.  Of course, training is still needed for 

employees to cope with today‟s competitive workplace; however learning culture 

promotes change that leads to new innovation and discovery. 

 

 

In addition, Coulson-Thomas (2003) stated learning would not enhance a 

company‟s competitiveness unless it is channelled into an effective and strategic 

L&D initiative in order to succeed.  In the other hand, effective training would also 

not ensure effective deployment of L&D among employees.  The British Institute for 

Learning and Development (BILD) (2009) also mentioned that training courses are 

of little use to an employer unless the techniques learnt are appropriate and can be 

applied in the workplace.  
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Furthermore, Malaysia needs to have a clear view of L&D initiatives 

practiced in the organizations as well as in government-linked companies, thus 

specifically allowing better forecast for the next five years.  It is very crucial to 

identify the most effective L&D initiatives possible for the company since it is 

difficult to plan and challenging to execute (Moskowitz, 2008).  In order to ensure 

better planning and enrolment of L&D initiatives, this research provides the 

organizations with the foundation of today‟s L&D initiatives in the market place.  

Furthermore, it gives the organizations extra advantages in developing their human 

capital and thus would influence the company‟s profits and losses. 

 

 

According to Longenecker (2010), the findings in a survey conducted on 20 

US service and manufacturing managers revealed barriers in executing L&D, 

especially during today‟s challenging environment.  He found individual and 

organizational factors do give major impact in influencing success of L&D 

implementation.  Individual factors such as being unmotivated to learn and 

organizational factors such as having no support to learn are main failures in 

implementing effective L&D.  In addition, others barriers which distracted 

respondents to implement effective L&D are time pressure, un aware of the fact that 

they have a learning skills gap, no performance feedback or coaching, lack of self-

reflection, ego and over-confidence, ineffective boss, no development plan, and lack 

of resources.  Are there really relationships between these factors and how strong it 

can influence effective implementation of L&D initiatives? 

 

 

After the massive economic downturn and government efforts in producing 

knowledgeable human capital, organizations are becoming more concerned on the 

implementation of L&D.  It is because, almost every year process of L&D involves 

allocation around $100,000 which is a big amount of money, time and human capital 

thus by hook or crook they need to ensure the effectiveness of initiatives being 

implemented (UNESCO , 2010).  According to Streumer (2006), many organizations 

are afraid to roll the dice and invest in something of which the effectiveness they are 

unsure of.  Thus, by identifying effective L&D initiatives, implementing them would 

be of ease for the company.  This is where trends of L&D initiatives are seen as one 
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way to achieve it, hence the need for careful identification can ensure the success of 

the implementation.  Furthermore, Robotham (2003) stated undoubtedly a lack of 

focus on the importance of learning for today‟s organizations. 

 

 

Apart from organization perspectives, individual factors also can be one of 

the determinants in looking at implementing L&D initiatives effectively.   The 

employees which are also adult learners are becoming more aware of their 

continuous personal development.  Some of them are even willing to pay for their 

own classes.  The determinants such as motivation to learn, learning skills and peer 

support play important roles in today competitive world.  Unfortunately, most 

employees are not aware they are the one who is responsible to decide on their own 

regarding their continuous personal development. Even though they know 

continuous personal development is important to them, they still wait for 

management to send them. 

 

 

1.4  Research Questions 

 

 

i. What are the types of L&D initiatives recently attended? 

ii. Who is responsible for determining L&D initiatives?  

iii. Is there is a relationship between L&D (organizational and individual) factors 

and effective implementation of L&D initiatives? 

iv. Which L&D (organizational and individual) factors strongly influence 

effective implementation of L&D initiatives? 

 

 

1.5 Research Objectives 

 

 

The objectives of this study can be categorized into two, which are general objective 

and specific objectives. They are: 
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1.5.1 General Objective 

 

 

To explore the current L&D initiatives employed, who is responsible in 

ensuring these initiatives are rolled out and the L&D factors which contribute to its 

effective implementation in government-linked companies especially in ABC Bank 

in Johor Bahru. 

 

 

1.5.2 Specific Objectives 

 

 

The specific objectives are as follows: 

i. To determine which types of L&D initiatives recently attended. 

ii. To determine who is responsible for determining L&D initiatives. 

iii. To identify the relationship between L&D (organizational and individual) 

factors and effective implementation of L&D initiatives. 

iv. To explain which L&D (organizational and individual) factors strongly 

influence effective implementation of L&D initiatives. 

 

 

 

 

1.6 Research Hypotheses 

 

 

H1 There is a significant relationship between L&D factors 

(organizational and individual) and effective implementation of L&D 

initiatives. 

H2 L&D factors strongly influence effective implementation of L&D 

initiatives. 
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1.7 Significance of the Study 

 

 

This study is a significant endeavor in promoting better implementation of 

L&D initiatives in the workplace, along with the factors for its implementation.  This 

study is also beneficial to students, employers, employees and practitioners in the 

L&D field in understanding their drive which leads to successful process of L&D, 

especially in the work environment.  By understanding these factors, those who are 

involved can be assured of achieving their goals and gaining competitive advantage. 

 

 

The results from this case study will also be the first comprehensive study 

regarding L&D initiatives involving organizational and individual factors, thus 

leading to better understanding of implementing effective L&D initiatives.  

Furthermore, the exploration of current L&D initiatives and identification of 

determinants that contribute to effective L&D initiatives can be used as guidelines in 

executing future L&D initiatives by HR managers and executives.  Besides that, 

these findings may provide recommendations and encourage HR executives and 

managers to re-evaluate and improve their L&D implementation in light of the 

revealed L&D initiatives and problems of others.  In addition, this research also 

serves as future reference for researchers on L&D field for further exploration. 

 

 

 

 

1.8 Scope of the Study 

 

 

The main scope of this study is to construct a survey on the current L&D 

initiatives in ABC Bank, Johor Bahru, one of government-linked companies (GLCs).  

Johor Bahru is the capital city of Johor and the second busiest city after Kuala 

Lumpur.  The main reason why ABC Bank was selected is because they won HR 

Excellence in 2008-2009 proved their practice of effective L&D implementation for 

their workforce. 
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In this research, there are two set of independent variables which are 

organizational factors and individual factors.  Organizational factors involved are 

government policies, line managers‟ involvement, top management commitment, 

outsourcing and external consultant whereas individual factors include motivation to 

learn, learning skill as well as peer support.  All of these independent variables 

influence the dependent variable, which is the effective implementation of L&D 

initiatives in ABC Bank.  The population involved 140 employees in selected 

branches of ABC Bank in Johor Bahru.  The sample size was selected using 

convenience sampling which involved 103 employees in 10 different branches, Johor 

Bahru.  This research also used self-administered questionnaire as a research 

instrument containing 60 items related to the variables. 

 

 

 

 

1.9 Limitations 

 

 

The limitation of this research is it only involves employees in ABC Bank in 

ten branches near Johor Bahru. It does not involve other branches.  This research also 

does not apply to other sectors in other government-linked companies.  Furthermore, 

the researcher only focused on five organizational and three individual factors that 

may not be applicable to all companies or individuals.  Time and resource constraints 

are also minor limitations influence the data collection, thus affecting the whole 

research process. 

 

 

 

 

1.10 Conceptual and Operational Definitions 

 

 

Conceptual and operational definitions provide a platform of understanding 

regarding the definition of terms used in this research. 
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1.10.1 L&D Initiatives 

 

 

1.10.1.1 Conceptual Definition 

 

 

The word L&D had been mutually agreed to explain the appropriate process 

of human resource training and development, employees training and development 

(Harrison, 2005).  The term learning and development had long been a debate.  

Commonly the terminologies being used are varied among authors.  Some may like 

to call it training and development, or the term employees learning and development, 

while and some researchers have used workplace learning, work based learning or 

even work based training.  According to CIPD (2005), learning and development 

refers to an organizational process involves integration of learning and development 

process, operations and relationship.  The results from its effective implementation 

are enhanced organizational effectiveness and sustainability and enhanced personal 

competence, adaptability, and employability for the individual.  It is therefore a 

critical business process, whether in for-profit or not-for-profit organizations. 

 

 

In addition, Harrison (2009) viewed the purpose of learning and development 

as being to assist collective progress through the collaborative, expert and ethical 

stimulation and facilitation of learning and knowledge, resulting in support in 

business goals, development of individual potential, and respect and development of 

diversity in workplace.  In the other hand, Simon Fraser University (1995) defined 

learning and development as activities specifically designed to alter attitudes or 

provide knowledge and skill required by the organization to meet their goals and 

objectives. 

 

 

L&D represent processes supported by events such as training, education or 

working (Sadler-Smith, 2006).  He defined L&D as an area of management enquiry 

and practice concerned with the understanding and possible management of learning 
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in the workplace in order to maximize its impact with the achievement of work goals, 

the development of the individual and the enhancement of collective performance.  

 

 

Recently, L&D initiatives indicate an increased decentralization of HRD to 

line management, increased training investment, increased effort to develop effective 

L&D culture across organization, the emergence of a new knowledge economy and 

also a focus on workplace learning (CIPD, 2009; Harrison, 2005; Sambrook, 2002; 

Watkins and Ellinger, 1998; Ellinger, 1997).  This has encouraged many 

organizations to employ effective L&D initiatives throughout the organizations. 

 

 

1.10.1.2 Operational Definition 

 

 

For the purpose of this research, L&D initiative are operationally defined in 

regards to which are the latest L&D initiatives employees had experienced and who 

are responsible in determining any decision regarding L&D initiatives in ABC Bank.  

The recent L&D activities being employed by ABC Bank are also identified.  The 

respondents are required to tick one from multiple related answers. 

 

 

1.10.2 Organization Factors 

 

 

1.10.2.1 Conceptual Definition 

 

 

Smith (2003) stated government policies, which are also known as public 

policies, guide decisions and actions that relate to society as a whole.  Public policies 

are developed by federal, provincial, territorial and municipal levels of government.  

In addition, Haslinda Abdullah et al. (2007) stated government policies as being 

government actions designed to affect economic activity and pursue one or more 
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economic goals.  Commonly there are four types of government policies, which are 

fiscal, monetary, regulatory and judicial. 

 

 

Line manager involvement can be defined as direct participation from 

managers in a company who are involved in production or the central part of the 

business, as opposed to managers of service sectors (Renwick, 2003).  In addition, 

Gibb (2003) defined line manager involvement as manager responsibility to ensure 

certain organization activities are being implemented effectively and efficiently.   

 

 

Furthermore, top management commitment is dedication and efforts showed 

by the highest level executives towards specific and critically important aspects or 

programs of an organization (Guns, 1996).  Keramati and Azadeh (2007) defined top 

management‟s commitment as chief executive and those reporting to him or her 

involvement in activities such as communicating company‟s values, reinforcing 

quality messages meeting with the workforce and customers and facilitating the 

achievement of the mission and vision.  Another important responsibility of top 

management in order to show their commitment is establishment of an environment 

which promotes L&D. 

 

 

Outsourcing can be defined as contracting out a job to the external provider 

(Delmotte and Sels, 2008).  Outsourcing involves hiring outside organizations to do 

jobs for client organization.  As compared to external consultants who only seek for 

advice and guidelines in making decisions, outsourcing deals with having outside 

organization to make decisions for client organization.  On the other hand, Cook 

(1999) associated outsourcing definition with Human Resource Management (HRM) 

field as involvement of third party service provider to administer HRM activities on 

an ongoing process in an organization, which was normally performed in house.  
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External consultant can be defined as an expert in a field who comes in from 

outside an organization to give advice.  On the other hand, De Jong and Van Eekelen 

(1999) stated external consultants are expert organizations that provide specially 

trained and qualified persons, who can assist the organization in solving any related 

management issues.  Furthermore, Younger et al. (2011) stated utilization of external 

consultants would extend employees‟ capability and help in bringing in specialist 

skill into the organization, thus influencing the overall process of human resource 

management. 

 

 

1.10.2.2 Operational Definition 

 

 

Operational government can be defined as the organizational effort in 

following government policies.  For example, it would be how ABC Bank used the 

HRD Act 1992 effectively in order to implement their L&D initiatives. In addition, 

how their employees perceive government policies is also one of the factors 

influencing their action to execute L&D. 

 

 

In addition, line manager involvement can be defined operationally through 

active participation of their branch manager in executing L&D activities.  In ABC 

Bank, line management involvement is measured in terms of whether there is any 

written report regarding L&D initiatives which have already been implemented, such 

as attendance report. 

 

 

Top management commitment can be operationally defined as close 

participation from upper level of management in implementing L&D initiatives.  

Their commitment usually starts at the beginning of the program being executed until 

the last evaluation.  The number of employees that agreed in this factor indicates the 

extent to which top managements‟ effort in influences the success of L&D initiatives. 
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Outsourcing in ABC Bank is defined operationally in terms of how many 

L&D initiatives have been made by hiring external L&D organization to implement 

these initiatives.  Apart from that, the relationship between outsourcing and effective 

implementation of L&D is also determined according to the level of agreement 

between respondents. 

 

 

Operationally, external consultant can be defined as the number of L&D 

initiatives executed with facilitation from external consultants.  The level of 

effectiveness can be measured through the perception of employees towards the 

L&D activities. 

 

 

1.10.3 Individual Factors 

 

 

1.10.3.1 Conceptual Definition 

 

 

In addition, conceptual definition of individual factors must also be 

considered.  There are motivation to learn, learning skills and peer support.  

Motivation to learn can be defined as the specific desire to learn specifically through 

the content of learning and development initiatives (Noe and Schmitt, 1986).  Klein 

et al. (2006) explained motivation to learn as an individual‟s own initiatives in order 

to engage and persist in learning and development activities. 

 

 

Rusbult (2009) defined learning skills as the ability needed to learn 

effectively, which involves memory, concentration, reading, listening and time 

management.  Roper (2007) identified learning skills in terms of online education in 

helping adult learners to learn time-management strategy, make the most of online 

discussions, use it or lose it, make questions useful to learning, stay motivated, 

communicate the instruction techniques that work and make connections with fellow 

students. 
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According to Ellinger and Cseh (2007), peer support can be defined as 

employees facilitating others‟ learning.  Peer support points out encouragement from 

coworkers to participate in any activities arranged by the organization, especially 

L&D.  Peer support can create supportive cultures enable the employees to mutually 

share and learn effectively and efficiently. 

 

 

1.10.3.2 Operational Definition 

 

 

Operationally, the motivation to learn among employees in ABC Bank is 

measured based on their desire to grab and learn learning opportunities provided by 

the organization.  The number of L&D initiatives is the indicator of how much 

motivated employees are willing to learn. 

 

 

On the other hand, learning skill involves identifying what types of learning 

skills are possessed by employees in ABC Bank.  The perception of their learning 

skills level are identified by asking questions related to their memory, concentration, 

reading, listening and time management in L&D.  

 

 

Besides that, peer support among employees in ABC Bank is also measured 

in terms of encouraging each other in joining L&D activities arranged by the 

company.  Then, the employees also answer questions regarding facilitating others in 

order to indicate whether they are willing to share and learn from others.  
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1.10.4 Effective Implementation of L&D Initiatives 

 

 

1.10.4.1 Conceptual Definition   

 

 

According to APS (2003), effective implementation of L&D initiatives can be 

defined as the successful efforts in executing L&D initiatives, which enables 

organizations to achieve their desired goals especially in L&D.  Brown (2008) stated 

effective implementation of L&D initiatives have certain features to consider in 

defining this statement, such as being supported by policies, being strategy driven 

and also the transferability of knowledge and skills back to the job.  

 

 

1.10.4.2 Operational Definition 

 

 

In ABC Bank, four elements are considered to indicate effective 

implementation of L&D initiatives.  There are aligning learning with the business, 

creating a learning culture, managing learning effectively and evaluating L&D.  All 

these four principles are examined in order to determine the relationship between 

L&D factors to its L&D effectiveness.  The HR Awards given to ABC Bank showed 

they have excellent HR practices; hence this research seeks for the influence in its 

effective implementation of L&D initiatives. 

 

 

 

 

 

 

 

 

 



 

 

REFERENCES 

 

 

 

 

A. Keramati, and M. A. Azadeh. (2007). Exploring the Effects of Top Management’s 

Commitment on Knowledge Management Success in Academia: A Case Study. 

Paper presented at World Academy of Science, Engineering and Technology. 

Retrieved on 17 October 2010 from 

http://www.waset.org/journals/waset/v27/v27-53.pdf 

Ahmad Mahzan Ayob (1995). Kaedah Penyelidikan Sosioekonomi (2
nd

 Ed). Kuala 

Lumpur: Dewan Bahasa dan Pustaka. 

Appraisal Smart. (2004). The Learning and Development Cycle. Retrieved on 17 

October 2010 from http://www.appraisal-smart.com/learning-and-development-

module.htm. 

APS. (2003). Building Capability: A framework for managing learning and 

development in the APS. Retrieved on 17 October 2010 from 

http://www.apsc.gov.au/publications03/capability.htm 

Ary, D., Jacobs, L.C and Razavieh, A. (1985). Introduction to Research in 

Education. (3
rd

 edition). New York: Holt Rinehort and Winston.  

Baldwin, T. T., Magjuka, R. J., & Loher, B. T. (1991). The Perils of Participation: 

Effects of Learner Choice on Trainee Motivation and Learning. Personnel 

Psychology, 44, 51–66. 

Birzer, M. L. (2003). The Theory of Andragogy Applied to Police Training. 

Police:An International Journal of Police Strategies and Management, 26, (1), 

29-42. American Journal of Police. 

BILD (2009). Reynolds, Christopher Excellence in Education through Learning 

Development. Retrieved on 17 October 2010 from http://www.british-

ild.com/downloads/articles/gllobal%20education%20and%20skills.pdf 

Bjoorn, U., Jonson, G. and Olsson, A. (2008). Experiantial Learning in Retrospect: A 

Future Organizational Challenge? Journal of Workplace Learning, 20, (6), 431-

442. Emerald Group Publishing Limited. 

Blanchard, P.N. and Thacker, J.W. (2004). Effective Training:  Systems, Strategies, 

and Practices. (2nd Ed.). Upper  Saddle River, NJ: Pearson/Prentice Hall. 



118 

 

Boud, D. and Middleton, H. (2003). Learning from others at work: communities of 

practice and informal learning. Journal of Workplace Learning, 15. (5), 194-202. 

Brown, T. (2008). Top 10 Training Best Practices for Effective Learning and 

Development Programs. Retrieved on 17 October 2010 from 

http://www.articlesbase.com/management-articles/top-10-training-best-

practices-for-effective-learning-and-development-programs-376420.html  

Buch, K.and Bartley, S. (2002). Learning Style and Training Delivery Mode 

Preference. Journal of Workplace Learning, 14, (1), 5-10. MCB UP Limited. 

Burns, R.B. (2000). Introduction to Research Methods. (4rd Ed). Australia: Pearson 

Education Australia Pty Limited. 

Campbell,S. and Jorda, M. (2005). Cognitive and Constructivism. Retrieved on 17 

October 2010 from 

http://www.coe.fau.edu/faculty/cafolla/courses/eme6051/cognitivism.htm  

Chua, Y.P. (2006). Kaedah dan Statistik Penyelidikan: Asas Statistik Penyelidikan 

Buku 2. Malaysia: McGraw-Hill (Malaysia) Sdn. Bhd. 

CIPD (2004). Learning and Development Survey. London. Chartered Institute of 

Personnel and Development. 

CIPD (2005). Learning and Development Survey. London. Chartered Institute of 

Personnel and Development. 

CIPD (2009). Learning and Development Survey. London. Chartered Institute of 

Personnel and Development. 

Clifford, J. and Thorpe, S. (2007). Workplace Learning and Development:Delivering 

Competitive Advantage for Your Organization. London: Kogan Page Limited. 

Colquitt et al. (2000). Toward an Integrative Theory of Training Motivation: A  

Meta-Analytic Path Analysis of 20 Years of Research. Journal of Applied  

Psychology, 85, (5), 678-707. American Psychological Association, Inc. 

Cook, M.F. (1999), Outsourcing Human Resources Functions: Strategies for 

Providing Enhanced HR Services at Lower Cost. New York: AMACOM. 

Coulson-Thomas, C. (2003). Transforming the Company: The Differing Learning 

Practices of Successful and Unsuccessful Companies. Industrial and 

Commercial Training, 35, (1), 5-10. MCB UP Limited. 

Crane, Thomas. (2003). The Heart of Coaching. San Diego: FTA Press 1998. 



119 

 

Cunnigham, I. (2007). Sorting Out Evaluation of Learning and Development: 

Making It Easier for Ourselves. Development and Learning in Organizations, 

21, (5), 4-6. Emerald Group Publishing Limited. 

Cunningham, I. ( 2004). The Handbook of Work Based Learning. Gower Publishing 

Ltd. 

Cunningham, I. and Hyman, J. (1995). Transforming the HRM Vision into Reality: 

The Role of Line Managers and Supervisors in Implementing Change. Employee 

Relations, 17, (8), 5-20. MCB University Press. 

De Jong, J.A. and Van Eekelen, I.M. (1999). Management Consultants: What Do 

They Do?. The Leadership & Organization Development Journal, 20, (4), 181-

188. MCB University Press. 

Delmotte, J. and Sels, L. (2008). HR Outsourcing: Threat or Opportunity?. Personnel 

Review, 37, (5), 543-563. Emerald Group Publishing Limited. 

Dessler, G. (2000).  Human Resource Mangement. (8
th

 Ed.). New Jersey: Prentice 

Hall. 

Dunn, L. (2002). Theories of Learning. Learning and Teaching Briefing Papers  

Series, Oxford Brookes University. Retrieved on 25 October 2010 from 

http://www.brookes.ac.uk/services/ocsd/2_learntch/briefing_papers/learning_the

ories.pdf 

Edmondson, A.C., Moinceon, B., Dessain, V., and Jensen, A.D. (2008). Global 

Knowledge Management at Danone. Harvard Business School Case Study. 

Ellinger, A.D. (1993). Is the Learning Organization for Real? Examining the Impacts 

of the Dimensions of the Learning Organization on Organizational Performance. 

Retrieved on 17 October 2010 from 

http://www.adulterc.org/Proceedings/2000/ellingeraetal1-final.PDF 

Ellinger, A.M. (1997) Managers as Facilitators of Learning in Learning 

Organisations.Unpublished doctoral dissertation, University of Georgia, Athens. 

Ellinger, A.D. and Cseh, M.(2007). Contextual factors influencing the facilitation of 

others‟ learning through everyday work experiences. Journal of Workplace 

Learning, 19, (7), 435-452. Emerald Group Publishing Limited. 

Evan, K. et al. (2006). Improving Workplace Learning. London: Routledge. 

Field, A. (2005). Discovering Statistics Using SPSS. (2
nd

 ed). London:SAGE 

Publications. 



120 

 

Fraenkel, J. R. and Wallen, N. E. (1990). How to Design and Evaluate Research in 

Education. New York: McGraw Hill.  

Fragoulis, I.  and Valkanos, E.(2007). Experiential Learning – Its Place in In-House 

Education and Training. Development and Learning in Organizations, 21, (5), 

21-23. Emerald Group Publishing Limited. 

Fuller, A., Munro, A., and Rainbird, H. (2004). Workplace Learning in Context. New 

York: Taylor and Francis Books Ltd. 

Garavan, T.N. (1997). Training, Development, Education and Learning: Different or 

The Same?. Journal of European Industrial Training, 21, (2), 39-50. MCB 

University Press. 

Gay, B. (1994).What is Mentoring?.Education+Training, 36, (5), 4-7. 

Gergen, K.J. (1999). An Invitation to Social Construction. London:Sage. 

Giangreco, A., Carugati, A. and Sebastiano, A. (2010). Are We Doing the Right 

Thing? Food for Thought: on Training Evaluation and Its Context. Personnel 

Review, 39, (2), 167-177. Emerald Group Publishing Limited. 

Gibb, S. (2003). Line Manager Involvement in Learning and Development: Small 

Beer or Big Deal? Employee Relations, 25, (3), 281-293. MCB UP Limited. 

Gill, J. and Johnson, P. (2010). Research Methods for Managers. (4
th

 Ed). London: 

Sage Publications Ltd. 

George, D. and Mallery, P.  (2003). SPSS for Windows step by step:  A simple guide 

and reference.  11.0 update (4th Ed.).  Boston:  Allyn & Bacon. 

Goldsmith, M. and Lyons, L. (2006). Coaching for Leadership: The Practice of 

Leadership Coaching from the World’s Greatest Coaches. (2
nd

 ed.). San 

Francisco: John Wiley & Sons, Inc. 

Government Johor (2010). Government. Retrieved on 17 October 2010 from 

http://www.johordt.gov.my/bi/kerajaan/  

Greenwald, A.G. (1968) Cognitive Learning, Cognitive Response to Persuasion and 

Attitude Change. Retrieved on 17 October 2010 from 

http://faculty.washington.edu/agg/pdf/Gwald_PFOA_Ch6_1968.OCR.pdf 

Guns, B. (1996). The Faster Learning Organization. San Francisco, CA: Jossey-

Bass. 

Hair, J.F., Money, A., Page, M., Samouel, P. (2007). Research Methods for Business. 

Chichester, UK: John Wiley & Sons Ltd. 

Harrison, R. (2005). Learning and Development. UK: CIPD Publishing. 



121 

 

Hart, K.E. and Kritsonis, W.A. (2006). Critical Analysis of an Original Writing on 

Social Learning Theory. National Forum of Applied Educational Research 

Journal, 20, (3). 

Haslinda Abdullah et al. (2007). Human Resource Development Strategies: The 

Malaysian Scenario. Journal of Social Science, 3, (4), 213-222. Science 

Publications. 

Hasliza Abdul Halim et al. (2009).  The Influence of Business Strategy on the 

Decision to Outsource Human Resource Activities: A Study of Malaysian 

Manufacturing Organizations.  Journal of Human Resource Costing & 

Accounting, 13, (4), 274-293. Emerald Group Publishing Limited. 

Hedges, P. (1997). Increasing Profitability by the Effective Use of Learning. London: 

Kogan Page.  

Hindle, J. (2005). HR Outsourcing in Operation: Critical Success Factors.  Human 

Resource Management International Digest, 13, (3), 39-41.  Emerald Group 

Publishing Limited. 

Homan, M. and Miller, L. (2008). Coaching in Organizations: Best Coaching 

Practices from the Ken Blanchard Companies. Canada: John Wiley & Sons, Inc. 

Horn, R. (2009). Researching and Writing Dissertations: A Complete Guide for 

Business and Management Students. London: Chartered Institute of Personnel 

and Development. 

Ifinedo, P. (2008). Impacts of Business Vision, Top Management Support and 

External Expertise on ERP Success. Business Process Management Journal, 14, 

(4), 551-568. Emerald Group Publishing Limited.  

Illeris, K. (2003). Workplace Learning and Learning Theory.  Journal of Workplace 

Learning, 15 (4), 167-178. MCB UP Ltd. 

Illeris, K and Associates (2004). Learning in working life. Copenhagen: Roskilde 

University Press. 

Illeris, K. (2004). A Model for Learning in Working Life. The Journal of Workplace 

Learning, 16, (8), 431-441. Emerald Group Publishing Limited. 

Jacobs, R.L. and Phillips, J.J. (2002). Implementing On-The-Job Learning. USA: 

ASTD Publications. 

Jain, P. (1999). On-the-Job Training: A Key to Human Resource Development. 

Library Management, 20, (5), 283-294. MCB UP Ltd. 



122 

 

Jones, J. (1994). An Inter-Industry Comparison of VET in Australian SMEs: Inter-

Industry Comparison. Education + Training, 48, (8/9), 584-596. Emerald Group 

Publishing Limited. 

Junaidah Hashim (2001).Training Evaluation: Clients‟ Roles. Journal of European 

Industrial Training, 25, (7), 374-379. Emerald Group Publishing Limited. 

Keramati, A., and Azadeh, M. A. (2007). Exploring the Effects of Top Management's 

Commitment on Knowledge Management Success in Academic: A Case Study. 

Proceedings of World Academy of Science, Engineering and Technology, 

Vienna, Austria, May 2007, 292-297. 

Khazanah Nasional Berhad, (2010).   GLCs. Retrieved on 17 October 2010 from 

http://www.khazanah.com.my/faq.htm#ques8  

Klein, H.J. et al. (2006). Motivation To Learn And Course Outcomes: The Impact Of 

Delivery Mode, Learning Goal Orientation And Perceived Barriers And 

Enablers. Personnel Psychology, 59, 665-702. Blackwell Publishing, Inc. 

Knowles, M. (1998). The Adult Learner: The Definitive Classic in Adult Education 

and Human Resource Development. Houston, TX: Gulf Publishing. 

Leidlmair, K. (2009). After Cognitivism: A Reassessment of Cognitive Science and 

Philosophy. New York: Springer. 

Lepak, D.P. and Snell, S.A. (1998). Virtual HR: Strategic Human Resource 

Management in the 21
st
 Century. Human Resource Management Review, 8, (3), 

215-34. 

Longenecker, C.O. (2010). Barriers to Managerial Learning: Lessons for Rapidly 

Changing Organizations. Development and Learning in Organizations, 24, (5), 

5-11. Emerald Group Publishing Limited. 

Maier, N.R.F. (1973). Psychology in Industrial Organizations. Boston: Houghton 

Mifflin. 

Malaysia (1955). Employment Act 1955. Act 265. 

Malek Shah Mohd. Yusoff (2002).Globalization and Human Resource Development 

in the Malaysian Public Service. Unpublished article, Public Service 

Department, Malaysia. 

Maples,M.F. and Webster, J.M. (1980). Thorndike‟s connectionism, in Gazda, G.B. 

and Corsini, R.J.(Eds), Theories of Learning, Peacock, Itasca, IL. 



123 

 

Martocchio, J. J. and Webster, J. (1992). Effects of Feedback and Cognitive 

Playfulness on Performance in Microcomputer Software Training. Personnel 

Psychology, 45, 553–578. 

Massey, C. and Walker, R. (1999). Aiming For Organizational Learning: Consultant 

as Agents of Change. The Learning Organization, 6, (1), 38-44. MCB 

University Press. 

Mathieu, J.E. and Martineau, J.W. (1997). Individual and Situational Influences on 

Training Motivation. In Ford, J.K., Kozlowski, S.W.J., Kraiger, K., Salas, E. and 

Teachout, M.S.(Eds), Improving Training Effectiveness in Work Organizations. 

New Jersey: Lawrence Erlbaum Associates, Inc.pp. 193-221. 

Mathieu, J. E., Tannenbaum, S. I. and Salas, E. (1992). Influences of Individual and 

Situational Characteristics on Measures of Training Effectiveness. Academy of 

Management Journal, 35,828–847. 

McLeod, G. (2002). Learning Theory and Instructional Design. Retrieved on 17 

October 2010 from 

http://courses.durhamtech.edu/tlc/www/html/Resources/learningmatters/learning

theory.pdf 

Md Zahidul Islam et al. (2009). Team Learning, Top Management Support and New 

Product Development Success. International Journal of Managing Projects in 

Business, 2, (2), 238-260. Emerald Group Publishing Limited. 

Md. Som, H. and Zakaria, Z. (2001). Analisis Data: Menggunakan SPSS WINDOWS. 

Johor: Penerbit Universiti Teknologi Malaysia. 

Merriam, S. and Caffarella (1991). Learning in Adulthood. A Comprehensive Guide. 

San Francisco: Jossey-Bass. 

Moskowitz, M. (2008). A Practical Guide to Training and Development: Assess, 

Design, Deliver and Evaluate. San Francisco: John Wiley & Sons, Inc. 

Nadler L.and Nadler, Z. (1992). Every Manager’s Guide to Human Resource 

Development. San Fransissco: Jossey-Bass Publication. 

Noe, R. A. (1986). Trainee Attributes And Attitudes: Neglected Influences On 

Training Effectiveness. Academy of Management Review, 11, 736-749. 

Noe, R. A. and Schmitt, N. (1986). The Influence of Trainee Attitudes On 

Training Effectiveness: Test of A Model. Personnel Psychology, 39, 

497-523. 



124 

 

Noe, R. A., & Wilk, S. L. (1993). Investigation of the factors that influence 

employees‟ participation in development activities. Journal of Applied 

Psychology, 78, 291–302. 

Noe, R.A. (2003). Employee Training and Development. (3
rd

 Ed.). New York: 

McGraw-Hill Companies, Inc. 

Olorunsola, R. (2000). Job Rotation in Academic Libraries: the Situation in a 

Nigerian University Library. Library Management, 21, (2), 94-98. MCB UP Ltd. 

Pallant, J.(2007). SPSS Survival Manual A Step By Step Guide To Data Analysis 

Using SPSS For Windows. (3
rd

 Ed). USA:McGraw-Hill Education. 

Pedlar (1995) Pedlar, M. (1995). Alying self-development in organisations in Mabey, 

C. and Iles, P.,Managing Learning, Routledge in Association with the Open 

University, London. 

Philips, R. (1996). “Coaching for higher performance”. Employee Counselling 

Today. Vol. 8 No. 4 pp. 29-32. 

Prime Minister‟s Department (2010). Economic Planning Unit: Tenth Malaysia Plan 

2011-2011. Retrieved on 5 October 2010 from 

http://www.epu.gov.my/html/themes/epu/html/RMKE10/rmke10_english.html 

Quinones, M. A. (1995). Pretraining Context Effects: Training Assignment as 

Feedback. Journal of Applied Psychology, 80, 226–238. 

Reid, M. (2004). Training Interventions. London: Institute of Personnel 

Management. 

Reischmann,  J.(2004). Andragogy.  History, Meaning, Context, Function.  

Retrieved on 17 October 2010 from http://www.andragogy.net.  

Renwick, D. (2003). Line Manager Involvement in HRM: An Inside View. Employee 

Relations, 25 (3), 262-280. MCB UP Limited. 

Robotham, D. (2003) Learning and Training: Developing the Competent Learner. 

Journal of European Industrial Training, 27, (9), 473-480. MCB UP Limited. 

Roper, A.R. (2007) How Students Develop Online Learning Skills. Educause 

Quarterly No.1 Retrieved on 17 October 2010 from 

http://net.educause.edu/ir/library/pdf/EQM07110.pdf 

Rusbult, C. (2009). Learning Skills. Retrieved on 17 October 2010 from 

http://www.asa3.org/ASA/education/learn/study-skills.htm 

Sadler-Smith, E. (2006). Learning and Development for Managers: Perspectives 

from Research and Practice. Oxford: Blackwell Publishing Ltd. 

http://net.educause.edu/ir/library/pdf/EQM07110.pdf
http://www.asa3.org/ASA/education/learn/study-skills.htm


125 

 

Sambrook, S. (2002). Factors Influencing Learning in Work: A Comparison of Two 

Research Projects(European- and United Kingdom-based). European 

Educational Research Journal, 1, (3), 522 – 537. University of Wales. 

Savolainen, R. et al. (2005). ‟Isms‟ in Information Science: Constructivism, 

Collectivism and Constructionism. Journal of Documentation, 61, (1), 79-101. 

Emerald Group Publishing Limited. 

Sekaran,U.( 2003). Research Method for Business: A Skill Building Approach. New 

Delhi: Wiley India. 

Senge, P. M. (1990). The Fifth Discipline: The Art and Practice of the Learning 

Organization. London: Century Business.  

Serrat, O.(2009). Coaching and Mentoring. Knowledge Solutions. July 2009 Vol.54. 

Simon Fraser University (1995) Learning and Development Plan. Retrieved on 17 

October 2010 from 

http://www.sfu.ca/~humanr2/hr_services/learning_development/LearningandDe

velopmentPlan.html 

Siugzdiniene, J.(2008). Line Manager Involvement in Human Resource 

Development. Journal of Political and Administration, (25), 32-37. 

Small, M.W. (2004). Philosophy in Management: A New Trend in Management 

Development. Journal of Management Development, 23, (2), 183-196. Emerald 

Group Publishing Limited. 

Smith , B.L. (2003).  Public Policy and Public Participation Engaging Citizens and 

Community in the Development of Public Policy. Prepared for Population and 

Public Health Branch, Atlantic Regional Office, Health Canada.  Retrieved on 

17 October 2010 from 

http://www.phacaspc.gc.ca/canada/regions/atlantic/pdf/pub_policy_partic_e.pdf 

Smith, M. K. (1999). Andragogy, the Encyclopedia of Informal Education. Retrieved 

on 18 October 2010 from http://www.infed.org/lifelonglearning/b-andra.htm  

Smith, M. K. (1999). The Humanistic to Learning, the Encyclopedia of Informal 

Education. Retrieved on 17 October 2010 from www.infed.org/biblio/learning-

humanistic.htm 

Smith, M. K. (2001). David A. Kolb on Experiential Learning, the Encyclopedia of 

Informal Education. Retrieved on 17 October 2010 from http://www.infed.org/b-

explrn.htm 



126 

 

Smith, P.J. (2007). Leadership and Learning: Facilitating Self-Directed Learning in 

Enterprises. Journal of European Industrial Training, 31, (5), 324-335. Emerald 

Group Publishing Limited 

Stewart, J. (1999). Employee Development Practice. Great Britain: Financial Times 

Professional Limited. 

Streumer, J. N., & Kho, M. (2006). The World of Work-Related Learning. In J. N. 

Streumer (Ed.), Work-Related Learning (pp. 3–49). Dortrecht, The Netherlands: 

Springer. 

Swanson, R.A. and Holton III, E.F. (2001). Foundations of Human Resource 

Development. San Francisco: Berrett-Koehler Publishers,Inc. 

Swart, J. et al. (2005) Human Resource Development: Strategy and Tactics. Oxford: 

Elsevier Butterworth-Heinemann. 

Tannenbaum, S. I. and Yukl, G. (1992). Training and Development in Work 

Organizations. Annual Review of Psychology, 43, 399-441.  

Tharenou, P. (2001). The Relationship of Training Motivation to Participation in 

Training and Development. Journal of Occupational and Organizational 

Psychology, 74, 599–621. 

Thornhill, A. and Saunders, M.N.K. (1998). What if Line Managers Don‟t Realize 

They‟re Responsible for HR? Lessons from an Organization Experiencing Rapid 

Change. Personnel Review, 27, (6), 460-476. MCB UP Limited. 

Training Foundation (2010) Learning Strategies. Retrieved on 17 October 2010 from 

http://www.trainingfoundation.com/page/standards.html 

Truelove, S. (2007). Training in Practice. London: Chartered Institute of Personnel 

and Development. 

Van Dyke, D.L. (2006). Management Commitment: Cornerstone of Aviation Safety 

Culture. Presented at the John Molson School of Business, Concordia University 

Montreal, Quebec on 4/5/2006. Retrieved on 17 October 2010 from 

http://www.skybrary.aero/bookshelf/books/945.pdf 

Watkins, K.E. and Ellinger, A.D. (1998) Building Learning Organizations: new roles 

for managers and human resource developers. Professors‟ Forum, International 

Federation of Training and Development Organizations (IFTDO) 

Conference,Dublin. 



127 

 

Watkins, K.E. and Marsick V.J. (1993). Sculping the Learning Organization: 

Lessons in the Art and Science of Systematic Change. San Francisco: Jossey-

Bass Publishers. 

 Wellington, J.and Szczerbinski, M. (2007) Research Methods for the Social 

Sciences. London: Continuum. 

Welman et al. (2005). Research Methodology. (3
rd

 Ed). Southern: Oxford University 

Press Southern Africa (Pty) Ltd. 

Whitmore, J. (2002). Coaching for Performance. London: Nicholas Brealey 

Publishing. 

Wiethoff, C. (2004) Motivation to Learn and Diversity Training: Application of the 

Theory of Planned Behaviour. Human Resource Development Quarterly, 15, (3), 

263-278.  Wiley Periodicals, Inc. 

Wilson, D.and Smilanich E. (2005). The Other Blended Learning: A Classroom-

Centered Approach. San Francisco: John Wiley & Sons, Inc. 

Yang, B. et al.  (2004). The Construct of the Learning Organization: Dimensions, 

Measurement and Validation. Human Resource Development Quarterly, 15, (1), 

31-55 . Wiley Periodicals, Inc. 

Younger et al. (2011). Developing the skills of HR business partnership: consulting 

and change management. Strategic HR Review, 10, (1), 6-14, Emerald Group 

Publishing Limited. 

Zuber-Skerritt, O. (2002). The Concept of Action Learning. The Learning 

Organization, 9, (3), 114-124. Emerald Group Publishing Limited. 

Zuriff, G.E. (2002). Philosophy of Behaviorism. Journal of the Experimental 

Analysis of Behavior, 77, (3), 367-371. Wheaton College. 

Zwikael, O. (2008). Top Management Involvement in Project Management : 

Exclusive Support Practices for Different Project Scenarios. International 

Journal of Managing Projects in Business, 1, (3), 387-403. Emerald Group 

Publishing Limited. 

 

 

 

 

 


	MasIdayuSaidiMFPPSM2011A
	MasIdayuSaidiMFPPSM2011b
	MasIdayuSaidiMFPPSM2011C
	MasIdayuSaidiMFPPSM2011d



