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ABSTRACT 

 

Upskilling and reskilling of the workforce are necessary to ensure that staff can deal 

with the rapidly changing needs of the labour market. This training is suitable for 
managers, supervisors, and staff at all levels of the organization who want to improve 

employee performance and overall organizational productivity. This study aims to 

determine the moderating influence of gender, which subsequently affects the 

relationships between perceived availability of training, perceived co-worker training 
support, perceived supervisor training support, and employee productivity. This study 

was conducted at Modle Solutions PLT and involved 132 randomly selected respondents. 

A questionnaire was used as a research instrument. The data obtained was analysed 
using descriptive statistics and hierarchical linear regression. This study's results show 

a significant relationship between perceived availability of training, perceived co-

worker support for training, perceived supervisor support for training, and employee 
productivity. The results also showed that gender moderates the relationship between 

perceived co-worker support for training, perceived supervisor support for training, and 

employee productivity. This study is expected to be an effective platform for 

strengthening strategies in the holistic development of human capital. In addition, it can 
help the related parties ensure that the people work in an encouraging environment. 

 

Keywords: organizational training; employee productivity; gender; moderating effect 

 

 

1.0 INTRODUCTION 

 
Effective and productive employees are accurate interpretations of quality workers. The quality of 

workers is obtained through investment in human capital, that is, education, health, and training/skills. 

Investment in human capital will consistently impact the quality and efficiency of employees and further 

increase employee productivity. This situation increases a country's output and economy (Balog & 
Demidova, 2021). Wesemann (2022) suggests that the workforce needs skills that extend across various 

functions in the workplace, and Tien Thanh and Thu Ha (2024) and Utari et al. (2021) suggest that the 

training given can not only provide skills technical specifics but can integrate the general properties that 
include career development, entrepreneurship, information, and communication technology (ICT), 

problem-solving, teamwork, people skills, and personality. Training is a formal activity implemented 

to improve employee performance and the quality of work (Noe & Wilk, 1993; Suravi, 2024). 

Characteristics of organizations that can motivate employees to attend training are especially important 
to guarantee training effectiveness (Noe, 2020). The organization needs to prepare a positive 
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environment to enable employee development and further increase the effectiveness of the organization. 

Interestingly, Kuknor and Kumar (2024), Mahomed and Rothmann (2020), and Noe and Wilk (1993) 
have discussed organizational characteristics that can stimulate training motivation and further increase 

training effectiveness. These features include social, cultural, task, and management support (Biech, 

2022). Therefore, an organization needs to ensure well-formed organizational characteristics to support 

training effectiveness (Iqbal & Ahmad, 2021; Subramanian & Suresh, 2022). Johnson et al. (2020) 
found that learning motivation in training is the key factor in ensuring the effectiveness of training.  

 Training programs provide an opportunity to instil the necessary skills in employees. Likewise, 

development programs help expand the knowledge base of all employees. By doing so, companies can 
bridge gaps and weak links in their organizations (Biech, 2022). In such a way, each employee can 

manage all tasks efficiently. Occasionally, an employee receiving training is in a better position to 

increase work productivity (Ramli & Rasdi, 2021). Thanks to the training program, each employee will 
be experienced with the correct safety practices and procedures to be followed when performing basic 

tasks (Day et al., 2021). Training programs also help build employee confidence because they will better 

understand the industry (Baporikar, 2024). As mentioned earlier, employee training suits both the 

employee and the company. Conducting regular training and development programs is one way to grow 
an organization's employer brand, making it a key consideration for top employees working for 

competing companies and graduates (Acosta-Prado et al., 2024). A company that trains its employees 

will be more attractive to new hires, especially those who want to improve their skills. When employees 
receive consistent training and skill improvement, this encourages their creativity. Training programs 

help employees become more independent and creative when facing job challenges (Almaamari, 2023). 

 However, empirical studies that examine the characteristics of organizations that 
comprehensively stimulate training motivation need to be improved, especially those that discuss the 

study sample in Malaysia (Kanapathipillai & Azam, 2020; Ramli & Rasdi, 2021). In practical terms, 

most organizations in Malaysia often provide training to employees to achieve organizational goals. 

However, most of the training provided by organizations is not evaluated for effectiveness because of 
a lack of expertise, difficulty in conducting the evaluation process, and time and cost limitations (Reio 

Jr et al., 2017). Training failure is often discussed, involving workers who attend the training program 

(Burke, 2022). Training failure can occur due to various aspects that an organization may not expect 
and will indirectly hurt the organization. According to Blanchard and Thacker (2023), organizations 

that fail to improve their human resources effectively will be considered as sowing dead seeds. 

Organizations need to focus on this issue by analyzing the causes or factors that often contribute to the 

failure or success of training in organizations. Therefore, a study is needed to determine the 
organizational factors that can stimulate training and further determine the impact of training on 

employee productivity. This study also aims to determine the moderating influence of gender, which 

subsequently affects the relationships between perceived availability of training, perceived co-worker 
training support, perceived supervisor training support, and employee productivity. To facilitate the 

reader, this paper begins with an introduction, followed by a literature review discussion, the 

construction of a conceptual framework, a description of the research methodology, research results, a 
discussion, and study implications and recommendations for research. 

 

 

2.0 LITERATURE REVIEW 
 

2.1 Employee Productivity 

 

Productivity is more output than input: that is how much return we get from what we invest. It measures 

a person's ability to complete a task (Bellet et al., 2024). If we put in three hours to complete a task that 
should take six hours, technically, we are productive. To be productive, we need three elements: focus, 

energy, and time (Ha et al., 2024). If we have focus and time but need more energy, we will quickly tire 

and become lazy to perform tasks. If we have much energy and time but need more focus, our attention 
will be easily distracted, jumping from one task to another without completing our mandatory tasks. If 

we have energy and focus but no time, we will not be able to be productive. Therefore, productivity is 

a function of these three things. This definition will help us clearly understand why we sometimes 
become unproductive. Productivity is about making wise choices (continuously) with energy, focus, 
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and time so that we can maximize the use of our potential to achieve the desired results. Beneficial 

(Gurmu & Ongkowijoyo, 2020). A large part of the organization's success depends on the workforce's 
productivity.  

 According to Tunio et al. (2021), employee productivity is an essential element that needs to 

be given more attention because the primary purpose of doing work is to get maximum output with 

minimum cost. Almaamari (2023) describes productivity as the ability to achieve specific tasks 
according to the standards, completeness, cost, and speed of accuracy set or determined. In addition, 

employee productivity can be assessed based on employee efficiency in doing their job. Overall, 

employee productivity can be assessed in terms of an employee's output in a certain period (Maqsoom 
et al., 2023). Increased productivity means achieving better output with the same input resources or 

less. Increased productivity improves living standards, competitiveness, and a better quality of life 

(Salimova et al., 2022). Employee productivity is the ratio of output or value added to labor input. It 
depends on the efficiency with which labor and other inputs are combined to produce goods and services 

(Gurmu & Ongkowijoyo, 2020). Increased employee productivity will benefit employers and 

employees. Increasing worker productivity also means increasing profits shared by workers, employers, 

and the country. Therefore, employee productivity is essential to increase company production and 
improve the country's economy (Bonvillian & Sarma, 2021). 

 

 

2.2 Organizational Training and Employee Productivity 

 

According to Agarwal et al. (2014), training is a process of learning skills that a person needs to perform 

his or her duties. Training is all efforts made by the organization to improve a person's ability to perform 
their duties or play a role that the organization has set. Training is focused on preparing employees 

specifically for the task that has been assigned. Day et al. (2021) also define training as a program 

designed to improve individual, group, and organizational performance. Performance improvement 

means a measurable change in knowledge, skills, attitudes, and social behavior (Song et al., 2024). A 
study by Mahomed and Rothmann (2020) indicates that the amount of training an employee follows 

has a significant relationship with job satisfaction, ability, and work performance. Training programs 

significantly adapt employees to work methods and organizational culture (Noe, 2020). Employee 
training and development are essential because they influence employee productivity (Bonvillian & 

Sarma, 2021).  

 Orientation and training help new employees become productive, and experienced workers can 
accept changes and work requirements (Utari et al., 2021). Employee development programs provide 

opportunities to gain experience and advance their career inside or outside the organization (Blanchard 

& Thacker, 2023). According to Biech (2022), training consists of a planned program designed to 

improve individual, group, and organizational performance. Training should be held when there is a 
gap of abnormality between an individual's abilities and his/her work needs, which is the performance 

different from the performance desired by the employer. Specifically, the goals of the training are 1) to 

improve the skills and knowledge of employees in specific fields, 2) to adapt employees to new systems, 
procedures, and work because of technological progress that causes changes, and 3) to help current 

employees and new employees adapt to the need for a new job in the organization (Johnson et al., 2020; 

Noe, 2020). 
 There are various training methodologies, and it depends on the training purpose, location, 

trainer, and training technique. For example, internal (on-site) and external (offsite) methods. Internal 

methods include training in orientation and socialization for new employees, apprenticeship training, 

work tools training, mentoring, computer-based training, work orientation training, and career 
advancement training (Blanchard & Thacker, 2023). While the external method also consists of lectures, 

practical exercises, audio-visual aids, planned programs, and exercises using simulation tools. In 

determining the effectiveness or success of a training program, evaluation is a process to measure the 
degree of changes in aspects of knowledge, reaction, behavior, and performance (Bashar et al., 2024). 

This evaluation process provides essential information about changes' positive or negative effects on 

the targeted trainees (Blanchard & Thacker, 2023). In short, this kind of assessment is essential to 

evaluate the effectiveness of investment in training, give feedback, and use it as a guide for planning 
future training programs (Reio Jr et al., 2017). 
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 One way to promote training is by implementing in-house training. In-house training is crucial 

in developing and maintaining a company's competitive advantage. With an essence that focuses on the 
needs and internal dynamics of the company, in-house training becomes a learning tool adapted to daily 

work (Kuknor & Kumar, 2024). The in-house training program is designed to provide an in-depth 

understanding of employee duties and responsibilities and ensure that each training element is closely 

related to the company's business environment. In in-house training, participants not only gain 
knowledge and skills relevant to their jobs but can also feel a learning experience related to the daily 

challenges they face (Blanchard & Thacker, 2023). The management and delivery of training materials 

can be customized according to company policies, values, and procedures, providing a specific 
dimension that cannot be achieved through general training programs (Baporikar, 2024). Flexibility is 

the main foundation of the concept of in-house training. In this context, companies can adjust training 

schedules to their operational needs, ensuring employees can participate without sacrificing 
productivity.  

 Through an integrative literature review, Tien Thanh and Thu Ha (2024) explained that social 

support is an essential characteristic of organizations. This includes support from supervisors, 

colleagues, subordinates, and higher-ups. Past researchers such as Luthra et al. (2024) found that social 
support has a significant relationship and great impact on training motivation and the effectiveness of 

training. Specifically, Suravi (2024). found that peers have a large significant effect on training 

motivation. Acosta-Prado et al. (2024) also explained that organizational culture support can also affect 
training motivation and effectiveness. This includes the culture of continuous learning, innovation, 

leadership, training transfer climate, as well as general organizational culture. The employer's highly 

productive employees can increase output to the optimum level. If the employer supports employees 
through incentives, rewards, and appreciation, the employees will be more motivated to follow any 

educational program and training (Suravi, 2024). Finally, Kwon et al. (2024) also explained that 

management support can affect training effectiveness. This includes rewards and recognition for using 

what is learned in training, adequate resources, and top management commitment. 
 

 

2.3 Moderating Effect of Gender 

 
Understanding the biological differences between males and females deepens by understanding the 

structure of the human brain. Ristori et al. (2020) stated that the brain structure of adults has differences 

in (1) corpus callosum, (2) hypothalamus, (3) inferior parietal lobe (lower parietal lobe), and (4) 
hippocampus. The anatomical differences will affect the diverse ways and styles of doing things, 

including learning (Joel et al., 2020). In general, the brain size is different between men and women. 

Males have larger brains than females. In the development process, adults' brains do not follow the 

same pattern. In men, the right brain develops first, then the left brain. However, in women, the 
development of the brain is more balanced between the left and right brain. At 0-6 years, girls' right and 

left brains develop at a balanced pace (Ristori et al., 2020). Meanwhile, in men, the dominant 

development is in the right brain. Thus, we often find that students who are smart and achievers (good 
at reading, writing, or class champions) are dominated by female students (Rochat, 2023).  

 At the age of 6 - 12 years, the male brain begins to develop in the balance between the left and 

right brain, and when entering the age of 18 years (adult), the speed of development of the left and right 
brain in males is perfect (Ristori et al., 2020). At this age, their male identity begins to be seen, where 

they begin to be able to create frameworks and achievements, create a picture of the future, become 

leaders, and convey and communicate ideas (Mousa, 2021). At the same time, hormonal differences 

also strengthen male and female brain development expression. The testosterone hormone in men makes 
them happy with challenges and likes to compete (Joel et al., 2020). Women also like to get together, 

but because of the hormones, they prefer peace and relaxation (Rochat, 2023). This condition also 

affects the choice of activities and positions. What differentiates adults is not just gender difference. In 
the study of psychology, many insignificant things that psychology experts often observe in adults' daily 

lives are often different (Kaur & Arora, 2020). The way they look, the way they think, and the way they 

express themselves are also often different. These differences could affect the influence of 

organizational training and employee productivity (Mousa et al., 2020). Therefore, based on the above 
discussion, this study proposed the following hypothesis: 
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H1: Perceived availability of training significantly affects employee productivity.  
H2: Perceived co-worker support for training significantly affects employee productivity.  

H3: Perceived supervisor support for training significantly affects employee productivity.  

H4: Gender moderates the relationship between the relationship between (a) perceived availability of 

training, (b) perceived co-worker support for training, (c) perceived supervisor support for training, and 
employee productivity. 

 

 
Figure 1 portrays the research model of the study. The independent variables include (a) perceived 

availability of training, (b) perceived co-worker support for training, and (c) perceived supervisor 

support for training. The dependent variable is employee productivity, and the moderating variable is 
gender. A moderator variable is a variable that connects the independent variable with the dependent 

variable. A moderator variable is a variable that affects (strengthens and weakens) the relationship 

between the independent variable and the dependent variable. Gender is an independent variable that is 

not influenced by other variables but can influence others. 
 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Fig. 1: Research model 

 

 

3.0 METHODOLOGY 

 

This case study aims to investigate the relationship between the five variables, namely gender, perceived 
availability of training, perceived co-worker support for training, perceived supervisor support for 

training, and employee productivity. In addition, this study is cross-sectional by involving data 

collection only once. The study's primary data is obtained through the distribution of questionnaires by 
regular mail to the employee. The research population only involves Modle Solutions PLT employees 

with more than 150 employees (N=200). The sample size determination is based on Krejcie and 

Morgan’s (1970) table for determining sample size. A sample of 132 employees was obtained through 
a systematic random sampling method. In particular, the constructed questionnaire contains four parts. 

The first part collects information regarding the respondents' profiles. Part B contains questions about 

the perception of organizational training. Section C collects employee productivity information. The 

Perceived Availability 

of Training 

Employee 

Productivity 

Perceived Supervisor 

Support for Training 

Perceived Co-worker 

Support for Training 

Gender 
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constructs are measured based on the adaptation of items from previous studies, such as Noe and Wilk 

(1993) for organizational training dimensions and Lee and Brand (2010) for employee productivity. The 
construct measures are based on a five-point interval rating scale: “1 = strongly disagree” to “5 = 

strongly agree.” 

The data analysis method used in hypothesis testing is hierarchical linear regression analysis 

using the SPSS program tool. A validity test is performed first to test how far a measurement can 
accurately express the object's condition. The reliability of the questionnaire items was then evaluated 

using the Cronbach Alpha coefficient value. A reliability test is a tool to measure a questionnaire that is 

an indicator of a variable or construct. A questionnaire can be reliable if a person's answer to a statement 
is consistent or stable over time. A construct or variable is reliable when it gives a value of Cronbach's 

Alpha>0.60 (Sekaran, 1992). Before doing the regression analysis, a classical assumption test was first 

performed. The classic assumption test includes a normality test that can be determined by looking at 
the skewness and kurtosis values. The skewness values must be between -3 and +3, while the kurtosis 

value must range between -10 and +10 (Kline, 2005). 

 

 
Table 1: Measurement items 

 

Variable Item 

Perceived Availability of Training 1) B1. My organization provides its employees with 
good opportunities to undertake in-house job-specific 

training. 

2) B2. My organization provides a good environment for 
recruits to learn job-specific skills and knowledge. 

3) B3. My organization provides its employees with 

good opportunities to gain experience and general 
skills, which may be useful to me in my future career. 

4) B4. My organization provides employees with 

knowledge that may be useful to me in my future 

career. 
5) B5. My organization provides its employees good 

opportunities to undertake general training programs 

and seminars outside the organization. 
Perceived Co-worker Support for 

Training 

1) C1. My co-workers are not resisting my efforts to 

apply new knowledge or skills. 

2) C2. My co-workers are open to giving advice. 

3) C3. My co-workers shared their knowledge and skills 
with me. 

4) C4. My co-workers are supportive of training 

initiatives within the workplace. 
5) C5. My co-workers actively contribute to 

organizational values of continuous learning and 

development. 
Perceived Supervisor Support for 

Training 

1) D1. My supervisor shares information influencing my 

career plans. 

2) D2. My supervisor supports my participation in 

training and development programs. 
3) D3. My supervisor gives me coaching and guidance to 

help me achieve my work objectives. 

4) D4. My supervisor believes training is one of his/her 
major job responsibilities. 

5) D5. My supervisor ensures I get the training and 

development needed for job effectiveness. 
Employee Productivity 1) E1. I have a high standard of task accomplishment. 

2) E2. I accomplish tasks quickly and efficiently. 
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3) E3. My work outcomes are of high quality. 

4) E4. I always exceed our team targets. 

5) E5. I manage my job at a prominent level of 

effectiveness. 
6) E6. I complete a large amount of work each day. 

 

 

 

4.0 FINDINGS 

 

4.1 Demographic Profile 

 

The researchers obtained feedback from 100 respondents. Based on Table 2, most respondents are 

female (56%), and the rest are male (44%). Most of the respondents are between 26 and 35 years old 
(54%). Four categories were used to classify the present highest level of education. Based on the data 

obtained, most of the respondents had a diploma qualification (48).  

 

 
Table 2: Demographic profiles (n=100) 

 

Profile Frequency (n) Percentage (%) 

1. Gender Male 

Female 

44 

56 

44.0 

56.0 

2. Age 18 – 25 

26 – 35 

36 – 40 
41 above 

23 

54 

20 
3 

23.0 

54.0 

20.0 
3.0 

3. Highest 
Educational 

Level 

SPM/STPM 
Diploma 

Degree 

Master & PhD 

20 
48 

30 

2 

20.0 
48.0 

30.0 

2.0 

 

 

 

4.2 Validity Test Results 

 

Exploratory factor analysis (EFA) involving all 21 items measuring organizational training dimension 

and employee productivity. Principal component analysis (PCA) using direct oblimin rotation and 
number fixed factorS determined by value suggested eigenvalues (>1.00) have extracted four factors. 

Kaiser-Meyer-Olkin values (KMO) to meet the criteria recommended (>0.60), which is 0.922. Bartlett's 

test of sphericity value is statistically significant, that is, χ² = 1790.008, df = 210, p = 0.000. Factor 
loading values have reached the set value (> 0.50). Thus, the instrument measuring variables are valid.  
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Table 3: Exploratory Factor Analysis (EFA) 

 

Rotated Component Matrixa 

 Component 

1 2 3 4 

B1  0.744   
B2  0.801   

B3  0.762   

B4  0.775   

B5  0.773   
C1    0.631 

C2    0.690 

C3    0.770 
C4    0.489 

C5    0.595 

D1   0.715  

D2   0.728  
D3   0.669  

D4   0.814  

D5   0.787  
E1 0.787    

E2 0.819    

E3 0.824    
E4 0.857    

E5 0.766    

E6 0.790    

 

 

 

4.3 Reliability and Normality Results 
 

Table 4 shows the results of the study's reliability test. For the test's reliability to be determined, 

Cronbach's alpha value should be at least 0.60 or more (Sekaran, 1992). Cronbach's alpha value for the 

variables was above 0.60, indicating that reliability is assumed. Table 4 also explains the normality of 
distribution from the skewness and kurtosis. The results also showed that the normality of the data was 

assumed.  

 
 

Table 4: Normality and reliability analysis 

 

Variable Skewness Kurtosis Cronbach’s Alpha 

Perceived Availability of Training -0.752 1.656 0.927 

Perceived Co-Workers Training Support -0.985 3.407 0.893 

Perceived Supervisor Training Support -1.386 3.717 0.917 
Employee Productivity   -1.222  3.935 0.938 

 

 

 

4.4 Level Analysis 

 

For analysing the level, the researchers have used the mean score interpretation presented by Nunnally 
and Bernstein (1994) as a reference for interpretation. The mean score level measurement is based on 

four levels, namely: 1) 1.00–2.00 (Low), 2) 2.01–3.00 (Medium-low), 3) 3.01–4.00 (Medium-high), 

and 4) 4.01 –5.00 (High). Table 5 shows the descriptive statistics for the employee productivity item. 
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The mean for item number 1 until 6 for measuring employee productivity was high. Moreover, the 

overall mean also shows that the employee productivity is high.  
 

 

Table 5: Mean analysis for employee productivity 

 

      Item/Variable Mean 
Std. 

Deviation 

1. I have a high standard of task accomplishment. 4.08 0.774 

2. I accomplish tasks quickly and efficiently. 4.11 0.802 

3. My work outcomes are of high quality. 4.09 0.726 

4. I consistently exceed our team targets. 4.13 0.774 
5. I manage my job at a prominent level of effectiveness. 4.20 0.738 

6. I complete a large amount of work each day. 4.15 0.833 

     Employee Productivity 4.12 0.677 

 
 

 

 

4.5 Correlation Results 

 

Table 5: Correlation Results 

 Mean SD 1 2 3 4 

Perceived Availability of 

Training 

4.00 0.743 
1.000   

 

Perceived Co-Workers 

Training Support 

3.98 0.660 
0.320** 1.000  

 

Perceived Supervisor 

Training Support 

4.01 0.771 
0.443** 0.389** 1.000 

 

Employee Productivity 4.12 0.677 0.548** 0.638** 0.565** 1.000 

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

 

 

Table 5 shows a significant positive relationship between perceived availability of training and 
employee productivity, r = 0.548, p<0.05. Next, a significant positive relation exists between perceived 

co-workers' training support and employee productivity, r = 0.638, p<0.05. Moreover, a significant 

positive relation exists between perceived supervisor training support and employee productivity, r = 
0.565, p<0.05. Therefore, hypotheses 1,2 and 3 were accepted.  

 

 

 

4.6 Hierarchical Regression Results 

 

 
Table 6: Hierarchical Regression Results 

 

Variable 

 
Model 1 Model 2 Model 3 

Model 4 

Model Variables     

Perceived Availability of 

Training 

  0.270 

0.000** 

  0.288 

0.000** 

  0.291 

0.000** 

  0.300 

0.000** 
        

Perceived Co-Workers 

Training Support 
 

0.405 

0.000** 

  0.411 

0.000** 

0.440 

0.005** 
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Perceived Supervisor 

Training Support 
  

0.350 

0.000** 

0.370 

0.000** 
     

Interaction Effect     

Gender* Perceived Co-

Workers Training Support 
   

0.200 

0.000** 
Gender*Perceived 

Supervisor Training 

Support 

   

0.310 

0.000** 

R square   0.440  0.520   0.540   0.620 

Adjusted R square   0.430  0.500   0.510   0.600 

Regression Analysis 

a. Dependent Variable: Employee Productivity 
b. Model 1-Predictors: (Constant), Perceived Availability of Training 

c. Model 2-Predictors: (Constant), Perceived Availability of Training, Perceived Co-Workers Training 

Support 
d. Model 3-Predictors: (Constant), Perceived Availability of Training, Perceived Co-Workers Training 

Support, Perceived Supervisor Training Support 

e. Model 4-Predictors: (Constant), Perceived Availability of Training, Perceived Co-Workers Training 
Support,  Perceived Supervisor Training Support, Gender 

 

 

Table 6 shows the regression result, indicating that the estimated equation is statistically significant at 
less than 1 percent (p< 0.01). This indicated that the models for Model 1, Model 2, Model 3, and Model 

4 are significant. Model 1 showed the regression analysis with two variables: perceived availability of 

training and employee productivity. The model was significant with R square = 0.440 and Adjusted R 
square = 0.430. The result showed that the perceived availability of training predicts employee 

productivity (ꞵ = 0.270, p<0.01).  

In Model 2, the two independent variables and the dependent variable were included in the 
model. After being statistically controlled, the model showed evidence of a direct relationship between 

independent and dependent variables. From Table 6, model 2 improved significantly with R square = 

0.520 and adjusted R square = 0.500. The result showed that the control variables, namely perceived 

availability of training (ꞵ = 0.288, p<0.01) and perceived co-worker training support (ꞵ = 0.405, 
p<0.01), were found to be significant at p<0.01.  

In Model 3, the model 3 improved significantly with R square = 0.540, Adjusted R square = 

0.510. The result showed that the control variables, namely perceived availability of training (ꞵ = 0.291, 
p<0.01), perceived co-worker training support (ꞵ = 0.411, p<0.01), and perceived supervisor training 

support (ꞵ = 0.350, p<0.01), were found to be significant at p<0.01.  

In Model 4, all variables and the interaction terms were entered to determine the significance 

of the interaction terms. In Model 4, when the interaction terms were included, the R square = 0.620, 
and the Adjusted R square = 0.600. The result showed that gender significantly moderates the 

relationship between perceived co-worker training support and employee productivity (ꞵ = 0.200, 

p<0.01) and between perceived supervisor training support and employee productivity (ꞵ = 0.310, 
p<0.01). Therefore, hypotheses 4(b) and 4(c) were accepted.  

To better understand the results of the moderator effect determined by the gender variable in 

the study, a simple slope graph was used to predict one point above the standard deviation and one point 
below the standard deviation rate of the gender variable. Figures 2 (a) and (b) show the simple slope 

graph made in this direction. As in Figure 2(a), the perceived co-workers' training support is on the X-

axis, and employee productivity is on the Y-axis in the simple slope graph. The relationship between 

perceived co-worker training support and employee productivity shows a significant positive 
correlation both in males (ꞵ=0.420, t=11.110, p<0.05) and females (ꞵ =0.356, t=7.678, p<0.05). 

However, the perceived co-worker training support effect is higher on male than female employee 

productivity. Thus, the relationship between perceived co-workers' training support and employee 
productivity is regulated by the gender variable. As in Figure 2(b), perceived supervisor training support 

is on the X axis, and employee productivity is on the Y axis in the simple slope graph. The relationship 



64 

 

between perceived supervisor training support and employee productivity shows a significant positive 

correlation both in males (ꞵ=0.459, t=11.789, p<0.05) and females (ꞵ =0.420, t=9.877, p<0.05). 
However, the effect of perceived supervisor training support is higher on the employee productivity of 

males than females. Thus, the relationship between perceived supervisor training support and employee 

productivity is regulated by the gender variable.  

 

 

 

Fig. 2(a): Slope Graph (Gender*Perceived Co-Workers Training Support) 

 

Fig. 2(b): Slope Graph (Gender*Perceived Supervisor Training Support) 
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5.0 DISCUSSION 

 

This study's results show a significant relationship between perceived availability of training, perceived 
co-worker support for training, perceived supervisor support for training, and employee productivity. 

These findings have been supported by previous studies such as Iqbal and Ahmad (2021), Subramanian 

and Suresh (2022), and Ramli and Rasdi (2021). The results also showed that gender moderates the 
relationship between perceived co-worker support for training, perceived supervisor support for 

training, and employee productivity. This study's findings suggest that employees need to be exposed 

to more training programs, and support needs to be provided for the employees (Noe, 2020). The results 

revealed that male employees are more productive when implementing organizational training. Women 
need to balance between their careers and their essential duties as mothers and wives (Mousa et al., 

2020). There are various contributing factors to the emotional well-being of women today. Role conflict 

between career and family has become an often-discussed issue. Thus, the organization needs to provide 
additional support for female employees. These include rewards and recognition for achieving training 

outcomes, mentoring and coaching to monitor training output, flexible training arrangements, and 

others (Mousa, 2021).  
 Interestingly, social support features are organizational features that directly affect training 

performance (Song et al., 2024). Thus, some suggestions are given to provide task support. This 

includes work design that requires the use of the latest knowledge and skills, giving autonomy to 

employees to use what was learned in training, and designing tasks that have opportunities for career 
development. Therefore, the human resource department is proposed to provide the employees with 

enough tasks and social support (Suravi, 2024). For example, it is time to use what has been learned 

and to ensure that there is no burden of work that will interfere with the use of new skills in work.  
 Initially, managers need to determine the skills and knowledge employees need to acquire 

through the training program. This will help them to create a more focused and effective training 

program. Developing a comprehensive plan that includes goals, objectives, and a timeline for the 

training program is also essential. This will help the employer stay on track and ensure the training is 
completed within the allotted time. On-the-job training is about hands-on experience. Training 

programs must provide enough opportunities for employees to practice what they have learned (Suravi, 

2024). Mentors also can be assigned to help answer questions, provide feedback, and offer support 
throughout the training program (Burke, 2022). The company must use real-world scenarios to help 

trainees apply what they have learned in training to real-life situations. This will help reinforce learning 

and ensure employees are better prepared for on-the-job challenges. Most importantly, trainers should 
provide regular feedback to employees about their progress and performance during the training 

program, which helps them stay motivated and engaged in the learning process (Noe, 2020). 

 According to Biech (2022), Burke (2022), and Johnson et al. (2020), there are five main 

elements of training effectiveness. The first is to identify training needs, and this process aims to assess 
skills and knowledge gaps in the organization and identify training needs to address these gaps. The 

second is developing training programs that address identified training needs. This involves selecting 

appropriate training methods and materials. and resources. Third, delivering a process training program 
refers to a selected type of business training, which can be done through various methods such as in-

person workshops, online training modules, or on-the-job training, coaching, mentoring, and others 

(Suravi, 2024). Fourth is evaluating the effectiveness of training. It is essential to evaluate the 
effectiveness of training programs regarding improved employee performance and impact on 

organizational goals (Song et al., 2024). This involves evaluating training results, identifying areas for 

improvement, and implementing changes as needed. Finally, follow-up and reinforcement involve 

providing ongoing support and reinforcement to the employee after the training is complete (Iqbal & 
Ahmad, 2021). This can include coaching, mentoring, and additional training as needed. 

 

 

6.0 CONCLUSION 

 

As experienced by many other countries worldwide, the pandemic has changed the Malaysian job 

market and the work environment. Despite all these changes and transitions, reflect on the critical 
question we should ask ourselves: What needs to be done to remain relevant in existing positions and 
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specializations? How do we ensure careers can survive in the future? One of the answers is to increase 

skills. Adding skills can improve the abilities in the existing position, the next dream position, and, most 
importantly, the career path in the long term. In-demand jobs are constantly changing, so it is essential 

to take a long-term view. The need to equip oneself with skills comparable to the changing world of 

work and society increasingly dependent on technology is now becoming increasingly important. 

Upskilling is learning and highlighting new skills and abilities, such as technical areas or transferable 
skills. Adding skills allows employees to keep up with industry trends and build a successful and 

fulfilling career. The ever-changing world due to technology means that skills considered helpful today 

may become obsolete in a few years. Upskilling and learning new skills is the only way to keep up with 
these changes. It needs to be done continuously, from time to time, to ensure that the skills align with 

the industry's current trends. 

 The results of this study are limited to several study limitations. This study only used a sample 
of employees from one organization; therefore, it is suggested that future studies use a larger sample to 

enhance generalizations. In addition, this study only uses the quantitative and questionnaire methods, 

where the data used is based on each respondent's perception. Therefore, future studies are suggested 

to use other methods, such as the qualitative approach, to clarify and describe the findings of this study. 
The study also employed a cross-sectional method because of the ease of collecting data at a specific 

point in time. However, a cross-sectional method cannot describe the changes in the population or 

sample because it is only done at a specific time. Future studies are encouraged to use the longitudinal 
method, which involves collecting data over a more extended period to understand the changes 

occurring in the studied variables. 

 

 

ACKNOWLEDGEMENT 

 

The authors would like to express gratitude to the participants of the study. 

 

 

REFERENCES  
 

Agarwal, N., Pande, N., & Ahuja, V. (2014). Expanding the Kirkpatrick evaluation model towards more 

efficient training in the IT sector. International Journal of Human Capital and Information 

Technology Professionals (IJHCITP), 5(4), 19–34. 
Almaamari, Q. A. (2023). Factors influencing employees’ productivity in Bahraini Alhelli Company—

literature review. From Industry 4.0 to Industry 5.0: Mapping the Transitions, 383-387. 

Balog, M. M., & Demidova, S. E. (2021). Human capital development in the context of the Fourth 
Industrial Revolution. In IOP Conference Series: Earth and Environmental Science (Vol. 666, 

No. 6, p. 062120). IOP Publishing. 

Baporikar, N. (2024). Impact of Training and Development on Employee Performance at Public 
Enterprises. In Advancing Student Employability Through Higher Education (pp. 234-262). IGI 

Global. 

Bashar, A., Sakib, M. N., Rahman, M. M., Tabassum, F., & Sabah, S. (2024). The role of top 

management commitment, employee involvement, and training and development on employee 
performance: evidence from the banking sector of an emerging economy. Quality Management 

Journal, 31(1), 58-74. 

Bellet, C. S., De Neve, J. E., & Ward, G. (2024). Does employee happiness have an impact on 
productivity? Management Science, 70(3), 1656-1679. 

Biech, E. (2022). Training & Development for Dummies. John Wiley & Sons. 

Blanchard, P. N., & Thacker, J. W. (2023). Effective training: Systems, strategies, and practices. SAGE 
Publications. 

Bonvillian, W. B., & Sarma, S. E. (2021). Workforce education: A new roadmap. MIT Press. 

Burke, W. W. (2022). Organization development. In Oxford Research Encyclopaedia of Psychology. 

Day, D., Bastardoz, N., Bisbey, T., Reyes, D., & Salas, E. (2021). Unlocking human potential through 
leadership training and development initiatives. Behavioural Science & Policy, 7(1), 41-54. 



67 

 

Gurmu, A. T., & Ongkowijoyo, C. S. (2020). Predicting construction labor productivity based on 

implementation levels of human resource management practices. Journal of Construction 
Engineering and Management, 146(3), 04019115. 

Ha, H., Raghavan, A., & Demircioglu, M. A. (2024). COVID-19 and employee productivity in the public 

sector. Asia Pacific Journal of Public Administration, 46(1), 66-89. 

Iqbal, Q., & Ahmad, N. H. (2021). Sustainable development: The colours of sustainable leadership in 
learning organization. Sustainable Development, 29(1), 108-119. 

Joel, D., Garcia-Falgueras, A., & Swaab, D. (2020). The complex relationships between sex and the 

brain. The Neuroscientist, 26(2), 156-169. 
Johnson, K. R., Park, S., & Chaudhuri, S. (2020). Mindfulness training in the workplace: Exploring its 

scope and outcomes. European Journal of Training and Development, 44(4/5), 341–354. 

Kanapathipillai, K., & Azam, S. F. (2020). The impact of employee training programs on job 
performance and job satisfaction in the telecommunication companies in Malaysia. European 

Journal of Human Resource Management Studies, 4(3). 

Kaur, N., & Arora, P. (2020). Acknowledging gender diversity and inclusion as key to organizational 

growth: A review and trends. Journal of Critical Reviews, 7(6), 125-131. 
Kline, R. B. (2005). Principles and practice of structural equation modeling (2nd Ed.). New York: 

Guilford Press. 

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research activities. Educational 
and Psychological Measurement, 30(3), 607-610. 

Kuknor, S., & Kumar, V. R. (2024). Impact of training and development interventions for diversity & 

inclusion: proposing an organizational schema. Development and Learning in Organizations: An 
International Journal, 38(1), 16-19. 

Kwon, K., Jeong, S., Park, J., & Yoon, S. W. (2024). Employee development and employee engagement: 

a review and integrated model. Career Development International, 29(2), 169–184. 

Lee, S. Y., & Brand, J. L. (2010). Can personal control over the physical environment ease distractions in 
office workplaces? Ergonomics, 53(3), 324-335. 

Luthra, A., Dixit, S., & Arya, V. (2024). Evaluating the impact of faculty development on employee 

engagement practices in higher education: Analysing the mediating role of professional 
development. The Learning Organization, 31(4), 565-584. 

Mahomed, F. E., & Rothmann, S. (2020). Strength use, training and development, thriving, and intention 

to leave: The mediating effects of psychological need satisfaction. South African Journal of 

Psychology, 50(1), 24–38. 
Maqsoom, A., Musarat, M. A., Mubbasit, H., Alaloul, W. S., Ashraf, H., Rabbani, M. B. A., & Shaheen, 

I. (2023). Extrinsic workforce diversity factors: An impact of employee characteristics on 

productivity. Ain Shams Engineering Journal, 14(10), 102170. 
Mousa, M. (2021). Does gender diversity affect workplace happiness for academics? The role of 

diversity management and organizational inclusion. Public Organization Review, 21(1), 119–

135. 
Mousa, M., Massoud, H. K., & Ayoubi, R. M. (2020). Gender, diversity management perceptions, 

workplace happiness, and organizational citizenship behaviour. Employee Relations: The 

International Journal, 42(6), 1249-1269. 

Noe, R. A. (2020). Employee training and development. McGraw-Hill. 
Noe, R. A., & Wilk, S. L. (1993). Investigation of the factors that influence employees’ participation in 

development activities. Journal of Applied Psychology, 78(2), 291-302. 

Nunnally, J., & Bernstein, I. (1994). Psychometric Theory (3rd Ed.). McGraw-Hill, New York. 
Ramli, A., & Rasdi, R. M. (2021). Leveraging intellectual capital dimensions for promoting learning 

organization in a rural development agency. Pertanika Journal of Social Sciences and 

Humanities, 29(1), 669-688. 
Reio Jr, T. G., Rocco, T. S., Smith, D. H., & Chang, E. (2017). A critique of Kirkpatrick's evaluation 

model. New Horizons in Adult Education and Human Resource Development, 29(2), 35–53. 

Ristori, J., Cocchetti, C., Romani, A., Mazzoli, F., Vignozzi, L., Maggi, M., & Fisher, A. D. (2020). 

Brain sex differences related to gender identity development: Genes or hormones? International 
Journal of Molecular Sciences, 21(6), 2123. 



68 

 

Rochat, M. J. (2023). Sex and gender differences in the development of empathy. Journal of 

Neuroscience Research, 101(5), 718-729. 
Salimova, G., Ableeva, A., Galimova, A., Bakirova, R., Lubova, T., Sharafutdinov, A., & Araslanbaev, I. 

(2022). Recent trends in labour productivity. Employee Relations: The International Journal, 

44(4), 785-802. 

Sekaran, U. (1992). Research methods for business: A skill-building approach. John Wiley & Sons, New 
York. 

Song, X., Li, J., & Xia, X. (2024). Exploitative training versus explorative training: the effect of strategic 

human capital investment on organizational performance. International Journal of Manpower. 
Subramanian, N., & Suresh, M. (2022). The contribution of organizational learning and green human 

resource management practices to the circular economy: A relational analysis–evidence from 

manufacturing SMEs (part II). The Learning Organization, 29(5), 443-462. 
Suravi, S. (2024). Training and development in the hybrid workplace. The Learning Organization, 31(1), 

48–67. 

Tien Thanh, P., & Thu Ha, N. (2024). Linking training and development to employees’ attitudes and 

behaviours: The mediating role of engagement. European Journal of Training and Development, 
48(3/4), 357-374. 

Tunio, R. A., Jamali, R. H., Mirani, A. A., Das, G., Laghari, M. A., & Xiao, J. (2021). The relationship 

between corporate social responsibility disclosures and financial performance: A mediating role 
of employee productivity. Environmental Science and Pollution Research, 28, 10661-10677. 

Utari, W., Iswoyo, A., Chamariyah, C., Waras, W., Mardianah, F., Rusdiyanto, R., & Hidayat, W. 

(2021). Effect of work training, competency and job satisfaction on employee productivity: A 
case study Indonesia. Review of International Geographical Education Online (RIGEO), 11(4), 

696-711. 

Wesemann, A. (2022). The performance rewards of human capital development in the federal 

government. Public Personnel Management, 51(2), 151–169. 

 


