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Abstract

The finding from the analysis of the requirement and past research shows that officers with
low and intermediate performance need to be assisted with a specified module to enable
them improve their existing performance to one that is higher. Thus, the aim of this study is
to develop a Development and Practicability Training Module (MLPP) and to study the
practicability of the module among the non-teaching officers in service with intermediate
performance level in the Ministry of Education Malaysia. This study is design- and
development-oriented, which uses the ADDIE model as the base of the development. The
research instruments involved are the module content validity assessment form, a submodule
reliability questionnaire and module practicability questionnaire. The result shows the validity
of the module content or the CVR value at 0.96 percent. For the submodule reliability based
on questionnaire that is used to identify the MLPP submodule, the value of Cronbach’s alpha
is a 0.9, while for the module practicability based on mean and standard deviation for the
perception of non-teaching service officers with intermediate performance level on MLPP are
4.18 and 0.44. Therefore, the value of module content validity, value of Cronbach and the
modul practicability are at a good level. Thus, MLPP has a good effect in assisting non-teaching
officers in the aspect of improving their performance from mid-tier to a good.

Keywords: Module Development, Validity, Reliability and Module Practicability.

Introduction

Non-teaching officer at MOE is a position that is created in the Ministry to streamline the
process of the existing service delivery at MOE. As one of the positions in the service with a
big role, its function in the service must always be in a good form and wholly utilizable.
Nevertheless, there is disturbance from time to time especially one that involves job
performance which affects in providing service to customers. To ensure the position on the
service is fully functional, the activator of the position, which is the non-teaching service
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officers, need to be given ample training, other than to increase the performance level mostly
to the non-teaching service officers with mid-level performance. In the situation of increasing
the performance level, there needs to be a focused effort with the assistance of a specific
training module for the non-teaching service officers with the mid-level performance.
According to studies done towards organizations related to the wellbeing of workers
especially ones with low performance level, the result shows that they need to be assisted so
they voluntarily want to change, as a holistic wellness is directly related to the work
performance (Weiss et al., 2016; Myers et al., 2000). In 2012, the Performance Management
and Delivery Unit (PEMANDU, 2012) reported that the performance of public servants was
decreasing, and the result of the report surprised everyone. The exposure followed the
emergence of issues regarding the work performance of the public servants which had
affected their efficiency in delivering their service. Therefore, a circular letter was distributed
in 2015 which explained the implementation of the Exit Policy for officers in the public service
with low performance. The public servants subjected to this circular are the ones that have a
performance mark of under 60 percent. These officers would be given time to regain their
performance to a better level if they wished to stay in the service, with the help of the i-BMT
Psynnova Module which is based on the counseling approach in implementing the
intervention towards the public servants with low marks. After the circular on officers with
low performance level was distributed by JPA, there exists a specific need to plan the
prevention effort on the performance decrease especially for officers with mid-level
performance.

Nevertheless, before the circular letter on the exit policy was distributed, another circular
letter which was the Surat Pekeliling Perkhidmatan Bilangan 2 Tahun 2009 was distributed
which explained the categories of the officers’ performance appraisal, from the highest
achievement to the lowest. The performance appraisal categories explained that public
servants with performance achievement marks of 60-79.99 are put under the performance
achievement of the intermediate level. Meanwhile the Surat Pekeliling Perkhidmatan Bil 8
Tahun 2011 explained the Performance Appraisal System of Public Servants under the New
Public Service Remuneration where officers with performance evaluation under the 75
percent marks were considered as being in the low performance achievement category or
below target. Therefore, for the purpose of this study, the researchers have taken the
resolution that public servants with the performance marks between 60 - 79.99 percent are
considered under the mid-level performance category. To avoid this group’s performance
from decreasing to a lower level, there exists a need to assist these officers with the mid-level
performance by developing a suitable training module for them to increase their performance
to a better level and proceed to the excellent level.

To ensure the public servants return to the high performance level, they need to be adorned
with knowledge on the profession, expertise, productivity and the satisfaction of an individual
or groups in an organization (McLean & MclLean, 2001). This includes providing training,
because according to Swanson (1995), the developed training is to an individual’s
performance level in an organization. Swanson (2001) in the Theory of Human Resource
Development stated that there are four dimensions that need to be focused on in the Human
Resource Development (HRD) which are the systemic dimension, psychological dimension,
economic dimension and ethical (values) dimension. This theory also argues that an
organization will only function if it can shape and produce a competent individual and worker.
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This theory also believes that for a process of human resource development, there is a need
to integrate all four dimensions that includes psychological, systemic and economic as the
pillars and the ethical (value) dimension which become the foundation of the Theory of
Human Resource Development (Swanson, 2001).

The psychology dimension encompasses the core aspect which should be instilled in a human
being which includes the socio-technical interaction of between human and system in an
organization and communication. The economic dimension involves the essence of efficient
and effective resource management to fulfil and achieve the productivity-oriented goal in a
competitive environment. The systemic dimension encompasses the interaction and the
individual relationship towards the surrounding environment and the environment involving
the work process, individually and in groups in an environment. Meanwhile, the ethical
(values) dimension acts as a filter and a control to maintain the elements of values and
integrity in the human development process (Swanson, 2001; Swanson & Holton, 2008;
Swanson & Toracco, 1994). It is clear from the discussion above that the Human Resource
Development (HRD) theory is an integrated theory in developing the ability of the individual
and group through effective training (McLagan, 1989).

Before developing a training module for officers with low-tier performance level, the
definition of work performance needs to be explained. Campbell, et al (1993) defined
performance as an individual behaviour that helps an organization to achieve its objective.
Viswesvaran and Ones (2000) put a benchmark in defining work performance, which are
action, behaviour and work results that can be measured, done or produced by a worker and
is related and contributes to the achievement of organizational goals. Work performance is
closely related to quality staff, which mirrors the achievement and represents the efficiency
of a staff (Roziyana, 2018). The high level of a work performance is a key factor to the success
of public service (Zaleha et al., 2017), where all aspects of weaknesses need to be minimized
(Rusli et al., 2007). Performance improvement can be defined as the existence of change that
can be measured in knowledge, skills, attitude and behaviour (Khairunnezan, 2004). It is clear
that excellent work performance is the main pillar for the delivery system of public service.
But when a decrease in performance happens, this will give an outlook that an inefficiency is
happening in the system delivery. Therefore, there needs to be efforts to ensure that change
is happening as all individuals that have the same assumptions, motivation, principles and
aims have been said to be able to generate a voluntary change in behaviour according to the
round of level changes presented by (Prochaska and Norcross, 2004).

Research Problems

The Public Service Department (JPA) Strategic Plan, (JPA, 2011) stated that work performance
will be given a very serious attention as an effective public service starts with high
performance public servants. Nevertheless, in 2013, the Director of the Department of
Service, Public Service Department (JPA) Datuk Mohtar Mohd Abd Rahman stated that 399
public servants were discovered to have committed a number of misconducts, and 132
officers were given disciplinary action, 200 officers were released, whole seven officers were
still under trial. This situation became more grieve in 2015, where the Chief Secretary of the
Government at the time, Tan Sri Dr. Ali Hamsa said a total of 2943 public servants were under
observation by the government after they showed low work performance level marks less
than 60 percent in the current year. Most of them were placed in the low performance
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category after being involved in various misconducts such as truancy, missing in action, and
other disciplinary issues.

These public servants with low performance have to be handled with a specific method and
suitability, this is because according to Pulakos, et al (2015), managing low performance
workers will have to be done through a separate process which is the performance
improvement plan that is focused to make the workers aware that they are in the low
performance group. Therefore, the same situation has to be done towards public servants
with intermediate performance levels including providing them with a specific training
module. This is because according to Lira et al (2018), every worker needs to be given training
as it is to revive their skills, knowledge and competency which is important in improving their
work performance. Meanwhile Abu Yazid et al (2020) in their research stated that a
psychoeducation module can help to improve the self esteem of the workers which give a
positive effect on their work performance. Thus, a training module for public servants has to
be created as a prevention element so that the officers with the low performance will not
decrease their performance even more during the next performance appraisal.

Past Studies

Previous studies related to work performance put a lot of focus to the aspect of workload.
This aspect needs the work performance element such as skills, education as well as
individual experience which causes a worker to be more skilled and improving the
performance of the organization and there is a positive relationship between workload and
an individual work performance (Chaudry et al., 2011; Faridah, 2019; Nadiah et al., 2019;
Merelman, 1997; Muse’et al., 2003; Jamal, 2007). Meanwhile, there is some evidence that
shows the influence of contextual performance on the overall performance level (Podsakoff
& Mackenzie, 1994; Motowidlo & Van Scotter, 1994; Van Scotter & Motowidlow, 1996). The
effect of contextual performance on work performance can be seen especially in the industry
field (Golafshani & Rahno, 2013; Kaur dan Manpreet, 2014) and the public sector Hashim et
al., 2017). The effect of contextual performance can also be seen on the work performance
of teachers at school (Muniandy, 2016). This is because according to a study by Jim et al.
(2013), it was observed that a competent worker will display a contextual performance
behaviour, and this behaviour can motivate their colleagues to take positive action such as
assisting other workers in completing their assignment, teach new staff and other tasks that
involve the behaviour of assisting fellow colleagues.

Individual work performance is also influenced by individual factors which create problematic
individuals. Saeed et al (2013) in their research sees personal problems as the main obstacle
in the improvement of workers’ productivity. The individual problems are generally related
to unproductive behaviour (Rotundo and Sackett, 2002). This is because according to Saeed
et al (2013), personal problems that occur in a worker’s profession will cause them to lose
focus with their job, other than disturbing the output production, personal problems, and
cause the intelligence of a worker disturbed and affecting the individual work performance.
Pajares and Schuck (2002) suggested a high level of self-efficacy is related to individual
professional performance. Long (2007) stated that a worker’s self-efficacy and commitment
have a positive effect on the work performance. Tziner, et al (2007) stated that individuals
with a high desire to master new skills will strive to seek for better strategies and bring in
better performance. Olayiwola (2011) stated that there is a significant relationship between
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work performance and self-efficacy. Other than self-efficacy, work performance
improvement is also influenced by achievement motivation, in which according to a study by
Baruch (2004), the higher the achievement motivation, the higher the work performance. A
study done by Rundle-Gardiner and Carr (2005) stated that a less satisfying achievement
motivation is the cause of resignation and the sign of a decreasing work performance. Stasson
dan Kerr (2004) studied the achievement motivation and colleague’s expectation on the work
performance and Kerr (2004) did a study on achievement motivation and colleague’s
expectation on the work performance and found that respondents with low achievement
performance are involved with social problems while the ones that have high achievement
performance are not involved with social problems. Indirectly, all five dimensions influence
the improvement of individual work performance and the development of this training
module is seen as assisting public servants with the mid-level performance to improve their
own work performance.

As a public servant, all individuals need to have work value while working. The work value
refers to good personality such as trustworthiness, responsible, disciplined, cooperative,
sincere, dedicated, diligent and grateful (INTAN, 1996; Syed, 2005; Norazila, 2020). Latest
study shows that work factor greatly influences one’s attitude and behaviour (McShane &
Von Glinow, 2018; Najmuddin, 2005). Research in management organizations shows that
work value is a vital factor that influences motivation, thoughts, positive behavior and work
performance (McShane & Von Glinow, 2018; Nelson & Quick, 2009). Therefore, the ethical
dimension which is the work value in public servants needs to be strengthened as workers
who adhere to positive values are valuable human resources and can indirectly improve each
work performance. This dimension indirectly influences the improvement of individual work
performance and the development of this training module is seen to help public servants
with intermediate work performance to improve their own work performance. Apart from
performance improvement, public servants with mid-level performance need to show a
change of behaviour after applying the training module.

Next, for a sub-construct of behaviour adjustment, in the psychological aspect, the behaviour
phrase is very synonymous as the element of behaviour is one of the vital elements in an
individual appraisal. A number of phrases are used such as behaviour change, behaviour
adaptability, behaviour approach, and behaviour intervention. This word is frequently used
in research on human changes and focused on behaviour. Bandura (1977) stated that the
self-efficacy theory has a behaviour element that needs to be maintained to show the level
of individual confidence. Meanwhile Tham (1998) stated that it is a need to understand
behaviour that guarantees the success of an organization, as without understanding a
behaviour that is acceptable, can be brought into and implemented at the workplace, it will
create a difficulty in achieving the actual work objective. Therefore, every required behaviour
at work needs to be adjusted to the situation and condition as it guarantees the success of
an organization. According to the Transtheoretical Model Theory by Prochaska (2008), the
change in behaviour can happen through the process of time change and level. It also involves
health programs to assist organizations in the development change. Therefore, according to
Prochaska (2008), the levels that happen are the main factors in assisting to adjust the
behaviour in achieving a good and quality self. Therefore this study is done to develop the
MLPP to assist non-teaching serving officers to improve their performance assisted by the
MLPP. Therefore the objectives of the study is:
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1. to develop the performance improvement training module

2. to assess the validity of the performance improvement training module

3. to identify the reliability of the performance improvement training module

4. to identify the practicability of the performance improvement training module

Methodology

Research Design

This research is based on design and development. The development of the performance
improvement training module or MLPP uses the ADDIE model which consists of five stages
which are analysis, design, development, implementation and assessment. This model was
selected as there are many previous modules that have used this model in developing the
training module. This model provides a guide in the development and application for a
training module developed. The ADDIE model is a generic model to build a design model for
a training program (Shariza, 2017). The ADDIE model was initially developed by the
Department of Defence in 1975 (Colborn, 2011) and it was based on five main elements
which are analysis, design, development, implementation and assessment (Gustafson and
Branch, 2002).

Respondents

The respondents involved in this study are made up of two categories which are expert
respondents to assess the validity of the module content and non-teaching service officers
with intermediate level performance to assess the reliability and practicability of the module.
The reliability and practicability of the module are implemented during the pilot module.
Eight experts were selected during purposeful sampling while the response of non-teaching
service officers with intermediate performance level was selected by random grouping. This
information is explained in Table 1 as follows

Instruments

Four instruments were used in this study, which are content validity assessment form, face
validity in module form, questionnaire on the variables used in the module for the purpose
of module’s reliability and a questionnaire on the practicability of the module. For the module
content validity, researchers referred to Jamaludin (2002) who observed the module content
validity developed by (Russell, 1974). To obtain the reliability of the module, researchers
used a few questionnaires which were identified to fulfil the requirement of every sub
module in the MLPP. The questionnaires examined the work performance, self-efficacy,
achievement motivation, work value and individual behaviour change and the questionnaires
have the Cronbach’s alpha value at 0.80 and above. For the purpose of observing the
reliability and practicability of the module, the questionnaire was distributed during the pilot
test of the module. The pilot test successfully involved 48 non-teaching service officers that
have intermediate performance as respondents.

Table 1
Respondent category
No Purpose Involvement Respondent Count
phase
1 Module content Implementation Experts 5
validity
2 Face validity Implementation Experts 3

3 Module reliability Implementation Non-teaching service officers 48
with intermediate
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Research Procedure

The objective of this study is to develop the MLPP module. The development of MLPP is based
on the integration of The Transtheoretical Model (TTM) and Cognitive Behavioural Therapy
(CBT). Prochaska (2008) stated that the TTM Model is an integrative model towards the
change of behaviour. There are five levels of behaviour changes which are Pre-contemplation
(PC) where an individual has no intention to change or get involved in trainings to change their
lives; Contemplation (C) where the level of interest is there and there is sincerity in committing
to change in the period of six months; and Preparation (P) is the readiness of an individual to
begin the training in the period of thirty days. Meanwhile the Action (A) level is the most
crucial level where training usually happens, continuing happening after six months. The last
level is Maintenance (M) which the workers obeyed to go through training for more than six
months. All of these levels are integrated with the Cognitive Behavioural Therapy (CBT) which
is the change of behaviour therapy based on cognitive, emotion and action.

This therapy is selected based on its appropriateness as a therapy that provides the cognitive,
emotional, and behavioural approaches with the combination of concepts and techniques that
apply the cognitive and behavioural aspects during the treatment process. Some of the
scholars that greatly contributed to the Cognitive Behavioural Therapy are (Ellis, 1962; Beck,
1970; Meichenbaum, 1977). The Cognitive Behavioural Approach that is applied in this
research is based on the structured psychoeducation method and cognitive restructural by
giving emphasizing on the participants' role, responsibility and participants’ involvement in
and out of the session as well as using a number of behavioural and cognitive strategies which
will bring about changes. The characteristics of the therapy are a) collaborative relationship
between participant and facilitator, b) assuming that the psychological problems are caused
by changes in the cognitive process, c) focusing on changing the cognitive to produce changes
in emotions and behaviours, and d) limited time usage and general structured educational
treatment that focus on specific problems (Corey, 2005). The integration of the model and
therapy finally shaped the activities that are applied to the public servants with the
intermediate performance level as shown in Table 2.

Apart from the theory and the model, the strength of MLPP is also formed by its
activities that are aimed to change the way of thinking of the officers with the intermediate
performance with interesting activities to pique their interest. This includes the usage of
displaying videos and graphics to gain the interest of the participants to be involved in all of
the planned activities. The usage of media is measured for the purpose of gaining interest,
motivating and encouraging their involvement (Jamaluddin & Sidek, 2005). MLPP is also
implemented for seven sessions as each session only accounts for one module as the
participants are working; this reduces the disturbance to their working schedule of the
participants as shown in Table 2.
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Table 2
Intergration of TTM and CBT in developing MLPP
Session/time |Methodology Transtheoretic|Cognitive |Activity
al Model Behaviour
al Therapy

Session 1 Large groups: Pre Cognitive 1. Work Enjoyment Test
Introduction _ Consideration ) 2. Me, Them, Organization and
4 hours Introduction and Emotion Performance

networking
Session 2 LDK 1 Consideration |Cognitive 1. Cognitive restructuring
Sub module 1 2. Psychoeducation
6 hours Work Performance 3. Role model

Large and small groups 4. Enable Me
Session 3 LDK 2 Consideration |Cognitive 1. Cognitive restructuring
Sub module 2 2. Psychoeducation
6 hours Contextual Performance 3. Role model

Large and small groups 4. Enable Me
Session 4 LDK 3 Consideration |Cognitive 1. Cognitive restructuring
Sub module 3 ) 2. Psychoeducation
6 hours Unproductive work 3. Role model

behaviour 4. Enable Me

Large and small groups
Session 5 LDK 4 Determination |Cognitive 1. Strengths and Weaknesses
Sub module 4 _ ) 2. SMART
6 hours Self-efficacy Emotion 3. Enable Me

Small groups
Session 6 LDK 5 Preparation Behaviour| 1. My dream
Sub module 5 ) o 2. Excellent performance
6 hours Achievement Motivation 3. Canl

Kelompok kecil Small

groups
Session 7 Large groups: Action and Behaviour| 1. Work value
Conclusion Work val performance 2. Vow
4 hours orkvalue improvement

maintenance

The procedure of module development refers to the stages included in the ADDIE model. The
first stage is analysis which is the base for the next levels. Researchers have done the
requirement analysis on the analysis stage, because according to Cheung (2016), requirement
analysis is important in determining the problems and subsequently contains the goal to to
solve the problems. Researchers have done a simple research observation among the non-
teaching service officers regarding the requirement needed by them to improve their
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performance. The result shows that there is a need for them to improve their performance.
The next stage is design where the researchers begin to design the module that involves the
training types, training methods, training hours, materials usage, facilitators and all other
components that are included in the module from the beginning until the end (Sidek). The
next stage is development to develop the training module for performance improvement
based on the results of the analysis phase regarding the variables identified by integrating The
Transtheoretical Model (TTM) with the Cognitive Behavioural Therapy in forming the activities
in each submodule.

The next level is implementation. This stage is where the module is delivered or implemented
to the target. In this phase, the researchers will implement the pilot study to identify the
module content validity and reliability. Researchers have appointed five experts which
comprises individuals that are experts in their field as well as one of the non-teaching service
officers with an intermediate performance to obtain the validity of the module
content.Researchers have given the materials related to the module and the activities
contained in it. To see the reliability and practicability of the module, researchers have done
a pilot study of the module which involved 48 non-teaching service officers. The officers
involved were put in one program and underwent the training while answering the
guestionnaire distributed before and after the program was implemented. The last stage of
the ADDIE model is the evaluation stage. This stage is used to assess the module by
implementing the module to its actual target. At this stage, the modul is given to the
experimental and control groups. Both of the groups will undergo three module evaluations
which are the pre test, post test and follow-up test. All three tests will produce final results
for the module and will evaluate the practicability of the module towards the actual target
and obtain the final data of the module.

Research Findings and Discussion

The Validity of the Performance Improvement Training Module Content

The second objective of the research is to evaluate the validity of the MLPP content. The result
of the face validity shows that all experts agreed that MLPP fits the sentence structure and
accuracy in language and terminology, therefore can be continued for assessment for the
content validity. According to lzwan (2016), content validity refers to how far the module
measures the content in the measurement and if the content module represents a high
validity level. Meanwhile, Aziz (2017) stated that whether the validity of the content of a
module is good or not is according to the achievement level of 0.70 percent and above, which
is the high level module validity. Five submodules of MLPP were evaluated by the five
appointed experts. The result of the content validity assessment found that the validity
assessment of the MLPP content is between 0.86 percent to 0.96 percent as stated in Table 3.
Meanwhile the overall CVR (Content Validity Ratio) is 0.85 percent. This shows that the
content validity for MLPP is high as advised by (Sidek, 2005; Tuckman and Waheed, 1981; Abu
Bakar Nordin, 1995). The result shows that this training module has a good content validity
value and can measure the dimensions required by the module.

The Reliability of the Performance Improvement Training Module

The third objective of the research is to identify the reliability of MLPP. For the purpose of
testing the reliability, researchers have done a pilot study. Pilot study is the research that is
done on a small scale before the field study is executed to ensure that the content of the
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module can be used in the field study (Chua, 2014). The pilot study is also to improve the
content and quality of the developed MLPP.

Table 3
Results of the Performance Improvement Training Module Content Validity

No. Statement Percentage (%) Validity

1. This module content complies with the 96% 0.96
population target.

2. The module content can be implemented 90% 0.90
perfectly.
3. The module content is suitable with the 86% 0.86

time provided.

4. The module content can improve the 93% 0.93
performance of non-teaching service
officers with intermediate performance.

5 The module content can improve the 93% 0.93
contextual performance of non-teaching
service officers with intermediate
performance.

6 The module content can reduce the 96% 0.96
unproductive behaviour of non-teaching
service officers with intermediate
performance.

7 The module content can increase the level 96% 0.96
of self-efficacy in non-teaching service
officers with intermediate performance.

8 The module content can increase the 96% 0.96
achievement motivation of non-teaching
service officers with intermediate
performance

The pilot study is done to 48 non-teaching service officers with intermediate performance to
obtain the reliability of the MLPP module. Researchers have deduced the value of Cronbach’s
alpha for each of the submodules based on the instruments used. Based on Table 4, it was
found that each submodule of MLPP that was tested has the Cronbach’s alpha mean range
values of 0.83 — 0.93. Meanwhile, generally Cronbach's alpha value is at a 0.91. Therefore, the
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reliability of the MLPP module is at the high level in which the non-teaching service officers
with intermediate performance can follow the activities contained in the module (Russell,
1974).

Table 4
Coefficient of reliability for each submodule in MLPP

MLPP Submodule Cronbach’s alpha value
Work performance 0.931
Self-efficacy 0.934
Achievement motivation 0.905
Work value 0.839
Behaviour change 0.938
Overall value of Cronbach’s alpha 0.910

The Practicability of the Performance Improvement Training Module

The last objective is to evaluate the practicability of the module based on the mand and
standard deviation for the perception of the non-teaching service officers with intermediate
performance towards MLPP. The practicability of the MLPP module is evaluated based on the
content module, design of the module, module’s practicability and the effectiveness of the
module. The study was done on 48 non-teaching service officers with intermediate
performance that are undergoing the pilot research of the MLPP module with the purpose of
obtaining their perception based on the values of the mean and standard deviation. The
finding of the study shows the values of mean and standard deviation for all constructs in the
guestionnaire for the non-teaching service officers with intermediate performance perception
towards the practicability of the module in general with the mean value of 4.18 (SD=0.44).
This means that the constructs of module content, module design, module practicability and
module effectiveness are at a very high level (Sahandri, et al., 2013).

Table 5
Summary of mean and standard deviation values of the constructs for the perception of the

Construct Mean (M) Standard Deviation (SP))
Module content 4.20 0.54
Module design 4.16 0.46
Module practicability 4.03 0.57
Module effectiveness 4.43 0.44
Effectiveness 418 0.44

The module content can be defined as putting all the submodules into one module under the
knowledge and the learned skills (Genesee, 1994). The submodule content in the module
encompasses the work performance, self-efficacy, achievement motivation, work value and
behaviour change. In general, the mean value of 4.18 (SD=0.44) shows a very high mean value
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(Sahandri et al., 2013). This value shows the agreement of the non-teaching service officers
with intermediate performance towards the module content contained in the MLPP module.

Conclusion

MLPP is developed using the ADDIE model and the integration of The Transtheoretical Model
(TTM) and the Cognitive Behavioural Therapy (CBT). The finding of the study shows the
module obtained a CVR (Content Validity Ratio) validity value = 0.85. The reliability value of
Cronbach’s alpha for each submodule based on the instruments used for each MLPP’s
submodule is in Cronbach’s alpha value range of 0.83 — 0.93. Meanwhile Cronbach’s alpha is
at the a 0.91 value in general. The practicability value based on the module content is 4.20
(SD=0.54), module design is 4.16(SD=0.46), 4.03 (SD=0.57), module effectiveness is 4.43
(SD=0.44) and overall effectiveness is 4.48 (SD=0.44). The MLPP indirectly has high values of
validity, reliability and practicability and it is hoped that this can help MOE in assisting the
non-teaching service officers with intermediate performance to improve their performance
to a better and more excellent level.
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