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Abstract  
This paper proposes to investigate the influence of perceptions of training towards affective 
commitment. Furthermore, this study focuses on employees’ perceptions of training as 
investigating employees’ perceptions was identified as an alternative to determine the 
relationship between training and employees’ attitude and work-related behavior. Apart from 
that, it was noted in the literature that there remains insufficient empirical evidence 
explaining how perceptions of training influences affective commitment. The respondents of 
this study are engineers from the Malaysian manufacturing sector. Obtained data will be 
analyzed using the structural equation modelling (PLS-SEM). Theoretically, this study 
contributes to the literature on the influence of perceptions of training towards affective 
commitment among engineers in Malaysia. 
Keywords: Engineers, Perceptions of Training, Training, Organizational Commitment, 
Affective commitment  
 
Introduction  

Irrespective of the nature of an organization, training is among the backbone towards 
establishing a successful organization. In consonance to Bulut and Culha (2010), it is salient 
for organizations to invest in training as it plays an imperative role in increasing their 
employees’ skills, knowledge, attitude and behavior. Investment in training programs are 
beneficial as training acts a platform to develop organizational performance and intellectual 
capital of the organization (Bulut and Culha, 2010).  
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Generally, “training” dimension is the key dimension employed in examining employees’ 
attitude and work-related behavior (Meyer and Allen, 1997). However, in recent years, it was 
observed that the number of studies which employed employees’ perceptions is increasing 
gradually. This is primarily due to the understanding that employees’ attitudes and behaviors 
are substantially impelled by their perceptions (Guest, 2002). It was further supported by 
Dysvik and Kuvaas (2008) that employees’ perception is an alternative to assess the 
relationship between training and attitudes as well as their work-related behavior.  

Hence, in this study, there are seven dimensions of perceptions of training was employed 
– perceived access to training, perceived supervisor support for training, perceived co-worker 
support for training perceived benefits of training, perceived training comprehensiveness, 
perceived competence mobilization and motivation to learn.  

Perceived access to training denotes employees’ belief that they can attend training 
programs without any constraints imposed by their organization (Alamri and Al-Duhaim, 
2017; Yang, Sanders, and Bumatay, 2012). The relationship formed between an employee 
with their supervisors and co-workers are represented by perceived supervisor support for 
training (Alamri and Al-Duhaim, 2017; Wright and Gardner, 2003) and perceived co-worker 
support for training (Alamri and Al-Duhaim, 2017; Bulut and Culha, 2010), respectively. 
Relying upon the formed relationship between supervisors and co-workers, employees would 
be able to request training from their supervisor as well as cooperate with their co-workers 
to further develop their skills obtained from training programs. Following that, perceived 
benefits of training signifies an employee’s belief on the benefits that they would gain through 
training. An employee’s perception on the degree of extensiveness of training programs 
provided by an organization refers to perceived training comprehensiveness (Srivastava and 
Dhar, 2015; Xerri and Reid, 2018). Next, perceived competence mobilization is employees’ 
belief that they have the right and opportunity to apply newly attained knowledge and skills 
through training programs (Lai and Kapstad, 2009; White Ellis and Peno, 2017). Lastly, 
motivation to learn was defined as the degree of enthusiasm and willingness to learn new 
knowledge and skills through training programs provided by the organization (Ocen, Francis, 
and Angundaru, 2017).  

Past studies indicated that human resource management (HRM) practices influences 
employees’ attitude and behavior positively (Jehanzeb, Abdul Hamid, and Rasheed, 2015; 
Kehoe and Wright, 2013). The positive relationship is attributed to the employees’ belief that 
their contribution is being appreciated and their well-being is prioritized by the organization. 
This, in turn, would influence their degree of organizational commitment.   
Organizational commitment comprises of three key dimensions, specifically, affective 
commitment, normative commitment and continuance commitment. However, this study 
focuses solely on affective commitment. In consonance to Rhoades, Eisenberger, and Armeli 
(2001), affective commitment is the psychological bond formed between an employee and 
the organization. Moreover, employees with high degree of affective commitment are more 
likely to have high sense of belonging and identification with the organization. This leads 
towards increment in their intention to align their values with the organizational values 
(Wright and Nishii, 2006). 
 
Problem Statement 

Over the years, the number of studies investigating employees’ perceptions have gradually 
increased. However, Yang et al. (2012) and Rhoades et al. (2001) urged for more studies to be 
conducted on the individual-level outcomes of employee perceptions towards human 
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resource practices. Irrefutably, there have been studies conducted on the relationship 
between perceived access to training, perceived supervisor support for training, perceived 
co-worker support for training, perceived benefits of training and motivation to learn with 
affective commitment. However, these studies were conducted in the Western context. It is 
imperative to note that Westerners and Malaysians are known to practice different work 
attitude and characteristics – the former practices individualism and the latter practices 
collectivism.  

In spite of the importance of perceived training comprehensiveness and perceived 
competence mobilization, it was observed that these dimensions are often neglected. Thus, 
Guest (2002) and Lai and Kapstad (2009) calls for more studies to be conducted utilizing these 
dimensions. Consequently, this study fulfils the need to investigate the influence of 
employees’ perceptions of training towards affective commitment.  

 
The motivation of this paper to enlighten the influence of engineer’s perceptions of 

training towards their affective commitment from the Malaysian context. Irrefutably, there 
were studies conducted in the past which utilized these dimensions; however, past studies 
were conducted in the Western context (Ahmad and Bakar, 2003). It is critical to note that 
Westerners and Malaysians are known to practice different sets of work attitude and 
characteristics, where the former practices individualism and the latter practices collectivism 
(Jariya, 2012; Sinha, 2014).  

Perceived access to training 

Perceived supervisor support for 
training 

Perceived co-worker support for 
training 

Perceived benefits of training

Perceived training 
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Perceived competence 
mobilization

Motivation to learn 
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Figure 1: Proposed conceptual framework 
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Research Questions  
1) What is the correlation between perceived access to training and affective 

commitment?  
2) What is the correlation between perceived supervisor support for training and 

affective commitment? 
3) What is the correlation between perceived co-worker support for training and 

affective commitment? 
4) What is the correlation between perceived benefits of training and affective 

commitment?  
5) What is the correlation between perceived competence mobilization and affective 

commitment? 
6) What is the correlation between perceived training comprehensiveness and affective 

commitment? 
7) What is the correlation between motivation to learn and affective commitment?  

 
Research Objectives 

1) To determine the correlation between perceived access to training and affective 
commitment  

2) To determine the correlation between perceived supervisor support for training and 
affective commitment 

3) To determine the correlation between perceived co-worker support for training and 
affective commitment 

4) To determine the correlation between perceived benefits of training and affective 
commitment  

5) To determine the correlation between perceived competence mobilization and 
affective commitment  

6) To determine the correlation between perceived training comprehensiveness and 
affective commitment  

7) To determine the correlation between motivation to learn and affective commitment  
 
Methodology  

In order to determine the relationship between perceptions of training (perceived access 
to training, perceived supervisor support for training, perceived co-worker support for 
training, perceived benefits of training, perceived training comprehensiveness, perceived 
competence mobilization, and motivation to learn) and affective commitment, this study 
employed the quantitative method. This method is capable to impart summaries of data 
which support generalization about the study. Additionally, this study is an exploratory based 
study and cross-sectional survey design – will assist the study of the relationship between 
perceptions of study and affective commitment. Furthermore, as depicted in Table 1, the 
respondents of this study are engineers from the Malaysian manufacturing sector.  
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 Table 1 
Data collection procedure 

Target Population Engineers  

Sampling Frame  Engineers from the Malaysian manufacturing sector    

Sampling Method Convenience sampling method  

Data Collection Method  Distribution of questionnaires  

 
Data Analysis 

In accordance to Byrne and van De Vijver (2010), most researchers employed the structural 
model to explain causal relationship among variables. This method illustrates models using 
path diagrams. Apart from demonstrating different relationships among variables, it is 
capable to simultaneously test them.  

Hypothesis testing will be conducted through the adaptation of structural model. The 
structural model can be validated using coefficient of determination (R2), predictive relevance 
(Q2), size and significance of path coefficients, effect size (f2) and path coefficients. The 
decision to accept or reject proposed hypothesis are dependent on the results of path 
coefficients, p-values and t-values with significance level of 0.05. Hence, this study will be 
utilizing the structural model in analyzing proposed hypotheses.  

 
Conclusion  

In a nutshell, this study accumulates key dimensions for perceptions of training and 
proposes a framework to determine the influence of these dimensions towards employees’ 
affective commitment. This study intends to uncover the influence of perceptions of training 
towards employees’ affective commitment. 
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