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ABSTRACT

The Jabatan Kerja Raya (JKR) Malaysia or Public Works Department, has

undertaken a reform of its current approach of managing its construction project
implementation, to a project management approach guided by Project management
Body of Knowledge (PMBOK). This process has required an intended to develop the
JKR enmployee competency in project management. Series of short training were
implemented. Evaluation methods of the training transfers need to be carry out to
determine the training objectives achieve. The purpose of this study is to propose the
evaluation method of competency based project management training (CBPMT).
This study specific aimed is to determine the training program transfer towards
JKR's professional competency dimensions, knowledge and skills after attending the
CBPMT program. Out of 83 dtructured questionnaires distributed to JKR's
professional who had attended the CBPMT program, 71 respondents gave their
feedback. From 50 questionnaires distributed to JKR professionals who never attend
the training program, 30 has responded and they were treat to become as the control
group since no pre-test was conducted for the training.
The Kirkpatrick’s framework was used for evaluation of training in assessing the
trainees competency dimensions which are reaction, learning, and behavior. Three
session interviews were conducted with JKR key informants (experts) and ex-
trainees provided supplemental information, especially on the training objectives.
The data was analyzed using “Statistical Package for Social Science” (SPSS) version
11. The results showed that the training program has improved the JKR's
professional knowledge and skills, a significant difference between professional who
never attend and professional who had attended the program even though it was not
so high. Analysis using the Pearson correlation indicates that there is significant
correlation between trainees reaction and performance but there is no correlation
between trainees knowledge and skills with performance. Therefore the training
program, had improved the JKR's professional knowledge and sKkills but there was
areas on the program should be improve to increase more towards trainees
knowledge and sKills specifically. Further analysis towards the program itself must
be carrying out besides assessing the training transfer only.
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ABSTRAK

Jabatan Kerja Raya Malaysia, telah mengambil langkah reformeasi terhadap

pendekatannya di dalam mengurus perlaksanaan projek-projek pembinaannya,
daripada yang sedia ada kepada pendekatan baru iaitu pengurusan projek, yang
menggunakan “Project Management Body of Knowledge (PMBOK) sebagai
panduan. Proses pendekatan ini telah menyebabkan keperluan mendesak terhadap
pembangunan kompetensi pegawai-pegawai professional JKR di dalam bidang
pengurusan projek. Beberapa siri kursus pendek telah dijalankan. Kaedah penilaian
kepada keberkesanan kursus perlu dibina dan dilaksanakankan di dalam memeastikan
objektif kursus benar-benar tercapai. Tuuan kajian ini dijalankan adalah bagi
mencadangkan k aedah penguk uran kompetensi berasaskan kursus pengurusan projek.
Sasaran sebenar kajian ini adalah untuk mengenalpasti kesan perubahan yang boleh
disumbangkan daripada kursus kepada dimensi-dimensi kompetensi pegawai
professional JKR, seperti, pengetahuan dan kemahiran setelah mereka tamat
menghadiri kursus. Daripada 83 set borang soalan selidik yang telah diedarkan
kepada pegawai professional JKR yang telah menghadiri kursus berasakan
kompetensi pengurusan projek, 71 orang telah memberi meklumbalas dan
mengembalikan soalan selidik. Daripada 50 borang soalan selidik yang telah
diedarkan kepada pegawai professional JKR yang tidak menghadiri kursus, 30 telah
dikembalikan, dan mereka ini dijadikan sebagai kumpulan kawalan kerana tiada
penguk uran sebelum kursus dijalankan terhadap pelatih kursus.
Rangka kerja K irkpatrick telah digunakan untuk penilaian kursus bagi pengukuran
dimensi-dimensi kompetensi pelatih seperti reaksi mereka terhadap kursus,
pembelajaran, dan perangai mereka. Sebanyak tiga sessi temubual telah dijalankan
bersama pakar JKR yang juga pemberi maklumat terhadap kursus yang dijalankan
dan beberapa orang bekas pelatih kursus semasa edaran dan kutipan soalan dibuat.
Merekatelah member maklumat yang diperlukan seperti objektif kursus dan lain-lain
maklumat tambahan. Data yang dikumpul dianalisa menggunakan perisisan
“Statistical Package for Social Science” (SPSS) versi 11. Keputusan daripada analisa
menggambarkan bahawa kursus telah berjaya meningkatkan ilmu dan kemahiran
pelatih dan uudnya perbezaan yang signifikan diantara kumpulan kawalan dan
kumpulan yang telah hadir kursus. Manakala, analisa melalui korelasi Pearson,
menunjukkan terdapatnya hubungan antara reaksi pelatih dengan prestasi kerja
mereka. Walaubagaimanapun bagi hubungan di antara pembelgaran yang diterima
dan prestasi kerja, analisa korelasi Pearson menunjukkan tidak terdapat sebarang
hungan yang sinifikan. Kagian mendapati terdapatnya peningkatan ilmu dan
kemahiran yang sedikit terhadap pelatih kursus. Ini memerlukan kepada
penambahbaikan kepada kursus yang dijalankan. Analisa lanjut perlu dijalankan
terhadap program kursus tersebut terhadap prinsip amalan baik bagi program kursus
ini disamping hanya menilai kesan diberi kepada pelatih daripada kursus.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Managing a project, especially a construction of infrastructure project that
related to physical assets that can be exploited to achieve social and economic ends
involves with many challenges. Many problems have to be solved between the initial
idea for a new assets, through it realization on site, to the client starting to exploit it.
All modern societies and economies are dynamic, the only certainty is change. Many
of these changes are the result of unforeseen interactions of complex forces, but
societies also change through deliberate action, and one of the most importance
forms of deliberate action is to invest in physical assets which can then be exploited
to provide the goods, services and symbols that society needs. Government invest in
schools to provide education services, roads and bridges to provide transport services,
hospitals to provide health care services, stadiums and gyms to provide sports

services and others infrastructures that society needs.

Project management and the management of projects, have become a
popular terms to everybody who involves in construction industry. Construction
projects have been managed since time immemorial. Traditionally, this was the
responsibility of the master of the works where a concept retained in the modern
French maitre d’ oeuvre, but the emergence of a concept of project managemert is a
phenomenon of the nineteenth century. Project management emerged as industrial
societies started to build complex system such as rail and power networks. This
concept was adopted by the US aircraft industry in the 1920s, came to maturity in the



US defense programme in the 1950s and gained international attention with the space
programme in the 1960s.

Project management is essertially an organizational innovation, the
identification of a team responsible for ensuring the effective delivery of the project
mission for the client. However, it has become associated with a particular set of
tools and techniques, most notably the critical path analysis which has stunted its
development. Peter Morris (1994) argues strongly that project management is about
the total process, not just about realizing a specification to time, cost and quality. For
this reason, he distinguishes the management of projects as a strategic approach from

project managemert as a toolbox approach to delivering the project mission.

Project management by definition is the application of modern management
techniques and systems to the execution of a project from start to finish, achieving
predetermined obj ectives of scope, quality, time and cost, to the equal satisfaction of
those involved. Project management is also known as an application of the
knowledge, skills, tools and techniques during the project activities in order to meet
or surpass the needs and expectations of all the participants interested in the project

results.

Few organizations get the most out of their programmes and projects.
Intelligently adapting an organization's current approach to adopt the features of best-
practice management approaches can lead to considerable berefits. It will ensure
objectives are realistic and will produce optimum benefit. It will seek to deliver the
goals with no surprise. It will ensure everything is done to optimize the overall
berefit to the organization, despite changes to the business, changes in the economy
and the inevitable snags along the way. Each project should have a proper definition,
for example: objectives, budget, performance measures, accountabilities and
timescale. It should follow well-defined project management processes, designed to
ensure it stays on track to deliver optimum benefit. To have any degree of confidence
in the outcome of a project you need to put in place the right people with the right
combination of skills. They should work with the best practice processes and toolsto
make sure the project is properly defined and run. This needs to be in place before

the work starts.



In enswring the right people with the right combination of project
management knowledge and skills, many organizations believes training is one of the
tools that can help an organization to develop their people competency. Training is a
key strategy for human resources development and in achieving organizational
objectives. Organizations and public agencies invest large amounts of resources in
training, but rarely have the data to show the results of that investment. Only a few
organizations evaluate training in depth due to the difficulty involved and the lack of
valid instruments and viable models, ( Pilar, 2010) . Training is one of the
comporents of human resource management (HRM) after the recruitment and
selection component. Human resource development (HRD) is an ongoing process to
develop workers' abilities and skills. Performance appraisal and feedback is the third
component, which provide information about how a trained, motivate and reward
workers, manager then evaluate and give feedback to enhance worker performance,
(Mc Graw Hill Companies I nc., 2000).

Globalization has influenced very much the way organizations manage their
human resources. Competency is looked upon as the answer to globalization.
Through its integration with human resource practices, competent workers who
possess competencies (skill, knowledge and abilities) as needed by the organizations
will be hired and more of their capabilities will be boosted further through training
and then rewarded for their demonstrated and potential competencies. These kinds of
workers are very much of an asset. Malaysian public service darted to use
competency based human resource practices at the end of year 2002 as the response
to increase the level of service quality. In Malaysian public service, out of six
competency-based human resource practices, only five practices are implemented.
They are recruitment and selection, training and development, career development,
performance management and reward. After five years of implementation, there is a
need to determine the dimensions of competency-based human resource practices in

Malaysian public service, ( |1haamie, 2009).

Competency-based training (CBT) is one of the favorite and popular widely
used as human resource development tools. This type of training can transform an
organization into high-performance, efficient, customer-focused and resulting their

dream success coming true in their competitive industry.



At the same time an organization must maintain their sustainable growth,
organizations have to continuously invest in sharpening and develop the sKills of
their employees so as to reduce the gap between the requirements of the
organizations and the capabilities of the employees. Competency based training is

one of the training and development useful tools in minimizing this gap.

Today, after a growing number of training programs are being developed and
implement by many organization, the evaluation on training program practice is one
of the major dilemmas faced in the field of evaluation because it receives much
criticism. As Phillips (1991) states, when it comes to training evaluation, there still
appears to be more talk than action. In many organizations, evaluation of training

either is ignore or is approached inan unconvincing or unprofessional manner.

Training evaluation is a systematic process of collecting and analyzing
information for and about a training program which can be use for planning and
guiding decision making as well as assessing the relevance, effectiveness or the
impact of various training components (Raab et al., 1991). Previous literature (Smith,
1990); Davidore and Schroeder, 1992; Shelton and Alliger, 1993; Shamsudin 1995)
demonstrates that the practices of evaluation in training are unsystematic and they

are based on simple means.

This research has used the Kirkpatricks framework for evaluation of
competency based project management training (CBPMT) in assessing the trainees
competency dimensions, learning and behavior and not excluded their reaction
towards the training program. Research findings and results will help the researcher
to recommend a method that can be use in evaluating competency based project
management training, and at the same time it can become a basis to the training

designer to improve the training program to become more effective in future.



1.2 Problem Statement

For more than 100 years, Jabatan Kerja Raya (JKR) Malaysia touched many
aspects of the nation’s life. It's responsible in planning, designing and construction
of infrastructure projects in the country. JKR is the biggest technical public
organization in Malaysia. They build roads, buildings, airports, ports and jetties. KR
vision is to be a centre of excellence in the implementation of national infrastructure
projects by offering best practices in core competencies and project managemert is

one of JKR core business and core competencies.

JKR has undertaken a reform of its approach in managing government
infrastructure projects from current approach to a project management approach,
guided by Project Management Body of Knowledge (PMBOK) since early 20s.
PMBOK is a collection of processes and knowledge areas generally accepted as best
practice within the project management discipline. This new approach has required
an intended to develop the JKR project team members the required competency in
project management. Beside, considering the organization requirement, responsible
to its employee career development, especially in project management competency, a
training program on project management was designed and conducted. 1n 2008 and
2009 series of competency based project management training, called as KR
Performance Based Standardized Project Management Training has been
implemented. The training program was design in such away to develop the JKR
professional knowledge and skills in 9 knowledge areas of project management. The
area involves are integration management, scope management, time managemert,
cost management, quality management human resource managemernt,
communication management, risk management, and procurement management. All
these 9 knowledge areas should be used and apply by the project team members in
all processes involves in the project life cycle stages/phases which are initiation

stage, design stage, execution stage, and closing stage.

The JK R Project Complex Department known as PROK OM, are the one who
responsible in designing and implementing the competency based project
management training (CBPM T). Thistraining was design to deals with competency



that are expected in workplace with emphasis on performance on actual job practices,
that enable the JKR professional officers to acquire knowledge and skills on project
management which relevant to their roles and responsibilities in their service

environment and to inculcate desired behaviors.

The CBPMT main aim is to enable the trained professional perform and
contribute effectively to the entire government’s project delivery system and
processes under appropriate supervision. At the same time, JKR vision can be

achieve to become as centre of excellence in project managemert.

The last task to complete this CBPMT, is to evaluate whether the program
effective and giving an impact towards the trainees competency dimensions
development which are knowledge, skills and attitudes after they had gone back to

their work place.

1.3 Research Questions

Inorder to gain better understanding, the research question such below must
be answer. They are:

I. What are the trainees’ levels of reactions toward CBPM T?
il What is the trainees' level of learning after CBPMT?
ii. Is there a relationship between trainees reaction and job performance?

V2 Isthere arelationship between trainees’ level of learning withjob

performance?



14  Research Objectives

I. To evaluate trainees level of reactions toward CBPMT.
ii. To identify the trainees level of learning before and after CBPMT.
iii.  Toexaminethe relationship between the trainees reactionwith job

performance.

iv. To study the relationship betweenthe trainees’ level of learning with

job performance.

15 Research Hypothesis

Two hypotheses tested:

i.  Therelationship betweentrainees reaction with job performance.

ii.  Therelationship betweentrainees level of learning (knowledge and
skills) with job performance.

16 Scope

The aim of this study isto find the impact of CBPM T towards the employees
competency dimensions which are knowledge and skills and their relationship with
job performance. This study will evaluate the employees competency dimensions
specifically on the project management area. Focus group is 83 enployees of KR
Malaysia who has attended the CBPMT program. Evaluation will be concentrated
towards the employees competencies dimensions which are their knowledge and
Kills.



1.7  Important of the study.
The expected finding from the study will contribute to the continuous

improvement of the training program to suit with the training needs and the

organizational objectives.

1.8 Limitations
Instruments used in this research were designed by the researcher herself as

to suit withthe CBPMT syllabus.
Time factor become a constraint to researcher from getting bigger samples.

19 Keywords

Keywords for this research topic are such training, training evaluation,

project management, competency, and competency based training.



