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ABSTRACT

This study investigates the relationship between safety training effectiveness and job performance among
operators at a manufacturing company located in southern Malaysia. The manufacturing sector continues to
record a high number of occupational accidents, highlighting the need to evaluate how safety training
effectiveness can enhance employee performance and reduce workplace risks. This study adopts a
quantitative approach, using a structured self-administered questionnaire to collect data from 108 operators.
The questionnaire measured two key variables including safety training effectiveness and job performance.
The questionnaire assessed safety training effectiveness that consists of two dimensions including safety
training and personal compliance. Besides, job performance was measured in three dimensions focusing on
dimensions such as task performance, contextual performance, and counterproductive work behavior. The
data were analyzed using descriptive and inferential statistics through Statistical Package for Social Science
(SPSS). The findings revealed that both safety training effectiveness and job performance levels were at a
high level among the respondents, and there is a significant positive relationship existing between these two
studied variables. These results indicate that safety training effectiveness not only improves the employees’
safety awareness and compliance but also enhances their overall job performance.

Keywords: Safety Training Effectiveness, Job Performance, Operators

INTRODUCTION

Safety training is considered part of human resource interventions to improve positive work performance
such as avoiding the accidents, incidents, and near misses in the workplace (Bahari, 2011). According to
Alnizari (2024), an effective safety training program can improve the employees' job performance by giving
the employees the information and abilities that they need to execute their job safely and effectively. In
addition to lower the risk of workplace accidents, an efficient safety training program can also boost the
overall productivity of the company. (Alnizari, 2024). For example, a well-designed safety training program
can significantly improve the employee job performance in the organization. (Mustapha et al., 2025).
However, insufficient safety training for the employees and businesses’disregard for the workplace safety
are frequently contributing to the factors to the rise in work-related injuries (Dodoo and Al-Samarraie,
2020). Thus, frequent industrial injuries and accidents will result in the employees’ fatalities while also
influencing the employees and organizational performance.
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A successful safety training program increases job performance by providing the employees with the
knowledge and skills that they require to perform their duties safely and efficiently (Ashour et al., 2018).
This is because an effective safety training program not only lowers workplace accidents, but also boosts the
overall productivity (Alnizari, 2024). According to Malaysia’s Minister of Human Resources, there were
38,950 workplace accidents in 2024. This is a slight increase compared to the 317 fatalities recorded in
2022. Southern region of Malaysia had the highest number of injuries among all states in 2023, emphasizing
the ongoing need to increase the workplace safety measures (Ministry of Economy, Department of Statistics
Malaysia Official Portal). These safety gaps cause not only accidents and fatalities, but also lead to poor job
performance. Similarly, there is a growing need to examine how safety training effectiveness influences the
employees’ job performance. However, the gaps may still exist in safety training design, delivery methods,
or employee engagement, which could limit the overall impact on employees’ job performance (Marcus et
al., 2013). Therefore, investigating the safety training effectiveness in shaping the employees’ job
performance is essential to ensure that training initiatives truly contribute to both individual and
organizational success.

According to Alnizari (2024), an effective safety training program improves the employees' job performance
by equipping the employees with the knowledge and skills they need to do their job safely and efficiently.
An effective safety training program not only reduces the likelihood of workplace accidents but also
increases overall productivity (Dong, 2023). For example, a well-designed safety training program can
significantly improve the employee's job performance. (Dong et al., 2004). It helps them understand the
safety procedures in high-risk environments such as manufacturing companies (Ricci and Bracco, 2022). For
this reason, many organizations view the safety education, safety training, and employee development as
part of a strategy that can achieve a broader mission and vision of the organizations (Estudillo, 2025). This is
because poor job performance can result from ineffective safety training, which negatively impacts the
employees’ ability to perform effectively in the workplace (Nuangjamnong, 2022). A study involving 458
junior non-commissioned officers (JNCOs) in the Malaysian Army found that both task contextual
performance had a significant impact on overall job performance. According to their findings, 85.2% of the
variance in job performance could be explained by these two factors, with task performance having a greater
impact (Inderjit et al., 2021). Research on Malaysian SMEs showed that organizational factors such as lack
of support, unethical climate, or perceived injustice were associated with higher incidences of
counterproductive work behavior, which negatively impacted job performance (Veeriah et al., 2023).

Therefore, this study aims to examine (i) the level of safety training effectiveness (ii) the level of operators’
job performance and (iii) the effect of safety training effectiveness on job performance among studied
operators.

LITERATURE REVIEW
Safety Training: Measure What Matters

Safety training is the training to give the employees knowledge, skills, and technique for the safe
performance of their occupations and to promote change in the employees’ behavior and organizational
performance about occupational safety and health (Medeiros et al., 2011). The safety training method should
be tailored to the employees and consider their experience, skills, and knowledge (Be§ & Strzatkowski,
2024). Safety training and effective communication significantly reduce accidents and improve safety
awareness among workers (Haslinda et al., 2016). According to Burke et al. (2006), the safety training
effectiveness is defined as a training program that can improve employees’ knowledge, attitudes, and
behaviors toward workplace safety to reduce incidents and accidents in the place of work. Meanwhile, the
safety training effectiveness is characterized by its ability to improve the safety knowledge levels among
employees by promoting safe work behaviors to employees in the workplace (Ricci and Bracco, 2022).

The Kirkpatrick’s Four-Level Model is a widely used framework for companies to evaluate the training
programs (Reio et al., 2017). According to Reio et al. (2017), Kirkpatrick's Four-Level Model is one of the
most famous and widely used evaluation models for training and development programs.According to
Abdelhakim et al. (2018), the level 1 in Kirkpatrick's Four-Level Model is reaction, which measures
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trainees’ perceptions of a training programme. For example, the trainees’ immediate reactions can be
captured using end-of-course evaluation questionnaires to assess their perceived satisfaction and value of the
training. Level 2 for the Kirkpatrick's Four-Level Model is learning. At this level, the participants change
their attitudes, improve their knowledge, or increase their skills by attending a training programme
(Kirkpatrick, 1998). Meanwhile, level 3 is the behaviour, which focuses on the behaviour change that has
occurred since the participants attended a training programme (Kirkpatrick and Kirkpatrick, 2016). The last
level is the result, which focuses on the organization’s final training outcomes attributable to the participants
attending the safety training programme. (Abdelhakim et al., 2018).
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Figure 2.2: Different Levels of Kirkpatrick Pyramid (Source: Tahmasebi et al., 2020: 28)

Kirkpatrick’s Four-Level Model of evaluation has 4 levels such as reaction, learning, behaviour, and result
(Reio et al., 2017). For the Level 1, which is reaction, this level of evaluation considers whether the
participants reacted favourably to the training or intervention (Rosmah and Arni, 2012). Level 2 in
Kirkpatrick’s Four-Level Model is learning, related to the learning outcomes of the training program or
interventions (Reio et al., 2017). The participants acquired the intended knowledge, skills, or attitudes based
on their participation in the training program. (Mwaruta et al., 2023). Moreover, the third level is behaviour,
which considers the extent to which the participants altered their subsequent behaviour in other contexts
after participating in the programs. The last level is the result, related to the organizational level and the
longer-term outcomes anticipated (Rosmah and Arni, 2012).

From Potential to Result: Understanding Job Performance

Job performance refers to an individual’s total efficacy and efficiency in carrying out their job obligations,
which results in the attainment of an organizational goal (Rothwell and Lindholm, 2019). Job performance
also represents behavior that employees are involved in while at work that contributes to organizational
target (Campbell, 1990). The components of the job performance are contextual performance,
counterproductive work behaviour, and task performance (Platania et al., 2023). According to Medina-
Garrido et al. (2023), the employees who perform well are more likely to be committed to the organization.
This commitment is often shown by the company that it cares about the job performance of employees.
When employees receive training from the company, they will improve their job performance, resulting in
higher loyalty, lower turnover, and more willingness to work harder (Medina-Garrido et al., 2023).

According to Koopmans et al. (2011), this framework was developed to address the fragmented
understanding of job performance across various behaviors such as task performance, contextual
performance, and counterproductive work behavior. Koopmans et al. (2011) developed a comprehensive
model of individual work performance, and this model has become a foundational framework for
management, occupational health, and organizational psychology to address inconsistencies in measurement
and application. (Pedro et al., 2019). According to Koopmans et al. (2011), this framework emphasizes that
individual job performance is a multifaceted construct influenced by various behaviors and actions. For
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example, there are three dimensions, such as task performance, contextual performance, and
counterproductive work behavior that were included in this framework (Koopmans et al., 2011).

Construct Dimension Indicators

Completing a job tasks, work quantity, work quality, job skills, job

4 knowledge, keeping knowledge up-to-date, working accurately and
Task neatly, planning and organizing, administration, decision making, solving
Performance problem, oral and written communication, monitoring and controlling
. resources
A Extra tasks, effort, initiative, enthusiasm, attention to duty,
Contextual resourcefulness, industriousness, persistence, motivation, dedication,
v A roactivity, creativity, cooperating with and helping others, politeness,
Individual Work \ Performance ) Sﬂl\‘m ¢ communication, gmpﬂiun.ll rcl.\nun{‘, mg.um/.nulm.ll
Pcrformance (—\ commitment
Adaptive —
Performance Generating new, innovative ideas, adjusting goals and plans to situation,
leaming new tasks and technologies, being flexible and open-minded t
< others, understanding other groups or cultures, showing resilience,
Count =rproducti\ < ) remaining calm, analyzing quickly, acting-appropriately
¢ { — — —
Work Behavior Off-task behaviors, too many or longer breaks, presentecism,
\. J absentecism, complaining, tardiness, doing tasks incorrectly, accidents,

mnsulting or gossiping about coworkers, fighting or arguing with
coworkers, disregard of safety, misusing privilege, aggression, theft,

substance use

Figure 2: Heuristic Framework of Individual Work Performance (Source: Koopmans et al., 2011:863)

The dimension for the Heuristic Framework of Individual Work Performance included task performance,
contextual performance, and counterproductive work behavior. These provide a structured approach to
conceptualizing individual job performance to help the organizations design effective performance
management systems (Koopmans et al, 2011). In addition, the framework can incorporate adaptive
performance as a separate dimension, reflecting the importance of employees' ability to cope with and adapt
to changes in the work environment, which is crucial to organizational resilience. The Heuristic Framework
of the Individual Work Performance Model integrates positive (task performance and contextual
performance) and negative (counterproductive work behavior) aspects. Thus, these dimensions of the
Heuristic Framework of Individual Work Performance shows that good performance is not just about getting
the job done efficiently, but also about contributing positively to the work environment and avoiding
behaviors that may harm the company. Moreover, by including the adaptive performance as a potential
dimension, the framework acknowledges the growing need for the employees to remain flexible and
responsive to change. Overall, this framework offers the company a practical and evidence-based foundation
for understanding and improving the employee performance, guiding them toward more focused training,
fairer evaluations, and stronger workforce development strategies.

The Relationship Between Safety Training Effectiveness and Job Performance

Numerous empirical studies across various industries consistently demonstrate a strong and positive
relationship between safety training effectiveness and job performance among the operators. Research by
Bayram (2019) highlights that the safety training, competence development, and active employee
participation in training programs significantly enhance the employees’ capability to perform their tasks
safely and efficiently. Similarly, Ricci et al. (2016) found that occupational health and safety (OSH) training
contributes to positive outcomes for both employees and organizations by improving safety awareness and
encouraging safer work practices. Additional evidence from Santi et al. in 2024 further supports this
relationship, showing that the effective training is associated with the correct use of essential safety
equipment such as Self-Contained Breathing Apparatus (SCBA) and PPE. These findings align with earlier
research by Robson et al. (2012), which emphasized that integrating safety training with other interventions
can enhance both safety outcomes and job performance.
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Beyond training quality, personal compliance has also been identified as a key determinant of work
performance, with Rosenfeld et al (2006) highlighting that adherence to safety procedures and safe work
behavior is essential for achieving higher job performance levels. Collectively, these studies indicate that the
well-designed and properly implemented safety training not only strengthens the employees’ knowledge,
skills, and safety awareness but also reduces human error and minimizes workplace incidents. Despite
extensive global evidence, there remains a lack of focused research within Malaysia’s manufacturing sector,
particularly in southern Malaysia. Therefore, this study seeks to address this gap by examining how safety
training effectiveness impacts job performance among operators at a manufacturing company located in
southern Malaysia, providing valuable, context-specific insights to support safer, more productive
workplaces. Thus, there is a distinct relationship between safety training effectiveness and job performance,
which in turn contributes to the formation of the following hypothesis:

H1: There is a relationship between safety training effectiveness and job performance among operators at a
manufacturing company located in southern Malaysia.

Safety Training Job
Effectiveness Performance

Figure 3: Conceptual Framework

RESEARCH METHODOLOGY

This study employed a quantitative correlational research design with a cross-sectional approach to examine
the relationship between safety training effectiveness and job performance among 108 operators at a
manufacturing company located in southern Malaysia. A simple random sampling technique was employed
to obtain a sample size of 108, which aligns with the sample size recommendations of Krejcie and Morgan
(1970). This approach ensured that each unit in the population had an equal probability of selection, thereby
mitigating non-response bias. Data were collected through a structured questionnaire consisting of
demographic information, an 11-item safety training effectiveness scale adapted from Muthu et al. (2018)
measured on a 6-point Likert scale, and the 17-item Individual Work Performance Questionnaire (IWPQ) by
Koopmans et al., rated on a 5-point Likert scale. A pilot test with 30 operators confirmed strong instrument
reliability, with Cronbach’s alpha values above 0.7. The collected data were analyzed using SPSS, where
descriptive statistics summarized the variables and Pearson correlation analysis determined the strength and
direction of the relationship between safety training effectiveness and job performance.

ANALYSES AND FINDINGS
Demographic Analysis

Regarding the demographic profile, the largest age group was 31-40 years, accounting for 35 workers
(32.4%). This is followed by the employees aged 21-30 years, who make up 28 employees (25.9%).
Meanwhile, 24 employees (22.2%) are aged 20 years and below. The 41-50 years group represents 18
workers (16.7%), while those aged 51 and above from the smallest category with 3 workers (2.8%).
Subsequently, the job tenure analysis showed a workforce with many relatively new employees. 34.3%
operators in the company have between one and three years of experience (f=37), while another 31.5%
operators have been employed for less than one year (f=34). In contrast, 19.4% of respondents reported job
tenure of 7 to 9 years (f=21), and 13% have worked between 4 to 6 years (f=14). Employees with more than
10 years of service account for only 1.9% of the total (f=2). In terms of gender, there is slightly more males
in the workplace, making up 53.7% (f=58). While the female workers in the manufacturing company are
only 46.3% (f=50). Next, Malays make up the largest group at 29.6% (f=32), closely followed by Chinese
respondents at 28.7% (f=31). Indians account for 22.2% of the sample (f=24), while the remaining 19.4%
fall into the “Others” category such as the workers come from Indonesia, Nepal and Bengal (f=21). As for
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the qualification, the data shows that more than half of respondents (64.7%) have holding secondary school
academic qualification and the remaining 18.6% possess post-secondary academic qualification.

Descriptive Analysis

Table 1: Findings on Descriptive Analysis for Safety Training Effectiveness and Job Performance

Variables Dimensions M SD Level
Safety Training Safety Training (ST) 5.15 ] 0.899 | High
Effectiveness Personal Compliance (PC) 521 | 0944 | High
Overall 5.18 | 0.922 | High
Job Performance Task Performance (TP) 4.39 | 0.896 | High
Contextual Performance (CP) 4.94 | 0.748 | High
Counterproductive Work Behavior (CWB) 3.09 | 0.665 | Moderate
(reversed score)
Overall 4.14 | 0.77 | High

Note : M= Mean ; SD = Standard Deviation
Mean level (5 Likert Scale) = Low (M: 1.00 — 2.33), Moderate (M: 2.34 — 3.67), High (M: 3.68 — 5.00)
Mean level (6 Likert Scale) = Low (M: 1.00 — 3.00), Moderate (M: 3.01 — 5.00), High (M: 5.01 — 6.00)

Table 1 shows the analysis of safety training effectiveness and job performance among studied operators. As
for safety training effectiveness, safety management practices are essential for ensuring a safe and healthy
work environment, particularly in high-risk industries such as manufacturing. Evaluating these practices
provides insight into the organization's ability to prioritize and maintain workplace safety. The overall mean
score for safety training effectiveness with high perception across these two variables with mean score is
5.18, and standard deviation is 0.922. This data reflects a generally favorable level for the safety training
effectiveness. It shows that respondents can effectively learn safety knowledge from the safety training.
Personal compliance had the highest mean score level (M = 5.21, SD = 0.944), suggesting that employees
focus on protecting themselves against the hazards when they are in the workplace. Safety training
effectiveness also has a high mean score level (M = 5.15, SD = 0.899), indicating safety training
effectiveness can influence the employees’ working style when they complete their job scope in the
workplace. The employees also have the awareness to ensure the workplace is always in the highest safety
condition. Overall, the results show a positive view of safety training effectiveness with strong personal
compliance. Therefore, these findings highlight that the employees possess a strong sense of safety
awareness and are well-prepared to maintain a safe working environment in the company. Thus, continuous
efforts to strengthen the safety training quality and sustain the employee’s engagement in safety programs
will further enhance the organization’s overall safety performance.

Subsequently, job performance is a critical measure of how effectively an organization manages workplace
safety, reflecting employee engagement, adherence to safety protocols, and proactive participation in safety
initiatives. Based on Table 1, the overall mean score for job performance was 4.14, and SD= 0.770,
recording the high level mean score for job performance. Task performance had the highest mean score (M
=4.39, SD = 0.896), indicating that employees are very skilled in performing their main duties. Contextual
performance also had a strong result (M = 4.94, SD = 0.748), suggesting that workers actively contribute
beyond their official tasks, such as assisting colleagues and supporting the workplace environment. In
contrast, counterproductive work behavior was rated very low (M = 3.09, SD = 0.665), indicating that
employees rarely engage in negative behaviors that might hurt performance. Overall, the results show a
positive view of job performance, with strong effectiveness in task and contextual areas and minimal signs
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of counterproductive actions. The results suggest that the company benefits from a motivated, responsible,
and collaborative workforce that strives to maintain high performance standards.

Pearson Correlational Analysis

Table 2 shows the correlation analysis between safety training effectiveness and job performance at a
manufacturing company located in southern Malaysia. The results reveal a statistically significant and
positive relationship between safety training effectiveness and job performance (r = .350%*, p = .001). The
correlation coefficient value (r = 0.350) indicates a moderate to strong connection, meaning that when safety
training is implemented effectively, the employees generally show higher levels of job performance. The
significance level of p = .001, strongly suggests that the observed correlation is not due to chance and thus
H1 is accepted. These safety training not only create a safer work environment to the employees but also
encourage the employees to take an active role in safety initiatives and follow established procedures.
Ultimately, the findings point out that ongoing safety training can significantly improve overall employees
job performance.

Table 2: Coefficient Correlation between Safety Training Effectiveness and Job Performance

r Sig. N H'

Safety Training Effectiveness and Job 350%* 0.001 108 Accepted
Performance

**Correlation is significant at the 0.01 level

DISCUSSION AND RECOMMENDATION

Discussion of Findings

Level of Safety Training Effectiveness Among Operators at a Manufacturing Company in Southern
Malaysia

The first objective of this study was to determine the level of safety training effectiveness among operators
in a manufacturing company in southern Malaysia, assessed through a questionnaire covering two
dimensions which was safety training and personal compliance. Overall, the findings showed that operators
had a positive perception of safety training, viewing the sessions as well-structured, clearly organized, and
effective in promoting a safe working environment, with the safety training dimension mean scores
consistent with Santi et al. (2020), who emphasized the positive impact of effective training on safety
behavior and compliance. Conversely, the personal compliance dimension yielded the highest mean score,
suggesting that operators generally adhere to safety procedures and consistently apply them in their daily
tasks. To enhance this overall mean score, the study suggests incorporating more practical, hands-on training
and regular on-site coaching, supported by Shebab et al. (2021), who found such approaches effective in
strengthening personal compliance and fostering a stronger safety culture in the workplace.

Level of Job Performance among Operators at a Manufacturing Company in Southern Malaysia

The second objective of this study was to identify the level of job performance among operators at a
manufacturing company located in southern Malaysia. The second objective assessed across three key
dimensions which were task performance, contextual performance, and counterproductive work behavior.
The overall findings showed a high mean score for job performance, indicating that the operators generally
carried out their duties effectively and met the organizational expectations and requirements. Task
performance recorded a high mean score, demonstrating that the operators performed their core
responsibilities well, a result supported by Chu et al. (2024), who noted that strong task performance could
contribute to a better organizational outcomes, and by Ohemeng et al. (2021), who highlighted the positive
influence of company could support on the employees’ task performance. Contextual performance also
achieved a high mean score, suggesting that the operators frequently engaged in positive behaviors beyond
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their formal job roles, such as cooperation and creativity, which would help to maintain an efficient and
supportive workplace. This is consistent with Meyers et al. (2020), who found that the organizational
encouragement of the employee could enhance the engagement and contextual performance in the
workplace. Conversely, the counterproductive work behavior scored low, indicating that the negative
behaviors such as gossiping, disruptive actions, or spreading harmful information were uncommon among
the operators in the workplace. These may align with Lee (2022) and Wax et al. (2022), who discussed the
harmful impact of such behaviors on the organizational reputation and cohesion. Overall, the high job
performance levels suggested that the operators were effectively fulfilling their responsibilities, supporting
workplace functioning, and avoiding harmful behaviors to sustain and further enhance performance.

Relationship Between Safety Training Effectiveness and Job Performance Among Operators at a
Manufacturing Company in Southern Malaysia

The findings of this study showed a significant positive relationship between safety training effectiveness
and job performance among the operators in a manufacturing company in A manufacturing company located
the southern region of Malaysia, indicating that the employees performed better when they received an
effective and well-structured safety training. This result was consistent with the previous research by Bes
and Strzalkowski (2024), Noor Arzahan et al. (2022), and Vinodkumar and Bhasi (2010), all of whom
highlighted that the safety training enhanced the safety culture, strengthened the employees’ knowledge, and
promoted responsible work behaviors that can improve both task and contextual performance. However, the
study also noted that the counterproductive work behaviors still existed and might have hindered the full
impact of the safety training. These behaviors could have arisen from some factors such as fatigue, time
pressure, or lack of supervision and had the potential to reduce the morale and overall performance, as
supported by Yiwen and Hahn (2021). Therefore, while the safety training contributed significantly to better
job performance, continuous monitoring and targeted interventions were necessary to minimize the
counterproductive behaviors and sustain a positive and productive work environment.

RECOMMENDATION AND LIMITATION

Based on the findings of this research, several recommendations were proposed to help the company
strengthen its safety training program and ensure that the operators were better equipped to work safely and
efficiently. For example, the study suggested that the company conduct regular safety training needs
assessments, as incidents often occurred when the employees were unsure of proper procedures or unaware
of updated guidelines; identifying these gaps allowed the development of training modules that were more
relevant to daily tasks. It was also recommended that the company incorporate more interactive and practical
training methods to enhance engagement and improve the knowledge retention, along with providing some
clear multilingual training materials to reduce the misinterpretation. Additionally, the study emphasized the
need to increase the frequency of refresher sessions because the safety training was not a one-time event;
short and regular activities like toolbox talks or quarterly briefings helped reinforce essential procedures,
update the employees on recent incidents, and strengthen overall safety awareness to reduce the accidents
caused by oversight or complacency.

CONCLUSION

In conclusion, this study examined the relationship between safety training effectiveness and job
performance among the operators in a manufacturing company in A manufacturing company located the
southern region of Malaysia, focusing on how structured safety training initiatives can influence the
workplace behavior and performance outcomes. Chapter 1 outlined the study’s background and objectives,
which included identifying the levels of safety training effectiveness and job performance, as well as
determining the relationship between them. Chapter 2 provided the theoretical foundation, drawing on
Kirkpatrick’s Four-Level Model to evaluate the training effectiveness and the Individual Work Performance
Model by Koopmans et al. (2011) to conceptualize job performance, both of which helped explain how
safety training impacts the operators’ behavior and competencies. Chapter 3 detailed the quantitative
research methodology, including the use of structured questionnaires, sampling procedures, and statistical
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analyses such as descriptive statistics and correlation analysis. Chapter 4 presented the findings, showing
that the operators perceived the safety training as effective, reported high levels of job performance, and
demonstrated a significant positive correlation between the two variables. Finally, Chapter 5 offered
practical recommendations, emphasizing the need for more comprehensive and interactive training
programs, systematic post-training evaluation, and future research using longitudinal designs to assess long-
term effects of safety training across various industrial settings.

REFERENCES

1.

10.

1.

12.

13.

14.

15.

16.

17.

Abdelhakim, A. S., Jones, E., Redmond, E. C., Griffith, C. J., & Hewedi, M. (2018).Evaluating
cabin crew food safety training using the Kirkpatrick model: An airline’ perspective. British
Food Journal, 120(7), 1574—1589.

Alnizari, F. (2024). Evaluating the effectiveness of safety training programs in high-risk
industries. International Journal of Scientific and Research Publications, 14(9), 1-8.

Alsalamah, A., & Callinan, C. (2021). Adaptation of Kirkpatrick’s four-level model of training
criteria to evaluate training programmes for head teachers. Education Sciences, 11(3), Article
116.

Ashour, A. M., Hassan, Z., & Alekam, J. M. E. (2018). A conceptual framework for upgrading
safety performance by influence safety training, management commitment to safety and work
environment: Jordanian hospitals. International Journal of Business and Social Research, 8(7),
25-35.

Bahari, S. F. (2011). An investigation of safety training, safety climate and safety outcomes: A
longitudinal study in a Malaysian manufacturing plant [Doctoral dissertation, The University of
Manchester]. ProQuest Dissertations & Theses Global.

Bayram, M. (2019). Safety training and competence, employee participation and involvement,
employee satisfaction, and safety performance: An empirical study on Occupational Health and
Safety Management System implementing manufacturing firms. Alphanumeric Journal, 7(2),
301-318.

Bes, P., & Strzatkowski, P. (2024). Analysis of the effectiveness of safety training methods.
Sustainability, 16(7), 2732.

Bhardwaj, P. (2019). Types of sampling in research. Journal of the Practice of Cardiovascular
Sciences, 5(3), 157-163.

Burke, M. J., Sarpy, S. A., SmithCrowe, K., ChanSerafin, S., Salvador, R. O., & Islam, G.
(2006). Relative effectiveness of worker safety and health training methods. American Journal of
Public Health, 96(2), 315-324.

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and assessment of work performance.
Annual Review of Organizational Psychology and Organizational Behavior, 2, 47-74.

Chu, X., Yu, J., Litifu, A., Zhao, W., Wei, X., Wang, P., & Wei, J. (2024). Organizational
support and task performance: A multiple mediation model. Frontiers in Psychology, 14.

Dodoo, J. E., & AlSamarraie, H. (2023). A systematic review of factors leading to occupational
injuries and fatalities. Journal of Public Health (Germany), 31(1), 99-113.

Dong, X., Entzel, P., Men, Y., Chowdhury, R., & Schneider, S. (2004). Effects of safety and
health training on work-related injury among construction laborers. Journal of Occupational and
Environmental Medicine, 46(12), 1222-1228.

Dong, Y. (2023). Descriptive statistics and its applications. In Highlights in Science, Engineering
and Technology, Volume 47. Pai hoc Kinh té Quéc dan.

Estudillo, B., Forteza, F. J., & Carretero- Gomez, J. M. (2025). Effectiveness of training in
reducing accidents in construction companies. Journal of Safety Research, 92, 283-291.
Haslinda, A., Saharulliza S., Roslan, N. H., & Mohamed, R. (2016). Safety training, company
policy and communication for effective accident management. International Journal of Academic
Research in Business and Social Sciences, 6(9), 141-158.

Inderjit, S., Abdullah, H., Yaacob, S., Ismail, Z., Kwong, F. W., & Ong Hai Liaw, J. (2021). The
relationship between task and contextual job performance among middle managers in the

Page 8510

www.rsisinternational.org


http://www.rsisinternational.org/

- INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (I1JRISS)
2 ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue VIII August 2026

~

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Malaysian Army. Zulfagar Journal of Defence Management, Social Science & Humanities, 4(2),
Article 92.

Kirkpatrick, J. D., & Kirkpatrick, W. K. (2016). Kirkpatrick’s four levels of training evaluation
(IMustrated ed.). ATD Press.

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., de Vet, H. C. W., & van der Beek, A. J.
(2014). Measuring individual work performance: Identifying and selecting indicators. Work: A
Journal of Prevention, Assessment and Rehabilitation, 48(2), 229-238.

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Schaufeli, W. B., de Vet, H. C. W., & van
der Beek, A. J. (2011). Conceptual frameworks of individual work performance: A systematic
review. Journal of Occupational and Environmental Medicine, 53(8), 856—866.

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

Lee, Y. (2022). Employees’ negative megaphoning in response to organizational injustice: The
mediating role of employee—organization relationship and negative affect. Journal of Business
Ethics, 178(1), 89-103.

Marcus, B., Taylor, O. A., Hastings, S. E., Sturm, A., & Weigelt, O. (2013). The structure of
counterproductive work behavior: A review, a structural meta- analysis, and a primary study.
Journal of Management, 42(1), 203-233.

Medina- Garrido, J. A., Biedma- Ferrer, J. M., & Ramos- Rodriguez, A. R. (2023). Relationship
between work- family balance, employee well- being and job performance. arXiv.

Medeiros, C.O., Cavalli, S.B., Salay, E., & Proeng¢a, R.P.C. (2011). Assessment of the
methodological strategies adopted by food safety training programmes for food service workers:
A systematic review. Food Control, 22(8), 1136—-1144.

Meyers, M. C., Kooij, D., Kroon, B., de Reuver, R., & van Woerkom, M. (2020). Organizational
support for strengths use, work engagement, and contextual performance: The moderating role of
age. Applied Research in Quality of Life, 15(2), 485-502.

Mustapha, Z., Akomah, B. B., Nkomo, W. M., Abilgah, T., & Thwala, W. D. (2025). Impact of
safety training and communication on construction project productivity: Case study of Cape
Coast. Journal of Civil Engineering Frontiers, 6(1), 11-17.

Mwaruta, S. S., Karanja, P. N., & Kamaara, M. (2023). Effect of occupational safety and health
training on performance of cement manufacturing firms in Kenya. Journal: The Integrated
Migrant Worker Safety Training Evaluation Model (IMSTEM) [Working paper]. Safety Science.
Accepted March 4, 2021. University of Sheffield. 2(1), 1-13.

Nielsen, K. M., Shepherd, R., Vignoli, M., & LorentePrieto, L. (2021). The Integrated Migrant
Worker Safety Training Evaluation Model (IMSTEM) [Working paper]. Safety Science.
Accepted March 4, 2021. University of Sheffield.

Noor Arzahan, I. S., Ismail, Z., & Yasin, S. M. (2022). Resilient safety culture and safety
performance: Examining the effect in Malaysian Paramedic Training Institute through
Importance-Performance Map Analysis (IPMA). Safety, 8(2), 25.

Nuangjamnong, C. (2022). The COVID- 19 epidemic with employees’ job satisfaction and
performance on work from home during lockdown in Bangkok (Psychology and Education
Journal, 59(1), pp. 416-437) [SSRN preprint]. SSRN.

Ohemeng, F. L. K., Obuobisa-Darko, T., & Amoako-Asiedu, E. (2019). Employee engagement
and task performance in state-owned enterprises in developing countries: The case study of the
power sector in Ghana. Journal of Public Affairs, 20(2), Article e2021.

Reio, T. G., Rocco, T. S., & Smith, D. H. (2017). A critique of Kirkpatrick’s evaluation model.
New Horizons in Adult Education and Human Resource Development, 29(2), 35-53.

Ricci, F. and Bracco, F. (2022). Introduction to the Special Issue: Safety Training Effectiveness:
A research agenda. European Journal of Investigation in Health, Psychology and Education,
12(10), 1633-1634.

Robson, L. S., Stephenson, C. M., Schulte, P. A., Amick, B. C. IIl, Irvin, E. L., Eggerth, D. E.,
Chan, S., Bielecky, A.R., Wang, A.M., Heidotting, T.L., A systematic review of the
effectiveness of occupational health and safety training. Scandinavian Journal of Work,
Environment & Health, 38(3), 193— 208.

Page 8511

www.rsisinternational.org


http://www.rsisinternational.org/

o INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume X Issue VIII August 2026

-
(=]
=z

a

~

36. Rosenfeld, Y., Sacks, R., Baum, H., & Rozenfeld, O. (2006). Efficient and timely use of safety
resources in construction. In D. Fang, R. M. Choudhry, & J. W. Hinze (Eds.), Proceedings of
CIB W99 International Conference on Global Unity for Safety & Health in Construction,
Beijing, China (June 28-30, 2006) (pp. 290-297).

37. Veeriah, R., Abdul Aziz, K., & Abd Aziz, N. A. (2023). The influence of organizational factors
on counterproductive work behaviour (CWB) in Malaysian SMEs. International Journal of
Academic Research in Business and Social Sciences, 13(4), 1259— 1273.

38. Santi, R., Purbudi, W., & Dyah, S. (2020). The effect of safety training and workers involvement
on safety compliance with safety knowledge as a mediation variables. Russian Journal of
Agricultural and Socio-Economic Sciences (RJOAS), 11(107), 239-246.

39. Shehab, M., Shuaibi, S., Qadhi, 1., & Alfadhli, A. (2021). Effectiveness of inspectors’ team in
increasing compliance with personal protective equipment use and reducing COVID-19 infection
spread among healthcare workers. Infectious Prevention in Practice, 3(2), 100137.

40. Wax, A., Rodriguez, W. A., & Asencio, R. (2022). Spilling tea at the water cooler: A meta-
analysis of the literature on workplace gossip. Journal of Organizational Behavior, 12(4).

41. Yiwen, F., & Hahn, J. (2021). Job insecurity in the COVID-19 pandemic on counterproductive
work behavior of millennials: A time-lagged mediated and moderated model. International
Journal of Environmental Research and Public Health, 18, 8354.

Page 8512 www.rsisinternational.org


http://www.rsisinternational.org/

