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I. INTRODUCTION
According to the results of Basic research on capacity 
development (Ministry of Health, Labour and Welfare, 
2014), 62.2% of establishments carry out planned On-the-Job 
Training (OJT). Here planned OJT is defined as phased, 
continuous education and training through the creation of 
plans for education and training and specific determination of 
the content, person in charge of the OJT, target person and 
duration of training. In comparison to the last time it was 
measured, this percentage has increased slightly, from 
59.4%, as the need for planned OJT is rising. On the other 
hand, the proportion of establishments that report ‘there is a 
problem’ with respect to capacity building and human 
resource development is 75.9%. This value has increased as 
compared with the previous year (70.7%).

To address the issue of human resource development, it is 
considered necessary to implement planned OJT. It seems 
that there is a reason, in that ‘it is difficult to grasp the actual 
conditions of the fundamental aspects of growing and 
teaching in human resource development’. Therefore, it is 
possible, through OJT, for faculty members who are skilled in 
professional development and in teaching to grasp the actual 
conditions and some improvements in order to enhance the 
effect of the training. In the faculty members’ organisation, 
human resource development is urgently needed due to the 
human resource shortage resulting from the mass retirement 
of baby boomers. In the planned OJT of faculty members, we 
consider that there are various valid approaches, attitudes and 
effects on training subordinates as teaching professionals.

II. THEORETICAL FRAMEWORK

Developments in OJT of Research
OJT is to be a pillar of human resource development in 
Japanese companies. Empirical research on the effectiveness 
of OJT, research regarding the type and impact factor of OJT 
is present. However, there are many opinions that the actual 
conditions is unknown. In Koike (2005), it is pointed out that 
the demonstrated accumulation of OJT is poor, from the 
background that it is difficult to distinguish of training and 
work. In Sato (2010), it pointed out that it’s difficult to 
accurately grasp the implementation status of OJT by 
companies and establishments survey. However, there are 
some studies on Effectiveness of OJT. Sakakibara (2004) 
pointed out that local government officials’ delegation of 
authority in OJT showed that a significant value was placed 
on capacity building. Yonezawa (2011) demonstrated that the 
presence of a supervisor had a positive effect on the 
development of novice elementary school teachers’ 
competence. 

Research on Types of OJT
De Jong et al. (2001) identified four OJT types according to 
the roles of the subject, the person in charge and the leader of 
the training courses. Guidance regarding duties is used for 
systematic technical guidance. Information from self-
assessment feedback allows researchers to interpret the 
effects of self-directed learning. According to the definition 
given by Knowles (1975), self-directed learning involves a 
process of personal initiative in diagnosing one’s own 
learning needs, setting goals, identifying resources and 
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are shown in TABLE 2. Three factors were extracted, and the 
factor contribution rate was 59.7%. 

Cronbach’s alpha coefficient (á) from the first to the third 
factor was calculated using reliability analysis. The first 
factor was interpreted as Guidance on self-directed learning 
(a = .71), the second factor as Guidance for socialisation (a = 
.75) and the third factor as Direct guidance on knowledge and 
skills (a = .67).

Table No. 2:  Results of Factor Analysis on Scale of Planned 
OJT Type (Person in Charge of OJT)

Similarly, factor analysis was performed by scoring 19 items 
related to the planned OJT type in the first-year OJT 
participant group. Consequently, three factors were 
extracted. After five items that did not contribute to any factor 
were eliminated, the factor analysis was repeated with 14 
items. These results are shown in TABLE 3. Three factors 
were extracted, and the factor contribution rate was 74.7%. 
Cronbach’s alpha coefficient (á) from the first to the third 
factor was calculated using reliability analysis. The first 
factor was interpreted as Guidance on self-directed learning 
(a = .94), the second factor as Guidance for socialisation (a = 
.92) and the third factor as Duties guidance by participant 
observation (a = .88).

Table No. 3:  Results of the Factor Analysis on the Scale of 
Planned OJT Type (OJT Target Person)

Measures 

We established three measurement scales of planned OJT 
types, performance and subordinate training attitudes to 
investigate the hypothesis model. The planned OJT types  
were configured by 19 measurement scales based on 
Knowles (1975), De Jong et al. (2001), OJT guidelines 
(Tokyo Metropolitan Board of Education, 2010), Sakakibara 
(2004) and Yonezawa (2011). For each item, we asked the 
respondent for an evaluation ranging from strongly disagree 
(1) to strongly agree (5). To construct the measurement scale 
of the effect, we used the concepts of task performance and 
contextual performance. Task performance was found in 
Sakakibara (2004), OJT guidelines and Nakahara (2010). 
Furthermore, we constructed 14 measurement scales. Among 
them, we constructed 13 measurement scales for contextual 
performance based on two concepts, found in Ikeda (2008). 
Concerning subordinate training attitude, we constructed 22 
measurement scales established in Moro (2010) and Matsuo 
(2011). Although previous studies have focused on 
‘Behaviour’, this study uses ‘Attitude’ in the broader sense, 
which has been defined by Ueda (2003).

V. RESULTS
In this section, we analyse data from the person in charge of 
OJT group and the OJT target person group. First, we show 
the respondents’ attributes from the questionnaire survey and 
clarify the characteristics of the data. Next, we show the 
interpretation of the effects of planned OJT on the basis of 
factor analysis (maximum likelihood method, varimax 
rotation) for the data of a measure that has been set. We 
extracted factors based on factor loadings of .470 or more in 
the person in charge group and .570 or more in the OJT target 
person group. Then, we determined the factor until reaching a 
factor contribution rate greater than or equal to 
approximately 50%. Finally, we present the results of the 
covariance structure analysis for the relationship of each 
factor.

Sample
Attributes of the respondents from the person in charge of 
OJT group and OJT target person group are shown in Table 1

Table No. 1:  Respondent Attributes

Planned OJT Type

Factor analysis was performed by scoring 19 items related to 
the planned OJT type in the person in charge of the OJT 
group. Consequently, three factors were extracted. After eight 
items that did not contribute to any factor were eliminated, 
the factor analysis was repeated with 11 items. These results 



120

International Journal of Education and Psychological Research (IJEPR) Volume 4, Issue 4, December 2015

Task Performance

Factor analysis was performed by scoring the 14 items related 
to task performance in the person in charge group. 
Consequently, two factors were extracted. After five items 
that did not contribute to any factor were eliminated, the 
factor analysis was repeated with nine items. These results 
are shown in TABLE 4. Two factors were extracted, and the 
factor contribution rate was 59.7%. The first factor was 
interpreted as Situational awareness (á = .92) and the second 
factor as Efforts in class and school affairs (a = .65). 

Table No. 4:  Results of the Factor Analysis on the Scale of 
Task Performance (Person in Charge of OJT)

Similarly, factor analysis was performed by scoring the 14 
items related to task performance in the OJT target person 
group. Consequently, two factors were extracted. After five 
items that did not contribute to any factor were eliminated, 
the factor analysis was repeated with nine items. These 
results are shown in TABLE 5. Two factors were extracted, 
and the factor contribution rate was 64.1%. The first factor 
was interpreted as Goal setting (á = .9) and the second factor 
as Correspondence (a = .86).

Table No. 5:  Results of the Factor Analysis on the Scale of 
Task Performance (OJT Target Person)

Contextual Performance

Factor analysis was performed by scoring the 13 items related 
to contextual performance in the person in charge group. 
Consequently, two factors were extracted. After five items 
that did not contribute to any factor were eliminated, the 
factor analysis was repeated with eight items. These results 
are shown in TABLE 6. Two factors were extracted, and the 
factor contribution rate was 55.0%. The first factor was 
interpreted as Challenges overcome (á = .86) and the second 

factor as Dedication (a = .789).

Table No. 6:  Results of the Factor Analysis on the Scale of 
Contextual Performance(Person in Charge of OJT )

Similarly, factor analysis was performed by scoring 13 items 
related to contextual performance in the OJT target person 
group. Consequently, two factors were extracted. After six 
items that did not contribute to any factor were eliminated, 
the factor analysis was repeated with 11 items. These results 
are shown in TABLE 7. Two factors were extracted, and the 
factor contribution rate was 49%. The first factor was 
interpreted as Commitment (á = .86) and the second factor 
was rejected because it contributed to only one item.

Table No. 7:  Results of the Factor Analysis on the Scale of 
Contextual Performance (OJT Target Person)

Subordinate Training Attitude

Factor analysis was performed by scoring the 22 items related 
to subordinate training attitude in the person in charge group. 
Consequently, three factors were extracted. After seven items 
that did not contribute were eliminated, the factor analysis 
was repeated with 15 items. These results are shown in 
TABLE 8. Three factors were extracted, and the factor 
contribution rate was 59.7%. The first factor was interpreted 
as Facilitative Reflection (á = .89), the second factor as 
Positive involvement (a = .78) and the third factor as 
Delegation (a = .74). 
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In the person in charge group, one planned OJT type showed a 
direct effect. Task performance ‘Efforts in class and school 
affairs’ is defined positively as the type of planned OJT 
‘Guidance on self-directed learning’. On the other hand, two 
planned OJT types show indirect effects on performance by 
mediating subordinate training attitude. ‘Guidance for 
socialisation’ positively defines ‘Efforts in class and school 
affairs’ in task performance and ‘Challenges overcome’, as 
well as ‘Dedication’ of contextual performance by mediating 
the ‘Delegation’ of subordinate training attitude. In addition, 
‘Guidance for socialisation’ defines ‘Situational awareness’ 
by mediating ‘Facilitative Reflection’. Meanwhile, ‘Positive 
involvement’ is not a significant path for performance.

In the OJT target group, one planned OJT type shows a direct 
effect. The ‘Goal setting’ and ‘Correspondence’ of task 
performance and ‘Commitment’ of contextual performance 
have been prescribed positively by participant observation of 
planned OJT type. ‘Guidance on self-directed learning’ 
showed an indirect effect on the ‘Goal setting’ of task 
performance by mediating the ‘Positive involvement’ of 
subordinate training attitude. ‘Duties guidance by participant 
observation’ positively defines ‘Suggestion of outlook’ and 
‘Delegation’, but no significant indirect effect on 
performance was seen. 

Table No. 8:  Results of the Factor Analysis on the Scale of 
Subordinate Training Attitude(Person in Charge of OJT)

Table No. 9:  Results of the Factor Analysis on the Scale of 
Subordinate Training Attitude (OJT Target Person)

Similarly, factor analysis was performed by scoring the 22 
items related to task performance in the OJT target person 
group. Consequently, three factors were extracted. After six 
items that did not contribute to any factor were eliminated, 
the factor analysis was repeated with the remaining 16 items. 
These results are shown in TABLE 9. Three factors were 
extracted, and the factor contribution rate was 69.6%. The 
first factor was interpreted as Positive involvement (á = .94), 
the second factor as Suggestion of outlook (a = .92) and the 
third factor as Delegation (a = .80).

Influence Relationships of Factors in the Planned 
OJT
Covariance structure analysis was carried out to examine the 
effect model of planned OJT. The results of the person in 
charge group and target person group are shown in FIGUREs 
2 and 3. In both of the results, the values of the fitness index 
was the best. Therefore, we perform analysis of the models. In 
both figures, only significant paths are displayed. 
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VI. DISCUSSION

The Difference between the Person in Charge and the 
Target Person in Factor Analysis

In the results of the factor analysis of the person in charge 
group and the OJT target person group, differences were 
observed in the planned OJT type, performance and 
subordinate training attitude. 

Two factors in the planned OJT type have similar 
interpretations in the two groups. However, the interpretation 
of one factor is different. Interpretations were made of ‘Direct 
guidance on knowledge and skills’ in the person in charge of 
OJT group, and of ‘Duties guidance by participant 
observation’ in the OJT target group. In the target group, there 
is the feature of receiving guidance while observing the duties 
of the person in charge.

The two factors of task performance in the person in charge 
group were interpreted as ‘Situational awareness’ and 
‘Efforts in class and school affairs’, and in the OJT target 
person  group ,  they  were  ‘Goal  se t t ing’ and  
‘Correspondence’. The contents of the measure, including 
the factor of the person in charge of OJT, compared with the 
person in charge of OJT, were clear. On the other hand, 
‘Correspondence’ in the OJT target group includes a measure 
of the various elements and their comprehensive contents. 
Contextual performance in the person in charge of OJT group 
was interpreted as ‘Challenges overcome’ and ‘Dedication’, 
and as ‘Devotion’ in the OJT target group. In the person in 
charge group, as well as the task performance, the contents of 
measures including factors were clear. In addition, the 
‘commitment’ of the OJT target person included the measure 
of the various elements. 

In subordinate training attitude, the two factors were similar 
in content, but one content of factor is different. ‘Positive 
involvement’ and ‘Delegation’ were extracted for both. For 
the one remaining factor, ‘Facilitative Reflection’ in the 
person in charge group, ‘Suggestion of outlook’ in the OJT 
target group was extracted. The former is intended to promote 
reflection, and the latter has recognised the contents that are 
shown to be prospects. 

The difference of planned OJT type, task performance, 
contextual performance and subordinate training attitude is 
considered partly in recognition of the person in charge and 
the OJT target person. Thus, hypothesis 1 is partially 
supported.

Verification of the Impact of Planned OJT on 
Performance

The following four points were revealed about how planned 
OJT affects performance. First, the type of planned OJT 
shows a direct effect on performance. In the person in charge 
group, ‘Guidance on self-directed learning’ of the planned 
OJT type showed a direct effect on ‘Efforts in class and 
school affairs’ in task performance. It is recognised that 
providing guidance related to the evaluation and goal making 
by themselves are effective for school affairs and class 
implementation as task performance. In the target group, 
‘Duties guidance by participant observation’ showed a direct 
effect on ‘Goal setting’ and ‘Correspondence’ in task 
performance and ‘Commitment’ in contextual performance. 

Guidance provided through the observation of seniors can be 
interpreted that there are effects on affective performance that 
focus on duties and performance on various correspondence 
and goal setting in duties. From the above, hypothesis 2 is 
supported.

Secondly, planned OJT types show indirect effects on 
performance by mediating subordinate development attitude. 
In the person in charge group, ‘Guidance for socialisation’ 
showed an indirect effect on ‘Efforts in class and school 
affairs’, ‘Challenges overcome’ and ‘Dedication’ by the 
mediation of ‘Delegation’. In addition, ‘Guidance for 
socialisation’ and ‘Direct guidance on knowledge and skills’ 
indicated an indirect effect on ‘Positive involvement’ by the 
mediation of ‘Facilitative Reflection’. In the OJT target 
group, only ‘Guidance on self-directed learning’ showed an 
indirect effect on ‘Goal setting’ by the mediation of 
‘Suggestion of outlook’. The type of planned OJT that did not 
show a direct effect showed an indirect effect by the 
mediation of subordinate training attitude. From the above, 
hypothesis 3 is supported. 

Third, the difference is observed in the direct effect or an 
indirect effect of both recognised. There was only one 
significant path of direct effect in the person in charge group. 
In contrast, significant paths to all of the performances were 
shown in the OJT target group. With regard to the indirect 
effect, two subordinate training attitudes showed an indirect 
effect on the four performances of person in charge of OJT. 
Only one subordinate training attitude showed an indirect 
effect in the OJT target group. This can be interpreted so as to 
enhance the effect by taking a deliberately subordinate 
training attitude when the person in charge of OJT 
implements the planned OJT. From the above, hypothesis 4 is 
supported.

Fourth, planned OJT type and subordinate training attitude 
which do not show an effect on the performance were present. 
‘Guidance for socialisation’, ‘Positive involvement’ and 
‘Delegation’ in the person in charge of OJT group and 
‘Positive involvement’ in the OJT target person group had no 
effect. We considered the presence of other factors.

Suggestions for the Findings of Previous Studies

In the results for the OJT person in charge group in the 
covariance structure analysis, it was revealed that planned 
OJT types show an indirect effect by the mediation of 
‘Delegation’ in subordinate training attitude. Delegation was 
a planned OJT type that enhanced the effect in Sakakibara 
(2004). However, in the present study, Delegation worked 
through subordinate training attitude to enhance the effect. In 
addition, in the present study, the effect appeared in newly 
contextual performance. 

VII. CONCLUSION
Factor analysis revealed differences between the persons in 
charge of OJT and OJT target persons. For planned OJT to 
show the effect is to consider the results of covariance 
structure analysis, we compared these findings with those of 
previous studies. As a result, the effect of the planned OJT 
was shown quantitatively. To enhance the effect of the 
planned OJT in practice, it is effective to focus on the efficacy 
of subordinate training attitude. Rather than simply 
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