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Effect on Planned On-the-Job Training (OJT) to Performance:
Verification of Effect by Covariance Structure Analysis
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Abstract:

1t is necessary to carry out planned On-the-Job Training (OJT) effectively in order to develop human resources to address
problems such as lack of personnel and time. Approaches to enhancing the effectiveness of planned OJT have been proposed for
the personnel training of teachers. The purpose of this study is to clarify the effects of planned OJT and the factors that influence
it by comparing the OJT target person and the person in charge of planned OJT. This study includes a hypothesis model and
research questionnaire for OJT target persons (novice faculty members with one year of teaching experience) and persons in
charge of planned OJT. Confirmatory factor analysis is applied to the questionnaire data in order to clarify the construct. The
hypothesis model is verified by covariance structure analysis. The conclusion consists of two points. Firstly, planned OJT has
direct and indirect effects by mediating the subordinate training attitude for OJT target persons and persons in charge of the
OJT. Secondly, differences are observed in context.

Keywords: Planned OJT Type, Task Performance, Contextual Performance, Subordinates training attitude, OJT Target Person,
Person in charge of OJT

I. INTRODUCTION II. THEORETICAL FRAMEWORK

According to the results of Basic research on copacity Developments in OJT of Research
development (Ministry of Heolth, Lobour ond Welfore,
2014), 62.2% of estoblishments corry out plonned On-the-Job
Troaining (OJT). Here plonned OJT is defined as phosed,
continuous education ond troining through the creation of
plons for educotion and training and specific determinotion of
the content, person in charge of the OJT, torget person and 6 demonstrated occumulation of OJT is poor, from the
duration of troining. In comparison to the lost time it wos  pockoround thot it is difficult to distinguish of treining ond
meosured, this percentoge hos increosed slightly, from o 1 Soto (2010), it pointed out that it’s difficult to
59.4%, os the need for plonned OJT is rising. On the other accurotely grosp the implementation status of OJT by
hond, the pr(?portion of est(xblishm.ents th.ar .report ‘there is a componies ond estoblishments survey. However, there ore
problem” with respect to capocity building ond humon some studies on Effectiveness of OJT. Sakokibora (2004)
resource de\{elopment is 75.9%. This value hos increased os pointed out that local government officiols’ delegation of
compared with the previous year (70.7%). authority in OJT showed that o significont value wos ploced
To address the issue of humon resource development, it is on copocity building. Yonezowa (2011) demonstrated thot the
considered necessary to implement plonned OJT. It seems presence of o supervisor had o positive effect on the
thot there is areason, in that ‘it is difficult to grosp the actuol development of novice elementary school teachers’
conditions of the fundomental ospects of growing ond competence.

teoching in humon resource development’. Therefore, it is
possible, through OJT, for foculty members who are skilled in Research on Types of OJT

professional development and in teaching to grosp the octual ~ De Jong et al. (2001) identified four OJT types oaccording to
conditions ond some improvements in order to enhonce the the roles of the subject, the person in chorge ond the leader of

OJT is to be a pillor of humon resource development in
Joponese componies. Empirical research on the effectiveness
of OJT, research regarding the type ond impoct factor of OJT
is present. However, there are mony opinions that the actual
conditions is unknown. In Koike (2005), it is pointed out that

effect of the training. In the faculty members’ orgonisotion, ~ the troining courses. Guidance regording duties is used for
humon resource development is urgently needed due to the systemotic technical ~guidonce. Inform(mon. from  self-
humon resource shortage resulting from the moss retirement ~ ossessment feedbock ollows researchers to interpret the

of baby boomers. In the planned OJT of foculty members, we effects of self-directed learning. According to the definition
consider thot there are various valid opprooches, ottitudes ond ~ given by Knowles (1975), self-directed learning involves a

effects on troining subordinates os teaching professionals. process of personal initiotive in diognosing one’s own
learning needs, setting goals, identifying resources ond
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evaluating results. Nakahara (2010) described the contents of
OJT, such as workplace learning. Takahashi (1993) defined
organisational socialisation as the process by which entrants
to an organisation adopt the necessary organisational skills to
perform their duties and accept behavioural norms and
values. In previous studies, the content of the OJT to be
implemented was represented by the model, contents and
design. In this study, planned OJT implies the contents of the
planned OJT to be implemented.

Research on the Effectiveness of Influential Factors
on OJT

Moro (2010) mentioned the high correlation between
mentoring behaviours as subordinate training by the boss and
career function. Subordinate training behaviour is described
as follows: ‘Experienced people are to provide assistance to
continue for a period of time to the career development and
psychological and social aspects of immature people’
(Kumura 1999). Matsuo (2011) showed that it is necessary to
adjust teaching methods according to younger employees’
stage of development.

Research Directed to both the OJT Target Person and
the Person in Charge of OJT

Inuzuka (2009) showed the establishment of OJT to be
dependent on the state of the relationship between the person
in charge of OJT and the target person, using sociometric
data. Other prior studies focused on one of these, but not both.

Measure of the effect on OJT

Previous research involves various items that can be
measured for their effect on OJT. Rothwell and Kazanas
(2004) examined performance of duties and training.
Yonezawa (2011) also examined Competency. Sakakibara
(2004) analysed attitude and two abilities. In this study, we
use the measure of the effect of previous studies to advance
the research. Specifically, we use the concept of performance
as a measure. Takahashi (2010) defined performance as the
behaviour adopted when performing specific tasks in a
certain period and the results achieved. Borman and
Motowidlo (1993) classified performance as task
performance and contextual performance. It can be regarded
as an aggregate classification of major dimensions
(Campbell, 1999). Task performance is defined as the job
behaviour adopted when conducting business and a role that
is expected by an organisation; contextual performance is
defined as the behaviour that supports a wide range of
organisational, social and psychological environments to
help the organisation to function better (Motowidlo & Van
Scotter, 1994). It is necessary to set a scale for measuring the
effects of OJT on performance.

III. RESEARCH QUESTIONS

In the overview of previous research, although the effect of
OJT is seen, there is a gap in the impact factors of the effect of
OJT that has not been investigated. Furthermore, research has
focused on either the person in charge of OJT or the target
person. The practice of OJT is considered to influence factors
such as subordinate training behaviour (Moro, 2010). In this
study, we set the subordinate training attitude as this
influence factor. Then, through a comparison of the person in
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charge and the target person, we reveal the effect of planned
OJT and the influence factor. This is then verified using a
suitable scale to measure the effect. In other words, the
purpose of this study is to set the following working
hypothesis and confirm the validity of FIGURE 1 of the
model representing the effects of planned OJT by covariance
structure analysis.

Planned OJT type /
\el Contextual performance
&

Figure 1 The Model of Planned OJT Effect

Task performance ‘

.| Subordinates’ training
attitude

Hypothesis 1: The difference of planned OJT type, task
performance, contextual performance and subordinate
training attitude are considered to recognize the person in
charge of OJT and the OJT target person.

Hypothesis 2: Differences exist in the effect on performance
depending on the type of planned OJT.

Hypothesis 3: Subordinate training attitude has the ability to
mediate planned OJT type and performance.

Hypothesis 4: In hypotheses 1 and 2 on the effect and function
of subordinate training attitude, there is difference between
the OJT target person and the person in charge of OJT.

IV. METHODS

Experimental Design

According to the Labour Policy and Research Organisation
(2010), planned human resource development is required,
because of the increase in young professionals in professional
occupations. This study was conducted with elementary
school teachers. In recent years, the number of young
teachers has increased owing to the mass retirement of baby
boomers from elementary school teacher organisations.
Local governments are promoting intentional, planned and
ongoing human resource development in OJT through duties
by formulating OJT guidelines for teachers. The job
description and scale within elementary school teacher
organisations is relatively homogeneous and this sample is a
statistically verifiable job. Hence, by targeting this
occupation, we can expect to contribute to quantitative and
practical analysis. Using the data, we consider the
implementation of planned OJT and its effects. To build our
data, we surveyed teachers carrying out OJT (persons in
charge of OJT) and teachers receiving OJT (OJT target
persons) to locate those in their first year of employment in a
public elementary school chosen at random from Prefecture
A. Using the same questionnaire, the survey was conducted
three times: in each of the periods August—September 2012,
August—September 2013 and July—August 2014. The surveys
were designed to emphasise the implementation of the OJT
programme by providing secured data. The questionnaires
had to be posted to the person in charge of OJT. A total of 388
copies were distributed (110 copies the first time, 158 copies
the second time and 120 copies the third time).
Simultaneously, 572 copies were distributed to the OJT target
persons (140 copies the first time, 272 copies the second time
and 160 copies the third time). The participants returned the
questionnaires using pre-addressed envelopes enclosed with
the survey.
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Measures

We established three meosurement scoles of plonned OJT
types, performonce ond subordinate training ottitudes to
investigate the hypothesis model. The plonned OJT types
were configured by 19 meosurement scales bosed on
Knowles (1975), De Jong et al. (2001), OJT guidelines
(Tokyo Metropoliton Board of Education, 2010), Sokokibora
(2004) ond Yonezawa (2011). For each item, we asked the
respondent for on evoluation ronging from strongly disogree
(1) to strongly ogree (5). To construct the meosurement scole
of the effect, we used the concepts of tosk performonce ond
contextual performonce. Tosk performonce wos found in
Sakokibara (2004), OJT guidelines ond Nokohora (2010).
Furthermore, we constructed 14 measurement scoles. Among
them, we constructed 13 meosurement scoles for contextuol
performonce based on two concepts, found in Ikedo (2008).
Concerning subordinate troining oftitude, we constructed 22
meosurement scoles established in Moro (2010) ond Motsuo
(2011). Although previous studies have focused on
‘Behaviour’, this study uses ‘Attitude’ in the broader sense,
which hos been defined by Ueda.(2003).

V. RESULTS

In this section, we analyse doto from the person in chorge of
OJT group and the OJT torget person group. First, we show
the respondents’ attributes from the questionnaire survey ond
clorify the chorocteristics of the doto. Next, we show the
interpretotion of the effects of plonned OJT on the bosis of
foctor onolysis (moximum likelihood method, vorimox
rototion) for the doto of o measure that has been set. We
extrocted foctors bosed on factor loadings of .470 or more in
the person in charge group ond .570 or more in the OJT target
person group. Then, we determined the foctor until reoching a
factor contribution rate greater thon or equal to
opproximately 50%. Finolly, we present the results of the
covarionce structure onalysis for the relationship of eoch
foctor.

Sample

Attributes of the respondents from the person in charge of
OJT group ond OJT target person group are shown in Toble 1

Table No. 1: Respondent Attributes

Attributes Personinchare of OTIN=45 (%) OIT subjectteacher  N=75 (%)
Gender male 14(31) 25(33)
Female 31(69) 50067)
Age 20s — 59(79)
30s 15(33) 12(16)
405 1431 45
50s more 16(36) —
Designation  teacher 7(16) 16(21)
Seniorteacher 27(60) 44(59)
Chist teacher 1(4) 15(20)
Organizational  6-11 classrooms 11(24) 18(24)
size 12-17 classrooms 14(31) 24(32)
18 classrooms more 20(45) 33(36)
Planned OJT Type

Foctor onalysis was performed by scoring 19 items related to
the plonned OJT type in the person in charge of the OJT
group. Consequently, three foctors were extracted. After eight
items thot did not contribute to ony foctor were eliminoted,
the factor analysis wos repeated with 11 items. These results
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ore shown in TABLE 2. Three foctors were extrocted, ond the
factor contribution rate was 59.7%.

Cronboch’s alpha coefficient (o) from the first to the third
factor wos colculated using reliobility onolysis. The first
foctor was interpreted os Guidance on self-directed learning
(a=.71), the second foctor as Guidance for socialisation (o.=
.75) and the third foctor as Direct guidance on knowledge and
skills (a.=.67).

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

Ttem I I I
Twas carmied out guidanee onhow to plan atwork o grow. 20 288 -
Twas carried out guidance on how o setgoals onthe jobto grow: S04 240 -
Twas carried out guidatice on how o evaluate the selfon the job to grow: 882 & 2
Thad advice aboutlfe and work attfudes. S87 o 32
Twas shared wit members ofthe workplace for guidancesinationon the frgetteaches K M0 m
of OIT - ’ B
Twas caried outthe guidance of point fo abserve the state of work and lesson. 30 617 47
Twas camied out guidanee for the role and allocation in cooperation with colleagues. 304 S0 27
Thave cotisidered to tacetve guidanice from colleagues and senior workers. — 54 106
Iwasomondrdpidne frkovdpaddilsehedotading. - m
Twas camed out direetinstetion for knowledge and technique abouthe ifestyle
: ; — 457 6%
guidancetochildren
Twas carried out direct guidance forknowledge and skills related to school affais. 25 16 58
Squaresumoftheloadamount 3091 1937 1538
PoportionVr 281 176 140

Comulativecontibutionratio 281 457 597

Similorly, foctor onolysis wos performed by scoring 19 items
related to the plonned OJT type in the first-year OJT
porticipont group. Consequently, three foctors were
extracted. After five items that did not contribute to any factor
were eliminoted, the foctor onolysis wos repeated with 14
items. These results are shown in TABLE 3. Three foctors
were extracted, and the foctor contribution rote wos 74.7%.
Cronboch’s alpha coefficient (o) from the first to the third
foctor wos colculated using reliobility onolysis. The first
factor was interpreted os Guidance on self-directed learning
(a=.94), the second foctor as Guidance for socialisation (o=
.92) and the third foactor as Duties guidance by participant
observation (0.=.88).

Table No. 3: Results of the Foctor Analysis on the Scole of
Plonned OJT Type (OJT Target Person)

Ttem I I 1
Treceived guidance on plamning work for personal growth. 88 308 2%
Treceived guidance on self-evahuation for professional and personal growth. 846 30113
T received guidance on setting professional and personal goals. ) |
Treceived guidance on problem solving. 627 469 313
Treceived instructions on devising the inproverent planat work s 11 41
Traceived instruetions on knowledge and skils related to school affais. 312 810 363
Treceived adviee on attifudes regarding ife and work. 360 731 200
Treceived instructions on knowledge and techmiques relatedto extemal negofiations. 391 689 3%
Twas explained the meaning and signifieance of work. S50 514 3l
Treceived tnstructions onthe knowledge and skils relatedto teaching. 158 40
Treceved guidance on eollecting infommation required fo progress the work S i 13

Treceived instruetions on the knowledge and skills related to lifestyle guidance of children. 166 335 680
Twas given the opportundty to observe the nafure ofthe job and classesbymy Ol upenvisor. 247 206 642
Treceived guidance when observing the state of work and olasses. 300 190 5%
Squaresumoftheloadamount 4 062 3226 3164

PoportionVar 290 230 226

Comulativecontribufionratio 290 521 747
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Task Performance

Factor analysis wos performed by scoring the 14 items reloted
to task performonce in the person in chorge group.
Consequently, two foctors were extracted. After five items
that did not contribute to any foctor were eliminated, the
factor anolysis wos repeated with nine items. These results
ore shown in TABLE 4. Two factors were extracted, ond the
foctor contribution rate wos 59.7%. The first foctor was
interpreted os Situational awareness (.= .92) ond the second
factor os Efforts in class and school affairs (0.=.65).

Table No. 4: Results of the Foctor Analysis on the Scole of
Tosk Performance (Person in Charge of OJT)

Item [ I

Target person caniow grasp the progress of work. 936 —
Targetpersonis more ableto tackle the job by understanding the sitwation. 883 197
Targetpetson can extract the problem by considering the contents of the work T4 185
Targetperson can support parents, community and outside agencies better than before. 03 31
Targetperson can extractthe problem by considering the contents of the work. 684 351
Tatgetperson can iow cotsider concrete methods for achieving an objective. n A7
Targetpetsoniis now befferat planning and irmplementation of teaching 376 839
Targetperson gotto work orian ad hoe basisto duties 3% reversalitem &= 614
Target person cannow participate in school affais. 437 472

Squaresumoftheloadamout 3877 1820

41
41

202
633

Proportion Var
Comulative contribution ratio

Similoarly, foctor analysis wos performed by scoring the 14
items reloted to task performonce in the OJT torget person
group. Consequently, two foctors were extrocted. After five
items that did not contribute to ony factor were eliminated,
the foctor onolysis was repeated with nine items. These
results are shown in TABLE 5. Two foctors were extracted,
ond the foctor contribution rote was 64.1%. The first foctor
wos interpreted as Goal setting (0.=.9) ond the second foctor
os Correspondence (a=.86).

Table No. 5: Results of the Foctor Analysis on the Scole of
Tosk Performance (OJT Torget Person)

Item

I
Tcan now consider concrete mefhods for achieving an objective. 05 M6
Tean find the goal atwork 80 236
Tam now betterat planmngand implementation of teaching 604 333
Tean now acteve a fargefindependently. J48 30
Tean now tackle fhe job by understanding the situation. 192 8%
Tean now detenmine the severity or rgency of problems. 26
T ean overcome he problemm by considering the contents of the work 4 68
Tean now grasp the progress of work. 150 6m
T ean collectand analyze informuation necessary to work 3% 632
Square sumofthe load amount 2891 181
Proportion Var 3 34
Cumulative contributionratio m o o

Contextual Performance

Foctor analysis wos performed by scoring the 13 items related
to contextuol performonce in the person in chorge group.
Consequently, two foctors were extracted. After five items
that did not contribute to ony factor were eliminoted, the
factor analysis was repeated with eight items. These results
ore shown in TABLE 6. Two foctors were extracted, ond the
factor contribution rate wos 55.0%. The first foctor wos
interpreted as Challenges overcome (0. = .86) ond the second
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factor as Dedication (0.=.789).

Table No. 6: Results of the Foctor Analysis on the Scole of
Contextual Performonce(Person in Charge of OJT)

Iem [ 1
Target petson began o ndetake el development af al s 8530
Target ptson began o b ableto ethusastieally taeklethe mprovement ofdiffieul busness. ;733
Target person began foconfinwe o cvetconue the obsfackes o actievetheabjct. T35
Target prson became able o completemy dutesesponsbly withot supervision andinshefion fl§ 3%
Target prson s equn practice self-managenentandslf-dicplne. 28 961
Target pesonwasable o cooperatewith colleaes andsemirs. U
Target person began fo work harderthan expected. m M
Target personcametoask o be asigned torewading ufies. 45

Squarsimoftieloaanomt 2759 237
PopoionVer 345 296
Comulafeconrbutionraio. 345 641

Similorly, foctor onolysis wos performed by scoring 13 items
related to contextual performonce in the OJT target person
group. Consequently, two foctors were extrocted. After six
items thot did not contribute to ony foctor were eliminoted,
the foctor analysis wos repeated with 11 items. These results
ore shown in TABLE 7. Two foctors were extracted, and the
foctor contribution rote wos 49%. The first foctor was
interpreted as Commitment (a. = .86) ond the second factor
wos rejected becouse it contributed to only one item.

Table No. 7: Results of the Foctor Anolysis on the Scole of
Contextual Performonce (OJT Torget Person)

T [ 1
Tanabltoentasielacetherprovenentof e ad s i
Loan e work posively )L Y
T ole ok problnsprogefely oo
eanoveome teotsackstoackievetechiefie ® 3
Tamablet e oo b e e woplce MM
amabletoorperay cutesrsponsby ithutspenison and i m . -
Lamableto onpesevtheolrmtesendsenos W

Spaesmoftekatzmont 294 149)
Popotenly A6 10
Compweothin 46 60

Subordinate Training Attitude

Foctor analysis wos performed by scoring the 22 items related
to subordinate troining ottitude in the person in charge group.
Consequently, three factors were extracted. After seven items
that did not contribute were eliminated, the foctor analysis
wos repeoted with 15 items. These results are shown in
TABLE 8. Three foctors were extrocted, ond the foctor
contribution rote wos 59.7%. The first foctor was interpreted
os Facilitative Reflection (o = .89), the second foctor os
Positive involvement (o .78) ond the third foctor as
Delegation (0.=.74).
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Table No. 8: Results of the Foctor Analysis on the Scole of
Subordinate Troining Attitude(Person in Charge of OJT)

Ttem

| I I
Ttaughthow cument work could helpinthe fuure, K[ =
Tgavethe inage of growth T8 15 159
Thave tothinkabefterway. J7T 150 -
Twas recognizedinthe OJT taroetteachers the pattem of siccessor filure. 708 = 212
Texplainedthe vision ofthe workplace. 61 149 271
Tshowedthe fioureto challenge forthe job. 4 410 353
om0 2 8 8
Twas encouraged by the affitude and words. - 3 =
Tencouraged the growth pointand good pottt 19 6% 218
Twas teaching inresponse to the srengths and weaknesses 05 6 Al
Treaeted postivelyto questiors. BETR. ] -
Tl Al i polenolGonmile, ... B - 3
Tgave the task of difficulty o be moderate siress 4 = 304
Iwaiteduntilthe completion ofthe work. 30 149 623
Thave delegated duties after instructing onee. - 4 368
Squaresimoffieloadamount 3733 276 1750
PoportionVar 249 184 RiY]
Comulafveconnbutionrao 249 433 55

Table No. 9: Results of the Foctor Analysis on the Scole of
Subordinate Troining Attitude (OJT Torget Person)

Ttem I I il
Twas encouraged by the attitude and words. 847 295 241
Twas encouraged fhe growth point and good point. 811 340 173
Twasrewarded. regardless ofthe success or faifure. 803 165 169
Standing in this position. T was asked to consult 758 379 326
Twasreacted positively to questions. 756 230 316
Anytime I gotin response to the consultation. 669 206 414
1 got incontactsoas tozase the tension. £63 316 357
Twas conveyed the expectations for growih. 25 427 =
Twastaught i response tothe strengths and weaknesses 615 488 =
Twas gave the image of growth. 383 197 283
Twas taughthow current work could help in the fufure. 39% 70 216
Twas explained the vision ofthe workplace. 242 746 301
Twas gave the image of growth. 285 662 39
Twas waited uafil the completion of the work. 215 305 J07
Twas delegated duties after instructing once 131 = 688
Twas giventhe task of difficultytobe moderate stress 253 S48 626
Square sum of the load amount 5391 3378 2363
PoportonVr 337 21 148
Cumulative contribution ratio 337 S48 596

Similorly, foctor onalysis wos performed by scoring the 22
items reloted to task performonce in the OJT torget person
group. Consequently, three foctors were extrocted. After six
items that did not contribute to ony foctor were eliminated,
the foctor onalysis wos repeated with the remaining 16 items.
These results are shown in TABLE 9. Three foctors were
extrocted, ond the foctor contribution rote wos 69.6%. The
first foctor was interpreted as Positive involvement (o.=.94),
the second foctor as Suggestion of outlook (. = .92) ond the
third foctor as Delegation (0.=.80).

Influence Relationships of Factors in the Planned
oJT

Covariance structure onolysis wos corried out to examine the
effect model of plonned OJT. The results of the person in
charge group ond target person group are shown in FIGUREs
2 ond 3. In both of the results, the volues of the fitness index
wos the best. Therefore, we perform analysis of the models. In
both figures, only significont paths are displayed.

@
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In the person in charge group, one planned OJT type showed a
direct effect. Tosk performance ‘Efforts in class ond school
offairs’ is defined positively as the type of plonned OJT
‘Guidance on self-directed learning’. On the other hond, two
plonned OJT types show indirect effects on performonce by
medioting subordinate troining oftitude. ‘Guidonce for
socialisation’ positively defines ‘Efforts in class ond school
offoirs’ in tosk performonce ond ‘Chollenges overcome’, as
well as ‘Dedication’ of contextual performonce by mediating
the ‘Delegation’ of subordinate training ottitude. In addition,
‘Guidance for sociolisotion’ defines ‘Situationol oworeness’
by mediating ‘Focilitative Reflection’. Meanwhile, ‘Positive
involvement’is not asignificont path for performance.

{Planned OIT Type] [Submw?;@mw [ Task Performance]
i3 el
. 3
‘ el | 28 \ ‘
Gwdgnce on  selfdirected e -
leaning involvenest i
oy (é)
3 Effotsinclass and school
- @ afis
Guidance forsocialization pmmlm of [ Contexxtual Performance]
self-reflection
46™ 3 g) 28
Direct guidarce on knowledge and | 40 '\ py legation
skills

Note: GFI=902, AGF= 766 CFl= 98 RMSEA=56,"p<001."p 0 p<05

Figwre2 Resultsof the Covariance Structure Analysison the OJT Effect Model (Personin
(Charge of OJT)

In the OJT target group, one plonned OJT type shows adirect
effect. The ‘Goal setting” and ‘Correspondence’ of task
performonce and ‘Commitment’ of contextual performonce
have been prescribed positively by participont observation of
plonned OJT type. ‘Guidonce on self-directed leorning’
showed on indirect effect on the ‘Goal setting’ of tosk
performonce by mediating the ‘Positive involvement’ of
subordinate troining ottitude. ‘Duties guidonce by porticipont
observation’ positively defines ‘Suggestion of outlook’ and
‘Delegation’, but no significont indirect effect on
performonce was seen.

[ Plamed OIT Ty'pe] (Subordmate training atfitude] | Task Performance)
o4
L ?
 Guidaceonselfdiecedleaning | 12 | ooy of | 2 ‘
ouflook Goaletng
T8 -
" 53 (.:)
S ¥
Duties guidance by particy =55
demam o Lo @ i
e ket
I {Comexmal{’jfonnme]
Y A7 0
) . 30 \ ¥
Guidaeeforsocializon Db |y*) Commitrent

Note GFE315 AGFEE818 CF-S78RASEASI1 4% 0101 p<05
Figure 3 Resultsof the Covariance Structure Analysis on the OJT EffectModel (OJT Target
Person)
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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 foctor onalysis of the person in chorge
group ond the OJT torget person group, differences were
observed in the plonned OJT type, performonce ond
subordinate training ottitude.

Two foctors in the plonned OJT type have similar
interpretations in the two groups. However, the interpretation
of'one foctor is different. Interpretations were made of ‘Direct
guidonce on knowledge ond skills’ in the person in charge of
OJT group, ond of ‘Duties guidoance by participont
observation’ in the OJT target group. In the target group, there
is the feature of receiving guidance while observing the duties
ofthe person in charge.

The two foctors of tosk performonce in the person in chorge
group were interpreted os ‘Situationol oworeness’ ond
‘Efforts in closs ond school offoirs’, ond in the OJT torget
person group, they were ‘Goal setting’ and
‘Correspondence’. The contents of the meosure, including
the foctor of the person in charge of OJT, compored with the
person in charge of OJT, were cleor. On the other hond,
‘Correspondence’ in the OJT target group includes ameasure
of the various elements ond their comprehensive contents.
Contextual performonce in the person in charge of OJT group
wos interpreted as ‘Challenges overcome’ and ‘Dedication’,
ond os ‘Devotion’ in the OJT torget group. In the person in
charge group, as well as the tosk performonce, the contents of
meosures including foctors were clear. In addition, the
‘commitment’ of the OJT target person included the measure
ofthe various elements.

In subordinate training ottitude, the two foctors were similor
in content, but one content of foctor is different. ‘Positive
involvement’ ond ‘Delegation’ were extrocted for both. For
the one remaining foctor, ‘Focilitative Reflection’ in the
person in charge group, ‘Suggestion of outlook’ in the OJT
target group wos extrocted. The former is intended to promote
reflection, ond the latter hos recognised the contents thot are
shown to be prospects.

The difference of plonned OJT type, tosk performance,
contextual performance ond subordinate training oftitude is
considered partly in recognition of the person in chorge and
the OJT torget person. Thus, hypothesis 1 is portiolly
supported.

Verification of the Impact of Planned OJT on
Performance

The following four points were reveoled about how plonned
OJT affects performonce. First, the type of plonned OJT
shows o direct effect on performance. In the person in chorge
group, ‘Guidonce on self-directed learning’ of the plonned
OJT type showed a direct effect on ‘Efforts in closs ond
school offoirs’ in tosk performonce. It is recognised thot
providing guidance reloted to the evaluation ond gool moking
by themselves are effective for school offoirs ond closs
implementation os task performonce. In the torget group,
‘Duties guidance by participont observation’ showed o direct
effect on ‘Goal setting’ ond ‘Correspondence’ in tosk
performonce ond ‘Commitment’ in contextual performance.
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Guidonce provided through the observation of seniors con be
interpreted that there are effects on affective performance thot
focus on duties ond performonce on vorious correspondence
ond goal setting in duties. From the above, hypothesis 2 is
supported.

Secondly, plonned OJT types show indirect effects on
performonce by mediating subordinate development ottitude.
In the person in charge group, ‘Guidance for socialisation’
showed on indirect effect on ‘Efforts in closs ond school
offairs’, ‘Chollenges overcome’ ond ‘Dedicotion’ by the
mediation of ‘Delegation’. In oaddition, ‘Guidonce for
socialisation” ond ‘Direct guidonce on knowledge ond skills’
indicated on indirect effect on ‘Positive involvement’ by the
mediotion of ‘Focilitotive Reflection’. In the OJT torget
group, only ‘Guidance on self-directed learning’ showed on
indirect effect on ‘Goal setting’ by the mediotion of
‘Suggestion of outlook’. The type of plonned OJT that did not
show o direct effect showed on indirect effect by the
mediation of subordinate training ottitude. From the above,
hypothesis 3 is supported.

Third, the difference is observed in the direct effect or on
indirect effect of both recognised. There wos only one
significant path of direct effect in the person in chorge group.
In controst, significont paths to oll of the performances were
shown in the OJT torget group. With regord to the indirect
effect, two subordinate troining ottitudes showed on indirect
effect on the four performonces of person in chorge of OJT.
Only one subordinate training oftitude showed on indirect
effect in the OJT torget group. This con be interpreted so os to
enhonce the effect by toking o deliberately subordinate
training ottitude when the person in charge of OJT
implements the plonned OJT. From the above, hypothesis 4 is
supported.

Fourth, plonned OJT type and subordinate troining ottitude
which do not show on effect on the performonce were present.
‘Guidonce for sociolisation’, ‘Positive involvement’ ond
‘Delegation’ in the person in charge of OJT group ond
‘Positive involvement’ in the OJT target person group had no
effect. We considered the presence of other foctors.

Suggestions for the Findings of Previous Studies

In the results for the OJT person in charge group in the
covarionce structure onolysis, it wos revealed thot plonned
OJT types show on indirect effect by the mediotion of
‘Delegation’ in subordinate troining ottitude. Delegation wos
a plonned OJT type that enhonced the effect in Sokokibora
(2004). However, in the present study, Delegation worked
through subordinate troining ottitude to enhonce the effect. In
addition, in the present study, the effect oppeared in newly
contextuol performaonce.

VII. CONCLUSION

Foctor onalysis revealed differences between the persons in
chorge of OJT ond OJT torget persons. For plonned OJT to
show the effect is to consider the results of covarionce
structure onalysis, we compared these findings with those of
previous studies. As o result, the effect of the plonned OJT
wos shown quontitatively. To enhonce the effect of the
plonned OJT in proctice, it is effective to focus on the efficacy
of subordinate training ottitude. Roather thon simply
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implementing the planned OJT, it is possible to enhance the
performance by consciously considering the subordinate
training attitude.

VIII. LIMITATIONS

Finally, the present study has some limitations and reveals
some issues for future research. The first limitation concerns
the survey sample, which is not sufficient because it consists
of only 45 participants in the charge of OJT group and 75
participants in the target person group. It is necessary to
obtain the cooperation of the school and Board of Education
to expand the sample size in a study of usefulness. The second
limitation has to do with the measurement scale. The factors
of subordinate training attitude and the OJT type were
present, which made it impossible to establish a path in
covariance structure analysis. Thus, there is a need to study
factors that were not investigated in this study.
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