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1.  Introduction 
The automobile sector is an integral aspect of every growing country's general industrialization process, 

with industry development having a considerable positive impact on the broader economy. The automotive 

industry is one of the significant sectors contributing to the growth of the Malaysian economy, accounting 

for about 22.1% of the gross domestic product (Kasava et al., 2020). Every country's primary 

industrialization strategy includes substantial investment and economic development, including the 

automobile industry. The automotive sector is sometimes capital-intensive, necessitating enormous initial 

investment by public or private entities. Hence, due to the drastic changes in technology and increasing 

convolution in the work processes, automotive industries have recognized a new demand for skilled 

laborers and are implementing training for employees from this sector. Recent studies show training has a 

positive impact on business sustainability. The involvement of Malaysian Automotive Industry employees 

in producing high-quality outputs not only results in significant job satisfaction nit also motivation, 

innovation, and positive attitudes among team members (Doolani et al., 2020; Ragothaman and Palei, 

2020; Kamaruddin, 2018; AlManei et al., 2017; Dedy et al., 2016; Nordin et al., 2010; Mustapha & 

Rahmat, 2013). Each aspect directly impacts the engagement and performance of an individual or 

employee. Organizations hire people based on their skills and knowledge. Poor attitudes and bad habits, 

while lacking knowledge and skills, are shown to produce low commitment and performance based on the 

KASH model. However, the KASH model has demonstrated that the success of an organization is 

determined not only by knowledge and ability but also by individual attitudes and habits.  Rather than a 

lack of knowledge or skills (performance and commitment issues), most people are fired because of their 

attitude and habits (training issues). Moreover, training can furnish numerous advantages for employees in 

the automotive industry, likely to broaden their knowledge, skills, and potential to be efficient team 

members, upgrade their career development, and increase their job satisfaction (Doolani et al., 2020; 

Hanaysha, 2016). Surprisingly, empirical evidence indicated that only 50% of these employees were 

applying the knowledge and skills learned to their work after attending training conducted by their 

employers, and others are still lacking (Mustapha and Rahmat, 2013; Dawal et al., 2009). Thus, identifying 

the effectiveness of training conducted among the automotive industry’s employees is very decisive due to 

the limited studies conducted in examining the effectiveness of employees’ training solely using the KASH 

model among automotive employees because most of the training focuses on either technical training or 

individual development training. None of the training focuses on technical and individual development 

aspects, as the KASH model does. Similarly, training is a long-term commitment for all employees because 

they must learn new skills and knowledge that will be a turning point for their success in the workplace 

(Kancharla et al., 2020; Rickards et al., 2020). Furthermore, behavior changes will occur after the training 

process because they must think of a new way of managing things (Channon et al., 2020; Karjalainen et al., 

2020; Tarbox et al., 2020; Clegg et al., 2021; McIlwraith, 2021; Rampa et al., 2021). Perhaps skill, attitude, 

and habits can be influenced by training because these four aspects are essential for the workers, and 

employers choose to move the business in line with economic growth. The impact of global developments 

in the industry and employment sector reflects the increasing demand for a workforce, not only for those 

with academic and technical qualifications but also for those who must be flexible and adapt to changes in 

the labor market by developing and achieving a positional advantage. At the same time, soft skills are 

viewed as less crucial by employers than technical skills (Succi et al. 2020). 

 Many companies focus entirely on the growth of knowledge and skills, neglecting the attitudes and 

habits of their employees at the organizational level. KASH attributes affect our potential to succeed in 

our personal and professional lives. Gaps in knowledge or skills can be filled through training programs; 

this was proven by an empirical study empirical study proved this; the researchers (Goniewicz et al., 

2021) claimed that the training program is successfully accomplished and can retain the healthcare staff’s 

knowledge and skills. Moreover, previous studies (Adepoju et al., 2021) also indicated that a low level of 

knowledge in the construction 4.0 technologies would cause a low level of training among professionals; 

perhaps the result showed a high skill gap. However, the professional attitude of giving total commitment 

is also affected in health sectors (Banazadeh et al., 2021; Sendawula et al., 2018), hospitals (Kortteisto et 

al., 2021), industrial companies (Piwowar-Sulej, 2021), educational robotics or technologies (Papadakis et 

al., 2021), the travel industry (Gajić et al., 2021), and the hotel industry (Salem, 2021) due to unskilled 

workers. Training programs or hands-on experience are the best ways to handle the KASH model. A 

training program with practical activities that can address the gaps can be established once a needs 
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analysis has been thoroughly researched to identify the gaps. Due to this matter, the KASH model was 

introduced by David Herdlinger as a performance and learning coaching tool (Rangnekar et al., 2021), 

which can help reduce the training issue (Hashim et al., 2021) in various industries. The acronym KASH 

stands for knowledge, attitude, skills, and habits, from this perspective. KASH (knowledge, attitude, 

skills, and habits) has been defined as a domain-independent trait (Westphal et al., 1990; Westphal et al., 

1991) that directly affects the individual’s performance and commitment to the effectiveness of training 

(Abich et al., 2021; Basavaiah et al., 2021; Lazzara et al., 2021; Mukhtar et al., 2021; Rossini et al., 2021) 

as well as an organization. In this case, the KASH model is applicable if the organization can use it as a 

training strategy to increase employees’ professional commitment and performance when performing 

work tasks (Abdullah et al., 2021; Bhatti et al., 2021; Choiriyah et al., 2021; Niati et al., 2021; Torabi et 

al., 2021). organizationalThis can be detrimental to overall achievement at both the individual and 

organisational levels. This model addresses the following research questions: (1) How successful is the 

training level in increasing employees' professional commitment and organizational productivity? (2) 

Does the KASH model application improve training strategy? (3) How do you apply the KASH model in 

your training program to get employees to commit to their jobs? 

2. Literature Review 
Knowledge, Attitude, Skills, and Habits (KASH) displayed the identity of professional employees as 

an essential aspect that is growing attention amongst researchers in the field of human resource 

development (HRD) and organizational management based on its impact on the formation of effective 

and efficient employees (Jain, 2020; Jones et al., 2020). In the era of globalization, employee 

involvement as a professional has been recognized as a determining factor of success for successful 

organizations (Holdener et al. 2020; Mukaihata et al. 2020). Employees with high levels of 

knowledge, attitude, skills, and habits in using existing resources to improve organizational efficiency 

and effectiveness are associated with high levels of employee engagement (Ahmed et al., 2020; 

Witasari et al., 2020; Sadq et al., 2020; Clardy, 2021; Mikolajczyk, 2021). 

2.1.The effectiveness of the KASH model in organizations 

In the era of globalisation, employee involvement as a professional has been acknowledged as a 

critical determinant of success for successful firms (Holdener et al., 2020; Mukaihata et al., 2020). 

According to several studies (Ahmed et al., 2020; Witasari et al., 2020; Sadq et al., 2020; Clardy, 

2021; Mikolajczyk, 2021), employees who have a high level of knowledge, attitude, skills, and habits 

in leveraging current resources to increase organizational efficiency and effectiveness are more likely 

to be engaged. Knowledge, Attitude, Skills, and Habits (KASH) demonstrated the identity of 

professional employees as an essential aspect. And as part of this inclusion, each employee's working 

conditions and potential contribution must be considered. Additionally, each employee's working 

environment and potential contribution must be considered as part of this inclusion. The entry 

conditions for the workers impact their dedication to and performance on this assignment, as was 

mentioned in the introduction. Before using a KASH model, this feeling of inclusion can be 

considered a stage. At this point, it serves as an incentive for commitment, which develops into a 

routine habit that raises performance levels based on commitment attitudes (Hurtado et al., 2021). The 

contribution to participants' effectiveness in training models that include these four dimensions can be 

adequately evaluated if it is related to the organization's practices at the same time as the participant's 

expectations and personality, particularly the dimensions related to knowledge and skills. 

2.2. The application of the KASH model as a training strategy can contribute to achieving 

management objectives  

The Ministry of Human Resources Strategic Plan 2016–2020 is a five-year document of strategic 

planning and direction for the ministry. The KASH model (Westphal et al., 1990; Westphal et al., 

1991) will be researched and proposed for use in future human resource strategic plans for all 

industries, ensuring that all employees meet the organization's requirements. To achieve the objective 

of employee training development as a national leader in human resource development and 

management (Berman et al., 2021; Greer, 2021; Zhykharieva et al., 2021), the organization will ensure 

that its strategic plan is continually progressive, responsive, and dynamic. This study was analyzed to 

fulfill the aim of the strategic plan, and Figure 1 shows the KASH model as a training strategy. 
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The KASH model will be applied as a training method in this study (Figure 1) to help employees 

improve their knowledge, skills, attitudes, and habits to carry out job activities successfully and 

efficiently. A strategic evaluation framework is required for the development of KASH training 

models. It is presented as a contribution to achieving the defined objectives of this proposal through a 

framework based on solutions with sufficient theoretical and academic support to ensure the 

applicability of the proposed strategic and innovative approaches (Cabrera-Moya et al., 2023). By 

implementing this KASH model, the management aims to develop and produce competent, 

productive, responsive, and resilient human capital in the national labor market to increase national 

productivity (Gustafsson et al., 2021; Burger et al., 2021; Islam et al., 2021). As a result, the 

employability and employment of the local workforce can be increased to fulfill the needs of the 

national labor market using the KASH model (Sharma et al., 2019); to ensure a harmonious and 

conducive corporate relationship (Azis et al., 2020); prioritize safety aspects and occupational health 

(Ak et al., 2021); and ensure a social safety net that is comprehensive, dynamic, and progressive 

(Hughes, 2019). The KASH model may effectively develop employees' knowledge, skills, attitudes, 

and habits in this circumstance by looking at professional training methods. Hence, the management 

can maintain harmonious enterprise relations that are conducive to cooperation between employers, 

employees, and trade unions for the country's development and the people's welfare. The direction and 

problems of the labor market, as well as any issues with human capital, were nevertheless identified 

through the examination of labor data and statistical research (Hamilton et al., 2020). The analysis will 

contribute to better and more effective planning and formulation of labor policies and human resource 

development by applying this KASH model as a training strategy. Eventually, applying the KASH 

model as a training strategy aims to achieve management objectives in organizations, especially in 

enhancing effective service delivery and supporting services with integrity at all levels. This should be 

supported by sound governance. Capacity-building programs and training, as well as applying KASH 

noble values, are also implemented to strengthen human resources in terms of competence and 

resilience, as well as strategic cooperation at the domestic and international levels. 

3. Methodology 
3.1. Study design 

An online, in-depth interview was conducted for this study for several reasons. Firstly, it enables 

authors to gauge better insights into employees' experiences post-training to understand how 

knowledge, skills, attitudes, and habits are built during training (Berg, 2009). Secondly, it provides a 

better understanding of the efficacy of the current KASH Model for employees. It provides insights 

into enhancing strategies that can be employed to assist the training industry in moving forward. 

Lastly, it enables the researcher to capture more profound and richer insights into the data that was 

descriptive of how employees within this industry think and behave, which allowed for the unfolding 

of a complex process of understanding how they viewed the experience of training and its 

effectiveness. As such, an in-depth interview was the most appropriate choice. The interview was 

conducted online due to the ongoing COVID-19 pandemic and the social distancing policy 

implemented in Malaysia.   

3.2. Target population and Study participants 

This study adopts a qualitative method because this paper addresses a "complex" subject that cannot 

be easily quantified (Gibbs, 2007, as cited in Kallmuenzer et al., 2022). Instead, a qualitative research 

technique is required to describe and explain the events discussed in this study "from the inside" in 

their naturalistic context (Tajeddini, 2013; Yin, 2013). This method enables the researchers to observe 

the individual or employees' knowledge, attitude, skills, and habits in a real-world setting when 

handling technical issues in the Malaysian automotive industry. 

Desk research precedes thematic investigation, based on an analysis of findings from six in-depth 

interviews with experienced employees, trainers, and training managers. This study's population 

consists of employees, trainers, and training managers from various departments in Malaysia's 

automotive industry, with a predicted population of about 709,000 in 2023. Participants were 

purposely sampled in this study. Whether online or physically, employees from various departments in 

the automotive industry who recently attended training for the purpose of exploring themes of 
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knowledge, attitudes, skills, and attitudes in their areas of training were selected using a maximum 

variation sampling technique (Cohen, Manion, and Morrison, 2018). 

The sample that was picked for the interviews was chosen randomly about the type of company, 

position, gender, and kind of training to represent themselves and create a more comprehensive picture 

of the value of training in Malaysia's automotive industry. Participants were screened using 

predetermined criteria of importance, and the researcher stopped interviewing after the sixth 

participant due to a saturation of data, also known as information redundancy (Grady, 1998; Guest et 

al., 2006; Sandelowski, 2008; and Francis et al., 2010), that occurred after the researcher discovered a 

diminishing return in terms of themes, ideas, opinions, and patterns because of the highly 

homogeneous samples found in the study as new data tends to be redundant if similar themes, ideas, 

and opinions continue to resurface. 

3.3. Sampling method and data collection 

The respondents were chosen via purposive sampling because it is often applied in qualitative research 

where the researcher wishes to gather precise knowledge about a specific phenomenon rather than 

making statistical inferences or where the population is relatively small and specialised (Thomann et 

al., 2020; Ritchie et al., 2003). The researchers performed numerous interviews with different people 

if necessary and preferred because most respondents could not commit to participating in the interview 

session. Researchers first contacted the automotive industry's human resources department to conduct 

interviews. In this case, the HR manager then gave us the names of respondents, which consisted of 

employees, trainers, and training managers from various departments in the automation industry who 

were able to attend the interview session owing to their workload and schedule. Due to their jobs and 

schedules, several of them could not fully commit to participating in the interview session. 

Due to participants’ busy working schedules, authors must purposefully communicate with 

participants individually to arrange for the interview appointments. The arrangement was conducted 

via email correspondence as well as phone conversations. Both the interviewer and the interviewee of 

the interview proposed and agreed upon the session's schedule. 

Participants received a list of interview questions before the interviews began so they could better 

prepare for the sessions. However, the list of questions was not exhaustive, as new questions might be 

asked during the interview. The interview sessions were conducted remotely from July to September 

2022 via the Zoom application using the video conferencing features. Each interview session took 

around 1 hour to 1 hour and 30 minutes, depending on the openness of the discussion with 

participants. 

The authors used the criterion sampling approach to segment participants because they wanted to 

select employees from the automotive industry who fulfilled a pre-determined criterion of importance 

to ensure its appropriateness. Based on the authors’ pre-determined criteria of importance, the 

selection of employees must fulfill the following requirements: 

 Serve as an employee in the automobile industry in any capacity. 

 Have worked at least 1-2 years in the automotive industry. 

 Have attended any training [online or offline] related to their job role or professional 

development. 

3.4. Data analysis 

The material from the interview sessions was recorded, transcribed, and subjected to thematic analysis. 

The bycontent analysis was summarised in accordance with Kiger and Varpio’s (2020) and Braun and 

Clarke’s (2006) suggestions. They suggested systematically consolidating the data into essential 

content inductively and then retrieving the data's main themes based on the discussion content. Once 

iscompleted, coding will be assigned for each meaningful sentence, and then similar coding will be 

compiled into appropriate sub-themes. To reflect these sub-themes, these related sub-themes would 

finally be gathered under a significant subject. Once the first coding was completed, authors would go 

back and edit it until everyone reached an agreement on a representative coding scheme and topics for 

this study. 
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4. Result findings  
The authors combined information from six different discussion groups. In this study, the distribution 

of men and women is 67% to 33%, respectively. Most respondents (50%) have 6 to 10 years of 

industry experience. According to Table 1, they are all residences in Malaysia. 

Table 1. Profiles of respondents 
Characteristics Frequency (n) Percentage (%) 

Age (years)   

<30 0 0 

31-34 2 33 

35-40 2 33 

>41 2 34 

Gender   

Male 4 67 

Female 2 33 

Working experience   

<5 years 0 0 

6-10 years 3 50 

11-14 years 2 34 

>15 years 1 16 

Residence   

Malaysian 6 100 

Non-Malaysian 0 0 

 
The three main themes that the authors discovered when assessing the data are described in Table 

2, along with pertinent statements taken from participants. These three main topics are (1) the 

requirement for employees to get training and development, (2) the exchange of knowledge and the 

development of skills, and (3) the effects of training. 

Theme 1: training and development needs of employees 

The training and development needs of employees that respondents identify are further classified into 

two sub-themes: (1) focus on employees’ learning for current roles and future development and (2) 

link between employee training and performance. When an employee participates in training days 

outside of work hours or in wellness days for him and his family during non-work hours, his level of 

commitment and sense of belonging in the organization increase (Charalampous et al., 2019; as cited 

in Cabrera-Moya et al., 2023). 

The first theme concerns organisations’ stress on the importance of employee learning that 

facilitates their work responsibilities. Participants stated that there is a dedicated department under 

HR for training programs that provide training within or even outside their responsibilities. They also 

said that there is a mix of self-learning, learning from managers, and desktop learning in the 

development department. They elaborated on their opinion based on the following selected statements: 

Participant One mentioned that "besides technical abilities, the company takes the initiative to give 

you training in other aspects outside automotive... [that is] outside engineering [or] finance for 

non-finance people." 

Participant Six also affirmed by saying, "for research and development, we are focused on 

acquiring technical know-how from someone else and bringing it here for my departmental staff." 

The second emerging subject concerns the connection between employees' training and their 

subsequent work performance. Participants concurred that the training program's effectiveness is 

determined by how well it helped them accomplish, such as their sales outcomes, while also meeting 

the standards of KPIs established by their employers. They asserted that their primary success drivers 

are rivalry and the desire to excel. They emphasized the significance of comprehending the main 

learning objectives and the necessity of using the knowledge right away after training to retain it. The 

following statements illustrate their chosen insights: 

Participant 2 said ,"I would say that it’s based on results. It's based on...performance." 

Participant Four mentioned, "Of course, competition... [and] who is the best... [in] performance 

[to] improve in sales." 
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Consequently, the training and development department should invest in a knowledge system to 

gain a long-term competitive advantage because knowledge is a significant strategic asset. In the 

context of human capital development, both knowledge and information can help an organization 

build its human capital (Wijayati, 2019; Antunes and Pinheiro, 2020) and gain organizational 

resources. 

Theme 2:  Knowledge sharing and skill development 

In this study, two sub-themes are derived from employees' knowledge sharing and skill development: 

(1) the culture of knowledge sharing and skill development within organisations; and (2) the lack of 

practical training and knowledge sharing practises. The most significant features of knowledge in the 

organizational context are uniqueness and originality (Than et al. 2023), which emphasize knowledge 

management as a focus on technology or the ability to build systems that efficiently process and 

leverage knowledge in the healthcare industry (Janakiraman et al. 2023). A new model of KASH 

involves people and actions. It tries to foster an environment that is easier to define by sharing 

information rather than holding it. The concept can be applied to improve organizational culture and 

staff knowledge in the automobile industry. 

The first theme is related to the importance of cultivating a culture of knowledge sharing and skill 

development within organizations. Every participant agreed that there is a culture of collaboration and 

teamwork within organizations, but, at the same time, there were challenges with the effective 

knowledge-sharing practices observed. Still, they agreed that learning is a massive component of their 

job, company so there is a need to integrate it into the company's culture and let employees be 

accountable for the learning outcomes derived from training. 

Participant Four stressed that "the culture of sharing among each other is important, particularly 

when there is homework [provided by trainers]. We will discuss our viewpoints together in groups 

and share them." 

Similarly, Participant Two also stated that "through trusting your team and building your own 

culture within your team," 

Participant Six also had the same insight as Participant Four. Participant Six affirmed that 

"teamwork is a knowledge-sharing culture... to everyone to be able to apply it... "If they have 

something, they will come up and tell all." 

The second theme practical concerns the lack of effective training and knowledge sharing practices 

applicable to employees. While employees attended training courses, they did not demonstrate any 

change or improvement in their work practices. They further argued that possible contributors could 

be the lack of proper systems and processes and the busy work environment. They explained that there 

is a lack of follow-up or accountability after training sessions, resulting in the training being just 

another activity without any practicality. Selected participants’ comments are elaborated on below: 

Participant One stated that "[in terms of the effectiveness of training] there is a big challenge due 

to infrastructure. Conducting training after lunch hours is ineffective, as our brains can only 

absorb 70% of training materials. Worse still, trainers use the same examples. Nothing new from 

YouTube, Lacking originality and creativity-application... This kind of trainer is not good for the 

industry." 

Participant Five argued that "interaction with trainers and participants is crucial to keep 

participants engaged throughout the sessions. “There’s no point in engaging if we can’t retain the 

knowledge." 

Theme 3: Impact of training 

A sub-theme of the variety of training methods used was derived from the central theme of the impact 

of training on employees. Employees are allowedallowed to learn about various training programmes, 

including finance topics that are outside of their job scope. Organizations would even engage foreign 

trainers to provide a different content perspective to participants. Moreover, training outcomes might 

be achieved by applying a wide variety of training methods, such as hands-on training and simulation 

tools. By doing so, employees’ learning efforts would be valued, fostering a creative mindset and 

improving their communication skills for great productivity. It means that, while there are different job 

opportunities in various companies, the specialization achieved in training programs makes it less and 
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less likely that there will be a better external opportunity than the current one, giving the impression 

that there are no alternatives (Kraemer et al., 2011; as cited in Cabrera-Moya et al., 2023).  

The KASH model assists in developing organizational or industry efforts that can be linked to effective 

adoption and affect labor demand. Selected participants elaborated on their comments as below: 

Participant Five commented that "notes and interaction are [important] tools to facilitate training 

sessions. Role play and simulation tools... can simulate the participation of employees [in training 

sessions as well]." 

Participant Three also agreed with Participant Five by stating that "physical training is a better 

platform than online training... The delivery of trainers [should be] well versed in their areas... 

They should know the inside story of the industry. "They should share their experience with us, as 

they have experienced many challenges." 

Based on the results, it is possible to conclude that practical training is dependent not only on the 

trainers but also on the company's infrastructure since the automotive personnel will be able to use the 

information and skills learned during the training. As a result, they will develop a favorable habit of 

staying focused as specified and a strong desire to engage in future training. 

Table 2. Summary of themes and sub-themes 
Theme Sub-theme Description Example 

Training and 

development need of 

employees 

Focus on employees’ 

learning for current 

role and future 

development 

Providing trainings for various 

aspects outside the employee's 

current role. 

“For research and development, we 

are focused on acquiring technical 

know-how from someone else and 

bringing it here for my 

departmental staff…” 

The link between 

employees’ training 

and performance 

Providing hands-on training to 

gain practical experience 

“I would say that It's based on 

results. It's based 

on…performance.” 

Knowledge sharing and 

skill development 

Culture of 

knowledge sharing 

and skill 

development within 

the organization 

Encouraging individuals to share 

their knowledge with others 

“Through trusting your team and 

building your own culture within 

your team.” 

Lack of practical 

training and 

knowledge-sharing 

practices 

No improvement in work practices 

due to lack of proper system and 

process 

“… [In terms of the effectiveness of 

training] of a big challenge due to 

infrastructure…” 

Impact of training 
A variety of training 

methods used 

The delivery and content of the 

training, the role of the trainer, and 

the use of technology to track 

employee training and assess their 

knowledge. 

…” Role play and simulation 

tools…can simulate participation of 

employees [in training sessions as 

well.]” 

 

Theory development and policy implementation are two actionable proposals that can be made for 

themes in Table 2. Maslow's hierarchy of needs theory is a theory that explains the human motivation 

to fulfill their needs when requiring knowledge, attitude, skills, and habits in achieving organizational 

goals (Hermastho, 2023). Maslow's theory suggests organizational management identifies deficiencies 

in employees' urgent needs that influence negative attitudes and behaviors (Schermerhorn Jr. et al., 

2023); moreover, shortcomings and weaknesses of human resources (Chen et al., 2023) occurred due 

to insufficient training in enhancing employees' knowledge, attitude, skills, and habits. At the same 

time, providing an opportunity to meet the needs of an employee can be a source of positive 

motivation. Maslow's theory has been used and manipulated to increase productivity and 

organizational performance (Lianto, 2023). In addition to studies from Maslow's perspective, ERG 

theory studies (existence, relatedness, and growth) also show the same clear connection between 

physiological needs and organizational performance. ERG theory is the motivational factor that forms 

individual behavior, attitude, or habit and is used to explain and predict issues among employees in 

organizations, relationships and communication between employees, and also self-development in the 

workplace by providing training for employees' needs. Knowledge is essential in organisational 

performance (Demir et al., 2023). Recognition of the importance of knowledge in today's corporate 

and business society as one critical organizational resource found to be increasing in developing a 
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culture of knowledge sharing and skill development within the organization (Fait et al., 2023). This is 

because knowledge management (Sahibzada et al., 2023) will effectively be a catalyst for the 

continuous innovation process and also increase productivity (Bansal et al., 2023) by developing 

learning theory and grounded theory (Wang et al., 2023). In this case, the Training Management by 

Objectives (TMBO) policy should be implemented in the organization to ensure that training 

management by objectives (TMBO) makes a manager and an employee agree on specific performance 

goals and then design a plan to attain them. It links organizational goals and encourages employee 

participation and commitment in training development. 

5. DISCUSSION 
Four elements make up the KASH paradigm: knowledge, attitude, skills, and habits. These are the 

main elements of this study. The discussion of the KASH and its distinctive organizational themes was 

presented in the following section, and it was backed up by quotations from research participants and 

earlier study findings. 

Knowledge 
The suitableright theme for knowledge is the second sub-theme of employee training and development 

needs—the relationship between training and performance. 

The link between employees’ training and performance 

The new findings from this study are that employee training has a good or bad impact on their 

performance and might result in behavioral changes as a result of the knowledge and experience 

obtained during training (Wijayanti, 2019; Muardi and Rohmawan, 2022). Furthermore, from an 

employee’s perspective, securing information through training allows employees to gain more 

abilities, which creates value and leads to a competitive advantage, as well as improves their 

organisation's performance in areas such as sales and so on (Wijayanti, 2019; Azeem et al., 2021) in an 

organizational context. Findings showed that [Participant Two stated that the knowledge they got from 

the training is essential for them to implement in their job tasks to generate a good result and perform 

effectively]. Meanwhile, findings from Participant Four stated that the knowledge he gained from 

training enabled him to be more competitive in raising his sales when compared to his coworkers. As a 

result, knowledge is a potent weapon for every person in an automobile firm to obtain new knowledge 

and be more competitive due to job performance. 

Attitude 

The first subtheme of 'knowledge sharing and skill development,' which is 'culture of knowledge 

sharing and skill development within the organization,' is the relevant theme for attitude under the 

attitude component. 

Culture of knowledge sharing and skill development within the organization 

This study's novel discovery is organizingthat knowledge sharing, reading, and organizing foster a 

learning mindset among employees, allowing them to learn new skills and use them on the job 

(Battistelli, 2019; Nair and Munusami, 2020). This will enable them to improve their skills 

simultaneously (Battistelli, 2019; Nair and Munusami, 2020). As such, attitude is the inclination to 

behave in a particular way; all workers in the automotive sector are aware of the application of 

knowledge and abilities while doing everyday tasks. As a result, the attitude acquired throughout 

training is the most significant aspect of the program (Wijayanti, 2019). This is confirmed by the 

comment given by participants two, four, and six that there is debate on individual ideas among 

working colleagues during and after training. This allows them to learn more from their colleagues and 

fosters a positive attitude among them. To summarise the discussion, attitude is one of the indicators 

of training success since a positive attitude will motivate employees and their colleagues to perform 

well during routine work based on the skills they acquire during the training session. 
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Skills  

The first sub-theme of ‘training and development’s needs of employees," which is ‘focus on 

employees learning for current roles and future developments," is the greatest subtopic for explaining 

skills in automobile training. 

Focus on employees’ learning for current role and future development. 

Acquiring the requisite skills is critical for an employee's and an organization's overall development 

(Baird and Parayitam, 2019; Karim et al., 2019). As a result, experts feel that boosting an employee's 

performance will affect acceptable work abilities in carrying out tasks swiftly, on time, and 

professionally (Muardi, 2022; Karim et al., 2019). As a result, training is critical to providing and 

improving employees' abilities to meet their demands in carrying out their jobs and beyond (Muardi, 

2022; Ozkeser, 2019) from the conclusions [Participant Six, for example, stated that the technical 

skills they received were mainly from external specialists using the ‘know-how' method]. This 

suggested that knowledge sharing from an external automotive trainer would provide employees with 

an improved opportunity to learn new skills that would be considerably more advanced and convenient 

to utilize in their tasks in all contexts. Furthermore, people who acquire talents outside their job scope 

will be more competitive and progressive in their organization, as it prefers employees with 

multitasking abilities. As a result, [participant two mentions that their training and development 

department would conduct a variety of training for their employees beyond automotive aspects, such 

as finance for non-finance employees and technical skills for non-technical employees, so that they 

would understand the entire operation scope of an automotive organization, in addition to equipping 

them to be multitaskers. As a result, developing skills through training will enable employees to 

perform more effectively and efficiently, particularly in dealing with changes in automotive 

technology and work methods. This is a belief; significant changes in attitude, behavior, and skills can 

be observed among them. This will result in increased firm performance, allowing the production of 

higher-quality automotive products and services (Lahope et al., 2020; Baird and Parayitam, 2019; 

Karim et al., 2019). 

Habit 

There are two subthemes linked to the habit components. The second subtheme of 'knowledge sharing 

and skill development,' which is 'lack of effective training and knowledge sharing and practices,' and 

the first subtheme of 'impact of training,' which is 'variety of training methods used,' are strongly 

linked to the habit. 

Lack of practical training and knowledge-sharing practices 

In the automotive context, efficient training techniques, effective trainers, and information-sharing 

practices will foster their employees' habits of better absorbing knowledge and skills and applying 

them in their everyday jobs (Tashtoush et al., 2022). Practical training, on the other hand, might 

develop their habit of staying concentrated in the training and lead to participation in more training 

conducted in their firm. Surprisingly, based on the interview data, the authors discovered that training 

seemed less successful in some automobile companies. For example, Participant One stated that some 

of the trainers are not very creative in teaching instances using the automobile business. They tend to 

repeat the same example all the time, displaying YouTube videos, and nothing appears to be original. 

Participant Five, on the other hand, adds that this situation made it critical for both the trainer and the 

participants to be involved throughout the training session. Meanwhile, Participant One stated that 

while training courses are occasionally helpful, they cannot implement the skills and knowledge 

gained due to the company's poor infrastructural facilities. 

6. Conclusion  
The KASH model, also known as the "integration model," asserts that commitment is the consequence 

of each employee's integration of his social identity with his employment. And the employee's social 

identity includes, among other things, the person's attitudes and performance habits as a contribution 

of each personality to the organization. Continue developing and attempting to define the determinants 

of the KASH model's contribution to employee professional commitment and development through 
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training strategy as a starting point for its analysis. Developing knowledge and skill-related 

components enables a direct qualitative leap in process efficiency. The structure of the proposed 

KASH model as a training method successfully matches these necessary company characteristics with 

the characteristics of the employees, which are associated with their attitudes and habits. Eventually, 

the company's performance levels are directly influenced, and the organization embarks on a path of 

qualitative improvement intended to create world-class human capital. 

7. Practical Implication 
Workplace learning occurs in various situations and ways, resulting in knowledge, attitudes, skills, 

habits, and diverse techniques in different countries and parts of the world, allowing employers and 

employees to bring value to their businesses. From the organizational perspective, the K.A.S.H. 

techniques use on-the-job training that involves direct exposure to the scope of the job, namely the 

experience related to the job. It is carried out regularly in an industry, regardless of whether it involves 

academic or non-academic fields in heavy, light, or medium companies. Its targeted work training 

strategy incorporates the interaction between employees, regardless of whether the individual is in a 

junior or senior position. Among the training methods or techniques in the intended job is training 

involving programs such as mentor/mentee, work rotation, work arrangements, understudy, and 

apprentice. It involves on-the-job training techniques that are applied in various fields. Off-the-job 

training is still in the scope of the work involved, but it is more scientific and academic, whereas on-

the-job training is training in the work that involves numerous approaches. In this scenario, KASH 

tools can be applied in training, which can compare to a person's preparation for something and the 

improvement of various activities to increase performance depending on the skills and knowledge 

involved. Training is a situation that trains someone to improve something they want to enhance 

physically, emotionally, or intellectually. The hospitality field, for example, involves employees in the 

service department, especially the food and beverage (F&B) department. It sends employees to 

another department, another restaurant, or another department to see the suitability and performance of 

the job. This KASH method is more suitable for new employees to see suitability and optimal 

performance by comparing the work carried out. Work to provide positive results will place the person 

in that section. It is usually performed once every three months.   

8. Contribution 
While the previous section emphasized the lack of effectiveness of training, some participants found 

that the different training methods used by the trainers would improve their habits from the training 

they had attended. Participants two and five, for example, stated that the notes, role-play activities, 

simulation tools used, and trainer involvement in training sessions effectively increased employee 

participation. This is essentially employees' habit of performing and participating better in training. 

This demonstrates that the trainer's training approaches are highly related to employee behaviors that 

allow the organization to perform and succeed. A process based on the KASH model to develop 

employee professional commitment must be precisely based on its four components (knowledge, 

attitude, skill, and habits). It is the ideal combination of training processes to be developed based on 

the employees' backgrounds and experiences, as well as the support of a model for increasing the 

organization's levels of effectiveness. Committed employees had a stronger desire to stay with the 

company, a more proactive attitude toward their responsibilities, and, in general, a higher level of 

professional commitment (Arthur, 1992; Yang and Arthur, 2021). As a result, including aspects 

involving identity in training strategies that consider each person's habits and attitudes makes it 

possible to increase the sense of professional commitment. To continue developing and attempting to 

determine the determinants of the KASH model's contribution to the development of employee 

commitment and professionalism, the KASH model displays the significance of pre-employment 

training and training programs developed by companies for their employees through customized 

procedures that should consider each worker's prior knowledge, skills, and levels associated with their 

habits and attitudes. As a result of the research, organizations have discovered that implementing 

technical and vocational programs tends to raise income levels, highlighting a pattern that is consistent 

with the greater demand for technical skills in more advanced economies. There is no discernible 

pattern in the returns to training programs, implying that the economic value of training is likely to be 
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context-specific. As a result, the evidence would also show the positive and direct impact of KASH 

strategies on the operational and economic outcomes of the companies. 

9. Limitation & Future Recommendation 
According to this new framework, future researchers may be required to analyze (or test) a theory 

(framework or model) either (3) for the first time or (4) in a new context, location, and culture; (5) re-

evaluating and (6) expanding a theory (framework or model) through quantitative research. The 

limitations of the KASH model caused the researchers to suggest suitable theories to strengthen the 

model. In this case, the Social Identity Theory (Tajfel and Turner, 1979) and Marcia’s Identity Status 

Theory (Marcia, 1966) underlie the effectiveness of KASH elements in developing employees’ 

professional commitment to the workplace. The turning point showed that social identity theory 

presents personal and professional aspects and the ongoing interaction between the two in a group 

(profession). Marcia's Theory of Identity Status addresses identity confusion through exploration and 

professional commitment in the face of choices and alternatives in an individual's ideology and 

occupation. According to Marcia's Status Identity Theory, this condition is referred to as exploration, 

and it occurs when a person shifts from a hazy self-identity to a more defined self-identity (Lile, 2013; 

Brown, 2015). As a result, this study should be expanded in Asian and Western contexts by utilizing a 

mixed method to address the limitations of the KASH model. 

Acknowledgments 
The author would like to grab this opportunity to express our gratitude and deep thankfulness for 

enabling us to achieve this research study that shares the author's opinion and recommendation when 

pursuing their research work.  

Conflict of interest  
The authors declare no potential conflict of interest regarding the publication of this work. In addition, 

the ethical issues, including plagiarism, informed consent, misconduct, data fabrication and, or 

falsification, double publication and, or submission and redundancy, have been completely witnessed 

by the authors. 

Funding 
This research grant was awarded by UniRazak Research Grant UNIRAZAK/RMC/2022/001. 

  



580 Interdisciplinary Journal of Management Studies (IJMS), 17(2), 2024 

References 
Abdullah, M. I., Dechun, H., Sarfraz, M., & Saddiqa, A. (2021). The Impact of Career Commitment on 

Employee Achievement; an Empirical Investigation. Paradigms, 15(1), 37-43. 

Adepoju, O. O., & Aigbavboa, C. O. (2021). We are assessing knowledge and skills gap for construction 4.0 in a 

developing economy. Journal of Public Affairs, 21(3), e2264. 

Abich, J., Parker, J., Murphy, J.S. & Eudy, M. (2021). A review of the evidence for training effectiveness with 

virtual reality technology. Virtual Reality, 25, 919–933. 

Ahmed, T., Shahid Khan, M., Thitivesa, D., Siraphatthada, Y., & Phumdara, T. (2020). Impact of employees 

engagement and knowledge sharing on organizational performance: Study of HR challenges in COVID-19 

pandemic. Human Systems Management, (Preprint), 1-15. 

AlManei, M., Salonitis, K., & Xu, Y. (2017). Lean implementation frameworks: the challenges for SMEs. 

Procedia Cirp, 63, 750-755. 

Antunes, H. D. J. G., & Pinheiro, P. G. (2020). Linking knowledge management, organizational learning and 

memory. Journal of Innovation & Knowledge, 5(2), 140-149. 

Azeem, M., Ahmed, M., Haider, S., & Sajjad, M. (2021). Expanding competitive advantage through 

organizational culture, knowledge sharing and organizational innovation. Technology in Society, 66, 101635. 

Arthur, J. B. (1992). The link between business strategy and industrial relations systems in American steel 

minimills. Ilr Review, 45(3), 488-506. 

Azis, P., & Amir, M. T. (2020). Examining the intrapreneurship drivers and strategy: Case study of property 

services in Indonesia. The Journal of Asian Finance, Economics, and Business, 7(12), 169-179. 

Banazadeh, M., Khanjari, S., Naddaf, A., & Oskouie, F. (2021). Healthcare professionals‐related factors 

affecting parents' participation in decision making for neonates with life‐threatening conditions: A qualitative 

study. Journal of Evaluation in Clinical Practice, 27(4), 885-897. 

Basavaiah, J., Anthony, A. A., & Patil, C. M. (2021). Transformation of engineering education through student-

centric learning. International Journal of Learning and Teaching, 13(1), 32-41. 

Bansal, A., Panchal, T., Jabeen, F., Mangla, S. K., & Singh, G. (2023). A study of human resource digital 

transformation (HRDT): A phenomenon of innovation capability led by digital and individual 

factors. Journal of Business Research, 157, 113611. 

Baird, A. M., & Parayitam, S. (2019). Employers’ ratings of importance of skills and competencies college 

graduates need to get hired: Evidence from the New England region of USA. Education+ Training, 61(5), 

622-634. 

Battistelli, A., Odoardi, C., Vandenberghe, C., Di Napoli, G., & Piccione, L. J. H. R. D. Q. (2019). Information 

sharing and innovative work behavior: The role of work‐based learning, challenging tasks, and organizational 

commitment. Human Resource Development Quarterly, 30(3), 361-381. 

Bhatti, M. K., Soomro, B. A., & Shah, N. (2021). Training characteristics and employees' performance among 

the nurses in Pakistan. Journal of Economic and Administrative Sciences. 

Berg, B. (2009) Qualitative research methods for the social sciences, MA: Pearsons Education Inc: Inc. 

Berman, E. M., Bowman, J. S., West, J. P., & Van Wart, M. R. (2021). Human resource management in public 

service: Paradoxes, processes, and problems. CQ Press. 

Burger, M. J., Kounetas, K., Napolitano, O., & Stavropoulos, S. (2021). Do innovation and human capital 

actually narrow the technology gap? Champions and laggards of European regional productive performance. 

Regional Studies, 1-16. 

Braun V, Clarke V. (2006). Using thematic analysis in psychology. Qualitative Research Psychology, 3(2):77–101.  

Brown, A. D. (2015). Identities and identity work in organizations. International journal of management reviews, 

17(1), 20-40. 

Cabrera-Moya, D.R.R., Vasudevan. H., & Prieto-Rodriguez, G. (2023). KASH training models: Increasing levels 

of commitment and organizational effectiveness. Business: Theory & Practice, 24(1), 239-249. 

Chen, F., & Astillero, M. R. (2023, May). Check for an analysis of the incentive mechanism at the Private 

Universities for teachers' job satisfaction in Easter China: Taking H University as a Case. In Proceedings of 

the International Conference on Education, Humanities, and Management (ICEHUM 2022) (Vol. 741, p. 

189). Springer Nature. 

Clardy, A. (2021). What does HR manage? Workforce measurement and control. Merits, 1(1), 16-33. 

Cohen L, Manion L, Morrison K. (2018). Research methods in education. 8th ed. Abingdon: Routledge.  

Choiriyah, S., & Riyanto, S. (2021). Effect of Training and Competence on Job Satisfaction and Its Impact on 

Employee Commitment (Case Study at BPJS Ketenagakerjaan). International Journal of Innovative Science 

and Research Technology, 6(6), 1021-1030. 

Dawal, S. Z., Taha, Z., & Ismail, Z. (2009). Effect of job organization on job satisfaction among shop floor 

employees in automotive industries in Malaysia. International Journal of Industrial Ergonomics, 39(1), 1-6. 



Developing a KASH Model as a Training Strategy: A Qualitative Approach / Vasudevan et al. 581 

Dedy, A. N., Zakuan, N., Bahari, A. Z., Ariff, M. S. M., Chin, T. A., & Saman, M. Z. M. (2016, May). 

Identifying critical success factors for TQM and employee performance in Malaysian automotive industry: a 

literature review. In IOP conference series: Materials science and engineering (Vol. 131, No. 1, p. 012016). 

IOP Publishing. 

Doolani, S., Wessels, C., Kanal, V., Sevastopoulos, C., Jaiswal, A., Nambiappan, H., & Makedon, F. (2020). A 

review of extended reality (xr) technologies for manufacturing training. Technologies, 8(4), 77. 

Fait, M., Cillo, V., Papa, A., Meissner, D., & Scorrano, P. (2023). The roots of “volunteer” employees’ 

engagement: The silent role of intellectual capital in knowledge-sharing intentions. Journal of Intellectual 

Capital, 24(2), 399-429. 

Francis, J. J., Johnston, M., Robertson, C., Glidewell, L., Entwhistle, V., Eccles, M. P., & Grimshaw, J. M. 

(2010). What is an adequate sample size? Operationalising data sat-uration  for  theory-driven  interview  

studies. Psychol.  Health,  25(10),  1229–124. 

Gajić, T., Petrović, M. D., Radovanović, M. M., Vuković, D., Dimitrovski, D., & Yakovenko, N. V. (2021). 

Women’s Role in Organizational Commitment and Job Satisfaction in the Travel Industry—An Evidence 

from the Urban Setting. Sustainability, 13(15), 8395. 

Gibbs, G. (2007), Analyzing Qualitative Data, Sage, London. 

Guest, G., Bunce, A.  & Johnson, L.  (2006). How many interviews are enough?  An ex-periment with data 

saturation and variability. Field Methods, 18(1), 59–82. 

Grady, M. P. (1998). Qualitative and action research: A practitioner handbook. Bloomington: Phi Delta Kappa 

Educational Foundation. 

Greer, C. R. (2021). Strategic human resource management. Pearson Custom Publishing. 

Goniewicz, K., Goniewicz, M., Włoszczak-Szubzda, A., Burkle, F. M., Hertelendy, A. J., Al-Wathinani, A., & 

Khorram-Manesh, A. (2021). The importance of pre-training gap analyses and the identification of 

competencies and skill requirements of medical personnel for mass casualty incidents and disaster training. 

BMC public health, 21(1), 1-11. 

Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough?: An experiment with data 

saturation and variability. Field Methods, 18, 59–82. 

Gustafsson, C., & Lazzaro, E. (2021). The Innovative Response of Cultural and Creative Industries to Major 

European Societal Challenges: Toward a Knowledge and Competence Base. Sustainability, 13(23), 13267. 

Hamilton, R. H., & Sodeman, W. A. (2020). The questions we ask: Opportunities and challenges for using big 

data analytics to strategically manage human capital resources. Business Horizons, 63(1), 85-95. 

Hanaysha, J. (2016). Examining the effects of employee empowerment, teamwork, and employee training on 

organizational commitment. Procedia-Social and Behavioral Sciences, 229, 298-306. 

Hashim, S., Masek, A., Mahthir, B. N. S. M., Rashid, A. H. A., & Nincarean, D. (2021). Association of interest, 

attitude and learning habit in mathematics learning towards enhancing students’ achievement. Indonesian 

Journal of Science and Technology, 6(1), 113-122. 

Hermastho, B. (2023). Employee motivation strategies to improve performance in the sundanese cultural 

background business organization. Jurnal Indonesia Sosial Sains, 4(03), 181-199. 

Holdener M., Gut A. & Angerer A. (2020). Applicability of the user engagement scale to mobile health: A 

survey-based quantitative study. JMIR Mhealth Uhealth 8(1): e13244. 

Hughes, C. C. (2019). From the long arm of the state to eyes on the street: How poor African American mothers 

navigate surveillance in the social safety net. Journal of Contemporary Ethnography, 48(3), 339-376. 

Islam, M. S., & Amin, M. (2021). A systematic review of human capital and employee well-being: putting 

human capital back on the track. European Journal of Training and Development. 

https://doi.org/10.1108/EJTD-12-2020-0177 

Jain, N. (2020). The impact of human resource development (HRD) practices on organizational effectiveness: A 

review. Available at SSRN: https://ssrn.com/abstract=3859946   

Janakiraman, R., Park, E., M. Demirezen, E., & Kumar, S. (2023). The effects of health information exchange access 

on healthcare quality and efficiency: An empirical investigation. Management Science, 69(2), 791-811. 

Jones, J., Hamlin, R. G., & Ellinger, A. D. (2020). Examining evidence-based change agency practice in Anglo 

and Non-Anglo countries: Implications for professional HRD practitioners. In The Future of HRD, Volume 

II (pp. 113-145). Palgrave Macmillan, Cham. 

Karim, M. M., Choudhury, M. M., & Latif, W. B. (2019). The impact of training and development on 

employees’ performance: an analysis of quantitative data. Noble International Journal of Business and 

Management Research, 3(2), 25-33. 

Kasava, N., Mohd Yusof, N., & Mat Saman, M. (2020). Sustainable manufacturing application in Malaysian 

automotive manufacturing. International Journal of Business and Technology Management, 2(1), 34-39.  



582 Interdisciplinary Journal of Management Studies (IJMS), 17(2), 2024 

Kallmuenzer, A., Tajeddini, K., Gamage, T. C., Lorenzo, D., Rojas, A., & Schallner, M. J. A. (2022). Family 

firm succession in tourism and hospitality: an ethnographic case study approach. Journal of Family Business 

Management, 12(3), 393-413. 

Kiger, M. E., & Varpio, L. (2020). Thematic analysis of qualitative data: AMEE Guide No. 131. Medical 

teacher, 42(8), 846-854. 

Kraimer, M.  L., Seibert, S.E., Wayne, S.J., Liden, R.C., & Bra-vo, J.  (2011). Antecedents and outcomes of 

organizational support for development: The critical role of career opportunities. Journal of Applied 

Psychology, 96(3), 485–500. 

Kortteisto, T., Laitila, M., & Pitkänen, A. (2021). Professionals’ views on patient involvement in acute 

psychiatric wards: A qualitative study. Perspectives in Psychiatric Care, 57(3), 1489-1496. 

Lazzara, E. H., Benishek, L. E., Hughes, A. M., Zajac, S., Spencer, J. M., Heyne, K. B., & Salas, E. (2021). 

Enhancing the organization’s workforce: Guidance for effective training sustainment. Consulting Psychology 

Journal: Practice and Research, 73(1), 1-26. 

Lile, J. (2013). Toward a structural understanding of identity formation: A review and extension of theory. 

Identity, 13(4), 318-347. 

Lahope, R. R., Worang, F. G., & Gunawan, E. (2020). The importance of soft skills training on company 

performance at Bni Tolitoli branch office. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan 

Akuntansi, 8(1), 469 – 479. 

Lianto, L. (2023). Spirituality at workplace: A brief literature review. Journal of Social Research, 2(2), 271-280. 

Marcia, J.E.  (1966). Development and validation of ego identity status. Journal of Personality and Social 

Psychology 3, 551-558. 

Mukhtar, M. A., Tamby Chik, C., Ariffin, H. F., & Abdul Rahman, A. R. (2021). Job competency of foreign 

workers’ in shah alam restaurants: how does knowledge, attitude, practices and training effectiveness 

influence it?. Journal of Foodservice Business Research, 1-21. 

Muardi, J., & Rohmawan, K. (2022). The effect of discipline and training on performance of employees at the 

fire and rescue service in city administration of central Jakarta. Journal of management, accounting, general 

finance and international economic issues (MARGINAL), 1(2), 83-92. 

Mukaihata, T., Fujimoto, H. & Greiner, C. (2020). Factors influencing work engagement among psychiatric 

nurses in Japan. Journal of Nursing Management 28(2), 306-316. 

Mustapha, R. B. (2017). Skills training and vocational education in Malaysia. In Education in Malaysia (pp. 137-

153). Springer, Singapore. 

Mustapha, R., & Rahmat, R. (2013). Integration of social skills and social values in the National Dual Training 

System (NDTS) in the Malaysian automotive sector: employers’ perspective. TVET@ Asia, 1, 1-15. 

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The effect of training on work performance and career 

development: The role of motivation as intervening variable. Budapest International Research and Critics 

Institute (BIRCI-Journal): Humanities and Social Sciences, 4(2), 2385-2393. 

Nordin, N., Md Deros, B., & Abd Wahab, D. (2010). A survey on lean manufacturing implementation in Malaysian 

automotive industry. International Journal of Innovation, Management and Technology, 1(4), 374-380. 

Ozkeser, B. (2019). Impact of training on employee motivation in human resources management. Procedia 

Computer Science, 158, 802-810. 

Papadakis, S., Vaiopoulou, J., Sifaki, E., Stamovlasis, D., & Kalogiannakis, M. (2021). Attitudes towards the use 

of educational robotics: Exploring pre-service and in-service early childhood teacher profiles. Education 

Sciences, 11(5), 204. 

Piwowar-Sulej, K. (2021). Human resources development as an element of sustainable HRM–with the focus on 

production engineers. Journal of cleaner production, 278, 124008. 

Rangnekar, S., & Verma, M. H.(2021). Kash model: An integrative approach to curriculum development for 

management education in Technical Institute. Sarani Bhaumik, 51(1), 51-63. 

Ragothaman, C. B., & Palei, P. K. (2021). A study on evaluating the effectiveness of selected technical training 

programs through application of learning projects in a manufacturing sector. International Journal on Global 

Business Management & Research, 10(2), 29-34. 

Ritchie, J., Lewis, J., & Elam, G. (2003). Designing and selecting samples. Qualitative research methods, 77-108. 

Rostini, R., Souisa, W., Masmarulan, R., & Yasin, N. (2021). Competitiveness development, learning 

orientation, entrepreneurial commitment and business performance in the silk industry. Management Science 

Letters, 11(3), 903-908. 

Sadq, Z., Othman, B., & Mohammed, H. (2020). Attitudes of managers in the Iraqi Kurdistan region private 

banks towards the impact of knowledge management on organizational effectiveness. Management Science 

Letters, 10(8), 1835-1842. 

Sandelowski, M. (2008). Theoretical saturation. In Given, L. M (Eds), The SAGE Encyclopedia of Qualitative 

Research Methods. Thousand Oaks: Sage (pp. 875-876). 



Developing a KASH Model as a Training Strategy: A Qualitative Approach / Vasudevan et al. 583 

Sahibzada, U. F., Jianfeng, C., Latif, K. F., Shah, S. A., & Sahibzada, H. F. (2023). Refuelling knowledge 

management processes towards organisational performance: mediating role of creative organisational 

learning. Knowledge Management Research & Practice, 21(1), 1-13. 

Salem, S. F. (2021). Do relationship marketing constructs enhance consumer retention? An empirical study 

within the hotel industry. SAGE Open, 11(2), 21582440211009224. 

Schermerhorn Jr, J. R., & Bachrach, D. G. (2023). Management. John Wiley & Sons. 

Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J., & Najjemba Muganga, G. (2018). Training, employee 

engagement and employee performance: Evidence from Uganda’s health sector. Cogent Business & 

Management, 5(1), 1470891. 

Sharma, M. G., KR, M. K., & Sharma, K. (2019). Antecedents of competency development in B-Schools. 

International Journal of Knowledge Management and Practices, 7(2), 1-10. 

Thomann, E., & Maggetti, M. (2020). Designing research with qualitative comparative analysis (QCA): 

Approaches, challenges, and tools. Sociological Methods & Research, 49(2), 356-386. 

Tajeddini, K. (2013). Using grounded theory to model market orientation experiences at practice. International 

Journal of Business Excellence, 6(5), 553-571. 

Tajfel, H., & Turner, J.  (1979). An integrative theory of intergroup conflict.  In W.  G.  Austin & S. Worchel 

(Eds.), the social psychology of intergroup relations (pp. 33-48). Monterey, CA: Brooks/Cole. 

Tashtoush, M. A., Wardat, Y., Aloufi, F., & Taani, O. (2022). The effect of a training program based on TIMSS 

to developing the levels of habits of mind and mathematical reasoning skills among pre-service mathematics 

teachers. Eurasia Journal of Mathematics, Science and Technology Education, 18(11), em2182. 

Than, S. T., Le, P. B., & Le, T. T. (2023). The impacts of high-commitment HRM practices on exploitative and 

exploratory innovation: the mediating role of knowledge sharing. VINE Journal of Information and 

Knowledge Management Systems, 53(3), 430-449. 

Tien, N. H., Jose, R. J. S., Ullah, S. E., & Sadiq, M. (2021). Development of Human Resource Management 

Activities in Vietnamese Private Companies. Turkish Journal of Computer and Mathematics Education 

(TURCOMAT), 12(14), 4391-4401. 

Torabi, Z., Saeida Ardekani, S., & Hatami Nasab, S. H. (2021). Professional Commitment in the Relationship 

between Professional Competence and Job Performance in Oil Industry. Progress in Chemical and 

Biochemical Research, 4(1), 92-108. 

Wang, W., Zhang, Y., & Chen, S. (2023). The development of the sustainable innovation capabilities construct 

using grounded theory: evidence from Chinese equipment manufacturers. European Journal of Innovation 

Management, Vol. ahead-of-print No. ahead-of-print. https://doi.org/10.1108/EJIM-10-2022-0546 

Westphal, C., Williams, S., & Keech, V. (1991). A reusable knowledge acquisition shell--KASH. In NASA 

Conference Publication (Vol. 3110, p. 257). Scientific and Technical Information Office, National 

Aeronautics and Space Administration.. 

Westphal, C. R., & Tran, D. T. (1990). KASH: A general purpose knowledge acquisition shell. Assistant 

Secretary of the AIR Force (ACQUISITION) Washington DC Deputy DIR for Scientific and Technical Info. 

Witasari, J., & Gustomo, A. (2020). Understanding the effect of human capital management practices, 

psychological capital, and employee engagement to employee performances. The Asian Journal of 

Technology Management, 13(1), 1-15. 

Wijayanti, T. C. (2019, October). The effect of “Knowledge Management” training to improve employee 

performance in Pt Semen Indonesia (Persero) Tbk. In 2019 International Conference on Organizational 

Innovation (ICOI 2019) (pp. 453-457). Atlantis Press. 

Yang, J., & Arthur, J. B. (2021). Implementing commitment HR practices: line manager attributions and 

employee reactions. The International Journal of Human Resource Management, 32(16), 3339-3369. 

Yari, Y., Ramadany, S., Hadju, V., & Ramba, H. L. (2019). Relationship of Knowledge, Attitude and Training 

with Nursing Readiness in Handling Emergency Patients in Maros District Health Center. International 

Journal of Science and Healthcare Research (IJSHR), 4(3), 86-92. 

Yin, R. K. (2013). Case Study Research: Design and Methods, 5th Edition, Newbury Park, CA: Sage. 

Zhykharieva, V., Vlasenko, O., Poznanska, I., Matviienko, M., & Sokolova, M. (2021). The role of human 

resource management in the concept of sustainable enterprise development. In E3S Web of Conferences 

(Vol. 255, p. 01024). EDP Sciences. 

 

https://www.emerald.com/insight/search?q=Wei%20Wang
https://www.emerald.com/insight/search?q=Yi%20Zhang
https://www.emerald.com/insight/search?q=Shuguang%20Chen
https://www.emerald.com/insight/publication/issn/1460-1060
https://www.emerald.com/insight/publication/issn/1460-1060
https://doi.org/10.1108/EJIM-10-2022-0546

