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Abstract

Small and Medium-sized of Enterprise (SMEs) are one of the fundamental pillars of the sustainable economic
growth of Malaysia. Surprisingly, various research has shown that there is an issue arising in the sector of SMEs
where scholars concern about low innovation in the SMEs of Malaysia. Additionally, one of the sides of low
innovations shows by SMEs due to the lack of creative and trained employees. On the other hand, there is a limited
research focus on the relationship between employee training and creative performance in the sector of SMEs in
Malaysia. Hence, this research is going to focusing on enhancing employee creative performance by providing
training among employees of SMEs in Malaysia. However, after review of the recent works of the literature shows
that suitable training can enhance employee knowledge and skills that required employees domain and creativity
relevant skills and when employees feel that organization investing in their skills and knowledge development its
help them to engage with the organization alongside improving task motivation. Furthermore, this research is not
out of limitation, firstly; objectives have not tested yet and focus on for-profit organization, therefore, the
researcher suggests further research should focus on examining the relationship between training and employee
creative performance. Last not but least, the researcher also suggests for further research need to focus on the
nonprofit organization where can identify different perspective between training and employee creative
performance.
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Introduction

In response to the present globalized knowledge-based economy organizations have to hook the amount of
technological and demographical strengths to persevere and be productive in this challenging and energetic work
environment (Lopes, Scavarda, Hofmeister, Thomé, and Vaccaro, 2017). Appropriately, the organization ought to
concentrate on creativity and innovation which can make competitive advantage and maintainable development
among its adversaries (Kremer, Villamor, and Aguinis, 2019). Besides, in today’s competitive scene, an
organization ought to stay one step ahead to win the belief and certainty of customers (Lopes et al,
2017).Subsequently, to bargain with the customers' demand, the organization ought to concoct come up with
creative issues understanding and inventive solutions for the complex challenges within the work environment
(Liao and Tsai, 2019). Besides, at the authoritative level, creativity originates from workers who are the basic and
nontangible assets of the organization.

This is often since, one of the essential objectives of the HR division to boost representative inventiveness by
giving appropriate training (Veth, Korzilius, VVan der Heijden, Emans, and De Lange, 2019).) which builds up
staff's creativity relevant skills within the challenging work environment (Lee, Pak, Kim, and Li, 2019).

From the Malaysian point of view, there are a lot of creativity issues rising within the range of small and medium-
sized of the enterprise (Hanifah, Halim, Ahmad, and Vafaei-Zadeh, 2019; Halim, Ahmad, and Ramayah, 2019).
Various research likewise has illustrated that due to the non-creative workers within the small and medium size of
enterprise the tremendous majority of the organizations are raised sustainability issues amid the opening of early
age. (Hanifah et al., 2019; Halim et al., 2019; Abdullah, Ping, Wahab, and Shamsuddin, 2014, September). The
Ministry of International Trade Industry (2018) realizes that due to the non-creative employees and need of trained
employees this kind of issue confronted by small and medium-sized of enterprise in Malaysia. Hence, this thinks
about will be attending to concentrate on upgrading employee creative execution by providing training within the
little and medium-sized of enterprise in Malaysia.
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Small and Medium-sized Enterprises (SMEs) and Employee Creativity

The enhancement of SMEs of endeavours structures one of the fundamental ways of Malaysian initiatives to gain
sustainable economic growth and to see developed nation status persistently 2020 (Abdul-Mohsin, 2020; Abdullah
et al., 2014). Regardless, to achieve postulations initiatives, creativity and innovation may expect a basic work as
drivers for growth and intensity (Hanifah et al., 2019). SMEs are the most suppliers and service providers to the
industries, in this way, they require innovative and handy workers to concentrate on their objective especially when
they are major employers within the labour advertise. As appeared by CompareHero (Sept 25, 2019) as of now
within the segment of SMEs give 5.7 million occupations to 70% of Malaysia's workforce. Thus, the insights
appear that SEMs are made a bigger number of jobs than large ventures and are inalienably work heightened.

Other than the commitment to giving a job, there's an issue emerging in front of SMEs which is concerning low
innovation (Abdullah et al., 2014; Hanifah et al., 2019). National study of the report (2015) illustrated that 64.25%
of small organizations are less creative dependent on justify. Moreover, as demonstrated by the Ministry of
International Trade and Industry (2018) found that a nonappearance of innovation and adaptability of SMEs since
of the nonattendance of exceptionally much-prepared employees. Various research moreover recognized that over
40% of SMEs are not providing training to their staff (Abdullah et al., 2014; Khalique, Isa, Nassir Shaari, and
Ageel, 2011). Consequently, it impacts on non-creative culture among employees within the SMEs. In any case,
research recognizes that the knowledge and aptitudes gotten from the training are appeared to improve worker
creativity (Afolayan, Olukayode, Sulaiman, and Owolabi, 2019; Chaubey and Sahoo, 2019: Liu, Gong, Zhou, and
Huang, 2017).

Theoretical Framework
Training and Employee Creative Performance

Training is a program that is to make strides the specialized aptitudes, knowledge, adequacy, and esteem creation to
do a specific job in an enormously progressed manner. Also, training grows the specified aptitudes set and
associates within the improvement of inventive thoughts, basic considering capacities within the perplexing
working environment (Blomberg, 1989). As demonstrated by (Afolayan et al., 2019) training can update workers'
knowledge and capacities which are essential for innovative thoughts and grant such opportunities that move
forward creativity relevant skills (Chaubey and Sahoo, 2019). By offering training opportunities that can construct
employees' knowledge base or their creativity relevant skills, employees will endeavour to be continuously
innovative in their work (Athwaria, 2016).In the below adding latest studies that show the relationship between
training and employee creativity;

Authors Title Findings
Afolayan, M. Training and Employee Creative Performance: The result shows that training plays positive
A., Olukayode, A Study of Chevron Nigeria. relationships with employee creative performance
A., Sulaiman, A.
T., & Owolabi,
L. T. (2019).
Chaubey, A.,, & Role of HR interventions in enhancing The finding shows that training has a positive
Sahoo, C. K. employee  creativity and  organizational relationship with employee creativity.
(2019). innovation: an empirical study.
Liu, D., Gong, Human resource systems, employee creativity, The result found that extensive training plays
Y., Zhou, J., & and firm innovation: The moderating role of significant positive relationships with employee
Huang, J. C. firm ownership. creative.
(2017).
Jaiswal, D., & Impact of human resources practices on The result identified that HRM practices havea positive
Dhar, R. L. employee creativity in the hotel industry: The relationship with employee creativity.
(2017). impact of job autonomy.
Yadav, A. Linking Potential Training Outcomes to The result represents that training outcomes play a
(2016). Employee Creativity in Retailing: A Systems positive relationship with employee creativity.

View.
Athwaria, S. High-Performance = Work  Practices ‘and The findings show training has a positive relationship
(2016). Employees ‘Creativity: Testing the relationship  with employee creativity.
Chang, S., Jia, Do high-commitment work systems affect The result shows that HCWS positively related to
L., Takeuchi, R., creativity? A  multilevel combinational employee creativity. Additionally, one of the variables
& Cai, V. approach to employee creativity. of HCWS is training.
(2014).
Nawaz, M. S., Impact of employee training and empowerment  The result of the study shown that the impact of
Hassan, M., on employee creativity through employee employee training has a positive relationship with
Hassan, S., engagement: Empirical evidence from the employee creativity.
Shaukat, S., & manufacturing sector of Pakistan.
Asadullah, M.
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A. (2014).

Abdullah, N. H., Perception of training and employee The result shows that training has a positive
Ping, L. L., innovativeness: An evidence from small firms. relationship between employee innovativeness.

Wahab, E., &

Shamsuddin, A.

(2014,

September).

Jiang, J., Wang, Does HRM facilitate employee creativity and The researcher was using five HRM practices; one of
S., & Zhao, S. organizational innovation? A study of Chinese them is training.

(2012). firms. The result has shown that there is a negative

relationship with employee creativity.

Based on the literature reviewed the theoretical framework shown in figure 1 is proposed:

[ Training

——

{ Employee creativity ]

Figure 1: Proposed theoretical framework for predicting relationship between training and employee
creativity.

From the above study shows that there is a positive relationship between training and employee creativity.
Therefore, we are developing hypothesis;
H1: There is a relationship between training and employee creative performance.

Componential Theory of Creativity

Componential theory of creativity is the principal persuasive theory of creativity which is proposing by Amabile
(1988). The theory is representing that individual creativity has three sections: domain-relevant skills, creativity
relevant processes and task motivation. As a matter of first importance, domain-relevant skills part alludes to the
knowledge and skills in a particular domain. Other than that, Creativity-relevant processes discussing express or
inferred knowledge about reasonable procedures for delivering innovative thoughts, suitable strategies styles, and
work style. Task motivation is the third piece of the componential theory of creativity, which alludes to the
perspectives of individuals towards an errand and their perspective on their motivation (Amabile, 1988).

For explicit, training fundamentally extends workers' assortment of domain-relevant skills and skill basic for being
innovative (Amabile, 1983). Training practices can be custom fitted to overhaul the two areas of the domain-
relevant skills and creativity relevant skills. Besides, innovativeness can overhaul employee knowledge and
aptitudes that are fundamental to develop inventive thought structures and provide opportunities that update task
domain skills (Liu et al., 2019;Lau and Ngo, 2004). Then again, training can create staff competency and aptitudes,
in this manner, it causes employees to feel that organizations are contributing to building up their competency and
improvement. Hence, it normally inspired employees to focus on the job (Mostafa,Gould- Williams, and
Bottomley, 2015).

From the above contentions, it shows that suitable training practices cause employees to gain domain-relevant skills
and creativity relevant skills alongside task motivation. Consequently, the componential theory of creativity is a
standout amongst other fit theory to help the connection between training and employee creativity.

Conclusion

This study has shown that there is a positive relationship between training and employee creative performance. This
study also found that when employees get training, they can develop their skills and competency which helps on
domain-relevant skills and creativity relevant skills and improve task motivation. Other than that, this research
focuses on small and medium size of enterprise where the researcher tries to come out of the real situation on the
crisis of employee creativity.

83



ISSN 2219-1933 (Print), 2219-6021 (Online) ©Center for Promoting Ideas, USA www.ijbssnet.com

Moreover, the main contribution of this study which added a theoretical framework on the relationship between
training and employee creative performance. Secondly, this research focuses on SMEs labour market where the
majority of the workforce working in the Malaysian industry, but shockingly, the research found that lack of
creativity arises by the employees of SMEs. The practical contribution of this study will be the guideline for the
SMEs to provide the training of employees and upgrade their skills and competency which is required for creative
performance.

Furthermore, this study is not out of limitation; first, the objectives of the study have not tested yet. Thus, further
research should focus on training or other HR practices to employee creativity but need to test the objectives.Thus,
this study focusses on SMEs or for-profit organization, therefore, the researcher suggests conducting the nonprofit
organization like; higher education where can get the various perspective of employee creativity.
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