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Abstract 
Problems associated to the performance, delivery and quality of product or services 
emanating from ineffective performance of the human resource in the Malaysian built 
environment are a continuing debate.  Critics have been frequent in associating these 
shortcomings with inadequacies within the continuing professional development (CPD), 
education and training provisions offered to the human resource.   
 
This paper presents the investigations on the underpinning concepts of CPD), education 
and training which identify their differences and similarities.  This was on the premise 
that understanding the similarities and differences are very important as they significantly 
influence how the technology is disseminated and roles that must be to be played by the 
parties responsible for their design and delivery.  The findings suggest the need to 
understand similarities and differences in the application of the meanings of education, 
training and CPD are important; but more importantly, they must all be underpinned with 
learning.   It is imperative that that the parties responsible for the education, training, 
learning, development must appreciate learning.  This must be conceived collectively 
applied within the design and delivery to the provisions to be effective.   
 
Keywords: Built environment, human resource, education, training, continuing 

professional development (CPD), learning  
 

1. Introduction 
It is a general belief that the way forward 
for ensuring sustaining performance of 
the human resource is through the 
process of continuing professional 
development (CPD), education and 
training.  Imbued with this conviction, 

the Malaysian built environment 
initiated many initiatives to offer to the 
human resource.  However, to date 
results have been variable and critics 
frequently argue that that many of the 
CPD, education and training offered to 
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the human resource have been somewhat 
inadequate and ineffective.    

The common argument arising from the 
challenge of providing effective CPD, 
educate and train the human resource is 
the scope to which the responsible 
parties conceive, design and deliver the 
CPD, education and training provisions.  
The recurrent questions of; “Who should 
provide the education?”, “Who should 
provide the training?”, “Who should be 
responsible for CPD? and “How should 
these initiatives be coordinated?” 
continue to be debated.   In conceiving 
this issue, some have contended that 
differentiating CPD, education and 
training is a non issue as it is just a case 
of semantics.  Yet in the practical 
operational context, the understanding 
and the appreciation of the similarities 
and differences have significantly 
influenced the way in which the parties 
responsible designs and offers the 
provisions to the human resource.   

In conceiving this issue, this paper 
discusses the differences and/or 
similarities between CPD, education and 
training, their sustentative meanings and 
their features before underlining the 
elements that facilitate their effective 
provisions.  This was drawn from a 
research undertaken by the authors to 
investigate the validity and 
appropriateness of the current provisions 
offered to the Malaysian built 
environment human, which in-part 
investigates CPD, education and 
training.  The significance of the holistic 
appreciation of CPD, education and 
training underpinned by learning is 
underlined in the conclusion. 
 
 
 
 

2. Scenario of the Malaysian 
Built Environment Human 
Resource   
At its best, the Malaysian built 
environment is capable of matching its 
counterparts from the more developed 
countries delivered with world-class 
standards and quality.  This can be 
exemplified, amongst others, from the 
construction and administration of the 
new National Administrative Centre at 
Puterajaya, Multi-Media Super Corridor, 
Petronas Twin Towers and the Kuala 
Lumpur International Airport (KLIA).   
However, performance in many other 
areas has been poor.   Complaints of 
products and services offered not up to 
the required quality are recurring, many 
completed built infrastructure are 
deteriorating rapidly, many construction 
projects not completed on time, within 
cost or quality and reliance on imported 
workers continue to be on the increase 
(CIDB, 2006, Sariah 2003).      

Malaysia has always modelled the UK 
system in developing the human 
resource.  CPD, education and training 
offered to the human resource and CPDs 
are offered through the academic, 
vocational and professional frameworks.  
Organisations such as technical colleges, 
institutions of higher learning, 
vocational schools, national training 
organizations, in-house construction 
organizations, employers and 
professional institutions play central 
roles in offering the range of 
improvement pathways and alternatives 
for the human resource.   

Whilst this provides the advantage of 
creating linkages between the 
frameworks, the task of outlining the 
scope of education, training, 
development and CPDs has been very 
complex.  This is because in many 
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circumstances, these frameworks overlap 
and tends to blur the demarcation 
between them.  This blurred demarcation 
tends to impede some activities to 
educate, train, develop and provide CPD 
to the human resource.  Hassan (1994), 
Arshad (1997), Ghani (2003) and Ismail 
(2005) pointed out that in many 
instances, education, training, 
development and CPD in Malaysia tends 
to be polarised and fragmented, and this 
tend render the many of the provisions 
ineffective.   

In conceiving this issue, technology 
together with education, training and 
CPD were investigated.   
 

3.  Technology, Education, 
Training and CPD  

3.1. Technology 
CPD, education and training in the built 
environment falls within the disciplines 
of studies of technology within the 
realms of social sciences.   Technology 
is a broad concept that deals with the 
usage and knowledge of techniques 
‘tools’ and ‘crafts’ in a particular 
specialized field of endeavor (Franklin, 
1989).   Frequently, technology have 
been used to refer to a collection of 
techniques to combine resources to 
produce desired products, to solve 
problems, fulfill needs, or satisfy wants; 
it includes technical methods, skills, 
processes, techniques, tools and raw 
materials.  The scope of technology is 
diverse.  As pointed by Bergmann 
(2006), that technology can be viewed as 
an activity that forms or changes culture.  
It is not limited to the application of 
subjects such as math, science, and the 
arts for the benefit of life as it is known.  
This can be exemplified from the rise of 
communication technology, which has 
lessened barriers to human interaction 

and, as a result, has helped spawn new 
subcultures; the rise of cyberculture has, 
at its basis, the development of the 
Internet and the computer. 
Social science is concerned with the 
study of the social life of human groups 
and individuals which includes 
anthropology, communication studies, 
criminology, economics, geography, 
history, political science, psychology, 
social studies, and sociology (IES, 
2007).  The social sciences are 
sometimes criticised as being less 
scientific than the natural sciences, in 
that they are seen as being less rigorous 
or empirical in their methods. Studies in 
social sciences are considered to be 
largely observational, in that 
explanations for cause-effect 
relationships are largely subjective. 
 
Built environment refers to the man-
made surroundings that provide the 
setting for human activity, ranging from 
the large-scale civic surroundings to the 
personal places (Wikipedia, 2006).   
Technology within the context of the 
built environment, CPD, education and 
training is an interdisciplinary field of 
study to address the design, management 
and use of these man-made 
surroundings, and their relationship to 
the human activities which take place 
within them. The field is generally not 
confined to just academic discipline in 
its own right, but as a "field of 
application" which also draws upon the 
individual disciplines of economics, law, 
management, design and technology. 
   

3.2.  Education 

Education originates from the Latin 
word which means "to raise", "to train" 
or “to bring up”.  Wikipedia (2007) 
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defines education also as a discipline, a 
body of theoretical and applied research 
relating to the understanding and 
improving the process of teaching and 
learning.  Allman (1982), Martin (1998), 
Hughey and Mussnug (1997) and Matrix 
(1998) converge to argume that many 
early definitions of education tends to 
advocate a front-end model of education, 
which put the idea that education occurs 
during the formulative years, and when 
socially matured, education ceases.  
Peter (1973) perceives education as a 
humanistic process that leads to of an 
individual being ‘educated’.   

Gura (1992) asserts that the current 
concepts of education emerged 
significantly from the earlier works of 
Friedrich Froebel and John Dewey.  
Friedrich Froebel (1782-1852), who 
introduced kindergarten as for early 
childhood education demonstrated that 
children learn by playing.  John Dewey 
(1859-1952) introduced the idea that 
education and life are interrelated, not 
separate; children learn best by doing 
and acting on the world, and by 
continuity of experience which is 
essential to growth.  Developing further 
from these concepts, Richardson and 
Wolfe (2001) and Dewey (2005), 
suggest that formal and informal 
education is important but they need to 
be differentiated.  They conceive formal 
education as highly structured and 
informal education takes place mostly 
outside recognised educational 
institutions. 

Reid and Barrington (2004) and Bereiter 
(2002) view education as also taking 
place beyond individual’s early 
intellectual development stage.  Jarvis 
and Griffin (2003) stresses that 
education must involve learning that 
must be built on understanding.  They 

add that education is not a single event 
and should be planned rather than 
haphazard.    Cross (2006) and Merriam 
at al (2007) maintain that learning in 
education should not be limited only to 
the formal process; education should be 
principle driven, teaches general skills 
and knowledge for the sake of a field 
discipline rather than having a specific 
job focus.   

 

3.3.  Training 
Wikipedia (2007) defines training as the 
teaching of vocational or practical which 
relates to specific useful skills. In noting 
the variable definitions of training, 
Anderson (1994) suggest that training is 
a systematic development of the attitude, 
knowledge and skill behavior pattern 
required by an individual in-order to 
perform adequately a given task or job.   
Thomson (1990),  Gravan et al (1995), 
Reid and Barrington (1999) and Matrix 
(1998) are common in defining training 
as a deliberate, planned and systematic 
process to modify, develop knowledge, 
values, attitude, techniques and skills 
through learning experiences, to achieve 
a set level of performance in an activity 
or a range of activities.  Consistent in 
their views were the belief that training 
must be derived from understanding the 
learning process and if successful will 
speeds up the learning process; training 
is focused to make the individual 
proficient by instruction and practice; 
and is a job specific form of education 
which can be general or organisation 
specific but does not necessarily relate to 
the job that the individual undertakes.  

Thomson (1990) conceive training as a 
deliberate, planned and systematic 
process to modify, develop knowledge, 
values, attitude, techniques and skills 
through learning experiences.  This is to 
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achieve a set level of performance in an 
activity or a range of activities.  In 
differentiating training from education, 
Rodgers (1986) suggest that training 
have narrow goals and specifies the 
‘right’ way to do something.   Reid and 
Barrington (1994), Thomson (1990), and 
Harrison (1993) commonly maintain that 
training should focus at making the 
individual proficient by instruction and 
practice.  It is a job specific form of 
education, which can be general or 
organisation specific, but does not 
necessarily relate to the job that the 
individual undertakes.  Gravan et al 
(1995) emphasise that training must be 
developed from understanding the 
learning process and how humans learn 
because effective training speeds up the 
learning process.  In differentiating 
formal from informal training, Thomson 
(1990) suggest that in contrast to 
informal training, formal training entails 
deliberate and structured learning 
process.  Hendry et al (1995) underline 
the continuum of training as 
encompasses initial, continued skill 
training and re-training.   

Thomson (1990) suggest that training is 
a deliberate, planned and systematic 
process to modify, develop knowledge, 
values, attitude, techniques and skills 
through learning experiences.  This is to 
achieve a set level of performance in an 
activity or a range of activities.   In 
differentiating training from education, 
In differentiating training from 
education, Rae (1986) suggest that 
training have narrow goals and specifies 
the ‘right’ way to do something.  He 
underlines that while general training is 
applicable to many specific training is 
the specific acquisition of a skill 
valuable to selected employers only.  
Thomson (1990), Gravan et al (1995) 
and Reid and Barrington (2004) 

commonly maintain that training should 
focus at making the individual proficient 
by instruction and practice.  It is a job 
specific form of education, which can be 
general or organisation specific, but does 
not necessarily relate to the job that the 
individual undertakes.   

Gravan et al (1995) emphasise that 
training must be developed from 
understanding the learning process and 
how humans learn because effective 
training speeds up the learning process.  
Martin (2006) conceives that training 
can be a subset of learning but warn that 
training alone is not powerful enough to 
develop people in organisations.  In 
differentiating formal from informal 
training, Wilson (2005) suggest that in 
contrast to informal training, formal 
training entails deliberate and structured 
learning process.  Hendry et al (1995) 
underline the continuum of training as 
encompasses initial, continued skill 
training and re-training.  Axtell et al 
(1997) affirms that initial transfer of 
skills is an important pre-requisite of 
subsequent skill application at the 
workplace.   

 

3.4. Continuing Professional 
Development (CPD) 
CPD in the built environment originates 
from the concepts of human resource 
development within the context of 
general management.  Baum (1995), and 
McIntosh (1994) identify development 
as more focussed to the learner than the 
learning. It is not concerned with the 
uniformity of learning outcomes as 
training is but concentrates on enhancing 
jobs by enhancing employees.  Many of 
the notions of the development points to 
the issue of expanding one’s potential 
through conscious and unconscious 
learning process with the view to 
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enabling the individual to take up a 
future role within an organisation.  
Amongst them, Pedler (1995) defines 
development as making the most that 
one can out of opportunities in both the 
outer and inner sphere, while Baum 
(1995) Lauermann (1992) characterises 
development as a process that can take 
place at any time and is not constrained 
by formal parameters or at specific 
points within an individual’s life cycle. 
Neither it is confined to the classroom or 
coaching situation, nor is it situational 
term restricted to planned or formalised 
group sessions. 

 

Knight (2002) and Eurat (1999) note that 
CPD emanate from the concern that the 
lifespan of knowledge gained during the 
initial professional course will decline 
with change.  To circumvent this, 
especially within the current rapidly 
changing business environment, 
professionals need to adopt education 
and training as a continuous lifelong 
process to be in touch with the current 
developments.  They maintain that this 
has been the basis for professional 
institutions to ensure that their members 
can continually maintain and develop the 
knowledge and competency level.  This 
is supported by Cerverno et al (1992) 
who add that competence development 
is an integral part of becoming a 
sustainable competent professional. 
 
Dreyfuss and Dreyfuss (1986) observe 
that a person’s learning starts from a 
novice to become an advance beginner 
before proceeding to be proficient, then 
competent and finally an expert.   Eraut 
(1999) suggest that much of the learning 
required to attain full professional 
competence in CPD actually occur after 
the completion of formal training.  He 
suggest that off-the-job and work-based 

learning as the fundamentals for 
ensuring the continuous process of 
development.  Cheetham and Chivers 
(2001) suggest the important need to 
appreciate the processes that leads to 
professional competence.  They assert 
that this must include the opportunity to 
experience a wide range of 
developmental experience; the 
motivation to acquire the necessary 
competencies and to improve 
continuously with adequate practice in 
carrying out the various key tasks and 
functions in order to master the requisite 
competencies. They add that persistence 
in overcoming difficulties and in 
preserving when things are not going 
well together with the influence and 
support (when needed) of others as the 
essential ingredients of effective CPD.  
 
 
4.  Evaluating the differences 
and similarities 
Analysis of the education, training and 
CPD identified their differences and 
similarities.  It is logical to suggest all 
are complimentary components of the 
same process, i.e. the enhancement of 
human potential or talent.  Education is 
often viewed as the beginning of the 
individual’s intellectual development.  
Training is frequently viewed as a pre-
requisite for a job to they certify his/her 
ability and suitability to the prospective 
job.  CPD appears to be the primary 
processes to which education, training 
and formal education contribute, which 
in turn facilitates ‘growth’ or 
‘development’ within the individual and 
the organization.   

There are important distinguishing 
features can be drawn. Education is 
generally focused at the individual and 
its objectives are usually less 
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quantifiable as each individual’s learning 
priorities differ.  In a training context, 
behavioral objectives are quite specific 
and are usually related to the present job.  
In CPD, it is focused primarily on future 
roles, behavioral objectives tend to be 
less precise.  The nature of the learning 
process within education, training, 
development and CPD can be different.  
Training mostly involves learning in a 
structured mechanistic manner.  On the 
other hand, education and CPD tends to 
emphasise on ‘organic’ learning 
practices where the focus of change in 
the individual, rather than what he or she 
can do.  The learning context of each 
also varies.  Training can also be 
associated with ‘learning by doing’ 
whereas education is more synonymous 
with ‘learning by thinking’; and CPD 
involves learning thinking, doing and 
feeling.  

The distinction between education, 
training, development and CPD is 
frequently a function of their use.  
Within the context of the development 
and improvement of the Malaysian built 
environment human resource, this may 
be part of the educational initiative, but 
may equally comprise an element of an 
industry level or in-house management 
training or CPD programme.   

It is arguable that the debate about the 
similarities or differences between 
education, training and CPD is primarily 
academic.  However, in the real 
implementation process there is a 
tendency to polarise them.   Absolute 
definitions are usually not really helpful 
in understanding the role of education, 
training and CPD.  Within the practice of 
the education, training and CPD in the 
Malaysian built environment, such 
distinction have occurred and is still 
occurring.  

Identifying learning as the emergent and 
central underpinning theme in education, 
training and CPD, learning was 
investigated and is discussed as follows: 

 

4.1.  Learning 
There is a great difficulty in defining 
learning precisely and this is largely due 
to the lack of a common accepted 
definition Merriam at al (2007).  In 
acknowledging that learning covers such 
a wide spectrum of conditions, the 
culminating views of Gravan et al 
(1995), Mullins (2002), Osborne (1996), 
Beaton and Richards, (1997) suggest that 
learning be conceived as about the 
attainment of knowledge and skills. 

The origins of the ‘modern’ study of 
learning based on the concepts of 
‘Behaviorism’, ‘Cognitivism’ and 
‘Constructivism’ drawn from the works 
of earlier leading psychology behavioral 
scientists such as Pavlov, Watson, 
Thorndike and Skinner were noted from 
Mullins (2002), Martin (1998) and 
Torrington et al (2002).  ‘Behaviorism’ 
advocates the theory reflexes could be 
‘conditioned’ to respond to new situation 
and stimuli.  In ‘cognitivism’, cognitive 
theorists view learning as involving the 
acquisition or reorganization of the 
cognitive structures through which 
humans process and store information.  
They suggest that much learning 
involves associations established 
through contiguity and repetition, and 
the importance of reinforcement in 
providing feedback about the correctness 
of responses.  “Constructivism’ 
propounds the theory that   knowledge is 
constructed from experience, learning is 
a personal interpretation of the world 
and is an active process in which 
meaning is developed on the basis of 
experience.  Constructivism promotes 
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learning as should be situated in realistic 
settings; testing should be integrated 
with the task and not a separate activity.  
In appreciating these concepts, Abdullah 
(2001) adds that the individual cognitive 
learning process begins with the 
individual’s sensory input where 
information coming from the senses is 
transformed, produced, elaborated, 
recovered and used.  Gravan et al (1995) 
maintain that learning is not a single 
concept and there are many perspectives 
to learning which can lead to different 
types of learning.    
 

In reviewing the works of Pavlov, 
Watson, Thorndike and Skinner, Klob 
(1984) and Mumford (1991) argue that 
‘passive’ approach to learn neglects the 
human ‘cognitive’ elements such as 
curiosity, the desire to learn and feel.  
Klob (1984) proposes that learning takes 
the form of a cycle beginning with 
experience, followed by observation, 
theory building and putting into practice 
cycle.  In supporting Klob’s learning 
cycle, Mumford (1991) adds that the 
learning veers away from the cycle after 
repeated exercise.  The theory of 
learning based on the ‘learning curve’ 
advocates the notion that individual’s 
tend to learn a new task more rapidly at 
first and the ‘learning curve’ is steep, 
and then gradually plateaus after 
acquiring significant experience 
(Martins, 1998).  It advocates the view 
that individuals tend to learn a new task 
more rapidly at first and the ‘learning 
curve’ is steep, and then gradually 
plateaus after acquiring significant 
experience.  Torrington et al (2002) 
suggest a variation that in reality, the 
learning process is characterized by a 
series of learning curves and loops.   

Rae (1999), Abella (1987) and Mathews 
(1995) suggest that in contrast to 

traditional learning, ‘active’ learning is 
more effective because the individual 
will be able to learn better through 
activities such as ‘action learning’, 
‘experiential learning’ and ‘problem-
based’ processes. Abella (1987) 
identifies task-force, exercise, case 
discussion, simulation, games, role-play 
exercise, group discussion and 
presentation/lectures as the methods that 
can be applied in effective learning 
processes.  Abdullah (2001), Bee and 
Bee (1998) and Reid and Barrington 
(2004) mutually believe that to promote 
effective learning, individuals should 
learn not only by adaptation but also 
through manipulation or ‘interventions’.  

 

5.  CPD, Education and 
Training: An Integrated 
Approach 
 
While the concepts discussed above are 
characterised as distinct in some way, 
there are elements common to all of 
them.  To begin with, they are all 
concerned with learning. CPD appears to 
be the primary processes to which 
education, training and formal education 
contribute, which in turn facilitates 
‘growth’ in both the individual and the 
organization.  Education and training 
tends to be viewed as a pre-requisite for 
a job because they certify the 
individual’s ability and suitability to the 
prospective job. It is therefore logical to 
suggest that all are seen as 
complimentary components of the same 
process, i.e. the enhancement of human 
potential or talent. 

However, there are important 
distinguishing features can be drawn. 
Education is generally focused at the 
individual and its objectives are usually 
less quantifiable as each individual’s 
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learning priorities differ.  Within the 
training context, behavioral objectives 
are quite specific and are usually related 
to the present job.  In development and 
CPD context, it is focused on future 
roles, behavioral objectives tend to be 
less precise.  The nature of the learning 
process within education, training, 
development and CPD can be different.  
Training mostly involves learning in a 
more mechanistic manner.  On the other 
hand, education and CPD tends to 
emphasize on ‘organic’ learning 
practices taking place at different phases 
of the individual’s life where the focus 
of change in the individual rather than 
what he or she can do.  The learning 
context of each also varies.  Training 
tends to be associated more with 
‘learning by doing’ whereas education is 
more synonymous with ‘learning by 
thinking’ while CPD involves more of 
learning by thinking, doing and feeling.   

The distinction between education, 
training, development and CPD is 
frequently a function of their use. Within 
the context of the development and 
improvement of the Malaysian built 
environment human resource, this may 
be part of the educational endeavour, but 
may equally comprise an element of an 
industry level or in-house management 
training or CPD programme.  It may be 
argued that the debate about the 
similarities or differences between 
education, training, development and 
CPD is primarily too hypothetical to be 
significant. However, in the real 
implementation process there is a 
tendency to polarise them especially 
when identifying parties, what they 
should do, especially when structuring 
the provisions for the human resource.  
In the final analysis absolute definitions 
are not really helpful in understanding 
the role of educators, trainers, and CPD 

providers.  In practice in the Manaysian 
built environment, such disconnection 
have and is still occurring.  

 
6.  Need for a holistic view 
There is a general tendency to view the 
concepts of education, training and CPD 
as separate, with education being viewed 
as occurring primarily in the school 
system and system of higher vocational 
education.  Training is viewed as 
conducted by specific companies or 
organisations to meet a particular need 
which is often occupationally 
differentiated.  In many training cases, 
the employee is not selected unless he or 
she is fully educated for the job prior to 
applying for it; training is job specific 
and many other learning activities are 
not the employers concern.  Much 
training, development and CPD is 
mostly conducted on-the-job or through 
self-directed models, manual or 
curriculum.   

As people and technology changes, the 
scope of professions is fast changing, 
distorting boundaries separating job and 
professions.  It cannot be assumed that 
organizational or industrial CPD, 
educational and training programmes 
can adequately be covered along 
traditional mode anymore.   The 
complexity, quantity and quality of 
knowledge, skills and competency have 
changed so much within the last decade, 
exacerbated by the speed at which 
information is transferred and 
exchanged.  Employees must now cope 
simultaneously with large databases, 
integrated management and information 
systems as well as traditional manual 
systems.  This tends to challenge the 
idea that places education first, training 
second, development follows and so on, 
on the justification that in the 
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information technology age now the 
human resource can now adapt to 
changes in a much shorter period of time 
than before (Hammet and Pettigrew, 
1994).   

The view that CPD, education and 
training as separate is now getting to be 
more outdated as they no longer have 
clear boundaries that they once did.  The 
distinction is further blurred when one 
considers the increasing pressures on 
employees to be more ‘self-dynamic’ by 
being productive, innovative, and change 
orientated.  CPD, education and training 
providers in the Malaysian built 
environment should start to be 
concerned with issues of relevance and 
practicality in terms of what they 
cooperatively provide. 

 

7.  Conclusion 
This paper has provided significant 
evidence from which the understanding 
of the key concepts of CPD, education 
and training should be developed.  
Notwithstanding the situational variables 
of the human resource or the 
peculiarities of education, training and 
CPD; appreciation of the fundamentals 
of how the human resource can 
effectively learn is critically important. 
 
While the debate on the similarities and 
the differences between education, 
training, development and CPD may be 
continuing, the holistic and sound 
understanding of their concepts and 
variable processes should be the 
principal starting point for the 
consideration of their provisions.  There 
is much to be learned and re-learned if 
performance improvements of the 
Malaysian built environment human 
resource are to be better realised.  It is 
imperative to appreciate that education, 

training and CPD as an integrated 
process and as a whole, and bonded 
together with sound understanding of 
learning concepts.          
 
References: 
Abdullah, F. (2001). The Strategic 
Learning Organisation of Construction 
Firms in Malaysia in Sustaining Global 
Competitiveness. Unpublished MSc 
Thesis. Universiti Teknologi MARA, 
Malaysia.  
Abella, K.T. (1987). Building Successful 
Training Programmes: A Step By Step 
Guide. Addison-Wesley Publishing 
Company, Wokingham, England. 
Allman, P. (1982). New Perspectives on 
The Audit: An Argument For Lifelong 
Argument. International Journal Of 
lifelong Education, Vol. 1. pp. 1-13. 
Anderson, A.H. (1994). Successful 
Training Practices. Blackwell 
Publishers, Oxford. 
Arshad, R.A. (1997). Training Needs of 
Malaysian Construction Site Managers. 
Unpublished MSc Thesis, School of 
Built Environment, University of 
Glamorgan 
Axtell, C.M., Maitlais, S., Yearta, S.K. 
(1997). Predicting Immediate and Long-
term Transfer of Training.  Personnel 
Review. Vol. 26. Issue 3. pp. 1-10. 
Baum, T. (1995). Managing Human 
Resource In The European Tourism & 
Hospitality Industry: A Strategic 
Approach. Chapman & Hall, London. 
Bee, F. & Bee, R. (1998) Training Needs 
Analysis and Evaluation. Institute of 
Personnel & Development (IPD), 
London, . 
Bereiter. C. (2002).  Education and 
Mind in the Knowledge Age  
Lawrence Erlbaum Associates, New 
Jersey. 
Borgmann, A. (2006). Technology as a 
Cultural Force: For Alena and Griffin. 

WSEAS TRANSACTIONS on ENVIRONMENT and DEVELOPMENT

Zuhairuse Md Darus, Fadzil Hassan, Masran Saruwono, 
Zaidi Omar, Zulkiflee Samad, Fadhil Muhamad, 
Noraziah Mohammad

ISSN: 1790-5079 292 Issue 3, Volume 5, March 2009

http://en.wikipedia.org/wiki/Albert_Borgmann
http://muse.jhu.edu/login?uri=/journals/canadian_journal_of_sociology/v031/31.3borgmann.html
http://muse.jhu.edu/login?uri=/journals/canadian_journal_of_sociology/v031/31.3borgmann.html


The Canadian Journal of Sociology 31, 
Vol. (3), pp. 351–360.  
CIDB (2006). Construction Industry 
Master Plan – 2006-2025. Construction 
Industry Development Board Malaysia 
(CIDB), Kuala Lumpur, Malaysia. 
Cervero, R.M. (1992),  Professional 
Practice, Learning, and Continuing 
Education: An Integrated Perspective, 
International Journal of Lifelong 
Education, Volume 11, Issue 2 April 
1992 , pages 91 - 101  
Cheetham and Chivers (2001). How 
Professionals learn in Practice: An 
Investigation of Informal Learning 
Among People Working in a Profession. 
Journal of European Industrial Training. 
Vol 25 Number 5. pp.148-155  
Cross, J. (2006). Informal Learning: 
Rediscovering the Natural Pathways that 
Inspire Innovation and Performance. 
Pfeiffer, San Francisco:  
Dewey, J. (2005). Democracy and 
Education: An Introduction to the 
Philosophy of Education, Cosimo, Inc., 
New York. 
Dingle (1995). Analysing the 
Competence Requirements of Managers. 
The Learning Organisation Vol 06 
Number 2. pp. 67-81. 

Dreyfus and Dreyfus (1986) Mind Over 
Machine- The Power of Human Intuition 
and Expertise in The Era of Computer. 
The Free Press, New York. 

Eraut, M (1999). Developing 
Professional Knowledge and 
Competence. The Palmer Press, London. 

Franklin, U. (1992) The Real World of 
Technology. CBC Massey lectures 
series. Concord, ON: House of Anansi 
Press Ltd., Toronto. 
Gravan, T.N, Costine, P. & Hearty, N. 
(1995). Training & Development in 
Ireland; Context, Policy & Practice. 
Oak Tree Press, Dublin. 

Ghani (2002). Comparative Study of 
CPD for Valuers in Malaysia and UK, 
Unpublished MSc Thsesis, Sheffield 
Hallam Univeristy. 
Gura. P, (1992). Exploring Learning 
Young Children and Blockplay. Paul 
Chapman Publishing Ltd. London. 

Hammnet, C., Pettigrew, A. (1986). The 
Practice of Strategic Human Resource 
Management. Personnel Review, 
London.  
Hassan, P.F (1994). “A Case Study of 
the Technology Transfer Training 
Programme in the Construction of the 
Malaysian Nucleus Hospital Project”. 
Unpublished MSc Thesis, UMIST, 
Manchester.  
Hendry, C., Arthur, M.B. & Jones, A.M. 
(1995). Strategy through People: 
Adaptation & Learning In the Small-
Medium Enterprise. Routledge, London. 
Hughey, A.W. & Mussnug, K.J. (1997). 
Designing Effective Employee Training 
Programme. Training for Quality. Vol.5, 
No. 2. pp. 52-57. 

IES (2007). Social Science. National 
Centre for Education Statistics, US 
Department of Education, 
http://nces.ed.gov/programs/coe/glossary
/s.asp, accessed Jan. 

Ismail,D., Mohammad Zin, R.M. & 
Latif, H.M. (2005). Services Provided by 
Project Management Consultants in the 
Malaysian Construction Industry. ICiBE 
Conference, Kuala Lumpur. June. 

Jarvis, P. & Griffith. C. (2003). Adult 
and Continuing Education. Routledge, 
London. 

Klob, D.A. (1984). Experiential 
Learning. Englewood Cliffs. Prentice-
Hall, New Jersey. 

Knight, P. (2002). A Systemic Approach 
to Professional Development: Learning 
as Practice. Teaching and Teacher 

WSEAS TRANSACTIONS on ENVIRONMENT and DEVELOPMENT

Zuhairuse Md Darus, Fadzil Hassan, Masran Saruwono, 
Zaidi Omar, Zulkiflee Samad, Fadhil Muhamad, 
Noraziah Mohammad

ISSN: 1790-5079 293 Issue 3, Volume 5, March 2009



Education, Vol. 18., Issue 3, pp. 229-
241. 
Lauermann, E., (1992). The British 
Airways in Europe: A Human Resource 
Viewpoint of Development. European 
Management Journal, Vol 10, Issue 1, 
pp.57-68.  
McIntosh, D. (1994). Following the 
Basis Route to Investors in People, 
Voice, April. Vol 24.  
Martin, J. (1998) Organisational 
Behavior. International Thompson 
Business Press, London. 

Martin, J., (1998). Organisational 
Behaviour, International Thompson 
Business Press. London. 

Martin (2006). Managing Projects in 
Human Resources, Training and 
Development. Kogan Page, London  

Mathews, S. (1996). Training and 
Development: Analysing the Need, 
Developing the Plan and Implementing 
The Strategy. Best Practice Management 
Report, Technical Communications 
(Publishing) Ltd, Hertfordshire, England 

Matrix, J. (1998). Organisational 
Behaviour. International Thompson 
Business Press. London. 
Merriam, S., Caffarella, R., & 
Baumgartner, L. (2007). Learning in 
Adulthood: A Comprehensive Guide, 3rd 
edition. New York: Wiley. 
Mullins, L.J. (2002).  Management and 
Organisational Behavior. Prentice Hall, 
London. 
Mumford, A. (1991). Individual & 
Organisational Learning: The pursuit Of 
Change. Industrial & Commercial 
Training. Vol. 23. Issue 6  
Osborne, D. (1996). Staff Training and 
Assessment. Cassell Redwood Books, 
Wiltshire  

Pedler, M., (1995), Applying Self-
Development In Organisations. 

Routledge In Association with The Open 
University, London.  
Peter, R.S. (1973). The Philosophy of 
Education, Oxford University Press, 
USA.  
Rae (1999) Using Evaluation in Training 
and Development, Kogan Page, London 

Reid, M. & Barrington, H. (1999).  
Training Interventions. Cromwell Press, 
Wiltshire. 
Reid, M. & Barrington, H. (2004). 
Beyond Training Interventions. Institute 
of Personnel and Development, London. 
Richardson and Wolfe (2001). 
Principles and Practice of Informal 
Education. Taylor and Francis, London 
Rodgers, A. (1986). Teaching Adults. 
Open University Press, Milton Keynes. 
Sariah, A.K. (2003). Malaysia Country 
Report. 9th Asiaconstruct Conference, 
Sydney, Australia. Dec. 

Thomson, G. (1990) Textbook of HRM. 
Institute of Personnel Management 
(IPM), London.  

Torrington, D. Hall. L. & Taylor, S. 
(2002). Human Resource Management. 
Prentice-Hall, London. 
Wikipedia (2006). Built Environment, 
http://en.wikipedia.org/wiki/Education, 
Accessed Apr.  
Wikipedia (2006). Education, 
http://en.wikipedia.org/wiki/Education, 
Accessed Mac.  
Wikipedia (2007). Training, 
http://en.wikipedia.org/wiki/Education, 
Accessed Apr.  
Wilson, P. (2005). Learning and 
Training for Individuals and 
Organisations. Kogan Page, London  
 
 
 
 
 
 

WSEAS TRANSACTIONS on ENVIRONMENT and DEVELOPMENT

Zuhairuse Md Darus, Fadzil Hassan, Masran Saruwono, 
Zaidi Omar, Zulkiflee Samad, Fadhil Muhamad, 
Noraziah Mohammad

ISSN: 1790-5079 294 Issue 3, Volume 5, March 2009




