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ABSTRAK

Institusi-institusi kerajaan di Emiriah Arab Bersatu mengambil berat soal g
kakitangan. Oleh itu, bagi menumpukan perhatian terhadap hal ini, institusi-ins tg@rlu
memberi perhatian kepada latihan serta motivasi berbentuk intrinsik dan eksAﬁuntuk
mencapai tahap komitmen organisasi yang tinggi. Perkara ini akan memainkan peranan
penting dalam menjayakan pelan pembangunan kemahiran dan kecek
manusia. Kajian ini mengkaji kesan sistem latihan dan insentif dalam komi
terhadap pembangunan prestasi kakitangan pentadbiran Kastam Abu

kepentingannya yang besar kepada ekonomi negara. Kajian ipi Wunakan teori
prestasi  Kerja.

Frederick Herzberg (1959) yang mengetengahkan perkemb
abi se agai pulasi
i penyi . Bagi

Menampilkan 383 orang pekerja di seluruh Jabatan Kastam

kajian, kajian ini mengambil pendekatan sistematik deskripti

menganalisis data yang dikumpul, analisis statistik asas dilakukan menggu krzn J
statistik dan program analisis Amos. Dapatan mendedahk at kesan keta La%ﬁan
pada tahap (0.05) terhadap prestasi kerja dan nilai anggaran

serta kesan ketara sistem insentif terhadap prestasi kermv nilaikang

faktor laluan (0.43). Selain itu, terdapat kesan ketara komitmen qr iteri@prestasi
kerja kakitangan Jabatan Kastam Abu Dhabi dangnilai,ang a%% dard faktor laluan
istem latihan

(0.40) telah direkodkan. Akhir sekali, terdapat kesa ra hub
fakter/laluan (0.46).

dengan insentif terhadap prestasi kerja dan nilai araQws::n
mpunyai kesan
ﬁme ganisasi befungsi

Keputusan kajian menunjukkan bahawa sis latihan I

ketara secara statistik terhadap prestasi k '%ﬁent%

sebagai pengantara terhadap hubunganti angghng ra sistem insentif dengan

prestasi kerja. Justeru, kajian mengesyw@" ntuk iaka %rogram latihan moden
a

yang sesuai dengan sifat kerja di tary K tuk ingkatkan pengetahuan

profesional dan kemahiran kakitangangdalam ﬁﬁm serta memotivasikan

pekerja melalui insentif kewanga% dan meng Iag emangat berpasukan untuk

meningkatkan kesetiaan mereka kepada insi\ﬂj‘sa er ajoriti pekerja mengesahkan

ketidakupayaan mereka untu Npelajqri n bar tang kerja mereka. Di samping

itu, menumpukan perhatian dap keperluaafyang desak untuk mengamalkan sistem
r

motivasi untuk meningk Rw\p stasi, |<an @gat mempengaruhi tahap komitmen
dan prestasi organisasi. t, . ¥ s (")

A

v
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ABSTRACT

Government institutions in the United Arab Emirates are concerned a N;
performance of employees. Therefore, to address the concern, institutions m
training, intrinsic motivation and extrinsic motivation to achieve a hlgt-&qbree of
organisational commitment. This will play an important role in the success of development
plans for human resources skills and competencies. This study examined pact of
training and incentive systems within the organisational commitment i de ping the
performance of employees in the Abu Dhabi Customs administration for |t portance to
the country's economy. The study adopted the theory of Frederick Herzberg (1959) which
provides the development of job performance. Featuring the p c!f the study
consisted of 383 employees in all departments of the Abu Dhahi Department, this
study adopted descriptive systematic method for the enquiry. To analyse the ¢ d data
the basic statistical analyses were performed using the st istical pa age n
analysis programs. The results revealed that there is a signi ffect
of training on job performance and the value of the standa tlmat S ft pat ctor
(0.51), and there is also a significant effect of the incentiWem rforrﬁwce and
the value of the standard estimates of the path factor (0.43)%Besi tgnific cant effect of
organisational commitment on the job perform N n the~Abu Dhabi
Customs Department, and the value of the stan ates (©: as reeorded. Finally,

there is a significant effect on the relationship be n trainin the entive system
on job performance and the value of the stan tlmateﬁt;

A4 ) results showed
that training and the incentive system affe erfor &'Stlcally significant
relationship, while organisational commu%lays he rolesof r@tor on the indirect
relationship between the incentive forma herefore, this study
recommends providing modern tralnl rogram & of work in the Customs
Department to enhance their prof knowl%ige sl@ customs work, as well as
motivate employees financially, nd encoura: ea irit to enhance their loyalty
to the institution, as the majority of t d their inability to learn new
details about their work. In ’vm adqres i the ur need to follow the motivation

system to enhance perfor reatl ect the level of organisational
commitment and perform S
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