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Introduction 
The 21st century workplace has changed 

dramatically in response to a new, globally-

competitive business environment that is marked 

by flexibility, fast response time, and managerial 

and technological innovations. This new workplace 

is thought to require workers with higher and more 

varied skills, particularly general skills such as 

problem solving. Unfortunately, schools, or even 

universities are not perceived to be producing 

students who have such skills. The result, it is 

commonly argued, is a "skills gap" that threatens 

productivity and competitiveness. 

 

It is also commonly asserted that students are ill-

prepared for the future workplace and that they 

need new kinds of skills to perform well. The 

dominant source of evidence that workers need 

new job skills comes from employer surveys and 

interviews. Natriello (as cited in Stasz, 2001) 

reviewed 14 studies of employer needs that focused 

on entry-level workers. He found that employers 

most often cited the importance of employee 

attitudes, followed by an emphasis on "generic" 

skills such as problem solving and communications 

over job-specific skills. 

 

Educational institutions are expected to prepare 

students for employment or practice of profession. 

However, industries often complain that graduates 

lack the necessary skills and competencies they 

require. These skills and competencies required by 

employers are usually called employability skills 

and many studies on the enhancement of these 

skills  had  been  done.  For  instance,  a  study  on  

employability skills of business students 

recommended that educational practices and 

activities should include those that will enhance the 

skills of students in critical thinking and problem 

solving, systematic information management, 

group leadership and motivation, and plan or 

project development and implementation (Castillo, 

2014). Training is an investment for both the two 

participating agents: businesses and workers. It 

seems logical that knowing the perceptions and 

attitudes shown by the targets of the training is, at 

least, as important as knowing the advantages for 

the companies. 

 

A career is defined as the “individual’s perceived 

sequence of attitudes and behaviors associated with 

work-related experiences and activities over the 

span of the person’s life. According to Super (as 

cited in Cosine and Lewis, 2008), a person strives 

to implement his self-concept by choosing to enter 

the occupation most likely to permit self-

expression.  On the other hand, it was said that 

behavior and attitude is a key determinant of 

occupational success and satisfaction. 

 

In most Philippine HEIs, practicum or internship, 

also called on-the-job training program or simply 

OJT, is organized to provide an avenue for 

productive and progressive partnership between the 

industry and the university and facilitate local and 

international deployment of students.  

 

Ensuring a meaningful and successful internship 

requires that student capabilities be coupled with 

appropriate    supervision.    There    are    unique  
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challenges in finding appropriate host companies 

for internships.  It is crucial to identify and secure 

organizational projects or assignments 

accomplished within a relatively short time frame 

and which provide meaningful experiences relevant 

to the student's level of training is critical. The 

internship should entail significant projects that 

will contribute to a real learning experience, not 

menial tasks (Shoenfelt, Kottke & Stone, 2012). 

 

Employers expect graduates to have already 

possessed some skills and expertise that are rarely 

available in a university setting. Graduates need 

opportunities to work in teams to develop initiative, 

persistence, and integrity (Maistre, C.L and Pare, 

2004). Providing them with exposure and real-

world experience can help improve graduates' 

capabilities through internships, apprenticeships, or 

industrial training attachment. There is a need for 

both university training (for disciplinary 

knowledge) and on the job training (for practical 

knowledge). It is necessary to incorporate exposure 

of the workplace into the university context. There 

is a need to help students move from the "book and 

theories" to the "real clients and real workplaces" 

(Maistre and Pare, 2004).      

 

The present study is an assessment of the 

employers' appraisal of the on-the-job trainees' 

work skills and attitudes and in so doing, to 

determine whether these work skills and attitudes 

of on-the-job-trainees' from the various CBEA 

courses influence their productivity at work.  

  

Statement of The Problem 
Specifically, the study sought answers to the 

following: 

1. How do employers evaluate the on-the-job 

trainees in terms of: 

1.1 work skills, and 

1.2 attitudes? 

2. How may employers describe on-the-job 

trainees' productivity or work performance? 

3. Are there significant differences in the 

assessment/evaluation of OJT across different 

courses of CBEA?  

4. Are work skills and attitudes variables singly 

or in combination significant determinants of 

productivity?  

5. What implications do the results have on the 

College of Business, Entrepreneurship, and 

Accountancy? 

 

Hypotheses of The Study 
The following null hypotheses were tested: 

H01: No significant differences exist in the 

employers' evaluation of work skills and 

attitude of on-the-job trainees across different 

CBEA courses. 

H02:  Work skills and attitudes have no 

significant effect or influence on on-the-job 

trainees' productivity or work performance. 

 

Theoretical/Conceptual Framework 
This study is grounded in the social cognitive 

theory (Bandura, in Vinney, 2019), which is "a 

learning theory that analyzes how thoughts, 

feelings, and social interactions shape the learning 

process." It focuses on some of the cognitive 

processes that employees engage in when they are 

learning. 

 

Learning from others is known as vicarious 

learning (McLeod, 2016; Johnson, 2014; Roberts, 

2010). It is the process by which behaviors and 

skills are acquired by closely overseeing someone 

else's actions. The learner observes how the model 

acts and what the results of the model's actions are. 

In an appropriate situation, the learner will then 

attempt to imitate the behavior. This is one of the 

most common methods of on-the-job learning. This 

is why new hires are often paired with experienced 

employees for their first few weeks or months – 

they can learn how to react to a variety of situations 

through vicarious learning much more effectively 

than they could by reading an employee handbook. 

 

The conceptual map of the study is presented in 

Figure 1. 
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Methodology of The Study 
A descriptive correlational research will be used to 

obtain a picture of the phenomenon under study.  It 

will aim to establish the impact of work skills and 

attitudes on productivity. Through the survey 

method, the researcher will be able to interpret the 

technical meaning of the findings and hypothesis 

development for further studies. The study utilized 

the questionnaire used by the CBEA department for 

previous years' employers' evaluation. 

 

One-Way ANOVA will be used to identify 

significant differences of perceptions of OJT 

employers while data will be likewise submitted to 

multiple regression analysis to determine which of 

the two predictor variables:  work skills and 

attitude is a determinant of workplace productivity 

of interns.    

 

The respondents of the study were comprised of 17 

different employers, both government and public, 

who evaluated 54 on-the-job trainees from the 

various CBEA courses deployed in their respective 

companies/agencies in the summer of 2018. 

 

Results were limited to the data gathered from 

employers who were willing to take part in the 

study.   

 

 

Results and Discussions 
 

Employer evaluation of the interns’ work 
skills and attitudes 
The data in table 1 present results of employer 

evaluation of the work skills and attitudes of the 

interns of the different courses under CBEA.  

Overall, employers have rated the interns’ work 

skills and attitudes as Excellent.  This was 

evidenced by the overall mean result of 4.65, which 

is the average mean of work skills (x̄ = 4.60), and 

attitudes (x̄ = 4.70). 

 

It could be gleaned from the results that AM interns 

obtained the highest assessment rating as evidenced 

by the mean score of 4.77, followed by BSA with x̄ 

= 4.68, then HRDM with x̄ = 4.64, BSAT x̄ = 4.60, 

then by FM with the lowest assessment rating at x̄ 

= 4.55.  

 

With a closer look at the weighted mean results per 

indicators, it could be culled from the data gathered 

that Very Good was the lowest rating obtained by 

the interns.  Only two out of 13 variables got the 

lowest assessment which was on technical work 

skills (x̄ = 4.38), and judgment (x̄ = 4.44). The 

highest was on cooperation (x̄ = 4.79), followed by 

personality (x̄ = 4.78), then by work attitude (x̄ = 

4.77). 

Table 1: Employers’ Assessment of Interns’ Work Skills and Attitudes 

Predictor Variables BSA FM AM HRDM BSAT Weighted 

Mean 

Work Skills       

• Quality of work 4.74 4.52 4.80 4.50 4.41 4.59 

• Technical 4.36 4.20 4.80 4.08 4.45 4.38 

• Quality of work 4.86 4.59 4.70 4.67 4.71 4.71 

• Judgment  4.68 4.09 4.50 4.50 4.43 4.44 

• Human relations 4.57 4.68 4.70 4.67 4.85 4.69 

• Personality  4.88 4.72 4.87 4.72 4.70 4.78 

WM –Work Skills 4.68 4.47 4.73 4.52 4.59 4.60 

Attitudes       

• Dependability 4.86 4.63 4.60 4.79 4.60 4.70 

• Diligence  4.86 4.62 4.80 4.39 4.60 4.65 

• Initiative 4.68 4.59 4.80 4.83 4.60 4.70 

• cooperation 4.82 4.67 5.00 4.83 4.65 4.79 

• work attitude 4.83 4.62 4.93 4.83 4.62 4.77 

• Personal Values 4.57 4.56 4.83 4.83 4.59 4.68 

• Punctuality and 

attendance 

4.07 4.74 4.73 4.78 4.63 

4.59 

WM –Attitudes 4.67 4.63 4.81 4.75 4.61 4.70 

OVERALL MEAN 4.68 4.55 4.77 4.64 4.60 4.65 

 

 

Employers’ Assessment of Interns’ 
Productivity  
It could be said that with the data shown in Table 

that overall, employers assessed the productivity or 

performance of their interns as very good.  This 

could be further inferred that interns’ productivity 

exceeds standards, but still has some room for 

improvement.  Data on productivity or performance 
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per course revealed that BSA and BSAT interns 

obtained excellent ratings as proven by mean 

results of 4.60 and 4.59, respectively.  The rest 

have obtained very good ratings in the order of 

rank as follows: FM (x̄ = 4.48); HRDM (x̄ = 4.48), 

and AM (x̄ =3.97). 

 

Table 2: Employers’ Productivity Assessment of Interns 

Course Productivity Rating Interpretation 

BSA 4.60 Excellent 

FM 4.48 Very Good 

AM 3.97 Very Good 

HRDM 4.48 Very Good 

BSAT 4.59 Excellent 

Overall Mean 4.42 Very Good 

 

The ANOVA results in table 2 show significant 

differences in two out of 13 indicators of work 

skills and attitudes namely:  dependability and 

diligence.  Both indicators obtained associated 

probability values of .016 and .005 for 

dependability and diligence, respectively, which 

are lesser than the significance level set at alpha 

.05, construed to mean that results are statistically 

significant and could not be attributed to mere 

chance alone.  Other indicators of work skills and 

work attitudes demonstrated differences of 

perceptions or opinions between and within groups 

of employers, but not to a significant extent.  

 
Table 3: ANOVA Results for Differences of Employer-Perception Across Courses 

 Sum of Squares df 

Mean 

Square F Sig. 

QUALITY OF WORK Between Groups 2.987 4 .747 1.090 .366 

Within Groups 60.274 88 .685   

Total 63.261 92    

TECHNICAL Between Groups .803 4 .201 .513 .727 

Within Groups 34.483 88 .392   

Total 35.287 92    

QUANTITY OF 

WORK 

Between Groups .101 4 .025 .101 .982 

Within Groups 22.075 88 .251   

Total 22.176 92    

HUMAN RELATIONS Between Groups .673 4 .168 .849 .498 

Within Groups 17.441 88 .198   

Total 18.114 92    

JUDGEMENT Between Groups 1.623 4 .406 .776 .544 

Within Groups 46.032 88 .523   

Total 47.656 92    

DEPENDABILITY Between Groups 5.859 4 1.465 3.219 .016 

Within Groups 40.050 88 .455   

Total 45.909 92    

DILIGENCE Between Groups 9.302 4 2.325 4.057 .005 

Within Groups 50.445 88 .573   

Total 59.746 92    

INITIATIVE Between Groups .247 4 .062 .209 .933 

Within Groups 25.941 88 .295   

Total 26.188 92    

COOPERATION Between Groups .549 4 .137 .490 .743 

Within Groups 24.641 88 .280   

Total 25.190 92    

PUNCTUALITY Between Groups .041 4 .010 .032 .998 

Within Groups 28.503 88 .324   

Total 28.544 92    

WORK ATTITUDES Between Groups .772 4 .193 .476 .753 

Within Groups 35.717 88 .406   

Total 36.490 92    
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PERSONALITY Between Groups .261 4 .065 .380 .822 

Within Groups 15.095 88 .172   

Total 15.356 92    

PERSONAL VALUES Between Groups .776 4 .194 .563 .690 

Within Groups 30.308 88 .344   

Total 31.084 92    

 

Results of significant differences were further 

subjected to Tukey HSD post hoc tests to 

determine where the differences exactly lie.  

Results presented in table 3 revealed that for 

dependability, Significant differences between and 

within groups of employers are found to be most 

significant in BSA and HRDM; FM and HRDM; 

HRDM and BSAT with p-values of .010, .015, and 

.010 respectively.  Across courses, only AM 

obtained results that are, in no way statistically 

significant when compared with results of 

differences between and within groups.  

 

Table 4: Post Hoc Rests on Statistically Significant Results for Dependability and Diligence 
 

Dependent Variable (I) COURSE (J) COURSE 

Mean 

Difference (I-

J) 

Std. 

Error Sig. 

DEPENDABILITY BSA FM .11151 .18328 .973 

AM .12500 .33731 .996 

HRDM 1.05833* .31402 .010 

BSAT .00000 .21333 1.000 

FM BSA -.11151 .18328 .973 

AM .01349 .31915 1.000 

HRDM .94683* .29443 .015 

BSAT -.11151 .18328 .973 

AM BSA -.12500 .33731 .996 

FM -.01349 .31915 1.000 

HRDM .93333 .40850 .160 

BSAT -.12500 .33731 .996 

HRDM BSA -1.05833* .31402 .010 

FM -.94683* .29443 .015 

AM -.93333 .40850 .160 

BSAT -1.05833* .31402 .010 

BSAT BSA .00000 .21333 1.000 

FM .11151 .18328 .973 

AM .12500 .33731 .996 

HRDM 1.05833* .31402 .010 

DILIGENCE BSA FM -.00024 .20569 1.000 

AM -.20500 .37856 .983 

HRDM 1.26167* .35242 .005 

BSAT .00000 .23942 1.000 

FM BSA .00024 .20569 1.000 

AM -.20476 .35818 .979 

HRDM 1.26190* .33044 .002 

BSAT .00024 .20569 1.000 

AM BSA .20500 .37856 .983 

FM .20476 .35818 .979 

HRDM 1.46667* .45846 .016 

BSAT .20500 .37856 .983 

HRDM BSA -1.26167* .35242 .005 

FM -1.26190* .33044 .002 

AM -1.46667* .45846 .016 

BSAT -1.26167* .35242 .005 

BSAT BSA .00000 .23942 1.000 

FM -.00024 .20569 1.000 

AM -.20500 .37856 .983 
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Dependent Variable (I) COURSE (J) COURSE 

Mean 

Difference (I-

J) 

Std. 

Error Sig. 

HRDM 1.26167* .35242 .005 

 

Table 5 illustrates the regression run results on the 

impact of work skills and work attitudes on the 

productivity of student-interns based on their 

employer evaluation.   

 

Results show that the predictor variable work 

attitude obtained a statistically significant result as 

demonstrated by its associated probability value of 

.0007, while work skills obtained a non-significant 

output as evinced by its resulting p-value 

equivalent of .228.  Between work skills and work 

attitude, since the latter has a greater beta value at 

.667, it could be construed that work attitude has 

the greater impact on productivity.   

The obtained F ratio of 105.295 was found 

significant since the associated probability of .000 

is less than the significance level set at alpha .05. 

The r-squared result implies that 69.4% of the 

variation in productivity is explained or accounted 

for by changes in predictor variables namely: work 

skills and attitudes.  

 

The ANOVA result is significant at α = 0.05; Fcrit= 

105.295, which means that the predictor variables 

collectively account for a statistically significant 

proportion of the variance in the criterion variable. 

 
Table 5: Regression Run on the Impact of Work Skills and Attitudes on Productivity 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .748 .269  2.781 .007 

WORK SKILLS .169 .139 .181 1.214 .228 

WORK ATTITUDES .668 .149 .667 4.484 .000 

r-squared .694 

F ratio 105.295 

alpha .05 

p-value .000 

 

Conclusion and Recommendations 
Overall, employers have rated the on-the-job-

trainees’ work skills and attitudes towards work as 

Excellent.   

 

Generally, on-the-job trainees’ have very good 

work productivity or performance which exceed 

standards, albeit with some room for improvement. 

Statistically significant differences with employers 

evaluation was found between and within groups 

on dependability and diligence where significant 

differences, as per post hoc tests, exactly lie and 

were found most significant between and within 

BSA and HRDM; FM and HRDM; HRDM and 

BSAT.  

 

Collectively, predictor variables account for a 

statistically significant proportion of the variance in 

the criterion variable.  Individually, however, it is 

only attitude towards work that was found to be a 

significant determinant of productivity. 

 

Further improvements on instruction and 

curriculum should be made aiming for excellent 

employability skills  

Outcomes of the OJT program should put special 

emphasis on the fundamental skills.  Educational 

practices and activities to be carried out by CBEA 

should include those that will enhance the judgment 

skills of students for use in critical thinking and 

problem solving. Technical skills have to be 

improved and trainees’ focus on the quality of work 

has to be emphasized.  In the classroom setting, 

professors have to instill early on the importance of 

attendance and punctuality so that students may 

imbibe the same and bring the good attitude towards 

their job in the workplace. 

 

Results from this study are also intended to be 

utilized in line with other university-wide research 

information and data to strengthen the CBEA 

curricula and improve the overall quality of CBEA 

course offerings. 
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