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Abstract: Training and development program literature hgit two major characteristics of
supervisor’s role: support and communication. Tiiditg of supervisors to provide adequate support
and practice good communication style in relatmtraining programs may lead to increased training
transfer and motivation to learn. Though the natfréhis relationship is significant, little is knn
about the predictive properties of supervisor'®soin training program literatures. Therefore, this
study was conducted to measure the effect of sigmets role on training transfer and motivation to
learn using 110 usable questionnaires gathered émployees who have attended training programs
in a state public work agency in East Malaysia, afala. The results of exploratory factor analysis
confirmed that the measurement scales used irsthity satisfactorily met the acceptable standards
of validity and reliability analyses. Further, thetcomes of stepwise regression analysis showed fou
important findings: first, support insignificantlgorrelated with motivation to learn. Second,
communication significantly correlated with motilat to learn. Third, support significantly
correlated with transfer of training. Finally, comnication significantly correlated with transfer of
learning. Statistically, this result confirms thatpport is an important antecedent of motivation to
learn and communication is an important antecedentotivation to learn. Conversely, support and
communication are important antecedents of traitiagsfer in the studied organization. In addition,
discussion, implications and conclusion are elaiedra
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1. Introduction

Supervisors act as a vital link between top managerand shop floor employees
where they are given important duties and respditigib to lead and monitor the
development of work groups (Elangovan & Karakowskg99) (Goldstein & Ford,
2002) (Noe 2008), and often work together with rthemployers to design,
implement and monitor the execution of organizatigpolicies, procedures and
plans, including training programs (Comstock, 194Rdbbins & DeCenzo, 2004)
(Ellinger et al., 2005). In many organizations, tlode of a supervisor is much
affected by managerial perspectives. From thettosdl management perspective,
supervisors are given the important responsibidiythe employer to identify the
daily, routine and short-term employee deficiencias well as report such
deficiencies to the top management who will therentdy the training
requirements or training needs to overcome suchleme deficiencies (Pfeffer,
1998) (Rodrigues & Gregory, 2005).

In an era of global competition, organizations haesv shifted their paradigms
from traditional job-based training to organizatbrbusiness strategies and
cultures (MacNeil, 2004) (Ellinger et al., 2005%rflail et al., 2007). Under this
approach, a training program is viewed as a sti@tegction of human capital
management, where supervisors are empowered tatieflg design and
administer training programs for the employeesawetbp useful competencies not
only to overcome daily problems, but also suppbg tlevelopment and future
growth of the organization (DeSimone, Warner & Har2002) (MacNeil, 2004).

In the designing stage of training programs, supers often work together with
the management and senior employees in conductaiging needs analyses
(TNA), establishing training objectives, developirgffective lesson plans,
selecting suitable trainers, determining progranthods and techniques, preparing
course materials, and scheduling the program (Gaher2000) (Goldstein & Ford,
2002) (Nijman, 2004). In the course of running tfz@ning programs, supervisors
would consult the management and experienced emgdoyo ensure that the
training activities achieve the set objectives figlavan & Karakowsky, 1999)
(Yamnill & McLean, 2001) (DeSimone et al., 2002heTrole of supervisors in
administering training programs does not stop aviging support in financial and
physical facility, they also have the capabilitiesstablish realistic and achievable
learning expectations, provide positive reinforcetagcreate positive impetus for
the training program, make employees feel comftetab undergo training to
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improve and develop their competencies (Brinkerh&ff Montesino, 1995)
(Golemen, 2000).

In organizational context, the supervisors hasitécar role in that they have the
capacity and propensity to influence their subaatéie whether or not to participate
in training programs (Noe, 1986, 2008; Blanchardr8ackers, 2007). Scholars
have identified that support and communication fave salient features of a
supervisor's role that can affect the overall dffemess of training programs
(Facteau et al., 1995) (Chiaburu & Tekleab, 200Bméil et al., 2007)
(Eisenberger et al., 2002) (Robbins & DeCenzo, 2004i, 2006) (Dawley,
Andrews & Bucklew, 2008) view support as a supenvisvho provides
encouragement and opportunities to improve employsaformance in
organizations. In the workplace training, it is ewoft defined as supervisors
encouraging the employees to attend training prograhelping them before,
during and after, in terms of time, budgetary supfmd resources, involving
employees in decision-making, and guiding them pplyng competencies that
they have learned in the workplace (Chiaburu & €akl 2005) (Ismail et al.,
2007).

On the issue of communication, it is the activityppocess of expressing ideas or
feelings for the purpose of exchanging ideas afatrimation between persons or
groups of people through the use of symbols, astiba it written or spoken words
in order to impart information and ideas effectw@Harris, Simon & Bone, 2000)
(Hornby, 2000) (Lumsden & Lumsden, 1993) (Harris at, 2000). In the
workplace training, it is defined as supervisordivee information about the
objectives of training program, suitable knowledige be gained (procedures,
content and tasks), appropriate skills to be aeguithe importance of attending
training programs and performance feedback (Hatrial., 2000) (Sisson, 2001).

Recent studies in this area highlight the abilityswpervisors to provide sufficient
support and use comfortable communication styldraming programs having
significant impact on employee outcomes, especrathyivation to learn (Chiaburu
& Tekleab, 2005) (Ismail et al., 2009), and tragnimansfer (Ismail et al., 2007)
(Lim & Johnson, 2002). According to Knowles (198%)jen, Noe, and Wang
(2006), Noe (2008) and Blanchard and Thacker (2Q8&)e are two distinct
components to motivation to learn: motivation aearhing. Motivation is defined
as direction, persistence and amount of effort edpd by an individual to achieve
his/her particular objective. Learning is usualigwed from the human, cognitive
and behavior perspectives. Cognitive theorists ndefiearning as a relatively
2C



ECONOMICA

permanent change in cognition occurring as a redultxperience. Meanwhile,
behavior theorists define learning as relativelynment change in behavior in
response to a particular stimulus or set of stinfMloe, 1986). Based on the
cognitive and behavioral perspectives, motivatiorlearn may be defined as an
intense, persistence and direction of learningniheessary knowledge, up to date
skills, new abilities and positive attitudes by iadividual who has clear goals,
high desire to learn course contents, puts a hadeevon outcomes, has high self-
efficacy and satisfied with supervisors’ treatmefitien, Noe & Wang, 2006)
(Locke & Latham, 1990) (Maurer & Tarulli, 1994) (@ianes, 1997) (Wood &
Bandura, 1989). A person with high level of motiwatto learn would boost
his/her will to overcome discouraging learning fmst Consequently, the
individual will follow, involve and commit him/heef to learning activities in
order to improve his/her attitude and behaviohimworkplace (Axtell et al., 1997)
(Guerrero & Sire, 2001) (Nijman, 2004).

According to management scholars, transfer of itigitis a combination of two

words: transfer and training (Blanchard & Thacke807) (Goldstein & Ford,

2002). Transfer is defined as the act of moving etbing from one form to

another (e.g., an individual uses the skills anoMiedge learned in training on the
job) while training refers to a person getting mamgrcises in order to improve at
something (e.g., the ability of individuals to asgknowledge, skills, abilities and
attitudes by attending training settings and uwdilthem when returning to the
workplace) (Baldwin & Ford, 1988) (Ismail & Bongdgo2007) (Lim, 2000).

Laker (1990) and Goldstein & Ford (2002) classifgnsfer of training in two

major forms: near transfer and far transfer. Whigar transfer, also called direct
transfer, refers to trainees learning and appljngwledge, skills, and abilities
gained from training programs to similar situatigie., at training place), far
transfer, also known as indirect transfer, referstrhinees doing the same to
dissimilar situations (i.e., at the workplace). Batraining transfers lead to
increased professional development in organizatibnghe context of this study,
training transfer is defined as individuals chaggtheir cognitive, affective and
psychomotor skills to meet organizational requiretee This definition is in

agreement with Baldwin & Ford (1988) and Laker'®4@) that trainees gain
necessary knowledge, up to date skills, new aslitand positive attitudes by
undergoing training programs and they can applys#me to accomplish daily job.

In a training model, many scholars are of the viBat support, communication,
training transfer and motivation to learn are disti constructs but highly
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interrelated. For example, the ability of supersssto provide adequate support
and practice comfortable communication style imntrey programs may strongly
lead to an enhanced training transfer and motimatio learn. Although this
relationship is significant, little is known abotite predictive properties of
supervisor’'s role in training management literat(igmail et al., 2007) (Lim &
Morris, 2006). There are arguments that superssaie has been less emphasized
in previous training program studies because ofaver emphasized on internal
properties of constructs (i.e., definition, purpoaed significance of supervisor's
role in training programs) and through the useegingented approach in analyzing
supervisor’s role, training programs, training sf&m and motivation to learn. As a
result, they may not be able to highlight the int@oce of supervisor’s role in
developing training program models (Chiaburu & Eelk, 2005; Ismail et al.,
2007; Ismail et al., 2009; Lim & Johnson, 2002).neke, the motivation for the
researchers to further explores the nature ofréhégionship.

2. Objective of the Study

This study has four major objectives: 1) to meadine relationship between

supervisor support and motivation to learn, 2) #asure the relationship between
supervisor communication and motivation to leadnta3measure the relationship
between supervisor support and training transfet,& to measure the relationship
between supervisor communication and training fen3he location of this study

is a state public work agency in East Malaysia,dyisia. For confidential reason,
the name of the studied organization is kept an@ugn

2.1. Literature Review
The Relationship between Supervisor's Role and Motation to Learn

Direct effects model were employed in recent stde investigate supervisor's
role in training programs. Such studies include ®h¥®ployees who underwent
training programs in a large organization in theiteth States (Chiaburu &
Tekleab, 2005) and 100 technical employees whaemdng in a city-based local
authority in Malaysia (Ismail et al., 2009). Fing:nfrom these studies posit the
ability of supervisors to provide adequate supfed., supervisory encouragement
to attend training, encouragement to apply traimntp the job and feedbacks) and
use comfortable communication style (i.e., openblivered information on
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training, conducted discussion of what to be lediinetraining, explained training
benefits, and provided feedbacks) are both majteroénants of motivation to
learn in the organizations (Chiaburu & Tekleab,20@smail et al., 2009).

The findings of these studies are consistent Wighrtotion of motivation to learn

theories. The combination and application of Shais1@1940) mathematical

theory of communication that communication chanoghsists of a sender (a
source of information), a transmission medium (witsise and distortion), and a
receiver (whose goal is to reconstruct the sendagssages), Vrooms’ (1964,
1973) expectancy theory that an individual will fpem certain actions if he/she
perceives such actions may bring valued outcomeské.and Latham’s (1990)

goal setting theory that goals direct individuagperform a task, indicate that the
ability of supervisors to openly communicate thevaadages and importance of
undergoing training programs, as well as clearyl&@x the procedures of attaining
training goals may strongly motivate employeesdquire new knowledge, up to
date skills and positive attitudes and apply thesthe workplace (Ismail et al.,

2009) (Lim & Johnson, 2002).

Relationship between Supervisor's Role and Training ransfer

Recent studies using direct effects model in ingaihg supervisor's role in
training programs include 10 Korean human resopreetitioners in Korea (Lim,
2000) and 81 employees from 15 sister companieskidrean conglomerate (Lim
& Morris, 2006). Findings from these studies shbwattthe ability of supervisors to
provide adequate support (e.g., supervisory engeunant to attend training and
apply the knowledge, skills and attitude acquiratbdhe job and use comfortable
communication style (e.g., supervisor provide cliesdbacks) had been a major
determinant of transfer of training in the orgatimmas (Lim, 2000) (Lim & Morris,
2006).

The studies support the notion of Skinner's (19B863) reinforcement theory,
which posits that an animal or human behavior flué@mced by a combination of
positive reinforcer (rewards) and negative reindor@punishment). Application of
this theory in a training and development prograodeh shows that the ability of
supervisors to provide adequate support and usmmfortable communication
style may positively reinforce employees’ motivatito acquire new knowledge,
up to date skills and positive attitudes (Festneg&ber, 2008) (Lim, 2000) (Lim
& Morris, 2006) (Velada et al., 2007).
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These literatures have been used as foundatiostdablish a conceptual framework
for this study as shown in Figure 1.

Dependent Variab Independent Variabl

Support Motivation to Learn

Communication |—! Training Transfer

Figure 1. Conceptual framework

From this framework, it can be hypothesized that:

H1: There is a positive relationship between supensupport and motivation to
learn.

H2: There is a positive relationship between sugencommunication and
motivation to learn.

H3: There is a positive relationship between supensupport and training
transfer.

H4: There is a positive relationship between sugencommunication and
training transfer.

3. Methodology
3.1. Research Design

Cross-sectional research design was employed i; shudy that allows the
researchers to integrate training management tlitexain-depth interview, pilot
study and the actual survey to gather data. Theotiieis method would lead to
accurate and less biased data (Cresswell, 199&ai@e 2003). This study was
conducted in a public work agency, Sarawak, Matay$his organization has a
vision to be the consultant of choice and a leadaggncy for infrastructure
development in the state. The study begins withnatiepth interview involving

two supervisors, the head of training unit and supporting workers from the
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technical department who have been working for mibi@n ten years in the
organization. The interviewees were selected usimgurposive sampling where
they have good knowledge and experience aboutehigin and administration of
training programs. The information gathered aideg tesearchers to understand
the nature of supervisor’s role, motivation to feaharacteristics, training transfer
features, as well as the relationship between thes@bles in the studied
organization. After transcribing, categorizing araiparing the information with
relevant theoretical and empirical evidence, tr@gulated outcomes were used as
a guideline to develop the content of the survegstjonnaire for the pilot study.
The next step in the study was a discussion wighahove interviewees on the
items in the survey questionnaire in order to yetiife content and format of the
guestionnaire for the actual study. The back tedimsi technique was used to
translate the survey questionnaires in Malay anglifm to increase the validity
and reliability of the instrument (Van Maanen, 1P88right, 1996).

3.2. Measures

The survey questionnaire consists of four sectibirst, supervisor support was
measured using six items that were modified fromtthining research literature
(Chiaburu & Takleab, 2005) (DeSimone et al.,, 200R3ai & Tai, 2003). The
sample items include: “My supervisor views employgevelopment as an
important aspect of his/her job” and “My supervigoovides me with the time |
need to practice the skills learned in traininggc@nd, supervisor communication
was measured using six items that were modifiechftbe transfer of training
literature (Xiao, 1996) (Yamnill & McLean, 2001).h& items include: “My
supervisors communicate the value of training pogr Third, motivation to learn
was measured using seven items that were modifeed the training programs
literature (Tsai & Tai, 2003) (Rodriguez & Grego005). The sample items
include: “I am trying to learn as much as | camirthis course” and “I believe |
tend to learn more from training programs than npesiple.” Fourth, transfer of
training was measured using six items taken froaoXi996). The items include:
“I can accomplish the job tasks better by using keewledge acquired from the
training course” and “Since | complete this tramiprogram, | have motivated
subordinates employee’s considerably better thdordahe program”. All the
items used in the questionnaire were measured Usitem scale ranging from
‘strongly disagree’ (1) to ‘strongly agree’ (7). megraphic variables were used as
the controlling variable because the study alsages on employees’ attitude.
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3.3. Unit of Analysis and Sampling

Official approval was first obtained to conduct #tedy from the head of the target
organization who also gave advice on the procedofe®nducting the survey at
his organization. The targeted population for #tisdy was 297 employees who
have attended in-house training programs. Aftesictaring organizational rules, a
convenience sampling technique was used and thstigjeaires were distributed
to participants through the training coordinatorf the number, 110 usable
guestionnaires were returned yielding a respontgeafa37 percent. Respondents
answered these questionnaires of their own accodl an voluntarily basis.
Statistically, the number of this sample met thgureements of inferential statistics
The number of respondents in this sample exceedsmthimum number of 30 as
required by probability sampling technique enablibhgto be analyzed using
inferential statistics (Sekaran, 2003) (Leedy & @vd) 2005).

3.4. Data Analysis

The Statistical Package for Social Science (SP8&jon 16.0 was used to analyse
the data from the questionnaire. Exploratory Faétoalysis (EFA) was used to
assess the validity and reliability of measuremsogles (Nunally & Bernstein,
1994) (Hair et al, 1998). Based on the guideliregsup by these statisticians, factor
analysis with direct oblimin rotation was performed the research variables,
followed by Kaiser-Mayer-Olkin Test (KMO), Bartl&ttTest of Sphericity (BTS),
Eigenvalue, Variance Explained and Cronbach Alpka The factor analysis
yielded the value of 0.4 and more for all itemsrespnting each research variable,
indicating that the items met the acceptable stahdad validity analysis. All
research variables have exceeded the acceptabtiastiaof Kaiser-Meyer-Olkin's
value of 0.6 and were significant in Bartlett'stte$ sphericity, showing that the
measure of sampling adequacy for each variable acagptable. All research
variables had Eigenvalues larger than 1, signifyihgt the variables met the
acceptable standard of validity analysis (Hair 1e2806). All research variables
exceeded the acceptable standard of reliabilityaisaof 0.70, indicating the
variables met the acceptable standard of religihalitalysis (Nunally & Bernstein,
1994). Variables that meet the acceptable standérdalidity and reliability
analyses were used in testing the hypotheses.

Next analysis of variance, Pearson Correlationyaigland descriptive statistics
were conducted to analyze the constructs and tleéulnsss of the data set
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(Tabachnick et al., 2001) (Yaacob, 2008). FinaByepwise Regression analysis
was undertaken to assess the magnitude of eactpendent variable, the
relationship between many independent variablesomeddependent variable, and
the contribution and influence of each independmamiable on dependent variable
(Baron & Kenny, 1986) (Foster et al., 1998). Insthiegression analysis,
standardized coefficients (Standardized Beta) weeal for all analyses (Jaccard et
al., 1990).

4. Findings
4.1. Participant Characteristics

Table 1 shows the demography of the participants wére mostly males (53.6%),
ages 46 and above years old (40.9%), non-managenwekers (56.4%), degree
holders (39.1%), and workers who worked more tha(B8Z.3%).

Table 1. Participant characteristic (N=110)

Gender (%) Education (%)
Male = 53.6 Degree = 39.1
Female = 46.4 Diploma =12.7
STPM =55
Age (%) SPM = 32.7
18-25=5.5 Competency Certificates = 10.0
26-35=29.1
36-46 = 24.5 Length of Service (%)
>46 =40.9 <lyears=1.8
1-5years =12.7
Position (%) 6-10 years = 17.3
Management = 43.6 11-15 years = 20.0
Non-management = 56.4 16-20 years = 10.9
> 21 years = 37.3

Note: SPM-Sijil Pelajaran Malaysia
STPM-Sijil Tinggi Pelajaran Malaysia
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Validity and Reliability Analyses for the Measurement Scales

Table 2 shows the results of the validity and teliiy analyses for measurement
scales. The survey questionnaires consisted ote38si covering five variables:
supervisor support (7 items), supervisor commurtna{ll items), supervisor
delivery modes selection (6 items), motivation éarh (8 items), and transfer of
training (7 items). Based on Hair et al. (2006)dglines, these statistical analyses
showed that: (1) all research variables exceede@ddheptable standard of Kaiser-
Meyer-Olkin’s value of 0.6, (2) all research vatetbwere significant in Bartlett’s
Test of Sphericity, (3) all research variables Bagenvalues larger than 1, and (4)
the items for each research variable exceededrfaxadings of 0.50 (Hair et al.,
2006). All research variables also exceeded thepaable standard of Reliability
Analysis of 0.70 (Nunally & Bernstein, 1994). Thedatistical analyses confirm
that the measurement scales met the acceptablitastiaof validity and reliability
analyses as shown in Table 2.

Table 2. Validity & Reliability of Data

Bartlett

Measure trems | [ C2 | kv | Testor | o200 ECEC Rona
phericity

SR 17 (o |oso | oo | 4978 7112 | 0.9

“OM lu|ggs |04 | lgceo | 7735 7032 | 0.96

WIE le osr |08 | olgogo | 5310| 6637 | 0.93

TOT N | Gay o2 |[3000, | 5488|7830 | 095

4.2. Analysis of the Constructs

The variance analysis, Pearson Correlation anasysisdescriptive statistics were
used to analyze the research variables used irstilnily. The analysis of variance
techniques were used to compare the mean scorgsdyetwo or more groups in

the studied organization. In this case, independantples t-tests were used to
compare two different (independent) groups of pedpé., gender) and
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ANOVA is used to compare three and more differentidpendent) groups of
people (i.e., age) (Hair et al., 2006) (Yaacob, 8000utcomes of one-way
ANOVA showed that demographic variables were fonotito have a significant
difference with support (SUP), communication (COMMotivation to learn
(M.T.L) and training transfer (T.0.T), showing thatipport, communication,
delivery mode, motivation to learn and trainingnster were found not to be
differently perceived by different demographic abtes.

Table 3 shows the results of Pearson Correlatiatysis and descriptive statistics.
The mean values for the variables are from 5.38.@4, signifying that the levels
of SUP, COM, M.T.L. and T.O.T ranging from high () highest level (7). The
correlation coefficients for the relationship betmethe independent variable
(support, communication and delivery mode) andrtiegliating variable (M.T.L)
and the dependent variable (T.O.T) were less th@6, Gndicating that the data
were not affected by serious collinearity probléttait, et al., 2006).

Table 3. Pearson correlation and descriptive analys

) Pearson Correlation Analysis
Variables Mean SD
1 2 3 4
Support (SUP) 5.59 .89 1
Communication -
(COM) 5.39 .99 .84 1
Motivation to Learn e | -48*
(M.T.L) 6.01 .60 A5F | 1
Transfer of Training | D3* | .B9*
(T.0.T) 5.76 .81 B4rr | . 1

Note: Significant at *p<0.05;***p<0.01

4.3. Outcomes of Testing Hypothesis 1 & Hypothesks

Table 4 shows demographic variables were enterefitép 1 and followed by
entering independent variable (i.e., SUP and COM)Step 2, and mediating
variable (i.e., M.T.L) in Step 3. Motivation to lkmawas used as the dependent
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variable. An examination of multicollinearity indhcoefficients table shows that
the tolerance value for the relationship betweeninldependent variable (i.e., SUP,
and COM) and the dependent variable (i.e., M.T.L.g¢rev 0.96 and 0.95,

respectively. These tolerance values were moretti@pstablished tolerance value
of .20 (as a rule of thumb), indicating the vareablwere not affected by

multicollinearity problems (Fox, 1991) (Tabachngtkal., 2001).

Table 4. Results of the stepwise regression analysi

Dependent Variable

Variable (Motivation to Learn
Step 1 Step 2

Control Variables

Gender -11 -11

Position -.05 03

Age -.39* -.36*

Education Level 18 .09

Length of Service 40* A6**

Independent Variables

Support .16

Communication 37*

R2 .08 .33

Adjusted R2 .04 .29

R2 Change .08 .25

F 1.90 7.21%**

F Change R? 1.90 18.85***

Note: Significant at *p<0.05, **<0.01, **p<0.000

Table 4 shows the results of stepwise regressiaiysis in the two steps. Step 1
displayed that age and length of service were fdone significant predictors of
motivation to learn (3=.39, p<0.05; 3=.40, p<0.@spectively), accounting for 8
percent of the variance in t dependent variablep 2t revealed that support was
not found to be a significant predictor of motieatito learn (3=.16, p>0.05),
therefore H1 was not supported. Conversely, comeation was found to be a
significant predictor of motivation to learn ([3=,3@<0.05), therefore H2 was
supported. In terms of exploratory power, the is@o of supervisor’s role in Step
2 had explained 33 percent of the variance in ggeddent variable. Further, this
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result confirms that support does not act as aroitapt antecedent of motivation
to learn and communication does act as an imposargcedent of motivation to
learn in the studied organization.

4.4. Outcomes of Testing Hypothesis 3 & Hypothesis

Table 6 shows that demographic variables were emtén Step 1 and then
followed by entering independent variable (i.epmart and communication) in
Step 2, and mediating variable (i.e., motivatioietrn) in Step 3. Training transfer
was used as the dependent variable. An examinafianulticollinearity in the
coefficients table shows that the tolerance vabretlie relationship between the
independent variable (i.e., support, and commuioicaand the dependent variable
(i.e., training transfer) were 0.96 and 0.95, retipely. These tolerance values
were more than the established tolerance value.20 (as a rule of thumb),
indicating the variables were not affected by neoltinearity problems (Fox,
1991) (Tabachnick et al., 2001).

Table 5. Results of the stepwise regression analysi

Dependent Variable

Variable (Motivation to Learn)
Step 1 Step 2

Control Variables
Gender .08 .07
Position -.04 .04
Age -.15 -11
Education Level 21 A2
Length of Service .25 32*
Independent Variables
Support .29*
Communication .33*
R2 .09 42
Adjusted R2 .04 .38
R2 Change .09 .33
F 2.0 10.48***
F Change R? 2.0 28.98***

Note: Significant at *p<0.05, **<0.01, ***p<0.000
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Table 6 shows the results of stepwise regressiatysin in the three steps. Step 1
revealed that length of service was found to begaifscant predictor of training
transfer (3=0.32, p<0.05), accounting for 9 peroérhe variance in the dependent
variable. Step 2 displayed that the support andnoonmncation were found to be
significant predictors of training transfer (3=0.28<0.05; R=.33, p<0.05,
respectively), therefore H1 and H2 were supportederms of exploratory power,
the inclusion of supervisor’'s role in the Step 2 lexplained 42 percent of the
variance in the dependent variable, signaling sligiport and communication are
important antecedents of training transfer in tiielied organization.

5. Discussion and Implications

The findings of this study demonstrate that supemns role act as a partial
antecedent of motivation to learn and supervisais act as a full antecedent of
training transfer in the training program modeltloé studied organization. In the
context of this study, supervisors have providedgadte support (e.g. encourage
employees to attend training programs and applylyneequired knowledge and
skills that they gain from training programs in ithpbs), and have practiced
comfortable communication style (e.g. provide fesly encourage discussion and
openly deliver information on training) when implenting training programs. The
majority of employees perceive that the inabilifysopervisors to provide adequate
support in training programs may lead to lower waiion to learn, but the ability
of supervisors to use comfortable communicatiorctprea in training programs
may lead to higher motivation to learn. Converséhg ability of supervisors to
provide adequate support and use comfortable coneation style may lead to an
enhanced training transfer.

This study provides significant impact on three anapspects: theoretical
contribution, robustness of research methodologg, @ntribution to the human
resource development practitioners. In terms obrtécal contribution, this study
produces three important outcomes. First, the tgbiif supervisors to use
comfortable communication in training programs hbsen an important

determinant of motivation to learn. This findingdsnsistent with the studies by
Chiaburu and Tekleab (2005), and Ismail et al. 0830 Second, the ability of
supervisors to provide adequate support and userofortable communication in

training programs has been an important determiofintotivation to learn. This

finding is consistent with that of Lim (2000), ahith and Morris (2006).
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With respect to the robustness of the research adetbgy, the survey
guestionnaire data used in this study have satisfhcmet the standards required
for validity and reliability. This would lead to e¢hproduction of accurate and
reliable findings.

In the matter of practical contributions, the fings of this study can be used as a
guideline by managers to improve the managememtaofing programs in their
organizations. Hence the following suggestionsustomize training contents and
methods according to organizational expectationd @eds. For example, the
content of training programs for management emp@syghould impart advanced
human skills that may help them to understand idd&s’ cognitive, emotion,
psychomotor and superior moral values. In orderetlize the training contents,
professional trainers should be hired to teach g@ma&nt employees on how to
properly implement interpersonal communicationlskiinanaging change, conflict
and problem solving techniques in the workplace.aByw supervisors to be
involved in higher level training committees sotttieey may be able to channel or
voice the needs and expectations of employeeseagithss root level. In this
manner, appropriate training modules that would psup human resource
management’s strategies to meet organizational gabe properly designed and
established. 3) change the human resource pofides hiring employees merely
based on conformance to organizational policies @ndcedures to hiring
employees based on creativity and innovations. Hirig system would hire
knowledgeable and experienced employees who candparational employees to
improve attitude and working styles, as well abaadle employees’ demands with
better treatments like showing more respect, bes$toand accountable. 4) review
monetary and non monetary rewards for supervisoased on current
organizational strategy and goals. For examplerial organizational changes
may increase supervisors’ list of duties and resjtdlities, which may affect their
health, safety and productivity at the workplackede problems could be alleviate
lessened if the type, level and/or amount of rew#edg., the structure and level of
pay) are reviewed so that the quantum commenswite the supervisors’
workloads and performance. Should organizationngito seriously consider and
implement these suggestions, employees motivatofdde heightened this may
positively motivate employees to sustain and suppoganizational and human
resource department’s strategies and goals.
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6. Conclusion

This study proposed a conceptual framework basedagring research literatures.
The measurement used in this study met the acdepgtdndards of validity and
reliability. The outcomes of stepwise regressioralgsis also confirmed that
supervisor communication in training programs is ieaportant determinant of
motivation to learn, and supervisor's support aochimunication are an important
determinant of training transfer in the studiedamigation. This result supports and
broadened training research literature mostly ghblil in Western organizational
settings. Therefore, current research and pragtitkin training management
models need to consider supervisor's support angramication as a key element
of the workplace training system where increashey ¢apability of supervisors to
provide adequate support and use comfortable conaation style in training
programs may motivate employees to sustain andeaser organizational
competitiveness in a global economy.
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