CHAPTER IV: ANALYSIS DATA AND RESULTS

4.1 Introduction (}

This chapter is organized into four sections. The first sectioAQsents the

demographic data of the research participants, while the second sWdepicts the

results of the exploratory factors analysis. Next, the thi ction explains the
g

descriptive statistics, as well as the correlations matrix, a rF fourth section

describes the results of hypotheses test. .\d‘
N4
1S
4.2 Demographic data of Respondents s e
Y

fror@&espondents
d 64‘ status.

A

Table 4.1 shows the distribution esands‘n S 5\ g@)d,er. The total number of
EG :

o
respondents had been 227, N 6.1 ent’ (N= %of them were male, and
33.9 percent (N=77) were f(ﬁf&fThe able sl s@*he distribution of respondents
based on age. 46.3 percent i’lzlo)K esbot@ents were aged between 31 and 40

@
years old, 39.2 @N:@ aged(a%ﬂveen 20 and 30 years old, and 13.2

N
percent (N=3 m between

ﬁhd
(N=3) of nden W9e eié-ﬁnd above. In addition, the table summarises
de

The questionnaire had retrieved some dem rapK in

(training participants), such as genderm\%k experi

>

ears old. Nevertheless, only 1.3 percent

4

the di:wgl' of resp
e

&[s b\'é@'d on work experience. Out of 227 respondents,

nt (N=81) of them “had more than three years of work experience, 28.2

35%
A%l (N=64) had three years of work experience, and 22 percent (N=50) had two

Ors of work experience. Only 14.1 percent (N=32) claimed to have one year of work

experience. Moreover, the table also shows the work status characteristics of the

84



sample. Out of 227 participants, the majority of the participants (N=192) were

involved in the work as a full time employees which represented in 84.6%

participants, and only 35 participants were involved in the work @time

employees who represented in only 15.4% of the participants. A

Table 4.1: Respondents Demographic N:

Characteristic Frequency (N) cen'age (100%)

Gender .\d
Male 150 g 'C‘}Y
Female 77 o 3. -
Y N
-
20-30
AN
N |
50 and above 3 >\’T @ 1.3
£
Work experience & q 4?
Aj S" 14.1

Age

One year

\ 2
Two years 5 : % 22.0
Three years Q 28.2

P 4 s
More than three % "\\‘ 81% 35.7

Work status & "\/ {Q
l .?’l oo 84.6

Full h\

Partti \(_;35 15.4
0
& F




4.3 Exploratory Factor Analysis

Exploratory factor analysis is a technique within factor analysis, Wh@

overarching goal is to identify the underlying relationships between Er%asured

variables (Norris and Lecavalier, 2010). The first step in conducting an exploratory

factor analysis is to examine the suitability of the data for factor analysis. According

to Pallant (2011) and Leech, Barret, and Morgan (2005), are considered

ows| at least some

correlations at 0.30 or greater, the Bartlett’s Test of rici M@tis@fglly

N
significant value (p < 0.05), and the value of Kai eyer-Olkin isg0" O‘an.@eater.
? g

If the data have fulfilled these requirements?neco ste to d'etg:nine the

o
number of components (items) to be fwd b the eigenvalue. Only

components with an eigenvalue of 1N Ve are co ereo®' further analysis.

. . T ) & .
The eigenvalue can be found in | Var pl @table. Next, the third
0

oy

step is to look at the compon atrix table to a‘l‘ninggh’e items loadings on each

factor. In fact, only items wi ading greater than A0 will be considered for the

next step. Moreover, #:jna'u ‘Lel d’z?esented to provide information

concerning varian Mch@ valu;Q&{. less than 0.30) could indicate that

the item does n@l wi tper i@% in its component. Below are the results

of explore @alysi for-al aria@ in the study (see Table 4.2).
IS

suitable for factor analysis when the correlation ma

%
3
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Table 4.2: The Result of Exploratory Factor Analysis

Factor Loading (Communalities)
\:' )

ems | k| 2 | P38 | F4 | F5 | F6 | F7 F9
MTLL 701(.492)
MTL2 800(.640)
MTLS 578(.335)
MTL4 718(.516)
MTL5 .608(.370)
SE1 768(.590)
SE2 587(.345)
SE3 1659(.434)
Sea 1669(.447)
- 1629(.395)

552(.305)

SE6 ' \
1645(.415)
SE7 T
152 \ 891(.
CR1 NS
"}
CR2

OTP1 5 q 1692(.479)
N 728(.531)

OTP3 .710(.505)

729(.532)

87




OLC1

OLC2

OLC3

OLC4

OLC5

OLC6

OLC7

PD1

PD2

PD3

PD4

PD5

MTT1

MTT2

MTT3

MTT4

VIGOR

DEDICATION

ABSORPTION

665(.443)

686(.471)

767(.589)

709(.503)

717(.514)

1654(.428)

1638(.406)

1691(.447)

701(.492)

815(.665)

771(.594)

.921(.847)

.860(.740)

.921(.848)

726

.883

2.228

2.436

55.692

81.200

729

.799

.500

.675

127

.845

873 .696

722
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Bartlett’s test .000 .000 .000 .000 .000 .000 .000 .000

Note: F1 = Motivation to learn; F2 = Self-efficacy; F3 = Job satisfaction; F4 = Content relevance; F5 =
Opportunity to perform; F6 = Organizational learning culture; F7 = Power distance; F8 = Motivatio N
= Work engagement; KMO = Kaiser-Meyer-Olkin

Table 4.2 shows the results of exploratory factor analysis for the variables =Motivation
to learn, self-efficacy, job satisfaction; content relevance, opportunity to perform,
organizational learning culture, power distance, motivafw transfer, work

engagement) of this study. The table shows that the value Kais'er-Meyer-OIkin

‘S T?t. of
re!u I-é?rowde

(KMO) for all variables are above 0.50, while t f

Sphericity for all variables are statistically signifi (p<O0. 05) h

evidence to support the appropriateness of the r fa r analysis. owmg the
appropriateness of the data for fact 4 the qrﬁext p is @etermme the
number of components that shows elg e 1 0 andebove. @)Ie 4.2 shows the
AN
eigenvalue for each variable tog t g éc)Q‘arlance. For example,
the eigenvalue 2.352 were |d ied for K&n to learn that explained
47.039 per cent of varian addrl u@:nalltles value for each item
(
(please refer to the de t Iget)c[g er each variable of this study

.\mearzzéJ he items had been proven to fit well

'vara;)ﬁ\e). Moreover, Table 4.2 also shows the
loading v fo eachb.? er Qéh variable of this study. All items exhibited

loadin wmore J':h
f this study. Fmall}sc:?ne Table shows the Cronbach alpha value for each

displayed values &ﬁ@ﬂhan 0|

with each ot r |ts mpo
means the items were strong to measure the

, which meet the acceptable value (>0.70).
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Table 4.3: Summary of Exploratory Factors Analysis

Variable

Original Item

4

Motivation to learn

- 10 items (Mtl1, mtl2, mtl3,
mtl4, mtl5, mtl6, mtl7, mtl8,
mtl9, mtl10)

- 5 (mtl6, mtl7, mtl8, mtl9,
mtl10) items have been deleted
due to cross loading

5 itemfantIZ,

mtI%mtlS)

N

Self-efficacy

- 8items (Sel, Se2, Se3, Se4,
Seb, Se6,Se7,5e8)

- 1 (Sel) item has been
due to cross loading.

items (Se2, Se3, Se4,
SeS.\G,?SeB)
®
N4
SIS

Job satisfaction

- 3items (Jsi, Js2, Js
- 1item (Js2) ha
due to cross Ioadl

%Ms (Js1)083)
N
MR\
N

£,
N
Content relevance @ms (Cr1, Cr2,
\Cr3)
Opportunity to perform 4 items (Otp1, Otp2,
Otp3, Otp5)

Organizational learning
culture

7 items (Olc1, Olc2,
Olc3, Olc4, Olc5,
Olc6, Olc7)

Power dlstanc%\

a

Motivati

5 items (Pd1, Pd2 Pd3,
Pd4, Pd5)

*s

’# E\b
ansfer 4 items (Mttl, Mtt2, Mtt3, Mtt4)

N
\(..)

4 items (Mttl, Mtt2,
Mtt3, Mtt4)

- 6 items (Wel, We4, We8,
Wel2, Wel5,Wel7)

- 1item (Wel) has been deleted
due to cross loading.

5 items (We4, We8,
Wel2, Wel5,Wel7)
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Dedication 5 items (We2, We5 We7, Wel0, 5 items (We2, We5
Wel3)
Absorption 6 items (We3, We6, We9, Well,
Wel4, Wel6)
Work engagement 3 items (Vigor dedication, 3 iteR(Vigor
Absorption) ﬁw on,
| Absarption)
N \g
4.4 Mean, standard deviation, and correlation bet variahles ' _\C}

Table 4.4 shows the mean (M), standard deviati SD)a\ﬁ’d correlq&n of the
Y-

research variables. The mean score of thEW es rﬁf‘ged m 2@0 4.32, while

the standard deviation score ranged N to 0.81.

variables had been positive, ex %r there)\%n hi
distance and all variables, w%rtr ed negative <fgc;':rt)ionship. Moreover, the
correlation between the vani \ang'd%g; A.GOS, which is less than .90,
suggesting less proba%Ytrmﬁ g}l}t{% inearity (Tabachnick and Fidell,
2007). &\ @

e cofrelation between the

{é{\-\/\/een variable power

>
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Table 4.4: Descriptive statistics and correlation matrix

Variable M SD MTL SE JS CR OTP oLC PD MTWE
'\

SE 406 | .51 .367** 1

MTL 407 | 52 1 ! w

JS 4.04 .81 .546** 234** 1

CR 425 | .59 496** 418** .605** 1 '

oTP 3.96 | .60 A409** .360** 490** .533** 1 w \d'

oLC 402 | 53 .292%* 496**

PD 421 | 55 | -173** -.088

MTT 432 | .56 A429%* A31F* 45% 1

WE 3.89 .46 .192** A31** .230** .281** 1
Note: M = Mean; SD = Standard deviation: ivati ; ="Self-efficacy; JS = Job satisfaction;
CR = Content relevance; OTP = Oppm ional learning culture; PD = Power
distance; MTT = Motivation to transfer; W orklel i ion is significant at the 0.01 level.
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4.5 The result of multiple regression to test Hypothesis 1 to 8

Table 4.5: The Result of Multiple Regressions \z

Variable Motivation to transfer Wor (%ment
(B) )

Motivation to learn 0.124* 037**
Self-efficacy 0.147* i 0.186***
Job satisfaction 0.133* \, 0.040%*
Opportunity to perform 0.178** 0.050***
Organizational learning culture 0.131* Y~ 0.173***
Content relevance 0.221** ' 0.074***
Power distance 0.132* 0.055***
Motivation to transfer \&9***

Note: p = Standardized Coefficients Beta Value; * = p <0. ()5@( 0.01; ODOK) J

Table 4.5 explains the effect of mdepender@s o\stan é&]amzatlonal
learning culture, motivation to Iearn\hlcacy, J isfa@‘v, opportunity to

perform, content relevance) on mo atlon to tr azﬂkshows that the effect
_ _ N
of all independent variables on @lon t0 tran Ive and significant. For

example, motivation to Iearn\h&a pas
relationship with the c to tra]sfer atef@ the results in the Table 4.5, the
' g
uppo e

&
d Q
|
&

In addition, 1%4\5 g plaln fef{:'t)of independent variables (power distance,
orgamz% earni re m@Vatlon to learn, self-efficacy, job satisfaction,
t

opp rtunity to perform, contelg%m evance) on work engagement. The Table shows

and significant (p < 0.05)

hypothesis 1 to 7 ar

t effect of all mdependent variables on work engagement are positive and
ificant. For example, self-efficacy has a positive (B = 0.186) and significant (p <
.001) relationship with the work engagement. Moreover, the Table also shows that
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the effect of motivation to transfer on work engagement are positive (B = 0.079) and

significant (p < 0.001), which support the hypothesis 8 of this study. Y~

S

4.6 The results of hierarchical regression analysis to test hypothesis 9 t0M5

4

4.6.1 Hypothesis 9: Motivation to transfer is a mediator be% otivation to
learn and work engagement Y~
The previous Table 4.5 shows that motivation to Iear@s'ti (B 740.037) and
@
significant (p < 0.01) relationship with the worke&mament meet e uireﬂge t of
=\
Step 1 in Baron and Kenny, 1986). The previous analysis (segfTables’4.5) a!gu showed

\h N
Ivation to tramsfer is positive

of 2 in Baron and

that the relationship between motivation to%;d ngﬂ
(B = 0.124) and significant (p < 0.(\% requi

Kenny, 1986). In addition, the preytous analyst o?e T 4.5) found that the
relationship between the motiv@anﬁer a qork E@\ugement is positive (B =
0.079) and significant (p < Om me %zntﬁﬁsﬁ(ep 3 in Baron and Kenny,
1986). Based on thes ithherI IS a oss@ for motivation to transfer to
mediate the rel tior@/e \I'ﬁ{t\l o
and Kenny, 1986Nino ,lar

N D Y

i
An additioes%lysis was nJuc d “to determine if the mediation effect of
\
to Mtra

4

arn and work engagement (Baron

d, and<Eitz, 2007).

motivat% nsfer relationship between motivation to learn and work
engm&mt is of full mediati r(@:zp;rtial mediation. The results (see Table 4.6) show
‘@relaﬁonship between motivation to learn and work engagement is positive but

otssignificant (a R? for Model 2 = 0.006, p > 0.05) when the mediator (motivation to

Qnsfer) was controlled. This means that there is a full mediation effect of motivation



to transfer in the relationship between motivation to learn and work engagement (meet

requirement of Step 4 in Baron and Kenny, 1986). Y

Table 4.6: The Result from hierarchical regression analy&é )

Predictor Work engage
(B) Adjust qu

Model 1
Motivation to transfer 0.079 |

\Y.
Model 2 Y'

Motivation to transfer, Y~
Motivation to learn 0.085 0 “~  0.006

NN

Note: p = Standardized Coefficients Beta VaI A R Square; AQ{- R Square Change

4.6.2 Hypothesis 10: Motivati ns& ejla %tween self-efficacy

and work engageme Aj
tha l

The previous Table 4.5 elf- c‘a s a positive (B = 0.186) and
4
significant (p < 0. OWIa iorl \\‘L the &4&/ engagement (meet requirement of
Step 1in Baron\d ny, . The pr vi’pﬂs analysis (see Tables 4.5) also showed
3 ‘

/1,{0

that the relati between

198&

% hip between the motivation to transfer and work engagement is positive (B =

- N .
ificant 05) @t requirement of Step 2 in Baron and Kenny,

addition, the prev@d analysis also (see Table 4.5) found that the

) and significant (p < 0.001) (meet requirement of Step 3 in Baron and Kenny,

QSG). Based on these findings, there is a possibility for motivation to transfer to
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mediate the relationship between self-efficacy and work engagement (Baron and

Kenny, 1986; Mackinoon, Fairchild, and Fritz, 2007). Y'
An additional analysis was conducted to determine if the mediat'!@t of

motivation to transfer on the relationship between self-efficacy and work efgagement
is of full mediation or partial mediation. The results (see Tab%ishow that the
relationship between self-efficacy and work engagement is ng nd significant (a

R? for Model 2 = 0.118, p < 0.001) when iato' (motivation to
transfer) was controlled. This means that there is a pPastial /mediati ,effﬁt_ of

N
motivation to transfer in the relationship betwee efficacy and k'engé‘@ement

(meet requirement of Step 4 in Baron and Kenn?&), \" \Y

1

Table 4.7: The Resultfrx’ chical ession ﬁwsis
Predictor \ rl’:@gement

st R? AR?

" O
Model 1 T\ Ajg
Motivation to transfer 0r79 0.075
(
c’) "b} .-400
Model 2 \ ' g 4 %(J
Motivation to tr ‘& 0 &
Self-efflcacyca\ l ,?:D.]&EJ 0.190 0.118%**
) O

&
Note: f = Sta %’zed C’efﬁcie :Béta \QDE; Adjust R2= Adjust R Square; A R?= R Square Change
*kk = 1 Y__
&
N




4.6.3 Hypothesis 11: Motivation to transfer is a mediator between job

¥

The previous Table 4.5 shows that job satisfaction has a positive (AQMO) and

satisfaction and work engagement

significant (p < 0.01) relationship with the work engagement (meWuirement of
Step 1 in Baron and Kenny, 1986). The previous analysis (see Tab .5) also showed
that the relationship between job satisfaction and motivati m‘el is positive (B =
0.133) and significant (p < 0.05) (meet requirement ofyStep 2 'nerd Kenny,
uhd _\Gg the
rk en&a tis @Eive B =
0.079) and significant (p < 0.001) (meet réquirement aﬁ h in B@;vand Kenny,

1986). Based on these findings, thewa)ssibility ot@fbn to transfer to
mediate the relationship between j@stisfactio\ndy/o ,@\gagement (Baron and

S
Kenny, 1986; Mackinoon, Faim%d Frﬁ, 2007)« Qi:)

An additional analysis WYmduc:td t tern_@» if the mediation effect of

|
motivation to transfe%t e reLa ons p‘.tzesk'en job satisfaction and work

engagement is of ;Qsjiatio* or\ﬁal me@(on. The results (see Table 4.8) show
b

that the relati i een™y isfa i%and work engagement is positive and
i Btyee ;.t ci@n gag p
significant mR? ar Madel 2 50.018, ) p < 0.05) when the mediator

Q— NS
(motiv to Transfer Jeontrolted. This means that there is a partial mediation

1986). In addition, the previous analysis also Table 4.5

relationship between the motivation to transfer.

otivation to transfeﬁn the relationship between job satisfaction and work

ent (meet requirement of Step 4 in Baron and Kenny, 1986).

97



Table 4.8: The Result from hierarchical regression analysis

Predictor Work engagement
(B) Adjust R? ‘\ b

Model 1 s )
Motivation to transfer 0.079 0.075 Y.

Model 2

Motivation to transfer, z

Job satisfaction 0.097 i\d 0.018*
’ .

Note: p = Standardized Coefficients Beta Value; Adjust R2= Square, Qquié‘ahange

*=p<0.05
Yv

4.6.4 Hypothesis 12: Motivation to trts a me"alat etwe ontent

relevance and work engagem&

significant (p < 0.001) rela Yp with th rk g@gement (meet requirement of
(
6

Step 1 in Baron and K ). T Quis é{\/ sis (see Tables 4.5) also showed

that the relatrons@een cbnte relevan%('a)nd motivation to transfer is positive
(B = 0.221) nificant pl) @}et requirement of Step 2 in Baron and
r

Kenny, 1 In ddition evr@analysrs also (see Table 4.5) found that the
relatio whNeen‘;th)ﬂ\e/atl 0 transfer and work engagement is positive (p =
significant (p < 0'8@) (meet requirement of Step 3 in Baron and Kenny,

ased on these findings, there is a possibility for motivation to transfer to

iate the relationship between content relevance and work engagement (Baron and

Kenny, 1986; Mackinoon, Fairchild, and Fritz, 2007).
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An additional analysis was conducted to determine if the mediation effect of
motivation to transfer on the relationship between content relevance anT«
engagement is of full mediation or partial mediation. The results (see Ta@

that the relationship between content relevance and work engageme itive and
significant (a R? for Model 2 = 0.020, p < 0.05) WWe mediator

(motivation to transfer) was controlled. This means that the;e Nrtial mediation

effect of motivation to transfer in the relationship between levance and work

re
engagement (meet requirement of Step 4 in Baron and , 1986).

\
()
Y‘

Table 4.9: The Result from hierarchi egress‘gn nalysis

Predictor Wge igf\?'

Model 1 \
Motivation to transfer %9

o
Model 2 ~
N
Motivation to transfer,
Content relevance %

Note: B = Standardl eff|C|ent eta e; Adk

*=p<0.05 : o

|
099 0 0.091 0.020*

= Adjust R Square; A R?= R Square Change

4.6.5 SIS 1? 0 a |o ransfer is @ mediator between opportunity

p form and work e@agement

: |%previous Table 4.5 shows that opportunity to perform has a positive (p = 0.050)

d significant (p < 0.001) relationship with the work engagement (meet requirement
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of Step 1 in Baron and Kenny, 1986). The previous analysis (see Tables 4.5) also
showed that the relationship between opportunity to perform and motiva?’o
transfer is positive (B = 0.178) and significant (p < 0.01) (meet requirem@ep 2
in Baron and Kenny, 1986). In addition, the previous analysis also able 4.5)
found that the relationship between the motivation to transfer and WWagement is

positive (B = 0.079) and significant (p < 0.001) (meet requireEent Step 3 in Baron

and Kenny, 1986). Based on these findings, there is a f('r motivation to

transfer to mediate the relationship between opporttmity to pe and work

engagement (Baron and Kenny, 1986; Mackmoor@tld and Fri @7@
¢ ) %

An additional analysis was conducted to ne )t\e diationy effect of

motivation to transfer on the relationshltwn opportupnity to p&rm and work

e res@ (see Table 4.10)

engagement is of full mediation or p
show that the relationship betwe rtun ﬁ\%r

y o S |
positive but not significant ( r Model 2 0009, Q?;.'O 05) when the mediator
Y T

(motivation to transfer) wan ed.[This ns that'there is a full mediation effect
Ly

of motivation to trans% relationshi gw&e/ pportunity to perform and work

engagement (mee;@mentl f\ in B and Kenny, 1986).

éﬂd work engagement is
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Table 4.10: The Result from hierarchical regression analysis

Predictor Work engagement
(B) Adjust R? ‘\ )

Model 1 s )
Motivation to transfer 0.079 0.075 Y.

Model 2
Motivation to transfer, z

Opportunity to perform 0.088 .0 i'\d 0.009
@
9, ¥
Note: B = Standardized Coefficients Beta Value; Adjust RZ= s Square,A = Qquié‘aﬁange
b 4

<

4.6.6 Hypothesis 14: Motivation to transfer is\a m ihetwee \g

organizational learning cult &)/ork en entdﬁ
\ Y
&
The previous Table 4.5 shows izati i

0.173) and significant (p <m relati
requirement of Step 1 z and Ki

s

g

nny, 9$6@1e previous analysis (see Tables
’

4.5) also showed that the eI1 etwe rganizational learning culture and

motivation to tran is itive@(p = @81) and significant (p < 0.05) (meet

!
requirement &37 21 Ba‘l'ro nd @ 1986). In addition, the previous analysis

also (se%%%) f‘au Dd'};ft e @onship between the motivation to transfer and

work engagement is positive ([36;0.079) and significant (p < 0.001) (meet requirement
\

2

N in Baron and Kenny, 1986). Based on these findings, there is a possibility for

0 jvation to transfer to mediate the relationship between organizational learning
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culture and work engagement (Baron and Kenny, 1986; Mackinoon, Fairchild, and

Fritz, 2007). T
An additional analysis was conducted to determine if the mediat'!@t of

motivation to transfer on the relationship between organizational learning Gulture and
work engagement is of full mediation or partial mediation. The reSults (see Table

4.11) show that the relationship between organizational leagni ulture and work

engagement is positive and significant (a R? for Model 2 = ' p< ').001) when the

ns .\Hads,a %_tlal

mediation effect of motivation to transfer in the ionship b ol'ganfatlonal

mediator (motivation to transfer) was controlled. This

learning culture and work engagement (meetWemeaQ 4 {zn:;;ron and
Kenny, 1986). N W é

&

Table 4.11: The Resultgfrom hlera re s@.ﬁnalysis

Predictor gagement
(B) Aj deSt R? AR?
Model 1 Y' ’

l
Motivation to transfer lBj 0.075

Model 2 & §
2 l c.,(-’
Motivation to er, b 4
Orgamzat»@mmg \Q/
Culture ~&t184 0.177 0.105***
’ X

ndardlzed CoefﬂmentsM Value; Adjust R?= Adjust R Square; A R?= R Square Change

x
é
S
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4.6.7 Hypothesis 15: Motivation to transfer is a mediator between power

As

The previous Table 4.5 shows that power distance has a positive @;@055) and

distance and work engagement

significant (p < 0.001) relationship with the work engagement (m%uirement of

Step 1 in Baron and Kenny, 1986). The previous analysis (see Tab .5) also showed

that the relationship between power distance and motivati Kx;e' is positive (B =
2i

Wld Kenny,

uhd _\Gg the

0.132) and significant (p < 0.05) (meet requirement o

relationship between the motivation to transfer rk enﬁ tis @Eive B =

0.079) and significant (p < 0.001) (meet réquirement aﬁ Stepy3 in B@;vand Kenny,

1986). Based on these findings, thewa)ssibility ot@f‘on to transfer to
mediate the relationship between distancig Yvo ,@\gagement (Baron and

S
Kenny, 1986; Mackinoon, Faim%d Frﬁ, 2007)« Qi:)

An additional analysis duc:’d t tern_@» if the mediation effect of

motivation to transfe%t e relations p‘.lQeQ en power distance and work
engagement is of Mdi:@rtial @ation. The results (see Table 4.12)
show that the G:{anni lie Qowe(%ance and work engagement is positive
but not sigpi %A R? for I {@01, p > 0.05) when the mediator (motivation
to tra S colftr@be?:Thiﬁans that there is a full mediation effect of
moth& to transfer in l-h&}r,elationship between power distance and work

0‘@

ent (meet requirement of Step 4 in Baron and Kenny, 1986).
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Table 4.12: The Result from hierarchical regression analysis

Predictor Work engagement

(B) Adjust R? ‘\ 2
Model 1 s )
Motivation to transfer 0.079 0.075 Y.
Model 2 \/
Motivation to transfer, z '
Power distance 0.080 .0

0.001
IN?- <

Note: B = Standardized Coefficients Beta Value; Adjust R?=

S

4.7 Summary of the findings

Square,A =R 3q
L

?
g

A 2 )
uaré Change
Y-

{\Y'

104

AN
A
No. Analysis results
H1 Supported (Positive and
significant)
H2 b 0 Supported (Positive and
nsfe % significant)
% . ] o.. ' C@‘"’ . .\
H3 Job sa%l n i posit frehctjz to motivation to | Supported (Positive and
ra sfer\ significant)
R
H4 ntent relevance is positively related to motivation to | Supported (Positive and
t(&m er significant)
Opportunity to perform is positively related to Supported (Positive and
: motivation to transfer significant)




H6 Organizational learning culture is positively related to | Supported (Positive and
motivation to transfer significal
H7 Power distance is positively related to motivation to Supported% e and
transfer siéific t)
H8 Motivation to transfer is positively related to work SupWPositive and
engagement V nificant)
H9 | Motivation to transfer is a mediator between motivat i Supported (full
to learn and work engagement 'nediation)
H10 Motivation to transfer is a mediator betweeniself- Supported" il
efficacy and work engagement edial'\
# +
H11l Motivation to transfer is a mediator be?e’ jo \\ Sup (‘partial
satisfaction and work engageme ’ iation)
H12 | Motivation to transfer is a medN een cont pported (partial
relevance and work-engagem mediation)
\? ’ \_\
H13 Motivation to transfeng edia&)r between Q;) Supported (full
opportunity to perfws work mentAQ/ mediation)
T | NS
H14 Motivation% risa r‘edia r He@ Supported (partial
organizational learning cultur Kk e{gagement mediation)
H15 Motivati transferis a iator een power Supported (full
[ mediation
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