FOR FUTURE STUDY

5.1 Introduction \

The chapter provides a discussion about the findings of data an sis.zollowing this,

CHAPTER V: DISCUSSION, LIMITATION AND SUGGE&&:

the chapter describes the implications of this study from a TEI and theoretical

perspective. Finally, the chapter provides a discussion a e Iir'mitations of this

i

study and suggestion for future study.

5.2  Background of context

The basic goals of training are to improvE
present positions; and to prepare an to @nore responsible
positions in the future. Training is acq i er\ﬁgeds of an organisation

(i.e. competent employees), wm%en onal performance. These
objectives can only be achi%’mp’o e they have learned in training
at the workplace. % J

'3

The Libyan gove@as s@ions llars in training to improve the public
sector empk%\)erfnﬁan ) .andcrlgéj service quality of the public sector.

Unfortu &@re}s till Jimited @provement in terms of employee performance.
il o
th

One o easons could bedﬂjﬁ.the employees do not apply the newly learnt

dge and skills from training at their workplace following the training. On the

er hand, if employees apply the newly learnt knowledge and skills from training at
S

ir workplace, there is a high possibility that the employees’ productivity and
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performance can be enhanced. Therefore, a comprehensive evaluation of transfer of

training at the workplace is required to encourage employees to apply the newlw
Having adequate understanding about the factors that influence the of training
outcomes at the workplace is very important. This is the main onthat encourages

researchers in this field to focus on identifying the specific fa%rs' that influence the

knowledge and skills from training at their workplace.

transfer of training. As explained previously in Cha the fac o’s thap influence
the transfer of training include supervisor support, opportuni o'@%’rm,

!

organisational learning culture, motivation to tr r, and ,oe rs port‘?bwever,

%h\(o tran fég}fs the most

ply the training content

Kirwan and Birchall (2006) have found that t& moti

critical and regarded as a pre-condition % rai

into their work. This perception h shve IWS vigJ\'sCSDtudies who found
&a A
motivation to transfer as an imp%n acwf%we ict@ success of transfer of
“« Q-
training at the workplace (€ tell et 997&5&4rke and Hutchins, 2007,
\

Chiaburu and Lindsay, 2008}\Lie erm{w aj? Wo@, 2008). In other words, these

studies conclude that the lo e& net(ﬁjg the recently acquired knowledge,

skills, and attitu@ trai

the training o@ fol ow%e,t’air@%:’
O

NN
This st is focused iy ptifyi@m factors that influence motivation to transfer

trai tcomes in the Libya@u\,blic sector organisations. Specifically, these factors
we\tegorized into four groups: first, the employee’s characteristic factors
ivation to learn, self-efficacy, and job satisfaction); second, the training design

actor, which is content relevant; third, is the work environment factors which include
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opportunity to perform and the organisational learning culture; and fourth, is the

national culture factor known as power distance. YV

Another area of research related to motivation to transfer is to examlr@pact of
motivation to transfer on employees. However, this area of rese S not been
extensively explored by previous studies. As a result, the ill a lack of
understanding about the impact of motivation to transfer gn e yees This study is
conducted to address this gap. Specifically, this stu ines anﬂon to
transfer can improve employees’ work engagementjwhich is %ﬁr‘l’egas a pogitive,

D
fulfilling, job-related state of mind; characterized by dedlcatlon absorption, and

R
eh

vigour (Schaufeli et al., 2002).

_.ﬂ

5.3  Findings and Discussion

x a

As stated in the beginning of h| (C the L)&'ci\four objectives of this

study are to examine the fact |anu |vat|~§$ transfer in the context of

the public sector organiz } heo. ors include the employee’s
(

characteristic factors (btlvatloy oy S@E/ efficacy, and job satisfaction), the

work envwonmen ac @unlty rform and the organisational learning

\
culture), the t des n,fac c‘gontent relevance), and the specific national

culture fa n Wr |st ThIS is the difference of this study compared
tudles Ic

hflnclt{de various factors together in one conceptual

/

to pr
and empirically te‘sctéa to a specific context; the employees of the public

fr
‘%\n Libya. Previous studies have empirically justified the effects of these factors

0 motivation to transfer, but the relationships between the factors have been

examined separately in different studies and contexts. As a result, the conclusion
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about what are the factors that influence motivation to transfer for the specific group

of people or context cannot be generated by previous studies. YV

This study proposed that all of the factors included in the conceptual mea)rk are
going to be positively related to motivation to transfer of traini omes. The

following paragraphs provide detail discussion about the results W nalysis.

5.3.1 Trainees’ characteristics E;\ : '
5.3.1.1 Motivation to learn is positively rel 0 motivation to nsfeKM'é

ate s
. é v 5
t t >
raining outcomes , J

The results from the regression analysis indigate th \Otivati@ learn was

positively and significantly related to@on to sfer, Thi 4=qsult is consistent
traine

with previous studies that suggest S W\Yt meation to learn new
ogram the . ave @ded, are motivated to

transfer the acquired knowlem sl'<il r Wo.r.gﬁace following the training
\w o 4 = N
(Chiaburu and Marinova, 2005; Facteau et al., 1995; Foxon, 1993; Tziner et al., 2007).
T L .Y
One possible explanation is due to when an erQB_onee has the motivation to learn in
VA O B S
the beginning of the training, they have prg&qred themselves physically and mentally

V.\l,()

to learn new TgnO}vledge and skills from the training program. According to Noe
(1986), %s wPoLre t&si%éébout the training course and have a desire to
Iearm: ents are li ely"to rn more knowledge, skills, and attitudes; and to

trate greater behaviour change and performance improvement than employees
% not motivated to learn. As a result, when employees have learned new

Oowledge and skills from the training they have attended, they are eager to find any

knowledge and skills in the traini

.

(@]
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opportunity to apply those training outcomes in the workplace following the training.

A study by Quinones (1995) has confirmed that an individual's motivation to Ier
ills

attend the training positively influences their level of knowledge@

acquisition, retention, and willingness to apply the training on the job. A

5.3.1.2 Self-efficacy is positively related to motivation to sfer the training

outcomes NT
l

This study proposed that self-efficacy is positively related to motivation to transfer.

” N o
The relationship has been supported in the analysis results and indicated that self-
-~ | A
efficacy is positively and significantly related to motivation to transfer. The finding is

consistent with past researches that suggested when trainees have confidence in their

rN N\ DN

capabilities, they are increasingly more motivated to apply the recently trained
-7
knowledge and skills back in the workplace (M_athieg, Martineau, and Tannenbaum,
uu B A ) /(\
1993; Noe, 1986). This is because a trainee with a higher level of self-efficacy will set

'O A

more challenging goals for himself than a trainee with lower level of self-efficacy. A

v | o)l =

number of previous studies have revealed the significance of self-efficacy in shaping

Y s S

the behaviour of learners within the organisational setting. Specifically, previous

LN | Y <=

studies have found that higher self-efficacy contributes to better performance by
v ~ -
P TN B @

reinforcing the individual’s judgement that better performance is possible through a

A I ) L

greater commitment to self-set performance goals (Decker, 1999; Mathieu and

X)) TUTE

Martineau, 1997; Shoemaker, 1998). Therefore, when trainees have confidence in
A s

their capabilities, they are increasingly more motivated to apply recently trained

&oyvledge and skills back in the workplace.
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5.3.1.3 Job satisfaction is positively related to motivation to transfer the

training outcomes Yv
,

The current study further hypothesised that job satisfaction will be positively related
W

to motivation to transfer. The outputs of the current study indicated that job

satisfaction is positively and significantly related to motivation to transfer. The finding

is consistent with past studies that have found that satisfied e were extremely

motivated and tied by a fulfilment for a positive transfer o ng tq the work place

(Chiaburu and Lindsay, 2008; Machin and Fogarty, 199¢). e eg who is

N
satisfied with his\her job will normally demonstr@ high commi Jnt_tffﬂis\her
Py r

organisation as well. In other words, they hav h tion “tesengage in
% &
specific behaviours that would facilitate EWO i in and Fogarty

(2003) have mentioned, satisfied emplo

behaviours that would ease the tr learni
N
5.3.2 Training design \ Aj
5.3.2.1 Content re%:ls posyl/ely elate motivation to transfer the
trainin Mmes | § %
A& \\ - %

The current study hypothesised that content relevance will be positively related to
M IR of AL
motivation to transfer. The outputs of the current study indicated that content

YA A A

relevance was positively and significantly related to motivation to transfer. This

o T AV
finding is consistent with past studies that have found that the relevance of the training
0N

wram has been seen as a particularly important area of training design and was

& included as a critical factor here. If the training program is not relevant, then trainees

are unlikely to apply the acquired knowledge and skills when they get back to the
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work place, regardless of the presence of trainees and work place characteristics
(Yamnill, 2001). Example of content relevance include the training envirwm
should be similar to the environment in which individuals usually work (Cé%\,%z;

Goldstein, 1986) and the practicing exercises are similar to those wh nees face
on a daily basis at the work place. On the other hand, the varimetween the

training context and the actual job context will significantly ;eMe effectiveness

| \Y.
5.3.3 Work environment \Y'
O

5.3.3.1 Opportunity to perform is positively related to motivation to transfer

N iiog, S, o
the training outcomes Y‘ >
MVIAP S

A

The study suggested that the opportunity to perform will Egsitively relate to

v ")
motivation to transfer. The resullg’n the rhs%%n a@_\sis indicate that the
a ve,

opportunity to perform is posit!%d significa y‘relegd'to motivation to transfer

A%
of training outcomes at th aceL e fi ding@t this study is consistent with
previous studies that f one(? h ?l@portunity to perform new learnt

of application of the learnt knowledge and skills.

knowledge and ski the tralnl gram motivated to transfer these acquired
knowled d8kills to thei Q{ d t have th tunity t
nowledge an §q\s EI‘ 1ace @ rainee does not have the opportunity to

use recentlystraingd knowledge ngs&ws he or she will not be motivated to use the
trained w ge and ‘ski jn th@'_\sj\obs (Nikandrou et al., 2009). Similarly, a study
by @kes, Ford, Sego, and@}'th (1993) tried to determine a relationship between

the\vation to transfer gained knowledge and skills and the extent to which trainees
q Ive opportunity to perform the gained tasks on the job. Results of the research
ave found a strong relationship between the opportunity to perform trained tasks and
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the successful transfer of recently learnt knowledge and skills. Trainees need plenty of
opportunities to use their new knowledge and skills in the work setting for w
transfer to happen. The present study consistently reported that the I@such
opportunities to perform can industriously prevent the use of learnt cﬁ%encies on
the job. This study explained that the provision of opportunity to pe&.m'can also be

conceptualized as a form of support. Employees rated opportunities®o perform newly
vae

learnt knowledge and skills as the highest form of support rfely, the lack of
opportunities to perform them as the biggest hurdle for ivati Mr training

knowledge)anld iﬁm‘g‘is a
r leami d ap@zgation of

outcomes. Moreover, the opportunity to apply the t

fundamental demand for learners to encour

trained skills after the training session. G vag&'T 3) ar, thaving the

opportunities to use the acquired k ieda and ski t@b can cause the
training outcomes to be transferred %work setl ,<\

':E Tg T N
6 5
= 3,
5.3.3.2 Organisational learning culture is positiv_e_!_x related to motivation to

transfer the training outcomes %
e MY A N
-— Z.

Moreover, the study further suggested that organisational learning culture is positively
Y el

2N 1YY S

related to motivation to transfer. This hypothesis was supported by the analysis
v N
) )\ » .\\’I_ ,_Ll ) N
results, which indicated that organisational learning culture was positively and
A’ Iy O

significantly related to motivation to transfer. The finding is consistent with past
v ~

RV 2 |
researches who found that o&)§?zat|ons with powerful learning culture enable
&

e \@es to use the recently learnt knowledge and skills on their jobs (Egan, Yang

Bartlett, 2004; Huber, 1991). One possible reason is due to organisational learning
I

ture where it emphasizes the shared beliefs, values, and assumptions of
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organisational members. Specifically, this type of culture educates the organisation

members about the value of learning and application of recent learning for

purposes in the pursuit of organisational objectives and goals. @tlon,

organisational learning culture supports the acquisition of informat| sharing,
and distribution of learning; and provides rewards and recognition fo% rning and its
application (Marquardt, 1996; Watkins and Marsick, 199%5 organisational

culture can increase employees’ innovation, initiative see Ing behaviour,

which subsequently motivate them to apply the newly t kn de skills in

the workplace (Baumgartel et al., 1984). ' _\‘-}

\,"("

5.3.4 The national culture

N =

5.3.4.1 Power distance is posmvely elate t transfer the

training outcomes ,<\
\

This study hypothesised that one aspect of natlonal culture, WhICh is power distance is

N W

positively related to motivation to transfer the training outcomes at the workplace. The
r XU | 3. S B
outcomes of the current study showed that power distance was positively and
‘o’ * /v
significantly related to motlvatlon to transfer. This is a new finding, which has not

AN L4 O
been determined by previous research in the field of training, particularly in the
N 1* V' &
context of public organisations in Libya, where large power distance is the

N TN
predominant characteristic for this area. This type of national culture deals with an
\V ™
employee’s values with regard to status, authority, and power in organisations.
R .

F N
Employees will obey managers’ instructions without question; believe that managers
\deserve respect, and trusting that managers provide more credible decisions. Managers

in such cultures may also have the power to decide when and how learning is diffused
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(

(Bhagat et al., 2002). As a result, there is a possibility for employees to have the

intention to transfer the training outcomes at the workplace following training as a

N
A

54  Motivation to transfer as a mediator T
A

symbol of respect to the instructions given by their managers.

The current study has proposed that motivation to transfer mediates the relationships
. . . .4 .
between all the independent variables of this study (motivation to learn, self-efficacy,
| N S

job satisfaction, content relevance, opportunity to perform, organlsatlonal learning

A \y‘ Avas
culture, power distance) and work engagement. ThIS study argued that all the
| & '

independent variables will positively influence the employees’ motivation to transfer

Y SN T

the training outcomes at the workplace, whlch consequently enhance the employee’s

work engagement.

(- \\\ 1

The hierarchical regression anaIyS|s has been conducted to examine the mediating
>4 a2
effects of motivation to transfer in the relatlonshlp between the independent variables

- N Y

(motivation to learn, self-efficacy, job satisfaction, opportunity to perform,

€N | 1oy

organisational learning culture, power distance) and work engagement. The results
A T NNV O
have shown that there is a mediating effect of motivation to transfer on the

IN NP Y

relationships between the independent variables and work engagement. However, it is

.‘ “')
only partlal medlatlon )
t<(l

These results (the medlatlon effects of motivation to transfer) are important findings

'1

that have not been emplrlcally determined previously in training literature. These

KL

findings suggested that when employees perceive motivation to learn, self-efficacy,

job satisfaction, opportunity to perform the training outcomes in the workplace, the

115



practice of learning culture, and power distance in the workplace; they feel motivated

to transfer the training outcomes at the workplace following the training, and

subsequently enhance their work engagement. In addition, these findings provide
\'

further experimental proof to the literature due to the sample of this study that was

drawn from the public sector organisations in Libya. ?

55  Implications of the study ? :

The current study has a number of practical and th@ What could
@

provide some insight to researchers and practitioners: ' L}Y'
Y

Y-v
5.5.1 Theoretical implications of the study ‘?’
This study extended the discussion an@ﬁdm e fa@erg that influence
sect

motivation to transfer at the publi 0 an{at' n on-western countries,
I\‘p%& Mo%sof the previous studies

have been conducted in priv r organi ns |@stern countries. There are

still very limited studies.tha Qave bee’ co

in Libya to examine the i e s(‘fa}haracterlstics, training design, work

environment cha @cs, z@ﬂal u@ on motivation to transfer the recently
acquired knox@hnd kills t?e' Wéng‘ﬁlace The outcomes of this study provide

essential EQmon to jassi nat@gement of public sector organisations in Libya

employe€s’ m tl\g. n to transfer the training outcomes following the

especially Libya, a developing co

(‘lted g the public sector population

S

evious research that examine the factors that influence motivation to transfer have

ocused on testing the impact of specific trainee characteristic factors, training design
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factors, work environment factors, and national culture factors on motivation to

transfer (Tracey and Tews, 2005). However, till date, relatively very few studi
simultaneously tested the impact of trainee characteristic factors, trai |\esign
factors, work environment factors, and national culture factors of&vation to
transfer in one conceptual framework. The findings of this study extend the literature
by testing a research framework that includes a number o tm characteristics,
training design factor, work environment factors, and ?c.

ul‘ure factors. By

having such a framework that include various factors, re a r.ﬁpclg#onclusion
L ]

. LAY
n to transfer m'a@cular
f% if this sdy.

NS

The findings of this study have sug@ the jp facQs (motivation to

O)

learn, self-efficacy, job satisfaction, opportunity to perform, organisational learning

{ Q \1 ,('\
culture, power distance) in the Ec tua* mewor IS study can improve

“« Q-
incre mplﬁée’s’ work engagement. The

N
iables ( he@osed factors in the conceptual
n

fed‘j,work engagement) is an important

can be generated on the factors that influence moti

context, such as the public sector organisations+

motivation to transfer, whic

significant relationshipﬁenWe
y

framework of this study — motivatio

<
D,

/E.‘

finding that has Q%e e 4’ical determ}’vﬁ%d previously, particularly in literature

e 2

of the motiv% transfer. e#inxﬁ%! indicate that the motivation to transfer

shows a l%tal role asfa medi ('r}in the relationship between all the proposed
’

factorsiin study fra ewc')'rk,Q,Wwork engagement. These findings provide new

<
|: ation to the literature bﬁroviding empirical evidence that the link between the

)

(motivation to learn, self-efficacy, job satisfaction, opportunity to perform,

Vrganizational learning culture, power distance) and work engagement can happen
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through the mechanism of employees’ motivation to transfer the learnt knowledge and

skills to their work place. Although the findings presented here are Iimited?ﬂe

specific context of the public sector in Libya, a developing country in mfrica,
\

the results of this study overall clearly point toward the factors (motivation to learn,

—
self-efficacy, job satisfaction, opportunity to perform, organisational learning culture,

power distance) being significant factors that can foster the mqtiva to transfer and,

5.5.2 Practical implications of the study .\d'\

: @
The main administrative implications of the c urr studyl ludes the\zrruth that
nmgﬁ.agmg, and

uring t@halnees have the

r-,?ge rom, the training program

they attended. It is due to the @ motﬁvatws lea@t plays a major role in

facilitating trainees’ motivation teytransfi 1n1n@tcomes at the workplace. In
other words, employegS who'are enthjsnast ab@ training course and have the
L ? .‘ J‘ : :
desire to learn its co tent are lik rmnm e owledge, skills, and attitudes; and
demonstrate greaeébwaw and ormance improvement than employees
l
who are not Qaed |€ar IS s has found that employees who have the
motivatl sgp tion pI the training outcomes on the job following
§
&

‘éjltlon organisations should also emphasise on the development of the

Oployees capacity and their confidence to achieve the training goals. This is

because employees who show high levels of self-efficacy concentrate on the demands

ultimately, work engagement.

providing budgets for employees’ tr\%n also
S

motivation to learn and acquire new-skills and
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of a situation; show more confidence with their capacity to successfully learn targeted
knowledge and skills; and perform acquired learning from the training p

(Robbins and Judge, 2009). Moreover, this study has found that trainees@gher
self-efficacy are more motivated to transfer the training outcomes a orkplace.
One initiative that can be done by organisations to enhance the &mployees’ self-

efficacy is through enhancing positive expectations and outcomes. as believed that
this would instil values in the training before the trameeségthe Yaining session.
Moreover, organisations must be aware that each @ction take b:/\';o(rg'e};ngﬁon
could impact the attitudes and behaviours of the onees;,in ide ghe o@isation,

Y

including the employees’ satisfaction towards théir job. re, in order to achieve

high effectiveness of the training proK% nis
any efforts that can lead to employees’ sati§factien su ta‘lglg care of their well-
NS

being, consider their opinions, e%T fia gs of this @dy reveal that satisfied
tr

“« Q-
ansfe rainﬁ‘dutcomes at the workplace.
NS

Similarly, a study by harR (5008) Iso upd job satisfaction has a positive
es’ i

influence on employe tio% wha she has acquired from the training

course at his/her @ce. 0 6

N

N O 5
Besides thn organisations=s uég_gjs on planning, managing, and providing
trainin i otallf re&\jfo th S\c\tual job setting to guarantee that training will be

app the job. This stud)Q\}s’ found that the relevance of the training program,

(v

encouraged to promote

employees were highly moti

\arly the training content, has been seen as a particularly important area of

pa?
0& ing design, which can affect the trainee’s intention to apply the training outcomes
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in the workplace. If the training program is not relevant, then trainees are unlikely to

apply the acquired knowledge and skills when they go back to the workplace. YV

N

Managers and supervisors should provide the opportunities for the traifees 0 apply
what they have learned from the training program in the job settr?g,achleve the
training goals. This study has revealed that having the opp@stunities to use the

acquired knowledge and skills on the job can create the t 1neR mntention to transfer

the training outcomes to the work setting. On the oth ,ifat ,1 S not get
the opportunity to use recently acquired knowletige and skKills, e Ts\ ow

possibility for the transfer of training to happen in the job sett dueito the\%a ee not

being motivated to transfer the acquired kno e a s é work setting
following the training. %V W O

The organisational culture is anot portant ;t @m influence training
effectiveness. One particular bee rébog@d‘? by this study is known
as organisational learning TLl fou that the implementation of
organisational Iearnin% e has_influ Sel e oyees to transfer the training
outcomes at the W ce Thrre an or atlon should be able to promote this
culture to enha th etur mg @e‘gtments This can be done by providing

C—)

¢
supports t e qU|s i0N= 0 n# r tlon allowing sharing and distribution of

Iearnin vrde!'r g d gnrtron for learning and its application.

power distance. It means that the Arabs respect positions of power and people

Mng to Hofstede (1985), Arabs rated higher than the United States (US) in the
of

Qauthority more than in the US. This study has found that such national culture
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(power distance) has influence the increasing of the employee’s motivation to apply

the learnt knowledge and skills on the job. Based on this result, organi )
especially the public organisations in Libya need to encourage the \r or
supervisor to provide their expectations to the employees, prior tf&ding any
training program. As the culture of Libya is power distance, the\émployees will
respect the instructions given by their manager or supervisor, which%an consequently

produce positive behaviours among the employees (i.e. h tion to transfer

the training outcomes at the workplace following trainin ‘\d
X
| &
Finally, this study has provided empirical evidence alzpu th imp@wce of
N

motivation to transfer on employees. Specificallyj.this st
employee has the intention to transfer t@lg ao
Nt to@

behaviours can enhance their enEage
organisation should emphasise on pirg ployees’ l@vation to transfer when

% “« Q-

organising any training prong factor avem%ﬂ found in this study can be
N

regarded as a guideline or%isation on lto @ motivation to transfer among

employees who attended tra ing.~_ ¥ ’ 44/

5.6 Limitatih@j sug

First, this@ly plie> a quj itdtive research design; the researcher used a
questi:&e/survef t niﬁue tQ-coIIect data. Future studies have to consider

gawe\

[ lation methods (qualitative and quantitative research design) can provide a big

Once for more in-depth and a richer caption of how the factors identified in this

121

reve?‘hat when an
at th& orkplace, such

nii%. Therefore, the

N
he data from the re§;a1dents using a qualitative research design. Applying



study can influence employees’ motivation to apply the training outcomes in the

N\

Second, this study applies a cross sectional research design; the data has &en }thered

workplace.

at one point of time. It is suggested for future studies to re-examine ings of this

study with longitudinal research design. According to Chi u sand colleagues

chtional method in
pr -exiwory and

experimental data. For example, the data of organisational learni cuftu@’lob

(2010), the longitudinal method is more convenient than t

terms of generating causal derivations, accordin

“

satisfaction, etc. were collected prior to the emp attend‘ipg he ainin%_p ogram.

]

While data related to motivation to transfer is%Collect \a\the end!d%e training

IIected\tﬁgg‘n 0\§Q‘-\es of the public sector
@

5
organisations in Libya. Theref eneralizatigh 6f tQ?/wsults of the current study
beyond the current organisati arelll itedd A fgze study is recommended to
replicate the conceptu%é ork 3{

as the private sec;g&janisatlon : revi(%&ﬁudy has shown empirical evidence
that the factors ﬁq&

among the hnd iv ctgr.sg_gc?en et al., 2006). By testing the conceptual
framew& stfdeﬁer@ork settings such as the private sector, a more
conAview of their fune@}s’ on the motivation to transfer training outcomes
co

@ acquired (Cheng and Ho, 2001).

program.

%

Third, the data of this study have

A

,

<

his Ba‘)&l/ ther types of organisations such

ith to @%’fer training outcomes vary significantly
¢
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Fourth, this study only includes a number of factors (motivation to learn, self-efficacy,
job satisfaction, content relevance, opportunity to perform, organisational learning
culture, power distance) that have influence on the motivation to transfe@‘

possibility that other factors, which have not mentioned in this st uld have
influence on the motivation to transfer. For example, the role of supérvisor and co-

worker support, intrinsic and extrinsic rewards, and organlzathnmmltment

Fifth, the current study only focused on the influen mo ivaio\t?ansfer on

employees’ work engagement. Future study is en¢euraged to furt xamine “the

| S
uch @brts can

avin erotlvatlon to

impact of motivation to transfer on employees organisations.

provide essential empirical evidence about the %port N

transfer training outcomes at the WOI’k@ ining{)r gram.

5.7 Conclusion

, S
0)
The current study provides \ mentakkno edge é& understanding about the

factors and consequences o?'Motlvilon t ansfeé\swe in North Africa countries,

specifically the public %@rga% ,'.lb@o.:l'his study has provide empirical
evidence about t xﬁcz@mplo factors (motivation to learn, self-

efficacy, and | sfac on) il axlrmésglthe employee’s motivation to transfer the

training 0 to th job)settin gp’emflcally, this study has found that trainees

who : |vat|on t eafn WI?FI participating in a training program show high
mativ

to transfer the acqﬁ'f(@d knowledge and skills to their job setting following

%ining. This study has also found that the employees who believe in their

Oacity to learn and use the recently acquired skills and knowledge are more

motivated to use the recently acquired knowledge and skills at the work place.
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Furthermore, the current study also suggested that satisfied employees are highly

motivated to transfer the training outcomes at the work place. In addition to th?ur

related to employees, this study has found one aspect of training desi@h is

content relevance. It can influence employees’ motivation to tran training

outcomes following the training. Specifically, when the training contgnt is similar to

the work setting, trainees show a high intention to use the learnt"knowledge, skills,
¥

and attitudes in their jobs. The study also provides idence for the

significance of the work environment factors (e.g., ortunity form and
L ]

organizational learning culture) in enhancing emplo ’ Intention aﬂpl&cﬁylmng

outcomes in the job. Specifically, the current fo{ ose@ﬁees who

get the opportunities to perform recently acquire novang ; kiIIs,@X;haviours at

the training are highly motivated to transfer tase facets ir j@ﬁmmediately after

the training course. This study has @und \amvwg has an influence on

S
employees’ motivation and 1% to ﬂtrans rqthe(q ning outcomes to the
workplace. Finally, this stu %ro]d a nclu‘s'éévidence for the significance
of national culture kn ower distange to incCfease the trainee’s motivation to
4 ¢ &
N skill

transfer recently j@knovll é he work place, and the significance
of motivation t% in
¢

as work en ent.

P

h

—
jab)

i f em@ées’ work attitude and behaviour known

Wy,
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