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ABSTRACT

This study examines the relationship between training administration, training motivation and training transfer. A survey 
method was employed to gather self-administered questionnaires from employees who work at a military oriented health 
organization. The outcomes of SmartPLS path model analysis revealed two important fi ndings; fi rstly, the relationship 
between communication and training motivation is signifi cantly related with training transfer. Secondly, relationship 
between delivery and training motivation is signifi cantly related with training transfer. The result confi rms that training 
motivation mediates the relationship between training administration and training transfer in the organizational sample. 
Further, this study provides discussion, implications and conclusion.
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ABSTRAK

Kajian ini meneliti hubungan di antara pentadbiran latihan, motivasi latihan dan pemindahan latihan. Kaedah tinjauan 
telah digunakan untuk mengumpul borang soal selidik daripada pekerja yang terlibat di sebuah organisasi kesihatan 
berorientasikan ketenteraan. Keputusan analisis model laluan SmartPLS menunjukkan dua dapatan yang penting: 
pertama, komunikasi dan motivasi latihan mempunyai hubungan yang signifi kan dengan pemindahan latihan. Kedua, 
kaedah penyampaian dan motivasi latihan mempunyai hubungan yang signifi kan dengan pemindahan latihan. Hasil 
kajian ini mengesahkan bahawa motivasi latihan bertindak sebagai pemboleh ubah pengantara yang berkesan antara 
pentadbiran latihan dan pemindahan latihan dalam organisasi kajian. Seterusnya, kajian ini menyediakan perbincangan, 
implikasi dan kesimpulan.

Kata kunci: Pentadbiran latihan; motivasi latihan; pemindahan latihan

INTRODUCTION

Training is one of the important roles of human resource 
department of any organization. Training is often viewed 
as a central function of human resource management 
department where human resource (HR) administrators 
will often work together with line managers to design 
the various types of on-the job and off-the job training 
programs for employees who work in different job 
categories. Traditionally, training designs are often 
implemented by HR administrators to develop basic skills 
and apply them in order to overcome current job problems 
and increase daily job performance. Many scholars like 
Blanchard and Thacker (2004), Noe et al. (2009), Noe 
(2010) and Azman et al. (2013) view that this training 
approach is most suitable to organizations that operate in 
less competitive environments and high market stability, 
but it is not adequate to enable employees coping with 
rapid changes in dynamic organizations. 

 In dealing with a more dynamic and robust 
organizational climates, most training programs have 
shifted their paradigms towards a long term objective 
based training to support organizational strategy and 
goals (Azman et al. 2013; Noe 2010). Under this new 
paradigm, HR administrators have taken proactive actions 
to focus on improving intangible assets and human 
capital such as imparting new competencies, changing 
negative attitudes, matching knowledge and skills in lieu 
to organization needs, preparing employees to face new 
challenges, adapting to advanced technologies, employing 
a continuous improvements as well as promoting 
organizational learning (Azman & Nurul 2010; Noe 2010). 
If these training programs are well executed, employees 
would be able to upgrade their capabilities in terms of new 
knowledge, advanced skills and abilities as well as shaping 
new positive attitudes. Hence, it may lead employees to 
support organizational strategic missions (Azman & Nurul 
2010; Noe 2010).

JP artkl 9.indd   97JP artkl 9.indd   97 18/12/2015   15:10:3418/12/2015   15:10:34



98 Jurnal Pengurusan 43

 Undeniably, having successful training administration 
is crucial. According to recent organizational training 
studies, successful training administration usually has two 
important dimensions: communication and delivery (Inman 
2006; Teven 2010). In a training program environment, 
when delivering key messages, it is important to ensure 
that messages are clearly communicated and with 
integrity. As communication is concerned, communication 
strategies are plans for communicating information 
related to a specifi c issue, event, situation, or audience. 
Communication is generally defi ned as openness between 
trainers and trainees in exchanging information on 
matters pertaining to the advantages of attending training 
programs, explaining the course contents, delivering and 
exchanging knowledge, and overcoming interpersonal 
obstacles before, during and after training programs 
(Azman et al. 2009b; Noe 2010). In more recent studies 
on two intensive care units at US academic medical centre, 
communication has also been found as one of the most 
critical factor in ensuring the effectiveness of training 
transfer (Spector et al. 2012). 

 Transfer of training, nevertheless it is often the only 
effective measure of training success. Transfer of training 
was defi ned as the extent to which the knowledge, skills 
and attitudes gained from the training environment 
are retained and used in the workplace environment. 
Hence, communication is an integral function to ensure 
the transfer of training has been delivered effi ciently. 
The communication goal is achieved through the use of 
communication strategies, communication skills, process 
tasks, and cognitive appraisals. Baldwin and Ford (1988) 
highlighted that transfer of training has concentrated on 
communication, individual differences, and the work 
environment. Delivery as the supportive component 
for communication, is broadly viewed as hardware 
and software tools and the methods that are employed 
by instructors to deliver learning activities and track 
employee progress during training programs and when 
return to their organizations (Hall 2005; Klein et al. 2006; 
Noe 2010). 

 Present research in workplace learning highlights 
that the ability of administrators to appropriately design 
and implement training programs may induce positive 
individual outcomes, especially training motivation 
(DeSimone et al. 2002; Inman 2006; Noe 2010). Training 
motivation refers to individuals who have high inner 
desires that strongly encourage them to attend and learn 
necessary knowledge, up to date skills, new abilities and 
positive attitudes in training programs (Azman & Nurul 
2010; Machin & Treloar 2004; Noe 2010). Training 
motivation has also been largely seen as a mediating 
function for training effectiveness (Bell & Ford 2007; 
Rowold 2007; Gegenfurtner et al. 2009). However, job 
utility or the degree to which training can be useful in job 
performance was what exactly contributes towards high 
training motivation (Aziz & Ahmad 2011). 

 Interestingly, a further examination of literature in 
this fi eld reveals that effect of training administration 

on training transfer is indirectly affected by training 
motivation (Elias & Rahman 1994; Teven 2010). 
Motivation to acquire has been long renowned as a 
critical predecessor to training consequences (e.g., 
Maier 1973; Noe 1986). They also stated that research 
has confi rmed that a trainee’s motivation before training 
infl uences cognitive and skill-based learning outcomes 
as well as training transfer. Bhawani (2008) pointed 
out that transfer of training was identifi ed as a complex 
process and dependent upon motivation of the learner, 
the organizational environment and culture including 
supervisory support, and the instructional design, as well 
as job signifi cance of the training program. Training 
transfer is broadly defi ned as employees reallocating 
and use the knowledge, skills, abilities and attitudes 
gained from training programs when entering to the real 
workplace (Azman et al. 2009b; Mohamad 2006; Saks & 
Belcourt 2006). 

 Within an organizational training model, many 
scholars view that communication, delivery, training 
motivation and training transfer are distinct, but strongly 
interrelated constructs. For example, the ability of 
management to adequately implement comfortable 
communication and correctly select delivery modes 
will motivate employees to attend and learn in training 
programs. Consequently, it may lead to higher training 
transfer (Hana 2005; Teven 2010). 

 Even though the nature of this relationship is 
signifi cant, little is known about the mediating effect of 
training motivation in the workplace training research 
literature (Elias & Rahman 1994; Teven 2010). Many 
scholars argue that the mediating variable of training 
motivation has been given less emphasis in previous 
studies because they have focused more on the internal 
properties of training administration and employed a 
simple correlation method to assess respondent attitudes 
toward training administration, and measure the degree of 
association between training administration and training 
motivation. Conversely, the role of human psychology 
(e.g., motivation) in infl uencing the effect size and nature 
of the relationship between training administration and 
training transfer has been ignored in the workplace 
training administration models (Chaloner 2006; Inman 
2006). Consequently, fi ndings from these studies have 
not provided adequate empirical evidence to be used as 
important guidelines by practitioners in understanding the 
complexity of training administration, and formulating 
action plans to enhance the effectiveness of training 
programs in agile organizations (Elias & Rahman 1994; 
Teven 2010). Thus, this situation inspires the researchers 
to further explore the nature of this relationship. 

PURPOSE OF THE STUDY

This study has three major objectives: firstly, this 
study aims at examining the relationship between 
communication, and training motivation. Secondly, this 
study is set to measure the relationship between delivery 

JP artkl 9.indd   98JP artkl 9.indd   98 18/12/2015   15:10:3918/12/2015   15:10:39



99Training Motivation as Mediator of the Relationship between Training Administration and Training Transfer

and training motivation. Thirdly, is to examine the 
relationship between communication, training motivation 
and training transfer. 

LITERATURE REVIEW

RELATIONSHIP BETWEEN TRAINING ADMINISTRATION 
AND TRAINING MOTIVATION

In successful organizations, the administration of training 
programs has often emphasized on two salient dimensions: 
communication and delivery (Teven 2010; Weissbein et 
al. 2011). In general, communication refers to openness 
in information exchange between trainers and trainees 
while delivery includes the design, method and tools used 
to deliver learning activities (Hall 2005; Klein et al. 2006; 
Noe 2010). Many previous studies using a direct effect 
model were conducted to examine training administration 
based on different samples, such as perceptions of 147 
marriage and family therapy nursing trainees in United 
States (Inman 2006), perceptions of l00 participants 
from the non-UK sites of the aircraft manufacturer Airbus 
(Chaloner 2006), perceptions of 91 participants from a state 
of library in Malaysia (Azman et al. 2009), perceptions 
of 110 participants from a state public work agency in 
Malaysia (Azman et al. 2010), and perceptions of 113 
participants from a military based health organization in 
Malaysia (Azman et al. 2013). Findings from these surveys 
reported two important fi ndings: fi rst, the willingness of 
the administrators to implement communication openness 
(e.g., good speaking and listening, comfortable language 
and useful dialogue) had increased training motivation 
(Chaloner 2006; Inman 2006). Second, the willingness 
of administrators to select the right delivery modes 
(e.g., teaching aids and methods) had increased training 
motivation (Chaloner 2006; Inman 2006). Based on the 
evidence, it can be hypothesized that:

H1 There is a positive relationship between communication 
and training motivation

H2 There is a positive relationship between delivery and 
training motivation 

RELATIONSHIP BETWEEN TRAINING ADMINISTRATION, 
TRAINING MOTIVATION AND TRAINING TRANSFER

Furthermore, several extant studies using an indirect effects 
model were conducted to investigate the effectiveness 
of training administration models based on different 
samples, such as perceptions of 188 Arts Students from 
a local university in Malaysia (Elias & Rahman 1994), 
perceptions of educational superintendents in Palestine 
(Hana 2005), and perceptions of 266 employees in a wide 
variety of organizations in United States (Teven 2010). 
Findings from these surveys reported that the willingness 
of administrators to implement communication openness 
(e.g., good speaking and listening, comfortable language 
and useful dialogue), and select the right delivery modes 

(e.g., teaching aids and methods) had motivated trainees 
to attend and learn necessary knowledge, up to date skills, 
new abilities and positive attitudes in training programs. 
As a result, it could lead to an increased training transfer 
in the respective organizations (Elias & Rahman 1994; 
Hana 2005; Teven 2010). 

 These studies are consistent with the notion of 
motivation theory. For example, Vroom’s (1964) expectancy 
theory explains that individuals will perform certain 
action if they perceive that their action will bring valued 
outcomes. Besides that, Locke and Latham’s (1990) goal 
setting theory highlights that clarity of goals may guide 
an individual to perform job. Application of these theories 
in a training program model explains that the ability of 
administrators to properly implement communication 
openness and select the right delivery methods will 
invoke trainees’ motivation to attend and learn necessary 
knowledge, up to date skills, new abilities and positive 
attitudes in training programs. As a result, it may lead to 
an increased training transfer in organizations (Elias & 
Rahman 1994; Hana 2005; Teven 2010).

CONCEPTUAL FRAMEWORK AND RESEARCH HYPOTHESES

The literature has been used as the platform to develop 
a conceptual framework for this study as shown in 
Figure 1.

FIGURE 1. Conceptual framework

Training 
Administration:
• Communication
• Delivery

Training 
Motivation

Training 
Transfer

 Independent  Mediating Dependent
 Variable Variable Variable

Based on the framework, it can be hypothesized 
that:

H3 The relationship between communication and training 
transfer is mediated by training motivation. 

H4 The relationship between delivery and training 
transfer is mediated by training motivation. 

METHODOLOGY

This study employs a cross-sectional research design 
that allows the researchers to combine the training 
administration literature, the pilot study and the actual 
survey as a main procedure to gather the data for this 
study. Using this method may increase the ability to gather 
accurate data, decrease bias data and increase quality of 
data being collected (Cresswell 1998; Sekaran & Bougie 
2010). The context of this study is a military-based health 
organization in Malaysia. In order to maintain reputation, 
the name of this organization is kept anonymous. At the 
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initial stage of data collection, the researchers had drafted 
the survey questionnaires based on the related literature 
review. After that, the pilot study was conducted by 
discussing the questionnaires with four administrators, 
three medical offi cers and four allied health offi cers. They 
were selected using a purposive sampling technique. The 
respondents of this pilot survey have working experiences 
from 4 to 19 years and showed good knowledge and 
experience about the management of training programs 
in their organizations. A purposive sample, also called as 
a judgmental sample, is one that is selected based on the 
knowledge of a population and the purpose of the study. 
The subjects are selected based on some characteristics. 
Purposive sampling can be very useful for situations where 
you need to reach a targeted sample quickly. 

 The information gathered from this pilot study helped 
the researchers to improve the content and format of the 
survey questionnaires for an actual study. Back to back 
translation technique was used to translate the survey 
questionnaires into English and Malay languages in order 
to increase the validity and reliability of research fi ndings 
(Cresswell 1998; Sekaran & Bougie 2010).

MEASURES

The survey questionnaires used in this study had three 
sections. Firstly, communication had 4 items, and delivery 
had 3 items that were adapted from training administration 
literature (Machin & Fogarty 2004; Noe 2010; Tsai & 
Tai 2003). Secondly, training motivation was measured 
using 4 items that were modifi ed from training motivation 
literature (Machin & Fogarty 2004; Noe 2010; Rodrígues 
& Gregory 2005; Tai 2006). Finally, training transfer was 
measured using 4 items that were adjusted from training 
transfer literature (Azman & Nurul 2010; Mohamad 
2006; Tai 2006). All items used in the questionnaires were 
measured using a 7-item scale ranging from “strongly 
disagree/dissatisfi ed” (1) to “strongly agree/satisfi ed” 
(7). Demographic variables were used as controlling 
variables because this research was focused on employee 
attitudes.

SAMPLE

Data was collected from a military based health 
organization in Malaysia. The researchers have obtained 
an offi cial approval to conduct the study from the head 
of the organization and also received advice from him 
about the procedures of conducting the survey in his 
organization. Despite the permission granted to the 
researchers to conduct this study, the list and information 
details of employees were not given to the researchers 
to avoid intrusiveness and to maintain confi dentiality. In 
fact, this condition limits the ability to employ probability 
sampling techniques in selecting participants for this study 
(Sekaran & Bougie 2010). 

 Considering the constraints of the organization rules 
and regulations, as well as the duration of study and 
budget, the survey questionnaires were distributed to 200 
employees in the organization. This sampling technique 
was selected because the list of registered employees was 
not given to the researchers for confi dential reasons, and 
this condition did not allow the researchers to randomly 
choose participants in this study. From the survey 
questionnaire distributed,123 usable questionnaires were 
returned to the researchers which yielded 61.5 percent 
response rate. The survey questionnaires were answered 
by participants based on their consent and on a voluntary 
basis and the total number of this survey allowed it to 
be analyzed using inferential statistics (Cresswell 1998; 
Sekaran & Bougie 2010).

DATA ANALYSIS

The SmartPLS 2.0 was employed to analyze the survey 
questionnaire data because it has the capability to deliver 
latent variable scores, avoid small sample size problems, 
estimate every complex models with many latent and 
manifest variables, hassle stringent assumptions about the 
distribution of variables and error terms, and handle both 
refl ective and formative measurement models (Henseler 
et al. 2009; Ringle et al. 2009). The procedures of data 
analysis are: fi rst, confi rmatory factor analysis was used 
to assess the validity and reliability of instrument. Second, 
Pearson correlation analysis and descriptive statistics 
were employed to estimate the validity and reliability 
of constructs. Third, SmartPLS path model analysis was 
utilized to test the hypothesized model. The outcomes 
of this test will clearly show the signifi cant relationship 
between the independent variable and the dependent 
variable if the value of t statistic larger than 1.96 (Henseler 
et al. 2009). The value of R2 is used as an indicator of the 
overall predictive strength of the model. The value of R2 
are considered as follows; 0.19 (weak), 0.33 (moderate) 
and 0.67 (substantial) (Chin 1998; Henseler et al. 2009). 
In addition, a global fi t measure is conducted to validate 
the adequacy of PLS path model globally based on Wetzels 
et al. (2009) global fi t measure. If the results of testing 
hypothesized model exceed the cut-off value of 0.36 for 
large effect sizes of R², showing that it adequately support 
the PLS path model globally (Wetzels et al. 2009).

FINDINGS

SAMPLE PROFILE

Table 1 shows that majority of respondents were males 
(54.5 %), ages between 26 and 30 years old (43.9 %), 
married employees (83.7 %), SPM/MCE holders (65.9 %), 
hospital staff (60.2 %), and employees who worked from 
6 to 10 years (35.0 %).
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larger than 0.5, indicating that they met the acceptable 
standard of convergent validity (Fornell & Larcker 
1981; Henseler et al. 2009). Besides that, all constructs 
had the values of √ AVE in diagonal were greater than 
the squared correlation with other constructs in off 
diagonal, showing that all constructs met the acceptable 
standard of discriminant validity (Henseler et al. 2009; 
Yang 2009).

 Table 3 shows the factor loadings and cross loadings 
for different constructs. The correlation between items 
and factors had higher loadings than other items in the 
different constructs, as well as the loadings of variables 
were greater than 0.7 in their own constructs in the model 
are considered adequate (Henseler et al. 2009). In sum, 
the validity of measurement model met the criteria. 

 Table 4 shows the results of reliability analysis for 
the instrument. The values of composite reliability and 
Cronbach’s Alpha were greater than 0.8, indicating that the 
instrument used in this study had high internal consistency 
(Henseler et al. 2009; Nunally & Bernstein 1994). 

ANALYSIS OF THE CONSTRUCTS

Table 5 shows the results of Pearson Correlation 
analysis and descriptive statistic. The means for the 
variables are from 5.8 to 6.1 signifying that the levels of 
communication, delivery, training motivation and training 
transfer ranging from high (4) to highest level (7). The 
correlation coeffi cients for the relationship between the 
independent variable (i.e., communication and delivery) 
and the dependent variable (i.e., training transfer) and the 
relationship between the mediating variable (i.e., training 
motivation) and the dependent variable (i.e., training 
transfer) were less than 0.90, indicating the data were not 
affected by serious collinearity problem (Hair et al. 2006). 
These results further confi rm that the instrument used in 
this study meet the acceptable standards of validity and 
reliability analyses.

OUTCOMES OF TESTING HYPOTHESES 1 AND 2

Figure 2 presents the outcomes of testing a direct effect 
model using SmartPLS. It showed that the inclusion 
of communication and delivery in the analysis had 
explained 39 percent of the variance in dependent 
variable. Specifi cally, the result of testing this model 
displayed two important fi ndings: fi rst, communication 
signifi cantly correlated with training motivation (β = 0.18; 
t = 2.06), therefore H1 was supported. Second, delivery 

TABLE 1. Respondent characteristics (n = 123)

Respondent Sub Profi le Percentage

Gender Male 54.5
 Female 45.5
Age <18 15.4
 26 – 30 43.9
 31 – 35 18.7
 >36  22.0

Marital status Single 16.2
 Married 83.7

Education  Degree and above 21.1
 Diploma 1.6
 STPM/HSC 5.7
 SPM/MCE 65.9
 PMR/SRP/LCE 5.7

Position Medical Offi cers 3.3
 Administration staff 10.6
 Allied health science 7.3
 Others 78.9 

Work Group Medical Offi cers 19.5
 Administration Staff 34.1
 Allied Health Science Staff 33.3
 Others 13.0

Division Formation Center  1.6
 Allied Health Science Institute 34.1
 Hospital 33.3
 Non-hospital 13.0 

Length of  < 5 years 21.1
Service 6 to 10 years 35.0
 11 to 15 years 13.8
 16 to 21 years 13.0
 > 22 years 17.1

Note: SPM/MCE :Sijil Pelajaran Malaysia/ Malaysia Certifi cate of Education 
 STPM/HSC :Sijil Tinggi Pelajaran Malaysia/ Higher School Certifi cate
 PMR/SRP/LCE :Penilaian Menengah Rendah/Sijil Rendah Pelajaran/
   Lower School Certifi cate

VALIDITY AND RELIABILITY OF THE 
MEASUREMENT SCALE

The confirmatory factor analysis was conducted to 
determine the psychometric of survey questionnaire data. 
Table 2 shows the results of convergent and discriminant 
validity analyses. All constructs had the values of AVE 

TABLE 2. The results of convergent and discriminant validity analysis

Variable AVE Communication Delivery Training Motivation Training Transfer

Communication 0.877 0.936   
Delivery 0.837 0.601 0.915  
Training Motivation  0.798 0.467 0.608 0.894 
Training Transfer 0.801 0.254 0.398 0.687 0.895
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as an important predictor of training motivation in the 
hypothesized model.

OUTCOMES OF TESTING HYPOTHESES 3 AND 4

Figure 3 presents the outcomes of testing a mediating 
model using SmartPLS. It showed that the inclusion 
of communication, delivery and training motivation in 
the analysis had explained 49 percent of the variance 
in dependent variable. Specifi cally, the result of testing 
research hypothesis revealed that relationship between 
training administration (i.e., communication and delivery) 
and training motivation positively and significantly 

TABLE 3. The results of factor loadings and cross loadings for different constructs

Construct/ Item Communication  Delivery Training Training
   Motivation Transfer

Communication
Openly delivering the information about training 
programs motivate me to:    
Increase my knowledge 0.934243 0.564314 0.406889 0.206581
Upgrade my skills 0.981755 0.592768 0.459662 0.237662
Strengthen my practice
Good moral values 0.913389 0.613309 0.446221 0.251855
Enhance my thinking skills 0.914540 0.472823 0.461330 0.266345

Delivery    
Group discussion motivates me to learn proper 
techniques in solving group problems.  0.581877 0.944610 0.528849 0.330731
Lecture is important to increase my knowledge 0.483175 0.914394 0.581186 0.397590
Case studies are useful to improve my competency 
in providing services 0.582038 0.884749 0.540145 0.373111

Training Motivation    
I give full concentration in learning new skills  0.433743 0.561293 0.867349 0.631701
I put greater effort to learn thinking skills  0.440943 0.586969 0.867901 0.565880
I feel an obligation to attend all scheduled activities  0.390341 0.498277 0.925964 0.650792
I feel an obligation to perform course assignments 0.431251 0.506003 0.911506 0.646842

Training Transfer    
Knowledge that I have learned can aid me to increase 
my expertise 0.343451 0.461958 0.653266 0.905594
Skills that I have learned can help me to increase my
competency in doing job 0.256337 0.376656 0.628752 0.878248
Thinking skills that I have learned can assist me to
make decisions about my tasks 0.087532 0.144420 0.558580 0.898134
Good moral values that I have learned can support 
me to improve my personality 0.216247 0.427500 0.650758 0.896745

TABLE 4. Composite reliability and Cronbach’s Alpha

Construct Composite Cronbach
 Reliability Alpha

Communication 0.966 0.953
Delivery 0.939 0.902
Training Motivation 0.941 0.916
Training Transfer 0.941 0.917

TABLE 5. Pearson correlation analysis and descriptive statistics

Variable Mean Standard      Pearson Correlation analysis (r)

  
Deviation

 1 2 3 4

Communication 5.8 .99 1   
Delivery 6.0 .71 .61** 1  
Training Motivation 6.1 .69 .47** .59** 1 
Training Transfer 5.9 .67 .25** .39** .70** 1

signifi cantly correlated with training motivation (β = 
0.50; t = 5.87), therefore H2 was supported. In sum, the 
result demonstrates that training administration does act 
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correlated with training transfer (β = 0.70; t = 13.64), 
therefore H3 and H4 were supported. The fi nding confi rms 
that the relationship between communication and training 
transfer is mediated by training motivation. Similarly, the 
result also confi rms that the relationship between delivery 
and training transfer is mediated by training motivation. 
Thus, the current fi ndings validated the hypothesized 
model i.e., training motivation has positive impact on both 
of the relationship between communication and training 
transfer as well as the relationship between delivery and 
training transfer. 

in training programs. As a result, it may lead to higher 
training transfer in the workplace.

 The impact of this study can be separated into three 
major aspects: theoretical contribution, the robustness 
of research methodology, and practical contribution. In 
terms of theoretical contribution, the fi ndings of this 
study generally highlights two important outcomes: fi rst, 
training motivation does act as a mediating variable in the 
relationship between communication and training transfer. 
Second, training motivation does act as a mediating 
variable in the relationship between delivery and training 
transfer. This result also has supported and broadened 
studies by Elias and Rahman (1994), Hana (2005), and 
Teven (2010). 

 With respect to the robustness of research 
methodology, the survey questionnaires used in this 
study have met the acceptable standards of validity and 
reliability analyses. This may lead to the production of 
accurate and reliable research fi ndings. In regard with 
practical contribution, the findings of this study can 
be used as guidelines by practitioners to improve the 
administration of training programs in organizations. 
In order to meet this objective, the management needs 
to consider the following aspects. Firstly, the training 
content and methods need to be updated according to the 
current job challenges in order to enhance the capability 
of employees in accomplishing their organizational key 
performance indicators. Secondly, recruitment policies 
need to give strong emphasis on selecting employees 
who have high academic qualifi cations in human resource 
development, good track records in training management, 

Communication

Delivery

Note: Signifi cant at *t >1.96

FIGURE 2. The outcomes of SmartPLS Path Model showing 
the relationship between training administration and 
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FIGURE 3. The outcomes of SmartPLS Path Model showing the relationship between training 
administration, training motivation and training transfer
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 In order to determine a global fi t PLS path model, we 
carried out a global fi t measure (GoF) based on Wetzels 
et al. (2009) guideline as follows: GoF=SQRT{MEAN 
(Communality of Endogenous) x MEAN (R²)} = 0.63, 
indicating that it exceeds the cut-off value of 0.36 for large 
effect sizes of R². This result confi rms that the PLS path 
model has better explaining power in comparison with the 
baseline values (GoF small = 0.1, GoF medium = 0.25, 
GoF large = 0.36). It is also provides adequate support to 
validate the PLS model globally (Wetzel et al. 2009). 

DISCUSSIONS AND IMPLICATIONS

This study confi rms that training motivation does act 
as an important mediating variable in the relationship 
between training administration and training transfer. In 
the context of this study, HR administrators have properly 
planned and implemented training programs based on the 
broad policies and procedures set up by the stakeholder. 
According to the interviewed participants, majority of 
the employees perceived that the administrators have 
actively implemented comfortable communication and 
properly selected delivery modes in training programs, 
hence employees have high motivation to attend and learn 
in training programs, and employees have high readiness 
to apply what they have learned when returning to their 
organizations. This situation explains that the ability of 
HR administrators to properly implement comfortable 
communication and select appropriate delivery modes 
will strongly motivate employees to attend and learn 
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and good personalities to fulfi l important positions in HR 
departments. Thirdly, training facilities and technologies 
need to be looking forward in order to expose and upgrade 
current employee skills in training programs. If these 
suggestions are given fair attentions, this may motivate 
employees to support the organizational training programs 
which ultimately lead to effective and successful training 
program implementation.

CONCLUSION

This study proposed a conceptual framework based 
on the training administration research literature. 
The measurement scale used in this study met the 
acceptable standards of validity and reliability analyses. 
The outcomes of SmartPLS path model revealed that 
the relationship between training administration (i.e., 
communication and delivery) and training motivation 
has been a major predictor of training transfer in the 
organizational sample. Therefore, current research and 
practice within the workplace training program need to 
consider training motivation as a crucial factor of the 
training administration domain. This study further suggests 
that the ability of administrators to properly implement 
comfortable communication and select the right delivery 
modes will strongly motivate employees to attend and 
learn necessary knowledge, up to date skills, latest abilities 
and positive attitudes in training programs. As a result, 
it may lead to increased subsequent positive attitudinal 
and behavioural outcomes (e.g., job performance, service 
quality, organizational key performance indicators, and 
organizational competitiveness). Thus, these positive 
outcomes may directly help the employees to maintain 
and support the organization and human resource 
management’s strategy and goals in a global economy.

LIMITATIONS AND FUTURE RESEACH

The conclusions of this study are subjected to some 
limitations on the study area. First, by virtue of a cross-
sectional research design, this study may not capture 
causal connections between variables of interest. Second, 
this study does not specify the relationship between 
specifi c indicators for the independent variable, mediating 
variable and dependent variable. Third, the outcomes of 
SmartPLS path model have only focused on the level 
of performance variation explained by the regression 
equations, but there are still a number of unexplained 
factors that influence the causal relationship among 
variables and their relative explanatory power. Finally, 
the sample for this study was taken from a military-based 
health organization that allowed the researchers to gather 
data via survey questionnaires. These limitations may 
decrease the ability to generalize the results of this study 
to other types of organizations. 

 The conceptual and methodological limitations of 
this study should be considered when designing future 

research. First, several organizational and personal 
characteristics should be further explored, where this 
may show meaningful perspectives for understanding 
how individual similarities and differences infl uence 
the administration of training programs within an 
organization. Second, other research designs (e.g., 
longitudinal studies) should be employed to collect data 
and describe the patterns of change and the direction and 
magnitude of causal relationships amongst variables of 
interest. Third, to fully understand the effect of training 
administration on individual attitudes and behaviors via 
its impact upon training motivation, more organizations 
need to be used in future research. Fourth, other specifi c 
theoretical constructs of training motivation, such as 
competitiveness motive, self-efficacy, motivation to 
transfer, and perceive value need to be considered because 
they have widely been acknowledged as an important 
link between training administration and many aspects of 
personal outcomes (Gegenfurtner et al. 2009; Hoi Yan & 
Alex 2012; Khalil 2012; McCracken et al. 2012). Fifth, 
response bias and common-method variance are common 
issues in all questionnaire-based research. In order to 
decrease bias, the use of a larger sampling pool may 
represent the studied population. Finally, other elements 
of training administration such as training assignment 
and training participation need to be given attention 
because their roles are often discussed in many training 
administration research literature (Brown & McCracken 
2009; Khalil 2012; McCracken et al. 2012; Vodde 2012). 
The significance of these issues needs to be further 
elaborated in future research.
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