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Waed Ensour (Jordan), Dia Zeglat (Jordan), Fayiz Shrafat (Jordan)

IMPACT OF JOB SATISFACTION
ON TRAINING MOTIVATION

Abstract

This study aims to introduce new insights regarding factors influencing employees’
level of training motivation through investigating the impact of job satisfaction di-
mensions (pay, fringe benefits, contingent rewards, promotion, supervision, co-work-
ers, operating conditions, nature of work and communication) on training motivation.
Data were collected from 342 participants from six Jordanian ministries. The multiple
regression technique was utilized to examine the predictive power of job satisfaction
dimensions on training motivation. At the next stage, three sequential MR analysis
rounds were conducted, each time using a different construct of training motivation
(valence, instrumentality and expectancy) as a dependent variable.

The results indicate that the dimensions of job satisfaction explain a low but significant
variance of the overall training motivation model. Furthermore, it was found that only
three dimensions of job satisfaction (nature of work, supervision and co-workers) re-
spectively had a positive and significant impact on training motivation, while contin-
gent rewards had a significant but negative impact.

Regarding training motivation constructs, results indicate that the nature of work and
supervision were the elements that have an impact on all constructs of training moti-
vation. Finally, it was found that co-workers and contingent rewards had a significant
impact on the training motivation constructs of expectancy (confidence in ability to
learn) and valence (the perceived value of training outcomes), but no impact on instru-
mentality (rewards associated with learning).

Keywords training motivation, job satisfaction, valence,

expectancy, instrumentality, Jordan

JEL Classification  Mi12, M53, M54

INTRODUCTION

Although training and development (T&D) has received considerable
attention by researchers, the question of the effectiveness of training re-
mains pressing (Lanford & Maruco, 2017; Bunch, 2007). Interestingly,
researchers found that one of the obstacles to training effectiveness is
employees’ lack of training motivation (TM) (Belhaj, 2000; Albahussain,
2000; Altarawneh, 2005; Abdulrahim, 2011; Ensour, 2013).

In this context, Carlson, Bozeman, Kacmar, Wright, and McMahan
(2000) assume that an individual’s level of TM influences training’s
overall effectiveness. Zaniboni, Fraccaroli, Truxillo, Marilena, and
Bauer (2011) claim that researchers have suggested that TM is a predic-
tor of various training outcomes such as trainees’ participation, prepa-
ration, affective and utility reactions, as well as knowledge and skills
transfer. Moreover, it has been found that TM influences cognitive,
skill training results and training transfer (Quinones, 1995; Facteau,
Dobbins, Russell, Ladd, & Kudisch 1995; Chiaburu & Marinova, 2005;
Tziner, Fisher, Senior, & Weisberg, 2007).

Empirical work on TM follows two approaches: the first approach
deals with individual and situational factors’ influence on TM. The
other approach involves identifying TM predictors and their relation-
ships with training outcomes, i.e. learning (Colquitt, LePine, & Noe,
2000; Medina, 2016).
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Regarding the first approach, individual characteristics that influence TM involve first, demograph-
ic variables (e.g., Clarke & Metalina, 2000) and second, personality variables including: locus of con-
trol (e.g., Noe & Schmitt, 1986), achievement motivation (e.g., Mathieu Tannenbaum, & Salas, 1992;
Carlson et al., 2000), anxiety (e.g., Webster & Martocchio, 1993), and self-efficacy (e.g., Noe & Wilk,
1993; Carlson et al., 2000; Switzer et al., 2005).

Beier and Kanfer (2009) claim that the impact of individual antecedents on the choice to attend
training is not consistent nor very strong. They added that this could be explained by the fact that
these variables do not directly consider the content and the purpose of the training or the organ-
izational environment. In this context, and although there have been several efforts to examine
the influence of work-related factors on TM (e.g., Noe & Wilk, 1993; Tharenou, 2001; Adomaityte,
2013; Medina, 2016), Nguyen and Kim (2013) claim that compared to efforts devoted to understand
the effect of individual characteristics on TM, the effort that has been made to articulate the effects
of situational characteristics, especially environmental and organizational ones, is little. Bunch
(2007) states that organizations spend billions annually on T&D; however, much of this investment
appears fruitless and the role of organizational context has rarely been investigated. Similarly, Bell,
Tannenbaum, Ford, Noe, and Kraiger (2017) who examined the evolution of T&D research over the
past 100 years conclude that what happens prior and after training can seriously influence train-
ing effectiveness, therefore, it is important to take a systems perspective and consider the context
within which training occurs. They added that contextual factors, for instance, managerial support
and prior training experiences can influence whether employees choose to participate in non-man-
datory T&D activities. Further they stress that the work context influences participation in and ef-
fectiveness of T&D activities, since it can increase or decrease employees’ learning motivation and
ability to apply what they have learned in training.

In view of organizational context, individuals™ attitudes toward various organizations’ context
are generally referred to as job satisfaction. Luz, De Paula, and De Oliveira (2018) state that how
much individuals experience pleasures in the organizational context is called job satisfaction (JS).
Therefore, and considering the importance placed to organizational context on T&D effectiveness
and motivation (e.g., Bunch, 2007; Nguyen & Kim, 2013; Bell et al., 2017), this study aims to answer
one basic question, does JS influence employees’ level of TM? The answer to this question should
not be simplified and this question constitutes the current study’s main objective and contribu-
tion. In this context, Bell et al. (2017) claim that organizations spend huge amounts of money on
T&D, and almost every working person spends hours of their working times participating in T&D
experiences. Therefore, there is a need to better understand how people learn at work and how to
support T&D initiatives.

1. LITERATURE REVIEW

Janicdijevi¢ et al. (2015) present six organizational
factors of JS as managers, colleague relationships,
rewards, the job itself, working conditions and
company as support.

1.1. Employees’ job satisfaction

JS is a positive feeling concerning one’s job, result-

ing from evaluating its characteristics (Robbins &
Judge, 2013). Mudor and Tooksoon (2011) argue
that JS is a state of mind or individuals’ feelings
regarding the nature of their jobs.

Chung et al. (2012) state that JS covers a wide range of

conceptual domains: overall satisfaction, co-workers,
supervision, policy, pay, promotion and customers.
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Izvercian et al. (2016) present 36 categories
which are considered to influence JS, classified
based on their connectedness to each other and
the view they predict. Thus, six main factors
were identified: motivation, social interaction,
employee characteristics, perturbing factors,
organizational environment and organizational
perception.



Alegre, Mas-Machuca, and Berbegal-Mirabent
(2016) identify three different lanes to clarify JS:
first, teamwork, identification with the strategy,
and employees’ work-family imbalance; second,
employees’ work-family balance, autonomy and
identification with the strategy; and third, man-
ager support and identification with the strategy.
Angbetic and Adelaine (2016) investigate the per-
ceived organizational justice impact (distributive,
procedural, and interactional) on employees’ level
of JS with regard to fairness. The results revealed
that distributive and interactional justice positive-
ly affect employees’ JS.

Some of the most accepted JS measures are the
Minnesota Satisfaction Questionnaire (Weiss,
Dawis, England, & Lofquist, 1967), the Job
Descriptive Index (Smith, Kendall, & Hulin, 1969),
and the Job Satisfaction Survey (Spector, 1985).
This study will utilize the Job Satisfaction Survey
(JSS), since it is one of the most universally used
instruments (e.g., Liu, Borg, & Spector, 2004;
Yelboga, 2009; Giri & Kumar, 2010; Astrauskaité
Vaitkevi¢ius & Perminas, 2011; Ibrahim, Zirwatul,
Ohtsuka, Dagang, & Bakar, 2014). The JSS scale
has been used successfully in diverse countries
and cultures like Malaysia (Ibrahim et al., 2014),
Germany (Liu et al., 2004) and Turkey (Yelboga,
2009). JSS measures nine organizational aspects
including: pay, fringe benefits, contingent rewards,
promotion, supervision, co-workers, operating
conditions, nature of work and communication.

1.2. Training motivation

Carlson et al. (2000) indicate that TM is one’s de-
sire to participate in training initiatives and com-
pletely embrace the training experience. Colquitt
et al. (2000) followed Kanfer’s (1991) definition of
TM as the intensity, direction, and determination
of learning-directed performance in training con-
texts. However, Zaniboni et al. (2011) claim that
there is still vagueness in the definition and meas-
urement of TM. While TM has been conceptual-
ized based on phenomenological aspects, like in-
terest, desire, and involvement in the learning pro-
cess, other perspectives have conceptualized TM
based on prospective behavioral outcomes, like
goal intention, quantity and determination of the
effort to learn (Zaniboni et al., 2011). These vari-
ations of views have created different approaches
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to measuring TM. For example, Noe and Schmitt
(1986) built an eight-item scale to appraise learn-
ing motivation. Later, Noe, and Wilk (1993) devel-
oped a seventeen-item scale to measure the degree
to which individuals perceive training as a use-
ful and vital opportunity. Warr and Bunce (1995)
created a twelve-item scale to measure distal and
proximal forms of pre-TM. Warr et al. (1999) de-
veloped a six-item scale to assess trainees’ motiva-
tion. Machin and Fogarty (2004) built a nine-item
measure to assess the strength of trainees’ desire
to acquire new skills and trainees’ intentions dur-
ing training.

Vroom’s (1964) expectancy theory assumes that
motivation is a function of three variables: ex-
pectancy, instrumentality and valence. Thereafter,
Mathieu et al. (1992) and Tharenou (2001) stud-
ied TM using the valence-instrumentality-expec-
tancy (VIE) approach. Adomaityte (2013) argues
that Vroom’s (1964) expectancy theory model is
the most used and has been proven most useful for
studying TM (e.g., Mathieu et al., 1992; Mathieu
& Martineau, 1997; Tharenou, 2001; Zaniboni et
al,, 2011).

For TM, Zaniboni et al. (2011) define valence is the
perception of the attractiveness of training results,
i.e. perceived value of training rewards. Second,
instrumentality is the idea that training perfor-
mance leads to successful job performance. In
other words, it is the perceived rewards associated
with learning. Third, expectancy is the confidence
that effort devoted to training leads to successful
training performance. In other words, it is the be-
liefs that the investment in training can lead to
learning or gaining skills.

For this study, Zaniboni et al’s (2011) scale will
be utilized, since this scale is based on the VIE
approach and provides a multi-dimensional TM
measure. The items of this scale were adjust-
ed from Truxillo and Weathers’ (2005) original
measure.

2. ATHEORETICAL MODEL

Mudor and Tooksoon (2011) state that human re-
sources management practice, i.e. supervision,
pay, and training, positively and significantly cor-
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relates with JS. Although Altarawneh (2005) states
that training does not improve employees’ satisfac-
tion and/or commitment, several studies acknowl-
edge the positive influence of T&D on employee
satisfaction (e.g., Schmidt, 2007; Malallah, 2010;
Costen & Salazar, 2011; Khawaja, 2012; Hanaysha
& Tahir, 2016; Wen-Rou & Chih-Hao, 2016).

In contrast, although the direct relationship - job
satisfaction’s impact on employees’ motivation for
training — has not been investigated sufficiently,
the authors found a logical reason to propose this.
Facteau et al. (1995) argue that the organizational
commitment, intrinsic and compliance incentives,
training reputation, as well as top management, su-
pervisor and subordinate support, were found to
be predictors of pre-TM. In a similar context, Egan,
Yang, and Kenneth (2004) claim that ]S is associat-
ed with organizational learning culture. Interesting
findings were presented by Tsai, Yen, Huang, and
Huang (2007), who investigated the content of JS in
organizations that adopted downsizing strategies.
They found that satisfaction significantly influenced
the remaining employees’ commitment to learning.
From another angle, Chang and Lee (2007) suggest
that both organizational culture and leadership have
a significant positive effect on the operation of or-
ganizations’ learning. Further, it was found that the
process of learning in organizations has a positive
and significant effect on JS. Jehanzeb, Rasheed, and
Rasheed (2013) found that motivated workers had
positive perceptions about the training initiatives
offered by their organization. Ensour (2013) argues
that employees’ unwillingness to do training could
be linked to their dissatisfaction with the managerial
style in their organizations. Therefore, employee JS is
assumed to result in a higher employee motivation
for training.

Main hypothesis: Employees’ job satisfaction has a
significant positive impact on employee motivation for
training:

« Job satisfaction and valence

Employees perceptions and satisfaction with their
contextual factors are perceived to have an impact on
valence. Beier and Kanfer (2009) state that valence
is the value individuals place on the outcome asso-

ciated with training. Tracey et al. (2001) claim that
the professional and informal relationships between
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supervisors and their subordinates can send explicit
messages regarding the value of training. Although
Zaniboni et al. (2011) found that contextual elements
like job support were related to expectancy but not
to instrumentality or valence. However, Beier and
Kanfer (2009) state that perceptions of the organiza-
tional environment and the current work influence
the valence that an individual places on T&D op-
portunities. Accordingly, the first sub-hypothesis is
proposed:

First sub-hypothesis: Employees’ job satisfaction has
a significant positive impact on the training motiva-
tion construct of valence:

o Job satisfaction and instrumentality

Tharenou (2001) found that employees’ participation
in T&D is greater if they expect that the skills and
knowledge gained from training are instrumental for
gaining extrinsic outcomes. Later, Egan et al. (2004)
claim that organizational learning culture and em-
ployees ]S are significant in determining employees’
motivation to transfer training. Bell et al. (2017) indi-
cate that supervisor and peer support, opportunities
to apply learned skills on the job, and organization-
al culture and practices can determine the extent to
which newly acquired competencies are applied on
the job. They added that the work context influences
participation in developmental activities and the ef-
fectiveness of those activities, since it can influence
employees’ learning motivation and ability to apply
what they have learned in training. Given that in-
strumentality refers to the belief that training would
lead to successful job performance, it is logical to
assume that employees satisfaction with their work
context would have an impact on instrumentality.

Second sub-hypothesis: Employees’ job satisfaction
has a significant positive impact on the training moti-
vation constructs of instrumentality:

o Job satisfaction and expectancy

Employees satisfaction with their contextual factors
is perceived to have an impact on expectancy, i.e.
employees” assurance in the ability to learn or gain
skills and knowledge through training. For exam-
ple, Cohen (1990) claimed that workers who have

supportive supervisors, participate in training activ-
ities with stronger beliefs that they would be useful.
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Job
satisfaction

PAY cow

Training

motivation

NOW COM Expectancy Instrumentality Valence

Note: PAY - pay, PRO - promotion, SUP - supervision, FRB - Fringe benefits, COR - Contingent rewards, OPC - operating
conditions, COW - Co-workers, NOW - Nature of work, COM - Communication.

Figure 1. Proposed theoretical framework to test the impact
of job satisfaction on training motivation

Tracey, Hinkin, Tannenbaum, and Mathieu (2001)
claim that supervisors’ expression of their support for
learning positively influences employees’ confidence
in acquiring knowledge and skills, thus can motivate
that person to participate in training. Zaniboni et al.
(2011) state that job support, including supervisors’
and co-workers’ support, was related to expectancy.
They added that jobs that are designed to support
personal and constant development have an impact
on expectancy. Given the mentioned contextual fac-
tors that influence TM, it is logical to assume that:

Third sub-hypothesis: Employees’ job satisfaction has
a significant positive impact on the training motiva-
tion constructs of expectancy.

3. RESEARCH METHOD

According to the research objectives, the deductive
approach was adopted, and a structured question-
naire was developed for data collection (see appen-
dix A). The research questionnaire combined two
scales, with the first scale measuring JS. As men-
tioned earlier, JSS was utilized to measure employ-
ee satisfaction. This measure was originally devel-
oped by Spector (1985). The researcher contacted
Paul Spector through ResearchGate and received -
with appreciation - the original and the translated
(Arabic) version of JSS. JSS measures nine organi-
zational dimensions with each dimension consist-
ing of four items; overall, JSS comprises 36 items.

The second scale measures TM. This study utilized
Zanibonietals (2011) scale, which is based on three

constructs (valence, instrumentality and expectan-
cy). The TM scale was translated from English to
Arabic by two colleagues. Thereafter, a comparison,
revision and emendation were made for the two
translated versions to issue a first draft of the Arabic
questionnaire. This draft was translated back into
English by two different colleagues to compare the
authors’ version with the original version. This pro-
cess was done in order to assure its validity.

Both scales are ranked according to the Likert
scale from 1 - Strongly Disagree to 5 — Strongly
Agree as the Likert scale is broadly used for meas-
uring attitudes (Pallant, 2005).

3.1. Research sample

The research sample consists of six ministries in
Jordan (Ministry of Public Sector Development,
Ministry of Energy and Mineral Resources, Ministry
of Education, Ministry of Social Development,
Ministry of Environment, Ministry of Higher
Education and Scientific Research) representing
23% of the research population. 600 questionnaires
were distributed, 356 questionnaires were returned,
and 342 questionnaires were valid for analysis.

3.2. Characteristics of the sample

The male respondents represented 54% of par-
ticipants, and females represented 46%. Having
such a finding implies consistency with labor gen-
der distribution in the Jordanian labor market as
males dominate the labor market according to the
2017 Ministry of Labor report.
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Almost 52% of respondents had more than ten
years of work experience. Such findings reinforce
the idea that the Jordanian government has deac-
tivated the recruitment processes in the public sec-
tor. Moreover, 19% of respondents had less than five
years of experience. This finding is consistent with
the age distribution in the Jordanian labor market.
According to the Ministry of Labor’s 2017 report
(2017), the lowest age category in the labor mar-
ket was the age group of 20-24 years as they repre-
sented 13.5% of the labor market. The percentage
increased slightly to 17% in the age category of 25-
29 years; the highest figure, 29.7%, was in the 30-39
age group, followed by the 40-49 group, with a per-
centage of 23.3%. Overall, 81% of research respond-
ents had experience of more than five years, which
shows the difficulties of entering the labor market
for the younger generation. Regarding participants’
qualifications, more than 71% of respondents held
a first degree (Bachelor Degree) and more than 14%
of respondents held Master’s and Ph.D. degrees.

3.3. Validity and reliability

The research instrument used in this study was
tested using face, content, construct, convergent
and discriminant validity. The first type of valid-
ity, “face validity”, was conducted by piloting the
research instrument by several academic staft and

Table 1. Findings of confirmatory factor analysis

managers at the Jordanian public sector in order
to check the instrument in terms of relevance and
appropriateness. Based on the face validity test,
some minor changes have been made such as the
demographic information. Regarding the content
validity, the key issue was using scales and dimen-
sions that have been developed, used and tested in
the previous empirical and theoretical studies in
the relevant literature. Accordingly, the current
study adopted and implemented dimensions used
and tested before for the two scales (JS and TM)
(e.g., Spector, 1985; Zaniboni et al., 2011).

Regarding construct validity, the confirmatory
factor analysis technique (CFA) is used as suggest-
ed by Hair et al. (2006). The CFA test aims to con-
firm whether the instruments and items used in
this study generate the same loading and number
of dimensions as suggested by the original devel-
opers. Table 1 confirms the same loading and fac-
tors of the constructs under investigation.

To establish the convergent validity, Table 1 in-
dicates that items of the two scales show signifi-
cant factor loadings. However, some items that
did not reach the required threshold .60 were de-
leted. Moreover, Table 1 shows relatively high av-
erage variances extracted (AVE) as suggested by
Bagozzi (1980) for measuring convergent validity.

Constructs, dimensions and items Cll(:)/;;?rfgt‘s’r
Job Satisfaction

Pay AVE: 0.56
Pay 1  Ifeel I am being paid a fair amount for the work | do Deleted
Pay 2 Raises are too few and far between (R) 061
Pay 3 | feel unappreciated by the organization when | think about what they pay me (R) 0.63
Pay 4 | feel satisfied with my chances for salary increases R 0;61 R
Promotion AVE: 0.59
Pro 1  There is really too little chance for promotion on my job (R) Deleted
Pro 2 Those who do well on the job stand a fair chance of being promoted 061
Pro 3 People get a head as fast here as they do in other places - 0.64
Pro 4 i1 am satisfied with my chances for promotion 0.66
Supervision AVE: 0.62
Supr 1 i My supervisor is quite competent in doing his/her job 0.60
Supr 2 My supervisor is unfair to me (R) R 0;71 R
Supr 3 My supervisor shows too little interest in the feelings of subordinates (R) R 0;66 R
Supr 4 I like my supervisors : 0;(;)1 )
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Table 1 (cont.). Findings of confirmatory factor analysis

Constructs, dimensions and items C|f,’§cf|?rf§?r

Fringe Benefits AVE: 0.58
Finb 1 Tam notsatisiied with the benefits | receive (R) o
Frinb2 ¢ The benefits we receive are as good as most other orgamzatlons offer 0.60
Frinb3 The benefit package we have is equitable 0.68 |
Frinb 4 There are benefits we do not have which we should have (R (R) : 0.60
Contingent Rewards AVE: 0.57
coRt {When | do a good job, I receive the recogpnition for it that | should receive ¢ 0.62
coRz 1.do not feel that the work I do is appreciated ®) 0.60
COR3 e, . There are few rewards for those who work here (R) 0.63 .
COR4 i1 don't feel my efforts are rewarded the way they should be (R) : 0.62
Operating Conditions AVE: 0.55
opc1t i Manyofour rules and procedures make doing a good job difficult (R) ¢ Deleted
OPC 2 My efforts to do a good job are seldom blocked by red tape . 1 0.61
OPC3 | have too muchtodoatwork®R) 0.60
OPC 4 | have too much paperwork (R) 0.61
Co-Workers AVE: 0.60
COW I I like the people I work with 0.66
COW 2 : f/lvr:)cikl \l/wv:ig/re(to) work harder at my JOb because of the mcompetence of people ; Deleted
COW3 o I enjoy my co-workers : 4 S 0.62
COW 4 There is too much blckerlng and flghtlng at work (R (R) 0.61
Nature of Work AVE: 0.60
NOW T | sometimes fell that my job is meaningless (R) . 0.65
NOW 2 I like doing the things | do at work . . . SSSRISO S 0.61 .
NOW3 | feel a sense of pride in doing my job ‘ , 4 R S Deleted
NOW 4 My job is enjoyable 0.64
Communication AVE: 0.59
com1r i Communication seems good within the organizaton & Deleted
COM2 The goals of this organization are not cleartome (R) 0.60
coms o | often feel that I do not know what is going on with the organlzatlon R 0.62
COM 4 Work assighment are not fully explamed (R) : 0.60

Mg:__:lg!t(_;.r(‘)gitig(sess : Model desired level Findings
Chi-Square X%, P>0.05 | K=20 Sigat
Normed FitIndex . .. NFIZ090 . 4 . 4 , 4 S 0.92
Non-normed FitIndex NFILZ0.90 . 4 . 4 , 4 S 0.95
Comparative Fit Index CRz090 ... : . : : : S S 0.93
Goodness of Fit Index GF2090 . .. 4 . 4 , 4 S 0.91
,lAnd gited Goodness-of-Fit AGFI >0.80 A 0.89
Sotare Kol SMRS008 00
Root Mean Square Error of RMSEA < 0.08 0.05

Approximation

Training Motivation

Valence AVE: 0.67

Val 1 By attending training activities, | want to improve technical/practical Deleted
knowledge in my jo

Val 2 i I feel that it is important to take part in tralnlng programs in order to strengthen 0.81
s Y. PYODIEM-SOIVING SKIS
Val 3 ‘1 think it is important to learn new thmgs from tralnlng activities ‘ 0.66
Instrumentality AVE: 0.53
Inst 1 : I believe that training activity is useful for workers who occupy a job position : 0.73
O 11114411 S
Inst2 ... .iUsuallylam able to apply to my jOb what | Iearn in trammg actrvrtres ........ 0.69
Inst 3 ¢ Acquiring new skills, thanks to training activities, positively influences my f 0.73

: performances
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Table 1 (cont.). Findings of confirmatory factor analysis

. . . CFA factor
Constructs, dimensions and items loadings
Expectancy AVE: 0.67
Exp 1 :If I am involved in training activities, | am confident | can master aspects 0.82
P ofmyjob T 82
Exp 2 “If I am involved in training activities, | am confident | can learn the new 0.70
pe i knowledge taught in the training activites e
¢ If I am involved in training activities, | am confident | can improve my
Exp 3 : ability of initiative 0.77
Model Gh?gi‘izgss of Fit Model desired level Findings
. x* = 37.9, Sig at
Chl-quére - X pz005 000
Normed Fit Index NFI>090 096
Non-normed Fit Index NFll>090 095
Comparative Fit Index CFl2090 097
Goodness of Fit Index ~iGFl>090 096
Adjusted Goodness-of-Fit Index :AGFI2080 092
Standardized Root Mean-Square SRMR < 0.08 0.04
Residual o TTREEE o
Root Mean Square Error of RMSEA < 0.08 0.07

Approximation

Moreover, Table 1 shows acceptable fit indices for
the two variables under investigation in this study.

As Table 1 shows, deletion for several items was
due to having weak factor loading and high er-
rors. At the same time, deleting the above items
has helped in improving the CFA model fit indices.
Moreover, it is worth mentioining that the instru-
ment used for measuring JS includes 19 negative
items and reserachers reversed them according to
the required steps and procedures.

For the purpose of discriminant validity, it is evi-
dent in Table 2 that the used and adopted instru-
ments for the two variables are truly distinct from
each other and reflect the supposed phenomena

that other measures do not. Moreover, Table 2
shows the average variance extracted (AVE) from
each construct is higher and more than squared
correlations and shared variance. In other words,
Table 2 informs that all the squared correlations
and shared variance between each pair of varia-
bles are less than the variables AVEs which offers
an empirical support for the discriminant validity
among constructs and dimensions.

Thereafter, the reliability was checked. In this re-
gard, Cronbach’s alpha test was used to measure
the reliability of each scale (JS and TM) to ensure
that the adopted scales were purified and suitable
for measuring constructs under investigation in
new settings and contexts.

Table 2. Shared variance among the research dimensions

Dimensions 1 2 3 4 5 6 7 8 9 10 11 12
1. SUP 062 © - - _ - - - - - - -
2. S 059 - o - - - i = - - -
3. 027 = 060 @ - - - - - - - - -
4. 0.33 © 046 @ 0.60 - - - - - - - -
5. 032 © 030 = 026 : 0.55 T e T N T
6. 013 © 010 : 020 i 027 : 056 @ — i - i - i i
7. 018 008 011 = 043 . 045 = 059 - - - - _
8. 0.24 © 015 © 025 ¢ 045 = 052 © 050 i 058 - i _— i _ o _
9. 027 = 022 { 026 : 048 = 055 { 053 | 057 = 057 ¢ - i _
10. VAL 016 ¢ 020 = 018 © 013 : 0.04 = 002 { 005 : 012 @ 067 i - I -
T1.INS 0.07 = 010 { 019 : 0.04 = 004 {0005 002 = 011 052 { 053 | -
12. EXP 017 © 027 : 023 | 016 017 : 0.07 i 012 @ 018 = 060 | 061 : 0.67
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Table 3. Reliability scores for the aggregate purified scales for all constructs

Scale Dimension Cronbach’s Alpha

1. Pay .628
2. : Pfémo;[ion : .576
o " upervison 756
4. Fringe benefits .566
7 5. : Cr(rjntiﬁgentrrrewarrrds 7 .608

Job satisfaction 6 : Oberaﬁﬁg conditions Dropped (unacceptable low score)
V 7. : o C(r);worrkersw : .520
7 8. : ”NatLVJVre of Vworrkr .595
9. Communication 558
Overall job satisfaction scale .806
1. V - \'/'alen'c'e .682
Training motivation B Instrumentality 79
3. Expectancy .808
7 (jr\}erallrttrainrihg rﬁbtivéiion Vsrcale” .877

The Cronbach’s alpha findings for all dimensions re-
vealed acceptable as well as unacceptable outcomes.
In other words, Cronbach’s alpha values and item-to-
tal correlation scores were below as well as above the
recommended alpha value of .60. Accordingly, the
researchers utilized the results, which emerged in
the column entitled “the Cronbach’s alpha if item
deleted” to improve the scales’ reliability.

Better and more acceptable Cronbach’s alpha and
item-total correlation values were gained as a re-
sult of deleting the low correlated items. Specifically,
the ‘operating conditions’ dimension, which is one
of the JS scales, was dropped and removed in this
study from any further analysis due to having low
and poor reliability scores (Cronbach’s alpha value
for the scale: .339; Cronbach’s alpha value if the item
was deleted: 406).

According to the purification process results,
the dimensions of JS were reduced to eight in-
stead of the initial nine dimensions as suggest-
ed by Spector. Moreover, the initial set of items
for measuring all dimensions of JS was reduced
from 36 items to 26 items. In other words, 10
items from the JS variable were deleted, as rec-
ommended by the reliability test based on the
results of Cronbach’s alpha if an item was de-
leted. On the other hand, only one item was de-
leted from the first dimension of TM. Table 3
shows the final Cronbach’s alpha scores for all
dimensions after the purification process:

At the construct level, Table 3 shows that the
Cronbach’s alpha values for the two scales (JS
and TM) exceeded the recommended criterion of
Cronbach’s alpha value (JS = .806; TM: 806). At
the dimensional level, Cronbach’s alpha values for
some dimensions were below .60 but more than
.50 even after the purification process mentioned
earlier. However, the researchers decided to keep
such dimensions due to the idea that a Cronbach’s
alpha value of more than .50 was still acceptable
and the item deleting option would not have en-
hanced the Cronbach’s alpha score. Therefore, it
was confirmed that those dimensions and scales
were reliable for measuring JS and TM.

3.4. Analysis tools

Descriptive statistics techniques such as mean,
standard deviation, skewness and kurtosis were
implemented to assess the answers of respondents
and to make sure that their responses were nor-
mally distributed.

Furthermore, MR was performed to examine the
impact of JS on TM. The main aim of MR is to
examine the predictive power of the independent
variables (eight dimensions of JS) on the depend-
ent variable (TM). Thereafter, MR analysis was
conducted three times sequentially, each time us-
ing a different construct of TM as a dependent var-
iable in order to give more insights for researchers,
practitioners and readers.
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4. DATA ANALYSIS
AND FINDINGS

The mean values for JS dimensions ranged be-
tween 2.53 (fringe benefits) and 3.66 (nature of
work); standard deviations ranged between .716
(nature of work) and .942 (supervision) (see Table
4). Having a moderate mean score for the dimen-
sion of fringe benefits indicates that public sector
employees believed they deserved better benefits.
This could be attributed to limited resources al-
located for the public sector in Jordan. This area
needs more studies to explore the reasons behind
moderate employee satisfaction in the Jordanian
public sector regarding the pay dimension with a
mean of 2.76, promotion dimension 2.62, fringe
benefits 2.53 and contingent rewards 2.76.

Regarding the TM scale, the highest mean was
for the expectancy dimension with a mean of 3.89,
indicating that employees have the confidence in
their abilities to learn and improve their skills,
whereas the lowest was for instrumentality with
learning with a mean of 3.49. In terms of overall
scales, Table 4 indicates a positive and more than
moderate assessment for JS with a mean of 3.11
and TM with a mean of 3.75.

Regarding normality, two statistical approaches
were used for exploring data normality, skewness
and kurtosis. Skewness refers to the symmetry of
the data collected. A skewed finding implies a var-
iable whose mean is not in the center of the dis-

Table 4. Findings of the descriptive statistics

tribution, while kurtosis measures the peakedness
of the collected data, meaning that the distribu-
tion of the data collected can be too peaked with
short and thick tails, or too flat with long and thin
tails. In this regard, the most acceptable and well-
known rule of thumb to assume normality indi-
cates that scores for skewness and kurtosis should
not fall outside the range of 1 and -1. Thankfully,
the findings shown in Table 4 demonstrate that all
variables and dimensions in this study are nor-
mally distributed since such findings did not vio-
late the accepted rule of thumb of normality.

4.1. Model assessment
and hypotheses testing

As mentioned earlier, MR aims to examine the
predictive power of the independent variables
(eight dimensions of JS) on the dependent variable
(TM). Thereafter, this study conducted MR analy-
sis three times sequentially, each time using a dif-
ferent construct of TM as a dependent variable.

4.2. Assumptions and parameters of
multiple regressions

Before running and using MR, researchers should
make sure that the estimated errors are at the
minimum level and do not violate the findings of
the study (Hair et al., 2006; Tabachnick & Fidell,
2007). Table 5 summarizes the key assumptions
of MR and provides answers for the associated
parameters.

Scale Dimension M* SD* :  S¥ o K¥* N*

Pay 276823 DO DT LA

 Promotion (.02 c 822 203 m212 i3l

: Supervision i 355 ¢ 942 ¢ 728 ¢ =031 3

: Fringe benefits . 253 ¢ 870 165 i 437 3

Job Satisfaction : Contingent rewards . 276 i .88 046 : 505 : 3
. Co-workers 2O N1 B W24 0 Scc = N N

- Nature of work . 366 ¢ 716+ —447 ¢ 018 : 4

: Communication i 338 ¢ .83 . -39 : -298 . 3

7;Overa||Job Satisfaction .o 3m ¢ 470 ¢+ —001 114 ¢ 26

 Valence L.o86 829 786 22

. L i Instrumentality i 349 977 i -484 i -448 3
TralnlngMotlvatlon T g g
: Expectancy et 389 B04 D729 T3,

vaeraIITraining Motivation i3.75 ‘ .752 ~.645 i 504 i 8

Note: * M - mean, S.D. - standard deviation, S — skewness, K - kurtosis, N - number of items on the scale. ** The cut-off point

between -1 and 1.
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Assumption Technique * Rule of Thumb Results
Sample Size N* > 104 + m** (ﬁﬁcgpgtgg)
. Skewness & Accepted
Normality Kurtosis -1to1 (See Table 2)

P Tolerance More than .10 .621 : Passed
:Pa ; O RO ee ORISR oo
Y VIF lessthan10 1611 Passed

‘ . i Tolerance More than .10 i 728 Passed
i Promotion ; L
: i VIF Less than 10 N 1.374 Passed

‘ . i Tolerance More than .10 .828 Passed
i Supervision : R S
: i VIF Lessthan 10 1.208 ¢+ Passed

P _ i Tolerance More than .10 .678 Passed
i Fringe benefits ; B

Lo . i :VIF Less than 10 1.476 Passed
Multicollinearity : e U

: . : Tolerance More than .10 .657 Passed
: Contingent rewards : B R B
: i VIF Lessthan 10 1.523 &+ Passed

‘ i Tolerance More than .10 741 Passed
Co-workers ; B SR
: : VIF Lessthan 10 1.350 & Passed

‘ i Tolerance More than .10 .795 Passed
 Nature of work ; B
: i VIF Lessthan 10 1.257 &+ Passed

‘ o i Tolerance More than .10 .760 Passed
: Communication : O e
7777777777777 : : VIF : Less than 10 : 1.316 . Passed
 Mahalanobis Distance <26.3 :One case deleted
Outliers i Cook’s Distance ; <1 _Zerocases

‘ Standardized Residual i —-3.3and 3.3 i Three cases deleted

Note: * sample size, ** number of independent variables.

Table 5 shows that none of the MR assumptions
were violated in the data gathered for this study.
Firstly, the sample size (N = 342) was well above
the rule of thumb, which relies on the number of
independent variables. Secondly, findings confirm
the normality of data as none of the independent
variable dimensions violated the rule of thumb
for skewness and kurtosis, since none of the kur-
tosis and skewness results fell outside the range
of 1 and -1. Thirdly, multicollinearity was meas-
ured using two tests (tolerance and the Variance
Inflation Factor (VIF), and the findings present-
ed in Table 5 support the notion that there is no
multicollinearity according to the rule of thumb
associated (all outcome of tolerance values were
well above the rule of thumb > 10; all outcomes of
VIF values were well below the rule of thumb < 10).
Finally, regarding outliers, Tabachnick and Fidell
(2007) indicate that outliers mean all cases which
have standardized residuals beyond +3.3 and -3.3,
thus residuals should be between these two ex-
tremes. The findings show some outliers break
the rule of thumb and as a result, the researchers
deleted three cases to make standardized residu-
als normal, ranging from +2.068 to -3.015, which
means that the data now does not have any outli-

ers. Moreover, normality was also measured using
two different techniques (Mahalanobis distance
and Cook’s distance). On the one hand, the results
show that the Mahalanobis test had only one case
as an outlier, since this case violated the suitable
critical chi-square value < 26.3. On the other hand,
the relevant rule of thumb of Cook’s distance in-
dicates that all variables should be less than 1.
Fortunately, all case scores were less than 1, so it
can be assumed now after deleting the mentioned
cases that the data collected does not have outliers
and is suitable for running further MR analysis.

4.3.Findings of model assessment
and hypotheses testing

As mentioned before, the MR technique predicts
the relative power, importance and contribution
of all independent variables on the dependent var-
iable in order to be able to answer the main hy-
pothesis and sub-hypotheses.

In terms of the overall model fit (the main hypoth-
esis), the results of the MR analysis indicate that
the independent variable explains and predicts
only 18.8% of variance of the dependent variable
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Table 6. Multiple regressions results

Overall Training ModelTwo  ModelThree  Model Four
; .. Valence - TM i Instrumentality - TM |  Expectancy - TM
Job Satisfaction: Motivation : u ity : Xp y

Main Hypothesis

First Sub-Hypothesis %Second Sub-Hypothesisé Third Sub-Hypothesis

(B) P value Finding: (B) :Pvalue Finding. (B) P value Finding: (B) P value Finding
Pay —041 515 ¢ nsig ¢ —.027 ¢ 679 ¢ In-Sig ¢ -.042 : 511  In-Sig : —.035 585 In-Sig
Promotion 005 ¢ 933 ¢ Inrsrig”. =017 ¢ 777 & Inrsrig”. =053 : 371 ¢ Inrsrigw 097 ¢ o102 Insig
Supervision . a78 . .001 ¢ Srig”“.17574”“.0707”“ Srig”“.17474”“.07170”“ Srig”“.1@0”“.07074”“75i7g )
Fringe benefits . 074 © 223 © Insig : .076 : .228 ° Insig : .071 © .253 ¢ |Insig : .042 & .497  Insig
Contingent _139 024  Sig  -214 001 = Sig 020 753  Insig = 146 . .020  Sig
Co-workers 165 . 005 = Sig 189 002 . Sig . 081 166 _ Insig = 167 - .005  Sig
Nature of work . .286 . 000 : Sig : .146 . .012 & Sig : .333 : .000 : Sig : .236 : .000  Sig
Communication i —=009 : .868 Inrsrig”. 069 242 ¢ Inrsrig”. —066 i .256 Inrsrig”. =016 : .787 Insig
R2 ... 188 L33 163 160
P,Val,ue, OOO 000 000 000 )
Finding Accepted Accepted Accepted Accepted

(training motivation). In other words, the low R?
score (18.8%) indicates that the overall dimen-
sions of JS explains a low but significant variance
of the overall TM constructs at the significance
level (p <.00). Table 6 presents findings of the MR
analysis for all hypotheses developed in this study.

The MR analysis shows that four dimensions of
JS (supervision, contingent rewards, co-workers
and nature of work) had a significant impact on
the overall TM model. The R? value for the eight
dimensions was relatively low. Furthermore, it
was found that three dimensions of JS (supervi-
sion, co-workers and nature of work) had a posi-
tive and significant Beta value (f = 0.178, P < 0.05;
B = 0.165, P < 0.05; p = 0.286, P < 0.05).

The results show that nature of work scored the
highest B value, assuming that employees’ satis-
faction with the nature of their job (meaningful-
ness of the job, sense of pride, enjoyment and en-
thusiasm for the job’s activities) influenced their
motivation to participate in training. This finding
suggests that employees who enjoyed and loved
what they do, who felt that their work was mean-
ingful, had more enthusiasm to engage in train-
ing activities. In a similar context, Zaniboni et
al. (2011) claim that the nature and type of job is
likely have an influence on employees’ TM. Orpen
(1999) found that job involvement correlated sig-
nificantly with TM. Tracey et al. (2001) state that
individuals with high job involvement appreciate
opportunities to take part in training activities to
boost their job situation. Furthermore, highly in-
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volved workers are more likely to develop high lev-
els of pre-training self-efficacy, particularly for job
related training.

Supervision was found to have a positive and sig-
nificant Beta value, assuming that employees’ sat-
isfaction with their supervisors (admiration, su-
pervisors’ competence, fairness and care about
subordinates’ feelings) influenced employee TM.
This finding is consistent with the findings of
Cohen (1990) and Tracey et al. (2001). In a sim-
ilar context, Facteau et al. (1995) concluded that
supervisors’ support is positively related to pre-
TM. Overall, Bunch (2007) stresses the impor-
tance of supervisors’ support by stating that even
well-prepared customer service training will not
be transferred if supervisors assess only the num-
ber of transactions processed rather than custom-
er satisfaction.

Employee satisfaction with their co-workers (lik-
ing co-workers, co-workers’ competence, enjoy-
ment working with co-workers, bickering and/or
fighting) had the least but positive and significant
influence on employees’ motivation for training.
Similarly, Facteau et al. (1995) claim that three
social support elements (top management, super-
visor and subordinate support) were found to be
predictive of pre-TM.

The findings also show that contingent rewards
had a negative and significant impact and contri-
bution on the overall TM ( = -0.139, P < 0.05),
assuming that contingent rewards (e.g., apprecia-



tion and recognition for good work) led employees
to focus on current work accomplishments rather
than long-term learning. Several efforts were made
to examine goal orientation and the theory of TM
(Zaniboni et al., 2011). In this context, Zaniboni
et al. (2011) claim that performance goal oriented
people are concerned with goals that reveal task
competence and receive positive judgment, there-
fore, no significant relationships were found be-
tween performance goal orientation and the three
dimensions of the TM. In this context, Colquitt
and Simmering (1998) found a negative correlation
between performance orientation and expectancy
and TM. Chiaburu and Marinova (2005) found a
significant relationship between the learning ap-
proach goal orientation and the TM, while no sig-
nificant relationship was found between the per-
formance goal orientation and the TM.

The findings also demonstrate that four dimensions
(pay, promotion, fringe benefits and communi-
cation) of JS did not have a significant impact on
the overall TM (P > 0.05), meaning that employee
satisfaction with the mentioned variables had no
relationship with TM. Perhaps pay, fringe benefits
and promotion were perceived as a result of current
efforts and not a long-term issue, resulting in em-
ployees’ focusing on the current performance that
organizations needed, thereby making training less
attractive. In this regard, Orpen (1999) states that
if the employees believe that there is ‘something
in training’ for them, then they will react better to
training. Therefore, managers should provide val-
uable training outcomes, dependent on employ-
ees making the required effort to benefit from the
training (Orpen, 1999). However, Elsbach (2004)
argues that perceptions regarding the possible ben-
efits of training, e.g. promotion or pay increases,
better predict the probability for training success.

To gain more insight into what enhances TM, an-
other round of analysis was conducted for each
construct of TM separately. Table 6 indicates that
JS was a significant predictor of TM (p < .00) in the
three models. However, it is clear that the predic-
tive power of JS is low for the three models respec-
tively (R? .13. R2.16, R2.16,).

For Model 2, four dimensions of JS (contingent
rewards, supervision, co-workers and nature of
work) had a significant influence on TM (valence).
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Regarding the nature of work, it was found that
positive attitudes toward the nature of work had
a positive impact on valence, assuming that em-
ployees who enjoyed and loved what they do and
who felt their work was meaningful found that the
training outcome (valence) was more attractive.
In this context, Renta-Davids, Jiménez-Gonzalez,
Fandos-Garrido, Gonzélez-Soto, (2014) state that
task variety and task complexity have an impact
on employees interest in acquiring new knowledge
and skills, they explain that this interest refers to
employees’ desire to address their job demands.

Further, the authors’ findings indicate that job
support, such as supervision and co-worker sup-
port, influenced employees’ beliefs that successful
job performance was going to be valued. Contrary
to the findings, Zaniboni et al. (2011) found that
job support was related to expectancy but not to
valence.

Contingent rewards had a strongest but negative
impact (B = 0.-214, P < 0.05) on valence (attrac-
tiveness and the perceived value of training re-
sults). This means that employee satisfaction with
contingent rewards which are linked to current
performance made training outcomes (valence)
less attractive.

Regarding Model 3, the nature of work and su-
pervision were the only two dimensions of JS that
were found to have a significant and positive im-
pact on TM (instrumentality). These results make
sense, as employees who did not think they could
apply what they had learned in practice were not
motivated to take part in training. In other words,
they saw training as being fruitless. Similarly,
Clark, Dobbins, and Ladd (1993) indicate that pri-
or to training, a worker may perceive if the man-
ager will facilitate training transfer efforts to the
workplace. Moreover, this research results indi-
cate that employees’ satisfaction with the nature
of their job positively influences instrumentality
(successful performance).

For Model 4, four dimensions of JS (supervision,
contingent rewards, co-workers and the nature of
work) had a significant influence on TM expectan-
cy. Regarding supervision, this finding is consist-
ent with the findings of Tracey et al. (2001) and
Cohen (1990) as they claim that supervisors’ sup-
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port positively influences employees’ confidence
in acquiring knowledge and skills through train-
ing. Zaniboni et al’s (2011) study partially con-
firms our findings as it states that job support, in-
cluding supervisors’ and co-workers’ support, was
related to expectancy.

Regarding the nature of work, this finding is al-
so consistent with that of Zaniboni et al. (2011) as
they state that jobs that are designed to support
personal and constant development have an im-
pact on expectancy.

It was found that contingent rewards had a signif-
icant but negative impact (p = 0.-146, P < 0.05). In
this context, Colquitt and Simmering (1998) have
also found a negative correlation between perfor-
mance orientation and expectancy and learning
motivation. However, no significant relationship
was found by Chiaburu and Marinova (2005) be-
tween performance goal orientation and TM.

Therefore, it was found that the nature of work
and supervision were the elements that appeared
to influence all constructs of TM. With regard to
supervision, Clark et al. (1993) suggest that work-
ers have a tendency to suppose that the training
will have limited utility if they conceive that their
supervisor would not support training transfer
which, overall, hinders TM. Facteau et al. (1995)
found that a supervisor’s positive support was
related to pre-TM, assuming that workers who
perceived a greater degree of supervisor support,
reported a greater level of TM. In this context,
Bunch (2007) wonders how often people engage in
independent thinking training just to be sent back
to an autocratic supervisor.

Regarding the nature of work, Tracey et al. (2001)
found that work assignments’ nature and the way
jobs are designed can generate extensive pres-
sures on workers, which, in turn, have a signifi-
cant impact on the degree to which workers are
set for training. If the nature of the work is not
flexible or does not allow growth, workers may
not have the confidence that learning opportuni-
ties will be useful. In a study on training transfer,
Ford, Quinones, Sego, and Sorra (1992) indicate
that individuals had different chances to carry out
trained tasks in the workplace, which could have
had a consequent influence on training transfer.
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Moreover, it was found that co-workers and con-
tingent rewards did predict valence and expec-
tancy but not instrumentality. Thus, it could be
claimed that in an employee’s good relationship
with co-workers, their support has an impact
on expectancy, i.e. confidence in the ability to
gain knowledge and skills, as well as the signifi-
cance and importance of training outcomes, but
not on instrumentality (rewards associated with
learning).

5. RESEARCH CONTRIBUTION
AND RECOMMENDATIONS

This study makes a number of theoretical and
managerial contributions. From a theoretical per-
spective, it investigated the relationship between
various JS dimensions (pay, fringe benefits, contin-
gent rewards, promotion, supervision, co-workers,
nature of work and communication) and TM. This
enhances our understanding regarding the organ-
izational as well as other contextual factors that
influence TM; this in turn is perceived as funda-
mental to training effectiveness.

As nature of work and supervision were found to
have a significant impact on all TM constructs,
this study suggests that managers should take
them into consideration to enhance employees’
desire and enthusiasm to engage in training ac-
tivities. For example, this study suggests that de-
signing challenging, meaningful, autonomous
work tasks enhances employees’ satisfaction with
the nature of their jobs, which in turn influences
the level of their confidence in training’s role and
outcomes.

Supervisors are advised to build a bridge of good
relationships between them and their subordi-
nates, as well as between subordinates themselves.
A cooperative and supportive climate enhances
workers” confidence in their ability to learn and
boosts their trust that training can lead to success-
ful improvement in performance, which eventual-
ly influences the importance attributed to training
outcomes.

Contingent reward was found to have a signif-
icant but negative impact on TM. This indi-
cates a need to critical revision of rewards pol-



icies, meaning that rewards policies should not
be based on current performance only. A clear
career development paths are advised to be cre-
ated that determine the employees’ T&D needs
and link them with employees’ progression and
promotion.

6. LIMITATIONS
AND FUTURE RESEARCH

This study was conducted in a specific context,
Jordanian ministries, therefore, future research
within other sectors, like private sector institu-
tions in Jordan, would be a good contribution to
examine other factors that influence TM in vari-
ous sectors.

Furthermore, this study investigated only nine
dimensions of JS based on Spector’s model,

Problems and Perspectives in Management, Volume 16, Issue 3, 2018

Although the results show a positive assessment
of JS as a whole, it is evident that employees have
moderate satisfaction regarding pay practic-
es, promotion, fringe benefits and contingent re-
wards, which indicates a need for more effort to
study the Jordanian public sector compensation
and benefit structure.

Additionally, this study investigates the impact
of satisfaction on TM; however, the relationship
between satisfaction, training motivation and
desired training outcomes like training effica-
cy, employees’ performance and organization-
al effectiveness was not investigated, leaving the
door open for future research to investigate those
relationships.

Finally, according to the time horizon, this study
followed the cross-sectional path. Therefore, lon-
gitudinal research is needed to investigate employ-

which directs future research to investigate other
aspects of JS.

ees’ training motivation, for example, before and
after conducting organizational reform programs.

CONCLUSION

This study concludes that four dimensions of JS (supervision, contingent rewards, co-workers and
nature of work) predicted employees’ motivation for training. However, the dimensions of JS explain
a low but significant variance of the overall TM dimension. Furthermore, it was found that the na-
ture of work scored the highest B value. This implies that employees who enjoyed and loved what
they do, who felt their work was meaningful, had more enthusiasm to engage in training activities.
Supervision was found to have a positive and significant §§ value, indicating that employees’ satisfac-
tion with their supervisors influenced employees’ motivation for training. Employees’ satisfaction
with their co-workers had the least  value but a positive and significant influence on employee train-
ing motivation. Findings also show that contingent rewards had a negative and significant impact on
TM, assuming that contingent rewards (e.g., appreciation and recognition for good work) led employ-
ees to focus on current accomplishments rather than long-term learning. The findings showed that
four dimensions of JS (pay, promotion, fringe benefits and communication) did not have a significant
impact on overall TM.

It was found that supervision predicted the three TM constructs, assuming that employees’ satisfac-
tion with their supervisors enhanced their confidence in their ability to learn and improve their skills.
Furthermore, it was found that supervisors” support enhanced employees’ beliefs that training could
lead to an improvement in their performance, which overall influenced the importance attributed to
training outcomes.

Furthermore, the nature of work predicted the three TM constructs, assuming that employees who were
satisfied with and enjoyed their job were more confident in their abilities to learn through training, i.e.
they believed that their efforts in training would enhance successful training performance. Moreover,
they were more able to consider the essential role of training in improving their performance, which in
turn enhanced the importance attributed to training outcomes.
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Moreover, it was found that the nature of work and supervision were the elements that appeared to pre-
dict all constructs of TM, while the results indicate that employees’ satisfaction with their co-workers
and contingent rewards did predict valence and expectancy, but not instrumentality. Thus, it could be
claimed that an employee’s good relationship with co-workers, and co-workers’ support have an impact
on expectancy, i.e. workers’ confidence in their ability to learn new knowledge and gain required skills,
as well as the importance of training outcomes, but not on instrumentality (rewards associated with

learning).
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APPENDIX A

: Strongl . Neither Strongl
No.: Statement | Sronsly Disagree : agree nor : Agree : &Y
i . disagree | di ‘ i agree
; ; isagree
Job satisfaction
1. ilfeel I am being paid a fair amount for the work | do. ‘
5 i When I do a good job, | receive the recognition for it that |

_should receive
i Many of our rules and procedures make doing a good job
. difficult,

: M{) supervisor shows too little interest in the feelings of
.. subordinates.

"I often feel that | do not know what is going on with the
.;.organization.

i Work assignments are not fully explained.

Training motivation

Valence

“3. . i I'think it is important to learn new things from training
__tactivities.
Instrumentality
4. | believe that training activity is useful for workers who occupy a |
o JOb poOSition similarto mine. o
5+ Usually, I am able to apply to my job what | learn in training
activities.

: “6 ¢ Acquiring new skills, thanks to training activities, positively
. influences my performances.

Expectancy

- IfLam involved in training activities, I am confident | can master |
Clsaspectsofmyob. R S S S S
g. . Ifl1am involved in training activities, | am confident | can learn
... the new knowledge taught in the training activities. ... : S S S,
g, :lflam involved in training activities, I am confident | can
' improve my ability of initiative.
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