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Abstract
This study aimed to examine the in-depth factors that improve employees’ motivation in training program. The
critical variable was discussed on training motivation. Random sampling Method used to gather the data from
120 employees at a single point of Kolej Poly-Tech MARA Kuantan. Regression analysis was used for
estimating the relationship among variables. The result shows that self-efficacy has a moderate relationship on
training motivation. Since data are based on self-reports, common method bias may affect the relationship
among the variables. The study only focuses at KPTM Kuantan that was not involved other branches. The paper
contributes to both research and practice by providing support to the department heads and the management on
ways to increase training motivation among employees. This paper consider few factors that enable to enhance
training motivation at KPTM Kuantan
Keywords: training motivation, self-efficacy, Kolej Poly-Tech MARA Kuantan
1. Introduction
In the 21st century, human capital is paramount for employees due to the contribution factors towards the
organization competitive advantage. Generally, the term of human capital can be defined as skill, knowledge and
ability that is preserved for a particular organization and difficult to imitate by competitor (Buchholtz, Ribbens,
& Houle, 2003; Hatch & Dyer, 2004; Kor & Leblebici, 2005).
There are a lot of organizations believe that human capital plays a crucial role in determining the organizational
success hence reflect the value of the labour productivity. Organization with an active human capital, possess
skilled worker and considered as income generators for organizations. Thus, Human capital lead to the
competitive advantage as it contributes to the value of firms that enhance their performance than competitors
(Priem & Butler, 2001).
In Malaysia, Private higher education is not being exempted in developing human capital. Kolej Poly-Tech
MARA (KPTM) is part of them which devote on investing toward human capital through training and
development. The primary factor influence human capital in an organization is measured by the degree of
investment in education and training. Besides that, it indicates training will be a crucial part in developing of
human capital. This is because training becomes a form of investment on human capital for organization that
strives to achieve their goals (Brinia & Efstathiou, 2012).
This paper highlights an issue regarding employee’s motivation in this institution. As for now, the
implementation of training policy has not created a strong impact on the employee’s productivity as a whole.
Even though the length of training increased from eight hours to seven days, it is indicated that the failure of
fulfilment among employees towards SIRIM criteria occurred. Referring to the ISO 2013 report, one of KPTM
branch received non-conformance report (NCR) issued by SIRIM. SIRIM is known as a government institution
which is a premier total solution provider in quality and technology innovation. This body have the authority to
inspect the institution regularly in order to sustain the quality management system according to ISO 9001:2000.
However, result from SIRIM shows that low quality of transfer in training and it will affect the role of human
resource department as a training provider.
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According to Davies (2007), outcome measurement in training attended by employees identified with the
following questions:
• Has the learning event met its stated objectives?
• Has the trainee transferred the learning to the workplace?
• Can the trainee now meet the requirements of their job?
• Has the trainee been given any required support in the workplace?
Previous study conducted by Society for Training and Development (ASTD) shows that only 77 percent learning
reaction occurs followed by 14 percent show the positive attitude behavior for post training and the worst
percentage in outcome for training as low low as low as 7 percent (VanBuren, 2001). Training motivation
indicate a significant aspect for training results. Colquitt, LePine & Noe (2000), stress that, trainees will fail to
achieve their objective in training program due to low motivation.
Organization has to pay more attention on the motivation of employees as the cost incurred rapidly increased
globally. It was surprisingly, the training cost in united states (U.S) base company spent with $134.39 billion for
all training in 2007 and the cost for each employees was hiking up to $1,103 per employee in 2007 represent 6
percent increased compare with year of 2006 (Paradise, 2008). As downturn economic occur in 2008 was
affected the investment as whole and the figure of training cost declined to $134.07 billion (Paradise & Patel,
2009).
The cost in 2012 ultimately reach to the maximum amount of $164.2 billion divided in to several categories that
$100.2 billion represent 61 percent for internal allocation, the rest amount goes to external services cost $46
billion represent 28 percent and tuition reimbursement for 18 billion represent 11 percent (ASTD Industry
Report, 2012).
Training motivation is one of determinant for training transfer (Weissbein, Huang, Ford et al, 2010). Previous
research also shows that training motivation will result of training transfer among employees (Karl &
Ungsrithong, 1992). Base on the Kirkpatrick theory, training evaluation should be done to ensure training
transfer occur. The theory consists of four stages beginning with a reaction, learning, behaviour and lastly result.
Kirkpatrick (1994), state that training transfer is measured for training effectiveness.
There is empirical research that shows training motivation play a crucial role to enhance employee actively
participate in training programe (Maurer & Tarulli, 1994; Noe & Wilk, 1993). It has confirmed that training
motivation is important facet need to be studied base on the previous research (e.g. Axtell et al., 1997; Carlson et
al., 2000; Cheng, 2000; Guerrero & Sire, 2001; Tracey et al., 2001).
Without clear explanations on the right factor contribute towards training motivation, it is difficult for human
resource manager, head of department and management as a whole to structure year activity in order to develop
training motivation among their employees. Therefore this paper aim to seek a solution to ease and acknowledge
related bodies on the right factor that influence training motivation in this education business support on the
integrative literature interview and data analysis.
2. Literature Review
Training motivation is the level of self-confident which drive employees to grab as much knowledge they can in
the training program (Teddlie & Yu, 2007). As a human being, employees require motivation to move up and
change to be a skilled person through training and make a contribution for the company’s sake. Training
primarily, improves the way employees do their work in an efficient way. In order to integrate motivation in
training program, concrete solutions are needed to resolve this problem that occur almost at all small medium
enterprise (SME) company. Instead of higher apprenticeship fund allocate to develop education/training up to
degree level with support coming from around 250 large companies, however, response was not encouraging that
only a few small to medium enterprises (SMEs) are involved (Harris, Chisholm, & Burns, 2013)
Training plays a critical role as a tool to educate people in an organization on knowledge, skill and ability
acquired by the employees to perform the job. As training provided by the company, employees should be in a
high motivation towards the training attached. Frequent problem occurs where, the employees attending training
but they are lacking of motivation. For instance, study conducted by Ford (2009), shows that low training
motivation has yield to the low training transfer even though classroom and on-line training methods applied.
Consequently, company failed to reach their objective hence affect their productivity (Mackay, 2007). Thus it is
a limitation that requires them with extraordinary effort to learn in the training environment and gain what they
are supposed to learn.
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Previously, few researchers had called for more research on training motivation (Mathieu, Martineau, &
Tannenbaum, 1993). Nguyen & Kim, (2013) state in general, it was clear about the influence of training
motivation on learning outcomes, but an adequate model that helps understand the antecedents of training
motivation has not emerged yet.
Colquitt, LePine & Noe, (2000) state that employees with low capability and desire to learn succeed in training
hence transfer the knowledge instead of employees with high capability and low motivation to learn. Siti
Fardaniah, & Shamsuddin, (2011), state that, Pre-training motivation should not be avoided as it will build the
momentum of trainees and sustain the motivation towards the end of a training session. It will drive trainee’s
self-intention to stay focus until the knowledge required has been fulfilled (Baldwin & Ford, 1988) and link to
the positive effect (Colquitt, LePine, & Noe, 2000). It was supported by Kieslinger et al. (2009) note that, at the
early stage of training, employee’s involvement is very important to develop collaborative learning and
knowledge building activities.
Previous research studied the extension of training motivation that affects organization. According to Siti
Fardaniah & Shamsuddin (2011), stress that training motivation is an essential criterion for training effectiveness
while, research conducted by Cheng and Ho (2001) shows prior research on training motivation affect
performance of the training and the outcome as well.
The study also parallel with (Chiaburu & Tekleab, 2005), stress that training motivation has a positive result with
transfer, maintenance and generalization which is called distal outcome. However (Guerrero & Sire, 2001), note
that training motivation relate with training effectiveness including learning and satisfaction and (Cheng, 2000)
perceived knowledge and skill transfer. Besides that, one key determinant of training effectiveness is an
individual’s level of training motivation. As the training effectiveness derives from training motivation, it is
concluded that probability of trainees motivation are higher if they experience benefit from training program
instead of those who are not (Facteau, 1995).
2.1 Relationship between Self-efficacy and Training Motivation
Self-efficacy defined as person belief on their own capabilities to organize and execute towards the action
needed to manage prospective situations Bandura (1995). Evidence from past research has shown that
self-efficacy has a strong relation between learning and motivation (Pajares, 2002; Zumrah, 2013). Colquitt et al.
(2000), state that Self-efficacy has a direct impact with training motivation hence (Tai, 2006) state that if
trainee's have a strong determination to learn the skills and knowledge, it reflect the successful of training
program.
Employees with higher self-efficacy tend to be more productive and motivated to participate in the training
program and willing to learn new knowledge (Tai, 2006). Empirical studies have shown a positive relationship
between self-efficacy and training motivation (Colquitt, 2000). Several studies conducted by Tracey (2001) and
Judge and Bono (2001) strongly supported the relationship between self-efficacy and training motivation.
Besides that, in different study of Self-efficacy found that it has a significant relationship with training
performance (Guerrero & Sire, 2001).
There is a factor drive to training motivation. Tai (2006) in his study, the role played by immediate supervisor is
crucial to develop employee’s self-efficacy hence improve training motivation that supported with Kirkpatrick
theory. Study found, it give an impact towards trainees reaction, learning and transfer motivation.
As the empirical studied discussed, it can be concluded that in training program, trainees with high self-efficacy
more likely to be perceived learn as much as possible compared to those who are not (Noe & Wilk, 1993).
Employees with high self-efficacy possess strong believe that they will be able do the task efficiently and
effectively. Thus, this group of trainees tend to be motivated and willing to commit any activities embedded in
training program. Karl (1993), state that motivation achievement is crucial in order to build self-efficacy in
training then improve training motivation.
Besides that, training motivation will result to the encouragement of self-participation on any training provided
hence avoid absenteeism on the day of program (Maurer & Tarulli, 1994), energize the environment of training
(Ryman & Biersner, 1975), and achieve the objective of training (Baldwin & Ford, 1988). Adult learning
theories (Knowles, 1984) state that training work- related should take into consideration to avoid trainees
demoralize and less interest to learn.
H1. Self-efficacy has a positive relationship with training motivation
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3. Methodology
The research methodology employed in this study was a quantitative method. The reason of administration
questionnaire survey was to highlight the variable that influences the training motivation among employees in
KPTM Kuantan. The numbers of participant who get involved in this research were 120 of workers only in
Kuantan branch. Out of the figure, returned questionnaires with 95 sets represent 79%. All returned
questionnaires are usable for this study. Uncollected questionnaires remain 25 sets with 21%. The involvement
of staff, 27 male and 68 female were with average of 5 years working experience. They were asked to respond to
the questionnaire base on their motivation on the training provided. Random sampling method was employed
where the chances of the population being selected and included in the study. Distribution of questionnaires
started from Business and Accounting department and followed by Mathematic, Engineering, General Studies,
Corporate Unit and Industrial Relation.
Table 1. Survey Response
Questionnaires distributed
Collected questionnaires
Usable questionnaires
Uncollected questionnaires

Total
120
95
95
25

%
100
79
100
21

3.1 Measurement
To answer the research questions, questionnaire was used to collect the data that consist of four main parts. The
first part was relationship between self-efficacy and training motivation. The second part related with job
involvement towards training motivation. The third part involves organizational commitment on training
motivation. The last part was designed to gather the demographic information of respondents, composed with six
items, age, gender, race, length of service, highest education attainment and marital status
In order to measure the variables, 41 items used in the structured questionnaires that represent for each variable
respectively on five point likert scale ranging from 1 = strongly disagree and 5 = strongly agree. Administered to
eliminate the confusion caused the language barrier, questionnaires consist of dual language with English and
Bahasa (Malay language) version.
To assess self-efficacy, ten items from Scholz, Don, Sud, Schwarze (2002) were used. Items read “I will be able
to achieve most of the goals that I have set for myself”, “Compared to other people, I can do most tasks very
well”, “I believe I can succeed at almost anything to which I set my mind”, and “I will be able to successfully
overcome many challenges”.
3.2 Statistical Techniques
Questionnaires distributed in purpose to examine the relationships between self-efficacy towards training
motivation. Several tests were conducted using statistical package for social science (SPSS) version 19.0. Result
gathered from data collected from questionnaires.
Quantitative data collected in the form of a questionnaire or survey. In this study, there are three variables that
have been identified. Researcher has chosen training motivation as a dependent variable, while independent
variables include self-efficacy, organizational commitment and job involvement. Upon collecting the data from
the questionnaires, all the information has been coded to enable analysis using Statistical Package for the Social
Science (SPSS). Thereafter, a few procedures such as data validation will be carried out for accuracy.
First analysis begins with items accuracy through reliability test. It was conducted an objective to measure the
accuracy of each item in the set of questionnaires. According to (Sekaran, 2005) this test is well taken to measure
data reliability. In Cronbach’s Alpha reliability analysis, the closer Cronbach;s Alpha to 1.0, the higher the
internal consistency reliability. (Cronbach’s Alpha;Cronbach, 1946). Cronbach measure; order to determine
whether there is significant relationship between the independent variables and dependent variable, Pearson
Correlation Coefficient analysis were carried out.
Finally, independent-sample t-test was conducted to examine whether there is a statistically significance between
independent variable (self-efficacy, job involvement and organizational commitment) with training motivation.
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4. Data Analysis and Result
4.1 Descriptive Analysis
As analysis conducted, this section will present the result of Pearson Correlation and Linear Regression.
Correlation test is conducted to determine the relationship between training motivation as dependent variables
and self-efficacy as Independent Variables. Conducting this analysis, enable researcher to know how one
variable is related to another, direction and significance of the bivariate relationship of the variables used in the
study.
The relationship between employee’s self-efficacy was tested against training motivation. The result that is
exhibited in table 4.1, indicates that there is significant relationship between the two variables (r=.357, p<0.05).
The relationship is significant at the p level of 0.05. This result suggested that the higher self-efficacy among the
staff, the greater training motivation would be. As the result established, it shows that variables has significant
relationship with moderate correlation
According to the previous study, there is existence of a relationship between self-efficacy and training
motivation. Individuals with substantial self-efficacy will have more training motivation to attend a training
program and to learn more (Tai, 2006). It is indicated that there is evidence of relationship between self-efficacy
and training motivation (Colquitt, 2000). As empirical study shown the relationship has occured (Tracey, 2001)
and supported with model developed by (Judge & Bono, 2001). The other studies conducted by Tracey (2001),
self-efficacy shown to be positively associated with training motivation. The training model by Judge and Bono
(2001) indicated that self-efficacy positively influences motivation to learn.
The next analysis which involves multiple regressions was carried out for all variables. Table 4.2 evaluates the
impact of self-efficacy, job involvement and organizational commitment on training motivation among
employees at KPTM Kuantan. The Multiple Regression Analysis (MRA) treated the dimension of dependent
variables and independent variables separately. The reason behind of this process is to determine whether it has a
significant impact between independent and dependent variable. Besides that, this analysis also provide the
figure of variance and coefficient to determine how precisely self-efficacy effect training motivation. This
research explores three independent variables that consist of self-efficacy, organizational commitment and job
involvement. The result of multiple regressions is in table.
According to the table, the R-Square value identifies the portion of the variance accounted for by the
independent variable is 15.1% of the variance in the employees training motivation which is accounted for by the
self-efficacy, job involvement and organizational commitment. This figure indicates that those three factors
explain the influence of employees’ motivation by 15.1 %. The results also shows that self-efficacy are
significantly correlated to employees’ training motivation with coefficient alpha <0.05.
The beta (β) value for self-efficacy (β= .280explained the significance of the independent variables on training
motivation. Among all, self-efficacy (β= .280) is the strongest variables
Table 2. Inter correlation of the major variables
1
2
3
4
1
Self-efficacy
2
Job involvement
.393**
3
Organizational
.419**
.532**
4
Training motivation
.357**
.197
.279**
**Correlation is significant at the 0.01 level (2-tailed); *Correlation is significant at the 0.05 level (2-tailed)
Table 3. Regression results for the effects of self-efficacy, job involvement, organizational commitment on
training motivation
Variables
Self-Efficacy
Job Involvement
Organizational Commitment
Training Motivation
R square .151;
Adjusted R square .122;

B
.280
.000
.178
F 5.316
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t
2.560
.000
1.508

Sig
.012
1.000
.135
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Table 4. Result of analyses and hypotheses
Hypothesis
H1 Self-efficacy has a positive relationship with training motivation

p-value
0.012

accept or reject
accepted

5. Conclusion
The positive coefficient value between independent and dependent variable shows that self-efficacy is an
important characteristic that affect the employees’ motivation on training program. This explains that, if
employees possess high level of self-confidence, they tend to be motivated on training program. The finding was
similar to the study done by Tai (2004) stress that towards some extent, training framing will become a factor for
employees efficacy in training. In order to increase self-efficacy, Supervisor plays critical part to influence
subordinate on training given. Colquitt et al, (2000) note the important role played by supervisor for employees
self-efficacy required to be done in pre-training for instance of holding briefing session is seen improve training
motivation. Pre-training such as briefing session should be conducted as it will reflect the training session as a
whole. Quin˜ones (1995) posited that pre-training contextual factors such as framing would enhance trainees’
abilities to be trained (e.g. self-efficacy, training motivation). Some empirical studies have also shown that
pre-information brings trainees more self-efficacy and training motivation. Hicks and Klimoski (1987) state that
training motivation development will be depend on the action taken from supervisor that perceived training as
important with providing right training information at pre-training level
All the tests shown, self-efficacy give the most impact to employee’s training motivation. The finding was
parallel to the study conducted by Tai, (2006) which stressed Training motivation also derived from employee's
self-efficacy, in regard to whether one can make judgments concerning the ability to successfully learn
knowledge and skills. He also stated that individuals with substantial self-efficacy will have more training
motivation to attend a training program and to learn more. Machin and Fogarty (2003) found that pre-training
self-efficacy predicted post-training self-efficacy and trainee’s level of learning during training. This study is
aimed to highlight the role and importance of self-efficacy, organizational commitment and job involvement in
the training motivation theory. As proposed framework has been tested it indicate on how motivation reflect
training effectiveness.
Training motivation become a huge issues and research has been focus on the various facet that affect its
relationship. It is provide concrete feedback to the head of department, trainers and managers. This study found
that self-efficacy had a great influence on training motivation compare with other variable proposed in the early
discussion. In other words this finding was consistence with the previous result conducted by (Tai, 2006,
Colquitt, 2000, Tracey 2001). The limitation for this study was data are based on self-reports, common method
bias may affect the relationship among the variables which are difficult to control. The study also only focus on
one branch of KPTM located in Kuantan and question would arise for the data gather in this study.
As this study provide only a small portion of the training motivation in KPTM Kuantan. Future research should
be considered the nine branches of KPTM SDN BHD and the comparison data from cross branches will be used
to produce concrete solution on the factors to devote in. Additional numbers of facets in this study should be
added to broad the scope of study for instance work environment as peer support, supervisor support,
instrumentality and learner readiness that constituent on training motivation as highlighted by (Bhatti, Battour,
Sundram et. al. 2013). The extension of the motivation is needed as many study focus on training transfer that
involves both the generalization and the maintenance of skills acquired on the job (Chang, 2013).
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