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Abstract 

 
Training research literature highlights that the ability of supervisors to play 

proper roles in training programs may directly increase job performance. More importantly, 

extant research in this field reveals that the effect of supervisor’s role in training programs on 

job performance is indirectly affected by motivation to learn. The nature of this relationship is 

less emphasized in training management literature. Therefore, this study was conducted to 

measure the effect of supervisor’s role in training programs and motivation to learn on job 

performance using 100 usable questionnaires gathered from technical employees who have 

worked in one city based local authority in Sarawak, Malaysia (MSCLAS). Outcomes of step-

wise regression analysis showed that relationship between motivation to learn and supervisor 

role characteristics (i.e., support and communication) positively and significantly correlated 

with job performance. This result confirms that motivation to learn does act as a full mediat-

ing role in the training model of the studied organization. Implications of this study to training 

management theory and practice, methodological and conceptual limitations, as well as future 

directions are discussed. 
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INTRODUCTION 

Supervisors are the first level of 

management given major duties and respon-

sibilities to lead work groups in organiza-

tions (Elangovan & Karakowsky, 1999; 

Goldstein & ford, 2002; Noe 2005). As an 

experienced leader, problem solver and role 

model at the group level, supervisors often 

work together with their employers to de-

sign, implement and monitor the organiza-

tional policies, procedures and plans, includ-

ing training programs (Comstock, 1994; 

Ellinger et al., 2005; Robbins & DeCenzo, 

2004). The training program is a strategic 

mailto:l-dooley@tamu.edu


SINERGI Vol. 10 No. 2, JUNI 2008:  141 – 156   
 

142 

function of human capital management, 

where it focuses on developing employee 

competencies to overcome daily problems. 

This may lead to supporting the develop-

ment and growth of an organization in the 

future (DeSimone, Warner & Harris, 2002; 

MacNeil, 2004). In the traditional manage-

ment perspective, supervisors are given the 

important responsibility by an employer to 

identify daily, routine and short-term em-

ployee deficiencies, as well as report such 

deficiencies to top management.  Top man-

agement will then identify the training re-

quirements to overcome such employee de-

ficiencies (Pfeffer, 1998; Rodrígues & 

Gregory, 2005).  

In an era of global competition, 

many organizations have shifted their para-

digms from traditional job based training to 

organizational business strategies and cul-

tures (ismail et al., 2007; Ellinger et al., 

2005; MacNeil, 2004). Under this approach, 

supervisors are empowered by an employer 

to effectively design and administer training 

programs to develop useful competencies 

for future organizational development. In the 

design of training programs, supervisors 

often work together with the management 

team and employees in establishing objec-

tives, selecting suitable trainers, developing 

lesson plans, selecting program methods and 

techniques, preparing materials, scheduling 

the program, as well as conducting training 

needs analyses (Goldstein & Ford, 2002; 

Golemen, 2000; Nijman, 2004).  In the ad-

ministration of training programs, supervi-

sors usually refer to the management team 

and experienced employees to ensure that 

the implementation of training activities will 

achieve the objectives (DeSimone et al., 

2002; Elangovan & Karakowsky, 1999; 

Yamnill & McLean, 2001). For example, the 

role of supervisors in administering training 

programs does not only provide financial 

and physical facility supports, but they also 

have the capabilities to establish realistic 

learning expectations, encourage positive 

reinforcements, create a positive impetus for 

the training program, make employees feel 

comfortable to attend training, and improve 

and develop employees’ competencies 

(Brinkerhoff & Montesino, 1995; Golemen, 

2000). 

Supervisor role is a critical 

organizational context that may support or 

resist empoyees to enter and participate in 

training programs (Blanchard & Thackers, 

2007; Noe, 1986, 2005). Many scholars 

identify that support and communication are 

two salient supervisor role characteristics 

that affect effectiveness of training programs 

(Ismail et al., 2007; Chiaburu & Tekleab, 

2005; Facteau et al., 1995). Supervisor sup-

port is often related to a supervisor who pro-

vides encouragement and opportunities to 

employees to improve their performance in 

organizations (MacNeil, 2004; Noe, 2005). 

In a training context, supervisors often en-

courages trainees to attend training pro-

grams, helps employees before, during and 

after training programs in terms of time, 

budgetary support and resources, involves 

employees in decision-making, and guides 

trainees in applying competencies that they 

learned in the workplace (Elangovan & Ka-

rakowsky, 1999; Nijman, 2004; Tai, 2006). 

While,  supervisor communication is often 

viewed as the activity or process of express-

ing ideas or feelings while giving people 

information, as well as exchanging ideas and 

information between a person or a group 

through symbols, actions, written or spoken 

words in order to impart information and 

ideas effectively (Harris et al., 2000; 

Lumsden & Lumsden, 1993). In a training 

program, supervisors openly delivering in-

formation about the procedures, content, 

tasks and objectives of the training program, 

conducting discussion about tasks that 

should be learned, giving detailed explana-

tions about the benefits of attending training 

programs and providing performance feed-
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back (Harris et. al., 2000; Sisson, 2001). 

Extant research in this area highlights that 

the ability of supervisors to provide suffi-

cient support and use good communication 

styles in training programs may lead to 

higher job performance (Baldwin & Magju-

ka, 1991; McGraw, 1993). Job performance 

is generally seen as individual employees 

accomplishing their respective work goals, 

meeting their expectations, achieving job 

targets and/or accomplishing a benchmark 

set by their organizations (Bohlander et al., 

2001; Eysenck, 1998; Maathis & Jackson, 

2000). 

Interestingly, a careful investiga-

tion of such relationships reveals that effect 

of supervisor’s role in training programs on 

job performance is indirectly influenced by 

motivation to learn (Cohen & Leventhal, 

1990; Farr & Middlebrooks, 1990; Tracey et 

al., 2001). Several scholars, such as 

Blanchard and Thacker (2007), Knowles, 

(1984, 1989), and Noe (1986) state that mo-

tivation to learn consists of two major com-

ponents: motivation and learn. Motivation is 

often defined as direction, persistence and 

amount of effort that may be expanded by an 

individual to achieve his/her particular ob-

jective. Learn is usually viewed from human 

cognitive and behavior perspectives. For 

example, cognitive theorists define learn as 

a relatively permanent change in cognition 

occurring as a result of experience. While, 

behavior theorists define learn as “a relative-

ly permanent change in behavior in response 

to a particular stimulus or set of stimuli” 

(Noe, 1986: 736-170). Relying on cognitive 

and behavior perspectives, motivation to 

learn may be defined as intensity, persis-

tence and direction of learning new 

knowledge, skills and attitudes affected by 

an individual who has clear goals, put high 

value of outcomes, high self-efficacy and 

satisfied with supervisors’ treatments (Ad-

ams, 1963, 1965; Locke & Latham, 1990; 

Vroom, 1964, 1973; Wood & Bandura, 

1989). If an individual has high enough of 

motivation to learn, this will increase his/her 

ability to overcome discouraging learning 

factors. Consequently, it may motivate an 

individual to follow, involve and commit to 

learning activities in order to improve work 

attitudes and behaviors, especially job per-

formance (Axtell et al., 1997; Guerrero & 

Sire, 2001; Nijman, 2004).  

Within a training program perspec-

tive, the ability of supervisors to provide 

sufficient supports (e.g. encouragement and 

guidance) and use communication openness 

in training management (e.g. feedback and 

discussion) will invoke their employees’ 

motivation to learn, which in turn lead to 

higher job performance (Blanchard & 

Thacker, 2007; Martocchio & Webster, 

1992; Tsai & Tai, 2003). Although the na-

ture of this relationship is interesting, little is 

known about the mediating role of motiva-

tion to learn in training management litera-

ture (Chiaburu & Takleab, 2005; Tai, 2006; 

Tracey et al., 2001). Hence, it motivates the 

researchers to measure the effect of supervi-

sor role in training programs and motivation 

to learn on job performance that occurs in 

one city-based local authority in Sarawak, 

Malaysia (MSCLAS). For confidential rea-

sons, the name of actual organization is kept 

anonymous. 

 

LITERATURE REVIEW  

Context of the Study 

Many researchers argue that socio-

cultural differentiations are among the im-

portant factors that affect training program 

management in organizations (Desimone et 

al., 2002; Goldstein & Ford, 2002). For ex-

ample, one dimension of culture that can 

have implications for attitudes to training 

programs is the concept of collectivism and 

individualism.  Collectivism is perceived as 

the norm and standard that practices large 

power distance (e.g., more hierarchical 

structure and centralized decision making) 
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and emphasizes more on group interests, co-

operation, loyalty and harmony. Individual-

ism is a term used to describe the value and 

standard that practice low power distance 

(e.g., less hierarchy and decentralized deci-

sion making) and focus more on individual 

achievement (Hofstede, 1991; Redding & 

Wong, 1993). The literature suggests that 

Malaysians tends to reflect collectivism cul-

ture. The influence of collectivism culture in 

Malaysian public sector can be traced in the 

website of the Public Service Department 

(PSD). For example, the government of Ma-

laysia has established a National Institute of 

Public Administration (INTAN) as a human 

capital development center to design and 

implement the various types of training pro-

grams for government departments in this 

country, as well as conduct certain interna-

tional courses. Participants that attend the 

training programs are from the top, middle 

and low management levels who work in the 

federal government agencies, state govern-

ment agencies and local authorities. The 

primary objective of a training program is to 

prepare public administration to support the 

changes of national development, vision, 

mission and goals (Mat, 1988; Siew Nooi, 

1988; INTAN, 2007). In order to improve 

the customer’s needs at the grass roots level, 

INTAN first established a Center for Urban 

and Environmental Management in Septem-

ber 2000. This center was restructured to 

become the Local Government and District 

Management in January 2004. Its main func-

tion is to improve the capacity and capabil-

ity of local authorities in providing services 

and managing resources, formulate positive 

changes in developing and managing local 

government and to meet the customer’s 

needs (INTAN, 2007). 

The nature of Malaysian public 

sector has affected the administration of 

training programs in Malaysian local gov-

ernment. It consists of three types of local 

authorities: city hall, municipality council 

and district council. These authorities are 

responsible to the Ministry of Local Gov-

ernment and Housing. These authorities rely 

very much on traditional incomes from the 

taxes besides federal government funding to 

sponsor rural and urban development pro-

jects (Jabatan Kerajaan Tempatan Malaysia, 

2007). Due to many commitments, these 

authorities do not have sufficient budget for 

training programs. This situation encourages 

management to send their staff (e.g., super-

visor) to management and skills based train-

ing programs offered by professional train-

ing providers and/or INTAN. Upon return-

ing from such training programs, they are 

required to conduct formal and/or informal 

training (e.g., coaching and mentoring) for 

their own staff. This approach is often prac-

ticed to create a positive learning culture and 

to enhance competencies among staff. Spe-

cifically, in MSCLAS, all technical employ-

ees are entitled to attend training programs 

sponsored by the organization. In managing 

training programs, supervisors have provid-

ed technical supports (e.g., budgetary, mate-

rials, facilities) and non-technical supports 

(e.g., encouragement, and practicing good 

interaction) to motivate technical employ-

ees’ learning and applying new competen-

cies in the workplace. A thorough investiga-

tion of the in-depth interview results showed 

that the motivation to learn has indirectly 

influenced the effect of the supervisor’s role 

on job performance in the organization. For 

example, the ability of supervisors to pro-

vide material and moral supports as well as 

to practice good interpersonal communica-

tion (e.g., provide constructive feedback and 

open discussion) have increased employees’ 

motivation to learn, which in turn, lead to 

increased job performance in the workplace. 

However the nature of such relationships is 

interesting, little is known about the mediat-

ing role of motivation to learn because of the 

paucity of training research literature in this 

country (Ismail et al., 2007). 
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Relationship between Supervisor’s Role, 

Motivation to Learn and Job Perfor-

mance 

The influence of motivation to 

learn in the training programs of the studied 

organization is consistent with training pro-

gram literature mostly published in Western 

countries. For example, Axtell et al. (1997) 

used a direct effects model to examine the 

training transfer based on a sample of 45 

trainees in UK organizations. They found 

that motivation to learn acquired knowledge 

and skills had increased longer performance 

in the workplace. Further investigation of 

studies about supervisor’s role in several US 

organizations show that supervisors suffi-

ciently provide supports (i.e., material and 

moral) to employees before, during and after 

attending training program (Chiaburu & 

Tekleab, 2005; Gupta & Govindarajan, 

2000),  and supervisors properly practice 

good communication styles (i.e., construc-

tive feedback and communication openness) 

while explaining the purposes, significance, 

and valued outcomes before, during and 

after attending training programs (Brown et 

al., 2001; Brinkerhoff et al., 1995)  had been 

important determinants of employees’ moti-

vation to learn up to date knowledge, new 

skills and good moral values.  As a result, it 

could lead to greater job performance in the 

organizations (Brown et al., 2001; Brinker-

hoff et al., 1995; Chiaburu & Tekleab, 2005; 

Gupta & Govindarajan, 2000). Specifically, 

Tai (2006) conducted a study about training 

programs based on a sample of 126 employ-

ees in Northern Taiwan. This study found 

that the willingness of supervisors to provide 

well-design training frames and better ex-

planations about the training plans had in-

voked employees’ motivation to learn up to 

date knowledge, new skills and positive atti-

tudes in the training programs. As a result, it 

could lead to increased training effective-

ness, such as job performance.   

These studies are consistent with 

the notion of motivation to learn theories. 

For example, Locke and Latham’s (1990) 

goal setting postulates that goals direct indi-

viduals to perform a task.  Application of 

this theory in training management shows 

that the ability of a supervisor to design 

training objectives that meet employees’ 

needs and provide clear explanations about 

the procedures of attaining the goals will 

strongly increase employees’ motivation to 

learn. As a result, it may lead to increased 

job performance (Goldstein & Ford, 2002; 

Mathieau et al., 1992). Wood and Bandura’s 

(1989) social learning theory reveals that 

self-efficacy reinforces individuals’ perfor-

mance. Application of this theory in training 

programs shows that the ability of a supervi-

sor to encourage employees learning a prop-

er technique and providing clear explana-

tions about the procedures of attaining the 

goals will strongly increase employees’ mo-

tivation to learn. As a result, it may lead to 

increased job performance (Brown et al., 

2001; Goldstein & Ford, 2002).  

Adams’ (1963 & 1965) equity the-

ory states that unfair or fair treatment has a 

significant impact on individual attitudes 

and behaviors. Application of this theory in 

training management shows that employees 

who receive sufficient supports from their 

supervisors while applying and attending 

training programs will perceive equity. If 

individuals feel that they are fairly treated 

by their supervisors, this will invoke motiva-

tion to learn, which in turn, lead to an in-

creased job performance (Chiaburu & Ta-

kleab, 2005; Mathieu et al., 1992). Vrooms’ 

(1964 & 1973) expectancy theory highlights 

that an individual will perform certain ac-

tions if he/she perceives such actions may 

bring valued outcomes. Application of this 

theory in training management shows that 

the ability of a supervisor to openly and 

honestly communicate the value of attending 

training programs and its importance of 
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learning new competencies will strongly 

increase employees’ motivation to learn. As 

a result, it may lead to increased job perfor-

mance (Cohen & Leventhal, 1990; Farr & 

Middlebrooks, 1990). 

The literature has been used as 

foundation to develop a conceptual frame-

work for this study as shown in Figure 1. 

Based on the framework, it seems reasona-

ble to assume that the ability of a supervisor 

to play proper roles in training programs 

will affect MSCLAS employees’ motivation 

to learn and that may increase their perfor-

mance as this motivation does affect West-

ern employees. Therefore, it can be hypothe-

sized that: 

 

H1:  Motivation to learn positively mediates 

the effect of supervisor support on job 

performance 

H2:   Motivation to learn positively mediates 

the effect of supervisor communication 

on job Performance 

 

 
 

Figure 1: Motivation to Learn Mediates the Relationship between Supervisor’s Role in 

Training Programs and Job Performance 

 

 

Supervisor’s Role in Training 
Programs: 

 Support  

 Communication 

Job Performance Motivation to Learn 

Independent Variable Mediating Variable Dependent Variable 
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RESEARCH METHODOLOGY 

This study used a cross-sectional 

research design that allowed the researchers 

to integrate training management literature, 

the in-depth interview, the pilot study and 

the actual survey as a main procedure to 

gather data. The use of such methods may 

gather accurate and less biased data (Cress-

well, 1998; Sekaran, 2000). At the initial 

stage of this study, in-depth interviews were 

conducted involving six experienced em-

ployees, namely an experienced technician, 

an assistant Human Resource Manager, a 

Head of the Training Unit, a supervisor and 

two senior officers of the Technical Depart-

ment. They are selected based on purposive 

sampling where the employees have good 

knowledge and experiences in the design 

and administration of training programs. 

Information gathered from such employees 

helped the researchers to understand the 

nature of supervisor’s role, employee moti-

vations and employee performances prac-

ticed in the studied organization. After refin-

ing, categorizing and comparing the infor-

mation with relevant theoretical and empiri-

cal evidence, this was used as a guideline to 

develop the content of the survey question-

naires for a pilot study. Next, a pilot study 

was initiated by discussing the survey ques-

tionnaires with the above participants in 

order to verify the content and format of 

survey questionnaires for the actual study. 

The back translation technique was used to 

translate the survey questionnaires in Malay 

and English; this may increase the validity 

and reliability of the instrument (Van 

Maanen, 1983; Wright, 1996).   

The survey questionnaire consisted 

of 4 sections. Firstly, supervisor support was 

measured using 4 items and it was modified 

from training research literature (Chiaburu 

& Takleab, 2005; Tai, 2006; Tsai & Tai, 

2003). Secondly, supervisor communication 

was measured using 4 items that were modi-

fied from transfer of training literature (Fox-

on, 1993; Xiao, 1996; Yamnill & McLean, 

2001). Thirdly, motivation to learn was 

measured using 5 items and it was modified 

from the training program literature (Foxon, 

1993; Noe, 2005; Rodríguez & Gregory, 

2005; Tsai & Tai, 2003). Finally, job per-

formance was measured using 5 items that 

were modified from job performance litera-

ture (Hvang et al., 2004; Lawler & Hall, 

1970). All items used in the questionnaires 

were measured using a 7-item scale ranging 

from “strongly disagree” (1) to “strongly 

agree” (7). Demographic variables were 

used as a controlling variable because this 

study also focused on employees’ attitudes.  

The targeted population of this 

study was 195 technical employees of the 

MSCLAS. A convenience sampling tech-

nique was used to distribute 150 question-

naires to technical employees through con-

tact persons (e.g., secretary of department 

heads, assistant HR managers, supervisors 

and/or HR managers). Of the number, 100 

usable questionnaires were returned to the 

researchers, yielding a response rate of 67 

percent. The survey questionnaires were 

answered by participants based on their con-

sents and voluntary basis. The Statistical 

Package for Social Science (SPSS) version 

16.0 was used to analyse the psychometric 

properties of questionnaire data and thus 

testing the research hypothesis.   

 

RESEARCH FINDINGS 

Table 1 shows the participant char-

acteristics in MSCLAS. The majority re-

spondent characteristics were male (92 per-

cent), age between 30 to 39 years old (47 

percent), technicians who held Malaysian 

Certificate of Education (45 percent), tech-

nicians who worked less than 5 years (33 

percent) and group leader and supervisor 

positions (39 percent).  

Table 1: Respondent Characteristics (N=100) 
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Gender (%) Age (%) Education (%) 
Length of Service 

(%) 
Position (%) 

Male = 92 
Female =  8 

20-29 = 27 
30-39 = 47 
40-49 = 22 
>49 =  4 

Degree  =  9 
Diploma/STPM = 20 
MCE/SPM = 45 
LCE /SRP/PMR = 12 
Others = 14 

1-5 years = 33 
6-10 years = 20 
11-15 years  = 20  
16-20 years  = 25 
> 20 years     =  2 

Engineer/Planner =   7 
Group Leader/Supervisor = 39 
Technician                        = 21 
Landscape /maintenance =  3 
Architect  =  7 
Others = 23 

Note:  

SRP/LCE/PMR : Sijil Rendah Pelajaran/Lower Certificate of Education/Penilaian Menengah 

Rendah 

SPM/MCE : Sijil Pelajaran Malaysia/ Malaysia Certificate of Education 

STPM : Sijil Tinggi Pelajaran Malaysia 

   

Table 2 and Table 3 show the re-

sults of psychometric assessment for meas-

urement scales. The original survey ques-

tionnaires consisted of 18 items, which re-

lated to four variables: support (4 items), 

communication (4 items), motivation to 

learn (5 items) and job performance (5 

items). The factor analysis with direct obli-

min rotation was first done for all variables.  

Further, the Kaiser-Mayer-Olkin Test 

(KMO) which is a measure of sampling ad-

equacy was conducted for each variable and 

the results indicated that it was acceptable.  

Specifically, these statistical results showed 

that (1) all research variables exceeded the 

acceptable standard of Kaiser-Meyer-

Olkin’s value of 0.6, (2) all research varia-

bles were significant in Bartlett’s test of 

sphericity, (3) all research variables had 

eigenvalues larger than 1, and (4) the items 

for each research variable exceeded factor 

loadings of 0.50 (Hair et al., 1998). Besides 

that, all research variables exceeded the ac-

ceptable standard of reliability analysis of 

0.70 (Nunally & Bernstein, 1994). These 

statistical analyses confirm that the meas-

urement scales met the acceptable standard 

of validity and reliability analyses as shown 

in Table 2 and Table 3.  
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Table 2: Item Validity 

 Variable Item 
Component 

1 2 3 4 

Support Care about my needs to have knowledge and skills   .92   
 Motivate me due to my good performance after attending 

training                                                                                        
 .86 

  

 Always give constructive criticism                                                                                      .88   
 Assist  me to apply the knowledge and skills learned from 

the training                                                                                       
 .83 

  

Communication Clearly explains the objective of attending training pro-
gram                                                                                        

   .83 

 Give information regarding the training program (Example: 
changes on date and venue)                                                                                       

   .63 

 Praise me when I do my job well     .62 
 Listens to my opinion regarding the needs of training 

program 
   .57 

Motivation to Learn Interest to learn new knowledge and skills  in training                                             .84  
 Interest to attend training programs that is related to area 

of work.                                                                                       
  .86  

 Give full attention regarding the content of the training 
program.                                                                                            

  .83  

 Prepare to give full concentration during training                                                                                    .84  
 Prepare to accept any task given by the manager or su-

pervisor 
  .85 

 
 

Job Performance Give full attention while performing my job       .90    
 Never give up even though the task is very difficult to be 

done                                                                    
.86    

 Take my job as a challenge                                                                                     .90    
 Willing to put in a sense of effort beyond that normally 

expected when performing job 
.85    

 Feel a great sense of personal 
satisfaction when I do  my job well 

.87    

 
Table 3: The Result of Validity and Reliability Analyses 

Measure Items 
Factor 

Loadings 
KMO 

Bartlett’s Test of 
Sphericity 

Eigenval-
ue 

Variance 
Explained 

Cronbach 
Alpha 

Support 4 0.83 to 0.92 0.84 309.56, p=.000 3.29 82.17 0.93 
Communication 4 0.57 to 0.83 0.66 214.74, p=.000 2.82 70.54 0.86 
Motivation to 
learn 

5 0.83 to 0.87 0.88 416.44, p=.000 3.97 79.39 0.93 

Job Perfor-
mance 

5 0.85 to 0.90 0.87 432.33, p=.000 4.02 80.37 0.94 

 

Table 4: Pearson Correlation Analysis and Descriptive Statistics 

Variable Mean 
Standard 
Deviation 

Pearson Correlation Analysis 

1 2 3 4 

Support 5.6 0.9 (1)    
Communication 5.5 0.8 .73** (1)   

Motivation to Learn 6.1 0.7 .25* .43** (1)  

Job Performance 6.2 0.7 .09 .35** .66** (1) 

Note: Significance at *0.05; ** 0.01  Reliability Estimation was shown in a diagonal (1) 
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Table 4 showed the results of Pear-

son correlation analysis and descriptive sta-

tistics. The mean values for the variables are 

from 5.5 to 6.2, signifying that the levels of 

supervisor’s support, supervisor communi-

cation, motivation to learn and job perfor-

mance ranging from high (4) to highest level 

(7). Supervisor support positively and insig-

nificantly correlated with job performance 

(r=0.09, p>0.01) and supervisor communica-

tion positively and significantly correlated 

with job performance (r=0.35, p<0.01), indi-

cating that supervisor communication is an 

important antecedent of job performance. 

The correlation coefficients for the relation-

ship between the independent variable (su-

pervisor communication) and the mediating 

variable (motivation to learn) and the de-

pendent variable (job performance) were 

less than 0.90, indicating that the data were 

not affected by serious co linearity problem 

(Hair, et al., 1998).  

Stepwise regression analysis was 

undertaken to test the mediating hypothesis 

because it can assess the magnitude of each 

independent variable, and vary the mediat-

ing variable in the relationship between 

many independent variables and one de-

pendent variable (Baron & Kenny, 1986; 

Foster et al., 1998). According to Baron and 

Kenny (1986), the mediating variable can be 

considered when it meets three conditions: 

first, the predictor variables are significantly 

correlated with the hypothesized mediator. 

Second, the predictor and mediator variables 

are all significantly correlated with the de-

pendent variable. Third, a previously signif-

icant effect of predictor variables is reduced 

to non-significance or reduced in terms of 

effect size after the inclusion of mediator 

variables into the analysis (Wong et al., 

1995). In this regression analysis, standard-

ized coefficients (standardized beta) were 

used for all analyses (Jaccard et al., 1990). 

The results of testing research hypotheses 

using a stepwise regression analysis were 

shown in Table 4. 

Table 5 shows the results of testing 

research hypothesis in Step 3. The relation-

ship between supervisor role characteristics 

(i.e., support and communication) and moti-

vation to learn positively and significantly 

correlated with job performance (ß=.62, 

p<0.000), therefore H1 and H2 were fully 

supported. This relationship explains that 

before the inclusion of motivation to learn in 

Step 2, supervisor support and supervisor 

communication were significantly correlated 

with job performance (ß=.58, p<0.000; ß=-

.32, p<0.05, respectively). In terms of ex-

planatory power, the exclusion of motivation 

to learn in this Step 2 had explained 21 per-

cent of the variance in dependent variable. 

As shown in step 3, (after the inclusion of 

motivation to learn into this step), the previ-

ous significant relationship between supervi-

sor’s role (i.e., support and communication) 

did not change to non-significant (ß=-.24, 

p<0.05; ß=.25, p<0.05, respectively), but the 

strength of such relationships were de-

creased. In terms of explanatory power, the 

inclusion of motivation to learn in Step 3 

had explained 50 percent of the variance in 

dependent variable. This result demonstrates 

that motivation to learn does act as a full 

mediating variable in the training manage-

ment model of the organizational sample. 
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Table 5: Result for Stepwise Regression Analysis 

Variable 

Dependent Variable 
(Job Performance) 

Step 1 Step 2 Step 3 

Controlled Variable 
Gender 
Age 
Education 
Length of Service 
Type of Training  
Type of Learning 
Position 

 
.08 
-.01 
-.09 
.06 
.09 
-.11 
-.01 

 
.08 

-.004 
-.10 
.02 
.12 
-.10 
-.01 

 
.04 

-.001 
-.09 
.04 

-.001 
-.14 
.04 

Independent Variable 
Supervisor Support 
Supervisor Communication 

  
-.32* 
.58*** 

 
-.24* 
.25* 

Mediating Variable 
Motivation to Learn 

   
.62*** 

R Square 
Adjusted R Square 
R Square Change 
F 
F ∆ R Square  

.04 

.03 

.04 

.57 

.57 

.21 

.13 

.17 
2.62** 
9.42*** 

.50 

.44 

.29 
8.73*** 
50.67*** 

Note: Significance at *p<0.05; **p<0.01; ***p<0.001 

 

DISCUSSION AND IMPLICATIONS 

The findings of this study confirm 

that motivation to learn does act as a full 

mediating variable in the relationship be-

tween supervisor’s role and job performance 

in the organizational sample. In the context 

of MSCLAS, supervisors have provided 

adequate supports (e.g., encourage employ-

ees to attend training programs and apply 

newly knowledge and skills that they gain 

from training programs) and used good 

communication practices (e.g., provide 

feedback, encourage discussion and openly 

deliver information on training) when deal-

ing with training programs. The majority of 

the employees perceive that such supervi-

sors’ role had increased their motivation to 

learn. When employees’ motivation to learn 

have increased this may lead to higher job 

performance in the organization.  

This study provides significant im-

pacts on three major aspects: theoretical 

contribution, robustness of research meth-

odology, and contribution to the Human 

Resource Practitioners. In terms of theoreti-

cal contribution, this study revealed two 

important outcomes. Firstly, motivation to 

learn does act as a mediating variable in the 

relationship between supervisor support and 

job performance. This finding is consistent 

with the studies by Chiaburu and Takleab 

(2005), and Gupta and Govindarajan (2000). 

Secondly, motivation to learn does act as a 

mediating variable in the relationship be-

tween supervisor communication and job 

performance. This result is consistent with 

the studies by Brown et al. (2001), and 

Brinkerhoff et al (1995). In sum, the find-

ings of this study have supported and broad-

ened training research literature published in 

most Western countries. Thus, the notion of 

motivation to learn has been successfully 

applied within the training management 

models of the studied organization. With 
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respect to the robustness of research meth-

odology, the data gathered using training 

management literature, the in-depth inter-

views, pilot study and survey questionnaires 

have exceeded an acceptable standard of 

validity and reliability analysis, thus leading 

to the production of accurate findings.  

Regarding practical contributions, 

the findings of this study can be used as a 

guideline by HR managers to upgrade the 

efficiency and effectiveness of training pro-

grams in organizations. This objective may 

be achieved if they consider these sugges-

tions:  firstly, sharpen the capabilities of 

supervisors through updated training con-

tents and methods. For example, the content 

of training programs for HR managers 

should emphasize knowledge and skills in 

training needs analysis, as well as under-

standing individuals from cognitive, emo-

tion and psychomotor approaches. Hence, 

sufficient time for practical trainings well 

guided by professional trainers should be 

allocated to enable HR managers to learn the 

proper interpersonal communication, man-

aging change, conflict and problem solving 

techniques. This training approach will be 

effective if it is organized consistently using 

modular methods. Secondly, allow supervi-

sors to be involve in higher level training 

committees so that they may clarify the 

needs and expectations of employees at the 

grass root level; this may help to establish 

appropriate training modules that can sup-

port organizational and human resource 

management’s strategies and goals. Thirdly, 

change human resource policies from hiring 

employees based on conforming to organi-

zation policies and procedures to hiring em-

ployees based on creative and innovation. 

For example, employees who have higher 

levels of creativity and innovation are able 

to use their knowledge, experiences and 

competencies to train operational employees 

in terms of attitudes and working styles, as 

well as to handle employees’ demands with 

good treatments (e.g., show respect, honest 

and accountable). Finally, review compensa-

tion and benefits system for supervisors to 

base it on the current organizational strategy 

and goals. For example, internal organiza-

tional changes will increase duties and re-

sponsibilities of supervisors, this may affect 

health, safety and stress at the workplace. 

These problems may be decreased if the 

type, level and/or amount of rewards (e.g., 

pay rate and pay rise) are increased accord-

ing to supervisors’ workloads and perfor-

mance. If organizations heavily consider 

these suggestions, this may increase supervi-

sors’ motivation to support organizational 

and departmental training’s strategies and 

goals.  

 

CONCLUSION 

The findings of this study confirm 

that motivation to learn acts as a full mediat-

ing variable in the relationship between a 

supervisor’s role and job performance. This 

result has supported and extended training 

research literature published in Western 

countries. Therefore, current research and 

practice within training management models 

needs to consider motivation to learn as a 

crucial aspect of the organizational training 

system where increasing individuals’ moti-

vation to learn may strongly induce subse-

quent positive personal outcomes (e.g., satis-

faction, commitment, trust, good working 

ethics and performance). Hence, these posi-

tive outcomes may direct employees to sus-

tain and achieve organisational competitive-

ness in a global economy.  
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