
Zainol et al. / Zulfaqar J. Def. Mgt. Soc. Sci. Hum.  

8 

 

Zulfaqar J. Def. Mgt. Soc. Sci. Hum. Vol. 5 Issue 1 (2022) 8-13 

 
 

 

 

  

ZULFAQAR Journal of 
Defence Management, Social Science & Humanities 

 
Journal homepage: https://zulfaqarjdmssh.upnm.edu.my/index.php/zjdmssh/about 

 

 

ASSESSING THE MEDIATING EFFECT OF TRAINING MOTIVATION BETWEEN TRAINING 
DESIGN AND JOB PERFORMANCE  
 
Noor Azmi Mohd Zainola,*, Norlaila Mazura Hj. Mohaiyadinb, Azman Ismailc, Jessica Ong Hai Liawd 

 
a,b,dNational Defence University of Malaysia, Kem Sungai Besi, 57000, Kuala Lumpur 
c Universiti Kebangsaan Malaysia, 43600 Bangi, Selangor 

 
*Corresponding author: noorazmi@upnm.edu.my 

 
 

ARTICLE INFO 

 

  

ABSTRACT 

 
Article history: 

Received 

18-06-2020 

Received in revised 

02-03-2022 

Accepted 

01-04-2022 

Available online 

30-06-2022 

 Reviews on the training management literature have emphasised that the training design 
consists of three essential elements: (1) training content; (2) instructors’ roles; and (3) 
superiors’ support, which may lead to a high impact on job performance of employees. 
However, a thorough investigation showed that the relationship between those elements was 
mediated by training motivation. Therefore, this study aims to confirm the effect of training 
motivation in military organisations. The measurement was using 412 samples in the 
Malaysian Army Infantry Corps. Testing the hypotheses using SmartPLS version 3.2.5 revealed 
these exciting findings: training motivation does act as an important mediating variable 
between course content, instructors’ roles and superior support in the relationship with job 
performance in organisational samples. Further, the discussion, implications and conclusion 
are elaborated.  
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Introduction 
 
The training programme is a vital tool to support employees to bridge the gap between their current 
performance and their desired level of performance. The challenge for the organisations is to design the 
appropriate training that gives employees the knowledge, skills, and attitudes that affect their desired 
outcomes. Several research has been done to investigate these issues. Scholars suggest three prominent 
elements of the organisation's training programme: training content, instructor’s role, and superior’s 
support (Beier & Kanfer, 2010; Goldstein & Ford, 2002; Holladay et al., 2003; Noe, 2013). Extant research 
in this field highlights that the ability of management blended these elements may induce positive 
attitudinal and behavioural outcomes, especially job performance (Azman et al., 2011; Azman, 2012; 
Hatfield et al., 2011). Scholars in the training field like Brum (2007) and Robbins and Judge (2008) 
observed job performance as the individuals have high motivation to transfer knowledge, skills, abilities, 
and positive attitudes gained from training programmes to perform their job accordingly. A thorough 
review shows that training motivation influenced this relationship between the training programme and 
job performance (Azman et al. 2011; Mullen et al. 2006; Patrick et al. 2009). Training motivation is a 
willingness to follow, involve, and commit to learning activities during training to achieve specific goals 
(Blanchard & Thacker, 2007; Knowles, 1989; Klien et al., 2006; Noe, 2013). Most scholars are more focused 
on the conceptual debates about training programme features and the direct relationship between training 
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design elements but less on measuring the effect size of training motivation in organisations. To scrutinise 
this topic, researchers have conducted a study on a military establishment in Malaysia. The focus of this 
study is to measure the mediating effect of training motivation in the relationship between the training 
programmes and job performance. Hopefully, this study will support good providence to practitioners to 
make suitable strategies for improving the effectiveness of training programmes in organisations.   
 
Literature Review 

The relationship between training elements, training motivation and job performance is consistent with 
the motivation theory notion. Expectancy Theory (Vrooms’, 1964 &1973) posits that individuals will act if 
they understand the value of outcomes. Besides that, Social Learning Theory (Wood & Bandura, 1989) 
states that the learning process may increase individuals' belief in their abilities to perform tasks. 
Application of these theories in various training models suggests the need to appropriately design explicit 
and relevant training content to improve further instructors’ ability to teach and guide trainees to learn 
necessary knowledge, new skills, and positive attitudes. As a result, this may lead to the positive 
achievement of the organisation’s goals (Azman et al., 2011; Mullen et al., 2006; Patrick et al., 2009). 

 Several recent studies investigated training design using different samples and confirmed the impact of 
training motivation on job performance in the training programmes. Studies abroad by Mullen et al. (2006) 
on 194 army personnel in the United States; Paul et al. (2009) on 883 samples representing the officer 
cadets in the US Military Academy; Patrick et al. (2009) on 1,149 military trainees in the United Kingdom; 
and Hatfield et al. (2011) on 21,000 leaders at various levels in the United States Army. In Malaysia, there 
are few studies by Azman (2012) on 250 samples consisting of members of the parachute troopers of the 
Malaysian Army; and Azman et al. (2016) in their study of 163 pieces of various levels of leaders in the 
Malaysian Army; and Noor Azmi et al. (2018) on 329 models from Royal Malay Regiment of Malaysian 
Army. Findings of these studies demonstrated the ability of the organisation to plan the training content 
correctly, the talented instructors to teach and guide trainees and the willingness of superiors to provide 
adequate support, which has powerfully invoked the trainees’ training motivation in learning necessary 
knowledge, up-to-date skills, new abilities and positive attitudes. Consequently, it could also lead to 
increased employee job performance in organisations (Azman, 2012; Azman et al., 2016; Hatfield et al., 
2011; Mullen et al., 2006; Noor Azmi et al., 2018; Patrick et al., 2009; Paul et al. 2009). This literature has 
been used to develop a theoretical framework, as shown in Fig. 1.  

 

 

 

 

 

 

Fig. 1: Theoretical Framework 

Based on the framework, it was hypothesised that:  
 

H1: Relationship between training content and training motivation positively impact job performance.  
H2: Relationship between the instructor’s role and training motivation positively impact job 
performance.  
H3: Relationship between superior’s support and training motivation positively impact the job 
performance. 
 

 
Methodology 

A cross-sectional method was employed to allow the researchers to integrate the training literature, the 
pilot study, and the actual survey as the primary procedure to gather data for this study. The main 
advantage of using such methods is that they may decrease the inadequacy of a single process and increase 
the ability to collect accurate, less biased, and better-quality data (Creswell, 2012; Sekaran & Bougie, 2016). 
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The in-depth interviews involved ten experienced military leaders, namely, training staff officers, 
instructors, and commanders at company levels, platoon, and sections in the infantry battalions. They have 
good knowledge and experience in the design of company commander, platoon commander and section 
commander courses in the Malaysian Army Combat Training Centre (or PULADA). Information gathered 
through this interview method assisted the researchers in understanding the context of this study and 
developing the questionnaires. The survey questionnaire used a 7-point Likert scale. The training content, 
instructors’ roles, training transfer and motivation items were modified from the training programme 
research literature (Azman, 2012; Azman et al., 2016).   The targeted population consists of intermediate 
and junior leaders who have worked in various Malaysian Army infantry corps units. A convenience 
sampling technique was used to distribute self-administered questionnaires to 500 leaders who attended 
LDP at the PULADA camp. Out of the number, 412 usable questionnaires were returned to the researchers, 
yielding a response rate of 82.4%. 

 The research’s statistical analysis was conducted using structural equation modelling generated by the 
SmartPLS version 3.2.5 (Ringle et al. 2005). The steps of analysing data are: (1) confirmatory factor analysis 
(CFA) will be conducted to ensure the reliability and validity (convergent and discriminant validity); and 
(2) the SmartPLS path model will be employed to test the hypothesised model by examining the path 
coefficients using standardised betas (β), t statistics (bootstrapping) and R2. The value of β (t > 1.96) shows 
a significant correlation between variables (Chin, 1998; Henseler et al., 2009).  In addition, R2 is used as an 
indicator of the overall predictive strength of the model. The values of R2 are considered as follows; 0.19 
(weak), 0.33 (moderate) and 0.67 (substantial) (Chin, 1998; Hair et al. 2017; Henseler et al. 2009).  

 

To explain the mediating effect of training motivation, the mediation analysis procedure, as suggested 
by Hair et al. (2017), was employed. The system characterised two types of non-mediation; (1) direct only 
non-mediation: the direct effect is significant but not the indirect effect; and (2) no effect non-mediation: 
neither the direct nor the indirect effect are significant. While there are three types of mediation, namely: 
(1) complementary mediation (partial mediation): the indirect effect and the direct effect both are 
significant and point in the same direction; (2) competitive mediation (partial mediation): the indirect 
effect and the direct effect both are significant and point in the opposite direction; and (3) indirect only 
mediation (complete mediation): the indirect effect is significant but not the direct effect.  

 

Findings 
 
Table 1 shows the results of convergent, discriminant validity and reliability tests. All constructs had the 
values of cross loading and Average Variance Extracted (AVE) larger than 0.5 indicating all constructs met 
the acceptable standard of convergent validity (Barclay et al., 1995; Fornell & Larcker, 1981; Henseler et 
al., 2009). Besides, all constructs had the values of √ AVE in diagonal were more significant than the squared 
correlation with other constructs in off-diagonal, showing that all constructs met the acceptable standard 
of discriminant validity (Henseler et al. 2009). The factor loading greater than 0.7 and the Composite 
Reliability (CR) greater than 0.8 is considered adequate and meets the criteria of the reliability test (Chin, 
1998; Fornell & Larcker, 1981; Gefen & Straub, 2005; Henseler et al., 2009).  In sum, the validity and 
reliability of the measurement model met the criteria and fit for hypothesis testing. 

Table 1: Summary of Result Item Reliability, Convergent and Discriminant Validity Test 

 
No. of 
Items 

Factor 
Loading 

CR AVE 
 
1 
 

 
2 

 
3 

 
4 

 
5 

1. Training 
Content 

9 
 

0.773 – 0.840  
 

0.946 0.659 0.812     

2. Instructor’s 
Roles 

8 
 

0.818 – 0.839 
 

0.944 0.679 0.748 0.824    

3. Superior 
Support 

6 
 

0.810 – 0.867 
 

0.934 0.701 0.728 0.781 0.837   

4. Training 
Motivation 

11 
 

0.820 – 0.885 
  

0.968 0.731 0.664 0.682 0.735 0.855  

5. Job 
Performance 

8 
 

0.816 – 0.881 
 

0.954 0.720 0.751 0.759 0.823 0.755 0.849 

Note: √AVE shows in diagonal 
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 Fig. 2 presented the outcomes of structural model testing using SmartPLS. Specifically, the results 
revealed that training content, instructor’s roles, superior’s support, and mediate by training motivation 
were significantly related to job performance (β=0.755; t=20.250),; therefore1, H2 and H3 were supported. 
The value of R2 is used as an indicator of the overall predictive strength of the model. This figure presents 
that the insertion of training content, instructor’s roles, superior’s support and training motivation in the 
analysis had explained 57 per cent (moderate) of the independent variance variable. This result confirms 
that training motivation has mediated the effect of a training programme on job performance in the studied 
organisation.  

Table 2: Summary Outcomes of Hypothesis Testing 
     β t p R2 

Training Content          Training Motivation 0.203 2.163 0.031  

Instructor’s Roles          Training Motivation 0.184 2.239 0.026 0.586 

Superior Support          Training Motivation 0.443 5.646 0.000  

Training Motivation          Job Performance 0.755 20.250 0.000 0.570 

Note: Significant at *t >1.96; **t > 2.58; *** t > 3.29 

  The findings of this study confirm that training motivation does act as an essential mediating variable 
in the association between the training programme and job performance. Therefore, it’s supported by the 
motivation theory and also studies by Mullen et al. (2006), Patrick et al. (2009), Paul et al. (2009), Hatfield 
et al. (2011), Azman (2012), Azman et al. (2016), and Noor Azmi et al. (2018). The outcome also contributed 
to the robustness of the research methodology, while the instrument used in this study has met the level of 
validity and reliability analyses. This may lead to producing accurate and reliable research findings.  

 Regarding contributions to the practitioner, the findings of this study may be used to improve the 
effectiveness of training programmes. Firstly, the possible improvement efforts are customising training 
contents according to organisational expectations and needs. The training contents need to be reviewed 
according to the current situation. The relevant and up-to-date training content will motivate trainees to 
learn necessary knowledge, upgrade skills and perform positive attitudes. Secondly, the selection of 
instructor criteria must be followed strictly. This is to ensure the only qualified person with the appropriate 
working experience, capable of delivering training content, guiding the trainees, and doing the 
administrative functions will be selected as an instructor. The person can also develop the training plan 
and supervise the training programmes. The instructor needs to motivate the trainees to perform well 
during the training session and increase their performance in the units after the training/course.   

 Finally, the involvement of immediate superior while selecting the personnel to attend course/training 
programme.  This is to ensure only the person chosen will attend the course by conducting, i.e. pre-course 
or interview in their organisation. Oncompletingal staff will attend the course/training programme by 
completing this. They will return to the organisation with the new knowledge, skills, and attitudes, then 
apply them to implement daily work tasks. Consequently, management's ability to facilitate these 
recommendations may maintain the organisation’s human resource development strategies and goals. It 
encourages employees to appreciate and accept the organisational training programme's policies, 
procedures, and objectives. 

Conclusion 

This study tested a theoretical framework based on the considerable training programme research 
literature. The instrument used in this study met the acceptable validity and reliability analysis standards. 
The outcomes of the SmartPLS path analysis revealed that the association between training assignment 
methods and training motivation had enhanced the training programme. Therefore, all hypotheses were 
supported. This result also has supported and extended training assignment research literature. Therefore, 
current research and practice within human capital development and management must incorporate 
training motivation as a critical dimension of the training assignment domain. This study further suggests 
that the capability of administrators to design the training programme appropriately will enhance positive 
subsequent attitudinal and behavioural outcomes (e.g., proactive behaviour, career success and 
commitment). Thus, these positive outcomes may maintain and improve organisational competitiveness in 
a global era. 
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