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This study examines the role of motivation to learn in both transferring skills 
and knowledge and improved job performance under the support of 
colleagues and supervisors. A structural equation modeling approach was 
used to analyze the responses to a survey of 399 employees in public sector 
organizations. The findings revealed that peer support had an insignificant 
direct effect on training transfer but had a significant indirect effect on 
training transfer throughout motivation to learn. However, supervisor 
support had both direct and indirect effects on training transfer through 
motivation to learn, which, in turn, improved job performance. The findings 
also indicated that both motivation to learn and skill transfer were 
significantly associated with job performance. The study provides theoretical 
contributions regarding the role of motivation to learn in training transfer 
and job performance. Managerial implications regarding stimulating job 
performance in public sector organizations are to generate incentive policies 
to inspire and motivate employees to learn new skills and knowledge and 
transfer them to improve organizational performance. 
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1. Introduction 

*In this era of accelerated information and 
communication technology development, employees 
must constantly update their knowledge and skills. 
They must also improve their qualifications simply 
to meet the requirements of their current job and its 
increasing demands. Organizational leaders can 
encourage employees to learn and help create a 
dynamic workplace in which they are willing to 
share knowledge and experience, thereby 
encouraging the organization’s sustainable 
development. 

Practitioners and scholars recognize learned 
skills and knowledge transfer as crucial for 
improving organizational outcomes. Broad and 
Newstrom (1992) argued that the transfer of 
knowledge through training programs allows 
trainees effectively and continuously to apply such 
knowledge and accompanying skills, both on the job 
and in daily life. In other words, training transfer 
involves the maintenance, application, and 
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synthetization of perceived knowledge, skills, and 
attitudes to enhance effective capacity (Baldwin and 
Ford, 1988; Blume et al., 2019). Therefore, learning 
and self-research promote the transfer of employee 
knowledge and skills to their work, effecting higher 
efficiency and improving service and product quality. 

Scholars have identified a need to explore the 
factors that affect learning motivation and training 
transfer (Kozlowski et al., 2001). At the same time, 
managers believe it necessary to build a 
management system that promotes training transfer 
(Broad, 2003). Studies examining the correlation 
between learning motivation and training transfer in 
organizations have yielded different results, 
depending on whether a personality-oriented 
approach was used or the overall context of factors 
within the organization was addressed (Facteau et 
al., 1995; Tracey et al., 2001). However, researchers 
have reported that employees will be motivated to 
enhance job performance when they feel that they 
are receiving the support of their organization 
(Deconinck and Johnson, 2009). 

In another study, Yamnill and McLean (2001) 
found that supervisors are an essential component of 
a work climate, and supervisor support is considered 
a moderator in the connection between training 
transfer and transfer design. Other studies have 
found that both a direct leader and peer support are 
essential in facilitating the application of learned 
skills and knowledge to a current job (Facteau et al., 
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1995; Holton et al., 1997; Holton et al., 2003). In a 
recent study, Tran et al. (2018) demonstrated that a 
strong relationship between leaders and employees 
created a better quality workplace and improved the 
job performance of nurses in Vietnamese hospitals. 

In general, the factors that stimulate motivation 
to learn and training transfer have been the subject 
of intensive research. These factors have been 
grouped under two broad categories: peer support 
and supervisor support. Driven by the need for 
greater clarity on the roles of these factors, this 
study concentrated on two variables, motivation to 
learn and training transfer, under the support of 
peers and supervisors, to estimate their influence on 
job performance in public sector organizations in 
Vietnam, where an understanding of the roles of 
supervisor and peer support for learning and 
training transfer is limited. 

The results are anticipated to be useful to 
practitioners who design training courses and for the 
development of organizational policies, as training 
programs can be designed with an improved 
understanding of training transfer, motivation to 
learn, and their inter-relationship. The cause and 
effect relationship among the study constructs is also 
expected to interest scholars working in the field of 
human resource management. 

2. Literature review and hypothesis development 

2.1. Peer support in motivation to learn and 
training transfer 

Transfer of training can be defined as “the degree 
to which trainees apply to their jobs the knowledge, 
skills, behaviors, and attitudes they gained in 
training” (Holton et al., 1997). In addition, training 
outcomes are defined as “the amount of original 
learning that occurs during the training program and 
the retention of that material after the program is 
completed” (Baldwin and Ford, 1988). The work 
environment can influence the transfer of learning to 
job performance through its transfer of training 
climate; trainees realize more benefits from a 
climate with organizational supports than from 
psychological cues. The results of a study of social 
support for training in four organizations in the 
United States suggested that pretraining motivation 
stimulated perceived training transfer, and 
perceived transfer had a positive relationship with 
peer support but was negatively related to 
supervisor support. Individuals who attended 
training because it was an organizational 
requirement were less motivated to learn. The 
findings also implied that managers would like to 
perceive better transfer of training skills when they 
believed that employees were willing participants 
(Facteau et al., 1995). 

In another study on learning transfer in the 
United States, Holton et al. (2003) reported that 
transfer systems vary in organizational 
characteristics, cultural differences, and learning 
approaches. Moreover, their results illustrated that 

supervisors do not pay attention to training 
activities as an expectation. Specifically, learning 
transfer systems are considerably distinctive across 
private and public sector organizations. Employees 
in private sector organizations perceive that they 
will have a chance to exercise their learning to 
improve job performance and create valued 
outcomes. By contrast, employees in public sector 
organizations are more likely to perceive that their 
supervisors will resist their application of new 
approaches learned in training. 

Several studies have identified possible 
predictors for training transfer. For example, in a 
study on training transfer at an organization in the 
United States, Chiaburu and Marinova (2005) found 
that peer support has a significant influence on both 
training transfer and pretraining motivation, 
whereas supervisor support is not associated with 
either factor. Another study of a manufacturer in 
India illustrated that the impact of peer support on 
training transfer is greater than that of supervisor 
support (Chauhan et al., 2016). 

Peer support at work is seen to play an essential 
role in motivation to learn and to improve job 
performance through learning outcomes. Bates et al. 
(2000), for example, reported on the important role 
of peer support in creating an opportunity for 
learning and stimulating employees to share 
knowledge learned from work experience in 
chemical manufacturers. Moreover, peer support 
encourages trainees to use their learned knowledge 
on the job (Hawley and Barnard, 2005). Nijman et al. 
(2006) proposed that peer support may help and 
motivate trainees to maximize transfer. With peer 
support, trainees have to participate in training 
activities and take responsibility for their learning 
(Broad and Newstrom, 1992). Others at work may 
observe how trainees apply skills acquired in 
training and assist training transfer (Gilpin-Jackson 
and Bushe, 2007). Finally, peers stimulate training 
transfer through a networking and information 
sharing mechanism (Martin, 2010). From this 
literature, the following hypotheses were developed:  
 
H1: Peer support will positively impact motivation 
to learn  
H2: Peer support will positively impact training 
transfer 

2.2. Motivation to learn and training transfer 
under the supervisor support 

Supervisors work closely with subordinates and 
understand their training demands. Therefore, 
supervisors encourage subordinates to participate in 
professional training and support them as they apply 
newly learned skills as well as to identify scenarios 
where the acquired skills can be implemented. 
Supervisors also provide feedback on improvement. 
As a result, supervisor support stimulates the 
positive transfer of training (Elangovan and 
Karakowsky, 1999). Particularly, supervisors are 
supposed to contribute throughout the entire 
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training process, including by providing guidance 
and recommendations in selecting a training 
program, suggesting potential projects for using 
learned knowledge, and assigning duties to develop 
learned skills (Chiaburu and Tekleab, 2005). Baldwin 
and Ford (1988) regard supervisor support as a 
multi-dimensional construct that can include the 
practice of new skills, and apply of learned 
knowledge (Chiaburu and Marinova, 2005); 
toleration changes (Lancaster et al., 2013); and 
discussion with subordinates approaches to apply 
new learning (Lim and Johnson, 2002). Supervisors, 
then, play an essential role in creating a working 
environment wherein employees can share ideas for 
designing course content based on job demand and 
feedback from others, use new learning, and 
promote knowledge transfer after training. 
Therefore, supervisor support becomes essential to 
steering employee motivation, behavior, and attitude 
(Hutchins, 2009; Nijman et al., 2006). In addition, 
supervisor support is expected to have a crucial 
direct or indirect influence on training transfer 
through motivating trainees and interacting dynamic 
components in the transfer climate (Cromwell and 
Kolb, 2004). Transfer outcomes can lead to reducing 
production costs due to applying new ways to 
decrease in scrap rates electronics manufacturing 
companies after training (Xiao, 1996). 

Chauhan et al. (2017) showed supervisor support 
has a significant impact on training transfer in the 
Indian manufacturing sector. Most previous studies 
have found a positive relationship between 
supervisor support and transfer of training 
(Cromwell and Kolb, 2004; Facteau et al., 1995; 
Holton and Baldwin, 2003). In a study at a 
petrochemical manufacturing facility, Holton et al. 
(1997) reported that supervisor support has a 
stronger impact on the transfer of acquired learning 
than peer support does. In addition, McCracken et al. 
(2012) showed managers in the public sector play an 
important role in creating an organizational training 
climate that encourages employees to participate in 
training programs and transfer learning to their 
workplace. Specifically, in a recent study of the 
Agency Supervisor model, Westman et al. (2019) 
indicated the more supervisory support, the higher 
quality treatment perform. However, other empirical 
studies are inconsistent with this perspective (Klink 
et al., 2001). 

These studies lead to the following hypotheses: 
 
H3: Supervisor support has an influence on 
motivation to learn. 
H4: Supervisor support has an influence on training 
transfer. 

2.3. Motivation to learn, training transfer, and 
job performance  

Human resource management practices serve to 
generate value for organizations by enhancing in-
role and extra-role efficacy if employees are 
perceived to benefit from organizational support. 

Support policies can promote the well-being of 
employees by rewarding their contributions and 
enhancing emotional commitment (Tremblay et al., 
2010). In an era of fast-paced technological change 
and innovation, to maintain business performance, 
employees must have the ability to overcome new 
challenges. Training then becomes an essential 
strategy for organizations to assist employees in 
acquiring the knowledge and skills required to 
confront these challenges.  

According to Noe and Schmitt (1986), motivation 
to learn is described as a specific desire on the 
portion of a trainee to discover the content of a 
training program, acquire new skills, and apply these 
skills to job tasks. In general, organizations must 
evaluate incentive policies for motivating learning 
and assisting employees in updating skills and 
knowledge (Chuang et al., 2005).  

When employees perceive meaningful benefits 
from organizational supports and are satisfied with 
the rewards for their valuable contributions, they 
are more likely to achieve better performance and 
shoulder a continuing commitment (O’Driscoll and 
Randall, 1999). When organizations pay attention to 
creating a good working environment, positive work 
attitudes and employee behavior are enhanced, and 
employees are encouraged to devote more time and 
effort to learning new skills and knowledge and 
absorbing new attitudes during the training process. 
As a result, employees are better able to apply and 
transfer newly learned knowledge, skills, and 
attitudes. Hence, the more organizational support on 
the motivation to learn, the higher the expectation 
that employees will apply the learned skills, 
knowledge, and attitudes gained in training to the 
workplace (Zumrah and Boyle, 2015). 

Empirical studies have found that motivation to 
learn drives significant results, such as by 
encouraging employees to attend the training 
program (Noe and Wilk, 1993); stimulating 
employees to devote greater effort to learning and 
gaining benefits from the training (Chuang et al., 
2005; Colquitt et al., 2000); and transferring 
acquired knowledge and skills to applications in the 
workplace (Cheng and Ho, 2001); considered as the 
most crucial predictor of training effectiveness 
(Kodwani and Prashar, 2019). In practice, employees 
only have more motivation to learn and upgrade 
their education and skills when they perceive that 
participating in a training program can improve job 
performance or promote their career. Higher levels 
of pretraining motivation are associated with a 
larger return on training (Quinones, 1995). 

Foxon (1993) confirmed that transfer intention is 
the most essential phase in the transfer process for 
anticipating the capacity to establish the level of 
transfer. Cheng and Ho (2001) reported that trainees 
often embrace a trial and error method to control 
training transfer, which can take more time and 
resources without delivering a desirable result. In 
other words, if they do not understand training 
content, they are often stumbled by training transfer 
outcomes. Studies have also provided strong 
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evidence of the positive relationship between 
training transfer and motivation to learn (Chiaburu 
and Marinova, 2005; Colquitt et al., 2000). However, 
Chiaburu and Tekleab (2005) found no evidence to 
support this relationship after analyzing survey data 
from an organization in the United States. Whereas, 
in a recent study, Kim et al. (2019) reported that 
learning motivation had the largest influence on 
intention to transfer knowledge from a professional 
training program in secondary schools in the United 
States. The relationship between motivation to learn 
and training transfer, then, is not entirely clear. 
Hence, this study proposes the following hypothesis: 
 

H5: Motivation to learn has an influence on training 
transfer. 
 

Previous studies have explored training 
motivation theory, attempting to identify 
antecedents and relationships of training outcomes. 
For instance, Tracey et al. (2001) highlighted the 
importance of training preparation by examining a 
model of pretraining self-efficacy and motivation 
under the mediating effects of training reactions, 
knowledge acquisition, and other determinants. In 
addition, training motivation enhances the effects of 
cognitive ability, which leads to incremental variance 
in training outcomes (Colquitt et al., 2000).  

In the era of globalization and technology 
development, every leader must deal with recruiting 
and keeping talent in the organization. To do so, 
organizations often support a professional training 
program and encourage trainees to use training 
outcomes to improve job performance. As a result, 
they develop the individual ability and competitive 
advantage to maintain market share in a dynamic 
business environment (Michaels et al., 2001). 
Indeed, the main objective of training programs is to 
transfer skills and knowledge from training to 
improve current employee task performance. 
However, several studies have reported that only 
about 10 percent of training outcomes actually 
transfer to job performance (Georgenson, 1982; 
Holton and Baldwin, 2003; Kupritz, 2002). 
Therefore, training efforts in private and public 
organizations have concentrated on individual 
outcomes such as “self-esteem, self-efficacy, 
performance evaluations, merit increases, and 
organizational performance outcomes,” (Lim and 
Morris, 2006), instead of evaluating learning 
outcomes (Ford and Weissbein, 1997). 

Meanwhile, Yamnill and McLean (2001) 
described expectancy, equity, and goalsetting 
theories as supporting theories for motivation to 
transfer. Kontoghiorghes (2002) categorized 
motivation to transfer as two types: Motivation to 
learn (Tracey et al., 2001) and motivation to transfer 
(Ruona et al., 2002). According to this categorization, 
motivation to learn is a trainee’s intrinsic or extrinsic 
passion for attaining a high level of learning, and 
motivation to transfer is the trainee’s passion for 
using the learned skills and knowledge in current 
tasks (Facteau et al., 1995). 

Empirical studies have illustrated that motivation 
to learn can impact the extent to which workers are 
willing to attend in training (Tharenou, 2001), 
devoting effort to get benefit from training (Chuang 
et al., 2005; Colquitt et al., 2000), to transfer updated 
knowledge and skills to the workplace (Baldwin and 
Ford, 1988; Cheng and Ho, 2001). Clark et al. (1993) 
proposed that employees would have a motivation to 
learn if they perceived training outcomes leading to 
improving either job performance or career 
development. On the other hand, Mathieu et al. 
(1993) found that no direct linkage between 
motivation and job performance. Hence, from this 
review, the next hypotheses are proposed: 
 

H6: Motivation to learn has a direct influence on job 
performance. 
H7: Training transfer has a direct influence on job 
performance. 
 

The literature review demonstrates a further 
need for a theoretical framework, empirical study, 
and practical implications regarding the antecedents 
of training transfer and motivation to learn in the 
public sector. The prior studies highlight the varying 
effects of training transfer initiatives in both private 
and public organizations but have not provided a 
sufficient base for a comprehensive model that 
relates to both antecedents and consequence of 
motivation to learn and to train transfer in the public 
sector. Moreover, the literature review also indicates 
that antecedents of training transfer such as 
supervisor and peer support have differential effects 
on the basis of which we may derive that the findings 
of previous studies are not consistent. Scholars claim 
that these inconsistent results may be owing to 
divergent contexts such as cultures, sectors, 
countries. Fig. 1 illustrates an integrated theoretical 
framework intended as a starting point in the 
Vietnamese public sector. 

3. Methodology  

3.1. Research design and measurement 

A questionnaire was designed for a paper-based 
survey using a five-point Likert scale anchored by 
1=“strongly disagree” and 5=“strongly agree” The 
questionnaire included two parts: Demographic 
information of respondents and a structured 
questionnaire related to five constructs, with a total 
of 29 items derived either from previous studies or 
developed through group discussion. First, 
supervisor support was measured using five items 
adapted with minor modifications from Yarnall 
(1998). Second, peer support was assessed using 
seven items, in which five were self-developed 
following group discussion, and two were adapted 
with minor modifications from Xiao (1996). Third, 
motivation to learn was measured through four 
items adapted from Lepine et al. (2004). Fourth, 
training transfer was assessed using seven items, in 
which five were adapted from Facteau et al. (1995) 
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and the other items adapted from Zumrah and Boyle 
(2015). Finally, job performance was measured 

through six items adapted from Rupp and 
Cropanzano (2002). 

Supervisor 

support

Motivation to 

learn
Peer support

Job performance

Skill 

transfer

H3
H5

H2

H6

H7

H1

H4

 
Fig. 1: The theoretical framework 

 

All questions were translated from English into 
Vietnamese. We then conducted a group discussion 
with five managers of human resource departments 
to ensure that the content was consistent with public 
organizations in the Vietnamese context. The 
managers made recommendations for adjusting the 
Vietnamese version so as to produce a more 
appropriate questionnaire that would allow 
respondents to easily understand the items. They 
also suggested adding five more items to measure 
peer support. We conducted a back translate 
approach to complete the English questionnaire. The 
29 items are denoted and described in the appendix. 

Determining sample size relies on the statistical 
estimating accuracy and number of variables; larger 
sample sizes allow for more reliable results. Hair et 
al. (2009) suggested that sample sizes ranging from 
200 to 400 are critical for multiple regression and 
path analysis. In addition, Green (1991) proposed a 
rule of thumb for deciding sample size. Specifically, 
the sample size should be equal to “50+(8 * number 
of measurement items).” The number of items was 
29 in this study; hence, a total of 282 observations 
was considered appropriate for testing the 
hypotheses.  

3.2. Data collection 

We conducted a pilot test of face-to-face 
interviews with 35 public servants in July 2019. The 
result of the pilot test enabled us to verify and adjust 
the final Vietnamese questionnaire for easy 
understanding. Then, after finishing minor 
modification of the Vietnamese version, we 
conducted data collection. We use a stratified 
sampling method to conduct the questionnaire 
survey. 

The people’s committee of Tien Giang province, 
Vietnam, is charged with control of 32 key public 

organizations. These include 18 departments, 11 
districts, and three non-business units. With the 
valuable support of managers in the human resource 
management offices, the authors distributed 10 
questionnaires to each department, 20 
questionnaires to each district, and 15 
questionnaires to each non-business unit. A total of 
445 paper-based surveys were therefore delivered 
to the target respondents, all working at key public 
organizations in Tien Giang. The authors collected 
430 completed questionnaires, of which 399 were 
valid for use in data analysis. Three months, from 
July to September 2019, were required to conduct 
the data collection. 

The demographic information described a 
relative gender balance. There were 185 female 
respondents or 46.36% of the total, and the 
remaining 214 respondents (53.63%) were male. 
The majority of respondents were public servants, 
taking up 78.45% (N=313), whereas the remaining 
21.55% (N=86) were managers or the equivalent. In 
all, 89.47% (N=357) of the respondents held a 
bachelor’s or master’s degree. The majority of 
respondents ranged from 26 to 45 years old, 
accounting for 79.45% (N=317). In terms of work 
experience, 42.10% (N=168) had worked in public 
organizations for between 1 and 9 years, and the 
remaining 57.90% (N=231) had 10 or more years’ 
experience in such organizations. 

4. Results 

4.1. Reliability validity and construct validity 

To assess reliability, the authors performed 
exploratory factor analysis (EFA) and calculated the 
Cronbach’s alpha of each variable by using SPSS 
software version 22. According to Kline (1998), a 
Cronbach’s alpha indicator of 0.9 is considered 
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excellent, 0.8 very good, 0.6 to 0.7 adequate, and 
below 0.5 unreliable. The indicators varied from 
0.859 to 0.908, indicating good internal reliability of 
the construct measures. In addition, the corrected 
item-total correlation of all items was greater than 
0.3, satisfying the reliability requirements of the 
measurement criteria (George and Mallery, 2003). 

The EFA was conducted to explore potential 
underlying factors and identify whether a set of 
constructs consistently loaded on the same factor 
was based on strong correlations. This test is 
implemented to “reduce the number of variables like 
the measurement indicators for the path analysis of 

the overall model” (Lee, 2009). Hair et al. (2009) 
suggested that factor loading can be accepted if it is 
higher than 0.5. Excepting two items (TT1 and TT2), 
all loading indicators were greater than 0.5. TT1 and 
TT2 were therefore dropped as inadequately loaded. 
Moreover, KMO and Barlett’s test indicator was 
equal to 0.919, greater than the threshold of 0.5, 
with a significance level of less than 0.001. The total 
extracted variance of 58.37% (>50%) proved that 
the five factors were explained by 58.37% of the data 
variability. Table 1 presents the descriptive statistics 
and results of the EFA. 

 
Table 1: Descriptive statistics and reliability test 

Construct/Items (coding) Mean SD Loading Alpha 
Supervisor support (SUP) 

   
0.883 

SUP1 3.58 1.033 0.634 
 

SUP2 3.53 0.953 0.550 
 

SUP3 3.42 1.029 0.891 
 

SUP4 3.35 1.004 0.843 
 

SUP5 3.71 1.002 0.771 
 

Peer support (PEER) 
   

0.862 
PEER1 3.76 0.861 0.596 

 
PEER2 3.69 0.846 0.615 

 
PEER3 3.45 0.957 0.529 

 
PEER4 3.70 0.878 0.613 

 
PEER5 3.56 0.905 0.806 

 
PEER6 3.51 0.924 0.845 

 
PEER7 3.61 0.897 0.611 

 
Motivation to learn (MTL) 

   
0.859 

MTL1 4.08 0.746 0.596 
 

MTL2 4.06 0.808 0.915 
 

MTL3 3.97 0.820 0.741 
 

MTL4 4.04 0.737 0.688 
 

Training transfer (TT) 
   

0.908 
TT3 3.94 0.806 0.664 

 
TT4 3.92 0.792 0.815 

 
TT5 3.93 0.818 0.892 

 
TT6 3.93 0.890 0.752 

 
TT7 4.00 0.875 0.707 

 
Job performance (JOB) 

   
0.882 

JOB1 4.18 0.668 0.681 
 

JOB2 4.07 0.737 0.664 
 

JOB3 4.03 0.696 0.783 
 

JOB4 4.17 0.672 0.819 
 

JOB5 4.05 0.785 0.774 
 

JOB6 4.17 0.831 0.626 
 

Notes: SD: Standard deviation. 5-point Likert-type scale, with one representing “strongly disagree” and 5 “strongly agree.” Loading items were extracted from 
maximum likelihood with rotation. TT1 and TT2 were eliminated because of loading results equal to 0.420 and 0.476, respectively, lower than the threshold of 

0.5 
 

4.2. Model fit, convergent validity, and 
discriminant validity 

To examine the measurement model fit, 
confirmatory factor analysis was conducted. The ꭕ2 
was checked to identify the overall fit of the 
structural model, but this indicator is sensitive to 
sample size and model complexity (Chen, 2008). 
Hence, we combined other indicators to determine 
model fit. The combination rules included ꭕ2/df 
(threshold between 1 and 3), comparative fit index 
(CFI>0.90), standardized root mean squared residual 
(SRMS<0.08), and root mean squared error of 
approximation (RMSEA>0.06; Hu and Bentler, 1999). 
The results suggested goodness of fit, demonstrating 
a good model fit (ꭕ2/df=2.734, CFI=0.915, 
SRMS=0.047, and RMSEA=0.066). Therefore, the 

model fit indices were in accordance with the 
acceptance criteria.  

To evaluate the convergent validity of a 
measurement scale, two indicators—average 
variance extracted (AVE) and composite reliability 
(CR)—are evaluated. The AVE values must at least 
0.5, and that of the CR higher than the 0.6 cut-off 
point to ensure convergent validity (Fornell and 
Larcker, 1981). In addition, based on the simulation 
results of Fornell and Larcker (1981), an AVE value 
of from 0.4 to 0.5 is acceptable when the value of the 
CR is higher than 0.6 in all the measurement scales. 
Malhotra et al. (2010) also argued that AVE is too 
strict, and reliability can be established through CR 
alone. 

As can be seen in Table 2, all estimates, and the 
AVEs of all constructs, were greater than 0.5, and the 
composite reliability values of all constructs were 
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good (>0.8), except for the AVE of PEER, which was 
equal to 0.475, though its CR was equal to 0.863. The 
results fully met the above criteria. The convergent 
validity of all constructs was confirmed, and 
reliability measures for all model constructs and 
items met the criteria. 

The correlation matrix between the two 
constructs was used to examine discriminant 
validity. When the AVE of any measurement item 

was higher than the square of the largest correlation 
estimates of that factor with the maximum shared 
variance (MSV), discriminant validity was asserted 
(Fornell and Larcker, 1981). When the values of the 
average shared variance (ASV) and MSV were lower 
than their respective AVE values, discriminant 
validity conquered (Hair et al., 2009). All indicators 
are reported in Table 2. They assured the cut-off 
criteria for test convergent and discriminant validity. 

 

Table 2: Convergent validity and discriminant validity 

 
CR AVE MSV SUP JOB PEER SKL MTL 

SUP 0.884 0.605 0.404 0.778 
    

JOB 0.885 0.563 0.537 0.426*** 0.750 
   

PEER 0.863 0.475 0.404 0.636*** 0.447*** 0.689 
  

TT 0.906 0.660 0.537 0.510*** 0.733*** 0.486*** 0.812 
 

MTL 0.861 0.609 0.506 0.427*** 0.711*** 0.488*** 0.701*** 0.780 
Note: CR: Composite reliability, MSV: Maximum shared variance, Square root of AVE on diagonal. *** p<0.0001 

 

4.3. Structural equation modeling test 

Table 3 presents the testing results for the 
structural equation modeling in Fig. 2. The overall 
goodness of fit statistics satisfied the criteria, and the 
estimated coefficients were standardized. The 
finding supports Hypothesis 1, that is, peer support 
has a significant impact on motivation to learn 
(0.366, p<0.001). Meanwhile, peer support had no 
direct effect on training transfer (i.e., Hypothesis 2 
was not accepted) but had a significant indirect 
impact on training transfer due to motivation to 
learn (0.366×0.573=0.210; p<0.001; following the 
calculation rule of Bollen (1989). Furthermore, the 
findings illustrate that motivation to learn positively 
mediates supervisor support (H3 was accepted with 
the estimate=0.197, p<0.01), and training transfer 
(H5 was accepted with the estimate=0.573, 

p<0.001). The testing result of H4 was accepted, 
implying that supervisor support is positively 
associated with training transfer (0.224, p<0.001). 
Moreover, motivation to learn also had both an 
indirect effect on job performance (0.264, p<0.001) 
and a significant direct effect on job performance 
(H6 was accepted with the estimate=0.389, 
p<0.001). Therefore, it generated total effects on job 
performance (the estimate=0.653, p<0.001). This is 
explained by the AMOS software version 22 report: 
When the motivation to learn is increased by one 
standard deviation, job performance increases by 
0.653 standard deviations (Kline, 1998). In addition, 
Hypothesis 7 accepts, since the estimated coefficient 
illustrated a positive and statistically significant 
association between training transfer and job 
performance (0.461, p<0.001). 

 

Table 3: Structural model results (direct, indirect, and total effect) 
Effect from To H Direct Effects Indirect Effects Total Effects 

Peer support Motivation to learn H1 0.366 ***  0.366 *** 
Peer support Training transfer H2 0.065 0.210*** 0.275 

Supervisor support Motivation to learn H3 0.197 **  0.277 *** 
Supervisor support Training transfer H4 0.224 *** 0.113 *** 0.337 *** 
Motivation to learn Training transfer H5 0.573 *** 

 
0.349 *** 

Motivation to learn Job performance H6 0.389*** 0.264*** 0.653*** 
Training transfer Job performance H7 0.461*** 

 
0.461*** 

Notes: **p<0.01; ***p<0.001. Goodness of fit statistics: CMIN/DF = 2.720, CFI=0.915, SRMR=0.047, RMSEA=0.066 

 

5. Discussions and implications 

5.1. Discussions 

These results are relevant to the intensity and key 
role of motivation to learn and training transfer 
under the support of peers and supervisors for the 
improvement of job performance in public sector 
organizations. They have contributed to clarifying 
the study questions. Previous literature did not 
explore causal linkages among motivation to learn, 
training transfer, and job performance under the 
effects of peer and supervisor support. The findings 
demonstrate the mediating roles of training transfer 
and motivation to learn in the linkage between peer 
and supervisor support. The study also investigated 
the total effect of motivation to learn on job 
performance. 

First, a key contribution is that motivation to 
learn plays an important role in encouraging training 
transfer and improving job performance. The data 
analysis uncovered a significant and positive 
connection between motivation to learn and both 
training transfer and job performance and that 
between training transfer and job performance. The 
findings suggest that managers should encourage 
public servants to transfer skills and knowledge in 
the workplace and, in turn, improve job 
performance. They should launch incentive policies 
for motivating employees to learn and encourage 
public servants to update skills and knowledge. The 
findings are consistent with previous studies (Blume 
et al., 2019; Chuang et al., 2005; Zumrah and Boyle, 
2015).  

Second, the significant total effect of motivation 
to learn on job performance via training transfer is 
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an essential finding, one that had not previously 
been empirically tested for, particularly in public 
sector organizations. This study extends recent 
research that found training readiness and 
motivation to learn were mediators in the 

connection between supervisor support and 
intention to transfer; these results also indicate that 
the supervisor has both significant and positive 
direct and indirect effects on training transfer (Kim 
et al., 2019). 

Supervisor 

support

Motivation to 

learnPeer support

Job performance

(**p<0.01; ***p<0.001)

Skill transfer

H3 (0.197** )

H5 (0.573***)
H2(0.065)

H6 (0.389***)

H7 (0.461***)

H1(0.366***)

H4 (0.224***)

 
Fig. 2: Result of hypothesis testing 

 

Third, the findings provide evidence to support 
the essential roles of motivation to learn and training 
transfer in job performance that is consistent with 
two types of theories for motivation to transfer: 
motivation to learn and motivation to transfer 
(Kontoghiorghes, 2002; Ruona et al., 2002; Tracey et 
al., 2001). The results are also consistent with 
findings such as that supervisor support enhances 
positive transfer of training outcomes (Elangovan 
and Karakowsky, 1999); supervisor support is an 
important instrument for stimulating employee 
motivation, behavior, and attitudes (Hutchins, 2009; 
Nijman et al., 2006). A prominent concern is how to 
encourage employees’ passion for applying learned 
skills and knowledge to their current tasks 
(Cromwell and Kolb, 2004; Facteau et al., 1995; 
Holton and Baldwin, 2003). 

Fourth, peer support has no direct effect on 
training transfer but has a significant and positive 
one throughout motivation to learn. This result is 
inconsistent with the previous finding that the 
impact of peer support on training transfer is greater 
than that of supervisor support (Chauhan et al., 
2016). It also implies that peer support motivates 
employees to participate in training activities and 
take responsibility for their learning (Broad and 
Newstrom, 1992). To promote the transfer of 
training of employees in the context of public sector 
organizations, supervisors should create an 
organizational climate where employees’ transfer of 
skills and knowledge in the workplace is greatly 
inspired and can be exercised quickly (Kim et al., 
2019). 

5.2. Managerial implications 

The findings address the crucial role of 
supervisor support in stimulating employee 
motivation to learn. Supervisor support not only 
directly impacts training transfer and motivation to 
learn but also indirectly affects training transfer. 
When supervisors can inspire employees to 
participate in professional training programs, 
employees are more likely to be ready for training 
and motivated to learn. Supervisor support also 
stimulates employees to apply new skills and 
knowledge to their current tasks, when the 
organization can establish a working environment 
where employees are motivated and feel valued. By 
doing so, public sector organizations not only keep 
employees productive but also prevent employees 
from leaving when the private sector offers 
opportunities for career advancement. 

Public organizations should also create a work 
environment that recognizes the support and effort 
of peers and supervisors. They are more likely to 
accept greater responsibility for stimulating 
employee accountability, which will positively affect 
employee attitude and performance. Specifically, the 
results indicate a significant and positive 
relationship between job performance with both 
motivations to learn and training transfer. This 
suggests that the more employees are motivated to 
learn, the better their performance and training 
transfer. Thus, leaders of public sector organizations 
should ensure that incentive policies inspire and 
motivate employees to learn new skills and 
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knowledge and transfer them to improve 
organizational performance. To do so, leaders should 
pay careful attention to designing professional 
training programs that meet job demands so that 
public servants are willing to share skills, 
knowledge, and experience in the workplace to 
improve job performance. It also implies that the 
more successful training transfer-related 
improvements in job performance will ultimately 
lead to a more effective training cost. 

This study contributes to the extant research in 
two ways. First, the paper examines the process 
through which motivation to learn and to train 
transfer interactions to affect job performance under 
the support of peers and supervisors in public sector 
organizations in Vietnam. Second, the significant 
result of the contribution path is highlighted 
throughout a peer support-motivation to learn-
training transfer-job performance. In other words, 
the study confirms the significance of motivation to 
learn in stimulating training transfer and improving 
job performance in the public sector. Therefore, 
leaders in the public sector should create a dynamic 
working climate to provide support and motivate 
employees to transfer learned skills, knowledge, and 
experience at the workplace. Overall, the findings 
suggest that public sector organizations should 
establish motivation to transfer and ultimately 
ensure training transfer throughout generating a 
working environment enriched with peer support. 

Finally, the findings provide valuable evidence 
and implications for human resource management in 
public organizations with regard to the importance 
of enhancing interpersonal interactions and 
motivation to learn, training transfer, and job 
performance. Adequate attention should be paid to 
prioritizing solid interactions among public servants. 
Therefore, public organizations should generate 
incentive policies that recognize contribution in the 
workplace and attend to employee well-being and 
career development. Furthermore, the findings 
enable us to suggest that managers in the public 
sector should concentrate on motivation to transfer 
throughout initiating distinct intrinsic and extrinsic 
benefits of training programs to employees. By doing 
so, employees are provided with applications of 
learned skills and knowledge at the workplace. 
Organizational leaders can stimulate the perception 
of employees towards the training benefits and build 
motivation to transfer. 

6. Conclusion 

This paper investigated the role of supervisor and 
peer support in motivating public servants to learn 
and transfer knowledge and experience to improve 
job performance in the public sector in Vietnam. The 
findings provide recommendations for 
organizational leaders to reform policies as well as 
nurture a working climate in which employees are 
motivated to learn, share experience, and propose 
novel ideas. In this understanding, public 
organization leaders should design professional 

training courses and host counseling seminars for 
public servants so that they are willing to devote 
more time and effort to improving job performance. 
Finally, public organizations should create a work 
climate that fosters employee pursuit of lifelong 
learning. 

7. Limitations and suggestions for further study 

One limitation of the study is that data were 
collected at a single point in time and in one 
province of Vietnam with a cross-sectional design 
methodology. Chiaburu and Lindsay (2008) 
mentioned that the collection of data at one point of 
time in training research makes it difficult to drive 
inferences of causality (Dysvik and Kuvaas, 2008), 
restricting the explanatory power of the results 
(Gegenfurtner et al., 2009). Thus, implementing a 
longitudinal study in this area would assist in 
validating the current findings.  

Another limitation is that data were collected 
from public sector organizations. Therefore, future 
studies could replicate the research model used here 
in other organizations, such as private enterprises 
and multinational companies. Conducting a study 
across different businesses will allow a fuller 
understanding of the role of the proposed constructs 
in motivation to learn and transfer skills and 
knowledge at the workplace. 

Compliance with ethical standards 

Conflict of interest 

The authors declare that they have no conflict of 
interest. 

References  

Baldwin TT and Ford JK (1988). Transfer of training: A review and 
directions for future research. Personnel Psychology, 41(1): 
63-105.                                                     
https://doi.org/10.1111/j.1744-6570.1988.tb00632.x 

Bates AR, Holton EF, Seyler DL, and Carvalho MA (2000). The role 
of interpersonal factors in the application of computer-based 
training in an industrial setting. Human Resource 
Development International, 3(1): 19-42.  
https://doi.org/10.1080/136788600361920 

Blume BD, Ford JK, Surface EA, and Olenick J (2019). A dynamic 
model of training transfer. Human Resource Management 
Review, 29(2): 270-283.  
https://doi.org/10.1016/j.hrmr.2017.11.004 

Bollen KA (1989). Structural equations with latent variables. John 
Wiley and Sons, Hoboken, USA.  
https://doi.org/10.1002/9781118619179 

Broad M and Newstrom J (1992). Transfer of training. Addison-
Wesley, Reading, USA. 

Broad ML (2003). Managing the organizational learning transfer 
system. In: Holton III EF and Baldwin TT (Eds.), Improving 
learning transfer in organizations: 97-114. John Wiley and 
Sons, Hoboken, USA. 

Chauhan R, Ghosh P, Rai A, and Kapoor S (2017). Improving 
transfer of training with transfer design. Journal of Workplace 
Learning, 29: 268–285.                             
https://doi.org/10.1108/JWL-08-2016-0079 

https://doi.org/10.1111/j.1744-6570.1988.tb00632.x
https://doi.org/10.1080/136788600361920
https://doi.org/10.1016/j.hrmr.2017.11.004
https://doi.org/10.1002/9781118619179
https://doi.org/10.1108/JWL-08-2016-0079


Phuong V. Nguyen, Tuyet Thi Thanh Tran/International Journal of Advanced and Applied Sciences, 7(7) 2020, Pages: 7-18 

16 
 

Chauhan R, Ghosh P, Rai A, and Shukla D (2016). The impact of 
support at the workplace on transfer of training: A study of an 
Indian manufacturing unit. International Journal of Training 
and Development, 20(3): 200-213.  
https://doi.org/10.1111/ijtd.12083 

Chen CF (2008). Investigating structural relationships between 
service quality, perceived value, satisfaction, and behavioral 
intentions for air passengers: Evidence from Taiwan. 
Transportation Research Part A: Policy and Practice, 42(4): 
709-717.                                
https://doi.org/10.1016/j.tra.2008.01.007 

Cheng EW and Ho DC (2001). A review of transfer of training 
studies in the past decade. Personnel Review, 30: 102-118.  
https://doi.org/10.1108/00483480110380163 

Chiaburu DS and Lindsay DR (2008). Can do or will do? The 
importance of self-efficacy and instrumentality for training 
transfer. Human Resource Development International, 11(2): 
199-206.                      
https://doi.org/10.1080/13678860801933004 

Chiaburu DS and Marinova SV (2005). What predicts skill 
transfer? An exploratory study of goal orientation, training 
self‐efficacy and organizational supports. International 
Journal of Training and Development, 9(2): 110-123.  
https://doi.org/10.1111/j.1468-2419.2005.00225.x 

Chiaburu DS and Tekleab AG (2005). Individual and contextual 
influences on multiple dimensions of training effectiveness. 
Journal of European Industrial Training, 29: 604-626.  
https://doi.org/10.1108/03090590510627085 

Chuang A, Liao WC, and Tai WT (2005). An investigation of 
individual and contextual factors influencing training 
variables. Social Behavior and Personality: An International 
Journal, 33(2): 159-174.  
https://doi.org/10.2224/sbp.2005.33.2.159 

Clark CS, Dobbins GH, and Ladd RT (1993). Exploratory field study 
of training motivation: Infiluence of involvement, credibility, 
and transfer climate. Group and Organization Management, 
18(3): 292-307.  
https://doi.org/10.1177/1059601193183003 

Colquitt JA, LePine JA, and Noe RA (2000). Toward an integrative 
theory of training motivation: A meta-analytic path analysis of 
20 years of research. Journal of Applied Psychology, 85(5): 
678-707.                                                    
https://doi.org/10.1037/0021-9010.85.5.678 
PMid:11055143 

Cromwell SE and Kolb JA (2004). An examination of work‐
environment support factors affecting transfer of supervisory 
skills training to the workplace. Human Resource 
Development Quarterly, 15(4): 449-471.  
https://doi.org/10.1002/hrdq.1115 

Deconinck JB and Johnson JT (2009). The effects of perceived 
supervisor support, perceived organizational support, and 
organizational justice on turnover among salespeople. Journal 
of Personal Selling and Sales Management, 29(4): 333-350.  
https://doi.org/10.2753/PSS0885-3134290403 

Dysvik A and Kuvaas B (2008). The relationship between 
perceived training opportunities, work motivation and 
employee outcomes. International Journal of Training and 
Development, 12(3): 138-157.  
https://doi.org/10.1111/j.1468-2419.2008.00301.x 

Elangovan AR and Karakowsky L (1999). The role of trainee and 
environmental factors in transfer of training: An exploratory 
framework. Leadership and Organization Development 
Journal, 20: 268-276.  
https://doi.org/10.1108/01437739910287180 

Facteau JD, Dobbins GH, Russell JE, Ladd RT, and Kudisch JD 
(1995). The influence of general perceptions of the training 
environment on pretraining motivation and perceived 
training transfer. Journal of Management, 21(1): 1-25.  
https://doi.org/10.1177/014920639502100101 

Ford JK and Weissbein DA (1997). Training of transfer: An 
updated review. Performance Improvement Quarterly, 10(2): 
22-41.                                                       
https://doi.org/10.1111/j.1937-8327.1997.tb00047.x 

Fornell C and Larcker DF (1981). Evaluating structural equation 
models with unobservable variables and measurement error. 
Journal of Marketing Research, 18(1): 39-50.  
https://doi.org/10.1177/002224378101800104 

Foxon M (1993). A process approach to the transfer of training. 
Australasian Journal of Educational Technology, 9(2): 130-
143.                                                     
https://doi.org/10.14742/ajet.2104 

Gegenfurtner A, Festner D, Gallenberger W, Lehtinen E, and 
Gruber H (2009). Predicting autonomous and controlled 
motivation to transfer training. International Journal of 
Training and Development, 13(2): 124-138.  
https://doi.org/10.1111/j.1468-2419.2009.00322.x 

George D and Mallery M (2003). Using SPSS for Windows step by 
step: A simple guide and reference. 11.0 Update, Allyn and 
Bacon, Boston, USA. 

Georgenson DL (1982). The problem of transfer calls for 
partnership. Training and Development Journal, 36(10): 75–
78. 

Gilpin-Jackson Y and Bushe GR (2007). Leadership development 
training transfer: A case study of post-training determinants. 
Journal of Management Development, 26(10): 980-1004.  
https://doi.org/10.1108/02621710710833423 

Green SB (1991). How many subjects does it take to do a 
regression analysis? Multivariate Behavioral Research, 26(3): 
499-510.                     
https://doi.org/10.1207/s15327906mbr2603_7 
PMid:26776715 

Hair JF, Black WC, Babin BJ, and Anderson RE (2009). Multivariate 
data analysis. 7th Edition, Peason Prentice Hall, Upper Saddle 
River, USA. 

Hawley JD and Barnard JK (2005). Work environment 
characteristics and implications for training transfer: A case 
study of the nuclear power industry. Human Resource 
Development International, 8(1): 65-80.  
https://doi.org/10.1080/1367886042000338308 

Holton EF and Baldwin TT (2003). Making transfer happen: An 
action perspective on learning transfer systems. In: Holton EF 
and Baldwin TT (Eds.), Improving learning transfer in 
organizations: 3-15. John Wiley and Sons, Hoboken, USA. 

Holton EF, Bates RA, Seyler DL, and Carvalho MB (1997). Toward 
construct validation of a transfer climate instrument. Human 
Resource Development Quarterly, 8(2): 95–113.  
https://doi.org/10.1002/hrdq.3920080203 

Holton III EF, Chen HC, and Naquin SS (2003). An examination of 
learning transfers system characteristics across 
organizational settings. Human Resource Development 
Quarterly, 14(4): 459-482.  
https://doi.org/10.1002/hrdq.1079 

Hu LT and Bentler PM (1999). Cutoff criteria for fit indexes in 
covariance structure analysis: Conventional criteria versus 
new alternatives. Structural Equation Modeling: A 
Multidisciplinary Journal, 6(1): 1-55.  
https://doi.org/10.1080/10705519909540118 

Hutchins HM (2009). In the trainer's voice: A study of training 
transfer practices. Performance Improvement Quarterly, 
22(1): 69-93.                                     
https://doi.org/10.1002/piq.20046 

Kim EJ, Park S, and Kang HST (2019). Support, training readiness 
and learning motivation in determining intention to transfer. 
European Journal of Training and Development, 43: 306-321. 
https://doi.org/10.1108/EJTD-08-2018-0075 

Kline RB (1998). Principles and practice of structural equation 
modeling. Guilford Publications, New York, USA. 

https://doi.org/10.1111/ijtd.12083
https://doi.org/10.1016/j.tra.2008.01.007
https://doi.org/10.1108/00483480110380163
https://doi.org/10.1080/13678860801933004
https://doi.org/10.1111/j.1468-2419.2005.00225.x
https://doi.org/10.1108/03090590510627085
https://doi.org/10.2224/sbp.2005.33.2.159
https://doi.org/10.1177/1059601193183003
https://doi.org/10.1037/0021-9010.85.5.678
https://doi.org/10.1002/hrdq.1115
https://doi.org/10.2753/PSS0885-3134290403
https://doi.org/10.1111/j.1468-2419.2008.00301.x
https://doi.org/10.1108/01437739910287180
https://doi.org/10.1177/014920639502100101
https://doi.org/10.1111/j.1937-8327.1997.tb00047.x
https://doi.org/10.1177/002224378101800104
https://doi.org/10.14742/ajet.2104
https://doi.org/10.1111/j.1468-2419.2009.00322.x
https://doi.org/10.1108/02621710710833423
https://doi.org/10.1207/s15327906mbr2603_7
https://doi.org/10.1080/1367886042000338308
https://doi.org/10.1002/hrdq.3920080203
https://doi.org/10.1002/hrdq.1079
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1002/piq.20046
https://doi.org/10.1108/EJTD-08-2018-0075


Phuong V. Nguyen, Tuyet Thi Thanh Tran/International Journal of Advanced and Applied Sciences, 7(7) 2020, Pages: 7-18 

17 
 

Klink VDM, Gielen E, and Nauta C (2001). Supervisory support as a 
major condition to enhance transfer. International Journal of 
Training and Development, 5(1): 52-63.  
https://doi.org/10.1111/1468-2419.00121 

Kodwani AD and Prashar S (2019). Exploring the influence of pre-
training factors on training effectiveness-moderating role of 
trainees’ reaction: A study in the public sector in India. Human 
Resource Development International, 22(3): 283-304.  
https://doi.org/10.1080/13678868.2019.1596012 

Kontoghiorghes C (2002). Predicting motivation to learn and 
motivation to transfer learning back to the job in a service 
organization: A new systemic model for training effectiveness. 
Performance Improvement Quarterly, 15(3): 114-129.  
https://doi.org/10.1111/j.1937-8327.2002.tb00259.x 

Kozlowski SW, Gully SM, Brown KG, Salas E, Smith EM, and Nason 
ER (2001). Effects of training goals and goal orientation traits 
on multidimensional training outcomes and performance 
adaptability. Organizational Behavior and Human Decision 
Processes, 85(1): 1-31.  
https://doi.org/10.1006/obhd.2000.2930 PMid:11341815 

Kupritz VW (2002). The relative impact of workplace design on 
training transfer. Human Resource Development Quarterly, 
13(4): 427-447.                                
https://doi.org/10.1002/hrdq.1042 

Lancaster S, Di Milia L, and Cameron R (2013). Supervisor 
behaviours that facilitate training transfer. Journal of 
Workplace Learning, 25: 6-22.  
https://doi.org/10.1108/13665621311288458 

Lee TH (2009). A structural model to examine how destination 
image, attitude, and motivation affect the future behavior of 
tourists. Leisure Sciences, 31(3): 215-236.  
https://doi.org/10.1080/01490400902837787 

Lepine JA, Lepine MA, and Jackson CL (2004). Challenge and 
hindrance stress: Relationships with exhaustion, motivation 
to learn, and learning performance. Journal of Applied 
Psychology, 89(5): 883-891.                     
https://doi.org/10.1037/0021-9010.89.5.883 
PMid:15506867 

Lim DH and Johnson SD (2002). Trainee perceptions of factors 
that influence learning transfer. International Journal of 
Training and Development, 6(1): 36-48.  
https://doi.org/10.1111/1468-2419.00148 

Lim DH and Morris ML (2006). Influence of trainee characteristics, 
instructional satisfaction, and organizational climate on 
perceived learning and training transfer. Human Resource 
Development Quarterly, 17(1): 85-115.  
https://doi.org/10.1002/hrdq.1162 

Malhotra NK, Birks DK, and Wills P (2010). Marketing research: 
An applied orientation. 6th European Edition, Pearson 
Education Limited, London, UK.  

Martin HJ (2010). Improving training impact through effective 
follow‐up: Techniques and their application. Journal of 
Management Development, 29: 520–534.  
https://doi.org/10.1108/02621711011046495 

Mathieu JE, Martineau JW, and Tannenbaum SI (1993). Individual 
and situational influences on the development of self‐efficacy: 
Implications for training effectiveness. Personnel Psychology, 
46(1): 125-147.                                     
https://doi.org/10.1111/j.1744-6570.1993.tb00870.x 

McCracken M, Brown TC, and O'Kane P (2012). Swimming against 
the current: Understanding how a positive organisational 
training climate can enhance training participation and 
transfer in the public sector. International Journal of Public 
Sector Management, 25: 301–316.  
https://doi.org/10.1108/09513551211244124 

Michaels E, Handfield-Jones H, and Axelrod B (2001). Talent 
management: A critical part of every leader's job. Ivey 
Business Journal, 66(2): 53-74. 

Nijman DJJ, Nijhof WJ, Wognum AI, and Veldkamp BP (2006). 
Exploring differential effects of supervisor support on transfer 
of training. Journal of European Industrial Training, 30: 529–
549.                             
https://doi.org/10.1108/03090590610704394 

Noe RA and Schmitt N (1986). The influence of trainee attitudes 
on training effectiveness: Test of a model. Personnel 
Psychology, 39(3): 497-523.               
https://doi.org/10.1111/j.1744-6570.1986.tb00950.x 

Noe RA and Wilk SL (1993). Investigation of the factors that 
influence employees' participation in development activities. 
Journal of Applied Psychology, 78(2): 291-302.  
https://doi.org/10.1037/0021-9010.78.2.291 

O'Driscoll MP and Randall DM (1999). Perceived organisational 
support, satisfaction with rewards, and employee job 
involvement and organisational commitment. Applied 
Psychology, 48(2): 197-209.               
https://doi.org/10.1111/j.1464-0597.1999.tb00058.x 

Quinones M (1995). Pretraining context effects: Training 
assignment as feedback. Journal of Applied Psychology, 80(2): 
226-238.                                                   
https://doi.org/10.1037/0021-9010.80.2.226 

Ruona EAW, Leimbach M, Holton FE, and Bates R (2002). The 
relationship between learner utility reactions and predicted 
learning transfer among trainees. International Journal of 
Training and Development, 6(4): 218-228.  
https://doi.org/10.1111/1468-2419.00160 

Rupp DE and Cropanzano R (2002). The mediating effects of social 
exchange relationships in predicting workplace outcomes 
from multifoci organizational justice. Organizational Behavior 
and Human Decision Processes, 89(1): 925-946.  
https://doi.org/10.1016/S0749-5978(02)00036-5 

Tharenou P (2001). The relationship of training motivation to 
participation in training and development. Journal of 
Occupational and Organizational Psychology, 74(5): 599-621. 
https://doi.org/10.1348/096317901167541 

Tracey JB, Hinkin TR, Tannenbaum S, and Mathieu JE (2001). The 
influence of individual characteristics and the work 
environment on varying levels of training outcomes. Human 
Resource Development Quarterly, 12(1): 5-23.  
https://doi.org/10.1002/1532-
1096(200101/02)12:1<5::AID-HRDQ2>3.0.CO;2-J 

Tran KT, Nguyen PV, Dang TT, and Ton TN (2018). The impacts of 
the high-quality workplace relationships on job performance: 
A perspective on staff nurses in Vietnam. Behavioral Sciences, 
8(12): 109.                                       
https://doi.org/10.3390/bs8120109                        
PMid:30477199 PMCid:PMC6316783  

Tremblay M, Cloutier J, Simard G, Chênevert D, and Vandenberghe 
C (2010). The role of HRM practices, procedural justice, 
organizational support and trust in organizational 
commitment and in-role and extra-role performance. The 
International Journal of Human Resource Management, 21(3): 
405-433.                     
https://doi.org/10.1080/09585190903549056 

Westman JG, Daleiden EL, and Chorpita BF (2019). The agency 
supervisor model: Developing supervisors who facilitate 
therapist transfer of training in community behavioral health 
service organizations. The Clinical Supervisor.  
https://doi.org/10.1080/07325223.2019.1695159  

Xiao J (1996). The relationship between organizational factors and 
the transfer of training in the electronics industry in 
Shenzhen, China. Human Resource Development Quarterly, 
7(1): 55-73.                          
https://doi.org/10.1002/hrdq.3920070107 

Yamnill S and McLean GN (2001). Theories supporting transfer of 
training. Human Resource Development Quarterly, 12(2): 
195-208.                                                   
https://doi.org/10.1002/hrdq.7 

https://doi.org/10.1111/1468-2419.00121
https://doi.org/10.1080/13678868.2019.1596012
https://doi.org/10.1111/j.1937-8327.2002.tb00259.x
https://doi.org/10.1006/obhd.2000.2930
https://doi.org/10.1002/hrdq.1042
https://doi.org/10.1108/13665621311288458
https://doi.org/10.1080/01490400902837787
https://doi.org/10.1037/0021-9010.89.5.883
https://doi.org/10.1111/1468-2419.00148
https://doi.org/10.1002/hrdq.1162
https://doi.org/10.1108/02621711011046495
https://doi.org/10.1111/j.1744-6570.1993.tb00870.x
https://doi.org/10.1108/09513551211244124
https://doi.org/10.1108/03090590610704394
https://doi.org/10.1111/j.1744-6570.1986.tb00950.x
https://doi.org/10.1037/0021-9010.78.2.291
https://doi.org/10.1111/j.1464-0597.1999.tb00058.x
https://doi.org/10.1037/0021-9010.80.2.226
https://doi.org/10.1111/1468-2419.00160
https://doi.org/10.1016/S0749-5978(02)00036-5
https://doi.org/10.1348/096317901167541
https://doi.org/10.1002/1532-1096(200101/02)12:1%3C5::AID-HRDQ2%3E3.0.CO;2-J
https://doi.org/10.1002/1532-1096(200101/02)12:1%3C5::AID-HRDQ2%3E3.0.CO;2-J
https://doi.org/10.3390/bs8120109
https://doi.org/10.1080/09585190903549056
https://doi.org/10.1080/07325223.2019.1695159
https://doi.org/10.1002/hrdq.3920070107
https://doi.org/10.1002/hrdq.7


Phuong V. Nguyen, Tuyet Thi Thanh Tran/International Journal of Advanced and Applied Sciences, 7(7) 2020, Pages: 7-18 

18 
 

Yarnall J (1998). Line managers as career developers: Rhetoric or 
reality? Personnel Review, 27: 378–395.  
https://doi.org/10.1108/00483489810230325 

Zumrah AR and Boyle S (2015). The effects of perceived 
organizational support and job satisfaction on transfer of 
training. Personnel Review, 44(2): 236-254.  
https://doi.org/10.1108/PR-02-2013-0029   

 

https://doi.org/10.1108/00483489810230325
https://doi.org/10.1108/PR-02-2013-0029

	Role of motivation to learn in training transfer and job performance underpeer and supervisor support in the Vietnamese public sector
	1. Introduction
	2. Literature review and hypothesis development
	2.1. Peer support in motivation to learn and training transfer
	2.2. Motivation to learn and training transfer under the supervisor support

	3. Methodology
	3.1. Research design and measurement
	3.2. Data collection

	4. Results
	4.1. Reliability validity and construct validity
	4.2. Model fit, convergent validity, and discriminant validity
	4.3. Structural equation modeling test

	5. Discussions and implications
	5.1. Discussions
	5.2. Managerial implications

	6. Conclusion
	7. Limitations and suggestions for further study
	Compliance with ethical standards
	Conflict of interest
	References


