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Abstract: Trainees'learning from training is an important factor for behaviour change of the trainees.

The current studys aim is to investigate the relationship between trainees' learning and trainee
behaviour in social enterprises operating in Pakistan. The study further investigates the moderating
influence of trainees’ motivation to transter in the relationship amid trainees' learning and trainees’
behaviour. The questionnaires adopted relevant to variables were distributed among skill certification
training program trainees of social enterprises in the cities ranked in the world entrepreneurship index
-2018, including Lahore, Karachi, Peshawar and Islamabad. A total of 394 responses to the completed
survey questionnaire were received at two-time intervals. Different statistical tools, including Structure
equation modelling (SEM) and others, were utilised on the collected data. The study found a significant
relationship between trainees' learning and behaviour, levels two and three of the Kirkpatrick model.
However, the results did not support the second hypothesis of the moderating influence of trainees’
motivation to transfer in the relationship between trainees’learning and trainees’ behaviour in social
enterprises of Pakistan.
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Introduction in the organisation. Human capital is a well-
established  resource  of  competitive
advantage that argues organisational
competitiveness through creativity,
innovation, quality enhancement and cost
reduction (Baloch & Inam, 2009; Mellander &
Florida, 2021). Historically, Adam Smith
developed the notion of human capital in his
book "An Inquiry into the Nature and Causes
of the Wealth of Nations" in the 18th century.
Smith's book looked at how a nation's wealth
was made up of its people's knowledge,
training, experience, and abilities. (Ucak
2015). Smith's book looked at how a nation’s
wealth was made up of its people's
knowledge, training, experience, and abilities.
Investing in any or all of these characteristics
will benefit the firm in two ways: it will

Human capital formation occurs when an
existing employee is further developed by
getting new job-related learning to become
more educated and skilful according to the
job in the organisation. For the said reason,
organisations spend millions of dollars to
enhance the skills, knowledge and job-related
abilities to make effective human capital
(Frey. 2017). Learned human capital can boost
the organisation's productive capacity.
Human capital is the stock of skills and useful
knowledge that they contain about their job
in the organisation. Level 2 of the Kirkpatrick
model is trainee learning. Learning is the
process of acquiring new skills and
knowledge for effective and efficient working
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enhance production while also enhancing the
earning power of the employee. When
training is implemented effectively, job
satisfaction and organisational commitment
increase, and employees are more likely to
stay with a company for an extended period
of time (Bhalotra & Clarke, 2020).

Training is recognised as the most
effective instrument to enhance employees'
knowledge, skills and capabilities (Bhatti,
2014). Therefore organisations allocate funds
to develop and improve the existing skills and
knowledge of employees (Garavan et al.
2021). The return on investment will be
considered achieved when the trainees
acquire the job-related knowledge, skills and
abilities (KSA) from the training program and
develop their behaviour (Hutchins, 2010). The
third Level 3 of Kirkpatrick's model of training
evaluation is behaviour change or transfer.
Trainees’ behaviour is defined as the
development/change of behaviour due to the
transferred job-related knowledge, skills and
abilities to the trainees (Mohamad and
Osman, 2017). It has defined as the level of
change in the behaviour of trainees by
attending the training program assessed in
the workplace (Sharma, 2016). The level of
behaviour or transfer determines whether
the participant of the training who acquired
KSA utilises his new skill or knowledge in the
organisation. If not, the training may not have
an impact on the effectiveness of the
organisation (Homklin, 2014). Kirkpatrick's
four-level model is also the most well-known
and commonly used because it is basic,
evident, and straightforward, which is exactly
what training evaluators require. In
academics, the notion is still extensively
utilised and business, as well as in research
(Sukserm & Takashi 2012; Mohamad &
Osman 2017; Brooke, Rasdi & Samah 2017).
However, level Three "Trainees behaviour”
has been ignored in most of the training
evaluation studies (Langmann & Thomas
2019; Kim et al., 2020).

In the context of social enterprises' skill
certification training programme in Pakistan,
most of the social enterprises give skill
training but ignore to analyse the
effectiveness of pieces of training, which is
beneficial for management to evaluate
training effectiveness. The growing problem
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in Pakistani working organisations is the
measurement of the effectiveness of training
(Aziz, 2013). Training characteristics research
has reached a more advanced stage and is
now looking at the characteristics of
principles of learning. The packages of
characteristics have been identified by the
researchers of the present era, and additional
characteristics like error training have also
been investigated (Kuijpers et al. 2020).
Ascertaining  the  specific  individual
characteristics like trainees’ motivation to
transfer of training is important to analyse
how much behaviour change and
improvement in performance occur as a
result of training learning (Vega, 2019). In
particular, academic relationships between
trainees' learning and behaviour of the
Kirkpatrick model in social enterprise in the
context of Pakistan are relatively new (Cheah
etal., 2019).

Forgoing in view, the current research is
an attempt to fill the literature gap to analyse
the relationship between the trainees
learning and behaviour and analyse the
moderating role of trainees’ motivation to
transfer in the relationship between trainees
learning and trainees' behaviour in social
entrepreneurship operating in the cities
ranked in world entrepreneurship index -
2018 including Lahore, Karachi, Peshawar and
Islamabad.

Literature Review

Relationship between Trainee Learning and
Trainee behaviour

As globalisation emerges in the business
world, the training related to jobs becomes
important, and organisations spend millions
on a training programs to enhance the service
quality, increase efficiency, decrease cost and
increase productivity for profit (Mohanty et
al.. 2019; Sahni, 2020). Training learning is the
transfer of training in the form of knowledge,
skills and abilities (Reese, 2020). Training
transfer or learning becomes the main aim,
goal and problem of the human resource
department of organisations in today's
competitive environment (Shen & Tang, 2018;
Mohamad & Osman, 2017). The training is
effective if the KSA transfers successfully to
employees. The effectiveness of training can
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be summarised as the acquisition and
transfer of the KSA of the training in the form
of changed behaviour (Guan & Frenkel, 2018).
If the trainees acquire learning from the job-
related training, their knowledge skills and
work-related abilities will be enhanced, and
behavioural development will take place.
Thus by utilising learned knowledge, good
learners believe in performing better. Once
the behaviour of employees develops by
acquiring knowledge, skills and abilities from
the training program, the return on
investment is considered to be achieved
(Botke et al.. 2018).

Learning is the process of gaining new
understanding, acquaintances, performances,
skills, values, attitudes, and inclinations. The
capacity to learn is controlled by humans,
creatures, and some machines; there is also
evidence for some kind of learning even in
certain plants (Karban, 2015). Therefore,
learning is “a process that leads to change,
which occurs as a result of experience and
increases the potential for improved
performance and future learning” (Ambrose
et al., 2010, p. 3). The change in the learner
may happen at the level of knowledge,
attitude or behaviour. One of Kirkpatrick's
publications in 1994 argued that if the trainee
hasn't learned, there will be no occurrence of
a change in the behaviour of the trainee
(Martins et al., 2019). According to the
hierarchical diagram by Hubbard (2009), the
performance of the employees in an
organisation was directed towards training
transfer and training investment (Yang &
Watson, 2020; Martins et al., 2019; Snell et al.
2015). The level of change in behaviour and
attitudes by knowledge, skills and abilities
that are applied in the organisation is
effectively defined as training transfer
(Mohamad and Osman, 2017; Turab &
Casimir, 2015).

A study by Liebermann & Hoffman
(2008) identified that learning impacts
directly over the transfer. The expectancy
theory (Vroom 1964) states that the motives of
individual learners lead toward performance
improvement in case the training learner
feels good to utilise knowledge and skills of
the training (Homklin 2013). Therefore good
learners may develop their behaviour and
utilise the knowledge of training in the
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workplace. The change or development in the
trainees' behaviour could be found in the
workplace if more training knowledge is
learned from the training (Brown & Sitzmann,
2011). The study of Thammachi 2018
identified a significant correlation between
behaviour and trainees' learning. The
relationship between learning and behaviour
has not been investigated in social enterprises
of Pakistan, but keeping in view previous
literature and research on the relationship
between learning and behaviour, it is
hypothesised;

Hypothesis Ol: Learning has a significant
relationship with behaviour in Social
Enterprises of Pakistan.

Moderating Role of Trainee Motivation of
Transfer in Relation to Learning and Trainee
behaviour

For transferring training, the essential part is
learning and motivation (Reinhold et al.
2018). It is not possible to transfer the
outcomes of training to the workplace
without learning and motivation. Motivation
is the trainees' desire or inspiration to
practically implement or practice the learned
material in the workplace (Bates and Holton
2012). The desire of learners to implement the
learned KSA of training programmes at work
motivates them to transfer (Blume, 2019). Due
to the unsatisfactory transfer rate,
practitioners and researchers have long been
concerned about transfer of training and
implementation  of  developed  skills,
knowledge attitudes and abilities in the
workplace (Mohan Yang, 2020). Motivation to
transfer and learning are important factors
for successful training transfer (Reinhold et
al. 2018). Transfer motivation is a crucial
factor in the training transfer process.
Without motivation, it is impossible to
communicate knowledge successfully. In
other words, in order to transfer gained
expertise and knowledge, trainees must have
transfer motivation, as motivation can
influence an employee's readiness to
utilisation what they've acquired from job-
related training (Dewayani & Ferdinand 2019).
The successfully learned trainees who want
to apply their new information, skills, and
talents in the job are more likely to change
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their behaviour (Al-Mughairi, 2018). The goals
of learning orientation have an impact on
proactive behaviour. Individuals with a strong
learning goal orientation will be able to
master new skills (Bhatti et al., 2014). Because
training transfer might have a favourable
effect on trainees' work performance, the low
occurrence of behavioural change requires a
better knowledge of the factors of training
transfer (Hoyt, 2013; Shen & Tang, 2018).

Several studies (e.g. Blume, 2019;
Reinhold et al. 2018) defined transfer of
training as the rate at which acquired
knowledge or skills are put into practice in the
workplace (Brown & Warren, 2014; Saks &
Burke, 2012). Another viewpoint considers
transfer to be the quality or efficacy with
which newly learned materials are applied
and with the result of developed behaviour
(Massenberg et al.. 2015; Hua et al, 2011;
Qamar & Baloch, 2017)) or even how learning
may be better customise to meet the needs of
a specific profession (Blume, 2019). The final
perspective defined training transfer as an
increase in employees' working efficacy
following behaviour modification and the
application of new knowledge (Shen & Tang
2018; Baloch et al., 2021). The transfer of
training definition (or conceptualised) is
critical because, as Blume et al. (2010) have
analysed in their study analysis, the elements
those influence transfer differ depending on
its particular conceptualisation of it (Shen &
Tang. 2018). For instance, Blume et al. (2010)
observed that motivation transfer is stronger
when behaviour change is measured in terms
of how frequently new knowledge is applied
rather than how efficiently it is executed
(Baloch et al., 2007; Schoeb et al., 2021).

Baloch (2009), in its meta-analysis of over
a hundred studies probing individual or
group processes in different organisational
settings, stated that the relationship between
job satisfaction and job design, job
techniques, workplace motivation, physical
environment, leadership and communication
styles, rewards and recognition greatly
impacts productivity. Motivation to transfer,
according to Axtell et al. (1997), is an indicator
of immediate and long-term transfer. Indeed,
this outcome is an important transfer
indicator since it predicts "the trainee's effort
to adapt what he learned during the training
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to his employment (MacRae & Skinner, 2011;
Baloch, 2009). Motivation to transfer is also
interesting as a 'hot indication' of transfer (that
is, one that can be measured at the end of the
training) (Peters et al.. 2012). The more the
trainees have motivation to transfer, the more
learned  skill executed in behaviour
development in the shape of transfer of
training (Treuer et al, 2013). Similarly,
Trainees who lack motivation are more likely
to struggle and face difficulty with acquiring
the information and exhibiting the necessary
degree of skill (Roberts et al., 2018). As a result,
a low return on investment and behaviour
change will take place in organisations
(Salamon et al., 2021).

Trainee motivation is a crucial predictor
of how well material learnt in a training
programme is transferred to the workplace,
resulting in improved trainee behaviour
(Grossman & Salas., 2011). The effect of
intention to transfer on training success has
been investigated and shown to be essential.
According to the study by Liebermann and
Hoffmann (2008), motivation to transfer has
a favourable effect on learning transfer and
has a beneficial impact on modifying and
improving behaviour (Shen & Tang, 2018).
Furthermore, Warr, Allan, and Birdi (1999)
found in their study that trainees' reported
post-training competence was influenced by
their learning motivation (Treuer et al., 2013).
When learners are driven to learn and
transfer knowledge throughout the training
process, it is much easier to transfer
knowledge (Dewayani & Ferdinand 2019).
However, the consistent framework is a
deficit in the studies on motivation to transfer
for considering it as a moderator variable
affecting this process (Brown & Warren
2014). Similarly, the Expectancy theory of
Vroom 1964 argues that the learner will be
more motivated if his motives are supposed
to support his performance (Saks & Burke
2012).

Based on the Vroom theory, it can be
suggested that if the trainees’ motives are
supported to transfer the gained knowledge
into the workplace, more behaviour
development or transfer will take place
instead of the one with the low motivation to
transfer. In the context of the motivation to
shift to a moderating effect, past research has
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remained unclear, particularly in relation to
changes in behaviour and learning. It can be
proposed as per the available literature that
motivated to transfer trainees will be more
transfer the knowledge, skills and abilities of
the training to the workplace (Dewayani &
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Ferdinand 2019). Based on the literature, it has
been proposed that;

Hypothesis 02: Trainees' Motivation of
Transfer has Moderating role in Relationship
of Trainee’s Learning & Trainee’s Behavior.

‘ Trainees’ Learning

‘ Trainees' Motivation for
Transfer

— Y

Figure 1: Conceptual Model

}
Trainees  Behavior

Methodology

The skill certification trainees in social
enterprises operating in Peshawar, Lahore,
Karachi and Islamabad were selected as per
cities selected in Global Startups Ecosystem
index World Economic Forum report 2018.
The skill certification training program
offering social enterprises was selected. The
population of the trainees at the time of the
study was around 1267. Email, personal and
telephonic sources were used to collect the
data as it is almost difficult for any study to
cover all the population selected (Saunders et
al. 2015). The Yamane 1967 formula of
selection sample was utilised and selected
394 trainees in social enterprises for the
current study.

The adopted questionnaires were used to
collect the data from the selected sample of
social enterprises of Pakistan operating in
major cities Peshawar, Lahore, Karachi, and
[slamabad. The probability = sampling
technique was used to distribute the survey
for collecting data. Data were collected in
two-time intervals utilising a Time-lagged
design of collecting data to minimise the
weakness as identified in previous studies
(Grant &Langan-Fox, 2007; Baloch, 2017). In
the Tl time interval, the data regarding
Trainees' learning and behaviour were
collected, and in T2, after one month period,
the data regarding moderating variable
Trainees' motivation to transfer was collected.
There were roughly 1267 learners receiving
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skill certification training in total. The
questionnaires were given with a cover sheet
that included the study's purpose as well as
basic information such as education,
certification programme participation, and
other pertinent information. In the first phase
of the study, we issued 720 questionnaires to
arandomly selected sample, and we obtained
272 replies. 348 questionnaires were issued in
the second phase, and 282 replies were
obtained. Following a thorough review and
elimination of incomplete questionnaires, the
final 394 replies were deemed to be complete
in every way and appropriate for analysis.
Males made up 81 per cent of the
respondents, with 79 per cent being
undergraduates (16 years of education), 17 per
cent graduates (18 years of education), and
only 4% having a PhD. The respondents'
average age was 33.33. We used surveys with
a five-point Likert scale ranging from strongly
Agree (01) to strongly Disagree (01). (05).

Instruments

Trainers’ Learning

the construct of Trainee learning has been
adopted from the Homklin 2014 study.
Knowledge, attitudes and skills are the main
antecedents of Trainees' learning. The
construct consists of 07 numbers of items like
"My skills increased as a result of this course”
and ‘T remember almost every skill covered
in training," scaling the Five Likert scale from
01 (strongly agree) to 05 (strongly disagree).
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Trainers’ Behaviour

the construct of Trainees Behaviour has been
adopted from the Homklin 2014 study. The
knowledge, attitudes and skills are the main
antecedents of Trainees' learning. The
construct is consisting 06 numbers of items
like "I can accomplish my job tasks faster than
before training” and "I make fewer mistakes in
production when using new knowledge and
skills". The five Likert Scales were used from
strongly disagree 05 to strongly agree Ol.

Trainees Motivation to Transfer

The questionnaire on Trainees' motivation to
transfer to the current study was adopted
from the study of Gegenfurtner et al. (2009).
This level questionnaire consists of 04 items.
Five Likert scales from O1 strongly agree to 05
strongly disagree are used for collection of
data regarding the aid variable.

Data Analysis

The statistical tools, i.e. AMOS 24 and SPSS 26,
were utilised for a different test. Two staged
analysis approach was adopted in the current
research keeping in view the significant
effectiveness of covariance-based SEM in
different studies (Talwar et al., 2019). In the
first step of the research, the validity and
reliability of the constructs were analysed,
and SEM was used to check the proposed
model in the second step. By using multi-
group analysis through AMOS 24, the
moderating analyses were also carried out in
the end. The details are as below;

Table 1. Factor Loading Scores

Results

Common Method Bias

For this study, Harman's single factor test was
used to analyse the CMB (Common method
bias) (Podsakoff et al., 2012). For this test, all
the elements were converted to a single un-
rotated factor. The 31.584 % of the variance is
explained in the single factor. The variance
was less than the threshold value of 50%,
which explains that no CMB was found in the
current study's data. For further verification
of CMB, the marker variable technique was
used in the current research (Talwar et al.,
2020), confirming that the current data has
no issue of Common method bias.

Measurement Model

The CFA analysis was utilised for the
evaluation of the measurement model of the
study. The goodness of fit of the model
confirmed from the results of the RMSEA=
0.049, TLI = 0.974, CMIN/df= 1.931 and CFI =
0.978 (Hair et al., 2017). The value of CR
(Composite reliability) was 0.908 to 0.942,
which is within the acceptable value of 0.70,
contributing to convergent validity (Fornell
&Larcker, 1981). As shown in table 1, the factor
loading value of the construct items was at
least 0.60. The Structure Average Variance
Extract (AVE) was above 0.50. The results in
table 3 confirmed convergent validity (Fornell
& Larcker, 1981). The intercorrelation amongst
the items was below 0.80 and was below AVE
values square root confirming the
discriminant validity. Furthermore, the HTML
values were also confirming discriminant
validity with a value less than 0.85 (Barclay et
al., 1995).

; Loadings
Constructs Indicators = SE
TL1 0.789 0.792
TL2 0.826 0.891
Trainee Learning TL3 0.801 0.813
TL4 0.858 0.793
TL5 0.823 0.826
TL6 0.882 0.852
TL7 0.867 0.840
Trainee Behavior TB1 0.802 0.790
TB2 0.809 0.800
Vol. VII, No. Il (Spring 2022) Page | 169
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. Loadings

Constructs Indicators CFA SEM
TB3 0.787 0.798
TB4 0.828 0.813
TB5 0.794 0.804
TB6 0.781 0.794
MT1 0.860 0.884

. .. MT2 0.895 0.907

Trainee Motivation to Transfer MT3 0.853 0901

MT4 0.759 0.840
Table 2. Convergent and Discriminant Validity
CR AVE MSV Traine Traine Beh  Moti Trai
Learning

Traine_Learning  0.942 0.698 0.487 0.835

Traine_Beh 0.925 0.638 0.630 0.609*** 0.799

Moti_Trai 0.908 0.711 0.002 0.024 -0.043 0.843

Note. CR: Composite reliability, AVE: Average variance explained, MSV: Maximum shared variance.

Table 3. HTMT Analysis

Traine_Learning Traine Beh Moti_Trai
Traine_Learning
Traine_Beh 0.606
Moti_Trai 0.019 0.036
Structural Model of 0.612 with a critical ratio value of 11.073,
The first hypothesis was about the which is greater than 1.96. The relationship

relationship between trainees learning with
trainees' behaviour in social enterprises of
Pakistan. The results of the structural model
analysis are shown in table 4 that the
standardised coefficient has a positive value

Table 4. Results of Hypothesis Testing

was significant at a p-value of 0.001 < 0.05
implies that if there is learning taking place in
the training program, the behaviour of
trainees will be changed in social enterprises
of Pakistan.

Hyp Path Beta SE. CR. p-value Support
H1 Tralnge Learning& Trainee 612 064 11.073 . Accepted
Behavior
e O
Figure 2: Structural Model
Page | 170 Global Regional Review (GRR)
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Moderation Analysis

H2: Motivation to Transfer Moderates the
Relation between Trainee Learning and
Trainee Behavior

After analysing GOF, the moderation
analysis was conducted. The results of the
structural moderation model are presented in
table 5. The motivation to transfer (MT) low-
level path estimate value is 0.546, and the
high-level MT path estimate value is 0.610,

which shows little influence of moderation.
The Critical ratio was 0.921, which is less than
the acceptable value of 1.96. The results are
not supporting hypothesis H2. Although there
is a difference in low and high MT path
estimates, the critical ratio is less than 1.96.
This shows that the motivation to transfer
doesn't moderate the relation between
trainees' learning and trainee behaviour in
social enterprises of Pakistan.

Table 5. Results of Moderation Effect of Motivation to Transfer

High-LevelHigh- Low-
Path Level MT Level MT Critical ratio Results
Path Est. Path Est.
Tralnge Behavior <--Trainee 610%** 54E% 0921 Not
Learning Supported
Discussion 0.612 and a Critical ratio of 11.073, which is

Based on the literature on the variables and
the results, the variables are discussed below;
Trainees’

Trainees’ and

behaviour

Learning

Trainees' learning was associated with the
trainees' behaviour in social enterprises of
Pakistan through hypothesis HIl. The
hypothesis was supported by the results in
table 4.27, which means that trainees' learning
from training influences trainees' behaviour
of trainee in social enterprises of Pakistan.

This result is in line with the literature
related to trainees' learning and behaviour.
The study by Shahrooz Farjad (2012)
conducted over the training program of the
student of Islamshahr University found a
positive  relationship between trainees'
learning and trainees’ behaviour. Another
study by Thammachi 2018 also found the
relationship between learning and behaviour
in the Kirkpatrick model. Both of the studies
were conducted in a single institution, but the
current study is conducted in diverse cities
with different environments, and no study
has been conducted in the skill certification
program of social enterprises of Pakistan.

The results of the study, as presented in
the previous chapter, supported the Hl, as a
result, shows the p value of 0.001 less than
0.05 with a positive standardise coefficient of
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greater than 1.96. Overall the results show a
positive and significant relationship between
trainees learning and trainees' behaviour in a
skill ~ certification program in  social
enterprises of Pakistan, which supported
hypothesis H1 proposed in the current study
as well as previous literature (Long, 2008;
Leach & Liu, 2003).

Motivation to transfer Moderates the Relation
of Trainees Learning and behaviour

The motivation of transfer was associated as a
moderator in the relation of trainees
behaviour and resulted in social enterprises
of Pakistan through H2. However, the results
of the statistical tools in the previous chapter
do not support the H2 of the study.

Taking in view the previous literature in
regard to trainees’ motivation to transfer,
trainees learning, and trainees' behaviour,
several studies have been in line with the
current study and defined the factors
according to the situations. The desire or
inspiration of the trainees to practically
implement or practice the learned material in
the workplace is referred to as motivation
(Bates and Holton. 2007). Learners are
motivated to transfer what they have learnt in
training programs to the workplace by their
desire to use what they have learned in
training programs (Baldwin, Ford, & Blume
2017). Practitioners and researchers have long
been worried about the transfer of training
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and the application of newly acquired
knowledge, talents, and attitudes in the
workplace due to the low transfer rate
(Mohan Yang, 2020). Motivation to transfer
and learning are critical components of
successful training transfer (Gegenfurtner et
al.. 2009). Learning orientation goals have an
effect on proactive behaviour. People that
have a high learning goal orientation will be
able to acquire new abilities more quickly
(Bhatti et al., 2014). Because training transfer is
anticipated to improve trainees’ work
performance, the low rate of behavioural
change necessitates a deeper understanding
of the elements that influence training
transfer (Hoyt, 2013; Shen & Tang, 2018).
Motivation to transfer learning, according to
Liebermann and Hoffmann (2008). has a
positive impact on transfer as well as on
changing and enhancing behaviour (Shen &
Tang, 2018). In addition, Warr, Allan, and Birdi
(1999) discovered that trainees' stated post-
training competence was influenced by their
learning motivation in their study (Treuer et
al., 2013). The hypothesis was proposed and
tested, but the statistical results do not
support hypothesis H2.

The statistical tool was utilised to analyse
the data. The results of the structural
moderation model are given in table 4.32. The
estimated path results in a slight difference.
The low path estimate of motivation to
transfer was 0.546, and the high path estimate
of motivation to transfer was 0.610. The
difference of both model results shows the
difference but at a lower level. However, the
Critical ratio of the model was 0.921, less than
the threshold value of 1.96. As per the results,
the difference occurred but at a minimum
level, but the Critical ratio can be considered
for accepting the hypothesis. As the Critical
ratio is less than the acceptable level, the
hypothesis that trainees’ motivation to
transfer motivates trainees learning and
behaviour in social enterprises of Pakistan
was rejected and showed that no moderation
of motivation to transfer took place.

Managerial and Theoretical Implications

Shahid Al Muhammad Tufail and Samra Kiran

trainees' motivation to transfer in the
relationship between trainees learning and
trainees' behaviour in social enterprises of
Pakistan.

Motivation to transfer has an influential
role as a moderator in the relation of trainees'
learning and behaviour/ transfer. However, it
doesn't support that those training programs
would have similar outcomes. The literature
on motivation theories mentioned that
motivation to transfer is an important factor
for behaviour changes. However, the increase
and decrease can be varied in accordance
with the conditions (Lim & Johnson, 2002;
Homklin, 2014). The study results validated
the Kirkpatrick model's effectiveness for the
Pakistan training environment. The research
sets a guideline for managers and HR
establishments to effectively arrange training
models for improved trained behaviour
learnt through the gradual build-up of
influencing characters.

Limitations and Future Recommendations

The study validates the relationship between
trainees' learning and trainees' behaviour of
Kirkpatrick model of training evaluation and
also analysed the moderating influence of
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Apart from the implications, the current
research has some limitations.

The behavioural changes are batter
explored through longitudinal studies but
owing to the time and resource limitations of
this research. The study adopted a cross-
sectional research method, and therefore the
integral disadvantage of the cross-sectional
research is accordingly associated with this
research. Cross Sectional results are not
preferred for the generalisation for
adaptation in other similar situations; future
studies may be conducted keeping this
limitation.

The research study focused on
investigating the research question upon the
skill certification trainees in social enterprises
of Pakistan, which has specific working and
training environment different from others
such as public organisations like the police
department (Mehwish Rafig, 2015) and
commercial organisations like PIA (Khalid &
Rehman, 2012). Hence the research findings
not perfectly suitable for adoption in other
population and scope. The study may be
further investigated in other public training
programs for generalisability.

Global Regional Review (GRR)



Trainee's Motivation to Transfer has Moderating Effect on the Relationship of Trainees Learning and

Trainee's Behaviour in Social Enterprises of Pakistan

References

Al-Mughairi, A. M. (2018). The evaluation of
training and development of employees:
The case of a national oil and gas
industry (Doctoral dissertation, Brunel
University London).

Ambrose, S. A, Bridges, M. W., DiPietro, M.,
Lovett, M. C, & Norman, M. K
(2010). How learning works: Seven
research-based principles for smart
teaching. John Wiley & Sons.

Awais Bhatti, M., Ali, S, Mohd Isa, M. F., &
Mohamed Battour, M. (2014). Training
Transfer and Transfer Motivation: The
Influence of Individual, Environmental,
Situational, Training Design, and
Affective Reaction Factors. Performance
Improvement Quarterly, 2A1), 51-82.
https://doi.org/10.1002/piq.21165

Aziz, S. F. A. (2013). Measuring training

effectiveness: Evidence from
Malaysia. Journal of Social Sciences and
Humanities.

Baloch, Q. B. (2009). Effects of job

satisfaction on employees motivation &
turn over intentions. Journal of
Managerial Sciences, A1), 1-21.

Baloch, Q. B., & Inam, M. (2009). Strategic
Competitiveness: Creating Firm's
Future. Journal of Managerial
Sciences, J1).

Baloch, Q. B., Maher, S., Igbal, N., Shah, S. N,,
Sheeraz, M., Raheem, F., & Khan, K. L
(2021). Role  of  organisational
environment in sustained organisational
economic performance. Business
Process Management Journal.

Baloch, Q. B., Saleem, M., Jan, F. A., Batool, S.,
Khan, S. U, Inam, M., & Burki, S. A
(2007). Managing human resource: Is
there a lesson for pakistan in the
japanese management style. Journal of
Managerial Sciences, 11), 1-25.

Baloch, Q. B. (2017). "Entrepreneurial capacity
building and students entrepreneurial
inclination." City University ~Research
Journal A2),

Baldwin, T. T., Kevin Ford, J., & Blume, B. D.
(2017). The State of Transfer of Training
Research: Moving Toward More
Consumer-Centric Inquiry. Human
Resource Development Quarterly, 28(1),

Vol. VII, No. Il (Spring 2022)

17-28.
https://doi.org/10.1002/hrdq.21278
Barclay, D., Higgins, C., & Thompson, R
(1995). The partial least squares (PLS)
approach to casual modeling: personal
computer adoption ans use as an

Mlustration.

Bates, R., Holton, E. F., & Hatala, J. P. (2012). A
revised learning transfer system
inventory: factorial replication and
validation. Human Resource
Development International, 155), 549-
569.

Bhalotra, S., & Clarke, D. (2020). The twin
instrument: Fertility and human capital
investment. Journal of the European
Economic Association, 18(6), 3090-3139.

Blume, B. D., Ford, J. K., Surface, E. A, &
Olenick, J. (2019). A dynamic model of
training  transfer. Human  Resource
Management Review, 292), 270-283.

Botke, J. A, Jansen, P. G., Khapova, S. N, &
Tims, M. (2018). Work factors
influencing the transfer stages of soft
skills training: A literature review.
Educational Research Review, 24, 130-
147.
https://doi.org/10.1016/j.edurev.2018.04
.001

Brooke, J., Rasdi, R. M., & Samah, B. A. (2017).
Modelling knowledge sharing behaviour

using self-efficacy as a
mediator. European journal of Training
and Development.

Brown, T. C, & Warren, A. M. (2014).
Evaluation of transfer of training in a
sample of union and management
participants: a comparison of two self-
management techniques. Human
Resource Development
International, 1A3), 277-296.

Burke, L. A, & Hutchins, H. M. (2007).
Training transfer: An integrative
literature  review. Human  resource
development review, &3), 263-296.

Cheah, J., Amran, A, & Yahya, S. (2019).
External oriented resources and social
enterprises performance: The dominant

mediating role of formal business
planning. Journal of Cleaner
Production, 236, 117693.

Page | 173



Dewayani, ], & Ferdinand, A. (2019).
Motivation to transfer, supervisor
support, proactive learning, and training
transfer: testing interaction effects.

Farjad, S. (2012). The Evaluation Effectiveness
of training courses in University by
Kirkpatrick ~ Model  (case  study:
Islamshahr university). Procedia-Social
and Behavioral Sciences, 46, 2837-2841.

Fornell, C., & Larcker, D. F. (1981). Evaluating

Structural Equation Models with
Unobservable Variables and
Measurement  Error.  Journal of
Marketing Research, 180), 39.

https://doi.org/10.2307/3151312

Frey, J.].. Hopkins, K., Osteen, P., Callahan, C,
Hageman, S. & Ko, J. (2017). Training
social workers and human service
professionals to address the complex
financial needs of clients. Journal of
Social Work Education, 531), 118-131.

Garavan, T., McCarthy, A., Lai, Y., Murphy, K,
Sheehan, M. & Carbery, R (2021).

Training and organisational
performance: A  meta-analysis  of
temporal, institutional and
organisational context

moderators. Human Resource
Management Journal, 31(1), 93-119.

Gegenfurtner, A., Veermans, K., Festner, D., &
Gruber, H. (2009). Integrative Literature
Review: Motivation to Transfer Training:
An Integrative Literature Review. Human
Resource Development Review, &3),
403-423.
https://doi.org/10.1177/15344843093359
70

Grant, S., & Langan-Fox, J. (2007). Personality
and the occupational stressor-strain
relationship: the role of the Big
Five. Journal of occupational health
psychology, 121), 20.

Grossman, R., & Salas, E. (2011). The transfer
of training: what really
matters. /nternational journal of training
and development 152), 103-120.

Guan, X., & Frenkel, S. (2018). How
perceptions of training impact employee

performance: Evidence from two
Chinese manufacturing firms. Personnel
Review.

Page | 174

Shahid Al Muhammad Tufail and Samra Kiran

Hair, J., Hollingsworth, C. L., Randolph, A. B,
& Chong, A. Y. L. (2017). An updated and
expanded assessment of PLS-SEM in
information systems research. Industrial
management & data systems.

Homklin, T., Takahashi, Y., & Techakanont, K.
(2013). Effects of individual and work
environment characteristics on training
effectiveness: Evidence from skill
certification system for automotive
industry in  Thailand. International
Business Research, 612), 1.

Homklin, T., Takahashi, Y., & Techakanont, K.
(2014). The influence of social and
organisational support on the transfer of
training: evidence from
Thailand. /nternational  Journal  of
Training and Development. 182),116-131.

Hoyt, B. R. (2013). Predicting training transfer
of new computer software skills: A
research study comparing e-learning
and in-class delivery. Association for
University Regional Campuses of Ohio
Journal, 145), 83-11.

Karban, R. (2015). Plant sensing and
communication. In Plant Sensing and
Communication. University of Chicago
Press. 31-44.

Kim, S., Park, S. Llavelle, J., Kim, M., &
Chaudhuri, S. (2020). Revisiting trainee
reactions: A multilevel analysis of the
nomological network. Human Resource
Development Quarterly, 342), 173-191.

Kuijpers, E., Kooij, D. T., & van Woerkom, M.
(2020). Align your job with yourself: The
relationship between a job crafting
intervention and work engagement, and
the role of workload. journa/ of
occupational health psychology, 251), 1.

Langmann, S. & Thomas, S. R. (2019).
Rethinking training evaluation:
omnidirectional evaluation, range of
audience and intentional change. 7he
International Journal of Human
Resource Management. 30(12), 1902-
1930.

Liebermann, S., & Hoffmann, S. (2008). The
impact of practical relevance on training
transfer: evidence from a service quality
training program for German bank
clerks. International Journal of Training
and Development, 122), 74-86.

Global Regional Review (GRR)



Trainee's Motivation to Transfer has Moderating Effect on the Relationship of Trainees Learning and

Trainee's Behaviour in Social Enterprises of Pakistan

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

Long, L. K., DuBois, C. Z., & Faley, R. H. (2008).
Online training: The value of capturing
trainee reactions. Journal of Workplace
Learning.

MacRae, R., & Skinner, K. (2011). Learning for
the twenty-first century: Maximising
learning transfer from learning and
development  activity. Social ~ Work
FEducation, 30(8), 981-994.

Martins, L. B., Zerbini, T., & Medina, F. J.
(2019). Impact of online training on
behavioral transfer and job performance
in a large organization. Revista de
Psicologia del Trabajo y de las
Organizaciones, 351), 27-37.

Massenberg, A. C., Spurk, D., & Kauffeld, S.
(2015). Social support at the workplace,
motivation to transfer and training
transfer: a multilevel indirect effects
model. International Journal of Training
and Development. 19(3), 161-178.

Rafig, M. (2015). Training evaluation in an
organisation using Kirkpatrick model: A
case study of PIA. Jjournal of
Entrepreneurship &  Organization
Management, 403), 152-162.

Mellander, C., & Florida, R. (2021). The rise of
skills: Human capital, the creative class,
and regional development. Handbook of
regional science, 707-719.

Mohamad, N., & Osman, K. (2017). Self
Efficacy As Mediator Between Learning
And Behaviour Among In-Service
Science Teachers Training Programme
Of Higher Order Thinking Skills. The
Eurasia Proceedings of Educational and
Social Sciences, 6,177-188.

Mohammed, T. G., & Casimir, G. (2015). A
model of the antecedents of training
transfer. /nternational Journal of
Training Research, 131), 82-95.

Mohanty, P. C., Dash, M., Dash, M., & Das, S.
(2019). A study on factors influencing
training effectiveness. Revista
Espacios, 40, 7-

Vol. VII, No. Il (Spring 2022)

Peters, S., Barbier, M., Faulx, D., & Hansez, L
(2012). Learning and motivation to
transfer after an e-learning programme:
impact of trainees” motivation to train,
personal interaction and satisfaction.
Innovations in Education and Teaching
International, 494), 375-387.
https://doi.org/10.1080/14703297.2012.
728878

Podsakoff, P. M. MacKenzie, S. B, &
Podsakoff, N. P. (2012). Sources of
method bias in social science research
and recommendations on how to
control it. Annual review of
psychology, 63, 539-569.

Qamar, F., & Baloch, Q. B. (2017). Reviving

Tourism  through  Entrepreneurial
Capabilities in Swat, Dir & Chitral
Triangle in Post Operation

Environment. Journal
Sciences, 11(2).

Reese, S. (2020). Taking the learning
organisation mainstream and beyond
the organisational level: an interview
with  Peter  Senge.The  Learning
Organization.

Reinhold, S., Gegenfurtner, A., & Lewalter, D.
(2018). Social support and motivation to
transfer as predictors of training
transfer:  testing full and partial
mediation using meta-analytic structural
equation modelling. /nfernational
Journal of Training and
Development, 221), 1-14.

Roberts, Z., Rogers, A, Thomas, C. L, &

of  Managerial

Spitzmueller, C. (2018). Effects of
proactive personality and
conscientiousness on training

motivation. /nternational Journal of
Training and Development, 2242), 126-
143.

Sahni, J. (2020). Managerial training
effectiveness: An assessment through
Kirkpatrick framework. 7TEM
Journal 943),1227-1233.

Saks, A. M. & Burke, L. A (2012). An
investigation into the relationship
between training evaluation and the
transfer of training. /nternational Journal
of Training and Development, 16(2), 118-
127.

Page | 175



https://doi.org/10.1111/j.14682419.2011.0
0397.

Salamon, J., Blume, B. D., Orosz, G., & Nagy, T.
(2021). The interplay between the level
of  voluntary  participation  and
supervisor support on trainee
motivation and transfer. Human
Resource Development Quarterly, 344),
459-481.

Saunders, M. N, &  Tosey, P
(2015). Handbook of research methods
on human resource development.
Edward Elgar Publishing.

Schoeb, G., Lafreniére-Carrier, B., Lauzier, M.,
& Courcy, F. (2021). Measuring transfer
of training: Review and implications for
future research. Canadian Journal of
Administrative Sciences/Revue
Canadienne des Sciences de
l'Administration, 381), 17-28.

Sharma, D. (2016). Assessment of evaluation
theory: Kirkpatrick model in opposition
to Hamblin model. International Journal
of Science Technology and
Management, 56), 194-204.

Shen, J., & Tang, C. (2018). How does training
improve customer service quality? The
roles of transfer of training and job
satisfaction.  EFuropean Management
Journal, 3606), 708-716.
https://doi.org/10.1016/j.em;j.2018.02.00
2

Sitzmann, T., Brown, K. G., Casper, W. ., Ely,
K., & Zimmerman, R. D. (2008). A review
and meta-analysis of the nomological
network of trainee reactions. Journal of
Applied Psychology, 932), 280.

Page | 176

Shahid Al Muhammad Tufail and Samra Kiran

Snell, S., Morris, S., & Bohlander, G. W.
(2015). Managing human resources.
Cengage Learning.

Sukserm, T. & Takahashi, Y. (2012),"Self-
efficacy as a mediator of the
relationships between learning and
ethical behaviour from human resource
development in corporate social
responsibility  activity",  AsiaPacific
Journal of Business Administration, 41),

Thammachai, K. (2018). The Causal Model of
Training  Effectiveness of  Traffic
Operation Officers in the State Railway
of Thailand. WMS Journal of
Management, A1), 39-54.

Ucak, A. (2015). Adam Smith: The inspirer of
modern growth theories. Procedia-
Social and Behavioral Sciences, 195, 663-
672.

Vega, A. (2019). The Role of Perceived
Supervisory Support and Occupational
Self-Efficacy in Predicting Employee
Engagement.

Von Treuer, K., McHardy, K., & Earl, C. (2013).
The influence of  organisational
commitment, job involvement and
utility =~ perceptions on  trainees’
motivation to improve work through
learning. Journal of Vocational
Education & Training, 654), 606-620.

Yang, M., & Watson, S. L. (2020). Attitudinal
Influences on Transfer of Training: A

Systematic Literature
Review. Performance Improvement
Quarterly.

Global Regional Review (GRR)





