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The relationship between
perceived training
opportunities, work
motivation and employee
outcomes
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The purpose of this study was to explore alternative relation-
ships between training opportunities and employee outcomes.
A cross-sectional survey of 343 trainees from a broad range of
Norwegian service organizations showed that the relationship
between perceived training opportunities, and both task per-
formance and citizenship behaviors were fully mediated, and
that the relationship between perceived training opportunities
and turnover intention was partially mediated by employee
intrinsic motivation. In addition, intrinsic motivation was
found to moderate the relationship between perceived training
opportunities and organizational citizenship behaviors. The
form of the moderation revealed a positive relationship for
those with high intrinsic motivation. In sum, the variables
included as predictors in our study explained 13 per cent of the
variance in task performance, 19 per cent of the variance in
organizational citizenship behavior and 24 per cent of the vari-
ance in turnover intention. Implications for practice and direc-
tions for future research are discussed.
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Employee Training and Development (TAD), or a systematic approach to learning and
development to improve individual, team and organizational effectiveness (Kraiger &
Ford, 2007, p. 281), is regarded as one of the most widespread human resources (HR)
practices (Boselie et al., 2005). As the overall focus of TAD is on improving employee
performance (Kraiger et al., 2004), a central issue is whether there is a direct relation-
ship between TAD and employee outcomes. Such an assumption seems to exist, at
least, based on its widespread presence across countries and cultural settings (Kraiger
& Ford, 2007). With regard to Norwegian workplace settings, recent surveys suggest
that as many as 86 per cent of Norwegian companies provide training opportunities for
their employees (Steffensen, 2007) at an estimated annual cost of 17.7 billion NOK'
(Nordhaug et al., 2004).

Although TAD is one of the more heavily researched topics in work psychology
(Chen & Klimoski, 2007; Tharenou ef al., 2007) and a number of studies have focused on
employees’ reactions to TAD (e.g. Arthur et al., 2003), there is a lack of empirical
evidence explaining why and how reactions to TAD matter (Schmidt, 2007; Sitzmann
et al., 2008). Trainee reactions, or the subjective evaluations learners make about their
training experiences (Sitzmann et al., 2008), are the primary means by which organi-
zations evaluate training programs (Sugrue & Rivera, 2005). However, although trainee
reactions are frequently assessed in practice, they are still poorly understood (Sitzmann
et al., 2008). Furthermore, researchers have not reached a consensus on the validity of
employee reactions to TAD, leading to confusion over how to interpret the aforemen-
tioned reactions and questions as to whether they have value for decision making.
These contrasting perspectives suggest that further research into trainee reactions and
potential consequences of such reactions is warranted. In addition, only a limited
amount of studies have investigated the relationship between perceptions of training
and work attitudes (Santos & Stuart, 2003). Accordingly, the purpose of this study was
to explore alternative relationships between perceived training opportunities and
employee outcomes in the form of task performance, citizenship behavior and turnover
intention.

Prior findings show that the relationship between perceived training opportunities
and employee outcomes is mediated through a number of different individual and
situational variables (e.g. Colquitt et al., 2000; Meyer & Smith, 2000; Tannenbaum et al.,
1991). Although there are several alternative pathways between perceived training
opportunities and employee outcomes, research on intrinsic motivation suggests that
work motivation could be a key mediating variable. Deci and Moller (2005) and Kraiger
and Ford (2007, p. 302) implicitly argue that motivation should be studied both as a
mediator ‘... how perceptions of training relevancy affect motivation...” and as a
moderator “...issues such as how motivation affect willingness to learn’, for the
relationship between TAD reactions and employee outcomes. With regard to investi-
gating the hypotheses of moderation, it seems plausible that employees will react
differently to TAD, partly because of individual differences (Kraiger, 2003). Deci and
Ryan (2000) reviewed a number of studies that demonstrate that intrinsically motivated
students are more likely to perceive learning content more constructively, and demon-
strate higher levels of persistence in acquiring the content of the learning setting.
Recent research on performance appraisal also suggests that the relationship between
performance appraisal satisfaction and work performance is moderated by intrinsic
motivation, probably in part, because intrinsically motivated employees may benefit
more from developmental HR practices owing to their more active learning orientation
(Kuvaas, 2006a). Despite strong reasons to investigate moderators of training, the
recent review by Chen and Klimoski (2007) points to a paucity of studies assessing
interactional effects between reactions of training and individual characteristics. Thus,
in addition to investigating a direct relationship, we investigate the hypotheses claim-
ing that intrinsic work motivation will mediate and moderate the relationship between
perceived training opportunities and employee outcomes.

! The amount corresponds to approximately 3.5 billion US dollars.

Perceived training opportunities, work motivation and employee outcomes 139
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



Theory and hypotheses

Despite the strong assumptions that workplace training influences employee outcomes
(e.g. motivation, commitment, withdrawal behavior and work performance), there is a
limited number of studies in field settings addressing these issues empirically (Boselie
et al., 2005; Kraiger & Ford, 2007). Although results from more than 20 years of macro
human resource management (HRM) demonstrate a positive association between dif-
ferent HR practices, including TAD, and organizational performance, it is not clear
whether HRM practices lead to increased organizational performance, or if it is the
other way around (Wright ef al., 2005). Recent studies suggest that it is also just as likely
at this level of analysis that organizational performance is an antecedent of TAD
investments, than such efforts being the antecedent of organizational performance
(Guest et al., 2003; Wright et al., 2005). Furthermore, macro studies typically assess TAD
in terms of presence (yes or no) or numbers of options available, usually with responses
from managers. Accordingly, macro HR practice or systems research should not be
regarded as evidence in favor of the notion that the scope or magnitude of TAD
necessarily influences employee attitudes or behaviors positively, which is the assump-
tion in this type of research.

An alternative way of addressing the relationship between TAD and employee atti-
tudes and behaviors is to investigate trainee reactions. Although the validity of trainee
reactions is questionable, owing to the lack of direct relationships between reactions
and performance (e.g. Alliger et al., 1997; Arthur et al., 2003; Colquitt et al., 2000), there
is an emerging consensus that trainee reactions are important in providing additional
insight into the relationship between TAD efforts and employee outcomes. First,
investing in TAD or other developmental HR practices implies providing employees
with new knowledge and skills, thus, offering them the opportunity to develop and
in turn, perform more effectively. Still, employee perceptions of HR practices may be
significantly different from those of senior management and HR advocates in the
organization (Gavino & Wayne, 2004; Khilji & Wang, 2006). For an understanding of
the impact of HR practices on employee work-related behaviors, studies of the
employee constituency hold the potential of additional insights (Tsui et al., 1997), as
they are the intended recipients of the HR activities in terms of attraction, retention
and motivation. Second, trainee reactions involve mood and emotion (Sitzmann et al.,
2008), and positive affect is related to a number of outcomes relevant for organiza-
tions such as engagement and information-processing, training reputation and train-
ing enrollment (Brown, 2005).

A direct relationship between training opportunities and employee outcomes

From the ‘best practice HRM perspective’, high levels of training opportunities will
lead to superior organizational performance (Guest, 1997; Purcell, 1999). More spe-
cifically, the fulfillment of employee developmental needs leads to flexible, autono-
mous and empowered employees based on their self-regulated behavior and
discretionary effort (Arthur, 1994; Pfeffer, 1998; Truss ef al., 1997). The ‘best practice’
model, therefore, argues more or less implicitly, that all firms will be better off if they
adopt the same “best practices” (Khilji & Wang, 2006). Extending this argument, TAD
advocates suggest that, when based on reflective and systematical planning, TAD
may have a positive impact on employee and organizational performance (Campbell
& Kuncel, 2001; Wright & Boswell, 2002). TAD initiates both the development of
skills and behavioral scripts, in addition to the motivation to apply those skills and
behavioral scripts in their in-role-related activities at work (Pfeffer & Veiga, 1999;
Sels, 2002; Way, 2002). In addition, such ‘best practices’ in terms of providing high
levels of training opportunities may be regarded as social exchanges between
employer and employees (Maurer et al., 2002). More specifically, research reviewed
by Shore et al. (2006) clearly suggests that higher levels of organizational investment
are associated with social exchange relationships that create feelings of employee
obligation. Employee obligation, in turn, influences employees to benefit the organi-
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zation through behaviors that exceed minimal requirements of employment. The
affective and emotional aspects of TAD might influence the employee perception of
being valued. This appreciation might, in turn, lead employees to exert more helpful
behavior over and above in-role descriptions. Thus, we suggest that values added
from TAD as perceived by the employees, will be increased task performance and
organizational citizenship behavior (OCB; Joireman ef al., 2006). Finally, employees
who perceive that they are not being provided with sufficient training opportunities
might develop higher turnover intentions (Pfeffer & Sutton, 2006). In order to reduce
such intentions and actual turnover, one strategy for organizations might be invest-
ments in TAD. Based on arguments from social exchange theory (e.g. Coyle-Shapiro
& Conway, 2004; Shore et al., 2006), employees who perceive that their employer pro-
vides sufficient and relevant training opportunities might be more reluctant to leave
their employer, as they feel obliged to reciprocate the offer provided (Benson et al.,
2004). Training opportunities may, therefore, serve a general purpose in making the
employees feel important and taken care of, in terms of having opportunities to
develop. Similar arguments were recently presented by Kuvaas (2008), who found a
strong negative relationship between perception of developmental HR practices
(including training opportunities) and turnover intention. Based on this literature, we
hypothesize:

Hypothesis 1: There is a positive relationship between perceived training oppor-
tunities and: (a) task performance, (b) OCB, and a negative relation-
ship between perceived training opportunities, and (c) turnover
intention.

Mediating and moderating roles of intrinsic motivation

Intrinsic motivation refers to the motivation to perform an activity for itself, in order to
experience the pleasure and satisfaction inherent in the activity (Deci et al., 1989).
Theories of intrinsic motivation focus on satisfaction of the needs for autonomy, com-
petence and relatedness (Gagné & Deci, 2005), or work design characteristics that lead
to productive psychological states (Hackman & Oldham, 1976). In the context of TAD,
recent reviews have pointed to the need for further studies on how motivation affects
the willingness to learn and how perceptions of training relevancy affect motivation
(e.g. Chen & Klimoski, 2007; Kraiger & Ford, 2007). With regard to the latter, high levels
of perceived training opportunities may contribute to need fulfillment (Roca & Gagné,
2008). More specifically, the need for competence could be satisfied when individuals
are encouraged to seek challenges optimal for their capacities, and to persistently
attempt maintenance of skills. In addition, if employees perceive the training oppor-
tunities to be high, they will probably fully accept the training offered, rather than
perceiving it as coercive, which could satisfy the need for autonomy. Furthermore,
fulfillment of the need for relatedness might occur in cases where the employee
perceives a supportive work environment in terms of training opportunities. Accord-
ingly, we expect that perceived training opportunities will be positively related to
intrinsic motivation.

As far as the relationship between intrinsic motivation and work outcomes is con-
cerned, intrinsic motivation seems to be a potent predictor of work performance
(Gagné & Deci, 2005; Kuvaas, 2006a,b, 2007) and turnover intention (Kuvaas, 2006a;
Vansteenkiste et al., 2007). Furthermore, because intrinsic motivation is concerned
with the motivation to perform a task for itself, it is highly related to measures of task
involvement or task interest (e.g. Guay et al., 2000). Accordingly, intrinsically moti-
vated employees should also be more involved in the work of their colleagues, and
thus, be more engaged in OCB. It is also possible that intrinsic motivation might
increase OCB as a manifestation of satisfaction of the need for relatedness (Gagné &
Deci, 2005). Accordingly, we suggest that the relationship between perceived training
opportunities and task performance and OCB, will be fully explained by the
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influence that perceived training opportunities will have on need satisfaction and
intrinsic motivation.

In contrast with full mediation for task performance and OCB, there is reason to
believe that intrinsic motivation may only partially mediate the relationship between
perceived training opportunities and turnover intentions. First, there are compelling
arguments and empirical data in support of a direct relationship between developmen-
tal HR practices and turnover intention (e.g. Kuvaas, 2008). Still, employees should be
less prone to leave work settings that contribute to need fulfillment. Therefore, we
hypothesize:

Hypothesis 2:  The relationships between perceived training opportunities and: (a)
task performance; and (b) OCB are fully mediated by intrinsic moti-
vation; (c) whereas the relationship between perceived training
opportunities and turnover intention will be partly mediated by
intrinsic motivation.

Several reviews of TAD suggest that the idea that every individual will react the same
way to such efforts is perhaps somewhat naive, based on individual perceptions of
content, individual characteristics and individual perceptions of the work environment
(e.g. Colquitt et al., 2000; Kraiger, 2003). Based on prior research findings, it seems that
individual differences play a substantial role in understanding the relationship
between perceptions of TAD and employee outcomes. Given that individual differ-
ences are likely to influence the relationship between perceptions of TAD opportunities
and employee outcomes, such research should be relevant for practical purposes.
Findings from a number of studies in educational settings reviewed by Deci and Ryan
(2000) showed that intrinsically motivated students were more likely to perceive learn-
ing content more constructively, and had higher levels of persistence in acquiring the
learning content than students with lower levels of intrinsic motivation. Such findings
may suggest that intrinsically motivated employees should benefit more from TAD in
terms of the inherent value in the job activities themselves. Also, opportunities to
develop higher levels of competence should increase the probability that what they
learn is used in work settings.

Furthermore, intrinsically motivated employees are more self-driven and more
autonomy-oriented than those less intrinsically motivated (e.g. Ryan & Deci, 2000;
Thomas, 2002), which suggests that they will take more responsibility for ensuring
necessary levels of skills and abilities, and thus, respond more positively to training
opportunities. In addition, because intrinsically motivated employees are more
engaged and involved with their jobs (e.g. Guay et al., 2000; Vansteenkiste et al., 2007),
they may — to a greater extent — use training opportunities to increase their own
work performance, as well as be more engaged and involved in the work of
their colleagues, when compared with employees with lower intrinsic motiva-
tion. Accordingly, the combination of high levels of perceived training oppor-
tunities and high intrinsic motivation should enhance work performance and
OCB. Finally, if highly intrinsically motivated employees want to develop because
of their engagement and take more responsibility for their own development,
they will probably respond more negatively to low levels of training opportunities
and be more likely to think about leaving the organization, and use good opportu-
nities for training and development as an argument for retention. Therefore, we
hypothesize:

Hypothesis 3:  The relationships between perceived training opportunities and: (a)
task performance; (b) OCBs; and (c) turnover intention will be
moderated by intrinsic motivation. The higher the level of intrinsic
motivation, the more positive the relationship between perceived
training opportunities and: (a) task performance, and (b) OCB. The
higher the levels of intrinsic motivation, the more negative the
relationship between perceived training opportunities and (c)
turnover intention.
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Methodology
Sample and procedure

Respondents were drawn from 4320 employees participating in training activities
offered by a large Norwegian training institution in the year 2006. These employees
represent more than 400 organizations from a number of different industrial sectors.
Representatives of the training institution provided the email addresses for 965 ran-
domly drawn employees. A questionnaire was distributed to these employees by use of
a web-based tool (Confirmit), which resulted in data from 343 employees. The sampling
rate of the total population was approximately 22 per cent. The response rate of the
sample was approximately 36 per cent. Of the respondents, 103 were women and 234
were men (six respondents failed to report their gender). Approximately 29 per cent
were baseline operators, 17 per cent held office functions, 43 per cent held staff posi-
tions and 10 per cent held managerial positions. With regard to education level,
approximately 38 per cent held a university degree of 3-year study or more. Their
average age and tenure were 40 and 11 years, respectively.

Measures

Unless otherwise noted, all items were on a 5-point Likert response scale ranging from
1 (strongly disagree) to 5 (strongly agree). Description of each item is presented in the
Appendix.

Perceived training opportunities

Perceived training opportunities was measured by eight items based on prior work
used in a Norwegian setting (Kuvaas, 2008) addressing employees” evaluation of their
training opportunities (e.g. satisfaction and adequacy). The measure consisted of items
addressing satisfaction with training, the sufficiency of training received and the com-
parability of training investments with those provided by other organizations.

Intrinsic motivation
Intrinsic motivation was measured by six items based on prior work used in a
Norwegian setting (Kuvaas, 2006b).

Dependent variables

Task performance was measured by six self-report items based on prior work used in
a Norwegian setting (Kuvaas, 2006b). OCB was measured by the seven-item helping
behavior scale that was validated by Van Dyne and LePine (1998). Turnover intention,
defined simply as the behavioral intent to leave an organization, was measured by five
items based on prior work used in a Norwegian setting (Kuvaas, 2008).

Control variables

Predicting employee outcomes from TAD efforts is a complex task given the number of
factors that influence this relationship. In order to provide some form of control for
these influences, we included a number of control variables. At a more general level,
work experience, tenure and staff position have been found to influence the relation-
ship between TAD and employee outcomes (Kanfer & Ackerman, 2004; Maurer et al.,
2003). We, therefore, asked the respondents to state their work experience and tenure
in terms of years of employment in general, and in their current position in particular.
Staff position was reported by the respondents in terms of their position, ranging from
baseline operators to managerial positions. With regard to the relationship between
perceptions of TAD and gender, results appear equivocal (Mathieu & Martineau, 1997).
Gender was, nevertheless, included as a control variable. We computed a dichotomous
variable, coded, such that 2 represented ‘female” and 1 ‘male’. With regard to age,
previous studies have found a negative relationship between age and TAD perceptions
(Colquitt et al., 2000), and age and work performance (Kanfer & Ackerman, 2005). We,
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therefore, asked the respondents to report their age when completing the survey.
Formal education level has been considered a predictor of individual trainability
(Mathieu & Martineau, 1997). Individuals with higher levels of formal education are
more likely to benefit from TAD efforts and participate to a greater extent (Maurer et al.,
2003). We, therefore, included education level as a control variable, coded from 1 (basic
mandatory education) to 6 (higher degree from university or college). Another variable
is whether TAD efforts are voluntary or mandatory in terms of employee attendance. A
general risk in training studies is obtaining a biased sample. Employees participating in
training efforts on a voluntary basis exert more positive attitudes toward training
opportunities than those not choosing to participate on a voluntary basis (Mathieu &
Taylor, 2006). In addition, prior studies suggest that the influence of TAD varies in
terms of taking place on company time or employee time (Birdi et al., 1997). We,
therefore, followed recommendations by Noe and Wilk (1993), and asked the respon-
dents to state why they participated in workplace TAD. A number of explanations were
provided, ranging from mandatory, after encouragement from coworkers or managers,
to voluntariness and own initiative. From these responses, we computed a dichoto-
mous variable, coded such that 1 represented ‘mandatory” and 2 ‘voluntary’. In addi-
tion, we asked the respondents to state the number of training and developmental
efforts they had attended during the last year.

Analyses

To test the hypotheses, we used both SPSS 15.0 (SPSS Inc., Chicago, IL) for linear
regression modeling (Hair et al., 2005) and LISREL 8.80 (SSI International, Lincoln-
wood, IL) (Joreskog, 1993), a structural equation modeling (SEM) software. Although
linear regression analysis might be regarded as a less complex analysis in the assess-
ment of multiple dependent variables, it has a strong advantage over SEM techniques
of being able to include several control variables in addition to the latent variables
being studied. We, therefore, followed recent recommendations by Mathieu and Taylor
(2006) and conducted complementary regression analyses conducting an SEM analysis.
The main advantage of using SEM in this study is that we wanted to test the full
measurement model, including the independent variable, the mediating variable and
all three dependent variables, simultaneously.

The construct validity of measures employed is of concern when arguing for media-
tional relationships between latent variables. As a first step, therefore, to determine
item retention, we followed the advice of Medsker et al. (1994) and performed an
exploratory principal component analysis with varimax rotation on all multiple scale
items to determine item retention.” This does not imply that we suggest the measures
of the different constructs are uncorrelated, as this would imply no mediational cova-
riance to be modeled. Instead, we wanted to avoid highly correlated items which would
raise the question of whether different constructs are assessed (Mathieu & Taylor,
2006). We applied relatively stringent rules-of-thumb, and retained only items with a
strong loading of 0.50 or higher on the target construct (Nunnally & Bernstein, 2007;
Osborne & Costello, 2004), a cross-loading of less than 0.35 on other included factors
(Kiffin-Petersen & Cordery, 2003), and a differential of 0.20 or more between included
factors (Van Dyne et al., 1994).

2 Our reviewers questioned the use of principal component (PC) analysis and varimax rotation and
suggested that principal analysis (PA) or maximum likelihood (ML) analysis with oblique rotation
should be employed. We chose to maintain PC, as it is deemed convenient when the factor structure is
well defined and consisting of more than 20 variables (Nunnally & Bernstein, 2007). Nevertheless, we
examined the data with ML and PA analyses and the same factor structure was derived. With regard to
rotation, Nunnally and Bernstein (2007) argue that the use of orthogonal rotation is often misinter-
preted. Although the factors themselves are uncorrelated, factor score estimates are generally correlated,
and these correlations need be determined separately. Nunnally and Bernstein (2007) suggest that
orthogonal rotations should be employed as it is easier to be misled by an oblique solution than an
orthogonal one. Nevertheless, we examined the data with an oblique rotation and found the same
pattern of factor loadings, although the oblique solution demonstrated somewhat lower factor loadings
and cross-loadings than that of varimax.
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Regression analysis was then used to test the hypotheses. To test the direct effect
hypotheses, the dependent variables were first regressed onto the control variables and
perceived training opportunities. In a second step, intrinsic motivation was entered.
The three-step procedure recommended by Baron and Kenny (1986) was used to
estimate the mediation hypotheses.

Hierarchical moderated regression was used to test the moderation hypotheses
(Cohen & Cohen, 1983). Interaction terms often create multi-collinearity problems
because of their correlations with main effects. We thus, followed recommendations by
Aiken and West (1991), and computed the interaction term by centering perceived
training opportunities and intrinsic motivation before multiplying them with each
other. In the moderated hierarchical regression analysis, the control variables and
perceived training opportunities were entered, followed by intrinsic motivation and
finally, the interaction term.

In the final part of the analysis, we conducted an SEM analysis in which the full
model consisting of the independent variable, the mediating variable and all three
dependent variables were estimated simultaneously.

Results

The exploratory factor analysis revealed that three of the perceived training opportu-
nities items, two of the task performance items and one of the organizational citizen-
ship items did not meet our criteria. These items were removed before the final scales
were computed by averaging the remaining items. The items that were not included in
the final scales are presented in the Appendix. All scales demonstrated acceptable
reliability estimates, ranging from 0.72 to 0.92. Means, standard deviations, bivariate
correlations, number of items in the final scales and reliability estimates are reported in
Table 1.

Pair-wise and multiple variable collinearity were inspected by collinearity diagnos-
tics in SPSS prior to analysis. The lowest tolerance value was 0.68, which is well above
the commonly accepted threshold value of 0.10 (Hair ef al., 2005).

Results from the regression models are presented in Tables 2 and 3.

The results in Table 2 show that perceived training opportunities were positively
related to intrinsic motivation (B = 0.37, p < 0.001). Table 3 shows that perceived train-
ing opportunities were significantly related to the dependent variables before intrinsic
motivation was included. Finally, the direct relationships between perceived training
opportunities and both task performance and OCB, become insignificant after intrinsic
motivation is included in the model, although the relationship between perceived
training opportunities and turnover intention was reduced. To test whether these drops
in standardized betas were significant, we ran Sobel tests (Preacher & Leonardelli,
2001) and the computer software MedGraph (Paul E. José, Wellington, New Zealand)
(Jose, 2003), where the latter provides tests for partial versus full mediation. Based on
statistics from the full regression models, including the control variables, these tests
provided support for full mediation for the relationship between perceived training
opportunities and task performance (Z = 4.34, p < 0.001) and OCB (Z = 4.55, p < 0.001),
and support for partial mediation for the relationship between perceived training
opportunities and turnover intention (Z =-3.77, p <0.001). Thus, Hypotheses 1, pre-
dicting direct relationships between perceived training and the dependent variables,
was not supported. Hypothesis 2a, predicting that intrinsic motivation mediates the
relationship between perceived training opportunities and task performance, and
Hypothesis 2b, predicting that intrinsic motivation mediates the relationship between
perceived training opportunities and OCB, were supported. Hypothesis 2c, predicting
that intrinsic motivation partially mediates the relationship between perceived training
opportunities and turnover intention, was also supported.

The third step of the regressions in Table 2 is used to test the moderation hypotheses.
The regressions show that intrinsic motivation only moderates the relationship between
perceived training opportunities and OCB, providing no support for Hypotheses 3a
and 3c. The plots that illustrate the significant moderation are displayed in Figure 1.
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Table 2: Regression results testing perceived training opportunities with intrinsic

motivation
Intrinsic motivation

Gender -0.07
Age 0.19
Work experience —-0.07
Tenure —0.08
Staff function 0.31***
Attendance® -0.00
Prior participation 0.05
Education level 0.00
Perceived training opportunities 0.37%%*
R? 0.261
F 13.12%**

Standardized regression coefficients are shown. n =333 due to list-wise deletion of missing
values.

* p<0.05.

* p<0.01.

*** p<0.001.

* Mandatory or voluntary attendance: voluntary =2 and mandatory = 1.

The plots were constructed by plotting high versus low scores on perceived training
opportunities and intrinsic motivation (one standard deviation below and above the
means using standardized scores).

The plots suggest that there is a positive relationship between perceived training
opportunities and OCB for employees scoring high on intrinsic motivation, but that
there is no relationship between perceived training opportunities and OCB for employ-
ees scoring low on intrinsic motivation. Following the recommendations of Aiken and
West (1991), simple effects tests were conducted to determine whether the slope dif-
fered significantly from zero. The test revealed that the slope for high levels of intrinsic
motivation was significantly different from zero (f = 3.37, p < 0.001), and that the nature
of the interaction is in the hypothesized direction. Finally, the t-test between the slopes
of high and low intrinsic motivation, respectively, revealed that they were significantly
different from each other (f =2.02, p <0.05). Thus, Hypothesis 3b, predicting that the
relationship between perceived training opportunities and OCBs is moderated by
intrinsic motivation, was supported.

The final step of the analysis was to test the latent variables in SEM in order to
ensure that the results derived from the regression analyses were retained when
assessing all dependent variables simultaneously. We, therefore, tested a model con-
sisting of the hypothesized relationships. The structural model provided an adequate
fit (x°[84] = 192.16; >/ d.f. = 2.28; CFI = 0.98; SRMR = 0.06; RMSEA = 0.06). The relation-
ships in the model replicated the findings derived from the regression analysis.

Discussion

The main purpose of this study was to explore alternative relationships between per-
ceived training opportunities and employee outcomes. The key finding is that the
relationship between perceived training opportunities and task performance, OCB,
and turnover intention, is fully or partially mediated by intrinsic motivation. Accord-
ingly, this study contributes to this line of research by providing additional support for
a mediating role of intrinsic motivation in relation to more general measures of TAD,
and to more distal and general employee outcomes. This study provides support for,
and credit to, the notion that perceived training opportunities may enhance motivation,
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High intrinsic motivation (p <0.001)
4.4+

4.2

OCB
3.8

361 / Low intrinsic motivation (n.s.)

3.4

32
-1s.d. +1 s.d.

Perceived training opportunities

Figure 1: The moderating effect of intrinsic motivation on the relationship between perceived
training opportunities and organizational citizenship behavior (OCB).
n.s. =not significant, s.d. =standard deviation.

task performance, discretionary efforts and intentions to stay, with the current
employer. Perhaps the most practically important and novel theoretical finding of this
study is that the relationship between perceived training opportunities and OCB was
moderated by intrinsic motivation. This observation indicates that TAD may increase
OCB when intrinsically motivated employees have positive perceptions of TAD. One
interpretation of this finding is that this combination facilitates the presence of employ-
ees in the role of ‘missionaries’, who exert helping behaviors toward their colleagues
and try to share their positive perceptions of their work environment. In a recent study,
Grant (2008) found that the interaction of pro-social motivation and intrinsic motivation
led to higher persistence and productivity. This finding may suggest that high levels of
perceived training opportunities are interpreted as antecedents of pro-social motiva-
tion among employees. More specifically, when provided with TAD opportunities, this
might lead to employee obligation toward giving a contribution back to the organiza-
tion. It might, therefore, be argued that intrinsic motivation serves as a ‘booster” for
employees in exerting behaviors up and above what is expected of them in combination
with their perceived obligation of returning the favor provided manifest in high levels
of perceived training opportunities. In contrast, lower levels of OCB among employees
with high levels of perceived training opportunities and low levels of intrinsic moti-
vation may emerge, because there is a lack of a ‘booster” (i.e. intrinsic motivation). For
managers, this implies that intrinsically motivated employees may demonstrate behav-
iors that emerge as a value-added effect from TAD investments when these are per-
ceived in positive terms. Therefore, rather than assuming that employees that are
highly intrinsically motivated are in less need of TAD opportunities, this finding may
serve as an argument for continuously investing in relevant TAD activities, also among
highly intrinsically motivated employees.

This study presents both positive and negative implications for the relationship
between TAD and employee outcomes. At the positive end, our study revealed little
consistency between demographic variables, perceptions of training opportunities and
employee outcomes, suggesting that a diverse mix of employees may react positively
toward TAD efforts. The downside of these findings, however, is the lack of a direct
relationship between perceived training opportunities and employee outcomes, and
that this relationship is mediated by work intrinsic motivation. This implies that the
potential value added from TAD efforts on employee outcomes, therefore, needs to be
assessed in relation to other sources influencing employee intrinsic motivation, and
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that employee perceptions of such efforts should not be underestimated (Sun et al.,
2007). Recent studies of high-performance work systems point to the value of both high
internal consistency between different HR practices and the wider range of the
employee-organizational relationship in which such efforts are embedded (Takeuchi
et al., 2007). Another potentially negative implication from this study is that in order for
TAD efforts to increase employee citizenship behaviors, this partly seems to depend on
employee level of intrinsic motivation. More specifically, our findings suggest that TAD
may increase OCB when intrinsically motivated employees have positive perceptions
of TAD. This may contrast with initial intentions behind TAD efforts in terms of
increasing employee outcomes among employees, regardless of levels of work intrinsic
motivation. Similar findings have recently been reported by Kuvaas (2006a) in relation
to performance appraisal research, and in a broader array of HR-supportive practices
(Kuvaas, 2008).

Limitations and research directions

The contributions of this research should be viewed in light of several limitations. First,
this study investigated perceived training opportunities across a large number of
different organizations, which implies that the emphasis of TAD was put on employee
perception of training opportunities. As a consequence, no control for the actual
content of training provided was possible. A related limitation is the use of relatively
general and aggregated measures of training opportunities. Prior reviews of trainee
reactions (Alliger et al., 1997) recommend that separate measures of trainee reactions
should be employed, in terms of affective reactions and more utility-based reactions of
training opportunities. Recent studies by Brown (2005), however, suggest that such
trainee reaction measures are related, and when assessed in relation to levels of indi-
vidual motivation, they provide a more elaborate perspective on trainees’ reactions.
Also, because the respondents were probably exposed to differing training contexts, we
used a more general measure of training opportunities in order to capture these
perceptions across different levels of employment, work content and organizations.
The presumed differences in training opportunities across organizations, access to
employees and concerns of low response rates, led us to the use of a more general
measure of employees’ perceptions of training opportunities. In addition, we were not
able to retain demographic information regarding the population as a whole from the
training institution, so no comparison of the representativeness of the sample com-
pared with the population can be estimated. However, because the sample was ran-
domly drawn from the population, the probability of response bias should be low.
Nevertheless, future studies should seek to control for this potential influence more
effectively.

The data in this study were gathered at one point in time, making it impossible to
draw inferences of causality or rule out the possibility of reverse causality. It seems
likely, however, that employee perception of training opportunities will probably be
influenced by other sources than training itself, and that the content and frequency of
training are most probably different for employees across organizations. When testing
for reverse causality in our data, we found that the relationships between all of the
outcomes in our study and perceived training opportunities, demonstrated the same
pattern as for the hypothesized directions. It might, therefore, also be that high levels
of employee outcomes or need satisfaction lead to high levels of perceived training
opportunities. In order to control more effectively for reverse causality arguments,
however, longitudinal studies are needed. A related limitation is the lack of measures
of both prior task performance and citizenship behavior. Previous research efforts
suggest that when we control for past performance, the influence of training on future
employee outcomes in terms of performance becomes marginal (e.g. Delery & Doty
1996; Morin & Renaud, 2004). We believe this limitation to be less critical for this study,
however, as we were more interested in assessing employee perceptions of training
opportunities in more general terms, rather than in isolating alleged effects of a par-
ticular training effort on employee outcomes.
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Another limitation is the reliance on self-reported questionnaire data, which causes
concerns about possible mono-method bias and percept-percept inflated measures
(e.g. Crampton & Wagner, 1994). The principal component analysis, however, gener-
ated six factors with eigenvalues of 1 or more, and an explained variance of the
factors ranging from 26 per cent (factor 1) to 1.6 per cent (factor 6). Although this
analysis, the Harman’s one-factor test (Podsakoff & Organ, 1986), is nothing more
than a diagnostic technique for assessing the extent to which common method vari-
ance may be a problem (Podsakoff et al., 2003), it seems to indicate that mono-method
variance was not a serious threat in this study. Furthermore, given the modest cor-
relations between the variables in this study, the collinearity diagnostics and the
strong criteria used in determining item retention, it is very unlikely that common
method bias has heavily influenced the observed relationships. In addition, common
method variance actually reduces the likelihood of detecting such effects (Van Yperen
& Hagedoorn, 2003).

This study investigated employee perceptions of training opportunities, and the
only constructs that could have been validly measured by other means than self-report
are task performance and OCB. Also, given the vast number of organizations to which
the respondents in this study belong, it would be an insurmountable task to collect
multiple sources of data for the work-related outcomes of citizenship behaviors and
task performance. This clearly impacts on the strength of the data, and sets limits for
the potential findings derived from this study. Recent research on salespeople sug-
gests, however, that self-rated performance tends to be upward-biased, but also, the
amount of bias does not seem to vary across performance levels (Sharma ef al., 2004).
It is, therefore, likely that the employees in the present study have overestimated their
performance levels, but that such an overestimation has not heavily affected the
results. Furthermore, whereas performance ratings by supervisors help rule out the
validity threats of self-report and mono-method, previous research suggests that per-
formance ratings conducted by supervisors may be even more biased than self-report
measures (Kuvaas, 2006b). Fox and Dinur (1988), for instance, found that self-ratings
were markedly less affected by halo than ratings that were offered by others; Sharma
et al. (2004) also recently reported that both salespeople and managers overestimated
performance, but that self-ratings showed a better ability to discriminate between
medium and high performers than managerial evaluations. Thus, it is far from obvious
that the extra effort involved in gathering performance data by supervisors of the
client organizations would have produced better performance data. Still, future
research should ideally use both self-report and supervisor measures of task perfor-
mance and citizenship behaviors.

Despite its limitations, this study may have important implications for practice. First,
it is interesting to note that the findings point to positive reactions toward training
opportunities being insufficient in terms of obtaining vital employee outcomes. In
order for such a relationship to occur, it seems that employees must report high levels
of perceived training opportunities, which may lead to higher levels of work intrinsic
motivation, which then relate to employee outcomes. These are by no means novel
findings, but point to the importance of regarding TAD efforts as an integrated part of
the wider workplace equation, as a number of different antecedents (e.g. in terms of job
design, peer and supervisor support) may probably have stronger influences on work
motivation than training opportunities alone. Consequently, we hope the findings from
our study might guide practitioners in applied settings in improving their TAD efforts
by permeating them more fully with theoretical knowledge and empirical findings, at
the cost of normative assumptions of alleged relationships between such investments
and employee outcomes.

Perceived training opportunities, work motivation and employee outcomes 151
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



= O o H O
N
cddo

SN
DN
(=

6C0

0¥°0

‘N‘El
) R 2
S

\O| LO)
Q0| 0|
(==

(=X
[ce]
(=

0€0

9C0

!
o

0| 00| o0 K| BN
claoddd

6€°0 qol Awr no Surhrred ur 310559 B1Xd puadxa UdYjo |
€0 yojou-doy st yrom Awr jo Ayrenb ay,
d[qrssod se piey se Y10m 0} A1} |
8€0 qol Awr no Surhrred ur 310559 Jo [eap Jea1d e puadxs ATeuonusiur
paroadxa aq ued yeym ueyp Ayenb 1eySny 10A1Pp |

}10JJ9 JO [oA9] d[qe}dodoe ue
Se pazrIajoeIeyd aq Ued jeym uelf} 31030 axowr ur ynd sAemfe jsowre |
uonezruedIo SIy} ur arnjny ayy 1oy syadsord Auewr 99s jou op |
qof yuasaad Awr Surpymb moqe yury) usyo |
SIe3A 921U} JXoU 9} UM qol mau e 10§ oo[ A[pAnde A[aXI] [[Im |
SypuoOW dA]OM} XU a3 Surmp qof jussaxd Aw ymb Lew |
Teak 3xau ay) ur qof mau e 105 ooy A[qeqoxd [im |

aw punoie Js[@
Sunp A9 393105 3sowre T yeyy qof Awr Aq parrdsur os awodaq | SaWRaWOSg

qol Aux ur
19mod 3uratip e unyuasardar saA[eSWAL) Ik YIOM Je Op T Jeuf} Syse} ay[,
mySurueaw st qol AN
a[qeAofus a1e I0M Je O [ JeY) SYSe) AL
Sunoxa A1 st qof AN
J[9SIT UT uoneATjOw € ST 1 Jeyy} Sunsarajur os st qol AN
950 dnoig yrom Aw 105 sSurmy) op 03 193UN(OA |
0Z0 dnoi8 yrom Awr ur seafordws mau justio day |
sanIqrsuodsar yiom mayy pim dnoid srom Awr ur szayjo djay |
YI0Mm 3y} nogqe ures] dnoid yrom Aw ur szayo dpy |

gol Aw jo syuswermbaz reurioy oy
720 puoLfaq are Aay y3noyy uaas ‘dnoid yyrom Awr djay jeyy suonouny pusiye |
€80 dnoig yrom Awr j1jousq 03 I9PIO UI PaA[oAUT 3983 |
€80 dnoi3 oy jo Jyousaq a3 10y YIoM Iy} Ym dnoid yrom A ur SIOU)0 IsIsse |

Old

dL

IL

I

400 Sura)[

uonejor XewreA YIm sisAfeue jusuodwod eddurig

xipuaddy

152 International Journal of Training and Development

© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



‘sapuniroddo ururery paaredrad = O] ‘Eouewrogiad Yse) = [, ‘UOHUJUL JOAOUING = [ [, “UOTJPATJOUT DISULIIUL = JA[
‘1017R4aq drysusznmo [euoneziuedio = g>HO SI[ESS [eUl 9y} Ul PIPNOUI SSUIPEO] PIUI[IopUn Pue P[oq ‘UMOYS JOU dIe ()¢’ Uey} SS9 s3urpeo| 1ojoef

€L'e 97 €69 99°L 68°CL ¥69¢ SOUBLIEA JO 9

071 61 1T SHe Iy 9’8 sanfeAuadig

¥S0 050 paaradar aaey [ juawdo[eAap pue Jururer) sy} YHm paijsijes we |
(31) sqol snorasxd

¥50 Awr ur sanrunjaoddo eyuswrdopaasp pue Sururen) 19)39q PaARIAI dARY |
() spasu euosiod Aw

69°0 0} pajsnipe A[[enprarpur Jou st paaredar aaey [ yuawrdoaasp pue Jururer) ay,
(3]) 103 a[qrsuodsar we | sxse}

/0 AU} 9AJ0S 03 YSNOUd JOU ST PIAIRIAI dAeY [ Juswdo[eadp pue Sururerny ayJ,
21NNy Y} Ur USAIS aq AeW | sySe} mau Aue

050 870 aA10s 03 yuawdoresap pue Jururery Aressadsu oy 393 [[IM T Jey} UTeRdd [995 |
juowdoreadp pue Sururen; A1essadou

190 9} PaAIadal aaey saakordwa i1 jeyy uoneziuedio Aw 1oy jueprodur st iy
juswdoaasp pue 3ururern; spraoxd

8Z°0 03 s10y3duod sj1 uey) 193394 ST UoneZIUL3IO AW Jey) uorssardwr Aw St 3]
soakordws ayy Suoure

S0 Aouajadwod Jo s[aaa] a3 Suraoxdwr ur A[9AISU)XS S)SIAUT UoTeZIUR3I0 AN

153

Perceived training opportunities, work motivation and employee outcomes

© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



References

Aiken, L. S. and West, S. G. (1991), Multiple Regression: Testing and Interpreting Interactions
(Thousand Oaks, CA: Sage).

Alliger, G. M., Tannenbaum, S. 1., Bennett W., Jr., Traver, H. and Shotland, A. (1997), ‘A meta-
analysis of the relations among training criteria’, Personnel Psychology, 50, 341-58.

Arthur, J. B. (1994), ‘Effects of human resource systems on manufacturing performance and
turnover’, Academy of Management Journal, 37, 3, 670-87.

Arthur, W., Jr., Bennett, W,, Jr., Edens, P. S. and Bell, S. T. (2003), ‘Effectiveness of training in
organizations: a meta-analysis of design and evaluation features’, Journal of Applied Psychology,
88, 2, 234-45.

Baron, R. M. and Kenny, D. A. (1986), “The moderator-mediator variable distinction in social
psychological research: conceptual, strategic, and statistical considerations’, Journal of Person-
ality and Social Psychology, 51, 6, 1173-82.

Benson, G. S., Finegold, D. and Mohrman, S. A. (2004), “You paid for the skills, now keep them:
tuition reimbursement and voluntary turnover’, Academy of Management Journal, 47, 3, 315-
31

Birdi, K., Allan, C. and Warr, P. (1997), ‘Correlates and perceived outcomes of four types of
development activity’, Journal of Applied Psychology, 82, 6, 845-57.

Boselie, P., Dietz, G. and Boon, C. (2005), “Commonalities and contradictions in HRM and
performance research’, Human Resource Management Journal, 15, 3, 67-94.

Brown, K. G. (2005), “An examination of the structure and nomological network of trainee
reactions: a closer look at “smile sheets” ’, Journal of Applied Psychology, 90, 5, 991-1001.

Campbell, J. P. and Kuncel, N. R. (2001), ‘Individual and Team Training’, in N. Anderson, D. S.
Ones, H. K. Sinangil and C. Viswesvaran (eds), Handbook of Industrial, Work & Organizational
Psychology, Vol. 1, Personnel Psychology (London: Sage), pp. 278-312.

Chen, G. and Klimoski, R.J. (2007), “Training and development of human resources at work: Is the
state of our science strong?’, Human Resource Management Review, 17, 180-90.

Cohen, J. and Cohen, P. (1983), Applied Multiple Regression/Correlation Analysis for the Behavioral
Sciences (Hillsdale, NJ: Lawrence Erlbaum).

Colquitt, J. A., LePine, J. A. and Noe, R. A. (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.

Coyle-Shapiro, J. A.-M. and Conway, N. (2004), “The Employment Relationship through the Lens
of Social Exchange’, in J. A.-M. Coyle-Shapiro, L. M. Shore, M. S. Taylor and L. E. Tetrick (eds),
The Employment Relationship: Examining Psychological and Contextual Perspectives (Oxford:
Oxford University Press), pp. 6-28.

Crampton, S. M. and Wagner, J. A. (1994), ‘Percept-percept inflation in micro-organizational
research: An investigation of prevalence and effect’, Journal of Applied Psychology, 79, 67-76.
Deci, E. L. and Moller, A. C. (2005), “The Concept of Competence — A Starting Place for Under-
standing Intrinsic Motivation and Self-Determined Extrinsic Motivation’, in A. J. Elliot & C. S.
Dweck (eds), Handbook of Competence and Motivation (New York: The Guilford Press), pp.

579-97.

Deci, E. L. and Ryan, R. M. (2000), “The “what” and “why” of goal pursuits: Human needs and the
self-determination of behavior’, Psychological Inquiry, 11, 4, 227-68.

Deci, E. L., Connell, J. P. and Ryan, R. M. (1989), ‘Self-determination in a work organization’,
Journal of Applied Psychology, 74, 4, 580-90.

Delery, J. E. and Doty, D. H. (1996), ‘Modes of theorizing in strategic human resource manage-
ment: Tests of universalistic, contingency, and configurational performance predictions’,
Academy of Management Journal, 39, 4, 802-35.

Fox, S. and Dinur, Y. (1988), Validity of self-assessment: a field evaluation’, Personnel Psychology,
41, 581-92.

Gagné, M. and Deci, E. L. (2005), ‘Self-determination theory and work motivation’, Journal of
Organizational Behavior, 26, 331-62.

Gavino, M. and Wayne, S. (2004), Employer Discretion in Human Resources Practice: Influence on
Perceived Organizational Support. Paper presented at the 64th annual meeting of the Academy of
Management, New Orleans.

Grant, A. M. (2008), ‘Does intrinsic motivation fuel the prosocial fire? Motivational synergy in
predicting persistence, performance, and productivity’, Journal of Applied Psychology, 93, 1,
48-58.

Guay, F,, Vallerand, R. J. and Blanchard, C. (2000), ‘On the assessment of situational intrinsic and
extrinsic motivation: the situational motivation scale (SIMS)’, Motivation and Emotion, 24, 3,
175-213.

154  International Journal of Training and Development
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



Guest, D. E. (1997), ‘'Human resource management and performance: a review and research
agenda’, International Journal of Human Resource Management, 8, 3, 263-76.

Guest, D. E., Michie, J., Conway, N. and Sheehan, M. (2003), ‘Human resource management and
corporate performance in the UK’, British Journal of Industrial Relations, 41, 2, 291-314.

Hackman, J. R. and Oldham, G. R. (1976), ‘Motivation through the design of work: test of a
theory’, Organizational Behavior and Human Performance, 16, 250-79.

Hair, J. F. J., Anderson, R. E., Tatham, R. L. and Black, W. C. (2005), Multivariate Data Analysis, 6th
edn (New York: Maxwell Macmillan International).

Joireman, J., Kamdar, D., Daniels, D. and Duell, B. (2006), ‘Good citizens to the end? It depends:
empathy and concern with future consequences moderate the impact of a short-term time
horizon on organizational citizenship behaviors’, Journal of Applied Psychology, 91, 6, 1307—
20.

Joreskog, K. G. (1993), ‘Testing Structural Equation Models’, in K. A. Bollen and J. S. Long (eds),
Testing Structural Equation Models (Thousand Oaks, CA: Sage), pp. 294-316.

Jose, P. E. (2003), ‘MedGraph-I: a program to graphically depict mediation among three variables’. The
internet version. Available at http://www.vuw.ac.nz/psyc/staff/paul-jose/files/medgraph/
medgraph.php (accessed 4 April 2008).

Kanfer, R. and Ackerman, P. L. (2004), ‘Aging, adult development, and work motivation’, Academy
of Management Review, 29, 3, 440-58.

Kanfer, R. and Ackerman, P. L. (2005), “‘Work Competence — A Person-Oriented Perspective’, in
A. J. Elliot and C. S. Dweck (eds), Handbook of Competence and Motivation (New York: The
Guilford Press), pp. 336-53.

Khilji, S. E. and Wang, X. (2006), ““Intended” and “implemented” HRM: the missing linchpin in
strategic human resource management research’, International Journal of Human Resource Man-
agement, 17,7, 1171-89.

Kiffin-Petersen, S. and Cordery, J. L. (2003), ‘Trust, individualism and job characteristics as
predictors of employee preference for teamwork’, International Journal of Human Resource
Management, 14, 1, 93-116.

Kraiger, K. (2003), "Perspectives on Training and Development’, in W. C. Borman, D. R. Iigen and
R.J. Klimoski (eds), Handbook of Psychology, Vol. 12, Industrial and Organizational Psychology
(Hoboken, NJ: Wiley & Sons), pp. 171-92.

Kraiger, K. and Ford, J. K. (2007), ‘“The Expanding Role of Workplace Training: Themes and
Trends Influencing Training Research and Practice’, in L. L. Koppes (ed.), Historical Perspectives
in Industrial and Organizational Psychology (Mahwah, NJ: Lawrence Erlbaum Associates), pp.
281-309.

Kraiger, K., McLinden, D. and Casper, W. J. (2004), ‘Collaborative planning for training impact’,
Human Resource Management, 43, 4, 337-51.

Kuvaas, B. (2006a), ‘Performance appraisal satisfaction and employee outcomes: mediating and
moderating roles of work motivation’, International Journal of Human Resource Management, 17,
3, 504-22.

Kuvaas, B. (2006b), “Work performance, affective commitment, and work motivation: the roles of
pay administration and pay level’, Journal of Organizational Behavior, 27, 3, 365-85.

Kuvaas, B. (2007), ‘Different relationships between perceptions of developmental performance
appraisal and work performance’, Personnel Review, 36, 3, 378-97.

Kuvaas, B. (2008), “‘An exploration of how the employee-organization relationship affects the
linkage between perception of developmental human resource practices and employee out-
comes’, Journal of Management Studies, 45, 1, 1-25.

Mathieu, J. E. and Martineau, J. W. (1997), ‘Individual and Situational Influences on Training
Motivation’, in J. Ford (ed.), Improving Training Effectiveness in Work Organizations (Mahwah, NJ:
Lawrence Erlbaum Associates), pp. 193-221.

Mathieu, J. E. and Taylor, S. R. (2006), ‘Clarifying conditions and decision points for mediational
type inferences in organizational behavior’, Journal of Organizational Behavior, 27, 8, 1031-
56.

Maurer, T. J., Pierce, H. R. and Shore, L. M. (2002), ‘Perceived beneficiary of employee develop-
ment activity: a three-dimensional social exchange model’, Academy of Management Review, 27,
3, 432-44.

Maurer, T. J., Weiss, E. M. and Barbeite, E. G. (2003), ‘A model of involvement in work-related
learning and development activity: the effects of individual, situational, motivational, and age
variables’, Journal of Applied Psychology, 88, 4, 707-24.

Medsker, G. J., Williams, L. J. and Holahan, P. J. (1994), ‘A review of current practices for
evaluating causal-models in organizational-behavior and human-resources management
research’, Journal of Management, 20, 2, 439-64.

Perceived training opportunities, work motivation and employee outcomes 155
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.


http://www.vuw.ac.nz/psyc/staff/paul-jose/files/medgraph

Meyer, J. P. and Smith, C. A. (2000), ‘'HRM practices and organizational commitment: test of a
mediation model’, Canadian Journal of Administrative Sciences-Revue Canadienne Des Sciences De
L’ Administration, 17, 4, 319-31.

Morin, L. and Renaud, S. (2004), ‘Participation in corporate university training: its effect on
individual job performance’, Canadian Journal of Administrative Sciences-Revue Canadienne Des
Sciences De L” Administration, 21, 4, 295-306.

Noe, R. A. and Wilk, S. L. (1993), ‘Investigation of the factors that influence employees partici-
pation in development activities’, Journal of Applied Psychology, 78, 2, 291-302.

Nordhaug, O., Gooderham, P. N. and Deving, E. (2004), “The Iron Law of Competence Develop-
ment’, in O. Nordhaug (ed.), Strategic Knowledge Management (Oslo: Universitetsforlaget), pp.
322-42.

Nunnally, J. C. and Bernstein, I. H. (2007), Psychometric Theory, 3rd edn (New York: McGraw-Hill).

Osborne, J. W. and Costello, A. B. (2004), ‘Sample size and subject to item ratio in principal
component analysis’, Practical Assessment Research & Evaluation, 9, 11. Available at http://
PAREonline.net/getvn.asp?v=9&n=11 (accessed 4 April 2008).

Pfeffer, J. (1998), ‘Seven practices of successful organizations’, California Management Review, 40,
2,96-124.

Pfeffer, J. and Sutton, R. I. (2006), ‘Evidence-based management’, Harvard Business Review, 84, 1,
62-75.

Pfeffer, J. and Veiga, J. E (1999), ‘Putting people first for organizational success’, Academy of
Management Executive, 13, 2, 37-48.

Podsakoff, P. M. and Organ, D. W. (1986), ‘Self reports in organizational research: Problems and
prospectus’, Journal of Management, 12, 531-44.

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y. and Podsakoff, N. P. (2003), ‘Common method biases
in behavioral research: a critical review of the literature and recommended remedies’, Journal
of Applied Psychology, 88, 5, 879-903.

Preacher, K. J. and Leonardelli, G. J. (2001), ‘Calculation for the Sobel test: an interactive calcu-
lation tool for mediation tests’, Available at http:/ /www.unc.edu/~preacher/sobel/sobel.htm
(accessed 4 April 2008).

Purcell, J. (1999), ‘Best practice and best fit: chimera or cul-de-sac?’, Human Resource Management
Journal, 9, 3, 26-41.

Roca, J. C. and Gagné, M. (2008), “‘Understanding e-learning continuance intention in the work-
place: a self-determination theory perspective’, Computers in Human Behavior, 24, 4, 1585-604.

Ryan, R. and Deci, E. (2000), ‘Self-determination theory and the facilitation of intrinsic motivation,
social development, and well-being’, American Psychologist, 55, 68-78.

Santos, A. and Stuart, M. (2003), ‘Employee perceptions and their influence on training effective-
ness’, Human Resource Management Journal, 13, 1, 27-45.

Schmidt, S. W. (2007), “The relationship between satisfaction with workplace training and overall
job satisfaction’, Human Resource Development Quarterly, 18, 4, 481-98.

Sels, L. (2002), * “More is not necessarily better”: the relationship between the quantity and quality
of training efforts’, International Journal of Human Resource Management, 13, 8, 1279-98.

Sharma, A., Rich, G. A. and Levy, M. (2004), ‘Comment: Starting to solve the method puzzle in
salesperson self-report evaluations’, Journal of Personal Selling & Sales Management, XXIV, 2,
135-9.

Shore, L. M., Tetrick, L. E., Lynch, P. and Barksdale, K. (2006), ‘Social and economic ex-
change: construct development and validation’, Journal of Applied Social Psychology, 36, 4,
837-67.

Sitzmann, T., Brown, K. G., Casper, W, Ely, K. and Zimmerman, R. D. (2008), ‘A review and
meta-analysis of the nomological network of trainee reactions’, Journal of Applied Psychology, 93,
2, 280-95.

Steffensen, K. (2007), Training and Development in Norwegian Companies (Oslo: Statistics Norway).

Sugrue, B. and Rivera, R. J. (2005), State of the Industry: ASDT’s Annual Review of ULS. and
International Trends in Workplace Learning and Performance (Alexandria, VA: ASDT).

Sun, L.-Y., Aryee, S. and Law, K. S. (2007), ‘High-performance human resource practices, citizen-
ship behavior, and organizational performance: A relational perspective’, Academy of Manage-
ment Journal, 50, 3, 558-77.

Takeuchi, R., Lepak, D. P., Wang, H. and Takeuchi, K. (2007), “An empirical examination of the
mechanisms mediating between high performance work systems and performance of Japanese
organizations’, Journal of Applied Psychology, 92, 4, 1069-83.

Tannenbaum, S. I., Mathieu, J. E., Salas, E. and Cannon-Bowers, J. A. (1991), ‘Meeting trainee’s
expectations — the influence of training fulfillment on the development of commitment, self-
efficacy, and motivation’, Journal of Applied Psychology, 76, 6, 759—69.

156  International Journal of Training and Development
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.


http://PAREonline.net/getvn.asp?v=9&n=11
http://PAREonline.net/getvn.asp?v=9&n=11
http://www.unc.edu/~preacher/sobel/sobel.htm

Tharenou, P, Saks, A. M. and Moore, C. (2007), ‘A review and critique of research on training and
organization level outcomes’, Human Resource Management Review, 17, 251-73.

Thomas, K. W. (2002), Intrinsic Motivation at Work: Building Energy & Commitment (San Francisco,
CA: Berrett-Koehler Publishers).

Truss, C., Gratton, L., Hope-Hailey, V., McGovern, P. and Stiles, P. (1997), ‘Soft and hard models
of human resource management: a reappraisal’, Journal of Management Studies, 34, 1, 53-73.
Tsui, A. S., Pearce, J. L., Porter, L. W. and Tripoli, A. M. (1997), ‘Alternative approaches to the
employee-organization relationship: does investment in employees pay off?’, Academy of Man-

agement Journal, 40, 5, 1089-1121.

Van Dyne, L. and LePine, J. A. (1998), ‘Helping and voice extra-role behaviors: evidence of
construct and predictive validity’, Academy of Management Journal, 41, 1, 108-19.

Van Dyne, L., Graham, ]. W. and Dienesch, R. M. (1994), ‘Organizational citizenship behavior:
construct redefinition, measurement, and validation’, Academy of Management Journal, 37, 4,
765-802.

Vansteenkiste, M., Neyrinck, B., Niemiec, C., Soenens, B., De Witte, H. and Van den Broeck, A.
(2007), ‘On the relations among work value orientations, psychological need satisfaction and
job outcomes: a self-determination theory approach’, Journal of Occupational and Organizational
Psychology, 80, 2, 251-77.

Van Yperen, N. W. and Hagedoorn, M. (2003), ‘Do high job demands increase intrinsic motivation
or fatigue or both? The role of job control and job social support’, Academy of Management
Journal, 46, 3, 339—48.

Way, S. A. (2002), ‘High performance work systems and intermediate indicators of firm perfor-
mance within the US small business sector’, Journal of Management, 28, 6, 765-85.

Wright, P. M. and Boswell, W. R. (2002), ‘Desegregating HRM: a review and synthesis of micro
and macro human resource management research’, Journal of Management, 28, 3, 247-76.

Wright, P. M., Gardner, T. M., Moynihan, L. M. and Allen, M. R. (2005), ‘The relationship between
HR practices and firm performance: examining causal order’, Personnel Psychology, 58, 2,
409-46.

Perceived training opportunities, work motivation and employee outcomes 157
© 2008 The Authors. Journal compilation © 2008 Blackwell Publishing Ltd.



Copyright of International Journal of Training & Development is the property of Blackwell
Publishing Limited and its content may not be copied or emailed to multiple sites or posted to a

listserv without the copyright holder's express written permission. However, users may print,
download, or email articles for individual use.



