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ABSTRACT. According to the training literature, a supervisamle in training programs has two major elements
supervisor support and supervisor communicatioe. dliility of supervisors to play effective rolestiaining programs may
increase employees' motivation to learn. The natdirthis relationship is interesting, but the rolesupervisor's role as
a predicting variable is less emphasized in aitrgiprogram models. Therefore, this study was cotetlito examine the
effect of supervisor's role in training programs roativation to learn using 152 usable questionsagathered from non-
academic employees who have worked in a techna@bdiased public university, Malaysia. The outcornéstepwise
regression analysis showed that the supervisor ostipgnd supervisor communication significantly assed with
motivation to learn. Statistically, this result demstrates that supervisor's role in training prograloes act as an important
predictor of motivation to learn in the organizatdb sample. In addition, discussion, implicationd aronclusion are
elaborated.
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INTRODUCTION

Supervisors are considered as the first level ohagament who are given major duties and
responsibilities to lead work groups in organizasigGoldstein, Ford 2002, Noe 2010]. In the
administration of training programs, supervisorually refer to the management team and
experienced employees to ensure that the impletn@mtaf training activities will achieve the set
objectives [Yamnill, McLean 2001, DeSimone et &02]. Their role is often seen as a critical
training climate factor that may support or resisiployees to enter, participate and learn necessary
knowledge, up to date skills, new abilities andifpges attitudes in training programs [Blanchard,
Thacker 2007, Noe 2010]. Interestingly, extant aede in training climate reveals that the abilify o
supervisors to provide adequate support and uséoc@tle communication about training programs
may lead to an increased employees’ motivatioreéon in organizations [Baldwin, Magjuka 1991,
McGraw 1993].

Although the nature of this relationship is int¢ireg, not much information has explained about
the role of supervisor's role as an important @teét variable in training program research litarat
[Chiaburu and Takleab 2005, Tai 2006]. Many sclwokargue that the role of supervisor's role as
a predicting variable is given less emphasizedravipus studies because they has much described
supervisor role characteristics and given littieeration on how and why the characteristics of
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supervisor's role influencing motivation to leam the workplace training program models. As
a result, findings of such studies have not pravidefficient evidence to be used as guidelines by
practitioners in designing appropriate strateg@sirmproving the effectiveness of staff trainingdan
development program in an era of global competifibsai, Tai, 2003, Blanchard, Thacker 2007].
Hence, it motivates the researchers to furthercegpthis relationship. The aim of this paper is to
examine: (i) the link between supervisor suppod amotivation to learn, and (ii) the link between
supervisor communication and motivation to learn.

LITERATURE REVIEW

Explanation of the constructs

This study highlights two important constructs, ersupervisor's role and motivation to learn.
According to human resource management scholard-ticteau et al. [1995], Chiaburu and Takleab
[2005] and Ismail et al. [2010] state that supssWs role has two major features: supervisor supp
and supervisor communication Firstly, supervisqpsut is often related to a supervisor who provides
encouragement and opportunities to improve emplpgermance in organizations [Goldstein, Ford
2002, Noe 2010]. Secondly, supervisor communicaiooften viewed as the activity or process of
expressing ideas or feelings while giving peopléorimation, as well as exchanging ideas and
information between a person or a group throughbs}s actions, written or spoken words in order to
impart information and ideas effectively [Lumsdénmsden 1993, Harris et al. 2000]. Besides that,
many organizational behaviour scholars, such asa®[1989], Blanchard, Thacker [2007] and Noe
[2010] state that the motivation to learn constdtéwo major components: motivation and learning.
Motivation is often defined as direction, persisimnd amount of effort that may be expanded by an
individual to achieve his/her particular objectiveearning is usually viewed from the human,
cognitive and behaviour perspectives. In a trainprggram model, many scholars view that
supervisor support, supervisor communication andivaion to learn are different constructs, but
highly interrelated.

Theoretical and empirical evidence between the rsigia’s role and motivation

This study is consistent with the notion of motigatto learn theories. First, Locke and Latham's
[1990] goal setting theory postulates that goaisatiindividuals to perform a task. The applicatod
this theory in training programs shows that thditgtof a supervisor to encourage employees learnin
a proper technique and providing clear explanateimsut the procedures of attaining the goals will
strongly increase employees' motivation to learroyd et al. 2001, Goldstein, Ford 2002]. Second,
Adams' [1965] equity theory states that fair orainfreatment has a significant impact on individua
attitude and behaviour. The application of thisotlgein training management shows that employees
who receive sufficient support from their supervisehile applying and attending training programs
will perceive equity. In this regard, if individisafeel that they are fairly treated and supportethbir
supervisors, this will subsequently invoke theirtivetion to learn. [Mathieu et al. 1992, Chiaburu,
Takleab 2005]. Finally, Vrooms' [1973] expectankgdry highlights that an individual will perform
certain actions if he/she perceives such actionsbrnag valued outcomes. Its application shows that
the ability of a supervisor to openly and honestbmmunicate the value of attending training
programs and its importance of learning new compuéds will strongly increase employees'
motivation to learn.

Several studies have shown the positive effect ugfessisor's role in training programs on
motivation to learn. For example, several studesua supervisor's role in training programs based o
a sample of 45 trainees in UK organizations [AxtMhitlis 1997], and 100 technical employees in
North Kuching City Hall, Malaysia [Ismail et al. @8] generally showed that properly implemented
supervisor's role in training programs had involetployees' motivation to learn up to date
knowledge and skills. Specifically, two surveys absupervisor communication in training programs
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were carried out based on a sample of 126 employedsorthern Taiwan [Tai 2006], and 100
technical employees in North Kuching City Hall, Mgsia [Ismail et al. 2007]. Meanwhile, three
surveys about supervisor support in training prnogravere conducted based on a sample of 179
trainees and 32 supervisors at certain US orgaoiiafNijman 2004], 119 employees who attended
training program in a large organization in USA j&juru, Takleab 2005], and 100 technical
employees in North Kuching City Hall, Malaysia [laiihet al. 2007]. Their findings advocate that the
willingness of supervisors to provide better explaons about the training plans and the ability of
supervisors to properly provide training suppogd mvoked employees' motivation to learn.

Conceptual framework and research hypothesis

The literature has been used as foundation to dpvelconceptual framework for this study as
shown in Figure 1.

Independent Variabl Dependent Variable

Supervisor Role Characteristics: Motivation

* Support to Learn
« Communication

Fig. 1. Conceptual framework
Rys. 1. Ramy teoretyczne

Based on the framework, it seems reasonable tanasshat the ability of supervisors to play
proper roles in training programs will affect Madggn public university employees as this has
influenced overseas employees. Motivation to letimaories further suggest that the ability of
supervisors to provide sufficient support and peactcomfortable communication will strongly
motivate employees to learn necessary knowledge, slélls and positive attitudes in training
programs. Therefore, it can be hypothesized that:

H1: There is a positive relationship between suear support and motivation to learn

H2: There is a positive relationship between su@®r communication and motivation to
learn

METHODOLOGY

Research design

This study used a cross-sectional research desibith allowed the researchers to integrate
training management literature, the in-depth ineawy the pilot study and the actual survey as anmai
procedure to gather data for this study. At théidhistage of this study, in-depth interviews were
conducted before and during the pilot study. Befameducting the pilot study, an in-depth interview
was conducted involving two experienced supporddginistrative staff. Then during the pilot study,
another in-depth interview was done involving asistant human resource manager, head of Training
Unit, and eight experienced supporting staff whakao the organization. They are selected based on
purposive sampling where the employees have goodlkeage and experience about the design and
administration of training programs. Informatiortlgered from such employees helped the researchers
to understand the nature of supervisor's role, vatitin to learn characteristics, job performance
features, as well as the relationship between staiables in the target organization. After
transcribing, categorizing and comparing the infation with relevant theoretical and empirical
evidence, the triangulated outcomes were used @gdeline to develop the content of the survey
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questionnaire for the pilot study. Next, a sessi@s initiated for discussing the items in survey
guestionnaire with the above participants in otdererify the content and format of the questionmai
for the actual study. The back translation techaigias used to translate the survey questionnaires i
Malay and English and this may increase the validitd reliability of the instrument [Van Maanen
1983, Wright 1996].

Measures

The survey questionnaire consisted of four sectibirstly, demographic information had 9 items.
Second, supervisor support had 17 items that weresettl from the training research literature
[Chiaburu, Takleab 2005, Ismail et al. 2007]. Thirdsupervisor communication had 13 items that
were derived from the transfer of training literatyYamnill, McLean 2001; Ismail et al. 2007].
Fourthly, motivation to learn had 12 items that eveased on the training program literature [Noe
2010, Rodriguez, Gregory 2005]. All the items uigetthe questionnaire were measured using a 7-item
scale ranging from 'strongly disagree' (1) to ragig agree' (7). Demographic variables were used as
the controlling variable because this study alsu$ed on employees’ attitude.

Unit of analysis and Sampling

The targeted population for this study was 574 academic employees who have worked in
a Malaysian public university. After consideringetlorganizational rules, a convenience sampling
technique was used to distribute the questionrtairall 574 employees who willing to participate
through the Human Resource office. Of the numbBg Gsable copies of the questionnaire were
returned to the researchers, yielding a responge afa26.4 percent. The survey questions were
answered by participants based on their consentvahtary basis. The number of this sample
exceeds the minimum sample of 30 participants gsimed by probability sampling technique,
showing that it may be analyzed using inferentiaistics [Leedy, Ormrod 2005, Sekaran 2008].

RESULTS AND DISCUSSION

The demographic profile of the respondents is Beviis: The most respondent characteristics were
male (65.1%), aged ranging from 20 to 39 years(81d5%), MCE/SPM holders (56.6%), length of
service with less than 6 years (48.7%), trainirigretted in own organization (46.7%), and those who
had learning experience in technical field, manag@niield and administrative field (34.2%). The
results of validity show that three factors werdraoted, which were related to the three tested
variables: supervisor support (3 items), superviganmunication (5 items), and motivation to learn
(4 items). Relying on Hair et al. [2010] guidelingkese statistical analyses showed that: (1) all
variables exceeded the acceptable standard of iddisger-Olkin's value of 0.6, (2) all variables wer
significant in Bartlett's test of sphericity, (3) ®ariables had eigenvalues larger than 1, andhd)
items for each variable exceeded factor loadings 5 [Hair et al. 2010]. All research variableseve
also found exceeded the acceptable standard abilélr analysis of 0.70 [Nunally, Bernstein 1994].
As a whole, these results confirm that the measenéiscales met the acceptable standard of validity
and reliability.

Table 1 shows the results of Pearson correlatialysis and descriptive statistics. The mean
values for the variables are from 3.3 to 4.0, $igng that the levels of supervisor's support,
supervisor communication, and motivation to leamnging from moderately high (3) to highest level
(7). The correlation coefficients for the relatibips between the independent variables (supervisor
support and supervisor communication) and the digrgnvariable (motivation to learn) were less
than 0.90, indicating that the data were not affédiy serious collinearity problem [Hair et al. 2D1
An examination of multicollinearity in the coeffaits table shows that the tolerance value for the
relationship between the independent variablesdqupervisor support and supervisor communication)
and the dependent variable (i.e. motivation torparas 0.51, and 0.41, respectively. These toleranc
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values were more than the established toleranagewall 0.20 (as a rule of thumb), indicating the
variables were not affected by multicollinearitpblems [Fox 1991, Tabachnick et al. 2007].

Table 1. Pearson correlation analysis and desegigtatistics
Tabela 1. Analiza korelacji Pearsona i statystylsowe

Variable Mean Standf’“d Pearson Correlation Analysis
eviation
1 2 3
1. Supervisor Support 3.3 0.42 1
2. Supervisor Communication 3.7 0.37 RoY R 1
3. Motivation to Learn 4.0 0.41 A5** A1 1

Note: Significant at p*<0.05;**p<0.01

To better understand the relationship between e qupervisory elements and motivation to
learn, a-two predictors multiple regression lineagression (MLR) model was proposed. The two-
predictor variables are supervisor support) (Xnd supervisor communication JX Based on the
stepwise method used, all the two-predictor vaeiglere found to be of significance in explaining
motivation to learn. As depicted in Table 3, théneated model is as in the following equation: Y
(MTL) = 1.556 + 0.510X + 0.410% + e. The Rsquared of 0.433 implies that the two predictor
variables explain about 43.3 percent of the vagArariation in the motivation learn. This indicates
that the supervisor support and supervisor comnatinit act as important predictor of motivation to
learn in the organizational sample.

Table 2. Estimates of coefficients for the regmssnodel
Tabela 2. Oszacowanie wspotczynnikow dla modedversi

B Std error Beta t p-value

(unstandardized (standardized

Coefficients) Coefficients)
Constant 1.556 0.152 13.136 0.0001
Supervisor Support 0.510 0.037 0.554 6.105 0.0001
Supervisor Communicatio 0.410 0.028 0.436 4.354 0.0001

Notes: R= 0.658; & 0.433; Adj. B= 0.430

Specifically, Table 3 shows that the largest beteffecient (0.510) for supervisor support. This
means that this variable makes the strongest urtigo&ibution to explaining the dependent variable
(motivation to learn), when the variance explaifmgdthe other predictor variable in the model is
controlled for. The Beta value of supervisor comioation is the second highest (0.410). Thus, H1
and H2 that relates the two supervisor role charetics with motivation to learn are fully suppext
Therefore, it can be argued that the two superyistaments are directly involved in improvements in
employee motivation to learn. This also suggestt the greater the extent to which these two
elements are present, the greater will be the midir to learn among the employees. Moreover, the
findings also indicate that the most important svigery element for motivation to learn is supeovis
support (b= 0.510), which was significant at th@001 (p < 0.05) levels.

The implications of this study can be divided intoee major aspects: theoretical contribution,
robustness of research methodology, and contributm practitioners. In term of theoretical
contribution, the findings of this study show thiaé ability of supervisors to implement adequate
support and comfortable communication style hases®ed employees' motivation to learn in the
studied organization. This result has supported lardened training research literature mostly
published in western countries [Axtell, Maitlis IQ9Baldwin, Magjuka 1991, McGraw 1993,
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Chiaburu, Takleab 2005]. With respect to the rabess of the research methodology, the survey
questionnaire used in this study had met the aabepstandards of validity and reliability analyses
Hence, this could lead to the production of aceueend reliable findings.

Regarding practical contributions, the findingstlit study can be used as a guideline by human
resource managers to improve the efficiency aneceffeness of training programs in government of
owned universities. This objective may be achieifethanagement implements several important
suggestions: firstly, customize training conteatsl methods according to university needs and
expectations. For example, the content of traipiragrams for management employees should impart
advanced human skills that may help them to unaedstindividuals' cognitive, emotion and
psychomotor. Management employees will feel easapfdy such training contents if professional
trainers are hired to guide management employeamptementing interpersonal communication
skills, managing change and conflict, as well aactsing problem solving techniques in the
workplace. Secondly, allow supervisors to be inedlin higher-level training committees so that they
may clarify the needs and expectations of majogityployees at the grass root level. Information
gathered from such employees may be used to edtapipropriate training modules that can support
organizational and human resource management'tegtsa and goals. Thirdly, change in the
university human resource policies from hiring eoyeles based on conforming to organization
policies and procedures to hiring employees basedreativity and innovations. This new hiring
perspective will help university management to hemployees who possess higher levels of
knowledge, experience and competencies. Their dépsb can be used to train operational
employees in terms of attitude and working stybss,well as to handle employees' demands with
better treatment like showing more respect, be $icmed accountable. Finally, improve the type,lleve
and/or amount of compensation and benefits progoarsupervisors based on current market needs in
order to motivate them to accomplish organizatiat@tegy and goals.

The outcomes of stepwise regression analysis coefirthat supervisor's role (i.e. supervisor
support and supervisor communication) significaasgociated with motivation to learn, which fully
explains that the ability of supervisors to propeddequate support and use comfortable
communication may increase employees' motivatioledon necessary knowledge, up to date skills,
new abilities and positive attitudes in traininggmrams. This finding is consistent with organizasb
training research literature mostly published instéen organizational settings. Therefore, current
research and practice within training managemerndeisoneeds to consider supervisor support and
supervisor communication as a vital aspect of ttgamizational training system where it could
increase individuals' motivation to learn in traigiprograms. Hence, these positive outcomes may
lead employees to sustain and achieve organisationgetitiveness in an era of global competition.

LIMITATIONS AND FUTURE RESEARCH

The results of this study should consider the failhg limitations. Firstly, the data was only taken
once during the duration of this study. Therefarejd not capture the developmental issues such as
intra-individual change and restrictions of makinference to participants and/or causal connections
between variables of interest. Secondly, this stuhty focused on particular elements of
a supervisor's role and neglected other importactbfs (e.g. employee's readiness, leadershipsstyle
of the supervisor and supervisors training framifdiirdly, although a substantial amount of vare&nc
in dependent measures explained by the signifiseedictors is identified, there are still a numbér
unexplainable factors that can be incorporated¢atify the causal relationship among variables and
their relative explanatory power [Tabachnick et2&l01]. Finally, the sample for this study was take
using a convenient sampling technigue in a singld@ip university. These limitations may decrease
the ability of generalizing the results of thisdstio other university settings.

The above limitations were adjudged to be unavdedatowever, some of them that accompanied
this study could be overcome in future researchfiritly, the organizational and personal
characteristics that may act as a potential vagiabid can influence the effectiveness of supersisor
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role in training programs should be further expibrevhich would help to provide meaningful
perspectives for understanding the individual di#feees and similarities that affect motivation to
learn. Secondly, the weaknesses of cross-sectiesablrch design may be overcome if longitudinal
studies are used to collect data and describedtterps of change and the direction and magnitfide o
causal relationships between variables of interBisirdly, the findings of this study may produce
different results if this study is done in morerthane university. Finally, as an extension of the
motivation to learn, future researchers should icemsother theoretical constructs of organizational
climate (e.g. transfer of competency, training @oland procedures, facilities, budget and employee
readiness) because they have been widely recogagzead important link between supervisor support
and training outcomes [Yamnil & McClean 2001, Blaad, Thacker 2007, Ismail et al. 2007].

CONCLUSION

The findings of this study confirm that supervisorble (supervisor support and supervisor
communication) does act as an important predidtonativation to learn in the organizational sample.
In this sense, the two study hypotheses (H1 andhid2¢ been supported. In the context of this study,
supervisors have provided adequate support (exgqueage employees to attend training programs
and apply newly acquired knowledge and skills thaty gain from training programs in their jobs)
and used comfortable communication style (e.g. ige¥eedback, encourage discussion and openly
deliver information on training) when dealing wittaining programs. This practice has increased
employees' motivation to learn necessary knowledgéo date skills, new skills and positive attiéad
in the organization.

REFERENCES

Adams J.S., 1965, Inequity in social exchange. IrBerkowitz (Eds.), Advances in Experimental
Social Psychology, 2, 267-299.

Axtell C.M., Maitlis S., 1997, Predicting immediatend longer-term transfer of training. Personnel
Review, 26(2), 201-13.

Baldwin T.T., Magjuka R.J., 1991, Organizationahining and signals of importance: Linking
program outcomes to pre-training expectations. HuR@source Development, 2: 25-36.

Blanchard P.N., Thacker J.W., 2007, Effective irain systems, strategies, and practices. USA:
Pearson Prentice-Hall.

Brown S.P., Ganesan S., Challagala G., 2001, S&tfla€y as a moderator of information-seeking
effectiveness. Journal of Applied Psychology, 8331051.

Chiaburu D.S., Takleab A.G., 2005, Individual ammhtextual influences on multiple dimension of
training effectiveness. Journal of European Indaistiraining, 29(8), 604-626.

DeSimone R.L., Werner J.M., Harris D.M., 2002, Hanmasource development. Thomson Learning,
Inc.

Facteau J.D., Dobbins G.H., Russell J.E.A., Laddl,Kudisch J.D., 1995, The influence of general
perceptions of the training environment on pretragjrmotivation and perceived training transfer.
Journal of Management, 21(1), 1-25.

Fox J., 1991, Regression diagnostics. Newbury FRage Publications.

Goldstein I.L., Ford J.K., 2002, Training in orgzation: needs assessment, development and
evaluation. CA, USA: Wadsworth Group, Thomson Léeggninc.

Golemen D., 2000, Leadership that gets resultsvaidrBusiness Review, 78 (2), 78-90.

23



Muhammad Madi Bin Abdullah et al., 2011, Supervismle in traning programs as a manager of leagin
program. LogForum 7, 2,.2
URL: http://www.logforum.net/vol7/issue2/no2

Hair J.F., Anderson R.E., Tatham R.L., Black W.2ZD10, Multivariate data analysis. 7th Ed. New
Jersey: Prentice Hall International, Inc.

Harris R., Simon M., Bone J., 2000, More than mebés eye? Rethinking the role of workplace
trainer. Australian National Training Authority,6b.

Ismail A., Chandra Segaran S.C., Cheekiong T., Gng2007, The mediating role of motivation to
learn in the relationship between supervisors'® rahd job performance. The Sixth Asian
Conference of the Academy of HRD, Dec 3-5, 2007%jifgg China.

Ismail A., Abu Bakar R., Bongogoh S., 2008, Motigatto learn, supervisor's role and transfer of
competency: A mediating relationship. Public Sesvi¢ Malaysia: Journal of Psychology, No. 3,
June, 89-109.

Ismail A., Ching Sieng., Abdullah M.M, Francis S.K010, Linking supervisor's role in training
programs to motivation to learn as an antecedenjobf performance, Journal of Industrial
Engineering and Management, 6(1), 1-25.

Knowles M. S., 1989, The making of an adult educadm autobiographical journey. San Francisco:
Jossey-Bass Publishers.

Leedy P.D., Ormrod J.E., 2005, Practical reseaptdnning and design. Upper Saddle River, NJ:
Pearson Education Inc.

Locke E.A., Latham G.P., 1990, A Theory of goatisgtand task performance, NJ, USA: Englewood
Cliffs, Prentice Hall.

Lumsden G., Lumsden D., 1993, Communicating in gsoand teams: sharing leadership, CA, USA:
Wadsworth, Inc.

McGraw P., 1993, Back from the mountain: outdoonagement development programs and how to
ensure the transfer of skills to the workplace.a®acific Journal of Human Resource, 31 (3): 52-
61.

Mathieu J.E., Tannembaum S.I., Salas E., 1992ydnfles of individual and situational charactersstic
on measure of training effectiveness. Academy ofid@@ment Journal, 35, 828-47.

Nijman D.J.J., 2004, Differential effects of supgeor support on transfer of training, University of
Twente, Enschede.

Noe R.A., 2010, Employee training and developmidety York: McGraw Hill.
Nunally J.C., Bernstein I.H., 1994, Psychometreaity. New York: McGraw- Hill.
Robbins S.P., Decenzo D.A., 2004, Supervision tod8A: Pearson Prentice Hall.

Rodrigues C.M., Gregory S., 2005, Qualitative staflyransfer of training of student employees in a
service industry. Journal of Hospitality ad TouriBasearch, 29(1), 42-66.

Sekaran U., 2008, Research methods for businesgtl duilding approach. 4th Ed. New York: John
Wiley & Sons, Inc.

Tabachnick B.G., Barbara G., Fidell L.S., 2007, ndsanultivariate statistics. 5th Ed. Sydney: Allyn &
Bacon.

Tai W.T., 2006, Effects of training framing, genlesalf-efficacy and training motivation on trairee’
training effectiveness. Personal Review, 35(1)651-

Tsai W.C., Tai, 2003, Perceived importance as aiatmdof the relationship between training
assignment and training motivation. Personal Rev8i{2):151-163.

Van Maanen J., 1983, Qualitative methodology, Jagaications. Beverly Hills, CA.
Vroom V.H., 1973, A new look at managerial decismaking. Organizational Dynamics, 69-70.

24



Muhammad Madi Bin Abdullah et al., 2011, Supervismle in traning programs as a manager of leagin
program. LogForum 7, 2,.2
URL: http://www.logforum.net/vol7/issue2/no2

Wright L.L., 1996, Qualitative international managent research. In B.J. Punnett, and O. Shenkar
(Eds.), Handbook for International Management Re$ea63-81, Oxford, UK: Blackwell
Publishers Inc.

Yamnill S., McLean G.N., 2001, Theories supportitrgnsfer of training, Human Resource
Development Quarterly. 12, 195-208.

ROLA NADZORUJACEGO W PROGRAMACH SZKOLENIOWYCH
JAKO MENAD ZERA PROGRAMU NAUCZANIA

STRESZCZENIE. Zgodnie z literatyr dotycaca zagadni@ szkoleniowych, rola nadzoggego w programach
szkoleniowych sktadaesiz dwoch gtdwnych elementéw: wsparcie nadzarego i komunikacji nadzoragego. Umiejtnosé
efektywnego wypetniania obu tych elementéw przemyadzcych szkolenie me zwickszy¢ motywacg pracownikéw do
nauki. Charakter tej wzajemnej zabesci jest interesujcy, ale na ral nadzorujcego jako przewidywalnej zmiennej
w modelach programu szkoleniowego jest ktadzionykiev mniejszy nacisk. Z tego powodu przeprowadzbaodania
w celu okrélenia wptywu roli nadzorujcego w programach szkoleniowych na motywaip nauki. Poskono sé ankiet
przeprowadzonwsréd 152 pracownikow pozaakademickich, ktorzy praaiow technicznej uczelni publicznej w Malezji.
Wyniki analizy regresji wykazaty;e wsparcie nadzoragego i komunikacji nadzoragego g istotnie zwjzane z motywag;j
do nauki. Wyniki statystyczne wykazatye rola nadzoracego w programach szkoleniowych jestzmgm predykatorem
motywacji do nauki w probie organizacyjnej. Przedgono dyskusj oraz wnioski tych bada

Stowa kluczowe:rola nadzorujcego w programach szkoleniowych, motywaciji do nahkilezja.

DIE ROLLE DES VORGESETZTEN IN AUSBILDUNGSPROGRAMME
ALS LEHRPLAN-MANAGER

ZUSAMMENFASSUNG. Nach Angaben der Literatur Uber die Ausbildung, Bblle des Vorgesetzten hat zwei wichtige
Elemente: die Unterstiitzung des Vorgesetzten um&Kdmmunikation des Vorgesetzten. Die Fahigkeit\degesetzten zur
effektiven Durchfiihrung dieser beiden Elemente kdienMotivation der Arbeitnehmer zu lernen erhoheie Natur dieser
Beziehung ist interessant, aber auf die Rolle degé&mtzten als berechenbare Variable in einem Alwgigisprogramm-
Modelle ist weniger Wert gelegt. Aus diesem Grunarde diese Studie durchgefiihrt, um die Wirkung Befle des
Vorgesetzten in Ausbildungsprogramme auf die Lemivation zu bestimmen. Der Fragebogen wurde ung gicht-
akademische Mitarbeiter, die in den technischeatlgthen Hochschulen in Malaysia gearbeitet halemchgefiihrt. Die
Ergebnisse der Regressionsanalyse zeigten, dasdJmterstitzung des Vorgesetzten und die Kommunikaties
Vorgesetzten wesentlich mit der Lernmotivation wertben sind. Statistische Ergebnisse zeigten, dessRdlle des
Vorgesetzten in den Ausbildungsprogramme ein wgehtPradiktor flir Lernmotivation in die Stichprose Zusatzlich sind
die Diskussion und Schlussfolgerungen aus diesgie3t prasentiert.

Codewdrter: Rolle des Vorgesetzten in Ausbildungsprogramme j\\tion zu lernen, Malaysia.
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