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Abstract: The public sector is usually viewed as a formal and hierarchical organization. However,
they need to improve the quality of their work to solve community matters satisfactorily. This
study examines the mediating role of the motivation to learn in the relationship between sustainable
environment training and knowledge transfer. This study is a cross-sectional study, using survey
questionnaires to collect data from public servants at different divisions/departments in public
organizations. SmartPLS was utilized to evaluate the quality of the study instrument and subse-
quently test the study hypotheses. The structural equation modeling test indicated that sustainable
environment training affects knowledge transfer. Hence, the motivation to learn mediates the effect
of sustainable environment training on knowledge transfer. Practitioners can utilize these findings to
comprehend the diversity of perspectives on motivation to learn and to design a training program
master plan that can increase employee motivation to succeed and maintain organizational strategies
and goals in the global competition and organizational sustainability era.
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1. Introduction

Sustainable Development Goals (SDGs) are the core agenda for sustainable develop-
ment until the year 2030, agreed upon by world leaders at the United Nations Conference
on 25 September 2015. Upon completing the Millennium Development Goals (MDGs) in
2015, the SDGs continued to guide global development efforts. Eight goals and 21 targets
formed the MDGs. Subsequently, the SDGs have been expanded to include 17 goals and
169 targets. The 2030 agenda includes all three sustainable development aspects: social
(e.g., sustainable places promoting wellbeing, integrating cultural roles, building real so-
cialties, increasing employee productivity, providing intellectual stimulation, increasing
dynamic exchanges, and creating a conducive environment for social interaction), eco-
nomic (e.g., practices supporting long-term economic growth without negatively impacting
communities’ social, environmental, and cultural aspects), and environmental (e.g., the
process of meeting the need for air, food, water, and shelter) [1,2].

Sustainable development is largely credited to the World Commission on Environment
and Development [3]. In their report, the commission defined sustainable development as
a process that “meets the needs of the present without compromising the ability of future
generations to meet their own needs”. This term significantly contributes to developing
the sustainable development concept. Sustainable development necessitates conserving
natural regions and utilizing available natural resources, particularly within organizations,
to achieve present and future prosperity [2,3].

The effectiveness of SDGs in organizations can be achieved through developing long-
term training programs to foster a positive and comfortable work environment, highly
motivated employees, and peace and justice in the workplace. Additionally, these programs
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can continue positive behavior indefinitely, maintain value qualities in the physical and
emotional environment, and maintain the type of development meeting the needs of the
present without compromising the capabilities of future generations. In the development
context, sustainability training is often interpreted as an organization’s efforts to provide
formal or informal employee training to improve task efficiency, increase motivation, drive
social change, increase productivity, stimulate innovation, create expertise in ways of
thinking and working, and accept sustainability to shape and achieve high organizational
and social performances [4,5].

Sustainable environment training in public organizations is designed to recruit, moti-
vate, and retain competent individuals to achieve organizational objectives and strategies.
Organizations need to adopt a more efficient strategy to provide additional value and
present innovation and brand equity growth opportunities. It can be achieved by devel-
oping highly motivated connections and motivating employees towards working in a
sustainable environment [6,7].

Most public organizations invest significantly in enhancing employee knowledge,
skills, and attitudes (KSA) to be more competitive in sustainable environment training [8,9].
For example, Omani public organizations have allocated a budget for training and devel-
opment through education that can maximize human capital, requiring every employee to
attend various formally or informally planned training sessions by organizations, external
agencies, and training bodies [10]. Meanwhile, American organizations have invested
USD 360 billion in employee training and development programs. Similarly, the Talent
Development Association invested two hundred billion worldwide in 2015 [11]. These
investments can improve employee career performance, resulting in monetary benefits for
the organization and maintaining the effectiveness of SDGs [12–14].

Paulet et al. [15] suggested that sustainability based on human resources is more
critical and places greater emphasis on social and ecological goals in addition to organi-
zational goals and human resources. For instance, it is efficient and effective to sustain
positive employee behaviors, such as employee development, flexibility, commitment, and
wellbeing in the future. In this context, organizations typically implement sustainable
environment training in an organizational context, providing both intrinsic motivation
(e.g., social learning, concern/care for others’ values, welfare, and beliefs) and extrin-
sic motivation (e.g., providing principles, justice, ethics, procedures, training, teamwork,
leadership, and collaboration) to assist employees in carrying out their day-to-day work
responsibilities [16–19]. Therefore, sustainable environment training, as practiced in suc-
cessful public organizations, encourages power delegation in which superiors will empower
their subordinates in planning, managing, and monitoring training programs [13,14,20].

The importance of sustainable environment training cannot be denied in any orga-
nization type. Recent empirical studies found that the management’s ability to manage
intrinsic and extrinsic motivation regularly could impact employee motivation to learn
and knowledge transfer positively to create a harmonious environment with sustainable
responsibilities [16,17,21,22]. In the sustainability context, motivation to learn typically
refers to the inspiration that can influence changes in cognitive and affective domains and
foster employee positive attitudes. It is evident through employees’ desire and determi-
nation to learn and master training content to achieve social sustainability, improve their
daily work performance, and achieve organizational objectives [5,17,23,24]. On the other
hand, training management frequently interprets knowledge transfer as the employees’
ability to learn and apply knowledge, skills, and positive attitudes derived from the at-
tended training programs. They apply the acquired knowledge, skills, and attitudes upon
returning to their workplace [17,23,24]. The most recent literature on public organization
training management in-depth analysis revealed that even a carefully designed sustainable
environment training would not be able to achieve its goals if the management does not
play a role in planning and administering the training programs effectively [25,26].

However, most research on sustainable environment training has concentrated on
its internal features, such as definition, purpose, types, and importance of its variables
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in public and private organizations [26,27]. Second, many prior studies preferred us-
ing direct effect models to examine the correlation between sustainable environment
training and knowledge transfer; for example, an individual’s motivation for knowledge
transfer [28–30]. These models have been used extensively in many previous studies to
investigate two significant relationships: between sustainable environment training and
knowledge transfer, and motivation to learn and knowledge transfer. The models were
assessed using a simple statistical analysis (e.g., measuring the percentage, frequency,
mean, and standard deviation and testing descriptive and bivariate statistics). The reported
findings indicated the nature and extent of the association between the two study variables.
In addition, the employed analysis was unable to detect the magnitude of the effect and
the nature of motivation to learn as an important mediating variable in the research model.
Previous research methodologies assessing the efficiency of motivation to learn were only
able to produce generalized and easily predicted documentation and facts because of severe
methodological limitations.

The third aspect is the sample selection, using the employees’ point of view from
various employment categories (type of work, rank, and grade) [6,17,31]. The investigation
into public organizations’ sustainable environment training in environmentally sustainable
practices has not received much attention. For example, studies by [32] and [33] showed
that sustainability-based training programs often face problems due to poor motivation to
learn at work. In addition, ref. [33] stated that public organizations’ weak power pattern
could hinder their learning efforts. Rebelo and Gomes [34] investigated factors influencing
motivation to learn at work and found that the organizational structure lacks clear guidance
from the top of the organization and fails to characterize public hierarchy. Consequently,
many studies have not examined how sustainable environment training influences motiva-
tion to learn and knowledge transfer, particularly in Malaysian government organizations.

This situation motivates researchers to broaden the scope of previous research on the
topic by analyzing the mediating role of motivation to learn in the interaction between
sustainable environment training and knowledge transfer. This paper will address a gap
identified in the current literature review.

This paper’s structure is as follows. The next section will outline sustainable en-
vironment training components, provide the measurement and structural models, and
explore the hypotheses. Based on the research model, this study investigates sustainable
environment training in organizations. It is followed by the methodology and, in the
subsequent section, the results analysis and presentation. Then, this paper will discuss and
conclude the findings. Finally, this paper will present the study’s limitations and provide
recommendations for future research.

2. Sustainable Environment Training in Public Organizations

Sustainable environment training is an organization’s strategy to communicate their
responsibility to contribute to sustainable development by creating a balance between the
economic, environmental, and social repercussions of their actions within their organiza-
tions [27,35,36]. Sustainable development in organizations requires conserving effective
social goals to achieve present and future wellbeing. The sustainable development social
aspect emphasizes the importance of maintaining strong relationships between and within
generations [31,37]. Increased attention to the “triple bottom line”, as developed by [38],
underscores organizations’ contributions to sustainable development; businesses and other
organizations evaluate how their actions will affect their financial income and social and
environmental interactions. Therefore, the SDGs outlined a global agreement to jointly
focus on economic, environmental, and social goals, including the obligation to contribute
to sustainable development and the cause of sustainable development [27,39,40].

Public organizations have a responsibility to diversified stakeholders; they must
acknowledge and fulfill that responsibility to protect the interests of future generations
from irresponsible destruction caused by the current generations [41]. Following the New
Public Management (NPM) movement’s footsteps, public sector management has started to
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focus more on environmental and social concerns in organizations. More specifically, many
researchers have stated that the NPM’s ‘results-oriented calculus’ has resulted in a hyper-
focus on factors, such as cost-effectiveness, value for money and efficiency, social systems,
greater flexibility, and transparency, in the public sector [35,42–44]. These academics
contended that the NPM movement’s lopsided focus could be balanced by focusing more on
sustainability issues [45]. Consequently, a heightened focus on organizational sustainability
inside public organizations does not run counter to the NPM’s prescriptions. Instead, it
provides a complementary route to enhancing governmental efforts to create efficiency and
social and environmental impacts [27,35,42].

In Malaysia, public organizations are sector bodies responsible for assisting, con-
trolling, implementing, and coordinating the main objectives of the national adminis-
tration to develop a sustainable, efficient, and highly competitive public administration
system [46,47]. The Central Agencies leadership realized that designing and implement-
ing effective training programs is the only way to ensure the future availability of high-
performing, competitive, and excellent human resources [48,49]. Based on the Public
Organization Human Resource Training Policy authority outlined in Service Circular No. 6
Year (2005), various in-house and external training sessions have been implemented [50].
The fundamental objective of these training sessions is to provide a planned training
method. It can efficiently and effectively increase productivity to achieve sustainable
national economic growth, add value to career management, enhance task performance,
cultivate employee talent, and accomplish organizational objectives [48,49].

Public organizations’ sustainable environment training is a crucial mechanism for
boosting employee motivation to learn (e.g., acquiring new knowledge and skills to improve
efficiency in performing daily tasks). It also encourages improvements in positive employee
behavior (e.g., efficiently generating expertise, creating an excellent and innovative work
culture, possessing the skills required for the task, developing positive attitudes, and
adapting one’s knowledge to the current situation) and training transfer (skills, knowledge,
and positive attitudes) [48,49,51]. Positive behavior can help improve managers’ efficiency
and help employees to fulfill the national development agenda and strengthen democratic,
proactive leadership founded on the principle of freedom [40,50].

An increasing body of literature indicates that managerial attention to sustainable
environment training can positively impact an organization’s reputation by having a
positive impact on employee motivation to learn. According to a recent study, employee
motivation to learn can influence knowledge transfer within an organization [24,52]. For
instance, highly trained employees can solve daily problems, improve work performance,
implement tactical task planning, and effectively achieve organizational strategies [24,52].
Conversely, employees with low motivation to learn will not be able to handle work
responsibilities in an orderly manner, fail to maintain the performance of daily tasks, and
cannot meet the demands of their jobs and employers effectively [24,52].

Sustainable environment training in public organizations has implemented a blended
method for the management, professional service group, and implementers to boost the mo-
tivation to learn [53]. In addition, one of the strategies includes implementing a mentoring
program to assist employees through a professional guidance approach. This method helps
employees improve the quality of job-transferable learning (e.g., current knowledge, new
skills, the ability to adapt to task changes, and valuable experience) [53]. In comparison,
the strategy adopted by the executive service group is to implement a coaching program
designed to increase employee motivation to learn to manage and carry out tasks. This
strategy improves employees’ cognitive, affective, and psychomotor skills to manage and
complete tasks more efficiently and effectively [50,53].

As mentioned earlier, based on recent studies, employee motivation to learn can
influence information transfer within a company [24,52]. For example, highly trained
individuals are able to address everyday difficulties, improve their work quality, execute
strategic task planning, and accomplish organizational strategies effectively [24,52]. On the
other hand, individuals with poor motivation to learn tend to have difficulties in performing



Sustainability 2023, 15, 2322 5 of 19

tasks accordingly, exhibit inconsistent performance in performing their routines, and hardly
meet their jobs and employers’ expectations [24,40,52].

Human resource management must have clear objectives and strategies to enhance
employee knowledge and skills and facilitate positive knowledge transfer [24,52]. The
management’s ability to launch training programs that can change employee behavior, such
as optimizing performance, meeting corporate objectives, determining skills, increasing
knowledge, establishing social relationships between employers and employees, providing
new opportunities, providing efficient management lines, being able to accept recent
technologies, and satisfying employees’ desires and wishes well, can act as a catalyst [24,54].

3. Literature Review and Hypotheses Development
3.1. Sustainable Environment Training and Knowledge Transfer

Previous studies examined the sustainable environment training elements based
on one dimension only. For example, a study by [16] examined the role of sustainable
environment training on knowledge transfer. This study only focused on encouragement
and recognition and ignored other sustainable environment training elements. It may be
because sustainable environment training forms practiced by top management can achieve
better coordination and specification of planned tasks in an organization.

Several studies have investigated sustainable environment training and knowledge
transfer in different organizational settings, such as the perceptions of 287 public employ-
ees in Saudi Arabia [55] and 110 respondents from several medium-sized organizations
in the three counties in Northwestern Croatia [56]. The findings showed that effective
and sustainable environment training consists of two important characteristics: intrinsic
motivation (e.g., encourages employees to attend training, empathy) and extrinsic mo-
tivation (e.g., gives recognition and credit to those applying new knowledge and skills
to their work). These studies demonstrated that sustainable environment training, such
as intrinsic and extrinsic incentives, could improve the likelihood that employees will
transfer skills. Furthermore, the management’s ability to implement positive sustainable
environment training strongly motivates employees to learn and master new human and
non-human competencies and other capabilities matching current organizational needs
and requirements.

The role of sustainable environment training and knowledge transfer is consistent
with the leader-member exchange theory proposed by [57]. The theory can be considered
a process approach since it stresses the importance of the dynamic interaction between a
leader and his/her subordinates. It explains the two major types of relationships in an
organization: a high-quality and a low-quality relationship between leaders and members.
In the high-quality relationship context, it defines the leaders’ willingness to foster increased
physical and emotional motivation when dealing with employees, such as providing
information and feedback, and showing openness, helpfulness, empathy, and caring.
These attributes can enhance positive employee behavior. Conversely, in a low-quality
relationship, the leaders’ inability to provide high physical and emotional motivation to
employees can result in a negative outcome. The theory’s foundation is well supported by
workplace training management research. Thus, the following hypotheses are formulated:

Hypothesis 1 (H1). Intrinsic motivation is associated with knowledge transfer.

Hypothesis 2 (H2). Extrinsic motivation is associated with knowledge transfer.

3.2. Sustainable Environment Training and Motivation to Learn

Previous studies did not support sustainable environment training as an effective
predictor variable for motivation to learn. For example, the study by [58] only focused
on one sustainable environment training element, namely extrinsic motivation. It is likely
because extrinsic motivation forms extended by the management can inspire employees to
maintain skills and master knowledge to achieve an organization’s needs and strategies.
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On the other hand, several studies in the 21st century reported sustainable envi-
ronment training as an effective predictor variable for motivation to learn in various
organizational settings; for example, the perceptions of 216 respondents from educational
organizations in the US [59]. The study revealed that sustainable environment training
comprises intrinsic motivation (e.g., providing adequate support) and extrinsic motivation
(e.g., comfortable communication and guidance). In addition, the management’s ability to
appropriately apply sustainable environment training has been a significant determinant
of the motivation to learn [55,59].

A sustainable environment training as an effective predictor variable for motivation
to learn is consistent with Adam’s equity theory, positing that sustainable environment
training leads to motivation to learn [60,61]. This theory is frequently associated with
workplace behavior. In 1963, the paradigm focusing on the balance between input and
output proliferated. The input is one’s contribution to a responsibility, whereas the output
is the reward or return emerging from the commitment. Individual behavior can be
strongly affected by the management’s capacity to ensure fair treatment in the allocation
and exchange of resources. The fair distribution of resources is often conducted in two
unique ways. The first way is through human psychology (e.g., tolerance, support, loyalty,
sacrifice, and joy). The second is through physical forms (e.g., the provision of salaries,
prizes, facilities, remuneration, recognition, and leave), known as equitable norms [55,59].
Thus, according to this theory, employers who can strike a balance between input and
output can incentivize employees to execute tasks efficiently and effectively. It means that
employees who are satisfied with the service they receive from their employers will make
contributions in return. Consequently, the following hypotheses are formulated:

Hypothesis 3 (H3). Intrinsic motivation is associated with motivation to learn.

Hypothesis 4 (H4). Extrinsic motivation is associated with motivation to learn.

3.3. Mediating Effect of Motivation to Learn

Some previous studies did not recognize motivation to learn as an important mediating
variable in the relationship between sustainable environment training and knowledge
transfer. For example, the study by [55] only focused on motivation to learn elements, such
as interest, desire, and excitement. It may be because the motivation to learn categories that
the management emphasizes only can help employees manage and perform tasks better in
the organization.

In contrast, several recent studies have confirmed that the mediating role of motivation
to learn is important in the relationship between sustainable environment training and
knowledge transfer. Related research includes the perceptions of 131 employees working in
various Malaysian public sector organizations [22] and 150 faculties of the higher education
sector [58]. The studies’ findings confirmed that the administrators’ willingness to provide
sufficient intrinsic motivation (e.g., advice, encouragement, concern, and tolerance) and
extrinsic motivation (e.g., providing training information and facilities, and arranging a con-
ducive training environment) could increase employee motivation to learn. It additionally
has a positive impact concerning the training transfer.

The mediating role of motivation to learn in the relationship between sustainable
environment training and knowledge transfer is consistent with the adult learning theory
proposed by [62]. This theory states that an individual’s maturity can change when he/she
accepts the benefits offered by an organization to improve his/her knowledge, skills,
positive behavior, and ways of thinking. It explains five critical assumptions of adult
learners (andragogy), including (i) self-concept (a self-directed human being), (ii) adult
learner experience (accumulation of a growing reservoir of experience acting as a resource
for learning), (iii) readiness to learn (learn subjects that have immediate relevance and
impact on the learners’ job or personal life), (iv) orientation to learning (learn knowledge to
be applied and problem-centeredness), and (v) motivation to learn (internal motivation to
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learn). These assumptions are recognized as a maturity within adult education. Applying
this idea to workplace training reveals that employees will typically learn and master
competencies by carefully monitoring and analyzing a situation, which will significantly
drive them to gain valuable competencies. Consequently, this drive may result in activities
increasing individual benefits. Therefore, the following hypotheses are formulated:

Hypothesis 5 (H5). Motivation to learn mediates the relationship between intrinsic motivation
and knowledge transfer.

Hypothesis 6 (H6). Motivation to learn mediates the relationship between extrinsic motivation
and knowledge transfer.

4. Materials and Methods
4.1. Research Model

The literature was also used as the platform to establish a conceptual framework. It
explains that the relationship between sustainable environment training and knowledge
transfer is indirectly affected by the motivation to learn, as shown in Figure 1.
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4.2. Methodology

This study employed the survey method as a research strategy. It permits the re-
searchers to collect the study’s data using a cross-sectional methodology. Data gathered
through this method are very useful to assess the measurement and structural models.
The fundamental advantage of this strategy is that it facilitates the researchers to collect
relevant, accurate, and high-quality data [63,64]. The data collection process started by
preparing survey questionnaire items based on the workplace training literature. Next, this
study utilized the retranslation method proposed by [65] to translate the actual meaning of
the items from English to Malay and from Malay to English. This method is vital to provide
more accurate and easily understood results for the studied organizations’ respondents.
For instance, the researchers engaged the services of several English and Malay language
instructors and three lecturers in human resource management at Universiti Kebangsaan
Malaysia to translate the survey questionnaire. This translation approach ensures that the
study’s questionnaire has high precision, authenticity, and reliability and can be utilized in
the subsequent analytic phase. Then, a pilot study was conducted to re-evaluate and retest
the usefulness of this research instrument. The survey questionnaires for the actual study
were then distributed to the study’s participants.

4.3. Variables Measurement

The survey questionnaire consisted of three components. First, the sustainable en-
vironment training component consisted of intrinsic and external motivation. Intrinsic
and extrinsic motivation had six components that were updated based on organizational
training literature [66,67]. Second, motivation to learn was measured based on eight items
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developed based on training management literature [66,67]. Finally, knowledge transfer
was measured based on six items modified from organizational behavior literature [68,69].
Next, these items were measured based on an answer scale, ranging from one (strongly dis-
agree/extremely unsatisfied) to seven (strongly agree/very satisfied). Questionnaire items
were sorted based on the criteria of having a composite reliability value and Cronbach’s
alpha coefficient greater than 0.8, as recommended by [70] and [64]. A seven-point scale
was chosen because it generates more neutral feedback and increases dependability [71,72].
Meanwhile, demographic items served as control variables because their role as predictor
variables did not receive strong support according to previous theories and empirical
studies related to research objectives, research framework, and hypothesis development.
As such, this survey, as shown in Table 1, was utilized to study research concerns based on
employee attitudes in general.

Table 1. Variables measurement.

Constructs Sub-Constructs Items Sources

Sustainable
Environment Training Intrinsic Motivation • Encouraging employees to attend the training program (e.g.,

permission, instructions) [66,67]

• Showing concern about the skill requirements of tasks
• Being open to discussing training problems
• Encouraging employees to renew existing skills
• Inspiring employees to acquire new knowledge
• Showing concern about participation in training programs

Extrinsic Motivation • Explaining clearly the objectives of training programs [66,67]
• Providing information about training programs
• Suggesting interesting training programs
• Ensuring that training programs are appropriate for the
job requirements
• Providing up-to-date training, as required by
differing positions
• Providing in advance information related to training
opportunities offered (e.g., distribution of training calendars)

Motivation to Learn • Showing eagerness to learn skills in training sessions [66,67]
• Showing interest in attending organized training programs
• Giving full attention to training content
• Trying to learn as many new approaches as possible in
training programs
• Increasing motivation to perform assigned tasks
• Increasing efforts to work more efficiently
• Improving the quality of existing skills
• Producing better work performance

Knowledge Transfer • Improving employees’ understanding related to tasks (e.g.,
knowledge sharing) [68,69]

• Mastering knowledge in the workplace effectively
• Applying acquired knowledge systematically
• Adapting knowledge when the situation changes
• Utilizing new knowledge in realizing organizational goals
• Absorbing learned knowledge well

4.4. Sample and Data Collection

The unit of analysis for this study is public servants working in various divisions/units
in the Malaysian Central Agencies. These agencies serve as the Malaysian administrative
machinery, particularly in formulating and implementing national policies. Among them
are the management services, human resources, finance, policy, service, and information
technology departments, all of which comprise the highest level of management service
groups, management, and professionals and implementers.
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A purposive sample strategy was administered by distributing 1000 sets of printed
questionnaires to employees working in these organizations. The respondents were those
with more than five years of working experience in the organizations and an understanding
of the phenomenon and administrative planning of workplace training programs. This
study opted for this selection technique since the organization could not provide a list
of registered personnel due to confidentiality issues. This constraint did not allow the
researchers to utilize a random method in selecting the study sample. The researchers pro-
vided the printed questionnaires to the human resource managers, who helped distribute
them to employees willing to participate in this study. They also helped gather and return
the completed questionnaires to the researchers. Only 744 (93%) viable questionnaires were
included in the data analysis. It is important to note that the respondents participated in
this study based on consent; there was no coercion, and all respondents were anonymous.

Comprehensive training management policies have been established by public orga-
nizations based on the grand national agenda (e.g., Vision and Mission 2022, Sustainable
Development Goals, New Economic Models, and Transformational Organizational Objec-
tives) and global challenges (e.g., globalization, borderless world, Industrial Revolution 4.0,
international cooperation, and economic crises). Apart from that, the ministry has given
the authority to the public organization leadership to implement the training program’s
objectives, types, learning content and methods, and procedures to achieve the outlined
strategic vision and mission. In public organization institutions, responsible centers are
empowered to arrange training programs, such as providing courses, seminars, and train-
ing, to improve public employees’ working skills. In addition, the training program can
determine areas of expertise based on the department’s primary function consistent with
the organization’s vision and mission towards establishing the country’s direction. Most
participants showed high levels of sustainable environment training (motivation and com-
munication), motivation to learn, and knowledge transfer. It shows that the management’s
ability to provide sustainable environment training, such as motivation and communication
in training environment activities, will strongly enhance employee motivation to learn.
Consequently, this motivation can increase knowledge transfer.

Table 2 shows the respondents’ profiles. Most respondents are between 34 to 39 years
old (37.6%), female (67.8%), from the support service group (54.9%), Bachelor’s degree
holders (34.4%), and married (68.9%). The adequacy of the study sample is measured
based on a rule of thumb, that is, the highest number of formative indicators in the survey
questionnaire should be more than ten times, and the items for the measurement model
must have an outer loading higher than the standard threshold of 0.70 [73]. Therefore,
the sustainable environment training construct, with six items, has the highest formative
indicators in the survey questionnaires. Based on this guideline, the sample size should be
at least 60 respondents. The sample size of this study has fulfilled the above criteria; thus,
it can be utilized to assess the research hypotheses.
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Table 2. Respondents’ profiles.

Respondents’ Profiles Sub-Profile Frequency Percentage

Age Less than 27 years old 82 11.0
28 to 33 years old 159 21.4
34 to 39 years old 280 37.6
40 to 45 years old 146 19.6

46 years old and above 77 10.34

Sex Male 239 32.1
Female 505 67.8

Services Group Top Management 15 2.0
Management and

Professional 320 43.0

Support 409 54.9

Highest Education PMR 4 0.5
SPM 130 17.5

STPM 201 27.0
Bachelor’s Degree 256 34.4
Master’s Degree 134 18.0

Doctor of Philosophy 19 2.5

Marriage Status Single 231 31.0
Married 513 68.9

5. Results

This study used the SmartPLS software to examine the survey questionnaire data. The
data analysis process consisted of the following: first, this study utilized a measurement
model analysis to establish the validity and reliability of the study instruments [74]. Second,
this study employed a structural model analysis to examine the direct effect and mediating
models. Hypotheses could be established when the t-value was significant at 1.95. Third,
this study used the R2 value to estimate the exploratory power of the study model based
on three major criteria: 0.26 for strong, 0.13 for moderate, and 0.02 for weak exploratory
power [75]. Fourth, the model fit was determined when the estimated standardized root-
mean-square residual (SRMR) value was less than 0.10 and 0.08 [76], suggesting that the
used study model was considered a good fit. Fifth, this study also utilized the f 2 value to
determine the influence of size based on three fundamental criteria: 0.35 for large, 0.15 for
medium, and 0.02 for small. Next, the blindfolding value (Q2) was measured using a value
threshold greater than zero, indicating that the construct attained the degree of predictive
accuracy specified by [73]. The SmartPLS package has the benefit of being able to analyze
the measurement model data simultaneously, either relative or/and formative, through
path analyses. Apart from that, it does not require normally distributed data, is capable of
analyzing data with a small sample size and is user-friendly with an attractive interface
display [74].

5.1. Measuring Construct Validity and Discriminant Validity

A reflective measurement model is needed to assess the two types of validity and
reliability analyses: convergent validity and discriminant validity. Convergent validity
refers to the degree to which indicators share a high proportion of variance in common.
According to [73], factor loading, composite reliability, and the average variance extracted
(AVE) can be used to assess convergent validity in the reflective measurement model. In
contrast, a discriminant validity analysis is assessed using the heterotrait-monotrait ratio
(HTMT) technique [70].

The instrument validity and reliability analyses were examined for reflective and
formative constructs based on the hierarchical component model (HCM) by employing a
two-level analysis combining higher-order and lower-order constructs. Table 3 provides
the reflective measurement model evaluation performed based on the rate of loading,
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AVE, and composite reliability values. For the correlation of items with the concept, the
loading value was larger than 0.70. Meanwhile, the AVE value was higher than 0.50 [73].
Next, the composite reliability value was higher than 0.70, signifying that all the constructs
successfully reached convergent validity standards, as stated by [73].

Table 3. Reflective measurement model evaluation (first level) for the measurement model.

Constructs/Items Outer Loading Cronbach’s Alpha Composite Reliability AVE

Sustainable Environment Training: Intrinsic Motivation
A1 0.769 0.936 0.950 0.760
A2 0.883
A3 0.895
A4 0.901
A5 0.905
A6 0.870

Sustainable Environment Training: Extrinsic Motivation
B1 0.881 0.940 0.952 0.769
B2 0.881
B3 0.901
B4 0.883
B5 0.915
B6 0.797

Motivation to Learn
C1 0.866 0.957 0.964 0.770
C2 0.895
C3 0.878
C4 0.877
C5 0.860
C6 0.867
C7 0.892
C8 0.866

Knowledge Transfer
D1 0.808 0.936 0.950 0.760
D2 0.884
D3 0.903
D4 0.882
D5 0.899
D6 0.849

Table 4 presents the discriminant validity test results, measured using the HTMT ratio.
This test demonstrates that the study constructs have a value smaller than 0.85, meaning
that all the study components are able to achieve the discriminant validity suggested
by [73].

Table 4. Discriminant validity based on HTMT criteria (first level).

Constructs Intrinsic Motivation Extrinsic Motivation Training Motivation

Intrinsic Motivation
Extrinsic Motivation 0.885
Motivation to Learn 0.703 0.734
Knowledge Transfer 0.641 0.628 0.681

Table 5 reports the instrument validity and reliability analyses for the formative items
represented by the sustainable environment training construct to assess the redundancy
analysis, measure the VIF, and evaluate the outer weight scores. The findings demonstrate
that convergent validity can be assessed using redundancy analyses. First, the intrinsic and
extrinsic motivation formative constructs yield path coefficients of 0.830, which is more
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than 0.80. Thus, the formative constructs have sufficient degrees of convergent validity.
Next, the significance and relevance of the outer weight are between 7.071 and 8.402,
signifying that the study’s sub-concept has passed the necessary conditions for hypothesis
testing [73]. Furthermore, the VIF value for the sub-constructs is less than 5.0, suggesting
that the sub-constructs are free from significant collinearity difficulties [73]. As a result,
these indicators fulfill the formative measurement test.

Table 5. Formative measurement model evaluation (second stage).

Constructs Sub-Constructs Convergent
Validity

Outer
Weight

t-Values
Weights VIF

Sustainable
Environment Training

Intrinsic Motivation
0.830

0.478 7.071 3.261

Extrinsic Motivation 0.567 8.402 3.261

Table 6 describes the simple statistical test results. The findings show that the mean
value ranges from 5.590 to 5.867, suggesting that the sustainable environment training con-
structs (intrinsic motivation and extrinsic motivation), motivation to learn, and knowledge
transfer are at a high (5) or very high (6) level.

Table 6. Basic statistical analysis.

Constructs Mean Std. Deviation

Intrinsic Motivation 5.725 0.844
Extrinsic Motivation 5.653 0.893
Motivation to Learn 5.590 0.857
Knowledge Transfer 5.867 0.725

5.2. Structural Model

The outcomes of the structural model show the direct effect and mediating models.
First, the model fit test results indicate that the SRMR value is 0.057, smaller than 0.10
or 0.08 [73]. This result demonstrates that this model has a good fit. Second, the model
strength test (R2) results show that intrinsic motivation explains 0.51% of the variance
in motivation to learn, more significant than 0.26 [75], indicating that this model has a
substantial effect. The results for extrinsic motivation indicate that 0.51% of the variance in
motivation to learn is bigger than 0.26 [75], indicating that this model has a substantial effect.
Next, motivation to learn explains 0.47% of the variance in knowledge transfer, bigger than
0.26 [75], indicating that this model has a substantial effect. Extrinsic motivation explains
0.47% of the variance in knowledge transfer, bigger than 0.26 [75], indicating that this model
has a substantial effect. Finally, the results for intrinsic motivation indicate that 0.47% of
the variance in knowledge transfer is bigger than 0.26 [75], indicating that this model has a
substantial effect.

Third, the effect size test results reveal that the relationship between intrinsic moti-
vation and motivation to learn has an f 2 value of 0.052, higher than 0.02 and smaller than
0.15 [73], showing that it has a negligible effect on motivation to learn. The relationship
between extrinsic motivation and motivation to learn has an f 2 value of 0.130, higher than
0.02 and smaller than 0.15 [73], showing that it has an insignificant effect on motivation
to learn. The relationship between intrinsic motivation and knowledge transfer has an f 2

value of 0.031, higher than 0.02 and smaller than 0.15 [73], showing that it has a small effect
on knowledge transfer. The relationship between extrinsic motivation and knowledge
transfer has an f 2 value of 0.005, smaller than 0.02 [73], showing that it has a negligible
effect on knowledge transfer. The relationship between motivation to learn and knowledge
transfer shows an f 2 value of 0.161, higher than 0.15 and smaller than 0.35 [73], suggesting
that it has a medium effect on knowledge transfer.

Fourth, the predictive relevance test (Q2) results show that motivation to learn has a
Q2 value of 0.391, and knowledge transfer has a Q2 value of 0.354, illustrating that it has
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predictive relevance [73]. Finally, the predictive performance test (Q2-predict) results show
that the Q2-predicted values for all items in the PLS-SEM (0.596 to 0.656) and LM RMSE
(0.586 to 0.661) are bigger than zero, illustrating the prediction errors are symmetrically
distributed. Most of the PLS-SEM values (−0.004 to −0.013) have lower prediction errors
than those of the LM RMSE values (0.001 to 0.013), indicating that this model has a medium
predictive power [77]. The structural model is illustrated in Figure 2.
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5.3. Outcomes of Hypotheses Testing H1–H4

Table 7 shows the results of testing the direct model research hypotheses: (1) Support
that intrinsic motivation positively and significantly correlates with knowledge transfer
(β = 0.238; t = 4.164), resulting in H1 being accepted; (2) Support that extrinsic mo-
tivation is positively and significantly correlated with knowledge transfer (β = 0.100;
t = 1.691); therefore, H2 is not accepted; (3) Support that intrinsic motivation positively
and significantly correlates with motivation to learn (β = 0.288; t = 5.176); therefore, H3 is
accepted; (4) Support that extrinsic motivation is positively and significantly correlated
with knowledge transfer (β = 0.457; t = 8.258); therefore, H4 is accepted. These results
confirm that motivation to learn and knowledge transfer are essential outcomes of intrinsic
and extrinsic motivation.

Table 7. Outcomes of testing hypotheses H1–H4.

Hypotheses β-Values t-Values p-Values Result

H1: Intrinsic motivation is associated with knowledge transfer. 0.238 *** 4.164 0.000 Accepted
H2: Extrinsic motivation is associated with knowledge transfer. 0.100 1.691 0.000 Not Accepted
H3: Intrinsic motivation is associated with motivation to learn. 0.288 *** 5.176 0.092 Accepted
H4: Extrinsic motivation is associated with motivation to learn. 0.457 *** 8.258 0.000 Accepted

Note: Significance Level: *** t > 3.29 (p < 0.001).

5.4. Outcomes of Hypotheses Testing H5 and H6

Table 8 exhibits the results of assessing the indirect model research hypotheses. The
relationship between intrinsic motivation and the motivation to learn is significantly cor-
related with knowledge transfer (β = 0.120; t = 4.444); therefore, H5 is accepted. The
relationship between extrinsic motivation and motivation to learn is significantly correlated
with knowledge transfer (β = 0.191; t = 6.370); therefore, H6 is accepted. These results
confirm that motivation to learn and knowledge transfer are essential outcomes of intrinsic
and extrinsic motivation. Hence, the relationship between intrinsic and extrinsic motivation
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in knowledge transfer is mediated by the motivation to learn. Generally, the mediating
effects of the relationship between intrinsic motivation, motivation to learn, and knowledge
transfer account for full mediation in the hypothesized model. It is due to the direct effect
and indirect effect models being significant and pointing in the same direction [78]. Next,
the mediating effect of the relationship between extrinsic motivation, motivation to learn,
and knowledge transfer accounts for partial mediation in the hypothesized model. It is due
to the direct effect model being insignificant, the indirect effect model being significant,
and the fact that they are pointing in the same direction [78].

Table 8. Outcomes of testing hypotheses H5 and H6.

Hypotheses β-Values p-Values t-Values

H5: Motivation to learn mediates the relationship
between intrinsic motivation and knowledge transfer. 0.120 0.000 *** 4.444

H6: Motivation to learn mediates the relationship
between extrinsic motivation and knowledge transfer. 0.191 0.000 *** 6.370

Note: Significance Level: *** t > 3.29 (p < 0.001).

Table 9 illustrates the IPMA’s results. Similarly, intrinsic motivation has the greatest
impact (0.306) and produces the best results (77.988). In contrast, motivation to learn has
the lowest total effect (0.353) and the lowest performance (72.974). Therefore, motivation to
learn should be prioritized to enhance training management.

Table 9. IPMA analysis.

Constructs
Knowledge Transfer

Total Effect Performances

Intrinsic Motivation 0.306 77.988
Extrinsic Motivation 0.235 75.233
Motivation to Learn 0.353 72.974

6. Discussions and Implication

This study developed a conceptual framework based on the literature on public orga-
nization management programs. The study’s findings show that the effect of sustainable
environment training on knowledge transfer is mediated by motivation to learn.

In this study’s context, most scores for sustainable environment training, motivation to
learn, and knowledge transfer are high. These findings show that the management’s ability
to build positive sustainable environment training with intrinsic and extrinsic motivation
will strongly increase employee motivation to attend and participate in sessions, and learn
and master new competencies. Consequently, this motivation can lead to higher knowledge
transfer for public sector employees.

Furthermore, this study’s findings are supported by previous studies, acknowledging
that motivation to learn and knowledge transfer are directly influenced by sustainable
environment training, such as intrinsic motivation (e.g., social learning, concern/care for
others, values, welfare, advice, encouragement, and tolerance) and extrinsic motivation
(e.g., providing training information and facilities, justice, ethics, training climate, and
collaboration opportunities). The relationship between sustainable environment training
and knowledge transfer is also mediated by the motivation to learn [22,58]. In sum, the
most important findings of this study increase the understanding that the motivation to
learn can play a key role as an influential mediating variable in the relationship between
sustainable environment training and knowledge transfer within the Malaysian Central
Agencies. Thus, this study supports and extends the findings of previous studies, primarily
circulating in Western and Asian countries.

On the other hand, extrinsic motivation is not significant in knowledge transfer. This
study’s findings are unable to support the findings of previous studies by [55,56]. The liter-



Sustainability 2023, 15, 2322 15 of 19

ature review in this study showed that extrinsic motivation is unable to serve as an effective
predictor of knowledge transfer due to several factors. First, the management support is
insufficient. It causes employee motivation to be inconsistent, and it can emotionally and
physically prevent employees from transferring knowledge in the organization. Second,
the designed training programs may not meet the needs and requirements of the task to
increase employee motivation levels. If these findings are ignored, it will reduce the level
of employee extrinsic motivation and may increase negative attitudes and behaviors in
the workplace.

6.1. Theoretical Implications

This study provides two critical implications: theoretical and practical. Concerning
theoretical implications, this study’s outcomes confirm that motivation to learn has medi-
ated the effect of sustainable environment training on knowledge transfer. This outcome
is consistent with the notion of the adult learning theory by [62]. This theory suggests
that employees will typically learn and master competencies by carefully monitoring and
analyzing a situation, which will significantly drive them to gain valuable competencies.
Consequently, this drive may result in increased individual activities that are extremely
beneficial, such as knowledge transfer. In this study, the management’s ability to practice
motivation and communication properly will enhance employee motivation to learn. Con-
sequently, this motivation to learn may then increase knowledge transfer in organizations.

6.2. Practical Implications

Concerning practical implications, this study’s outcomes can be used by practitioners
to improve the sustainable environment training sessions run by training program man-
agement in public organizations. The IPMA results (see Table 9) show that motivation to
learn is a critical management problem that organizations should overcome. To achieve this
objective, employers should pay more attention to the following issues. First, supervisors
should guide and support subordinates to help them improve their performance by en-
couraging them to attend training programs. It will help talented employees increase their
motivation and stimulate them to maintain and improve the organization’s performance
in the future. Second, the management needs to organize training programs that can
significantly impact employees’ careers, such as designing training content with the skills
to perform tasks and in-depth knowledge of their field. Third, the management needs to
be competent in using communication skills either verbally or in writing. For example,
suppose a supervisor has essential information related to training programs to share with
his/her employees; in such cases, the supervisor should consider the best way to convey
that message and remain flexible if another approach is needed (e.g., asking questions
and welcoming employee feedback). Fourth, the management needs to provide training
facilities that are attractive, adequate, up-to-date, and comfortable. It can help increase
employee enthusiasm for and interest in attending training and in learning all the benefits
of the training program. Fifth, supervisors should evaluate employee performance fairly
and provide management feedback on specific tasks or projects.

Future research and training programs need to view motivation to learn as an essential
aspect of the sustainable environment training domain. This research further suggests
that the management’s capability to appropriately practice communication and motivation
relationships with employees from diverse backgrounds in formal and/or informal train-
ing program activities will strongly stimulate positive employee attitudes and behaviors
(e.g., career achievement, skills, and motivation). Therefore, this positive outcome may
lead to maintaining and upgrading public organizations’ competitiveness and performance
in dealing with globalization and challenging times.

7. Limitations and Recommendations for Future Research

There are several limitations in the conceptual and methodological aspects of this
study. First, the cross-sectional study design is only able to describe the general perception
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of the respondents on the relationship pattern between the study variables, such as the
dependent variables (sustainable environment training), mediating variables (motivation
to learn), and independent variables (knowledge transfer). Second, this study does not
measure the specific dimensions of the study variables. Third, the structural equation
modeling technique has explained the extent to which the set indicators can function as
an effective measurement tool for each construct based on testing the direct effect model
and the effective model of the mediating variables. It has limited the ability of the study’s
findings to be generalized to a more extensive study population. Fourth, the sample of
this study only assessed Malaysian public sector employees. Fifth, the purposive sampling
technique used to collect data was unable to control respondents’ biased responses. The
limitations of this study were found to reduce the ability of the findings to be generalized
to various organizations with different patterns and backgrounds. We need to take into
account some suggestions for improvement to strengthen the findings of future studies.

The current study provides recommendations for future research improvements. First,
the respondents’ demographic features (e.g., position status and pay) should be priori-
tized in the future testing of models to investigate the similarities and differences in their
responses regarding the relationship between the study variables. It may enhance the
comprehension of how employee attributes influence sustainable environment training in
public organizations. Second, researchers must evaluate the effectiveness of hypothetical
models across subsamples. A longitudinal study should also be explored in future studies.
Thirdly, future research should integrate both the public and private sectors to improve the
efficiency of the study design. Fourth, additional variables, such as independent variables
(e.g., training content), mediating variables (desire to learn and transfer), and dependent
variables (organizational citizenship behavior, in-role behavior, and job competency) re-
quire consideration, as they are deemed significant variables in the literature review of
organizational training management.

8. Conclusions

This study evaluated a conceptual framework developed based on the workplace
training literature. The study instrument successfully meets the standard of validity and
reliability analyses. The finding of the mediating model reveals that motivation to learn is
an effective mediating variable between sustainable environment training and knowledge
transfer. This finding is consistent with and has widened the scope of previous studies un-
dertaken mainly in Western and Asian countries. Therefore, current research and practices
within workplace training must address motivation to learn as a significant component
of sustainable environment training. This study further implies that the management’s
ability to use communication and motivation strategies correctly will significantly trigger
employee motivation to learn. Consequently, this motivation may later enhance positive
information transfer outcomes (e.g., mastering knowledge for job efficiency, systematically
applying the knowledge obtained, making adjustments to one’s knowledge when the
environment changes, and absorbing taught knowledge well). It, in turn, can contribute to
preserving and supporting organizational strategies and attaining the SDGs.

This study also suggests that motivation to learn should be integrated. Finally, these
data support the hypothesis that sustainable environment training can enhance employee
motivation to learn (e.g., essential knowledge, new skills, new cognitive and emotional
abilities, positive attitudes, and current abilities). As a result, it can sustain and upgrade
organizational competitiveness and performance in an uncontrolled changing world.
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