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Abstract 
The effect of training motivation on training effectiveness in face-to-face training programs 
has been researched widely; in which, training motivation was found to be the most 
influential factor affecting most face-to-face training programs’ effectiveness. However, 
research reporting the effect of online training motivation on online training effectiveness 
have received little attention especially studies involving experimental design. Therefore, the 
purpose of this study is to prove the effect of online training motivation on online training 
effectiveness using a pre-experimental design among 172 participants who attended an 
online training program named the Kickstart Business Program that was organized in 
Malaysia. Findings indicated that there was a significant increase of business startup learning 
among participants as measured before and after the completion of online training; in which, 
the online training motivation had almost a large effect size and explained 54.9% variance in 
the online training effectiveness. This has proven that online training motivation also has an 
influential effect on online training effectiveness as consistent as in most face-to-face training 
programs. Findings are important as a proof for training providers to organize online training 
programs especially when the numbers of online training programs have increased since 
pandemic COVID-19. Additionally, future researchers are recommended to study factors 
affecting online training motivation and online training effectiveness and to determine its 
similarity and dissimilarity with face-to-face training programs. 
Keywords: Online Training Program, Online Training Motivation, Online Training 
Effectiveness, Business Training, Human Resource, Human Development, Malaysia 
 
Introduction 
Training motivation is found to be the most influential factor affecting training effectiveness 
in most face-to-face training programs (Aziz & Ibrahim, 2020; Silva & Pinto, 2024). 
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Understanding the role of training motivation as the most influential factor affecting training 
effectiveness is very important because it demonstrates the main reason why some training 
programs are effective and some are ineffective (Noe, 1986; Chung et al., 2022; Lathabhavan 
& Chidananda, 2024). With the information, practitioners and training providers can do some 
interventions to improve training effectiveness by stimulating trainees’ training motivation.  
 
However, despite the rise of online training programs since pandemic COVID-19, empirical 
research involving experimental design to prove the effect of online training motivation on 
online training effectiveness has received little attention (e.g., Aziz et al., 2022; Sung & Huang, 
2024). Therefore, the purpose of this current research is to study the effect of online training 
motivation on online training effectiveness using a pre-experimental research design. 
Without this kind of study, the proven effect of online training motivation on online training 
effectiveness will remain vague although it is critically needed by training providers and 
practitioners. Additionally, future researchers could focus on studies related to factors 
affecting online training motivation if it is proven that online training motivation has 
significant effects on online training effectiveness.  
 
Literature Review 
Kirkpatrick (1996), suggested that training should be evaluated using four measurements to 
determine its effectiveness including trainees’ reaction, learning acquisition, behavioural 
changes, and results to organizational effectiveness. However, different researchers have 
perceived training as effective using only one of these measurements. For example, Aziz 
(2016), and Albtoosh and Ngah (2024), perceived training effectiveness as the positive 
reaction of trainees’ on training objective achievement. Meanwhile, Kraiger et al. (1993), and 
Schick et al. (2024) perceived training effectiveness as the learning acquisition in training. In 
addition, Kontoghiorghes (2004), and Gielnik and Bohlayer (2024), perceived training 
effectiveness as training transfer or the trainees’ behavioural changes. Additionally, Al-
Nuseirat and Biygautane (2014), and Ismael et al. (2021), perceived training effectiveness as 
results or the impact of training on organizational effectiveness. This is because it is 
understood that the majority of researchers and scholars have agreed that training 
effectiveness should be determined based on the main objective of that particular training 
program (Kirkpatrick & Kirkpatrick, 2010; Noe, 2023).  
  
For example, if the objective of the training program is to improve learning acquisition, hence 
the learning acquisition should be perceived as training effectiveness. In fact, training 
effectiveness’ scholars including Kirkpatrick and Kirkpatrick (2010), and Noe (2023) have 
suggested that the score of learning acquisition should be measured and compared before 
and after the completion of training to determine training effectiveness; in which, if there is 
a significant increase after the completion of training, it can be concluded that the training is 
effective. Hence, it is demonstrated that online training is considered as effective if there are 
increased scores of learning acquisition after the completion training, and it can be 
hypothesized that: 
  
Ha1: There is a significant increase in scores of learning acquisition after the completion of 
online training at 0.05 level of significance. 
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On the other hand, training motivation is referred to as many terms by previous researchers 
including motivation to learn (e.g., Colquitt’s et al., 2000; Chung et al., 2022), motivation to 
transfer (Kontoghiorghes, 2004; Andoh et al., 2024), motivation to attend (Cannon-Bowers et 
al., 1995; Matiba, 2024), and motivation to maintain acquired knowledge and skills (Cannon-
Bowers et al., 1995). Hence, Aziz (2018), has redefined training motivation into essential 
training motivation that includes the motivation to learn and motivation to transfer since the 
main purpose of attending training is to learn and finally to use or transfer what is learned 
from that training. Consistently, most of previous researchers have also used these two terms 
to investigate the effects of training motivation including Cannon-Bowers et al. (1995), Wen 
and Lin (2014), and Sharif et al. (2023). Hence, training motivation is a term that should 
comprise the combination terms of motivation to learn and motivation to transfer in training; 
in which, the effect of online training motivation on training effectiveness should also be 
studied. 
  
Furthermore, Chung et al. (2022), developed a framework to explain factors affecting training 
effectiveness and highlight the importance of training motivation on training effectiveness; 
the framework was developed to update Colquitt’s et al. (2000), theory of training motivation. 
Chung’s et al. (2022), framework explains that training motivation could affect training 
effectiveness by increasing trainees’ competencies including affective-, work attitudes-, 
cognitive-, and skill-based competency; in which, the training motivation is referred to as 
motivation to learn in training. Chung’s et al. (2022), framework also explains that there are 
many factors affecting trainees’ training motivation including trainees’ individual 
characteristics and organizational characteristics; however, training motivation is the most 
important factor. Hence, it is demonstrated that trainees’ online training motivation can also 
affect online training effectiveness, and it can be hypothesized that: 
  
Ha2: Online training motivation has a significant effect on online training effectiveness at 0.05 
level of significance. 
 
Methodology 
To determine the effect of online training motivation on online training effectiveness, a pre-
experimental research was organized among 172 participants who attended an online 
training program in Malaysia named Kickstart Business Program. The online training was 
organized by a group of undergraduate students registered with subject SKPM2093 at the 
National University of Malaysia’s (Universiti Kebangsaan Malaysia/ UKM) and registered with 
the formal portal for student activities named “i-star” with registration code C-SKPM2093-
2022-225. The online training program was also supervised thoroughly by lecturer’s 
supervision, was based on voluntary participation, organized in a day, and free of charge. The 
online training was advertised via social media and attended by undergraduate students from 
various higher learning institutions in Malaysia. The online training was also organized on 
17th December 2022 as the pre-experimental research with an objective to increase 
participants or trainees’ learning in business startups. All trainees that participated in this 
online training program were treated as the subject of pre-experimental research. 
  
Hence, the online training is considered as effective if it can increase trainees’ learning 
acquisition in business startups.  According to Kraiger et al. (1993), to determine trainees’ 
learning in training, three components should be measured including the cognitive, affective, 
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and skill-based acquisitions. Therefore, 4 items measuring learning performance by Aziz 
(2015), were adapted to measure trainees’ cognitive or knowledge acquisition; sample item 
was “I learn to start a business as something new”. In addition, 3 items measuring job 
performance by Aziz (2015), were adapted to measure trainees’ skill-based acquisition; 
sample item was “I know how to solve certain business problems using the skills of a business 
startup”. Additionally, 15 items measuring academic motivation developed by Aziz et al. 
(2022), were adapted to measure trainees’ affective; sample item was “I am thinking to be a 
successful entrepreneur”. In sum, there were 22 items in the first version of learning 
acquisition for business startup to determine training effectiveness evaluation. However, 
after reliability analysis, only 17 items out of 22 items remained in the final analysis for the 
online training effectiveness; the reliability Alpha Cronbach value for questionnaire 
measuring the 17 items of online training effectiveness was 0.971. 
  
Further, training motivation was measured using 3 items measuring motivation to learn in 
training and 3 items measuring motivation to transfer in training by Aziz (2018). Sample item 
was “I try to learn as much as I can from this online training” and “I will look for opportunities 
to apply the skills that I have learned in this online training”. The 6 items of online training 
motivation remained in this study after reliability analysis. The reliability Alpha Cronbach 
value for questionnaire measuring the 6 items of online training motivation was 0.969. All 
items for questionnaire measuring training motivation and training effectiveness were in 
positive statements and using the 10 scores scale; in which, trainees need to answer by giving 
their agreement based on score 1 (Strongly Disagree) and score 10 (Strongly Agree) with a 
statement given as the questionnaire item. 
  
Using a pre-experimental design, questionnaires were distributed to be answered by trainees 
in three different times including before the online training started (Time 1), during break 
time in the online training (Time 2), and after the completion of training (Time 3). At time 1, 
trainees’ were asked to answer questionnaires measuring training effectiveness. At time 2, 
trainees’ were asked to answer questionnaires measuring training motivation. At time 3, 
trainees’ were asked to answer the same questionnaire measuring training effectiveness. 
Data were collected using online Google Form and analysed using SPSS version 26 to test the 
research hypotheses. To determine the online training effectiveness, trainees’ score of 
training effectiveness as measured before and after the completion of training was compared 
using a paired sample t-test. Meanwhile, to determine the effect of training motivation on 
training effectiveness, a Multiple Linear Regression was used. Additionally, descriptive 
analysis was used to present trainees’ demographic backgrounds; independent t-test and 
one-way ANOVA were also used as additional analysis to make sure these demographic 
variables did not have significant effect on either online training motivation or online training 
effectiveness. 
 
Findings and Discussion 
Overall, findings indicated that respondents (trainees of Kickstart Business Program) have 
various demographic variables; however, the various demographic variables did not affect 
either online training motivation or online training effectiveness. In addition, there is a 
significant increase of learning acquisition after the completion of training demonstrating the 
online training effectiveness. Additionally, online training motivation is found to be a 
significant factor affecting online training effectiveness.  
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Table 1 shows various demographic variables among respondents, in which, majority of 
respondents were females (76.2%), aged between 20 to 22 years old (77.9%), Malay race 
(82.5%), Islam religion (84.3%), came from B40 background with family income less than 
RM5251 per month, have not attended similar training before (68.6%), have not attended 
online training before (86%), and have never owned their own business or currently did not 
run any business (77.9%). These can be seen as the characteristics of participants (trainees) 
that are interested in learning to starting-up their own businesses.  
 
Table 1 
Demographic Variables of Respondents 

Demographic Group Frequency Percentage 

Gender Male 41 23.8 
 Female 131 76.2 

  172 100 

Age 19 18 10.5 
 20 43 25.0 
 21 54 31.4 
 22 37 21.5 
 23 11 6.4 
 24 7 4.1 
 25 1 0.6 
 26 1 0.6 

  172 100 

Race Malay 142 82.6 
 Chinese 12 7.0 
 Indian 13 7.6 
 Other 5 2.9 

  172 100 

Religion Islam 145 84.3 
 Christian 4 2.3 
 Hindu 10 5.8 
 Buddha 12 7.0 
 Other 1 0.6 

  172 100 

Family Income Less than RM5251 (B40) 67 39.0 
 RM5252 to RM11819 (M40) 46 26.7 
 More than RM11820 (T20) 59 34.3 

  172 100 

Attended similar 
training before 

Yes 118 68.6 

 No 54 31.4 

  172 100 

Attended online 
training before 

Yes 148 86.0 

 No 24 14.0 

  172 100 

Status of Business 
Ownership 

Yes 7 4.1 
No 134 77.9 
Used to have 31 18.0 

  172 100 
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Since, there are various demographic variables, an independent sample t-test and one-way 
ANOVA were tested to make sure these demographic variables did not have significant effect 
on either online training motivation or online training effectiveness. Findings indicated that 
there were no significant differences in different groups of those demographic variables 
demonstrating that gender, age, race, religion, family income, experience of attending online 
training, experience of attending similar business training, and experience of having their own 
business were not affecting either online training motivation or online training effectiveness. 
However, the results are not shown as all of the analysis were not significant and were not 
part of research objectives or hypotheses. 
 
Further, both Table 2 and Table 3 show the results of a paired sample t-test to determine 
training effectiveness by comparing trainees’ learning acquisition as measured before (Time 
1) and after (Time 2) the completion of the online training program. Findings indicated that 
there was a significant increase of trainees’ scores of learning acquisition in pre-learning 
acquisition as measured before (M = 109.77, SD = 32.93) and in post- learning acquisition as 
measured after (M = 137.67, SD = 26.29) online training completion indicating the 
effectiveness of the online training. Meanwhile, Figure 1 shows the increase of mean score of 
trainees’ learning acquisition from pre-learning acquisition to post-learning acquisition 
demonstrating the effectiveness of online training completion. Hence, hypothesis Ha1 is 
accepted. 
 

 
Figure 1: Mean scores of trainees’ learning acquisition as measured before and after online 
training completion 
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Table 2 
Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 Post-Learning Acquisition 137.6744 172 26.29453 2.00494 
Pre-Learning Acquisition 109.7791 172 32.93300 2.51112 

 
 
Table 3 
Paired Samples Test 

Pair 1 
Post -Pre 
(Learning 
Acquisition) 
 
 

Paired Differences t df Sig. (2-tailed) 

Mean 
Std. 
Deviation 

Std. 
Error 
Mean 

95% Confidence 
Interval of the 
Difference 

   Lower Upper 

27.89535 25.51689 1.94564 24.05477 31.73592 14.337 171 .000 

 
Findings are consistent with previous research related to face-to-face training effectiveness 
including those by Kraiger et al. (1993), and Schick et al. (2024), wherein learning acquisition 
in training was found to increase after the completion of training and was considered as 
training effectiveness. Therefore, it can be concluded that training will increase trainees’ 
learning acquisition regardless of if it is organized face-to-face or online. However, several 
researchers, such as Benlahcene et al. (2022), find that some face-to-face employee training 
were not effective; meanwhile, some researchers, such as Muzdalifah and Hartono (2024), 
find that some online employee training were not effective. Hence, future research 
investigating factors affecting effective and ineffective online training programs should be 
done. 
  
Furthermore, Table 4, Table 5, and Table 6 show the results of multiple linear regression to 
determine the effect of online training motivation on online training effectiveness; in which, 
the score of post-learning acquisition was taken as online training effectiveness. Findings 
indicated that online training motivation has a significant effect on online training 
effectiveness (β = 0.742, p = 0.000); in which, according to Ferguson (2009), the effect is 
moderate but almost strong (strong effect should be β = 0.8 and above). Additionally, online 
training motivation also explained 54.9% of variance in online training effectiveness (R2 = 
0.549, p = 0.000). Hence, hypothesis Ha2 is also accepted. 
  
Findings are consistent with findings by previous researchers, including those that investigate 
the effect of motivation to learn (Colquitt’s et al., 2000; Chung et al., 2022) and motivation to 
transfer (Kontoghiorghes, 2004; Andoh et al., 2024) on face-to-face training effectiveness; in 
which, the current research found that online training motivation (the combination of 
motivation to learn and motivation to transfer) also has significant effect on online training 
effectiveness. Those previous researchers found that training motivation could have from 
small to large effect size on face-to-face training effectiveness; however, the current research 
found that online training motivation could have almost large effect size on online training 
effectiveness. Hence, future researchers should investigate factors affecting online training 
effectiveness. 
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Table 4 
Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .742a .551 .549 17.66826 2.080 

a. Predictors: (Constant), Online Training Motivation 
b. Dependent Variable: Post-Learning Acquisition (Online Training Effectiveness) 
 
Table 5 
ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 65161.289 1 65161.289 208.738 .000b 
Residual 53068.478 170 312.168   
Total 118229.767 171    

a. Dependent Variable: Post-Learning Acquisition (Online Training Effectiveness) 
b. Predictors: (Constant), Online Training Motivation 
 
Table 6 
Coefficientsa 

Model 

Unstandardized 
Coefficients 

 Standardized 
Coefficients 

T Sig. 

Collinearity Statistics 

B Std. Error  Beta Tolerance VIF 

1 (Constant) 37.388 7.071   5.288 .000   
Online 
Training 
Motivation 

2.053 .142  .742 14.448 .000 1.000 1.000 

a. Dependent Variable: Post-Learning Acquisition (Online Training Effectiveness) 
 
Conclusion 
In conclusion, the purpose of this article was to report about a pre-experimental research 
done to determine the effect of online training motivation on online training effectiveness. 
Hence, 172 participants attending an online training named the Kickstart Business 
Program organized in Malaysia were taken as research subjects. Findings indicated a 
significant increase of post- learning acquisition indicating the effectiveness of online training. 
In addition, online training motivation had an almost large effect size and explained 54.9% 
variance in the online training effectiveness. This has proven that online training motivation 
also has an influential effect on online training effectiveness as consistent as in most face-to-
face training programs. Findings are important as a proof for training providers to organize 
online training programs especially when the numbers of online training programs have 
increased since pandemic COVID-19. Additionally, future researchers are recommended to 
study factors affecting online training motivation and online training effectiveness and to 
determine its similarity and dissimilarity with face-to-face training programs. 
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