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Abstract 
The purpose of the study is to examine the relationships between peer support, superior 
support, training self-efficacy, training needs and opportunity to use on readiness to 
participate in training. The descriptive-survey study, which was based on a sample of 255 civil 
servants from three organizations in Nigeria was analyzed with structural equation modeling. 
The findings show that peer support had direct and indirect significant relationships with 
readiness to participate. Opportunity to use partially mediated the effect of peer support on 
readiness to participate while superior support, training self-efficacy and training needs were 
fully mediated by opportunity to use. Finally, opportunity to use accounted for 40.5% of the 
variance while readiness to participate explained 58.6% of variance. The findings of the study 
would be primarily valuable to human resource development practitioners and policy makers 
in ensuring that employees have strong readiness to participate in training before such 
intervention is embarked on, especially in an environment, such as the civil service where 
motivation for personal development is low. Worthy of note was that superior support, 
training self-efficacy and training needs without opportunity to use the acquired knowledge, 
skills and abilities would not generate the expected readiness to participate especially in an 
environment where motivation for personal development is low.  
Keywords: Readiness to Participate, Opportunity to Use, Peer Support, Superior Support, 
Training self-efficacy, Training Need. 
 
Introduction 
World Economic Forum (2018) report on future of jobs; argued that the fourth industrial 
revolution, demands sustained actions from policy makers, educators and organisational 
leaders to maximize emerging technologies, optimize job relevant skills and invest heavily on 
training and upskilling of workforce. The warning is suggestive that, even though substantial 
efforts have been recorded in the domain of work-related innovations, the increasing 
disruptive nature of many of the current work design cast doubt on the sustainability of 
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present organizational ecosystems. While training has been acknowledged as essential tool 
to achieve range of organizational outcomes such as improved organizational performance 
and service delivery (Banerjee, Gupta & Bates, 2016; Berkley & Kaplan, 2019; Willyerd & 
Mistick, 2106), very few organizations have realised the desired benefits of such investments. 
Despite overwhelming consensus that, employees hardly transfer the training knowledge and 
skills into the workplace (Gegenfurtner et al., 2009a, 2018; Grossman & Salas, 2011; 
Massenberg, Spurk & Kauffeld, 2015), scholars have focused on individual and contextual 
factors that predict training transfer (Kim, Park & Kang, 2019; Machin & Treloar, 2004; Park, 
Kang & Kim, 2018), with little efforts on readiness status of employees before such training. 
Without establishing sufficient employees’ readiness to participate; much desired training 
outcomes would be difficult, especially in a cultural inhibitive, rule based and hierarchical civil 
service. In the current study, this writer is arguing that lack of sufficient readiness to 
participate in training amongst the employees is responsible for poor training outcomes, 
especially in the civil service where incentives are low for personal development. The purpose 
of the study is to examine the relationships between peer support, superior support, training 
self-efficacy, training needs and opportunity to use on readiness to participate in training. The 
above goal would be achieved by determining the following objectives. 
 
RO1:   To determine the contributing factors to readiness to participate in training among civil 
            Servants in Nigeria. 
RO2:   To determine the mediating role of opportunity to use on readiness to participate in 
            Training among civil servants in Nigeria.   
 
Literature Reviews and Hypotheses Development 
Peer Support 
Peer support has become an important component of social support, especially on relevant 
organisational intervention such as training participation (Kukenberger, Mathieu & Ruddy, 
2015; Lleo, Viles, Jurburg & Lomas, 2017). The support from referent group is crucial in 
building a result oriented organisational intervention such as readiness to participate in 
training. Group norm which is either implicit or explicit standards defined the pattern of 
behaviour among the group members (Hamilton & White, 2008). The influence and support 
of peers can be viewed through the lens of social identity (White, Hogg & Terry, 2002), where 
the prevailing group norms would most likely influence the individual behavioural disposition. 
From the perspective of social learning theory. Interactions, Interdependence and 
cooperation among employees stimulate readiness to participate on range of work-related 
activities such as sponsored training programme (Robinson, 2014), collaborative learning 
(Kukenberger et al, 2015; Schunn, Godley & Demantino, 2016; Zou et al, 2019). Civil service, 
as a close knitted group embodies the influence of peers primarily on training participation, 
motivation to learn and effective transfer of leaned skills into the workplace (Adam-Manning, 
Pascale, Ohlson & Croft, 2020; Nickerson, Cook & Cruz, 2019; Rogers & Ashforth, 2017). 
Chiaburu and Marinova (2005); Chiaburu and Tekleab (2005) discovered that, peer support 
was positively related with pre-training motivation. Pre-training motivation is suggestive of 
high readiness to participate in training. From the foregoing supporting evidence on the effect 
of peer support, these hypotheses are formulated in the context of the study.  
H1a:    Peer support has significant effect on opportunity to use training knowledge 
            among civil servants in Nigeria. 
H1b:    Peer support has significant effect on readiness to participate in training  
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            program among civil servants in Nigeria. 
 
Superior Support 
Superior or Supervisor support is the second leg of social support which is equally crucial in 
managing training participation. The core issue which has not been properly established is 
that, some of the previous studies emphasised the importance of supervisor support on 
training transfer without understanding the status of employee readiness to participate in the 
training in the first instance (Bhatti et al, 2014; Kim et al, 2019; Park et al, 2018). This may be 
one of the reasons why training investments have failed to achieve the desired objectives in 
many organisations and sectors. Bhatti et al (2013) posited that superior support for training 
should be categorised in terms of time of training and type of support. The authors found a 
significant effect of superior support on motivation to transfer after training. Kim et al (2019) 
found that superior support mediated the effect of organizational support on readiness to 
participate, motivation to learn and training transfer. Superior support positively and 
significantly influences readiness to participate in training. Park et al (2018) found that 
supervisor support significantly affected motivation to learn.  
H2a:     Superior support has significant effect on opportunity to apply training knowledge 
             among civil servants in Nigeria. 
H2b:     Superior support has significant effect on readiness to participate in training  
             program among civil servants in Nigeria. 
 
Training Self-Efficacy 
From the perspective of social cognitive theory, perceived self-efficacy is the individual ability 
to engage in a particular task and his/her persistency to complete the task in other to achieve 
a desired goal or outcome (Bandura, 1977; 1986; 2015). In the current study, training self-
efficacy is the individual civil servant belief on his/her ability to attend and successfully 
complete a given training program. Self-efficacy is also context and task dependent (Olivier, 
Archambaut, Clercq & Galand, 2019; Quintero, 2020). Context driven, self-efficacy measures 
self-efficacy in terms of organizational domain, sector or industry which requires specific 
characteristics which is consistent with the particular domain or context (Yokoyama, 2019; 
Zimmerman & Kulikowich, 2016). Task driven self-efficacy focuses on the particular task which 
presumed self-efficacy will achieve (Nardi & Ranieri, 2019; Yildiz-Durak, 2018). From the 
foregoing perspective, it is important to note that training self-efficacy and its role on training 
participation is critical in civil service where promotion and rewards are based on tenure and 
loyalty instead on performance and competency (Mohammad & Osman, 2017; Olaopa, 
2018). Previous studies have examined self-efficacy in context-specific situations in other 
to understand the connection between individual self-efficacy and range of behavioural 
dispositions towards the concept or issue. For example, Nardi and Ranieri (2019) and Yildiz-
Durak (2018) examined technology self-efficacy and computer related self-efficacy. Chen 
(2014); Tiapiutorus, Hansen & Brown (2012a), Zimmerman and Kulikowich, (2016), focused 
on, online self-efficacy and web-based learning self-efficacy. In most of the above studies, the 
main conclusion was that, an individual with strong self-efficacy would most likely show 
strong disposition towards relevant technology and internet related training programs. Other 
scholars have found that individual with strong efficacy would be more likely to persist in a 
challenging task in other to achieve the desired goal (Kilicer, Badakci & Arpaci, 2018) and 
improved coping disposition, which is closely associated with high readiness to learn 
(Bandura, 1997; Sadi & Uyar, 2013) and autonomy and confidence to participate in training 
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programs (Bai, 2017; Shen, Cho & Tsai, 2013).  Even though, most of the previous studies, 
argued that, an individual with strong self-efficacy would most likely have strong inclination 
to participate in training together with ability to cope with difficult and challenging task. This 
generalist view may not always hold without a conducive and enabling environment to use or 
apply the knowledge gained from training (Gegenfurtner et al, 2009b; Tracey & Tews, 2005).  
H3a:     Training self-efficacy has significant effect on opportunity to apply training knowledge 
             among civil servants in Nigeria. 
 
H3b:    Training self-efficacy has significant effect on readiness to participate in training  
             program among civil servants in Nigeria.  
 
Training Needs  
Proper training needs analysis according to Gegenfurtner et al, (2009a) involves three key 
decisions:(1) status of the training program (mandatory or voluntary) (2) comprehensive 
information on the training prior to the training program and (3) quality feedbacks and 
constructive inputs from the trainees. Salas, Tannenbaum, Kraiger & Smith-Jentsch (2012) 
argued that effective training need analysis should focus on (1) organisation need analysis, 
which examines the segment of the organisation where training is needed (2) task analysis, 
which addresses the specific task which the proposed training will achieve and (3) the 
individual analysis, which focuses on the employees that required the training. If these key 
decisions are effectively examined prior to the training program, it is believed that employee’s 
readiness to participate would be high together with strong motivation to transfer (Ismail, 
Mohamed, Suliaman, Sabhi, 2010; Noe, Clarke & Klien, 2014). Although, substantial studies 
have examined the link between training needs and range of training outcomes such as 
motivation to transfer (Bell, Tannenbaum, Ford & Noe, 2017; Massenberg et al., 2015), the 
link between training needs, opportunity to use and readiness to participate has not been 
fully examined in the civil service from developing countries perspective. Sub-optimal 
performance in many government organisations, especially from developing countries is 
suggestive that training needs should be critically examined in the context of opportunity to 
use (apply) and resultant readiness to participate. From the perspective of training needs, the 
following hypotheses are formulated.  
H4a:    Training needs has significant effect on opportunity to apply training knowledge 
            among civil servants in Nigeria. 
H4b:   Training needs has significant effect on readiness to participate in training program 
            among civil servants in Nigeria. 
 
Opportunity to Use 
When employees are assured that there is an opportunity to practice what they learnt; 
readiness to participate in training would be strong and positive together with high propensity 
to transfer the knowledge and skills into the workplace (Noe et al, 2014; Salleh et al, 2017). 
Even though, this construct had been examined in some of the previous studies, most of the 
studies were done in the private sector mostly in Western and Asian countries (Lauzier & 
Mercier, 2017; Ng, 2015; Zhou, Schunn, Wang & Zhang, 2019; Zumrah, 2015), which may not 
fully represent the current realties in many emerging countries. Civil service in many 
developing countries like Nigeria is notoriously redundant and embarrassingly ineffective in 
terms of service delivery. The opportunity to use training knowledge by the employees would 
lead to strong readiness to participate in training. Even though, peer support, superior 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 0 , No. 12, 2020, E-ISSN: 222 2 -6990 © 2020 HRMARS 
 

873 

support, training self-efficacy and training needs are closely related with readiness to 
participate; without conducive and enabling opportunity to apply the training knowledge, 
strong readiness to participate would be difficult. From the perspective of opportunity to use, 
the following hypotheses are formulated. 
H5a:   Opportunity to use mediates the effect of peer support on readiness to participate in 
            training among civil servants in Nigeria. 
 
H5b:   Opportunity to use mediates the effect of superior support on readiness to participate 
in 
            training among civil servants in Nigeria. 
H5c:   Opportunity to use mediates the effect of training self-efficacy on readiness to 
participate  
           in training among civil servants in Nigeria. 
H5d:   Opportunity to use mediates the effect of training needs on readiness to participate  
           in training among civil servants in Nigeria. 
H6:     Opportunity to use has significant effect on readiness to participate in training program 
           among civil servants in Nigeria. 
 
Readiness to Participate in Training 
Employee readiness to participate is the willingness and preparedness of employees to attend 
and successfully complete a training program (Baharim, 2008). Noe et al (2014) argue that 
employee readiness is the belief that an employee has the ability, attitude and motivation to 
attend and successfully participate in training. The authors posit that, such features are 
necessary for the employee to learn the training program and apply the training contents 
successfully in the workplace. Following the extensive review of the relevant studies, five 
factors (peer support, superior support, training self-efficacy, training needs and opportunity 
to use) were identified as the plausible predictors of readiness to participate in training 
among civil servants in Nigeria. Accordingly, predictors of readiness to participate in training 
among civil servants is conceptually as represented in Figure 1. 
 

 
 
  
   
  
  
 
 
 
  
 
 
 
    Figure 1:   Research framework   
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Research Design and Methodology 
Following the literature reviews, five factors were identified as the most likely predictors of 
readiness to participate in training among civil servants (peer support, superior support, 
training self-efficacy, training needs and opportunity to use). Research design is the 
structured method of conducting a study in terms of data collection and analysis (Ary, Jacobs 
& Sorensen, 2010; Kumar, 2011). Consistent with positivist research paradigm (hypothetico-
deductive model) which is driven by explanation and prediction (Hair et al., 2010), the 
research design of the current study will be based on descriptive-survey method. The choice 
of descriptive-survey approach is due to the following reasons: (1) the method is mostly 
suitable to explain and predict the role of peer support, superior support, training self-
efficacy, training needs and opportunity to use on readiness to participate in training (2) 
descriptive-survey is preferred when the researcher wants to study specific information of 
the population, in this case civil servants readiness to participate in training in Nigeria (3) self-
report method of data collection is mostly suitable for survey research (4) survey method is 
preferable when a sample of the population are selected to study and make generalization 
on the target population (5) finally, survey method is the preferred method to achieve the 
research objectives by explaining the contribution and role of each of factor in predicting 
readiness to participate in training among civil servants in Nigeria (Ary et al, 2010; Hair et al, 
2010; Kumar et al, 2011; Saunders et al, 2009).  
 
Population and Sampling Method  
The study was conducted in three organisations in Abuja, the capital of Nigeria. It is important 
to note that approvals to carry out the study were received from the respective organisations. 
However, the three organisations requested that their names should not be mentioned in the 
study. The researcher in agreement with the principal officers of the three organisations 
agreed to adopt (A, B, C) to represent the organisation. Sample of the study are career civil 
servants who have participated in training program in the last twelve months (January- 
December, 2019). The one-year time frame is consistent with previous studies on training 
participation, especially on readiness and motivation to learn  (Grohmann & Kaufffeld, 2013). 
500 copies of the questionnaires were distributed while 400 were retuned. However, only 
255 were deemed valid for the final analysis (See table 1) for detailed information on 
questionaries distribution and collection. Proportional stratified sampling method was 
adopted in selecting the participants. 
 
Table 1: Questionnaire Distribution and Collection 
                                           Organization       Quantity       Valid        Percentage 
 
                                            A                           222                 113           44.4% 
                                            B                           152                 78             30.4% 
                                            C                           126                 64             25.2% 
                                          Total                      500                 255           100% 
 
Measurement 
The questionnaire was divided into two parts; part one covered the demographic information 
which contains (gender, age group, educational level, grade level and years of service). Part 
two assessed each of the six constructs of the study (A, B, C, D, E and F), for peer support, 
superior support, training self-efficacy, training needs, opportunity to use and readiness to 
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participate respectively. The researcher used 31 items (27 adopted) from previously validated 
instruments and 4 self-developed. Each of the construct of the study was measured on a five-
point Likert scale of increasing-increasing order (1) strongly disagree (2) disagree (3) neutral 
(4) agree (5) strongly agree. Peer support was measured with six items, which included 4 items 
adopted from Learners transfer system inventory by Holt, Bates, Seyler & Carvalho (1997) and 
two self-developed items. Sample item includes: “At work, my colleagues expect me to use 
what I learn in training.” In the civil service, peer support is primarily vital in promoting 
readiness to participate in training due to expected application of the learned skills in the 
workplace. Superior support was measured with seven items which included six items, 
adopted from Holt et al (1997) and one self-developed.  Sample item includes: “My superior 
shows interest in what I learn in training.” The quality of superior support in terms of interest, 
feedbacks and encouragements are vital in the civil service especially from developing 
country perspective where loyalty and tenure determine major decisions.  
Training self-efficacy was measured with five items, which were adopted from Machin and 
Fogarty (1997). Sample item includes: “I am confident in my ability to perform satisfactorily 
on the training program.”  Training need was assessed with six items adopted from Noe and 
Wilk (1993). Sample item includes: “In this organization, I have freedom to choose the training 
program I want to attend.” Opportunity to use was measured with four items adopted from 
Holt et al (1997). Sample item includes: “The resources I need to use what I learned will be 
available to me after training.” Finally, readiness to participate was measured with six items. 
Five of the items were adopted from Holt et al (1997) while one item was self-developed. 
Sample item includes: “Training will increase my personal performance”. Pilot study was 
conducted after instrument validation by four independent experts on human resource 
development, from faculty of educational studies, Universiti Putra Malaysia. Forty sample 
were used in the pilot study (20 from organisation A, and 10 each from B and C). The insights 
from the pilot study and experts’ comments were vital in rewording some of the items to 
covey the intended information of each construct. 
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Table 2: Demographic Information (N= 255) 
Characteristics                                 Frequency                    (%) 
Gender 
Male                                                   106                                41.6 
Female                                               149                                58.4 
Age group 
20-26                                                  17                                  6.7 
27-33                                                  54                                  21.2 
34-40                                                  53                                  20.8 
41-47                                                  47                                  18.4 
48-54                                                  44                                  17.3 
≥55                                                     40                                   15.7 
Education 
Scholl cert/Diploma                        60                                   23.5 
Bachelor                                            84                                   32.9 
Masters                                             73                                   28.6 
PhD                                                    26                                   10.2 
Professional qualification              12                                   4.7 
Grade levela 

1-6                                                     46                                   18.0 
7-10                                                  159                                  62.4 
12-14                                                50                                    19.6 
Number of years in serviceb 
1-5                                                     27                                   10.6 
6-10                                                   81                                   31.8 
11-15                                                 21                                   8.2 
16-20                                                 61                                   23.9 
21-25                                                 53                                   20.8 
≥ 26                                                   12                                    4.7 
 
Note: a:  There is no grade level 11 in Nigeria civil service system. The highest-grade level is 17 
which is the position for permanent secretary. It should be noted that, GL 17 does not confer 
on the person an automatic position of permanent secretary. b: Nigeria civil service statutory 
retirement is 35 years of active service or 60 years of age (whichever comes first). 
 
Statistical Method   
Structural equation modelling is the preferred statistical method used to analyse the collected 
data. The choice of SEM is predicated on two key advantages: firstly, it helps the researcher 
to examine multiple structural relationships. Secondary, it assists in specifying concepts and 
theories of the study (Byrne, 2010; Wang & Wang, 2012). In the current study, exploratory 
factor analysis and confirmatory factor analysis were examined in other to establish the 
suitability and validity of the scale of the measurement. Two step measure were adopted (1) 
measurement model and (2) structural model (Hair, Black & Babin, 2010). It is on the validity 
of the measurement model that the structural part would be examined for hypothesis testing. 
Convergent validity was evaluated with average variance extracted (AVE) while discriminant 
validity was assessed with the square root of AVE, which should be greater than inter 
construct correlation. Although it is recommended that at least an index should be chosen 
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from each of the three classifications (absolute fit indices, incremental fit indices and 
parsimonious fit indices), RMSEA, GFI, CFI and Chisq/df were the most widely used fitness 
index (Awang, Afthanorhan & Mamat, 2015). Even though, there is no unanimously accepted 
threshold for fit indices, statistical experts have suggested some rule to be followed when 
accepting fit indices. Hair et al (2010) posit that, if the sample size is between 250 and 1000, 
CFI ought to be greater than 0.90. Also, a sample size of more than 250 together with CFI of 
greater than 0.90 should have a RMSEA of less than 0.80. Schumacher and Lomax (2010) 
argue that GFI should be at least 0.80 and Chisq/df should be less than 5. 
 
Reliability and Validity 
Table 3:   Convergent validity 
                  Constructs                     Factor Loading     Cronbach Alpha      CR        AVE 
                  Peer Support                                                  0.910                      0.911     0.63 
                  PS6                                          0.782                                                                            
                  PS5                                          0.786 
                  PS4                                          0.815 
                  PS3                                          0.769 
                  PS2                                          0.792 
                  PS1                                          0.816 
                  Superior Support                                           0.878                     0.897     0.598 
                  SS7                                          0 .856 
                  SS6                                          0.664 
                  SS5                                          0.929 
                  SS3                                          0.651 
                  SS2                                          0.86 
                  SS1                                          0.62 
                  Training self-efficacy                                     0.914                    0.915   0.685 
                  TSE5                                       0.731 
                  TSE4                                       0.816 
                  TSE3                                       0.925 
                  TSE2                                       0.913 
                  TSE1                                       0.732 
                  Training Needs                                               0.917                    0.911   0.638 
                  TN6                                        0.52 
                  TN5                                        0.723 
                  TN4                                        0.752 
                  TN3                                        0.97 
                  TN2                                        0.961 
                  TN1                                        0.778 
                  Opportunity to Use                                   0.841                  0.816     0.534 
                  OP4                                0.84 
                  OP3                                       0.687 
                  OP2                                       0.524 
                  OP1                                       0.828 
                  Readiness to Participate                              0.926                  0.926     0.677 
                  RD6                                      0.801 
                  RD5                       0.829 
                  RD4                                      0.833 
                  RD3                                      0.814 
                  RD2                                      0.855 
                  RD1                                      0.806 
 

Table 3 showed the reliability and validity estimates. Specifically, the Cronbach alpha ranges 
from 0.841 for opportunity to use to 0.926 for readiness to participate respectively, which is 
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greater than 0.7 threshold. Composite reliability (CR) for the latent variables ranges from 
0.816 to 0.926, which is greater than 0.7 recommended threshold (Hair et al, 2010). 
Convergent validity was assessed with average variance extracted (AVE), which ranges from 
0.534 for opportunity to use to 0.685 for training self-efficacy, which is higher than 0.5 
recommended threshold. From the information, the dataset enjoys improved reliability and 
acceptable convergent validity. The indicator SS4 was removed due to poor factor loading.    
 
Table 4:  Discriminant validity 
                     PS           SS          TSE          TN          OP        RD 
PS                0.794 
SS                0.212       0.773 
TSE              0.358       0.374      0.828 
TN               0.181       0.34         0.323       0.799  
OP               0.351       0.506      0.454       0.419      0.731 
RD               0.495       0.446      0.448       0.332      0.711     0.82 
 
Table 4 showed the discriminant validity estimate. By convention, the square root of AVE of 
each construct should be greater than inter-construct correlation (Hair et al, 2010). This 
threshold was met because the square root of AVE of each construct as shown on top each 
of construct is greater than inter-construct correlations; hence discriminant validity criterion 
was achieved. 
 
Measurement Model Assessment   
On completion of the CFA, the next step in SEM is to examine the measurement model by 
fitting the individual constructs and assessing its measurement validity, otherwise the 
measurement model will be modified (Awang et al, 2015). In the current study, the initial 
measurement model was not valid because of poor RMSEA of 0.106, which was modified. All 
the fit indices were met; Chi-square/df:  1.314, GFI: 0.871, CFI: 0.976, IFI: 0.976, RMSEA: 0.35. 
 
Structral Model Assessment 
The second component of SEM is the evaluation of the structural validity. Structural part 
specify the relationships betweeen independent (exogenous) and depedent (endogenous) 
variables (Hair et al, 2010). Unlike the measurement model which connect measured variables 
to latent variables, structural model connects latent variables to one another (Byrne, 2010). 
In the current study, the structural model was assessed to show the predictive validity of (peer 
support, superior support, training self efficacy, training needs and opportunity to use) on 
readiness to participate in training among civil servants in Nigeria. As indicated on figure 2, all 
the fitness parameters were met (Chi-square/df:  1.314, GFI: 0.871, CFI: 0.976, IFI: 0.976, 
RMSEA: 0.35). The model is suitable to test the accompanying hypotheses.   
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               Figure 2:   Structural model 
 
Results and hypotheses testing 
Table 5:  Direct relationship results 

 
 
 
 
 
 

Hypo Path β BETA S.E. C.R. P Result 

H1a OP <--- PS 0.17 0.171 0.064 2.648 0.008 Supported  

H1b RD <--- PS 0.259 0.259 0.057 4.512 *** Supported 

H2a OP <--- SS 0.235 0.321 0.049 4.759 *** Supported 

H2b RD <--- SS 0.065 0.089 0.044 1.478 0.139 Not supported  

H3a OP <--- TSE 0.205 0.204 0.07 2.942 0.003 Supported 

H3b RD <--- TSE 0.077 0.076 0.06 1.296 0.195 Not supported  

H4a OP <--- TN 0.343 0.213 0.107 3.197 0.001 Supported 

H4b RD <--- TN 0.007 0.004 0.088 0.08 0.936 Not supported 

H6 RD <--- OP 0.543 0.539 0.079 6.879 *** Supported  
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Table 6: Direct, indirect and total effects  

Hypothesis Construct Direct Indirect Total Results 

H5a PS 0.259(0.002) 0.092(0.004) 0.351(0.002) Partial mediation 

H5b SS 0.089(0.141) 0.173(0.002) 0.262(0.002) Full mediation 

H5c TSE 0.076(0.181) 0.11(0.008) 0.186(0.006) Full mediation 

H5d TN 0.004(0.949) 0.115(0.004) 0.119(0.046) Full mediation 

 
Discussion and Implications 
Hypothesis testing is the last segment of the data analysis where the significance of the path 
coefficients are exmained. For the direct relationships, six hypotheses were supported (H1a, 
H1b, H2a, H3a, H4a and H6). Also, three hypotheses were not suported (H2b, H3b and H4b). 
Opportunity to use explained 40.5% of the varaince in the model while readiness to 
participate accounted for 58.6% of the variance. The purpose of the study is to examine the 
relationships between peer support, superior support, training self-efficacy, training needs 
and opportunity to use on readiness to participate in training, with a focus on the contributing 
factors to readiness to participate and the mediation role of opportunity to use on the 
readiness to participate. From the results of the study, the following critical insights and 
potential implications were examined: Civil service is a close braided group of employees all 
over the world where peer support is vital for individual and group participation on range of 
relevant interventions. From the results, it was found that only peer support and opportunity 
to use had direct significant relationships with readiness to participate. The implication is two 
folds, as a close knitted group with interaction and interdependency, the support from peers 
will have significant effect on readiness to participate. As a group, civil servants would have 
strong readiness to participate if there are opportunities to use the knowledge and skills 
acquired from training program. The current result is consistent with the studies by Aziz and 
Khatony (2019), Parikh-Foxx, Martinez, Baker & Olsen (2020), Salleh et al (2017) on the 
predictors of readiness to participate.  
The fully mediated effect of opportunity tom use, on superior support, training self-efficacy 
and training needs on readiness to participate is suggestive that, without opportunity to use 
the knowledge and skills acquired in the workplace; the effect of superior support, training 
self-efficacy and training needs would be less visible in the civil service. Furthermore, the 
partial mediation effect of peer support on readiness to participate is indicative that when 
opportunity to use is controlled, peer support would still exert significant effect on readiness 
to participate. Previous studies argue that individual self-efficacy is closely associated with 
strong behavioural disposition towards a concept or phenomenon (Bandura, 2015). The result 
of the study is indicative that, training self-efficacy without opportunity to use would not 
generate the needed improvement on readiness to participate in training especially in an 
agency where incentive for personal development is low. This particular finding is consistent 
with the result of Simosi (2012); Khalid (2020), that in an achievement driven organisation, 
employees are personally motivated to improve themselves unlike the civil service where 
loyalty and tenure determine everything. 
 
Conclusion 
Organizations spent huge sums of money and applicable resources on employee training in 
other to be competitive. Many training interventions have failed to achieve the desired 
outcomes due to poor readiness to participate among the employees. In the civil service 
where loyalty and tenure determine major policy interventions, employee’s readiness to 
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participate in training becomes challenging. In some of the previous studies on training 
related studies, efforts were focused on training transfer and applicable factors in other to 
achieve effective training outcomes. Although, this writer agreed in most of the propositions 
on training transfer. It is the considered view of this writer that employees should be ready 
and willing to participate in training before training intervention is introduced. Finally, civil 
service being an important agency of any government depends on the support and influence 
of superiors to implement relevant training programs. The current findings re-enforced the 
centrality of individual behavioural disposition as largely context dependent and situation 
specific. In private sector, employees are personally motivated to develop themselves due to 
potential career and job prospects. However, in the civil service especially in many developing 
countries the phrase “wait for your own turn” is being used to stifle innovation, learning and 
new ideas which makes the need for ascertaining staff readiness to participate in training, a 
policy priority. Civil servants are expected to deliver on numerous current and emerging 
priorities in an environment where learning will be transformed. The results of the current 
study have shown that, proper integration of individual and organizational factors is 
necessary to enthrone strong readiness to participate among civil servants with the resultant 
effect on service delivery, innovation, national productivity and sustained competitiveness. 
 
Limitations and Recommendations 
Although, the study provided a new information on readiness to participate in the civil service, 
there are noticeable limitations that require additional investigation. First, the study used 
self-report method of data collection which is susceptible to common method bias. Second, 
the study focused on five individual and organizational factors which influence readiness to 
participate. There are other factors which could affect employee readiness to participate. 
Third, the findings may not be widely generalised due to limitation imposed by contextual 
characteristics such as country, sector and sample. For example, civil servants globally share 
similar characteristics especially on the work they do. However, a country specific geography, 
culture, rules and level of development could affect wider application of the current findings 
in those locations, industries and settings. Also, in the private sector, employees may have 
different behavioural dispositions towards training due to incentives for personal, job and 
career prospects. Future studies could focus on other factors such as rewards, intention and 
perceived organisational support as an independent variable. Scholars may also explore the 
role of gender and other demographic characteristics in other to determine their influence 
on individual readiness to participate both in private and public sector. It is the submission of 
this researcher that, the findings from the study would stimulate improved scholarly attention 
towards human resource development in the new normal, where learning and knowledge 
acquisition would be transformed.  
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