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ABSTRACT

Being the largest total national export earning industry in the country, the Sri Lankan
apparel industry provides more than 990,000 employment opportunities, allocating a
large fraction of it to the women labour force. Through it is competitive at present, the
industry has been facinga gradually intensifying competition due to the presence of
efficient manufacturers in other countries. The competition is further intensified since
international buyers expect a long-term partnership with fewer efficient suppliers.
Being a labour- intensive industry, the labour efficiency of the sewing machine
operators has become salient in order to remain competitive. This demands the
industry to maintain the employee motivation that will result in an efficient and
productive workforce while helping the industry address other pivotal issues
including employee turnover and absenteeism. The motivation can positively be
influenced by the affect behaviour in a learning setting. Thus, the main objective of
this study is to investigate the influence of the affect behaviour developed through the
training of the newly hired sewing machine operators on the motivation. Also, the
study examines whether the operators’ creativity moderates the said effect. The
analysis of data, collected from 116 operators through a questionnaire, by the
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regression analysis, reveals that the affect behaviour positively influences employee
motivation. Further, the PROCESS tool used to examine the moderating effect of
employee creativity does not indicate suchan effect. Consequently, the apparel
industry can use training programs in order to develop the affect behaviour of the
newly hired sewing machine operators as a strategy to motivate them. Further, the
operators’ creativity is not an influential factor. This study identifies the affect
behaviour as a determinant of the motivation of the machine operators in the apparel
sector. The study also presents a scale to measure the affect behaviour. Moreover, the
study provides several implications and further research opportunities.

Keywords: Affe¢t behaviour; Apparel industry; Creativity; Employee motivation;
Sc¢ale to meosure offe¢t behaviour

1. Introduction

Accounting for 44peréent of the total nationol export i 2018 oand
generotingover990,000 employments(Boord of Investment, 2020), the oppoarel
industry hos beCome o major ¢ontributor tothe Sr1 Lonkon e¢onomy (Embuldeniya,
2015; Soamoraosinghe, Ariaduron, & Perera, 2015). Though Sr1 Lonka oé¢upies a key
position 1n the global apparel trade (Khottok, Stringer, Benson-Reo, & Howorth,
2015), 1t hos frequently been ¢hallenged sin¢e other countries suc¢h as Bangladesh,
Vietnom, ond China have gradually been gouning the market share (Somarosinghe et
al., 2015) mounly due to higher labour ¢ost (Mataraorach¢ht & Heenkendo, 2012). As a
result, the industry’s ¢ontribution to the e¢onomy ond the employment 1s graduolly
de¢lining (Embuldeniya, 2015), demonding suitoble strategies to inérease the labour
effi¢iendy ond productivity for the industry’s sustounobility. Owing to the fact that the
motivotion positively influenées labour effi¢ien¢y ond productivity (Jayorothno,
2014; Locke, 1997: Soeed & Asghar, 2012), the mndustry should soli¢it the
¢ontribution from the motivated employees who determine the higher lobour
productivity. It helps in improving the orgomizational productivity mn the lobour-
mtensive opporel industry. Though the oppoarel industry hos nitioted vorious
te¢chniques suc¢h as leon monufoéturing ond totol produétive mountenonée (TPM) to
face this ¢hollenge, those strategies would be moterial with the motivated employees.
Thus, the present and future developments of this lobour-intensive industry lorgely
depend on the motivated ond skilled workforée, moking o higher emphosis on the
education ond trouning.
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Trouning the work-related Capobilities in on orgemizational Contextis essential becouse
of the various benefits su¢h as employee motivation for higher performonée (Khon,
2012).The trouning develops positive offect behaviour within troaunees (Poulsen &
Kouffeld, 2017). On the other hond, the level of employees’ affect
behaviourinfluenées the work-reloted behaviours su¢h os motivation (Forgos &
George, 2001). Motivation acts os o key foctor thot influences lobour effi¢iency
thereby, orgonizational effi¢iency(Polackova, 2016).The affe¢t behaviourdeveloped
within the new employees ultimotely determinesthe mternal motivation (Mottet &
Beebe, 2006; Wren¢h, M¢Croskey, Berlet¢h, Powley, & Wehr, 2008). Since the
opporel industry provides trouning for the new employees, the affe¢t behaviouréon be
developed within the trounees during this initial trouning period. This moy finally lead
not only to the enhoné¢ement of the trounees’ motivation thereby the effi¢iency ond
productivity but olso to the achievement of othertrouning ond orgonizationol
objectives. However, the present studies donot 1dentify developing affe¢t behaviour
during the mitiol ¢ompulsory trouning progroms os o strategy of influenéing the
motivotion of the machine operators. Hence, this study ottempts to fill in this gap.
Also, the effect of the trounees’ Choracteristics may offect the influence of the affect
behaviour on motivation. Among other ¢haracteristi¢s, the employee Creativity 1s
importont since 1t has rooted 1n a person. Out of the three components of individual
¢reativity, 1dentified by the componentiol theory of individual ¢reativity (Amabile,
1997), the new employees may possess tosk motivotion ond ¢reativity skills though
they lack expertise due to less experience. Therefore, understonding whether the
¢reatrvity of the new employees spurs the influenée of affe¢t behaviour over
employees’ motivotion, 1s importont 1 order to determine the hiring poliy that helps
the apparel industry 1n sele¢ting the oppropriate employees ¢arefully. However, no
studies have been piloted to mmvestigate the effect of ¢reativity,ond thus, the present
study1s designed to moke on attempt to fill in this gop.

On this ground, the moun objective of the study 1s to investigate the impact of the affect
behaviour developed during the trouning progroams on the employees’ motivotion in
the Sr1 Lonkon opparel industry. Further, this study attempts to exploan whether the
¢reatrvity of the employees moderates the effe¢t of affeét behaviour over the
employees’ motivotion.

The use of traditional and non-traditional methods to enhanée the lobour effi¢iency
ond productivity be¢omes mandatory due to the intense competition 1n the apparel
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industry while oddressing other 1ssues su¢h os the employee turnover ond
obsenteeism. In this thread, the results of the study will ¢ontribute to redesign the
trouning progroms focusing on the development of the offe¢t behaviour within the
traunees thereby, positively influence the motivation. Stmilorly, the apparel industry
¢an design the hiring poli€y, Considering the ¢reativity of the oppli¢onts. The rest of the
paper 1s orgonized as follows. Section 2 of the poper dis¢usses the literature relevont to
the present study, while section 3 1s devoted to deséribe the methodology. Section 4
presents the anolysis of data followed by the discussion and ¢onc¢lusion section 1n
section 5.

2. Literature Review

The export stru¢ture mn the Sr1 Lonkon e¢onomy drastically ¢honged from the
agricultural bose to the industrial bose, following the eConomi¢ liberalization 1n 1977
(Deerasinghe, 2002). Sin¢e then, the Sr1 Lonkon opparel industry begon to grow
(Welmullo, 2020),Eontributing to the nationol e€onomy. The industry 1s re¢ognized for
providing high-quality ethical fashion apparel for 1¢oni¢ global fashion brands such as
Victoria’s Secret, Pierre Cordin, GAP, Nike, Lond's End, Marks & Spencer, Liz
Claborne. During the last four decades, the industry has marked on epi¢ growth,
tronsforming from sawing solution provider (as a.¢ontra¢ted monufocturer) dependent
on textile quota re¢erved from the developed ¢ountries to the total apporel solution
provider. Despite the fact thot 1t hos beCome on 1mportont sector i the Sr1 Lonkon
eConomy, today, the industry 1s fa¢ing different ¢hollenges ond olso groduolly
increasing competition 1 the global opparel market. Concentration on a few export
markets, insuffi¢ient product diversification, lack of solid raw materiol bose, ond lack
of skilled lobour mn¢luding monageriol positions ore the mojor ¢hollenges of the
apporel industry (Deerosinghe, 2002). Curwen, Pork, ond Sorkor (2013) olso have
identified the quality of lobour and high lobour ¢osts as ¢hallenges to the apparel
industry. Though the present dynomi¢ environment requires firms to be mnovative 1n
different ospects, the opparel mdustry locks mnovation (Samorosinghe et.ol,
2015).More importontly, lock of properly trouned lobour, high lobour turnover,
absenteeism, difficulties 1n obtauning seasonal labour, ond outsouréing labour ore the
maoun reosons for the low lobour productivity (Deerosinghe, 2002). Being o labour-
mtensive mdustry, the opparel industry hos ¢ontinuously been attempting to boost
lobour effi¢iency thereby goun higher productivity by adopting different tools ond
techniques. While adopting populor methods, the novel alternatives to enhonce labour
effi¢ienCy are in need of the industry.
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The apparel componies are searching for the alternatives to foce the ¢hallenges of the
industry, porticulorly the ¢hallenges related to labour. Some tools ond te¢hniques
mnc¢luding new product integration, supplier mntegrotion, quick ¢hangeover, total
productive mountenonce, Gembawork, Yomozumi, LEAN, TPM, Don¢ing Floor, Pok-
yoke, eté. are n ploce right now. Also, the proper time monogement, mountoaning
ocCurate work measurements, proper tools to ¢olle¢t imformotion pertouning to
monufocturing, ¢lose monitoring with effi¢ient methods to detect errors ond
mefficienéies associoted with monufoéturing, qui¢k responses to correct errors ond
avold neffi¢iencies and use the most oppropriate method to Corre¢t them are focal
factors 1n term of effi¢ienéy improvement 1n the industry (Somorosinghe et al., 2015).
The implementation of those improvements ond solving the labour effi¢iency-related
1ssues are focilitated by the trouning.

Being o lobour-intensive industry, the competitiveness 1s lorgely determined by the
efficient lobour (Moropitiya, 2018) through the orgomizational effi¢iency ond
productivity. It 1s evident thot the opporel industry hos been using different techniques
to improve the labour effi¢iency. The effective implementation of ony suc¢h techniques
1s determined by the motivated labour. Supporting the ¢loum, the literature estoblishes
a positive effeét from the motivation over effi¢iency ond productivity (Horini,
Moulona, & Sudarijoti, 2020; Monzoor, 2012,Pola¢kova, 2016). A¢Cordingly, the
motivationol level of the employees has be¢ome on essential element thot determines
the performonce of afirm.

There 1sa plethora of motivotion literature thot dis¢usses the various aspects of the
lobour motivation. S¢holars have 1dentified o number of foctors that determine the
motivation of the employees through the theories under ¢ontent ond process
perspectives. Also, the literature 1dentifies trouning os on importont motive (Giilli,
2016). Importontly, Noong (2014) ¢on¢ludes thot the trouning determines the
motivation of the lower-level employees. Properly designed trouning ond development
programs positively influenée employee motivation (Elnoga & Imron, 2013; Noeem,
Irom, & Zohra, 2014).0n the other hand, two importont folds of motivation iné¢lude the
extrinsi¢ motivation ond the mtrinsi¢ motivation whic¢h offe¢t the individual
performonée (Saeed & Asghar, 2012). Extrinsi¢ motivation 1s ¢haroéterized by
externol reword-driven behaviour. Intrinsi¢ motivation applies when on individual 1s
motivated by the internal rewards suc¢h os personal satisfoction. It 1s widely acéepted
thot the 1ntrinsi¢ motivation 1s more powerful thon the extrinsi¢ motivation(Amabile,
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1997). The s¢holars propose thaot the sotisfaction of the psy¢hologi¢al needs such os
the need for ¢competence through trouning programs positively imfluence the mntrinsié
motivation (Buil, Cotalan, & Martinez, 2019).

While influené¢ing the motivation, the trouning helps the organizations
mimprovingemployees’ performoncethrough enhonéing skills, knowledge, ond
¢ompetence (Folola, Osibonjo, & Ojo, 2014). Finally,it improves orgonizotionol
performonées ond productivity (Gupta & Bostrom, 2006).In oddition, 1t engenders
various other benefits suc¢h as higher employees’ efficiencies, mnovation, mnvention,
Capacity to acept new technologies ond tec¢hniques, lower employee turnover
ondobsenteeism, eté. Trouning 1s used os on effective tool for improving job-related
knowledge, skills, and ottitudes (Armstrong & Taylor, 2017) thereby 1t ¢honges the
behaviours of the employees.

The enhonéed job-related knowledge, skills, ond ottitudes positively influence the
feeling of ¢ompetendy of the troaunees becouse of the positive valonée which 1s the
positive evaluation of the trouning experience. The positive valonce refers to the
affective quolity that o¢éurs due to the intrinsi¢ ottroctiveness of the trounees towords
the trouning progrom (Frijdo, 1986). In other words, the positive experience gouned
through the trouning due to the ottounment of on individual’s gools for higher
¢ompetence Causesapositive affectbehaviour. Also, this positive affe¢t behaviour
influences the motivation intensity resulting in the higher motivation of the trounees.

The four-stoge trouning evoluation model of Kirkpatrick also supports the orgument
(Galloway, 2005). Kirkpatrick model 1s widely aééepted as amodel, appli¢oble in the
monufocturing sector (Tennont, Boonkong, & Roberts, 2002). The first stoge, the
reaction of the model refers to the satisfaction of the trounees with the trouning mputs. It
evaluates the porti¢ipont’s reactions, opinions, impressions, ond attitudes towords the
trouning progrom (Altarowneh, 2009). Moreover, the assessment of these offective
responses 1n terms of the relevanée of the trouning 1s o commonly used ¢riterion 1n
trouning evoluation (Possmore & Velez, 2012). The reaction in the Kirkpotrick model,
which refers to the offectbehaviour, explouns the degree of on individual’s likeness,
appreciation, respect, or volue of the trouning (Beebe, Mottet, & Roach, 2013).
Accordingly, the affe¢t behaviour of the traunees indicates the extent to which they like
the trouning, find the trouning useful, and finally their peréeption of trouning (Krouger,
Ford, & Sdlas, 1993). Thus, designing trouning progroms with positive offeét
behaviour has become essential 1n orgonizations (Noeem et ol., 2014). Andermon ond
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Wolters (2006) also argue thot the offe¢t behaviour influences the motivotion 1n o
learning setting.

Accordingly, based on the foét thot the positive affect behaviour developed through
the satisfaction of the psychologi¢al need of the trounees for the higher competence
positively influenées the intrinsi¢ motivation, we postulate the following hypothesis.

H,: The affect behaviour has a positive effect on the employee motivation.

Creativity generates 1deas obout the practices, pro¢edures, products, ond services that
are opplicable 1n the orgonizational setting (Coelho, Augustor, & Loges, 2011), ond 1t
1s defined ac¢cording to the personal ¢harocteristi€s of the employees. A¢cording to
Amobile (1997), Creativity refers to the constellation of the personolity ond
mtellectual trouts shown by the individuals. The componential theory of individual
¢reativity 1dentifies three components of Creativity: expertise, ¢reativity skills, ond
tosk motivation (Amobile, 1997). The experienc¢e gouned through memory for foctual
knowledge, te¢hnical profi¢iency, ond special tolents in the torget work domoun
determines the expertise. Less experienced, new employees may not possess ahigher
level of expertise. The personal ¢harocters su¢h os independence, toleronce for
ombiguity, self-diséipline, eté. that the new employees may be having determine the
Creatvity skills. Also, thetask motivation,determined by the internal rewords may be
higher within the new employees due to the achievement of the fresh job ond the
opportunity for developing ¢ompetency through trouning. Task motivation 1s salient
sin¢e 1t determines whot employees are ‘Capoble of doing” while both expertise and
¢reatvity skills determine what employees will ‘oftually do’ (Amabile, 1997). Also,
the intrinsically motivated employees will moke efforts to acquire the required skills
(Amabile, 1997). Accordingly, those whose Creativity 1s high may hove o higher
tendency to ac¢tively take port in the troining programs with the cum of aéquiring new
skills thereby develop higher affe¢t behaviour.

On the other hand, the new employees develop positive emotions due to new jobs ond
the opportunity to enhonce ¢ompetency, ond those emotions positively influence
¢reativity (Kung & Choo, 2019). Also, ¢reativity provokes the emotions of trounees
(Amobile, Barsade, Mueller, & Stow, 2015), ond 1t hos o positive influence on the
employees’ offe¢t behaviour (Tavares, 2016). Thus, the highly ¢reative trounees may
develop higher positive affe¢t behaviour after the trouning, resulting in higher positive
influenée from the affe¢t behaviour on the motivation. A¢¢ordingly, we postulated the
following hypothesis.

Journal of Business Studies,7(1) -54- 2020



H,. Employee creativity positively moderates the relationship between the affect
behaviour and the employee motivation.

3. Methodology
3.1 Sample anddata collection

The purpose of this researc¢h study 1s to determine whether the offect behaviour
developed through the trouning progroms of the newly hired mac¢hine operoators 1n the
opporel ndustry determines their motivotion. Further, this study ottempts to
mvestigate whether the level of employees’ ¢reativity moderoates the soud effect. The
present study selected the apparel industry ond four firms based on ¢onvenience osits
empirical setting. The first 20 newly hired sewing mac¢hine operotors 1n each firm were
sele¢ted as the respondents over the period of two months, resulting inasomple of 160
operotors. The dota were ¢ollected after one month from the date of completion of the
trooning progrom, through o questionnoure bosed on the cEross-sectionol survey
method. 127 mac¢hine operators responded (yielding 79 peréent response rote), ond 11
responses were dis¢arded due to in¢ompletion of their questionnares. Finolly, 116
useoble responses were retoaned for the onalysis (yielding 72.5 peréent net response
rote).

3.2 Variables and measures

The motivation wos measured by odopting the six-item sc¢ale of Kuvoos (2006).
Dysvik ond Kuvoos (2008) used the same s¢ale to measure the motivotion of traunees.
The somple 1items in¢luded the followings: “The tasks that I do at work ore enjoyable”,
“I feel lu¢ky being poud for ajob I like this mu¢h”, and “The job 1s like ahobby to me”.
Sin¢e there wos no oppropriote s€ole to measure the offect behaviour developed
through the trauning progroms c¢onducted for the newly hired sewing mochine
operotors 1n the apparel sector, we developed a s¢ale. Five-item s¢ole wos developed
ond used. The prinéipal component anolysis was employed to volidate and ¢heck the
approprioteness of scales of the affe¢t behaviour. The ¢reativity wos meosured by
adopting 13-1item soles of Tong ond Chong (2010). Jyoti and Dev (2015) used this sé¢ale
to meosure ¢reativity in o setting of the leoarning orgonization. Sample 1tems in¢luded
the followings: “I ¢on suggest new ways to achieve goals or objectives”, “I am not
afrond to toke the risk”, ond “I ¢on suggest new ways of performing work tasks”. The
responses were rated on a.5-point Likert s¢ale.

The regression onolysis wos used to ossess the influenée of the offect behaviour on
motivation. The moderating effe¢t was assessed by the PROCESS tool (Hayes, 2012).
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4. Analysis

Both motivation ond ¢reativity have higher Cronbach’s alpha values (0.84 ond 0.64
respectively) than the threshold level of 0.60 (Hour, Bobin, Anderson, & Tothom,
2006)¢onfirming the reliobility of s¢ales 1n this exploratory study. The tests of Kouser-
Meyer-Olkin (KMO) value (0. 0.646) ond Bortlett's (115.77, p<0.01) indi¢ate thot the
factor onalysis ¢on be employed todevelop as¢ale on the identified questions on offect
behaviour. The two foctors suggested by the anolysis possess higher ¢umulotive
varionée exploned (69.92%) indicating thot o lorge portion of the varionée ¢on be
explaaned by the indicotors. All the commonalities are greater thon the ¢ut-off point
(0.50) (Hour et al., 2006).Hence, all items were retouned for the omolysis. After
applying the Vorimox rotation, two foctors indi¢ate a ¢lear foctor structure. Although
the higher foctor loadings oare desiroble, the foctor loading greater thon 0.50 1s
generally aéceptable for practical significonce (Haur et al., 2009). Ex¢ept for one item
bearing 0.55 factor loading, oll other items 1n the two foctors are highly loaded having
over 0.73 loadings. Thus, the results indiate that the items used tomeosure the offect
behaviour exist ond ore appropriote. The first faétor suggested by the onalysis 1s
lobelled os ‘skill development’. The higher varionce explouned (44.05%) indicates thot
this factor a¢éounts for a large portion of the varionce. This factor explouns the extent
to whi¢h the porticiponts of the trouning programs develop the skills required to
perform the respective jobs. The se¢ond foctor wos labelled os ‘value of the progrom’
which hos 25.87% varionée explouned. This foctor explouns the extent to which the
porti¢iponts of the trouning progrom volue the progrom ond 1ts ¢ontents. The
Cronbach’s alpha indexes of both foctors are above the threshold of 0.50 (0.69, 0.56
respectively). Thus, the results of the reliobility onalysis ¢onfirmed thot both factors
possessed on acceptable level of internal consistency. Appendix 1 shows the results of
the onalyss.

The somple ¢onsists of 60.4 perc¢ent femole respondents ond their agesrange from 19
years to 51 years with a medion of 28 years. In addition, 53.2 peréent of respondents
are morried. Toble 1 presents the results ofthe Correlations onolysis of the focol
variobles ond indicates that oll Correlations are positive ond signifi¢ont. A¢¢ordingly,
both affe¢t behaviour and the employee c¢reotivity show signifiCont positive
associations with employee motivation (p< .01), supporting the posited positive
effects. Also, employee ¢reativity indicotes o significont positive association with the
affec¢tbehaviour (p<.01).
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Table 1: Correlation Analysis

Employee Affect behoviour Employee
motivotion Creotvity
Employee motivation 1
Affect behoviour 257* 1
Employee ¢reativity 448%* 254% 1
Meon 3.71 4.48 4.29
Stondord Deviotion 0.59 0.46 0.59

Notes: N =116; *p< 0.01

The F-test indi¢ates that the model 1s statistiColly relioble ond ¢on be used to exploun
the hypothesized effec¢t (F=8.08, p<0.01). The affec¢t behaviour accounts for 15.8
percent of the varionée 1n the employee motivation (p <.05). The results show that the
affec¢t behaviour hos a significont positive effect on motivation (f = .26, p < .01),
supporting the postulated effe¢t in hypothesis 1. Thus, hypothesis 1 1s aééepted. We
used the PROCESS tool to assess the effect of the moderating varioble. A¢¢ordingly,
two regression models were ¢onstru¢ted with the cum of investigating whether two
models are significont ond whether the se€ond model hos higher R2 thon the first
model. The results show that both model 1 (F=16.12, p<0.01) ond model 2 (F=10.72,
p<0.01) are significont. However, model 2 does not a¢¢ount for a signifi¢ontly higher
R2 thon model 1 (AR2 =.00). This result indi¢ates that the employee ¢reativity hos no
potentiolly significont moderation effect over the postulated effect from the offect
behaviour of the employees on employee motivation. A¢Cordingly, hypothesis 2 1s not
acéepted.

5. Discussion and Conclusion

This study investigated the impoct of the affe¢t behaviour of the employees on their
motivation ond whether the employee ¢reativity moderates the relationship. The
results of the onalysis of datagathered from 116 newly hired mac¢hine operators of four
apporel se¢tor firms 1n Sr1 Lonkareveal thot there 1s apositive influence from the offect
behaviour over the motivation of the employees. A¢€ordingly, the trouning experience
of the parti¢ipants 1s solient in determining their motivotion. The trounees’ peréeption
ofthe ¢ontribution of the trouning progroms to develop some essential skills to perform
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the jobs, ond the value of the progrom ond 1ts ¢ontents 1s influential in determining the
motivation. The trounees’ likeness to the trouning, their assessment of the usefulness of
the trouning, ond finolly positive peréeption of trauning determine the offeét behaviour.
The trounees are looking for advenéement 1n their ¢areer ond the ¢ompetence to
perform job tosks, thus they have o psychological need for the advonc¢ement of
¢ompetence. The trouning programs thot develop the offeét behoviour within
employees spur this need thereby motivates the trounees. In line with the findings,
Forgos ond George (2001) c¢on¢lude thot the level of employees’ offect
behaviourinfluen¢es work-related behoviours su¢h os motivation. Discussing the
trouning ¢harocters thot stimulate motivation, Aziz ond Ahmad (2011) ¢onéluded that
the relevonce of trouning for the job, Career, and personal related needs influence the
motivotion of the trounees. The offect behaviour, which the present article fo¢uses on,
1s Closely related to the foctors identified by Aziz ond Ahmoad (2011), thereby 1t
supports the findings of this study. Further, the number of s¢holors (Mottet & Beebe,
2006; Wrench et aol., 2008) support the findings by ¢oncluding that the internal
motivation 1s determined by the affe¢t behoviourdeveloped within the new
employees.

Though the study postulated thot the trounees who are highly ¢reative have o higher
impoct on the motivation thon those who are less ¢reative, there waos no evidence to
support the orgument. AcCordingly, ¢reativity does not show ony moderoting
effe¢t.This moy be due to the obsence of Creativity within the focused segment of
employees who were relotively behind 1n terms of a¢ademi¢ performonce. Though
Kholeefo, Erdos, ond Ashria (1997) re¢eive mixed results regording the ¢reativity of
those who re¢erve modern ond traditional education, Dan etal. (2011) found o distinét
effect ofacademi¢ achievements on ¢reativity. Fasko (2001) also presents evidence for
asimilor orgument. A¢cordingly, the ¢reativity of the machine operators may be lower
due to their unique ¢harocteristi¢s such asthe lower educotional background.

Due to the tense ¢ompetition 1n the global market, the Sr1 Lonkon opparel sector
looks for alternative strategies to improve efficien¢y. Humon resource has been
recognized as on 1importont determinont of effi¢iency 1n the lobour-intensive apparel
industry. Drawingupon the positive effe¢t of motivotion on the employee effi¢iency,
this study mvestigated viable alternatives to improve motivation. Since the apparel
industry provides trauning to new employees, the study cumed to use the trouning to
positively influen¢e the motivation of new employees. Thus, the present study
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mvestigoted whether the offe¢t behaviour developed within new employees during the
trouning progroms inc¢reased their motivotion. Further, the study investigated whether
employee ¢reativity ¢ould strengthen the saud effect. Results of the study indicate thot
the affect behaviour plays on importont role in determining the motivation of the
mochine operoators but, the employee ¢reativity does not play ony solient role.

5.1 Theoretical and managerial implication

The present study maokes several importont theoretical ¢ontributions to the present
literature. We ¢ontribute to the present literature by distinguishing the affe¢t behaviour
developed through the trouning progroms os o determimont of the motivation of
moachine operators 1n the opparel seétor. The trouning progroms thot spuréertoun
¢haradteristics such as likeness, the feeling of usefulness, ond positive perception
determine the motivation of trounees. Further, the study contributes to the existing
literature by developing a s€ale to measure the offe¢t behaviour. We enrich the
literature by 1dentifying two dimensions of affe¢t behaviour: skills development ond
value of the progrom. This adds a useful séale to the literoture for the use of future
reseorchers. Aport from those contributions, this study provides importont
implications for the humon resourée practitioners ond polic¢ymakers. First, the humon
resource practitioners ¢on use trouning progroms to enhonce the offe¢t behaviour of the
trounees. The troaning progroms should be designed 1n su¢h a way that 1t enhonées the
trounees’ likeness, feeling of usefulness, ond developing positive perception, etc.
Thus, the proctitioners should ¢arefully sele¢t the trouning components ensuring the
above out¢omes. Secondly, the humon resource proctitioners should identify the affect
behaviour, developed through the trouning progroms, os on importont motivotor. Thus,
the well-designed trouning programs, ¢conducted ot the beginning of the Career, ¢on be
identified ond used as on importont strategy for motivating employees. Third, the
proctitioners ¢on adopt areloxed poli€y 1n hiring the ma¢hine operators by ex¢luding
Creativity os o Criterion. This reloxed policy would help the industry to foce
¢ompetition 1n hiring by foc¢using on a wider spectrum of the job-seekers, oand freely
hiring the sewing mac¢hine operotors 1n the job market. Finally, the poli¢ymakers
should 1dentify thot the motivation enhanéed through the affect behaviour spurred
through the trouning progroms helps i enhon¢ing the effi¢iency ond thereby the ability
to face intense global pressure on the Sr1 Lonkon apparel industry. Thus, they may
design ond volue su¢h progroms while trouning essentiol job-skalls.
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Limitations ond Further Reseor¢h:This study hos severol limitations that demond
further investigations. The study wos limited to a somple of 160 swing machine
operators 1 four apparel firms. Though different opporel firms ond job ¢ategories
share some common features, there may be some significont differences omong them.
This requires further investigation to identify possible differences 1n the results of the
study acrossdifferent opporel firms ond jobéategories. Also, this study 1s limited to one
aspect of the Kirkpatrick model. However, other aspects of the model are importont in
evoluating the results of the trouning progroms. Aééordingly, this study ¢on be
extended to factors such as learning ond behoviour 1in the model. This study found out
that the ¢reativity does play o moderating role. This may be due to the unique
¢haradteristics of the machine operators such os the lower education level. Therefore,
asc¢ientifi¢ investigation 1s needed to understond the role of ¢reativity.

Appendix 1:Principal Component Analysis with Varimax Rotation

Foctor loadings

Items

Foctor I~ Foctor 2
The skills developed 1n this trouning progrom ore importont to me 0.55 o
The trouner helped me to develop the skills I need to do my job 0.88 —
I ¢on use what I learned from this trouning progrom in my present 0.84 B
job
I ¢onsider the ¢ontent of this trouning progrom 1s valuable 0.73
This trouning progrom encouroges me to leorn new things — 0.88
Peréentoge of vorionce 44.05 25.87
Eigenvalues 2.20 1.30
Coefficient of Cronboch’s alpha 0.69 0.56

Foctor 1: Skill development
Foctor 2: Volue of the progrom
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