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Abstract 
Personality traits have been known as the significant differences in individual behaviors. These traits are 

different from person to person when individual performances are measures. Studies have offered the 

consistent evidences that personality traits are important and well associated with transfer of training. 

Within this context, this study aims to examine the impact of big five personality traits on training transfer 

and also investigate the moderating role of organizational politics on the relationship. A quantitative 

questionnaire survey was employed to collect data from 404 employees from banking sector of Pakistan. 

The results of the study indicate that all the five traits of personality positively affecting training transfer. 

Additionally, organizational politics do moderate the relationship between big five personality traits and 

training transfer. Theoretical and practical implications of the study were reported at the end. 

 

Keywords: Big Five Personality Traits, Training Transfer, Organizational Politics, Human Resource 

Development, Structural Equation Modeling.  

  
 

Introduction 

 
Today's market is so competitive that companies must have a highly skilled workforce if they want to 

maintain a healthy slice of the pie (Noe, Hollenbeck, Gerhart& Wright, 2019). Organizations do this by 

spending money on training and development. Organizations invest a significant amount of money each 

year on training, yet the results are often disappointing (Ford,Timothy, Prasad& Joshua, 2018). As a result, 

it is critical that they assess whether or not the funds allocated to training and development programmes are 

worthwhile. LorriFreifeld (2019) estimated that US-based enterprises spend over $83 billion annually on 

training and development, while no such figures exist for Pakistan. 

 

Literature has indicated the importance of transfer of trainings as a useful tool to evaluate the learning 

activities and behavioral changes among staffs. Training transfer has been referred as an extent where an 

individual becomes competent the skills, knowledge and attitudes into practice that have received from 
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training activities.It has indicated that there are three influential factors that keep significant impact on 

training transfer including training design, work environment and training characteristics (Ozkeser, 2021).  

 

Personality traits have been known as the significant differences in individual behaviors (Kueh&Rusli, 

2016). These traits are different from person to person when individual performances are measures. Studies 

have offered the consistent evidences that personality traits are important and well associated with transfer 

of training. Organizational managements are required to understand the personality traits for better transfer 

of training at working places so that the performance of employees could be increases 

(Waghmare&Panchabhai, 2019).  

 

Sahoo and Mishra (2019) described that organizational environment played an important part in transfer of 

training in the organization. Such view signify that organization staff help to facilitate the transfer of 

training, therefore environment role could be described either a positive or negative. For environmental 

intervention factors, this study focuses on perceived organizational politics. The linkage between 

organizational environmental factors and training transfer is surprisingly less examined and needs to be 

explored further (Nazli&Khairudin, 2018). Environmental interventions as moderators between the 

motivation to transfer and training transfer were also suggested in recent studies (Chauhan, Ghosh, Rai, 

Kapoor, 2017; Vignoli&Depolo, 2019 Nguyen DinhTho, 2017). Perceived organizational politics was also 

suggested to be used as moderator in this relationship in a recent study (Nazli&Khairudin, 2018).  

 

In the context of above discussion, this study aims to investigate the impact of personality traits on training 

transfer, while at the same time also examine the moderating role of organizational politics in the 

relationship between big five personality traits and training transfer.  

 

Literature Review 
 

This Big Five personality traits model or simply called BFT model was first described by (Fiske, 1949), 

quoted in (Larsen & Buss, 2014). In the 1980s, a huge acknowledgment was gained by these five traits as 

one of the crucial theories of humanity (Cloninger&Svrakic, 1997). Today, big five traits (BFT) represent 

one of the most important concepts in defining and clarifying personality. The methodological sources of 

personality research describe big five traits model as an important source to further explore the evaluation 

of human personality.  

 

A personality trait is a set of organized and powerful traits that a person has that affect his or her 

understanding, motivation and behavior (Ryckman, 2004). Five major theoretical aspects of personality 

began first with McDougall's first work (1932). The concept of the "Big-Five" contains five traits identified 

by researchers. Among these five traits are openness, neuroticism, conscientiousness, agreeableness and 

extroversion. This framework helps to scientifically understand the differences between personalities 

among members of different groups, and has been proven to be helpful for studying people’s personality in 

different cultures and regions. The major significance of five personality variables lies in its durability. It 

has been proven by reviewers and various types of researches (Cortina, Doherty, Kaufman, & Smith, 

1992).  

 

Agreeableness  
 

Barrick and Mount (1991) explained agreeableness personality element as people who are helpful, modest, 

fair, generous, happy, and cooperative people. Likability and friendliness are terms that can be used to 

define the agreeableness trait(Hogan, 2005). People who get high marks for this feature are believed to be 

more flexible, tolerant, coordinated, empathetic and kind (Costa & McCrae, 1992). These people absolve 

others for maintaining an intimate relationship and avoiding distractions. The most lovable people worry 

about unity and social cohesion at the same time believe that others are honest. Since these people have 

good interests, they can adapt to a variety of social conditions and build relationships with other 
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individuals. People with low agreeableness scores are generally less good at dealing with people, less 

sympathetic, and less understanding to the affairs of community groups (Hogan, 2005) 

 

Openness to Experience 

 

Openness is defined as the magnitude of the personality trait that is reflected in individual human thinking, 

curiosity, empathy, vivid imagination, and independent judgment. People who are open-minded are 

visionary, original, creative, curious and artistic. People who get low scores on this aspect have an intimate 

sense of small interests, and are prone to change and prefer to deal with difficult situations in a simple and 

obvious way(Costa & McCrae, 1992) 

 

Neuroticism 

 

Neuroticism includes a variety of negative conditions like sorrow, panic and anxiety (Benet-Martínez& 

John, 1998). Presumably, highly neurotic people will not side with others or participate in the transmission 

of learning with other people. The quality of neuroticism is crucial because it is the main cause of defeatist 

emotions. Low mood or high levels of neuroticism are considered a tendency to produce negative emotions, 

including anger and frustration. Neurotic factors may cause people to interpret neutrality as an exaggerated 

secondary threat or frustration. According to (Terracciano, Löckenhoff, Crum, Bienvenu, & Costa, 2008) 

highly neurotic people also have difficulty controlling their feelings. While (Costa & McCrae, 1992) stated 

that trainees with low levels of neuroticism be inclined towards emotional stability, less anxiousness, better 

at solving problems, and less susceptible to external pressure. 

 

Extraversion 

 

Extraversion is distinguished by one’s inclination to be agile, self-confidence, fun, zestful, audacious, and 

expressive (Barrick, Stewart, &Piotrowski, 2002). Therefore, it can be argued that a person who exhibits 

high retaliation may engage in the transmission of more learning than others with low extraversion 

(Barrick, Mount, & Strauss, 1993). (Hogan, 2005) describes extraverts people who gain high marks by 

blending with others have more communal skills and has the tendency to be more zealous, confident and 

determined. They love being around other people and are more zealous around them. Therefore, these 

people tend to have positive emotions about different or difficult situations, which can affect their decision-

making (Connolly &Viswesvaran, 2000). On the other hand, (Matthews, Deary, & Whiteman, 1998) 

argued that people with low extroversion are less energetic, tend to be calmed, unwilling to attract the 

attention of others, and find it difficult to integrate into the new social environment. This is why they like to 

be alone.  

 

Conscientiousness 

 

Conscientiousness is described as the hallmark of honest, well-mannered, well-organized, responsible, 

ambitious, hardworking people. One could say that trainees having high conscientiousness levels normally 

tend to participate in transfer training activities. Additionally, this personality trait has been associated by 

(Hogan, 2005) with dependability. This feature is related with organizational accomplishment, as people 

with this trait are often hardworking employees who are inspired to succeed. They are usually reliable, 

methodical and obedient. Conscientiousness has been described by (Digman, 1990) as essential to the 

pursuit of work and education. Conscientious people don’t create problems and pursue for higher levels of 

accomplishment in the workplace (Costa & McCrae, 1992). They gravitate to follow the rules and practice 

improving their work performance. Conscientious objectors are often less concerned about their work and 

less likely to follow rules and regulations related to work. 

 

 

 



 

 

 

 

 

ISSN: 2308-7056                Asghar, Shah & Khan (2021) 

 

 

460 

I 

 

  www.irbas.academyirmbr.com                                                                              October 2021                                                                                             

 International Review of Basic and Applied Sciences                                      Vol. 9 Issue.4 
 

R 
B  
A  
S  

Training Transfer 

 

In human resource management literature, any application of skills, knowledge and attitude to work has 

been cited as transfer of training or learning and training/learning transfer. However, literature regarding 

training transfer has proposed a variety of definitions. For instance, according to (Baldwin & Ford, 

1988)training transfer is a source of creating and preservation of knowledge. (Xin, Lai, Li, &Maes, 2014) 

explain training transfer close and long-distance transfer. According to authors, near transfer means the 

transfer between environment or atmosphere that are very similar in nature, however, long-distance transfer 

refers to the transfer between different environments or atmospheres that seem strange to each other, such 

as in the workplace. In the similar context, (Nur, Ruhizan, &Bekri, 2015) define training transfer as to what 

extent the acquired knowledge, skills and attitudes are implemented on appointed tasks. This definition is 

similar with the definition of Chahan et al. (2016), who denoted “training transfer as the application of 

skills, knowledge and attitude by the employees to their present and forthcoming jobs”.  

 

Chiaburu and Marinova(2005)found that employees who had higher intrinsic and extrinsic motivation 

when participating in training activities were more likely to transfer learning to performance changes than 

those with low or no motivation. The current study viewed transfer of training as a use of employees’ 

learning. While the success of transfer focuses on the ability of the user to apply the information to 

improved or extended work-related functions. 

 

The Big Five Personality Traits and Training Transfer 

 

Among five traits of BFT model, neuroticism and extraversion are the most influential aspects, that have 

been largely (Watson, Kearns, Grant, & Cameron, 2000) and most commonly studied (Eysenck, 1992). The 

two are closely related to gentleness (affinity, origin, extreme stability, constitutional and genetic, the 

differences observed in all species (Zuckerman et al., 2005). Although the five elements are emphasized in 

the descriptive themes of personality, causal ideas emphasize E and N '' (Rogers &Revelle, 1998). Little 

research has focused on some of the most obvious speculations about the basics, content, and degree of 

conscience, consistency, and openness constructs of BFT.Strong relationships have been observed between 

personality differences and the workplace attitudes (Judge, Bono, Ilies, & Gerhardt, 2002), trust 

(Mooradian, Renzl, &Matzler, 2006) and behaviors like job performance (Barrick& Mount, 1991). Because 

of the social context and understanding of diversity of personalities and their important role, this study 

examines the role of these traits in shaping transfer of training within workplace.  

 

The Moderator (Organizational Politics) 

 

In the context of workplace, politics is an impalpable presence which ultimately affecting every perspective 

of an organization (Kacmar& Ferris, 1991). Inside an organization, employees are constantly engaged in 

activities that either directly or indirectly increase their power and individual welfares so that to circumvent 

unwanted consequences. Ferris and Kacmar (1992) argued that organizational politics can be observed as 

an employee behavior which revolves around self in order to achieve personal goals and benefits at the 

expense of others’ and even in times it contradicts with the goals of an organization. In fact, Ahmed, et. 

al(2016) argued that organizational politics plays a significant role in shaping the employee motivation 

towards training and ultimately training transfer. Additionally, it was stated in the extent literature 

regarding training that politics actually either sharpen or weaken the impact of employee personality on 

training motivation or training transfer. Considering the argument discussed above, the researcher in the 

current study argued that organizational politics plays a moderating role in the relationship between Big 

Five Personality traits and training transfer.  

 

The authors based their model on the assumptions of Trait Activation Theory and argued that people 

behave according to their personality when they have the opportunity to express a bright personality. 

Signals depicts organizational politics is expected to moderate the relationship between Big Five 
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Personality traits and work behavior such as motivation of employees and their desire to transfer of 

training.   

 

 
Figure1: Conceptual framework of the study 

 

Methodology 
 

Quantitative data were collected at a single point in time in a cross-sectional manner. This study adheres to 

positivism because the research hypotheses were tested scientifically with quantitative data. A response rate 

of 29.8 percent was obtained from a sample of 404 trainees. 67.9 percent of the participants were male, and 

32.1 percent were female. A whopping 51.1% of those polled fell into the 30-39 age bracket. 38.2 percent 

of participants have a some training certificate at bank level, which is a significant number. Finally, nearly 

half of the participants (43.5%) had been employed for 6 to 10 years at their current company. 

 

Close-ended questions in English and Urdu were included in the self-rating questionnaire, which was 

developed from existing research tools. Qualified translators in both languages used the back-translation 

process to translate the questionnaire from English to Urdu and vice versa. In order to ensure that the self-

rating questionnaire is applicable and relevant to the local environment, a professor in human resource 

management and two public sector human resources and training practitioners with substantial experience 

assessed the questionnaire. Data on gender, age, greatest educational level, and seniority were all included 

in the self-rating questionnaire. 

 

The items for Personality traits were adapted from the Big Five Inventory (John et al., 1991). First, 

conscientiousness was measured with four items and a sample item was “I see myself as someone who 

perseveres until the task is finished.” Second, extraversion was measured with five items and a sample item 

was “I see myself as someone who generates a lot of enthusiasm.” Third, agreeableness was measured with 

four items and a sample item was “I see myself as someone who is helpful to others.” 

 

The construct for Training transferwas measured with a ten-item measurement scale adapted from the work 

of Facteau et al. (1995) and Xiao (1996). A sample item was “The harder I learn during the training course, 

the better I perform my job.” 
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Organizational politics are measured by 7 items scale developed by (Kacmar& Ferris, 1991). Sample item 

includes “There has always been an influential group in this department that no one ever crosses”. 

 

Results  
 

Exploratory Factor Analysis of Big five personality traits, training transfer and organizational 

politics: 

 

The personality questions were subjected to exploratory factor analysis using principal components and 

varimax rotation, as is the preferred way for assessing personality (Laher, 2010; Tsao& Chang, 2010). 

According to Kaiser-Meyer-sampling Olkin's adequacy (KMO) and Bartlett's test of Sphericity, the items 

were suitable for factor analysis based on their value (0.974) and significance (0.000). Organizational 

politics and personality traits are among the variables that can be better understood using exploratory factor 

analysis, which reduces the amount of measurements needed to be collected. Tests were undertaken to 

determine whether personality traits, training transfer, and organisational politics were stable. This 

indicates that the internal consistency of each construct was met, as all Alpha values exceeded the 0.7 

threshold. 74.473 percent of the total variation could be attributed to these seven factors (Table 1). 

 

Table 1: EFA Analysis 

Factors 

 1 2 3 4 5 6 7 

TT1      .611  

TT2      .615  

TT3      .607  

TT4      .637  

TT5      .678  

EV1   .749     

EV2   .737     

EV3   .770     

EV4   .779     

EV5   .780     

EV6   .695     

EV7   .729     

A1 .721       

A2 .746       

A3 .763       

A4 .761       

A5 .741       

A6 .710       

A7 .696       

A8 .671       

A9 .743       

C1     .653   

C2     .652   

C3     .689   

C4     .686   

C5     .695   

C6     .702   

C7     .670   

N1    -.651    

N2    -.711    

N3    -.724    
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N4    -.702    

N5    -.709    

N7    -.663    

N8    -.673    

Open1  .747      

Open2  .770      

Open3  .773      

Open4  .734      

Open5  .762      

Open6  .778      

Open7  .760      

OP1       .837 

OP2       .934 

OP3       .943 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 7 iterations. 

 

Measurement Model 

 

The construct validity and reliability tests were used to evaluate the measurement model. Data on factor 

loading, combination reliability (CR), and average variance are shown in Table 1. The factor loading values 

were all over the 0.6 criterion, ranging from 0.71 to 0.95. (Carmines & Zeller, 1979). Over the 

recommended cut-off value of 0.5, the AVE values ranged from 0.658 to.789 (Fornell&Larcker, 1981). 

They ranged from 0.901-0.963, well above the acceptable value of 0.7. The model's convergent validity 

was demonstrated by these outcomes. To test discriminant validity, we analysed correlations between pairs 

of correlations and the square root of AVE (Fornell&Larcker, 1981). All the square root of AVE were 

higher than inter construct correlation as can be seen in table 2. Finally, the heterotrait-monotrait (HTMT) 

method was also used to assess the discriminant validity, in concordance with recent recommendations 

(Henseler et al., 2015). The discriminant validity was confirmed because the HTMT values were below the 

threshold value of 0.85. (Table 4). Additionally, the measurement model returned a good model fit with 

chi-square (χ2) by degree of freedom (χ2/df) =1.345, “goodness of fit index” (GFI >0.9) =0.94, “adjusted 

goodness of fit index” (AGFI >0.9) =0.93, “normed-fit index” (NFI >0.9), =0.917, “incremental fit index” 

(IFI >0.9) =0.912, “Comparative-fit index” (CFI >0.9) =0.981, and “root mean square error of 

approximation” (RMSEA <0.1) =0.029. According to previous research, the values in brackets are the 

cutoffs that should be used while conducting trials (Talwar et al., 2020). 

 

Table 2: Reliability and Factor loadings 

No. Constructs CR AVE EFA Loading Range CFA Loading Range 

1 Agreeableness 0.950 0.677 .778-.860 .778-.918 

2 Extraversion 0.961 0.777 .837-.914 .781-.911 

3 Openness 0.941 0.696 .789-.883 .854-.922 

4 Neuroticism 0.938 0.657 .776-.891 .877-.916 

5 Contentiousness 0.924 0.634 .774-.823 .792-.951 

6 Training Transfer 0.930 0.727 .830-.871 .755-.825 

7 Organizational politics 0.901 0.755 .781-.918 .856-.910 
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Table 3: Correlation and square root of AVE 

  1 2 3 4 5 6 7 

1 Agreeableness 0.823       

2 Openness 0.582*** 0.834      

3 Extraversion 0.646*** 0.674*** 0.887     

4 Con 0.811*** 0.620*** 0.657*** 0.811    

5 Neurocisim -0.655*** -0.687*** -0.785*** -0.665*** 0.823   

6 TrainingTransfer 0.753*** 0.691*** 0.745*** 0.775*** -0.748*** 0.853  

7 OrgPolit 0.094† 0.049 0.072 0.087 -0.040 0.075 0.869 

 

Table 4: HTMT Analysis 

  1 2 3 4 5 6 7 

1 Agreeableness        

2 Openness 0.583       

3 Extraversion 0.648 0.671      

4 Con 0.810 0.617 0.658     

5 Neurocisim 0.662 0.682 0.782 0.666    

6 TrainingTransfer 0.752 0.685 0.748 0.776 0.755   

7 Org. Polit 0.084 0.056 0.076 0.088 0.041 0.071  

 

Structural Model  

 

Structural path analysis is shown in Fig. 2. GFI =0.95, AGFI =0.94, NFI =0.92 and CFI =0.97 were all 

within the acceptable range for the structural model. RMSEA was also within the acceptable range (0.035) 

for the structural model. This study examined the hypothesis that big five personality traits are related to 

traning transfer of employees within baking sector of Pakistan. The results as shown in Table 5 confirm 

previous literature claim that all personality traits (i.e. agreeableness, extraversion, openness, neuroticism, 

and Conscientiousness) are significantly associated with training transfer. THis further suggested that all 

our direct hypothises (i.e. H1, H2, H3, H4, and H5) are supported by our results. The proposed model 

further explain 68.7% of variance in the dependent variable (i.e. training transfer). 
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Table 5: Results of hypothesis testing 

Hypotheses and paths Estimates S.E CR Sig. Results 

H1 TT <--- Agreeableness 

 
.264 .060 4.439 *** 

 

H2 TT <--- Extraversion 

 
.140 .064 2.435 .015 

 

H3 TT <--- Openness 

 
.188 .060 3.782 *** 

 

H4 TT <--- Neuroticism 

 
-.152 .069 -2.558 .011 

 

H5 TT <--- Contentiousness .245 .063 3.995 ***  

 

The Moderating Effect of Organizational Politics 
 

This section will report the moderating effect of organizational politics on the relationship between big five 

personality traits and training transfer as well as between big five personality traits and perceived 

motivation towards training.  

 

A three item measure using five point Likert scale was used to capture the construct of organizational 

politics (OP) in the questionnaire survey. The overall mean of organizational politics was 2.274 which 

indicate a low level of organizational politics in the survey organizations. In the questionnaire survey, a 

metric scale was used to measure the construct of OP, however, in multi-group analysis, median-split 

method was used to convert the metric nature of OP into categorical scale (Hair et al., 2012). Out of the 

total 404 sample, 242 employees (i.e. median less than 2.4) were place in Low level of OP and 162 

employees (I.e. median greater than 2.4) were placed in high level of OP group.In the following sections, 

the moderating role of organizational politics will be reported separately between the relationship of big 

five personality traits and training transfer. 

 

Table 6: Results of Moderation hypotheses regarding organizational politics 

Path 

High Level OP Low Level OP 
Critical 

ratio 
Results R 

square 

Path Est. R square Path Est. 

TraingTransfer<--Agreeableness 70.2% .105* 80.3% .254*** 3.362 Supported 

TraingTransfer<-- Neuroticism -.145* -.243** 2.496 Supported 

TraingTransfer<--Openness .186** .199* 2.918 Supported 

TraingTransfer<--Extraversion .117* .258*** 2.124 Supported 

TraingTransfer<-- Conscientiousness  .327*** .054 1.459 Not Supp. 

 

Table 6 presents the results of the structural model. The results show that OP moderate the relationship 

between TT and agreeableness (i.e. accepting H5a), TT and neuroticism (i.e. accepting H5b), TT and 

openness (i.e. accepting H5c), TT and extraversion (i.e. accepting H5d), and TT and Conscientiousness (i.e. 

H5e). the critical ratio of differences for all the above mentioned hypotheses were higher than 1.96. The 

relationship between TT and agreeableness, TT and openness, TT and extraversion was stronger for 

lowOPgroup, while the negative relationship between TT and neuroticism was strengthen for lowOP group. 

However, contrary to our expectation, OP does not moderate the relationship between TT and 

conscientiousness (i.e. rejecting H5e) because the critical ratio of difference was 1.459 which is less than 

1.96. Overall, the R2 value for highOP group was 70.2%, while for lowOP group the value is 80.3% which 

further suggest a good fit for lowOP group and highOP group.      
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Discussion of the key Findings 
 

This study shows significant results and consistent with the previous studies that openness to experience is 

the basic pillar for training transfer. It shows strong positive result and therefore hypothesis is accepted. 

Employees in banking sector that possess this feature have a personality that is marked by creativity and 

intelligence. As a result, it frequently refers to the openness of sensitive, flexible, creative, and curious 

employees. As a result, the desire for personal growth was symbolized by the openness of specific 

conditions of banks. Sanderet al., (2017) highlighted that trainees of banks who are open to experience can 

profit more from earlier learning successes and acquire skills more quickly. This also suggests that trainees' 

intellectual curiosity of banks allows them to discover, adapt, and accept new skills. Openness to 

experience have significant impact on training transfer in banks and are consistent with previous studies 

(Schwaba et al., 2018). It shows strong positive result and therefore hypothesis is accepted. 

 

Conscientious workers are more self-controllable, adhere to standard procedures to a greater extent, take a 

more reasonable approach to decision-making, and make fewer errors as a result. It has also been 

discovered that having a conscientiousness characteristic and willingness to learn is directly linked to a 

dedication to work, which has been discovered to be a significant component determining training transfer 

of banks (Roberts, Rogers, Thomas, &Spitzmueller, 2018). Conscientiousness has significant impact on 

training transfer and therefore, the results highlighted that they are consistent with previous studies. It 

shows strong positive result and therefore hypothesis is accepted. 

 

Extraversion is characterized by a sense of superiority, strength, independence, and belonging. Employees 

that possess this feature are able to work efficiently and successfully, as well as build their networks in 

order to get job experience, which is crucial for achieving the training goal (Wang et al., 2019). Employees 

of banking sector that have an extraversion trait are more likely to enjoy society, where they may socialize 

and make new acquaintances. It's possible that their proclivity for training stems from their approach 

toward learning. By enhancing the ability to organize, monitor, and assess in exchange for training-related 

activities, banks’ increase learning and transmission ( Wang, Cheng, Wong, Teah, & Lee, 2021). 

Extraversion has significant impact on training transfer and therefore, the results highlighted that they are 

consistent with previous studies. It shows strong positive result and therefore hypothesis is accepted. 

 

Employees of banks who have a low consensus score are more likely to be less respectful of others, less 

cooperative, and less attentive to their community's problems. Kindness, good manners, polite, 

sympathetic, cooperative, and approachable are adopted all characteristics of a harmonious personality. In 

terms of training transfer, employees quickly adjust to new setting. However, there aren't many documents 

that deal with training transfer. Results revealed that agreeableness have significant impact on training 

transfer and therefore, are consistent with previous studies. It shows strong positive result and therefore 

hypothesis is accepted.  

 

Neuroticism deals with insecurity and if employee is insecure in banking sector, they cannot manage their 

work properly. The neurotic employees of banking sector constantly looking for competitive threats, 

whereas employees with low neuroticism lead to have relaxed and stable behavior. Banking sector needs 

personnel with low neuroticism, and it can be improved through training transfer programs. 

 

In banking sector, training transfer through effective organizational politics improves performance of 

individuals and favoring banking environment as whole (Iqbal et al., 2018;Gegenfurtner, 2019). Given the 

significant consequences of training transfer on performance, it is critical to have a deeper knowledge of its 

antecedents, so this study is linked with analysis of big five personality traits on training transfer through 

moderation of organizational politics. If employees of banking sector tend towards experience and 

overwhelmingly consider new ideas through the support of organizational politics, then it leads to higher 

impact of training transfer. Organizational politics is the critical factor as if employees’ gets support from 

banks, then it leads towards better motivation for employees and training transfer would be effective.  
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Banking sector needs employees who are more conscientious in relation to tasks. Therefore, training is 

crucial for improving competencies in tasks. When employees in banking sector are confronted with 

organizational politics, they typically respond in one of three ways.  First is the formation of groups that 

ignore the banks’ aims and instead focus on safeguarding the groups' interests. Second on decisions on pay 

and promotion are skewed. Third is self-interest takes precedence over the banks’ best interests. Employees 

who employ more job-focused strategies (organizational political behaviors) are more likely to receive 

higher ratings than those who use fewer methods (Jain & Ansari, 2018). 

 

In banking sector, employees who are more extroverts oriented towards training transfer as organizational 

politics have strong impact in influencing the behavior of employees. Banking sector needs extroverts 

employees for highly acceptance of organizational politics in the positive way, and therefore it leads to 

greater impact of training transfer (Dunmore, 2021; Parks-Leduc et al., 2021).  

 

Agreeableness leads to high training transfer if it is managed effectively. In banking sector, organizational 

politics as a moderator between agreeableness and training transfer, deals with management and 

employees. In a constantly changing situation, agreeableness correlates with transfer incentive. An 

employee with a high agreeableness trait may find these circumstances extremely challenging due to a lack 

of achievement orientation (Buecker, Maes, Denissen, &Luhmann, 2020; Szczeniak, Sopiska, 

&Kroplewski, 2019). However, trainees who are willing to work together are more likely to help others, 

strive for better social cohesiveness, and focus on learning and applying on-the-job training may leads to 

high training transfer (Buecker, Maes, Denissen (Mammadov, 2021).  

 

In terms of organizational politics serving as a moderator between neuroticism and training transfer, this 

concept is proven, (Parks-Leduc et al., 2021). Organizational politics is important since they have no 

influence on neurotic employees in banking sector. 

 

Practical Implications 
 

Sound human resource (HR) practices and effective training systems are required to improve organizational 

performance. Banks demand ongoing and value-added training programs to remain competitive and operate 

well. Through training and development programs, banks must also adapt to external developments such as 

changes in and advances in information and communication technology, globalization, and laws. The most 

important factor in adapting to these changes is the effective use of human capital, which may be 

accomplished through training. This study deals with banking sector of Islamabad and Rawalpindi 

concerning Big five personality traits acts as an independent variable, motivation to transfer acts as the 

mediator, training transfer acts as dependent variable, organizational politics and perceived supervisor 

support acts as a moderators in this model. Theory of this model includes expectancy theory (Locke 

&Schattke, 2019). 

 

Organizational politics is also important moderator in this relationship. Due to a variety of causes, 

organizational politics takes on a new meaning in the banking business. Banking is a very labor-intensive 

business. As a result, the quality of financial services and the objectives in accomplishing socioeconomic 

goals are heavily reliant on the employees who provide them. Furthermore, customer growth entails 

comprehensive employee participation in the service delivery process. As a result, the existence of a 

political environment within will be irresistibly central, and deviating from it will undermine the banking 

fabric itself. There are few studies on organizational politics as a moderator in banking sector in Pakistan in 

concern to Big five personality and training transfer and motivation to transfer as a mediator and other 

moderator includes perceived organizational support. Nonetheless, a few studies exist that deal with various 

areas of human resource management and development in banks. The research challenge revolves around 

eliciting the behavioral intents of organizational politics. Therefore, this study is very crucial in perspective 

of expectancy theory with reference to banking sector based on theoretical model. 
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Theoretical Implications 
 

Motivation is the psychological and social notion that has to do with human behavior and interpersonal 

relationships. It is the most profound and widespread psychological idea. Sweet words can help motivate 

employees, but they aren't enough. Human needs, desires, and expectations are at the heart of motivation. 

Next to directing or leading, motivation is a must. Motivating employees is encouraging them to take more 

responsibility and take a greater interest in the work they are doing. It is the art of persuading others to do 

things gladly (Ng & Ahmad, 2018). 

 

Motivation prevents disputes and non-cooperation among employees by fostering harmony, unity, and a 

cooperative mindset. Effective communication, proper recognition of work completed, and positive 

encouragement are all required and beneficial in this regard. Employees actually be interested and initiative 

in their work and accomplish their jobs more efficiently as a result of this advantageous environment. 

Motivation is a way for attracting employees to a job. Motivating employees is a continual (circular) 

process that benefits both the employer and the employees. Employees can be motivated to work more, 

make more money, and produce better results for the company if they are motivated (Paulsen &Kauffeld, 

2017). Employees are, without a doubt, banks’ human assets. It is the employer's job to stimulate his 

employees. Employee motivation is influenced by both personal attributes and the environment in which 

they work. “Engaged workers” benefit banks in a variety of ways. Employee impressions are shaped via 

two-way communication, and the banks gains a better understanding of its employees. In the service 

industry, employee happiness has a beneficial impact on client satisfaction. 
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