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Abstract: This study utilized a sequential mediating model to examine the role of motivation to learn and transfer self-
efficacy in the relationships between perceived content validity, mentoring function, continuous learning work culture and
intention to transfer learning. The sample comprized 429 final-year apprentices in Guangdong province, China (females
= 69.9%, Engineering & Medicine = 69%, mean age = 20.99, SD = 1.60). The apprentices completed standardized
measures of motivation to learn, transfer self-efficacy perceived content validity, mentoring function, and continuous
learning work culture. Structural equation modeling was used to analyze the data. Results showed perceived content
validity, mentoring function, continuous learning culture to predict intention to transfer learning. Of these factors, perceived
content validity was the strongest predictor of intention to transfer learning. Of these factors, perceived content validity was
the most influential predictor of intention to transfer learning. The motivation to learn and transfer self-efficacy sequentially
mediated the relationship between mentoring function and intention to learning transfer to be stronger than by either alone.
Although perceived content validity and continuous learning culture exhibited no significant direct effects on intention
to transfer learning, they demonstrated positive indirect associations with intention to transfer via motivation to learn
and transfer self-efficacy. These study findings extend the applications of the learning transfer framework to individuals
undergoing apprenticeship training which also would apply to other a long-term work-based learning programs.
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Introduction

Apprenticeships provide work learning transfer and appli-
cation of competencies both within and across industry
types, thereby easing the transition from one setting to
another (Billett, 1993; Burke & Hutchins, 2008; Poortman
et al.,, 2011). However, research reveals that companies
often view apprentices as not matching the performance
levels of skilled staff. Apprentices, on the other hand,
report struggling to apply theoretical knowledge and prac-
tical skills in real work scenarios (Blechinger & Pfeiffer,
1996; Jia, 2018; Chen & Chen, 2021; Zeng et al., 2024).
Intention to learning transfer is the ultimate end goals
of apprenticeship training. Intention to learning trans-
fer refers to trainees’ motivation at the end of training
to apply newly acquired knowledge and skills (Foxon,
1993; Al-Eisa et al., 2009). Learning transfer refers to the
degree to which trainees effectively apply the knowledge,
skills, and attitudes gained in a training context to the job
(Baldwin & Ford, 1988; Blume et al., 2010). The level of
learning transfer is considered a direct and effective way
to assess the success of employee training programs in
an organization (Holton et al., 2000). Yet, the correlates
of intention to learning are unclear for guiding vocational
training by the critical qualities of perceived content valid-
ity, mentoring function, and continuous learning culture.

Perceived content validity and intention to learning
transfer

Perceived content validity is about the similarity between
the skills and knowledge taught in training and the
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performance expectations in their job. It is a crucial
attitudinal factor among the personal variables that influ-
ence an individual’s intention to apply learned skills in
the workplace (Baldwin & Ford, 1988; Holton et al.,
2000; Gegenfurtner et al., 2009). A critical aspect of train-
ing transfer is the ability of trainees to apply their newly
acquired knowledge and skills to their jobs. If the learning
content is not perceived as aligning well with the trainees’
job roles, it is less likely to result in effective transfer (Lim
& Johnson, 2002), depending on the mentoring function.

Mentoring function and intention to
transfer

Mentoring function involves mentors offering support in
various forms, including helping with career progression,
providing psychological encouragement, and acting as
role models (Scandura, 1992). Mentors do not merely
offer the typical supervisory support or peer support
found in ordinary organizational settings; they may also
provide other forms of social support (Hamilton, 1989).
The mentor’s role in training apprentices in complex
and dynamic work environments is crucial for applying
the learned knowledge and skills effectively in job roles
(Zeng et al., 2024). Mentoring has been shown to pos-
itively affect learning outcomes and knowledge transfer
in modern apprenticeship (Fleig-Palmer, 2009; Poortman
etal., 2011). The mentoring function indirectly predicts the
trainees’ learning transfer through the motivation to train
(Chien, 2011). While there have been no studies directly
assessing the impact of mentoring functions on intentions

learning
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to transfer learning, existing research suggests that social
support from supervisors or peers significantly influences
individuals’ intent to learning transfer (Gegenfurtner et al.,
2009; Hyun, 2020).

Continuous learning culture and intention to learning
transfer
Continuous learning culture reflects an organizational
belief system that values learning as a key responsibility
for all employees and supports both learning and its appli-
cation on the job through formal and informal systems
(Tracey et al., 1995; Bates, 2001; Wong, 2012). Poortman
(2007) emphasizes the critical role of organizational cul-
ture in shaping the learning experiences of apprentices,
which has a positive effect on their learning outcomes.
Additionally, organizational culture has been identified
as a consistent predictor of the intention to transfer learn-
ing to the workplace across different Human Resource
Development (HRD) frameworks, as noted by researchers
including Bates (2001), Egan et al. (2004), and Gegen-
furtner et al. (2009). Specifically, Gegenfurtner et al.
(2009) highlights the central influence of organizational
culture on employees’ intentions to apply their learning
in the workplace. Several studies have shown continuous
learning culture is positively related to trainees’ transfer
motivation (Bates, 2001; Bates & Holton, 2004; Egan
et al., 2004). Trainees who perceive a strong culture of
continuous learning are more inclined to have a greater
intention to use the skills they have been trained in.

Motivation to learn and transfer self-efficacy mediation
Motivation to learn as the trainee’s desire to learn train-
ing content (Noe, 1986) is crucial for transfer intention
(Gegenfurtner et al., 2009). It rests on transfer self-efficacy
or the motivation to learn (Alvelos et al., 2015).

Transfer self-efficacy refers to one’s belief in their abil-
ity to maintain newly learned knowledge and skills over
time and generalize them to novel work contexts (Wash-
ington, 2002). As a type of specific self-efficacy (Wong,
2012), is critical because individuals may fail to main-
tain learned skills if they lack confidence in transferring
new knowledge and skills to the workplace (Washington,
2002). Self-efficacy is regarded as another major individ-
ual antecedent of transfer intention and has been widely
found to predict participants’ intention to learning transfer
(Tai, 2006; Devos et al., 2007; Chiaburu & Lindsay,
2008; Gegenfurtner et al.,, 2009; Al-Eisa et al., 2009).
Prior research shows perceived content validity enhances
self-efficacy (Bhatti & Kaur, 2010; Hwang et al., 2017).
Mentoring function also boosts self-efficacy, though some
studies found no direct effect (Jun et al., 2018; Chen,
2020).

Previous research shows motivation to learn strongly
predicts post-training self-efficacy (Colquitt et al.,
2000; Gegenfurtner et al., 2009). Therefore, this study
hypothesizes the mediating effects of motivation to
learn and transfer self-efficacy on the relationship
between predictive variables and the intention to
transfer knowledge.

Theoretical basis

The learning transfer (Baldwin & Ford, 1988) is partic-
ularly pertinent to this study. Learning transfer refers to
the process by which knowledge and skills acquired in
training are successfully applied to the actual workplace
and their use is sustained (Baldwin & Ford, 1988). Baldwin
and Ford (1988)’s classic model divides this process into
three core phases: Training Input (encompassing trainee
characteristics, training design characteristics, and work
environment characteristics), Training Output (level of
learning and retention), and Transfer Conditions (appli-
cation and sustainment). Intention to learning transfer is
considered a key driver influencing whether training con-
tent is translated into actual work behavior, and it typically
occurs prior to actual application (Noe, 1986; Baldwin &
Ford, 1988; Gegenfurtner et al., 2009).

Building upon this, Gegenfurtner et al. (2019) pro-
posed an integrated model of intention to transfer, aiming
to systematically explain the various factors influencing
trainees’ intention to transfer. The model emphasizes that
intention results from the interplay of individual factors
(e.g., attitudes toward training, motivation to learn), train-
ing design and implementation quality, and organizational
environment factors (e.g., internal norms, organizational
culture). Specifically, within these individual factors, moti-
vation to learn is a powerful predictor of post-training
self-efficacy, which in turn acts as the core individual
driver for the intention to transfer learning (Gegenfurtner
et al., 2009; Al-Eisa et al., 2009).

Based on social cognitive theory (Bandura, 1986), the
hierarchy of intrinsic and extrinsic motivation, and the the-
ory of planned behavior (Ajzen, 1991), it is understood that
personal, behavioral, environmental, and self-regulatory
processes interact dynamically. The interaction between
individuals and external factors can stimulate the moti-
vation to learn, which subsequently enhances individuals’
self-efficacy and influences their decisions regarding learn-
ing behaviors—specifically, whether to apply their new
learning to their job. Moreover, Vallerand’s (1997) hierar-
chical model of intrinsic and extrinsic motivation, which
suggests that social environmental factors influence an
individual’s motivation level, subsequently shaping their
cognitive and behavioral outcomes.

The Chinese apprenticeship setting
Modern Chinese apprenticeship, known as school-
enterprise cooperation programs, integrate classroom-
based education with workplace learning under the
guidance of industry experts (Xie, 2013; Jia, 2018; Li,
2018). In context of modern Chinese apprenticeship,
apprentices acquire new knowledge and skills by imitating
and learning from their mentors’ guidance and feedback,
as well as by observing their work practices in authentic
work environments. Therefore, many scholars regard the
mentor-apprentice relationship in the workplace as a form
of mentoring (Chien, 2011; Chen, 2020; Huang, 2020).
Existing research on Chinese apprenticeships has
primarily explored core characteristics, international com-
parisons, pedagogical processes, pilot projects, and
challenges and strategies (Chen, 2014; Shen & Leli,
2016; Gao & Gao, 2022; Zeng et al., 2024). Regarding
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the training outcome of apprenticeships, many studies
suggest that it is influenced by organizational factors such
as institutional support (Jia, 2018; Dong & Su, 2020; Zeng
et al., 2024) and the workplace learning environment
(Poortman, 2007; Chen & Chen, 2021); curriculum design
factors like mentoring and mentor-apprentice relationships
(Dong & Su, 2020; Gao & Gao, 2022), and training
content (Poortman, 2007; Chen & Chen, 2021); as well as
apprentices’ individual factors (Poortman, 2007; Dong &
Su, 2020; Chen & Chen, 2021).

However, these studies generally focus on descrip-
tive understanding and often lack scientific data support
(Chen, 2014). Although quantitative research on appren-
ticeships is relatively scarce, some studies have begun
to focus on factors influencing their training outcomes.
For example, Farris (2001) examined the relationship
between apprentices’ demographic characteristics and fac-
tors affecting learning transfer (such as self-efficacy,
motivation, and peer support), but did not delve into
specific predictors of learning transfer. Among these, men-
toring function has received considerable attention from
scholars. Huang (2020) found that mentoring function
has a significant positive impact on both the organiza-
tional socialization and job satisfaction of apprentices
in the life insurance sales sector. Furthermore, scholars
have noted the mediating role of individual psychological
factors between mentoring function and training out-
comes. Specifically, Chien’s (2011) study revealed that
mentoring function positively influences learning trans-
fer by enhancing apprentices’ motivation to learn, with
motivation to learn playing a fully mediating role. Sim-
ilarly, Chen (2020) also found that self-efficacy partially
mediates the relationship between mentoring function and
apprentices’ employability.

Goals of the present study

This study aimed to test a serial mediation pathway
comprizing predictors — motivation to learn — transfer
self-efficacy — intention to learning transfer. Thus, a chain
mediator model is proposed (see Figure 1) and tested the
following hypotheses:

H1: Motivation to learn and transfer self-efficacy
sequentially mediate the relationship between perceived
content validity and intention to learning transfer.

H2: Motivation to learn and transfer self-efficacy
sequentially mediate the relationship between mentoring
function and intention to learning transfer.

H3: Motivation to learn and transfer self-efficacy
sequentially mediate the relationship between continuous
learning culture and intention to learning transfer.

Methods

Participants and setting

The participants were apprentice students in their final year
of study at vocational colleges in Guangdong Province,
China. The final sample consisted of 429 participants (with
a retention rate of 85.3%), which were employed to test
the proposed model. Participants ranged in age from 18
to 24 years (M = 20.99, SD = 1.60), with 300 (69.9%)
identifying as female and 129 (30.1%) identifying as male.
The engineering and medicine sectors accounted for the
majority of participants, representing 69%.

Measures

The response format for all measures and items was a
7-point Likert-type scale (1 = strongly disagree, 7 =
strongly agree). For the measures, a higher score indicated
a higher level of that variable. All measures exhibited
good reliability and acceptable correlations with relevant
variables (implying good criterion-related validity).

Perceived content validity

Holton et al.’s (2000) 7-item scale of the LTSI (o = 0.84)
was used to measure perceived content validity. A sample
item is “What is taught in apprenticeship learning closely
matches my job requirements.”

Mentoring function

Scandura and Ragins’s (1993) 15-item scale was utilized to
assess mentoring function. This scale encompasses three
dimensions: career development, psychosocial support,
and role modeling, with reported Cronbach’s o ranging
from 0.70 to 0.81 for each dimension. Sample items
include “Mentor took a personal interest in my career”
(career development), “I share personal problems with my
mentor” (psychosocial support), and “I try to model my
behavior after my mentor” (role modeling).

Continuous learning culture

The continuous learning culture was rated using the Chi-
nese short version from Wong (2012) (¢ = 0.853) who
used Tracey et al.’s (1995) scale with a minor modification.
The measure consists of seven items, with an example
being “The workplace where I have the on-the-job learning
has a progressive atmosphere”.

Motivation to learn

Noe and Schmitt’s (1986) 7-item scale (o = 0.98) was used
to measure motivation to learn. Sample item is “I try to
learn as much as can from the apprenticeship program.”

Transfer self-efficacy

Washington’s (2002) 10-item scale was used to mea-
sure transfer self-efficacy (@« = 0.91), consists of two
dimensions: maintenance self-efficacy and generalization
self-efficacy. Sample items include “Maintaining my newly
trained skills was probably something I would be good at”
(maintenance), and “I believe that generalizing my training
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Table 1. Cronbach’s alpha, mean, standard deviation, and correlation matrix

Variables o M+ SD 1 2 3 4 5 6
1 Perceived content validity 0.894 5.09 +£1.01 1
2 Continuous learning culture 0913  5.39 +0.94  (.535%** 1
3 Mentoring function 0.944 5104090 0.587*** 0.696%** 1
4 Motivation to learn 0.896 5.77+£0.76 0.561%**  (0.629%**  (.579%** 1
5 Transfer self-efficacy 0.923 529+0.85 0.703***  0.609*** (.590*** (.721%** 1
6 Intention to learning transfer 0.933  5.61 £0.82  0.628*** (.593%** (.611*¥** (0.687*** (.739*** |

Note. ***p < 0.001.

to different tasks and settings was a skill that I can master”
(generalization).

Intention to learning transfer

Machin and Fogarty’s (2004) 11-item scale (@« = 0.90)
was used to measure intention to learning transfer with
an example being “I will look for opportunities to use the
skills which I had learned”.

Procedure

This study received ethical clearance from the Research
and Ethics Committee of Hanshan National University
in China (2025010302). Participants consented for study.
They were also notified that their involvement in the study
was completely voluntary and that they could withdraw at
any point during the process. The participants completed
the surveys on WeChat, an online platform.

Statistical analysis

The current research employed IBM SPSS Statistics 22.0
and Mplus Editor 8.3 for data analysis. Confirmatory
factor analysis (CFA) was conducted using maximum
likelihood estimation (MLE) to assess the convergent and
discriminant validity of the indicators for the six latent
variables. Subsequently, descriptive statistics and bivari-
ate correlations were examined. Following this, structural
equation modeling (SEM) with MLE in Mplus Editor 8.3
was utilized to test the proposed mediation model. Robust
maximum likelihood estimation was applied for the non-
parametric percentile bootstrap with deviation correction,
using a 95% confidence interval based on a sample size of
1000 (Shrout & Bolger, 2002).

Results

Descriptive statistics

The Cronbach’s «, means, standard deviations, and corre-
lations between the variables are presented in Table 1. The
Cronbach’s o ranged from 0.894 to 0.944, indicating good
reliability of the scales (Meyers et al., 2016). Concerning
correlations, the lowest was between continuous learning
culture and perceived content validity ( = 0.535, p <
0.001), and the highest was between intention to learning
transfer and transfer self-efficacy (r = 0.739, p < 0.001). A
correlation ranging from 0.65 to 0.85 indicates a good pos-
itive correlation, while 0.85 and above indicates a strong
positive correlation (Cohen et al., 2000). However, only a
correlation exceeding 0.90 is considered multicollinearity
(Meyers et al., 2016). Therefore, it could be considered

that there was no problem of multicollinearity among
the variables.

Common method variance

This study utilized a self-report questionnaire method,
which could introduce common method variance. To mit-
igate potential serious issues related to common method
variance, we thoroughly explained our confidentiality
protocols to participants during data collection and incor-
porated deception detection items. Statistically, we applied
a structural equation model to perform a Harman’s single-
factor test on all items (Podsakoff et al., 2012). The
analysis revealed a poor fit of the model, x%/df =
2721.339/275 = 9.895, TLI = 0.657, CF1 = 0.686, SRMR
= 0.088, RMSEA = 0.144. Therefore, the study does not
exhibit significant common method bias.

Validation of structural model

The measurement model demonstrated adequate fit with
the data x?/df = 2.848, CF1 =0.917, TLI = 0.907, SRMR
= 0.059, RMSEA = 0.066. The CFA results provided evi-
dence for convergent validity. Standardized factor loadings
for all indicators were statistically significant and above
the 0.50 threshold, ranging from 0.572 to 0.907 (Hair
et al., 2010). All constructs exceeded the 0.70 cut-off for
composite reliability, with values ranging from 0.855 to
0.933. Furthermore, the average variance extracted (AVE)
for each factor surpassed the 0.50 criterion, spanning
from 0.559 to 0.761. Meeting these three criteria confirms
adequate convergent validity of the measured constructs
(Fornell & Larcker, 1981).

SEM models were then specified, including all con-
structs as latent variables (see Figure 2). The model fit the
data adequately, x*/df = 2.848, p < 0.001, CFI = 0.919;
TLI = 0.909; SRMR = 0.059; and RMSEA = 0.066
(90% CI [0.061, 0.069]). Results from structural equa-
tion modeling indicated that mentoring function directly
and positively impacted intention to learning transfer
(B =0.151, p < 0.01). However, perceived content valid-
ity and continuous learning culture did not directly and
positively influence intention to learning transfer. This
model accounted for 70.9% of the variance in intention to
learning transfer.

Motivation to learn and transfer self-efficacy mediation
effects

Table 2 presents the results of standardized direct and
indirect effects using latent variables. Specifically, the
total effect of mentoring function on intention to learning
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Table 2. Standardized bootstrap results of the mediation model for intention to learning transfer

Paths Indirect effect Standard error 95% bootstraps CI
Lower Upper

Mentoring Function — Intention 0.089%* 0.043 0.006 0.181
to Learning Transfer
MF—ML—ILT 0.041* 0.025 0.003 0.107
MF—ML—TSE—ILT 0.048%* 0.024 0.003 0.098
Continuous Learning Culture — 0.232%* 0.047 0.108 0.295
Intention to Learning Transfer
CLC—TSE—ILT 0.103** 0.037 0.012 0.162
CLC—ML—ILT 0.059** 0.024 0.015 0.113
CLC—ML—TSE—ILT 0.070** 0.023 0.024 0.112
Perceived Content Validity — 0.377** 0.067 0.261 0.533
Intention to Learning Transfer
PCV—TSE—ILT 0.260%* 0.060 0.156 0.383
PCV—->ML—ILT 0.053** 0.027 0.015 0.130
PCV—-ML—TSE—ILT 0.063%** 0.024 0.030 0.131
Motivation to Learn — Intention 0.226** 0.080 0.171 0.396
to Learning Transfer
ML—TSE—ILT 0.226** 0.080 0.171 0.396

Note. PCV, Perceived Content Validity; MF, Mentoring Function; CLC, Continuous Learning Culture; ML, Motivation
to Learn; TSE, Transfer Self-Efficacy; ILT, Intention to Learning Transfer. *p < 0.05, **p < 0.01, ***p < 0.001.
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Figure 2. Influencing factors of intention to learning transfer
in Chinese apprenticeships. Note. Values denote standardized
estimates of the paths.

transfer was statistically significant (8 = 0.241, p < 0.01).
This effect comprised a direct effect (8 = 0.151, p < 0.05)
and two indirect effects through the mediators, mediated
by motivation to learn (8 = 0.041, 95% CI[0.003, 0.107],
p < 0.05) and dually mediated by motivation to learn
and transfer self-efficacy in serial (8 = 0.048, 95% CI
[0.003, 0.098], p < 0.05). This result provides support
for H2. However, transfer self-efficacy did not mediate the
relationship between mentoring function and the intention
to transfer learning.

Perceived content validity had significant indirect
effects on intention to learning transfer through two
pure mediation paths and one serial multiple mediation
path. First, the indirect effect through motivation to learn

was significant (8 = 0.053, 95% CI [0.015, 0.130],
p < 0.01). Second, the indirect effect through transfer self-
efficacy was significant (8 = 0.260, 95% CI [0.156, 0.383],
p < 0.01). Third, the sequential indirect effect through
motivation to learn and then transfer self-efficacy was also
significant (8 = 0.063, 95% CI [0.030, 0.131], p < 0.001).
The total indirect effect of perceived content validity
on intention to learning transfer was B8 = 0.377, 95%
bootstrapped CI [0.261, 0.533]. Thus, H1 is supported.

Like the pattern for perceived content validity, both
the indirect effect through transfer self-efficacy purely
(B = 0.103, 95% CI [0.012, 0.162], p < 0.01) and the
indirect effect through motivation to learn purely (8 =
0.059, 95% CI [0.015, 0.113], p < 0.01) were signif-
icant. The sequential indirect effect through motivation
to learn and then transfer self-efficacy was also verified
to be significant (8 = 0.070, 95% CI [0.024, 0.112], p
< 0.01). The total indirect effect of continuous learning
culture on intention to learning transfer was reported g =
0.232, 95% bootstrapped CI [0.108, 0.295]. Therefore, H3
is supported.

Discussion

The current study aimed to investigate mediating mech-
anisms of perceived content validity, mentoring function,
and continuous learning culture on intention to learn-
ing transfer among college student apprenticeships. The
results supported a well-fitting structural path model,
which explained 70.9% of the variance in the intention to
transfer learning. The proposed structural model is con-
sistent with the learning transfer framework (Baldwin &
Ford, 1988; Gegenfurtner et al., 2009), previously used in
HRD research. Intention to learning transfer is understood
to arise from the interplay of individual, training design,
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and organizational environment factors in HRD context.
The current study provides further evidence that perceived
content validity (as an individual factor), mentoring func-
tion (as a training design factor), and continuous learning
culture (as an organizational environment factor) each
exert a positive influence on the learning transfer intention
of Chinese apprentices via the sequential dual mediat-
ing effects of motivation to learn and training transfer
self-efficacy.

The results indicated that perceived content validity
and continuous learning culture did not directly influence
the intention to transfer learning. This aligns with the
mixed findings in past research on whether these fac-
tors affect the level of learning transfer (Hwang et al.,
2017; Kirwan & Birchall, 2006). The findings are con-
sistent with those of previous studies by Bhatti and Kaur
(2010) and Wong (2012), who similarly reported no direct
effect. Although perceived content validity and continuous
learning culture had no direct impact on learning transfer,
their influence was significantly mediated by motivation to
learn and transfer self-efficacy. This suggested that if an
individual lacked learning motivation or had no confidence
in their ability to successfully apply the new learned
content in a specific situation, they might still lack the
intention to transfer learning, even if they believed the
content was valid and were in an organizational culture that
supported continuous learning.

The results revealed that mentoring function had a
direct predictive power on intention to learning transfer.
A more robust mentoring function markedly strengthened
apprentices’ intention to transfer their learning. Mentors
facilitated apprentices’ progress by offering guidance in
career advancement, interpersonal skills, and by providing
exemplary leadership. When apprentices received positive
mentorship, they were better equipped to see the rele-
vance of their training to real-world tasks (Chen & Chen,
2021; Zeng et al., 2024), which in turn boosted their
readiness to apply their newfound knowledge and skills in
practical settings.

In addition to its direct impact, mentoring function
also indirectly affected the intention to transfer learn-
ing through the mediation of motivation to learn. This
is consistent with the findings of Chien (2011), whose
study revealed that the mentoring function positively
influences learning transfer by impacting the learning
motivation of Chinese apprentices, with learning moti-
vation playing a full mediating role in this process.
However, this study revealed that transfer self-efficacy
could not serve as the sole mediating factor between
mentoring function and intention to learning transfer. This
is consistent with the findings of Jun et al. (2018), who
similarly observed the lack of a direct enhancement of
self-efficacy by mentoring function. Transfer self-efficacy
was rooted in an individual’s belief in their capability
to successfully apply knowledge in specific work situa-
tions (Bandura, 1977; Richman-Hirsch, 2001; Washington,
2002). Our research indicated that although mentors’ pos-
itive guidance could aid apprentices in understanding the
connection between learning content and real-world work,
it did not directly boost their confidence in transferring
their learning. Instead, it indirectly influenced changes

in self-efficacy by enhancing apprentices’ motivation
to learn.

The findings of this study indicated motivation to
learn and transfer self-efficacy to sequentially mediate the
relationship between perceived content validity, mentoring
function, continuous learning culture, and the intention to
transfer learning. These results align with Colquitt et al.
(2000), who, through a meta-analytic investigation, found
that the effects of individual and organizational charac-
teristics on learning transfer are mediated by variables
such as learning motivation and post-training self-efficacy.
Perceived content validity, mentoring function, and con-
tinuous learning culture, as key factors in apprenticeship
training, can thus directly enhance apprentices’ motiva-
tion to learn (Bates, 2001; Chien, 2011; Alvelos et al.,
2015). This learning motivation, in turn, reinforces their
confidence in their ability to maintain and generalize
the newly acquired knowledge, skills, and attitudes from
the apprenticeship training and apply them to their work
(Colquitt et al., 2000; Gegenfurtner et al., 2009). Ulti-
mately, this self-confidence enhances their intention to
transfer their learning (Gegenfurtner et al., 2009). By
examining three sequential dual mediation pathways, this
study verified how individual, training, and environmental
factors, through their interaction within the apprentice-
ship system, influence learning transfer intention. This
aligns with the conclusions of Poortman’s (2007) qual-
itative research on apprenticeship, further corroborating
the perspective that learning outcomes in apprenticeship
are a comprehensive reflection of the interplay among
the learning environment, learner characteristics, social
interaction, and internal acquisition.

Implications for apprenticeship

This research extends the application of the learning of
transfer framework (Baldwin & Ford, 1988; Gegenfurtner
et al., 2009) to contemporary vocational apprenticeship
training initiative. By examining the relevance of training
transfer theories within the apprenticeship context and
confirming their practicality, our study not only broadens
the theoretical application in HRD but also introduces a
fresh theoretical lens to the scholarship on apprenticeship.
By validating the applicability and practical value of learn-
ing transfer theories within the apprenticeship context,
this study not only expands their theoretical domain in
the HRD field but, more importantly, provides a novel
theoretical perspective for apprenticeship scholarship. This
perspective is based on individual factors—perceived
content validity, motivation to learn, and transfer self-
efficacy; the training design factor—mentoring function;
and the organizational environment factor—continuous
learning culture.

Based on this study’s findings, practitioners should
focus on fostering transfer intentions through thought-
ful project design and execution, rather than solely
concentrating on collaborative frameworks or financial
aspects. School-based apprenticeship may suffer from a
gap between academic learning and the workplace envi-
ronment (Billett, 2016; Dong & Su, 2020). Given that
all apprentices exhibit some level of transfer intention
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post-training, it’s imperative for practitioners to imple-
ment strategies that enhance the probability of successful
transfer initiation and sustainment. Reinforcing selected
supportive factors that influence transfer intention before
apprentices transition out of the educational setting can
bolster the forces driving transfer.

The study’s findings highlight the critical role of
learning motivation and the transfer of self-efficacy in
enhancing apprentices’ willingness to apply acquired
skills. To improve training effectiveness, it is essential for
practitioners to emphasize factors that contribute to the
growth of positive learning motivation and the transfer
of self-efficacy (Colquitt et al., 2000; Gegenfurtner et al.,
2009; Chien, 2011; Chen, 2020). This can be accom-
plished by tailoring training content to align more closely
with future job demands and by cultivating an organiza-
tional environment that encourages continuous learning
and innovation.

The essential role of quality mentor-apprentice
relationships in apprenticeships (Chien, 2011; Chen,
2020; Dong & Su, 2020) is further supported by this
study’s finding that mentoring directly enhances intention
to learning transfer. This finding advances our under-
standing of how mentorship affects transfer intention
by fostering inner motivation and self-efficacy. Men-
tors should stimulate apprentices’ motivation to learn
and help build their self-efficacy in applying new
knowledge, skills, and attitudes during the mentoring pro-
cess, effectively enhancing their willingness to transfer
learning.

Limitations and future directions

The present study results need to be considered consider-
ing limitations that inform directions for future research.
First, the cross-sectional design adopted in this study
might not reveal the causal relationship between variables.
Future longitudinal studies are needed to confirm the
research results.

Second, in terms of data collection, all data in this
study were self-reported by college students, which might
be subjective. To mitigate this, the study implemented spe-
cific procedures during both the survey administration and
statistical analysis phases to minimize subjective biases.
Therefore, indirect methods should be used to measure
relevant variables in the future to further validate the
research results.

Thirdly, the generalizability of the findings to the
broader Chinese apprentice population may be limited
by the exclusive focus on samples from school-based
programs in Guangdong Province. The lack of unified
standards for apprenticeship implementation across China
suggests that regional variations may exist. To enhance
the external validity and generalizability of the research,
future studies should consider testing the proposed model
in different geographical locations and among appren-
tices from a variety of program types and cultural
backgrounds.

Conclusion
This study’s findings indicate that perceived content valid-
ity, mentoring function, and continuous learning culture

may wield influence over an individual’s motivation to
learn and transfer self-efficacy. Subsequently, these fac-
tors, in sequence, may shape the intention to transfer
learning within the behavioral process.

The significance of the current study is its contribution
of quantitative research that expands on the HRD learn-
ing transfer process in a sample of Chinese vocational
college apprentices, correctly predicting their intentions
to transfer. The data suggest highlighting the dual roles
of mentoring function, directly and indirectly influencing
intention to learning transfer via the sequential mediation
of motivation to learn and transfer self-efficacy. Perceived
content validity and continuous learning culture indirectly
impact intention to learning transfer via motivation to learn
and transfer self-efficacy. Motivation to learn and transfer
self-efficacy appear to be important linkages to inten-
tion to learning transfer and its antecedents in vocational
training programs.
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