
 

 

 

Walt Disney employees’ training 

participation and its effect on 

employees’ intrinsic motivation, job 

satisfaction & affective commitment 
 

 

BY 

 

 

Lam Hing Kok 

06018661 

Human Resources Management Major 

 

 

An Honours Degree Project Submitted to the 

School of Business in Partial Fulfillment 

of the Graduation Requirement for the Degree of 

Bachelor of Business Administration (Honours) 

 

 

Hong Kong Baptist University 

Hong Kong 

 

April 2009 

 

 

 



Participation in Walt-Disney-provided Training and Development Activity 

 

 i 

TABLE OF CONTNETS 

ACKNOWLEDGEMENTS…………………………………………………...................................... iii 

ABSTRACT………………………………………………………………………………………….... iv 

CHAPTER I – INTRODUCTION……………………........................................................................ 1 

CHAPTER II – LITERATURE REVIEW & HYPOTHESES…………………………………….. 2 

   2.1 Employee Development………………………………………………………………………… 3 

   2.2 Human Capital Building……………………………………………………………………....... 3 

   2.3 Walt-Disney-provided training and development programs……………………………………. 4 

   2.4 Amount of training and Perceived Helpfulness of training…………………………………….. 5 

   2.5 Intrinsic Motivation…………………………………………………………………………….. 5 

   2.6 Job Satisfaction…………………………………………………………………………………. 7 

   2.7 Affective Commitment…………………………………………………………………………. 9 

   2.8 Theoretical model……………………………………………………………………………....12 

CHAPTER III – METHODOLOGY………………………………………………………………...14 

   3.1 Research Design………………………………………………………………………………. 1 4 

   3.2 Sample and Procedures………………………………………………………………………... 14 

   3.3 Measures………………………………………………………………………………………..15 

   3.4 Control Variables…………………………………………………………………………….....19 

   3.5 Data Analysis………………………………………………………………………………...…19 

CHAPTER IV – RESULT…………………………………………………………………………….21 

   4.1 Descriptive Analysis…………………………………………………………………………....21 

   4.2 Reliability Analysis……………………………………………………………………………..22 

   4.3 Means, Standard Deviations and Zero-order Correlations………………………………….…..22 

   4.4 Regression Analysis…………………………………………………………………………….22 

CHAPTER V – DISCUSSION………………………………………………………………………..25 

   5.1 Discussion………………………………………………………………………………………25 

   5.2 Limitations and Recommendations for Future Researches……………………………...……..27 

CHAPTER VI – CONCLUSION…………………………………………………………………….29 

REFERENCES……………………………………………………………………………………......30 

APPENDICES……………………………………………………………………….………...………35 

(A) Tables1: Demographic Characteristics of Respondents……………………………….……….35 

Table 2: Mean, Standard Deviation and Zero-order Correlation……………..…..……………37 



Participation in Walt-Disney-provided Training and Development Activity 

 

 ii 

Table 3: Results of Regression Analysis………………………………………………..……..38 

(B) Questionnaire…………………………………………………………………………………..39 

 

 



Participation in Walt-Disney-provided Training and Development Activity 

 

 iii 

ACKNOWLEDGEMENTS 

 First of all, I would like to express my sincere thankfulness to my project 

supervisor – Professor V. Lee. Hamilton for her valuable guidance and insightful 

advice on this project. I am grateful to her professional opinions and continuous 

support throughout this project. 

 Secondly, I would like to say thank you to my classmates Anthony and Ming 

who have provided me opinions and encouragement in the whole research process. I 

would also like to thank all my Disney foreign friends who have spared their valuable 

time in helping me to distribute the questionnaires electronically. 

 Finally, I would like to express my truthful gratitude to all respondents who have 

spent their precious time to finish the questionnaires. 

 Without the support from anyone above, this project can never be realized. 

Thank you very much! 



Participation in Walt-Disney-provided Training and Development Activity 

 

 iv 

ABSTRACT 

 Data collected from a sample of Walt Disney World Resort employees (N=111) 

was used to study the relationship between participation in Walt-Disney-provided 

training and development activity and employees’ working attitudes. 

Results of regression analysis revealed that significantly positive relationship 

exists between amount of time in training and employees’ intrinsic motivation and job 

satisfaction, and perceived helpfulness of training has a positive relationship with 

intrinsic motivation, job satisfaction and affective commitment. However the results 

revealed that participation in Walt-Disney-provided training and development activity 

has no direct relationship with intrinsic motivation, job satisfaction and affective 

commitment. Suggestions and recommendations were discussed and given following 

the results of analysis. 
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Chapter I  INTRODUCTION 

 This study aims to explore the relationship between participation in 

employer-provided training programs of young employees and young employees’ 

intrinsic motivation, job satisfaction and affective commitment. This study is 

conducted under framework of a global brand – the Walt Disney World Resort. The 

Walt Disney World Resort is the most visited and largest recreational resort in the 

world, employing more than 66,000 employees nowadays, spending more than 

US$1.2 billion on payroll and $474 million on benefits each year (Walt Disney World 

Resort, 2009). The resort operates the “Walt Disney College Program” and “Walt 

Disney International College Program” respectively for American college students 

and universities students from all over the world to join. Both of two programs 

regularly recruit participants for year-long cultural exchanges with paid positions and 

summer-long paid internships working at the Walt Disney World Resort (Walt Disney 

International College Program, 2009).  

In the rapid-changing environment, every individual should upgrade their 

knowledge and skills to adapt to new challenges. Training is one of the essential ways 

for organizations to help their employees gain these knowledge and skills (Goldstein 

and Gilliam, 1990; Rosow and Zager, 1988). It is therefore vital for any organization 

to provide employees with sufficient training to equip them with required competence. 
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The Walt Disney Company provides extensive training opportunities for the program 

participants through its own “Disney University”. Undoubtedly training can surely 

upgrade knowledge and skills of program participants, however, the questions of 

whether these training opportunities can lead to improved program participants’ 

working attitude remain unanswered. Therefore this study tries to examine whether 

the training participation of the Walt Disney World’s program participants would have 

any positive effect on participants’ working attitude, i.e. intrinsic motivation, job 

satisfaction and affective commitment. Accordingly, the objectives of this study are: 

(1) To investigate the influence of Walt Disney World program participants’ 

training participation, amount of training and perceived helpfulness of 

training on participants’ intrinsic motivation. 

(2) To investigate the influence of program participants’ training 

participation, amount of training and perceived helpfulness of training 

on participants’ job satisfaction. 

(3) To investigate the influence of program participants’ training 

participation, amount of training and perceived helpfulness of training 

on participants’ affective commitment. 
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Chapter II  LITERATURE REVIEW & HYPOTHESES 

2.1 Employee Development 

 Porter (1990) states that the more industries spend on employee training and 

development, the more competitive those industries will become. He observes that 

education and training expenditure is critical in forming national competitive 

advantage. Porter also notes that organizations must consistently invest in employee 

development through their own training and development programs to remain 

competitive in market.  

He points out how Japanese companies have trained highly skilled workers 

through their own educational programs. He contrasts this to some American 

companies that are afraid to make similar investment because they are worried that 

employees may leave the company and join other competitor organizations after 

training. In a certain extent, this may be true. However from a wider perspective, 

Michael Porter describes that the employees who choose to leave their companies can 

bring benefit to the national economy by working for other employers and customers. 

2.2 Human Capital Building 

 It is noted by Blair and Kochan (2000) that the economic value brought to US 

economy from organizations and other companies shows a trend of increasing 

depending on human capital other than physical capital. They think human capital is 
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the knowledge, skills, ideas and commitment of the employees. Mirvis (1993) 

explains that investing in training and development is essential to organizational and 

national productivity growth. He notes that United States lags behind Europe and 

Japan in terms of employee commitment, training investment and cultural cohesion. 

Apart from that, United States spends about 10 times less in intangible training and 

development than they do in tangible plant and equipment. 

 Schultz (1971) observes that spending on training and development is typically 

regarded as consumption instead of investment, because this kind of investment could 

take place in employees’ leisure time and represent the lost earnings while at school. 

He also mentions that on-the-job training usually cannot be replaced by formal 

education, therefore it is necessary for employers to make contribution on providing 

further training and development to employees. 

2.3 Walt-Disney-provided training and development programs 

 In this study, a construct “participation in Walt-Disney-provided training and 

development programs” includes a list of following programs that are paid for and 

provided by the Walt Disney World Resort to the program participants, they are, 

Classroom Training; Seminars, Symposia or Conferences; Computer-based training 

products; On-site training; Books; Periodicals; Formal Mentoring Program; Informal 

Mentoring Program; Informal Mentoring Program; Certificate Program Sponsorship; 
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Degree Program Sponsorship. 

2.4 Amount of training and Perceived Helpfulness of training 

 It was found by studies (Saks, 1996, p.436) that amount and perceived 

helpfulness of training are both positively correlated to job satisfaction and affective 

commitment, and negatively correlated to intention to quit the organization. This 

study will do similar investigation, but for a group of Walt Disney Internship program 

participants. The construct “Amount of Training” measures the number of weeks 

spent in Walt-Disney-provided training and development programs during the 

International College Program or College Program. The construct “Perceived 

Helpfulness of Training” measures the level of perceived helpfulness that each 

respondent has. 

2.5 Intrinsic Motivation 

 Rewards are classified into extrinsic and intrinsic rewards by motivational 

theorists. It was stated by Vecchio (1991) that extrinsic rewards are external to people 

and examples are salary and benefits, while intrinsic rewards are internal to people 

and examples are personal growth, responsibility, accomplishment and competence. 

Leading to these types of feeling, intrinsic rewards can have impact on extrinsic 

rewards positively or negatively. Wiersma (1992, p.101) explains if recipients take 

extrinsic rewards as recognition of their accomplishment and competence, this will 
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generate a positive impact. However if in a certain extent recipients take the rewards 

as being controlled, negative impact will be formed. 

 Deci and Ryan (1992, 1987) connect intrinsic motivation with improved 

performance and enhanced creativity. He notes organizations have to provide 

opportunities to meet the people’s intrinsic needs which could be anything that the 

people desire to accomplish or know.  

Many content theories of motivation integrate into a construct “Intrinsic 

Motivation”. These include theories of Maslow, Alderfer and Herzberg. Maslow 

(1987) emphasizes individual need for self-actualization. Alderfer (1972) states a need 

of people to master and control his/her surrounding environment. The Two Factor 

Theory of Herzberg (1959) explains the individual needs of motivator factors, i.e. 

advancement, achievement, personal growth, responsibility and achievement and 

recognition. 

In this study, the construct “intrinsic motivation” is established according to 

motivation conceptualizations of Thierry (1990) since these conceptualization contain 

most of the motivation theories above. The following hypotheses are proposed: 

H1a: Participation in Walt-Disney-provided training and development 

programs positively influences the intrinsic motivation of Disney employees. 

H1b: For employees participating in one or more Walt-Disney-provided 
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training and development programs, the amount of training has a positive 

influence on intrinsic motivation of Disney employees. 

H1c: For employees participating in one or more Walt-Disney-provided 

training and development programs, the perceived helpfulness of training has 

a positive influence on intrinsic motivation of Disney employees. 

2.6 Job Satisfaction 

 Verma (1996) defines the construct “Job Satisfaction” to be a person’s attitude 

toward his/her job, and this attitude occurs when the work suits the values and needs 

of that person. There are many aspects in job satisfaction, and many scholars relate 

them to Herzberg’s (1959) hygiene factors and motivator. Herzberg’s hygiene factors 

are defined to be salary, working conditions, company policies and administration, 

relationship with supervisors, peers and subordinates, while Herzberg’s motivators are 

defined to be personal growth, recognition, achievement, advancement and the work 

itself. The overall job satisfaction index includes “personal growth and learning” 

factor and it was found by Utley and Westbrook’s (1998) study that this factor 

contributes more to job satisfaction than authority, respect, recognition, and authority. 

Therefore the following hypothesis is proposed: 

H2a: Participation in Walt-Disney-provided training and development 

programs positively influences the overall job satisfaction of Disney employees. 
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 Saks (1996) conducted a survey on 152 junior accountants to investigate whether 

there is any correlation between the amount and perceived helpfulness of training, and 

outcomes of work. It was found by Saks that “training amount and helpfulness were 

both positively correlated to job satisfaction, organizational and professional 

commitment, and ability to cope, and negatively correlated to intention to quit the 

organization and profession.” Saks commented that the actual time spent in training 

and development activity may not be as influential as the person’s subjective feeling 

on the amount of training he/she received. Saks measured the amount and perceived 

helpfulness of training from 152 junior accountants to determine if their expectations 

and needs for the training were met. This study duplicates a part of Sak’s study, but 

puts it in the framework of Walt Disney International College/College Program 

participants to decide if the same relationship exists. Therefore the following two 

hypotheses are proposed: 

H2b: For employees participating in one or more Walt-Disney-provided 

training and development programs, the amount of training has a positive 

influence on overall job satisfaction of Disney employees. 

H2c: For employees participating in one or more Walt-Disney-provided 

training and development programs, the perceived helpfulness of training has 

a positive influence on overall job satisfaction of Disney employees. 



Participation in Walt-Disney-provided Training and Development Activity 

 

 9 

2.7 Affective Commitment 

Organizational commitment is a measure to indicate how strong an individual 

wants to gain identification with, get involved with, and maintain membership in a 

particular organization. Meyer and Allen (1991) define the three constructs of 

organizational commitment as affective commitment which refers to the 

psychological attachment to the organization; continuance commitment which refers 

to the costs related to leaving the organization; and normative commitment which 

refers to a perceived obligation to remain with the organization. The three components 

of commitment are respectively described as “the product of emotional attachments 

(affective commitment); the costs of leaving, such as losing salary or seniority 

(continuance commitment); and the individual’s personal values (normative 

commitment).  

This study leaves out continuance commitment and normative commitment but 

mainly singles out affective commitment as construct to be measured. It is because the 

target respondents in this study are Walt Disney International College Program or 

College Program participants who on the average only take a 3-month to 12-month 

internship working at Walt Disney World Resort, that means they know exactly when 

their employment with Walt Disney Company will end. Therefore it would be quite 

impossible for this group of employees to have continuance and normative 
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commitment toward the Walt Disney Company. 

Meyer and Allen (1991) suggest that a number of antecedents of affective 

commitment, for example, communication of company policies, perceived fairness in 

company policies and organizational structure, are important to measure affective 

commitment. It was suggested that affective commitment is related to a person’s 

perception of his/her own competence. That means individual who feels competent 

would probably have stronger affective commitment. Many scholars also explain that 

organizational support, especially support from supervisor, is related to affective 

commitment. Similarly, fulfillment of personal needs has a positive effect on 

employees’ affective commitment. The following hypothesis therefore is proposed: 

H3a: Participation in Walt-Disney-provided training and development 

programs positively influences the affective commitment of Disney employees. 

 This study tries to duplicate the organizational commitment part of Saks’s (1996) 

study by singling out affective commitment as the construct to be measured. The 

relationship between the amount and perceived helpfulness of training and affective 

commitment will also be investigated. Therefore the following two hypotheses are 

proposed: 

H3b: For employees participating in one or more Walt-Disney-provided 

training and development programs, the amount of training has a positive 
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influence on affective commitment of Disney employees. 

H3c: For employees participating in one or more Walt-Disney-provided 

training and development programs, the perceived helpfulness of training has 

a positive influence on affective commitment of Disney employees. 
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2.8 Theoretical model 

 The hypotheses above can be depicted in the following theoretical models. 

Hypothesis (1a, 1b, 1c) 
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Hypotheses (3a, 3b, 3c) 
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Chapter III  METHODOLOGY 

3.1 Research Design 

 This study aims to investigate the Walt Disney International College program 

and College program participants’ participation in company-provided training and 

development activity and its effect on participants’ working attitude, i.e. intrinsic 

motivation, job satisfaction and affective commitment. 

 Most of the questions in this study were chosen from an existing survey of a 

foreign dissertation (Holden, 2002). The questionnaire includes intrinsic motivation 

measure, job satisfaction measure, affective commitment measure and other additional 

demographic information. But there were some minor changes tailor-made to the 

situation of the Walt Disney World Resort employees. 

3.2 Sample and Procedures 

 The target respondents chosen for this study were the Walt Disney International 

College Program or College Program participants working in the Walt Disney World 

Resort in Florida US. All of them were young employees with entry-level positions. 

Most of respondents were from US and China and the rest of them were from all over 

the world. The researcher of this study once participated in the Walt Disney 

International College Program in 2007 summer, therefore this researcher distributed 

all the questionnaires electronically with the help of his friends made in the Walt 
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Disney World Resort. 

 Questionnaires in only English were used in order to suit the language need of 

international respondents. Cover letters were attached with the questionnaires to state 

the purpose of the study and information for contacting the researcher, and to 

guarantee the confidentiality of the responses. 230 e-mails were sent to invite 

potential respondents to fill in the questionnaires, and 111 questionnaires were finally 

finished, yielding a response rate of 48.3%. 

3.3 Measures 

Participation in Training and Development Programs (Independent Variable) 

 The independent variable “Participation in Training and Development Programs” 

represented employees’ participation in one or more Walt-Disney-provided training 

and development programs during the International College Program or College 

Program. Respondents were asked to check a box to show participation in each type 

of program. The Participation in Training and Development Programs (PTP) Index 

indicated a count of total number of programs attended. Please refer to Appendix (B) 

Questionnaire for the list of training and development activity included. 

Amount of Time in Training (Independent Variable) 

 The independent variable “Amount of Time in Training” represented how long 

the respondents spent in Walt-Disney-provided training and development activities. 
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The items were measured on a 7-point scale ranging from (1) “Less than 1 week” to 

(7) “6 or more weeks”. 

Perceived Helpfulness of Training (Independent Variable) 

 The independent variable “Perceived Helpfulness of Training” represented how 

helpful the respondents thought the training and development programs were. The 

items were measured on a 5-point Likert scale ranging from (1) “Extremely 

Unhelpful” to (5) “Extremely Helpful”. 

Intrinsic Motivation (Dependent Variable) 

 The dependent variable “Intrinsic Motivation” indicated respondents’ perceived 

abilities and skills in his/her job. Questions based on the Intrinsic Motivation 

Inventory (IMI) used by Markland and Hardy (1997) were selected to form the 

questions of dependent variable Intrinsic Motivation (IM) Index. The subscales of 

Intrinsic Motivation include Self-Determination, Perceived Competence, 

Interest/Enjoyment and Effort/Importance. There were 2 questions in each subscale, 

totaling 8 questions in the Intrinsic Motivation measure. For example, to measure the 

level of perceived competence respondents were asked with the statement “I feel 

competent in my job”. The items were measured on a 5-point Likert scale ranging 

from (1) “Strongly Disagree” to (5) “Strongly Agree”. The score for each question 

was summed up to form Intrinsic Motivation (IM) Index. Please refer to Appendix (B) 
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Questionnaire for the list of questions of intrinsic motivation (Questions 5-12). 

Table i: Questions of each subscale of Intrinsic Motivation 

Subscale Questions 

Self-Determination 7, 12 

Perceived Competence 6, 10 

Interest/Enjoyment 5, 9 

Effort/Importance 8, 11 

Job Satisfaction (Dependent Variable) 

 The dependent variable “Job Satisfaction” indicated respondents’ overall 

satisfaction with his/her job. 20 Questions from the Minnesota Satisfaction 

Questionnaire (Weiss et al., 1967) were adapted to form the questions of dependent 

variable Job Satisfaction (JS) Index. The 3 scales of Job Satisfaction include General 

Satisfaction with 2 questions, Intrinsic Satisfaction with 12 questions, and Extrinsic 

Satisfaction with 6 questions, totaling 20 questions in the Job Satisfaction measure. 

The following subscales are included with one question per subscale, they are, 

Working Conditions, Variety, Technical Supervision, Human Relations Supervision, 

Social Status, Social Service, Security, Responsibility, Recognition, Moral Values, 

Independence, Creativity, Co-workers, Compensation, Company Policies and 

Practices, Authority, Advancement, Activity, Achievement, Ability Utilization. The 

items were measured on a 5-point Likert scale ranging from (1) “Very Dissatisfied” to 

(5) “Very Satisfied”. The score for each question was summed up to form Job 

Satisfaction (JS) Index. Please refer to Appendix (B) Questionnaire for the list of 
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questions of job satisfaction (Questions 13-32). 

Table ii: Questions of each subscale of Job Satisfaction 

Subscale Questions 

Intrinsic: Advancement 26 

Intrinsic: Activity 13 

Intrinsic: Working conditions 29 

Intrinsic: Social status 16 

Intrinsic: Social service 21 

Intrinsic: Moral values 19 

Intrinsic: Independece 14 

Intrinsic: Creativity 28 

Intrinsic: Co-workers 30 

Intrinsic: Compensation 25 

Intrinsic: Achievement 32 

Intrinsic: Ability Utilization 23 

General: Technical Supervision 18 

General: Human Relations Supervision 17 

Extrinsic: Variety 15 

Extrinsic: Security 20 

Extrinsic: Responsibility 27 

Extrinsic: Recognition 31 

Extrinsic: Company policies and practice 24 

Extrinsic: Authority 22 

Affective Commitment (Dependent Variable) 

 The dependent variable “Affective Commitment” indicated respondents’ 

psychological attachment to the organization. 6 Questions from the Organizational 

Commitment Questionnaire (OCQ) developed by Meyer and Allen (1997) were taken 

to form the questions of dependent variable Affective Commitment (AC) Index. 3 

questions were reverse-scored. In these 6 questions, the researcher of this study 

changed the 7-point Likert scale used by Meyer and Allen to a 5-point Likert scale 
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ranging from (1) “Strongly Disagree” to (5) “Strongly Agree” to maintain consistency 

with other questions. The score for each question was summed up to form Affective 

Commitment (AC) Index. Please refer to Appendix (B) Questionnaire for the list of 

questions of affective commitment (Questions 33-38). 

Table iii: Questions of Affective Commitment 

Scale Questions 

Affective Commitment 33, 34, 35r, 36r,37, 38r 

Note. Questions followed by "r" should be reverse-scored. 

3.4 Control Variables 

 In this study four control variables are used. Previous studies suggested that 

some demographic variables, such as age, have impact on employees’ participation in 

training and development activity (Cleveland & Shore, 1992). Kozlowski & Farr 

(1988) and Kozlowski & Hults (1987) found that organizational tenure has significant 

influence on training and development activities. Therefore in this analysis, variables 

like gender, age, tenure and educational level were controlled. 

3.5 Data Analysis 

 Data analysis was conducted by using SPSS software program. Firstly, a 

reliability analysis was carried out to examine consistency of the constructs. The 

Cronbach’s alpha used in the reliability analysis ranges from 0 to 1. The higher the 

value of Cronbach’s alpha is, the more reliable the construct is (Hair et al., 1995). The 

significant level of reliability was set at 0.7 in this study. 
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 After that, Pearson correlation analysis was done to show correlation between 

different variables. The mean, standard deviation and correlation between variables 

were generated to show a big picture of the analysis. 

 Finally, three separate regression analysis were conducted so as to see whether 

any positive relationship exists between independent variables and dependent 

variables so that decision of hypothesis being supported or not being supported can be 

made. 
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Chapter IV  RESULT 

4.1 Descriptive Analysis 

 Table 1 in Appendix (A) shows the descriptive analysis of respondents’ 

demographic characteristics (N=111). For gender, there are 43.2% male and 56.8% 

female. Most of the respondents are 21-22 years old (44.1%), while some are 23-24 

years old (24.3%) and 19-20 years old (18.9%).  

In terms of educational level, most of the respondents attain Bachelor’s Degree 

(42.3%), and about 38.7% and 8.1% of them have some undergraduate-level 

coursework and high school graduate respectively. About two-third of respondents 

(63.1%) worked in the Walt Disney World Resort for less than 6 months, 35.1% 

worked for 6-12 months, less than 2% worked for 12 months or above. 

About 58.6% of respondents joined the Walt Disney Internship Program, while 

others (41.4%) joined the Walt Disney College Program. The functional area 

distributions of respondents are 47.7% working in Quick Service Food and Beverage, 

28.8% in Merchandise, 9% in Operations, and 14.5% in other functional areas. 

 Concerning nationality, most of the respondents are American (30.6%), Chinese 

(27%) and Hong Kong Chinese (9%), while other respondents are from all over the 

world, including French (5.4%), Mexican (3.6%), Peruvian (3.6%), Brazilian (1.8%) 

and Korean (1.8%). 
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4.2 Reliability Analysis 

 The reliability of each working attitude measurement scales was calculated using 

SPSS. All measurement scales were acceptable because their Cronbach’s alpha were 

larger than 0.7. The coefficient alphas were 0.817 for Intrinsic Motivation, 0.906 for 

Overall Job Satisfaction, and 0.878 for Affective Commitment. 

4.3 Means, Standard Deviations and Zero-order Correlations 

 In this study the means, standard deviations and zero-order correlations of all 

variables involved are presented in Appendix (A) Table 2. As shown in the table, the 

amount of time in training (r = .208, p<.05) and perceived helpfulness of training (r 

= .306, p<.01) were significantly positively related to employees’ intrinsic motivation. 

Apart from that, overall job satisfaction (r = .446, p<.01) and affective commitment (r 

= .334, p<.01) were also shown to be significantly positively related to the employees’ 

perceived helpfulness of training. Preliminary support was provided by these results 

for hypotheses 1b, 1c, 2c and 3c. 

4.4 Regression Analysis 

Three separate regression analysis were conducted so as to test whether any 

significant relationship exists between independent variables and dependent variables. 

Please refer to Appendix (A) Table 3 for regression analysis data detail. 

Equation 1 investigates the effect of three independent variables, i.e. 
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Participation in training, Amount of Time in Training, and Perceived Helpfulness of 

Training, on dependent variable - intrinsic motivation. Intrinsic motivation was 

regressed on the three independent variables as well as four control variables, i.e. 

gender, age, educational level and tenure. From Table 3, amount of time in training 

(beta = .256, p<.05) and perceived helpfulness of training (beta = .295, p<.05) were 

positively and significantly related to intrinsic motivation, while participation in 

training (beta = .042) was shown to have no direct relationship with intrinsic 

motivation. Therefore hypotheses 1b and 1c were supported but hypothesis 1a was not 

supported by this result. 

Equation 2 examines the impact of the three independent variables on the 

dependent variable – job satisfaction. Job satisfaction was regressed on the four 

control variables and the three independent variables. As shown in Table 3, both the 

amount of time in training (beta = .218, p<.05) and perceived helpfulness of training 

(beta = .452, p<.001) were positively related to job satisfaction. However 

participation in training (beta = .003) was shown to have no significant relationship 

with job satisfaction. Therefore hypothesis 2b and 2c were supported but hypothesis 

2a was not supported by this result. 

Equation 3 studies the influence of the three independent variables on the 

dependent variable – affective commitment. Affective commitment was regressed on 
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the three independent variables and the four control variables. Table 3 shows that 

affective commitment was significantly and positively related to perceived 

helpfulness in training (beta = .304, p<.01) but not to participation in training (beta 

= .087) and amount of time in training (beta = .190). Thus, hypothesis 3c was 

supported while hypothesis 3a and 3b were not supported by this result. 
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Chapter V  DISCUSSION 

5.1 Discussion 

 The mean Intrinsic Motivation Index, Job Satisfaction Index and Affective 

Commitment Index were found to be high respectively (Intrinsic Motivation: mean 

31.96 out of 40, s.d. 4.79; Job Satisfaction: mean 72.87 out of , s.d. 11.83; Affective 

Commitment: mean 22.72 out of 30, s.d. 5.02). However, the results of hypothesis 

testing to examine the relationship between participation in training and development 

activity and three dependent variables, i.e. Intrinsic Motivation, Job Satisfaction and 

Affective Commitment, were not statistically significant. These results show that 

employees of the Walt Disney International College Program and College Program 

had a quite high motivation level, but participation in Walt-Disney-provided training 

and development activity was not the main reason. 

 It may be explained by the study of Thierry (1990) that employer-provided 

training and development activity may negatively influence employees’ intrinsic 

motivation, job satisfaction and affective commitment if employees have no right to 

choose whether to participate in the training activity. It could be perceived by 

employees as a waste of time or controlling. The Walt Disney World Resort has 

provided compulsory orientation course and on-site training to every new employee, 

including employees’ of the Walt Disney International College Program and College 
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Program. 

 When considering amount of time in training and perceived helpfulness of 

training, it was found that amount of time in training had a significantly positive 

relationship with intrinsic motivation and job satisfaction but not with affective 

commitment, while perceived helpfulness of training had a significantly positive 

relationship with all three dependent variables - intrinsic motivation, job satisfaction 

and affective commitment. 

 This result shows consistency with Saks’ (1996) study of a group of 152 

entry-level accountants. Since all employees of the Walt Disney International College 

Program and College Program also occupy entry-level positions, this suggests that 

experience level could be a moderator of relationship between independent variables, 

i.e. amount of time in training and perceived helpfulness of training, and dependent 

variables, i.e. intrinsic motivation, job satisfaction and affective commitment. 

 The correlation result does not show positive relationship between employees’ 

age, organizational tenure and affective commitment. This does not agree with the 

study of Meyer and Allen (1997). This may be explained by Meyer and Allen’s 

findings that it takes time and organizational experience for employees to become 

emotionally attached to an organization. The two scholars suggest that the maturer 

employees are and the longer employees stay in organizations, the more willing 
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employees become identified with the organizations. However the Walt Disney 

International College Program and College Program participants generally are quite 

young (around 21-24 years old) and have short organizational tenure in the Walt 

Disney World Resort (3 months – 12 months). 

The findings suggest that the overall implementation of the 

Walt-Disney-provided training and development activity should be carefully selected 

and designed to align with employees’ training needs in terms of duration and content 

in order to generate optimal effect to both the Walt Disney World Resort and its 

employees. Holden’s (2002) study was confirmed by the findings in this study that the 

organizational investment in employees’ training and development activity may be 

beneficial to developing committed, satisfied and motivated employees. 

5.2 Limitations and Recommendation for Future Researches 

 Firstly, concerning the functional area of employees, the sample of respondents 

was heavily weighted toward Quick Service Food and Beverage (47.7%) and 

Merchandise (28.8%). In order to demonstrate functional-area-specific differences in 

relationship between the independent variables and the dependent variables, it is 

suggested that a better cross-functional-area sample could be obtained to carry out 

functional area comparison and analysis. 

 Secondly, concerning the nationality of employees, the sample of respondents 
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was very unevenly distributed, with majority from America (30.6%), China (27%) and 

Hong Kong China (9%), and with minority from all over the world. Most of the 

countries only occupy 0.9% of total number of respondents. It is therefore not 

representative to conclude any statistical group comparison from the unevenly 

distribution nationality. Thus it is suggested that a more evenly distributed sample of 

respondents in terms of nationality could be collected to achieve an appropriate group 

comparison. 

 Thirdly, the Walt Disney is a very popular global brand, during his employment 

period in the Walt Disney World Resort, the researcher of this study found that many 

employees have adored this brand since they were children. This fact might therefore 

bring a very strong influence on affective commitment of employees participating in 

the Walt Disney International College Program and College Program. It might be 

probable that respondents would have high affective commitment to the Walt Disney 

World Resort no matter in presence of any independent variables. It is therefore 

suggested that the level of how much employees like the brand or organization could 

be added as a moderator between the independent variables and the dependent 

variable – affective commitment, so as to take this factor into account when 

measuring affective commitment. 
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Chapter VI  CONCLUSION 

 This study examined the relationship between the independent variables 

(Participation in training, Amount of Time in Training and Perceived Helpfulness of 

Training) and the dependent variables (Intrinsic Motivation, Job Satisfaction and 

Affective Commitment). This study provided more information to further understand 

the Walt Disney employees using quantitative research. 

 The findings show that amount of time in training positively influences Walt 

Disney World Resort employees’ intrinsic motivation and job satisfaction, and 

perceived helpfulness of training positively influences employees’ intrinsic motivation, 

job satisfaction and affective commitment, however participation in 

Walt-Disney-provided training and development activity does not have significant 

positive influence on employees’ intrinsic motivation, job satisfaction and affective 

commitment.  

In conclusion, there are still many other elements affecting employees’ working 

attitudes that also require to be taken into consideration in implementing training and 

development programs. It is hoped that further researches will be conducted to 

investigate more. 
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APPENDIX (A) Tables 

 

Table 1   

Demographic Characteristics of Respondents (N=111)  

Demographic Variable  Frequency Percentage 

Gender   

     Male  48 43.2% 

 Female 63 56.8% 

Age   

 19-20 21 18.9% 

 21-22 49 44.1% 

 23-24 27 24.3% 

 25-26 8 7.2% 

 27-28 2 1.8% 

 29-30 4 3.6% 

Educational Level   

 High School graduate or equivalent 9 8.1% 

 Some undergraudate-level coursework 43 38.7% 

 Bachelor's Degree 47 42.3% 

 Some graduate-level coursework 7 6.3% 

 Master's Degree 5 4.5% 

 Doctorate Degree 0 0.0% 

Number of month(s) working in the Walt Disney World Resort   

 Less than 6 months 70 63.1% 

 6-12 months 39 35.1% 

 12-18 months 1 0.9% 

 18-24 months 0 0.0% 

 More than 24 months 1 0.9% 

Type of Internship Program   

 International College Program 65 58.6% 

 College Program 46 41.4% 

Functional Area   

 Quick Service Food and Beverage 53 47.7% 

 Full Service Food and Beverage 3 2.7% 

 Lifeguard 1 0.9% 

 Merchandise 32 28.8% 
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 Operations 10 9.0% 

 Characters 3 2.7% 

 Custodial 4 3.6% 

 Other 5 4.5% 

Nationality   

 American 34 30.6% 

 Argentinian 1 0.9% 

 Bolivian 1 0.9% 

 Brazilian 2 1.8% 

 British 2 1.8% 

 Chilean 1 0.9% 

 Chinese 30 27.0% 

 Colombian 1 0.9% 

 Filipino 2 1.8% 

 French 6 5.4% 

 German 1 0.9% 

 Hong Kong Chinese 10 9.0% 

 Indian 1 0.9% 

 Indonesian 1 0.9% 

 Italian 1 0.9% 

 Korean 2 1.8% 

 Macedonian 1 0.9% 

 Mexican 4 3.6% 

 Peruvian 4 3.6% 

 Scottish 1 0.9% 

 Singaporean 2 1.8% 

 South African 1 0.9% 

 Swedish 1 0.9% 

 Taiwanese 1 0.9% 
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Table 2: Mean, Standard Deviation and Zero-order Correlation (N=111) 

Variables  Mean S.D. 1 2 3 4 5 6 7 8 9 10 

1. Gender
a
 1.57  0.498  1          

2. Age
b
 2.40  1.146  0.032 1         

3. Educational level
c
 2.60  0.897  -0.062 0.181 1        

4. Tenure
d
 1.41  0.609  0.014 0.028 -0.136 1       

5. Participation in training programs 3.46  1.110  -0.147 -0.03 0.13 -0.063 1      

6. Amount of Time in Training 2.62  1.987  -.195* -0.057 0.185 .331** .211* 1     

7. Perceived Helpfulness of Training 3.86  0.796  0.117 .193* 0.021 0.009 0.065 0.005 1    

8. Intrinsic Motivation Index 31.96  4.788  0.085 0.016 -0.058 0.049 0.089 .208* .306** 1   

9. Job Satisfaction Index 72.87  11.825  0 0.038 -0.05 0.016 0.072 0.18 .446** .686** 1  

10. Affective Commitment Index 22.72  5.015  0.101 0.094 -0.098 0.1 0.108 0.162 .334** .630** .702** 1 

Notes:             

*. Correlation is significant at the 0.05 level (2-tailed).           

**. Correlation is significant at the 0.01 level (2-tailed).           

a. Male=1; Female=2             

b. 19-20 years old=1; 21-22 years old=2; 23-24 years old=3; 25-26 years old=4; 27-28 years old=5; 29-30 years old=6     

c. High School graduate or equivalent=1; Some undergraduate-level coursework=2; Bachelor's Degree=3; Some graduate-level coursework =4;   

Master's Degree=5; Doctorate Degree=6            

d. Less than 1 week=1; 1 week=2; 2 weeks=3; 3 weeks=4; 4 weeks=5; 5 weeks=6; 6 or more weeks=7      
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Table 3: Results of Regression Analysis (N=111) 

  Equation 1 Equation 2 Equation 3 

 Dependent Variable 

 Intrinsic Motication Job Satisfaction 
Affective 

Commitment 

  Beta Beta Beta 

Control Variables    

Gender  0.100  -0.015 0.103  

Age  -0.005  -0.014 0.073  

Educational level -0.118  -0.109 -0.155  

Tenure -0.053  -0.074 0.015  

    

Independent Variables    

Participation in training  0.042  0.003  0.087  

Amount of Time in Training .256* .218* 0.190  

Perceived helpfulness of training .295** .452*** .581** 

Adjusted R
2
 .103, F=2.8 .194, F=4.777 .119, F=3.129 

Notes:     

*p < .05     

**p < .01     

***p < .001    
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(English & Electronic Version Only) 
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