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Abstract

The transfer of training is a critical issue faced by all organizations. This issue is concerned with
the impact of training on employees and the organization. Trainee's characteristics, training
design, work environment and motivation to transfer are identified in many studies as the four
major factors affecting the transfer of training. This study is aimed at investigating the transfer of
training of the EQS Way 165 program organized by the Sime Darby Group Education
Department. The objectives of the study were: (1) to determine the level of learning transfer
occurred after the ESQ training; (2) to examine relationship between trainee characteristics,
motivation to transfer, work environment, training design and acquisition of knowledge and skill,
and learning transfer.

Forty-five staffs out of 65 participants who attended three separate training programs
were interviewed. Data were gathered through personal interviews using questionnaires
specifically designed for these studies.

Four relationships were tested by using ANOVA and Pearson Correlation Analysis. The
findings from the study showed that the level of transfer of training among the participants was
rather high. However, the study also found that only gender has a significant impact on transfer
of training, while other variables such as age, tenure, work environment (supervisor, peer and
organizational support), motivation to transfer and training design did not have a significant

relationship with transfer of training.
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Abstrak

Pemindahan latihan ialah isu kritikal yang dihadapi oleh semua organisasi. Isu ini adalz;h
berkaitan dengan kesan latihan ke atas pekerja dan organisasi tersebut. Ciri-ciri pelatih, reka
bentuk latihan, persekitaran pekerjaan dan motiavasi untuk berubah telah dikenalpasti dalam
banyak kajian sebagai empat faktor utama yang mempengaruhi pemindahan latihan.

Kajian ini bertujuan untuk melihat pemindahan latihan dalam kalangan peseta-peserta
yang menghadiri kursus-kursus ESQ Way 165 anjuran Jabatan Kumpulan Pendidikan Sime
Darby. Objektif kajian ialah untuk: (1) mengenalpasti tahap yang mempengaruhi pemindahan
latihan selepas kursus ESQ: (2) menentukan perkaitan di antara cirri-ciri pelatih, motivasi untuk
berubah, persekitaran kerja, reka bentuk latihan, kebolehan pengetahuan dan skil dan
pemindahan latihan di kalangan peserta

Empat puluh lima orang daripada enam puluh lima orang peserta yang menghadiri
program latihan ESQ Way 165 yang berasingan telah ditemuduga. Data telah dikumpul melalui

temutanya bersemuka menggunakan soal selidik yang direka khusus untuk kajian ini.

Empat ujian perkaitan telah dijalankan dengan menggunakan ANOVA dan Pearson
Correlation Analysis. Hasil kajian tidak menunjukkan tahap pemindahan latihan adalah agak
tinggi. Namun begitu, kajian juga mendapati hanya jantina menunjukkan kesan yang signifikan
ke atas pemindahan latihan, manakala pemboleh ubah yang lain iaitu umur, tempoh bekerja di
Sime Darby, persekitaran pekerjaan (sokongan penyelia, rakan dan organisasi), motivasi untuk
memindahkan latihan dan rekabentuk latihan tidak menunjukkan hubungan yang signifikan

dengan pemindahan latihan.
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CHAPTER 1 INTRODUCTION

1.0 Introduction

Training has been regarded as an expensive investment. Especially when it is well known that
only 10 percent of total training expenditures could lead to positive transfer of training in the
USA (Georgenson, 1982), most organizations are concerned about how to ensure the transfer of

learned skills to the work situation.

The transfer of training refers to the extent to which individuals are able to effectively use
the knowledge, skills and attitudes on the job that were obtained in a training program
(Newstorm, 1984; Wexly & Latham 1981). Several authors (Michalak, 1981; Georgenson, 1982;
Goldston, 1986; Mosel, 1957, Wexley & Latham, 1981) have indicated problems in obtaining

the transfer of training skills, knowledge and attitudes.

It is clear that practitioners usually adopt a trial and error approach to manage training
transfer, which can be costly and time-consuming and cannot deliver a desirable result. They do
not have a thorough understanding of the underlying principles, and so they are often puzzled by
the training transfer outcomes. Therefore, they need to rely on good transfer theories since a

good theory that withstands rigorous empirical testing could offer valuable advice.

Despite the ambiguities surrounding transfer of training of management, the field of
training research has recently undergone a major paradigm shift with the development of several
integrative models designed to explain the measuring factors affecting transfer of learning and
training (Holton et al, 2000). In general terms, the transfer of training refers to the process of the

implementation of knowledge, skills, attitudes and other qualities acquired during a training

1



The contents of
the thesis is for
internal user
only



References

Ab. Aziz Yusof (2000). Pengurus dan gelagat organisasi di abad. ke 21.
Petaling Jaya : Prentice Hall.

Axtel, C. M., Mailtis, S. & Yearta, S. K. (1997). Predicting Immediate and Long-term Transfer
of Training. Personnel Review. 26, pp. 201-213.

Baharim, S.B. (2008). The influence of knowledge sharing on motivation to transfer training: A
Malaysian public sector. Unpublished PhD Thesis, Department of Management,
university of Victoria, Melbourne, Australia

Biltayib, M.B. (2006). Oil production in Libya using an ISO14001 environmental management
system. Unpublished PhD Thesis, Department of Geo-Engineering and Mining,
university of Bergakaemie Freiberg, Freiberg, Germany

Baldwin, T.T & Ford, J.K (1988). Transfer of Training: A Review and Directions for Future
Research. Personnel Psychology. 41. 63-105.

Bandura, A. (1986). Social foundations of thought and action: A social cognitive theory.
Englewood Cliffs, NJ: Prentice-Hall.

Bates, P. J. J., New, T., Pearch, M. J., Swe, K. M., Hla Bu, S. S. & Tun, T. (2000). A review of
bat research in Myanmar (Burma) and results of a recent survey. Acta Chiropterologica
2(1), 53-82.

Brinkerhoff, R.O. & Montesino, M.U. (1995). Partnerships for training transfer: lessons from a
corporate study. Human Resource Development Quarterly, 6 (30), 263-74.

Brinkerhoff, R. & Gill, S. (1992). Managing the total quality of training. Human
ResourceDevelopment Quarterly, 3 (2), 121-131.

Broad, M. L., dan Newstrom, J. W. (1992). Transfer of Training: Action Packed Strategies to
Ensure High Payoff from Training Investments. Addison-Wesley Publishing Company,
Inc.

Burke, L. A. & Baldwin, T. T. (1999). Workforce training transfer: A study of the effect of
relapse prevention training on transfer climate. Human Resource Management, 38(3), 227-

242.

Cascio F., (1991). Applied Psychology in Personal Management. In United States of America,
376-384.

Cheng, W. L dan Ho, C. K. (1998). The Effects of Some Attitudes and Organizational Factors
On Transfer Outcomes. Journal of Managerial Psychology. 13, 5-6.

70



Campbell, J.P (1971). Personnel training and development. Annual Review of Psychology, 22,
565-602. .

Cheng, W.L & Ho, CK. (1998). The Effects of Some Attitudal And Organizational Factors On
Transfer Outcome Journal of Managerial Psychology. 13. 5-6.

Cervero, R., Rottet, S. & Dimmock, K.H. (1986), Analyzing the effectiveness of continuing
professional education at the workplace. Adult Education Quarterly, 36, 78-85.

Colquitte, J. A., LePine, J. A., & Noe, R. A. (2000). Toward an integrative theory of training
motivation: A meta analytic path analysis of 20 years of research. Journal of Applied
Psychology, 85(5), 678-707.

Davis & Newstorm W. (1989). Human Behaviour at Work; Organizational Behaviour. 8"
Edition. Singapore, 315-316.

DeSilets, L. D. (1995). Assessing registered nurses’ reasons for participating in continuing
education. Journal of Continuing Education in Nursing, 26, 202-213.

Dessler, G. (1997). Human Resource Management. New Jersey: Prentice Hall International Inc.

Donovan J., Mills N., Smith M., Brindle L., Jacoby A., Peters T., Frankel S., Neal D., & Hamdy
F. (2002) Quality improvement report — Improving design and conduct of randomised
trials by embedding them in qualitative research: ProtecT (prostate testing for cancer
and treatment) study. Br Med J 325: 766-769

Elangovan, A. R. & Karakowsky, L (1999). The Role of Trainee and Environmental Factors in
Transfer of Training: An Exploratory Framework. Leadership & Organization
Development Journal. 268-275.

Facteau, J.D., Dobbins, G.H., Russell, J.LE.A., Ladd, R.T. & Kudisch, J.D. (1995). The influence
of general perceptions of the training environment on pretraining motivation and
perceived training transfer. Journal of Management, 21(1), 1-25.

Ford, J.K., & D.A. Weissbein. (1997). Transfer of training: an update review and analysis,
Performance Improvement Quarterly 10(1) 22-41.

Ford, J. K. & Noe, R. A. (1987). Self-assessed training needs: The effect of attitudes toward
training, managerial level, and function. Personnel Psychology, 40, 39-53.

Ford, J. K., & Weissman, D. A. (1997). Transfer of training: An update review and analysis.
Performance Improvement Quarterly, 10,22-41.

Ford J.K & Wroten S.P (1984). Introducing new methods for conducting training evaluation and
linking training evaluation to program redesign. Personnel Psyshology, 37, 651-665.

71



Foxon M. (1993). A process approach to the transfer of training — part 1. Australian Journal of
Educational Technology, 9(2), 130-143. :

Francke, A. L., Garssen, B., & Abu-Saad, H. H. (1995). Determinants of changes in nurses’
behavior after continuing education - A literature review. Journal of Continuing
Education in Nursing, 21(2), 371-7.

Gagne, R. M. (1965). The conditions of learning. New York: Holt, Rinehart, and Winston, Inc.

Gist, M. E., Bavetta, A. G., & Stevens, C. K. (1990). Transfer training method: Its influence on
skill generalization, skill, repetition, and performance level. Personnel Psychology,
43(3), 501-523.

Georgenson, D. L. (1982). The problem of transfer calls for partnership. Training and
Development Journal, 36 (10), 75-78.

Goldstein, LL .(1993). Training in Organizations. Needs Assessment, Development And
Evaluation. 3rd Edition, Belmont, California: Brooks/Cole Publishing Company.

Hair et al. (1998). Multivariate data analysis. Prentice Hall, New Jersey. U.S.A.

Hayes, E. (1993). Graduates’ perceptions of the benefits of GED graduation: A more
comprehensive assessment. Adult Basic Education, 3 (1), 3-26.

Hamilton, James D. (1990), .Analysis of Time Series Subject to Changes in Regime,.Journal of
Econometrics, 45, pp. 39-70.

Hawley D. and Barnard K. (2005). Work Environment Charateristics and Implications for
Training Transfer: A case study of the Nuclear Power Industry. Human Resource
Development International, 8(1), 65-80.

Holton, E. F. III (1996). The flawed four-level evaluation model. Human Resource Development
Quarterly, 1(7), 5-21.

Holton, E. F. III, Ruona, W.E.A., & Leimbach, M. (1998). Development and validation of a
generalized learning transfer climate questionnaire: Final research. In R. Torraco (Ed.),
Academy of Human Resource Development 1998 conference proceedings (pp. 482-
489). Baton Rouge, LA: Academy of Human Resource Development.

Holton, E., & Bates, R. (1998). Learning transfer system inventory: Administrator’s guide.
Retrieved February 2, 2009, from
http.//www.edholton.com/_private/New%20EdHolton/LTSL.htm

Holton EF & Baldwin TT (2000) Making transfer happen: an action perspective on learning
transfer systems. In Managing and Changing Learning Transfer Systems. Advances in
Developing Human Resources, 8, 1-6.

72



Holton F. and Baldwin (2003). Improving learning transfer in organization. San Francisco,
U.S.A. .

Holton, E.F. III (2005), Holton's evaluation model: new evidence and construct elaborations.
Advances in Developing Human Resources, 7 (1), 37-54.

Ivergard, T, Hunt, B. (2004). Processes of learning and leamning. International Journal of the
Computer, The internet, and Management, 12(2), 32-44

Klimoski, R.J. and Donahue, L.M. (2001). Person perception in organizations: An overview of
the field. In M. London (Ed). How people evaluate others in organizations. Applied in
psychology: 5-43. Mahwah, NJ, US: Lawrence Erlbaum Associates, Publishers.

Kavanagh, Velada, Raquel, Caetano, Anténio, Michel, John W., Lyons, Brian D. and Michael J.,
(2007). The Effects of Training Design, Individual Characteristics and Work
Environment on Transfer of Training. International Journal of Training and
Development. 11(4), 282-294.

Kirwan and Brichall (2006). Transfer of learning from management development programmes:
Testing the Holton Model. International Journal of Training and Development, 10(4)
252-268.

Kehrhahn, M. T. (1995). Transfer of costumer service training: Individual perceptions of
organizational support, social support, and motivation to transfer [Abstract].
Dissertation Abstract International, 56 (10).

Kirkpatrick, D. L. & Kirkpatrick, J. D. (2006). Evaluating training programs: The four levels.
CA: Berrett-Koehler Publishers.
Kontoghiorghes, C. (2001). A holistic approach towards motivation to learn. Performance

Improvement Quarterly, 14(4), 233-241.

Kontoghiorghes, C. (2001). Predicting motivation to learn and motivation to transfer in a service
organization. Oakland University.

Lim, C.P. (2001). Learner control and task-orientation in a hypermedia learning environment: A
case study of two economics departments. International Journal of Instructional Media,
29(3), 1 -15.

Lim H. and Johnson D. (2002). Trainee perceptions of factors that influnce learning transfer
International Journal of Training and Development, 6(1), 36-48.

Lim, Doo Hun (1998). The Effect of Training Design, Work Environment, and Cultural Factors
On The Transfer of Training For Korean HRD Professionals. PhD Dissertation,
University of Illinois, Urbana-Champaign.

73



Leifer, M. S., & Newstrom, J. W. (1980). Solving the transfer of training problems. Training &
Development Journal, 34(8), 42-46.

Mathieu, J. E., & Martineau, J. W. (1997). Individual and situational influences on training
motivation. In J. K. Ford, S. W. J. Kozlowski, K. Draiger, E. Salas, & M. S. Teachout
(Eds.), Improving training effectiveness in work organizations (pp.193-221). Mahwah,
NJ: Lawrence Erlbaum Associates.

Mohd. Zamri Jalaludin (1996). Pemindahan Latihan Kursus Bina Insan Mengikut Persepsi
Kakitangan Pengurusan dan Profesional Dewan Bandaraya Kuala Lumpur. Universiti
Putra Malaysia: Projek Sarjana.

Mohamad Saprin (2003). Hubungan Antara Ciri Pelatih, Reka Bentuk Latihan dan Persekitaran
Kerja Dengan Pemindahan Latihan. Universiti Teknologi Malaysia: Projek Sarjana.

Michalak, D. F. (1981). The neglected half of training. Training and Development Journal, 35(5),
22-28.

Mumford, A.(1986). Handbook of Management Development. England: Gower Publishing Co.
Ltd.

Mosel, James N. (1957). Why Training Programs Fail to Carry Over. Personnel. 56-64.

Moorhead and Griffin (2004). Organizational Behaviour: Managing People and Organizations
7" edition. Houghtpn Mifflin Company: U.S.A.

Newstrom, J. W. (1986). Leveraging Management Development Through the Management of
Transfer. Journal of Management Development. 5(5),154-168.

Newstrom, J.W. (1986). Leveraging management development through the management of
transfer. Journal of Management Development 5(5), 33-45

Ng, Chiah Yee (2001). Understanding The Transfer of Training and The Barriers To Transfer: A
Case Study In A Private Institution. Universiti Putra Malaysia: Projek Sarjana Sains
Pengajian Pendidikan.

Naquin, Sharon S. & Holton, E. F. 1II. (2002) The Effects of Personality, Affectivity, and Work
Commitment on Motivation to Improve Work Through Learning. Human Resource
Development Quarterly, 13, 357-376.

Noe, R. A. (1986). Trainees' attributes and attitudes: Neglected influences on training
effectiveness. The Academy of Management Review, 11(4), 736-749.

Noe, R. A. (2008). Employee training and development (4th ed.) New York, NY: McGraw-Hill

Irwin.

74



Noe, R. A., & Schmitt, N. (1986). The influence on trainees’ attitudes on training effectiveness:
Test of a model. Personnel Psychology, 39, 497-523.

Neo R.A (2005). Employee Training dan Development. 3™ edition. Singapore.

Norliza Abd Rahim (2003). Pemindahan Latihan Kursus Perhubungan Awam: Satu Kajian Kes
D1 Kalangan Kakitangan Pengurusan Dan Profesional Di Kolej Selatan, Skudai.
Universiti Teknologi Malaysia: Projek Sarjana.

Reber, R. A, & Wallin, J. A. (1984). The effects of training, goal-setting, and knowledge of
results on safe behavior: a component analysis. Academy of Management Journal,
27(3), 544-560.

Russell, C.T., K. Schwingenschuh, J.L. Phillips & M.R. Arghavani, (1985) Three spacecraft
measurements of an unusual disturbance in the solar wind: Further evidence for a
cometary encounter, Geophys. Res. Lett., 12, 476-478.

Silberman, S. (1998, February). Risk for youth violence as a model. In J. Kaufman (Chair),
Preliminary Attempt at Model Building of Risk and Resiliency in Adolescents Toward
Health Related Behaviors. Symposium conducted at the Annual Meeting of the Eastern
Psychological Association, Boston, MA.

Silberman, M. (1998). Active training (2nd ed.). San Francisco, CA: Jossey-Bass/ Pfeiffer.

Schein, E. H. (1971) The individual, the organization, and the career: A conceptual scheme.
Journal of Applied Behavioral Science, 7 (4), 401-426.

Stephen Machin (1999) Wage Inequality in the 1970s, 1980s and 1990s. in The State of Working
Britain edited by Paul Gregg and Jonathan Wadsworth, Manchester University Press.

Seyler, H. Bates, B. & Carvalho (1998), Factors Affecting Motivation to transfer of training
International Journal of Training and Development, 2(1).

Salomon, G., and Perkins, D.N. (1989). Rocky roads to transfer: Rethinking mechanisms of a
neglected phenomenon. Educational Psychologist, 24(2), 113-142.

Rouiller, J. Z., & Goldstein, I. L. (1993). The relationship between organizational transfer
climate and positive transfer of training. In D. F.Russ-Eft, H. S. Preskill, & C. Sleezer
(Eds.), Human resource development review: Research and implications (pp. 330-347).
Thousand Oaks, CA.: Sage.

Taylor, P. (2003). How to Design a Training Course. London: Continuum.

75



Tziner, A., Haccoun, R.R. and Kadish, A. (1991), “'Personal and situational characteristics
influencing the effectiveness of transfer of training improvement strategies’’, Journal of
Occupational Psychology, Vol. 64, pp. 167-77.

Tracey, J. B., Tannenbaum, S. L., & Kavanagh, M. J. (1995). Applying trained skills on the job:
The importance of the work environment. Journal of Applied Psychology, 80(2), 239-
252.

Tracey, J.B. and Tews, M.J. (2005) Construct validity of a general training climate scale.
Organizational Research Methods, 8, 353-374.

Tannenbaum, S. 1., & Yukl, G. (1992). Training and development in work organizations. Annual
Review of Psychology, 43, 399-441.

Uma Sekaran, (2003), Research Methods for Business : A Skill Building Approach, Fourth
Edition, John Wiley & Sons, Inc.

Uma Sekaran, (2005), Research Methods for Business : A Skill Building Approach, Fourth
Edition, John Wiley & Sons, Inc.

Vathsala M. Wickramasinghe. Training objectives, transfer, validation and evaluation: a Sri
Lankan study. Intel J Training and Dev. 2006;10:227-47. doi: 10.1111/1.1468-
2419.2006.00256.x

Vroom, V. H. (1964). Work & Motivation. New York: John Wiley & Sons, Inc.

Waddell, D. L. (1990). The effects of continuing education in nursing practice: A metaanalysis.
Dissertation Abstracts International, 51(08A), 2608. (UMI No.9100738).

Wagner, R.J dan Campbell, J. (1994). Outdoor-based Experiential Training: Improving Transfer
of Training Using Virtual Reality Journal of Management Development. 13(7). pp.4-11.

Warshauer, S. (1988). Inside training and development. Creating effective programs. San Diego:
University Associates.

Wickramasinghe, N. and Sharma, S. (2004) 4 framework for building a learning organization in
the 21st century, forthcoming in International J. Innovation and Learning, Vol. 2, No. 3
pp.261-273.

Werner M and Desimone L. (2006). Human Resource Management. 4" edition. U.S.A.

Wewers MLE. & Lowe N.K. (1990) A critical review of visual analogue scales in the
measurement of clinical phenomena. Research in Nursing and Health 13,227-236.

76



Wexly and Latham (1991). Developing and Training Human Resource in Organizations. 2
Edition. New York, The United Kingdom.

Wills (1993). Managing the training process; Putting the basic into practice. McGraw-Hill Book
Company Europe, England, 227 - 236.

Wexley, K.N., G.P. Latham (1981). Developing and Training Human Resources in
Organizations . Glenview, IL: Scott Foresman.

Yamnill and Mclean N. (2005). Factors affecting transfer of training in Thailand. Human
Resource Development Quarterly, 16(3), 323-344.

Xiao (1996). The relationship between organizational factors and the transfer of training in the
electronics industry in Shenzhen, China. Resource Development Quarterly, 7(1) 55-73.

77





