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ABSTRACT 

Training is an important function of hurnan resource management. However, prior 
research about the relation between employee training and power distance mostly focuses 
on private higher education institutional within Kuala Lumpur, uses a few single case 
studies or examines only power distance. To address this need, the researcher will 
provide a theoretical framework which proposes that power distance factors affect 
training methods and training motivation. Data was gathered through distributed 
questionnaires answered by 300 respondents from employees in hisher education 
institutional within Kuala Lumpur. Data was analyzed using the Statistical Package for 
Social Sciences (SPSS v. 16) where descriptive analysis was used to analyze the social 
demographic variable of the respondent; and the Pearson Correlation Analysis was used 
to analyze the level of significant relationship between training methods with power 
distance and training motivation with power distance. Implications for practice and 
future research are discussed 



ABSTRAK 

I.~r/ihatl K~rrszis mer~r/)akat~ .~alah .sa/ll jnt~gsi petlfit~g di dalam petlg~rr~ls~rtl 
.~rrmher ntati~r.sia. Wala~i hagainmat~ap~rti, k ~ ~ j i a t ~  itzi ah lah  herknitat? fet~fatig hrihntlgarl di 
arttarn jarak kuasa d m  jaktor lrtama latihat?, di marla ia tertlm1pl.r kepadcr yeke~ja di 
it~,stit~if perlgajian tinlggi sw~asfa di .sekitar Klnrrln I,lmtp~rr dot) jriga ntet~gglntmkatl 
heherap kajiaii kes. Hag; ntenierl~ihi keperllnan kajiati ini, sat11 rat?+ kerja teori 
JicaJar~gkatr herker~aat~ faktor jarak k~iasa yatg mhtpet,Rarlrhi keherkrsatmi; latihat, 
iaitli kaedah latihatz dat? mo/iva.si lafihatl. Data kajiatl a k m ~  diperolehi melallri horallg 
kaji selidik yang diisi oleh 300 omrlg re,spor~den terdiri daripada pekeria insfitut 
petlgajiat? tit~ggi sl~asta di .seki/ar Kuala I,~nmp~rr. Lhfa yang diperolehi felah u'iat~alisa 
nzerlgg~itlak~m l'akcj Statistik Sair~s Sosial (CSPLCCS' 11.16) di marta, Atmlisis 11i.skril)t~f felah 
djg~ir~akar~ ntltnk ntet~gat~alisis makl~imat peribadi resynt~den datl Atialisis Kor.ela.~i 
Pear.son dig~rrmkatl zrrlfuk analisis fahap huhzn~gar~ s i p ~ f i k a t ~  nntai-a kaedah latihat? dail 
moti~!asi pekeria terhadap lafihatl deitgat~ jarak klrasa. I m l k  uiifllk 
petzyelidikan ntasa hadaplal akait dihit1cai1gk~rn. 
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CHAPTER 1 

INTRODlJCTlON 

1 .  Introduction 

1 . 1  Background of the Study 

Training in organizations is an organized educational activity that helps 

employees develop their personal and organizationai skills, knowledge, and abilities. It is 

one of the most important hnctions of human resource management because it reflects 

orsanizations' recognition of the value of human capital investment (Noe, 2005). 

However, the majority of existing conceptualizations did not hl ly acknowledge the 

cultural contexts where training is conducted. According to Cervero and Wilson ( 1  994), 

most training models can be traced back to Tyler's classic Basic Principles of Curriculum 

and Instruction as early as 1949. Wilson also cited that Tyler ('1949) contended that any 

adequate educational activity must begin by identifying four hndarnental questions: ( 1 )  

what educational purposes or objectives should be attained? (2) what educational 

experiences can be provided in order to attain these purposes? (3) how can these 

educational experiences be effectively organized? and, (4) how can the effects of 

attaining these purposes be determined? 

Nowadays these four questions have been transformed into four basic elements or 

stages of training process: (1) needs assessment, (2) instructional design, (3) training 

methods, and (4) training evaluation (Swanson, 2009). Although some literature has 

explored the issue of cultural i~r~pact  on education or learning to a certain extent 

(Hofstede, 1986), this article goes beyond thern by using a systematic set of cultural 

dimensions and being more comprehensive and holistic in examining the relationship 



The contents of 

the thesis is for 

internal user 

only 



REFERENCES 

Acton, T and Golden, W (2003) Training the knowledge worker a descriptive study of 
training practices in Irish software companies .Jorrriml of  ihro/)eair lildlr.\fi.icrl 
liuurl~rlg, 27(2/3/4) 

Adarns, J S ( 1963), "Towards an ~lnderstanding of inequity", .Jolrr~ilcrl of Ahilor.nlnl ~rild 
,6c1crl l'.yycholo~q~, 67, 422-436 

Adams, J S ( 1965). "Inequity in  Social Exchange", in  Ad~mi~~.c.s 111 I<x~)ei~~merlftrl ,Coc~al 
I'.y:l"ho/om, Vol 2, L Berkowitz, ed Ncvt~ York Academic Press, 267-299 

Baldwin. T , Mag-juka, R , & Loher, B j l99 l j  The perils of participation Effects of 
choice of training on trainee motivation and learning I'er.sorlr~cl P.\yc~holo~;'y, 44, 
5 1-65 

Baldwin, T T , and Ford, J K (1988) Transfer of training A review and directions for 
future research l'ei.soi~~~cl Pslcholo~ql, 4 1 , 63- 1 05 

Bennett, J M ( 1986) Modes of cross-cultural training lirferr~~rfrorlcrl .lour.rml o f  
Infer~c~ulfl~r~~l lic.lnf~orl.s, 1 0, 1 1 7-1 34 

Bliagat, R.  S , & Prien, K. 0. ( 1  996). Cross-cultural training in organizational contexts. I n  
D. Landis & R. S. Bhagat (Eds.), Harldhook of irllcrculfl~r.nl fr.ainirlg (pp. 21 6- 
230). Thousand Oaks, CA: Sage. 

Bhawuk, P. S., & Brislin, R. W. (2000). Cross-cultural training: A review. Apl)lied 
l<ql~c*hologj: An International Review, 49, 162--191 

Black, J. S., 62 Mendenhall, M. (1990). Cross-cultural training effectiveness: A review 
and a theoretical framework for future research. Acnden?y c?f' Mcrilagen~crlf 
Review, 15, 1 1 3 1  36. 

Blanchard, N.P., and Thacker, J (2007). Effective training: Systems, strategies, and 
practices. NLW~ .ler:sej!: Prentice Hall 

Baharim, S & Van Gramberg, B 2005, 'The influence of knowledge sharing on transfer 
of training a proposed research strategy', in t'i.oc~reu'lrlg~ of fhc A\.cocral~on of  
Ii~u'~~.~/rrnl lieln11orl.c Ac*cldem IC of A rr.sfr~r11n nrld Neu' Z~L~ILIIILJ ( ' ~ I ? ~ ~ I . c I I c c ,  9- 1 1 
February 2005, Sydney, Australia 

Baharim, S & Van Gramberg, B 2006, 'The influence of knowledge sharing on transfer 
of training a proposed research strategy', 7'he I ( ' I ~ i l i  Jo~~riml ($ K ~ o ~ ~ ~ l e u ' ,  
i2.lnilngcmer11, vol 4, no 1 ,  pp 47-58 



Baharim, S Rr Van Gramberg, B 2007, 'The relationship between knowledge sharing and 
transfer of training a conceptual model', in Lahiri, K (eds ), I('t.21 l I r l l ~ ~ r : ~ l / j l  

Press 

Baharim, S & Van Gramberg, B 2007, 'Factors affecting rnotivatiori to transfer A 
Malaysian Public Sector Study', School of h.latiapmetl/, lic/ol-la I l t t ~ ~ ~ c r . . ~ ~ / j  
Working Paper 

Bramley, P(1996) Evaluating training effectiveness (second edition), I,ortdoti: McGraw- 
Hill 

Brayfield, A H , Crockett, W H (19.5) Employee attitudes and employee performance 
/'.v,~cholog~~url H I I I I ~ I I ~ ~ ,  Vol 2 pp 396-424 

Brislin, R , Rr Pedersen, P (1976) Cross cultural orientation prograrils Ne~t York.  Wiley 
Press 

Bruton, G D ,  Ahlstrom, D ,  & Chan, E S (2000) Foreign firrns in China Facing 
human resources challenges in a transitional economy SAIL1 Ad~latlccd 
A ~ L T ~ ~ L I ~ ~ I ? I L ~ ~ ~ /  .Iot~rr~(rl, 65(4), 4-1 3 

Campbell, J P (1988) Training design for perforniance improvement In J P Canipbell 
& R J Canipbell (Eds ), I'r.odllc/~\~!y / t i  or.gutllza/lort.s (pp 177-2 15) SLI~)  
I+i.~rncl tco, CA Jossey-Bass 

Cervero, R M., & Wilson, A. (1 994). Planning resporisibly for adult education: A guide 
to negotiating power and interests. ,Sari Iqi.u~lci.sco: Jossey-Bass. 

Chiaburu, D S , and Tekleab, A G (2005) Individual and contextual influences on 
~~iultiple dimension of training effectiveness ,/oilr'tl~7/ of Kt~~o/wuti I I I ~ ~ I Y / I ' I L I I  
I ~ ' L I I I ~ I I ~ ~ ,  29 (8), 604-626 

Clarke, T., (2001) The knowledge economy, Education -+- Training, 43(4/5), pp 189-1 96. 

Coetzer, A (2002) "Employee Learning and Development in the Small Business " Nc11' 
Zc~~licrtrd.Jow.tia1 o f  A/)pl~ed Rl~.\~tress I<esectr-ch, Volurne 1(1), pp 1 - 1 1 

Colquitt, 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. 
. I o I ~ ~ L T I  of Applied I~.sj:~hoIo~j?, 8 5, 678-707. 

Dalziel, P (2010a) Leveraging Traininy Skills Development in SMEs An Analysis of 
CanterburyRegion, Ne~l Zcalarid Paris: Orgotl~.~a/~ot~~ji)r Ikorionllc ('oopt~lzrr~oti 
~ t l ~ l  I ) e ~ ~ ~ ~ I o ~ ) n ~ e t ~ / ,  available at www oecd org/dataoecd/7/39/45 538500 pdf 



Dalziel, Paul (2010~)  "Skills in the Econonly and Skill Developrnent for Industry", 
Presentation to the Industry Training Federation New Zealand Labour Market and 
Skills Forum, I iclor-rn I Ji711vt.sriy of Well1i7,rfot1, 1 September, www it f org nzlnz- 
labour-market-andskills-forum-20 10 html 

DeSimone, R L , Werner, J M , & Harris, D M (2002) Human resource development, 
3rd ed Fort Worth, TX Hnrcolirl (‘allege P~ihlr~shers 

Elangovan, A R and Karakowsky. L (1999). The role of trainee and environmental 
factors in transfer of training An exploratory framework I.eader.ch1p a i d  
Org~7irrz~zlioi1 L)e~~e/opmei~l . /o~iu~nl,  20, 268-275. 

Facteau, J. D., Dobbins, G. H., Russell, J.  E. A., Ladd, R. T., & Kudisch, J .  D. (1995). 
The influence of general perceptions of the training environment on pretraining 
motivation and perceived training transfer. Jourilnl of M~~t~ngemeirl, 2 1 ( 1 ), 1-25. 

Farr, J.L. and Middlebrooks, C.L (1990), Enhancing motivation to participate in  
professional development, in, Maintaining Professional Competence. Willis, S.L 
and Dubin, S. S (Eds), Sail I+'nilci.vco, CA: Jossey-Bass, 195-2 1-3. 

Field, L (1998), "Shifting the Focus from 'Training' to 'Learning' The Case of 
Australian Small Business", A14.\lrnl1nr1 a i d  New, Zenlar~u' ./oliri1~7/ of I i)c~zftoi~nl 
IGlllcalroi1 Research,Volume 6( 1 ), pp 49-68 

Filipczak, B. (1 997, August). Training gets doomed. Training (pp. 24-3 1 ) .  

Foxon, M (1993) A process approach to the transfer of training Part 1. The impact of 
motivation and supervisor support on transfer maintenance. Alr.rtrrr/~ai~ .lo~irr~nl of 
I<u'l~cnfioi~~~l 7kchirolom, 9 (21, 130- 143. 

Fraser, T.  (2005) Small Businesses and Industry Training: Individualised Approaches that 
Work. Wc.llir~gfor~:Ii~ dtr.r/ry 7j~zii1ii1g I:eu'erctfioir 

Goldstein, I.L. and Ford, J .K (2002). Training in organization: Needs assessment, 
development and evaluation. CA: Wadsworth Group, Thomson Learning, Inc 

Graf, A. (2004). Assessing intercultural training designs.  lor^/-i~ul of !f/;1irop~'~zr1 Ii~duslrinl 
, . lrnii~itrg, 28(2/3/4), 1 99-2 14 

Guerrero, S., & Sire, B. (2001). Motivation to train from the workers' perspective: 
Example of French companies. Iill~~ri~ationnl . Io11t.rm1 of Hlimat~ Iie.vorirce 
M~7rlagemer1f, 12, 988-1 004. 

Hashim, J 2001 , 'Training evaluation: clients' roles', , /o~iri~~zI of F ; I : I I I , ~ / J C C I ~ I  111d11.v11'iaI 
7'YL7ii1ii1g, vo1.25, no.7, pp.374-379. 



Hayes, J & Pulparampil, J 2001, 'Trainers' perceptions of the factors which influence 
the transfer of learning an Indian case study', lt~/sr~tm/ror~tr/ Jor~r'trtrl of I'r~hlrc 
.Yector. A/krrrl;r~etn~'t~~, v01 2. no I ,  pp 35-43 

Heyes, J .  and Stuart, M. ( 1  994). 'Placing symbols before reality'? Re-evaluating the low 
skills equilibrium'. l'er.sotrtlc/ lievie\c,, 23: 5, 34-47. 

Heyes, J and Stuart, M (1996) 'Does training matter? Employee experiences and 
attitudes' Hrrnlntl lic~.sorn*ce M~~tl~rgetnc.t~/ . Ior~t.tm/, 6 3, 7-2 1 

Hofstede, G. (1 980). Culture's consequences: lriternational differences in  work related 
values. He\lel./~, Hills, CA: Sage. 

Hofstede, G ( 1 986). Cultural differences in teaching and learning. lt~/crtmtlotitr/ .lo~n.tltr/ 
of l t ~ t e ~ ~ c ~ ~ l / ~ n + t r /  l-?c~lntiot~s, 1 0, 30 1 --320 

Hofstede, (3 ( 199 1 ) Cultures and organizations. Software of the mind 1,orldorr 
McGraw-Hi1 I 

Hofstede, G.. et al. (1 998). Masculinity and femininity. The taboo dimension of national 
cultures. 771011.vtrt1d Oak.s, C A 

Hofstede, G., & Bond, M. (1988). The Confucius connection: From cultural roots to 
economic growth, Ot~nt~iztr/iotlu/ /~~!1mn1ic.s, 1 6( 1 ), 4-2 1 .  

Hofstede, G J.. Pedersen, P. B., & Hofstede, G. H. (2002). Exploring culture: Exercises, 
stories and synthetic cultures. Ynl?t~o~~/h,  Adll: ltl/erc~~//i/ru/l'res.c 

Holladay, C L , (2004) An evaluation of diversity training Effects of trainer 
characteristics and training focus / )~. \serla/~ot~ Ahs/rncts Itlrert~n/~ot~a/: , Y L > C / I ~ ~ I  I!:  
7he Sclctlce,r trtld l:ill;.rt~eer~t~g 65(2-B), pp 1 059 

Jennifer, G.M., Gareth, J . ,  R. (2005) Understanding and managing organizational 
behavior, (4 ed ): Prentice Hall 

Kealey, D J , Protheroe, D R , MacDonald, D , & Vulpe, T (2005) Re-examining the 
role of training in contributing to international project success A literature review 
and an outline of a new model training program lt~/ertm/lotr~i/ .Io~rrrm/ of 
It~/e~~crr//r~~*ti/  I-?e/a/tot~.\, 29, 289-3 16 

Kennedy. J . ,  (2009). The Impact Of Training And Develop~nent On Job Performance : A 
Case Study Of The Judicial Service Of Ghana. itr.slih//e of l)is/ntlce I,canlitlg, 
KNII.S7: 



Kirkman, B. L., Lowe, K. B., & Gibson, C.  B. (2006). A quarter century of culture's 
consequence: A review of empirical research incorporating Hofstede's cultural 
values framework. .lor~r.trnl c?J'ltr/et.trcr/ior~crl H~~.sirre.s,s S/r~di~ic.v, 3 7, 285-320. 

Kirkendall, N. and Staller, P (1997j Performance Based Management: Using the 
Measures, Seminar on Statistical Methodology in the Public Service, Statistical 
Policy Working Paper 26, Part 1 , (?rf,ce c!j'~4~r1~1gemnr/ ntrd HIIL(~P/ .  Wrr.shitrg/otr. 
n.c7 

Kirkman, B L, , & Shapiro, D L (1 997) The impacts of cultural values on employee 
resistance to team Toward a model of globalized self-managing work team 
effectiveness Acncleny of Mntrngcrt~etr/ Revre~c', 22, 730-757 

Kirckpatrick, DL 1994, Evaluating training programs. The four levels, Berrett-Koehler, 
Slit1 1.i-at~ci.vco. 

Kline, RB 2005, Principles and practice of structural equation modelling, 2nd edn, l'hc 
(;r~i/fi)~xi I'r.e.s.s, 120trdot I 

Lehman B, L., (2007). A.D.D.I.E.:A Proactive Approach to Employee Training & 
Development. Hi.sir~g S I I ~ I  ('or~.v~~l/arr/.s. 

Leung, K., Bhagat, R .  S., Buchan, N. R. ,  Erez, M.,  & Gibson, C. B. (2005). Culture and 
international business: Recent advances and their implications for hture research. 
.Jom'r~irl o f  Jr~/c~rr~ct/iorral Krc.sir~e.cv S/r~dic.s, 36, 3 57-378 

Lievens, E., Harris, M. M., Van Keer, E., & Bisqueret, C. (2003). Predicting cross- 
cultural training performance: The validity of personality, cognitive ability, and 
dimensions measured by an assessment center and a behavior description 
interview. .Jor~r.tml of App1ic.d P.'.c;ychologjl, 88(3), 476-489. 

Littrell, L 1V , & Salas, E (2005) A review of cross-cultural training Best practices, 
guidelines, and research needs Hrlmnr~ J<e.sorlr.ce l)e\~elo~)nlt.t~/ lk~jre\i', 4 ,  305- 
334 

Long, M., R. Ryan, G. Burke and S. 1-lopkins (2000) "Enterprise-based Education and 
Training: A Literature Review." Wellit~g/otr: Ministry of Educatioii 

Martin, M E and Straf, M L (1992) Principles and Practices for a Federal Statistical 
Agency, Committee on National Statistics, Com~nission on Behavtoral and Social 
Sciences and Education, National Research Council Ncrliotlcrl Ac~ldc>n?jv f't.e.cv. 
W ~ T , S ~ I ~ I ~ I ~ ) ~ I ,  1). (. 

Mendonca, M , & Kanungo, R N (1994) Motivation through effective reward 
tnanagement in developing countries In R N Kanungo & M. Mendonca (Eds ), 
Work motivation Models for developing countries Nc.\~~l)elhr Sage 



National Performance Review (1997) Serving the American Public Best Practices in 
Performance Measures Nc.rlchntork~rlg S/IIU'J~ I<ci1ort. W~rshrt7~/or1, D C 

Nijrnan, D J J (2004), "Differential effects of supervisor support on transfer of training", 
I ~ ~ I I I P I : ~ I / ~ ~  of ~ ~ I ' c ~ I I ~ c '  Enschede 

Noe, R A (2007). Employee training and development, ,\'rrlp~/)ore McGraw-Hill 
Education 

Noe, R.A., (2005). Employee training and development (3rd ed.) IrwiniMcGraw-Hill 

Noe, RA 1986, 'Trainees' attributes and attitudes: neglected influences on training 
effectiveness', A~:cldenlj? of Mnr~irgc.nterl/ Kevie,.c', vol. 1 1, no.4, pp.736-749. 

Noe, RA 81 Ford, JK 1992, 'Emerging issues and new directions for training research', in 
Ferris, GK & Rowland, KM (edn), Research in I'el:sot~r~cl ar~d Hl~mnr~ I<c~.vol~r.ce 
h,!ur~~lgen~err/ (pp 345-384), JAl Press, Greenwich, C'T 

Noe, R. A (2007) Enlployee training and development. S I I I ~ L I ~ O ~ C .  McGraw- Hi1 1 
Education. 

Noe, RA , Hollenbeck, JR , Gerhart, B &r Wright, PM 2004, 1~21r~u'nrner1/al.v of hrlnt~rr~ 
YP.SOIII.L'E rnnr?~lpmer~/, Mc Graw Hill, New York 

Noe, RA 81 Schmitt, N 1986, 'The influence of trainee attitudes on training effectiveness 
test of a model', f'ersot~t~rl I'.~ychoIo~y, vo1 39, pp.497-523 

OECD (2008aj "Leveraging Training and Skills Development in SMEs: Exploratory 
Analysis." Internal document produced by the OECD LEED Programme. Pari.~: 
OECD. 

OECD (2008b) "Leveraging Training and Skills Development in  SMEs: Proposal and 
Methods." Internal document produced by the OECD LEED Programme 1'nri.v: 
OECD. 

Paulus, T M ,  Bichelmeyer, L ,  Malopinsky, L , Pereira, M , & Rastogi, P (2005, 
January) Power distance and group dynamics of an international pto-ject team A 
case study Teachin2 in Higher Education, 1 0(1) 

Quinones, M .  A. (1997) Contextual influences: on training effectiveness. In  M. A. 
Quinones (Ed.), Training for a Rapidly Changine Workplace: Application of 
Psychological Research, Arner.icn~~ /'.v~~chological As.voci~r/io~~ (pp. 177- 1 99). 
Washington. 

Rabey, G (2007) Diagnose - then act Some thoughts on training today ft~d~~.c/rrnl arld 
('omntcpt*crnl 7i4nrt~~r~g, 3 9(3), 1 64- 1 69 



Ruswahida, 2010. Factor Affecting Elnployees Satisfaction on Training in University 
Malaysia Perlis. 

Sadiya, A (2009). To study, analyze and evaluate Training and development practices 
imparted by NIS- Sparta at Reliance Comlnunication Allatla l u . ~ t ~ f ~ ~ f e  of 
M~ul~r~qenietlf ,(;CIL~~IL.LJ.Y 

Saiyadain, MS 1995, 'Perceptions of sponsoring managers, training organisations and top 
management attitude towards training', Malql.ciatr Matmagenlet11 Rovelrl, vol 30, 
no 4, pp 69-75 

Saiyadain, MS & Ali, J 1995, M~~t iagcr~u l  trwlrlltlg atld de~elopnietli 1t1 . b f a l q s ~ a ,  
h l a l ~ ~ y , s ~ ~ ~ t ~  J t l . s f ~ f ~ ~ f t ~  of,bfat~a~qcni[>t~f, K I I ~ I L I  J,11nip11r 

Santos, A and Stuart, M(2003) 'Employee perceptions and their influence on training 
effectiveness' H~~rnatl He.wllr.ce h.lntlapnictlf .Jol~rtml, 1 3( 1 ), 27-45 

Schol, S., Goedhuys, J., Notten, T., & Betz, W. (2005). Individualised training to 
improve teaching competence of general practitioner trainers: A randomized 
controlled trial. Medical I:dr~catiotl, 39(10), 991 -998. 

Sekaran, U (2000), Research methods for business: A skill building approach, NC\IJ York: 
John Wiley & Sons, Inc 

Selmer, J , Torbion, I , & de Leon, C (1998) Sequential cross-cultural training for 
expatriate business managers Pre-departure and post-arrival Jtlfcrtmtlotml 
.Jorn.tlcrl of H~miatl Kesol~r.ce Matlagemetlt, 9, 83 1-840 

Sink, D S, and Tuttle, T C (1989) Planning and Measurement in Your Organization of 
the Future, lnu',~.st~.lal I+;tlg~neel*rrlg atld hfc~tlagc~nient 1'res.s of fhc I t ~ s f ~ / l ~ f e  o f  
Itldl1.sf1.1~11 I~;tlg1tleer,5. Nor~,l.oss, GA 

Swanson, R. A (2009). Foundations of human resource development, 2nd ed. Sari 
J+i.ntlci.sco: Berrett Koehler. 

Tannenbaum, S. I., & Yukl, G. (1992). Training and development in work organizations 
24t1t11/c~l lie\~ie).cl of J'sychologj~, 43, 399-44 1 

Triandis, H. C. (1 994). Culture and social behavior. Ne14' Y0t.k: McGraw-Hill 

Triandis, H. C. (1995). Individualis~n and collectivism Ho111dc.r.. CO: Westview 

Treven, S. (2003). International training: the training of managers for assignment abroad. 
Education+Training. 45(8/9), 550-557 



Tyler, R. W. ( 1  949). Basic principles of curriculum and instruction. ('hicngo: University 
of Chicago Press. 

Tsai, W C.,  and Tai (2003). Perceived inlportance as a mediator of the relationship 
between training assignment and training motivation. Per.sotml He\-iew,, 3 1 (2), 
151-163 

UNFPA, 1989. Population Policies and Programmes; Lessons Learned from Two 
Decades of Experience. 

United Nations, 1993. Population and Development Planning 

University of Maryland Survey Research Center ( 1997) .JI1,VAnI Or;yntlrzdrorra/ ('lrn~n/e 
Srlr\leji Projecf 1290. Methods Group, Survey Research Center, (Jtir\ler:sr!y of 
Mn,:\l~~td ihlleyr /'ark, MD 

Vemic.J. (2007). Employee Training And Development and The Learning Organization. 
I.;cotion,i~:s otld i)ryn~nrrizo/lr,t, Vol. 4, No 2, 2007, pp. 209 - 2 16 

Vroom, V. H. (1964). Work and motivation. New York: Wiley 

Vroom, V H (1973), A New look at managerial decision making. O~;ynnrz~~/iotml 
I)yrmnlic.s, 69-70. 

Vroom, V.H., and Jago, A.G (2007), "The Role of the Situation in Leadership." Anlericcrri 
I'.syc~holo~,.i.s/, 62( 1 ), 1 7-24. 

Yang, B (2003). Toward a holistic theory of knowledge and adult learning. Ht~nlntl 
Re.sorlrce I)e\*elo/)metl/ Jie\~ic.\r~, 2, 1 0 6  1 29 

Yang, Wang and Drewry (2009). Does it matter where to conduct training' Accounting 
for cultural factors Mrlnlntl Re,sorlrce ~ntmngc.tr?err/ lie\,ie\br 19 (2009) 324-333 

Zakaria, N .  (2000). The ef'fects of cross-cultural training on the acculturation process of 
the global workforce. Iti/er.tia/iotml .Jor~rrrnl of Mntr/?o\i~cv., 2 1 , 492-5 1 0. 




