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ABSTRACT

The role of training for the improvement of employees’ skills and knowledge has long
been acknowledged. Employees who are exposed to effective training generally possess
the technical knowledge, skills and attitudes to carry out their tasks. In Saudi Arabia, the
government has been investing generously in training so as to enhance the employees’
knowledge and skills. However, the present human capital, particularly in the tertiary
institutions, falls way below expectations. The theoretical framework of this study was
developed based on past research and the underpinning theory of planned behavior and
social learning. This study examined the direct and indirect relationship between self-
efficacy, learning style and supervisor support on intention to transfer training and training
effectiveness among the managerial staff of the universities in Saudi Arabia. A total of
364 managerial staff representing six public universities in Saudi Arabia participated in the
study by completing the survey questionnaire. The Partial Least Squares (PLS-SEM)
approach was utilized to test the hypotheses. The results for the direct relationships
between the independent variables (self-efficacy, learning style, supervisor support) and
the dependent variable (training effectiveness) show that only learning style directly
influences training effectiveness. At the same time, it was found that all the independent
variables significantly influence the mediator, that is, intention to transfer training.
Regarding the indirect relations between the independent variables and the dependent
variable when the mediating variable was incorporated into the relationship, it was found
that intention to transfer training partially mediated the relationship between learning
style and training effectiveness but not self-efficacy and supervisor support. The
theoretical contributions, policy implications, limitations of the study and suggestions for

future research were discussed as well.

Keywords: training effectiveness, intention, self-efficacy, learning style, supervisor
support



ABSTRAK

Peranan latihan untuk meningkatkan kemahiran dan pengetahuan pekerja telah lama
diakui. Pekerja yang terdedah kepada latihan yang berkesan secara amnya memiliki
pengetahuan teknikal, kemahiran dan sikap untuk menjalankan tugas-tugas mereka. Di
Arab Saudi, kerajaan telah membuat pelaburan yang banyak dalam menyediakan latihan
bagi meningkatkan pengetahuan dan kemahiran pekerja mereka. Walau bagaimanapun,
modal insan ini terutamanya di institusi pengajian tinggi telah jatuh jauh di bawah
jangkaan yang sebenarnya. Rangka kerja teori kajian ini telah dibangunkan berdasarkan
kajian lepas yang bersandarkan kepada teori tingkah laku terancang dan teori
pembelajaran sosial. Kajian ini meneliti hubungan langsung dan tidak langsung di antara
kecekapan diri, gaya pembelajaran dan sokongan penyelia kepada niat untuk
memindahkan latihan dan keberkesanan latihan dalam kalangan kakitangan pengurusan
universiti di Arab Saudi. Seramai 364 kakitangan pengurusan mewakili enam universiti
awam di Arab Saudi telah mengambil bahagian dalam kajian ini dengan melengkapkan
borang soal selidik yang diberikan. Pendekatan PLS- SEM telah digunakan untuk
menguji hipotesis kajian. Keputusan bagi hubungan langsung antara pemboleh ubah
bebas (kecekapan diri, gaya pembelajaran, sokongan penyelia) dan pemboleh ubah
bersandar (keberkesanan latihan) menunjukkan hanya gaya pembelajaran secara langsung
mempengaruhi keberkesanan latihan. Pada masa yang sama, didapati bahawa semua
pemboleh ubah bebas secara signifikan mempengaruhi pemboleh ubah pengantara iaitu
niat untuk memindahkan latihan. Bagi hubungan tidak langsung di antara pemboleh ubah
bebas dan pemboleh ubah bersandar apabila pemboleh ubah pengantara dimasukkan
dalam hubungan itu, didapati bahawa niat untuk memindahkan latihan menjadi
pengantara sebahagian antara gaya pembelajaran dan keberkesanan latihan tetapi tidak
kepada kecekapan diri dan sokongan penyelia. Akhir sekali, sSumbangan teori, implikasi

dasar, batasan kajian dan cadangan untuk kajian akan datang turut dibincang.

Kata kunci: keberkesanan latihan, niat, ecekapan diri, gaya pembelajaran, sokongan
penyelia
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

This chapter discusses the background and the motivation that prompted for this study
starting with the issues related to the training effectiveness in Saudi public universities
then it presents the problem statement of the study, research objectives, research
questions, the scope of the research, the significance of the study, justification of the

study as well as the contributions of the study to the body of knowledge.

1.2 Background of the Study

Universities are currently facing severe challenges, nationally and internationally. This
phenomenon holds true not only in developed countries, but also in other parts of the
world. National and international competition in the university sector continues to grow,
while demands from stakeholders are increasing. At the same time, new management
strategies and transformation processes lead to significant changes in the job description
of university leadership, not limited to the university’s top management, but for deans of
faculties and head of department as well. Along with this newly broadened mandate,
responsibilities and excess demands of various stakeholders, university leaders/managers
at all levels of the hierarchy have to possess and update their skills and competencies to

meet the challenging demands of the present day learning environment.



Institutional managers at the rank of dean and head of department are the
Executive Head’s partners in ensuring that change happens. The institutional heads play
leadership role in managing the entire activities of the institutions and people in
transition. As their duties are described in details, all they need is to acquire tangible
competencies consisting of management skills such as team building and helping staff to
grow academically and professionally; basic calculation skills and a knowhow of
financial and cost issues; IT awareness; sensitivity to new progress in the external
environment, for example competitive threats; understanding clients; strategic awareness
of the institution’s position; understanding of how to use institutional decision making
processes in a collegial environment. In addition, they also have to be able to negotiate,

decide, coordinate and integrate as well as allocate scarce resources and manage crises.

To perform effectively, university managers require specific and appropriate
training courses that focus on the improvement of management skills of university staff.
In general, the current practice is that anyone who at a certain point in their careers
decides to take on management responsibilities have rarely been trained and developed
for their newly appointed positions. Thus, developing managerial staff, especially
through consistent training program that reflects the changing needs accordingly will help

to ensure that their skills continually reinforced and improved in the face of challenges.

The objective of training is considered to have failed if the workers are not able to
deliver their acquired knowledge, skills and attitude to the workplace and these new
abilities have contributed to the relevancy of organizational activities (Holton, 2005; Ford

& Weissnien, 1997). It then becomes a necessity for managers of human resources



development to concentrate on effective evaluation and assessment of training
effectiveness so as to ensure that it rewarding result should consistently improve working
conditions and worker efficiency. Training effectiveness is an extensive concept that
stems from social cognitive theory. It is described as an individual and situation process
that happens prior to, during and following the training. It is the process influencing the

possibility that training will be brought to the workplace (Kraiger et al., 1993).

In Saudi Arabia, human capital development is the central to the ongoing
proposed development plans and the achievement of the related capital’s development
goals. Over a span of many years, the Saudi government has stressed on human resource
development (HRD). Pioneering reports from Syneder (1963) showed that in the period
spanning from 1952-1953, Saudi Arabia has shown a dynamic increase in the number of
educational institutions and school registrations indicating greater government
commitment to human resource development. Quite recently, the Saudi government has
prioritized training and education programs (MoHE, 2013). In particular, the National
Commission for Accreditation and Assessment (2012) highlighted the standards for
quality assurance and accreditation of higher education institutions in the Kingdom.
According to the Commission, training programs are compulsory within the institution to
be provided new and present teaching staff with the inclusion of part time teachers and
non-teaching staff namely the managerial staff. Training for the non-teaching staff should
encapsulate acquisition and application of hard and soft-skill knowledge of their daily
tasks. Sufficient opportunities should be offered for additional development of the
teaching and managerial staff at the level of the profession and the academy, with special

attention provided for those facing challenges.



A model of training effectiveness recommends that comprehending individual and
situational variables would lead to the justification of why training succeeded or failed in
goal achievement. To clearly explain how training effectiveness is influenced by other
conceptual factors such as supervisor support, learning style, intending to transfer
training and self-efficacy, the present social cognitive theory and the theory of planned
behavior (TPB) to provide principle explanations that are useful in predicting why the
excessive investment channeled towards improving human resources has not yielded its
expectations. However, the study has shown that personal and environmental factors
pose serious barriers to a successful training program as well (Matheiu et al., 1993).
These factors were identified as dominant issues and conditions potentially influences the
application processes. Among the notable factors highlighted in previous literature
include supervisory attitudes, group norms, innovation-existing standard conflict and
operation procedure respectively (Vosburgh, 1986). At the individual level, these issues
include level of education, technical competence and professionalism (Scheirer, 1987),
absence of clarity concerning organizational innovation (McDonald, 1989), internal and

external incentives and individual attitude towards innovative application.

In Saudi Arabia, the present human capital, particularly in the tertiary institutions
falls below expectations (Osama et al., 2012). Based on the Ninth Five-Year Plan
explained by Osama et al. (2012), major spending of the government comprised of
investment in human resource development specifically for education and training, to
reinforce the Kingdom’s goal of developing a society that is knowledge-based. The
requirement to maximize appropriation of budget for the development of the Kingdom’s

human resources is consistent with the 2025 development plan. Accordingly, the Ministry



of Economy and Planning (2010) stated that the services sector, including education
sector are among the top sectors that are involved in the development of economic
diversification during the strategy period. This is important to bridge the gap of
international progress in communications and IT which has been integrated into the
Kingdom’s service sector. The role of the present upgrade of the scientific cadres
innovative skills in the Kingdom and the enhancement will significantly of improving the
Kingdom’s geographic position in offering services that positively contributes to
international trade and capital flows through international markets (Ministry of Economy

and Planning, 2010).

From the above statement of the Ministry, it is evident that increasing Saudi
government spending appropriated for the development of personal skills indicates that
more attention is drawn to training and skill acquisition of employees. Specifically, a
more detailed clarification is needed to justify the shortcomings of training transfer in the
Kingdom indicated by the poor management capability over significant money spent. To
thoroughly examine the causes behind the inability to transfer training, performance, the

training program has to be evaluated (Huang, 2001).

There are training evaluation frameworks that stand out regardless of the fact that
training evaluation encompasses both objective and subjective measures (Cohen, 2005;
Kirkpatrick, 1998). However, most institutions and organizations have not examined
these measures in their evaluation of training programs. Huang (2001) stated that
institutions evaluating training programs have more chances of finding a higher level of

effectiveness of the training as there appears to be a significant link between training



evaluation and training effectiveness. In addition, regardless of the requirement to link
training, training evaluation and training effectiveness, it is notable that some institutions
doubt as to the way training evaluation could reinforce the transfer of employees training
in the workplace (Cheng, 2001). The training and development process effectiveness is
gauged through the employees’ ability to transfer new knowledge, skills and behavior

required for effective job performance in the organization (Noe, 1986).

A case in point would be Saudi Arabia’s administrative service; reports show that
the government is extensively attempting to develop employees’ skill by providing
training programs for them, but the issue lies in the under-examination of these programs
(Aldolaimi, 2006). Through the evaluation of the efforts exerted by the Institute of Public
Administration (IPA) in a case study, Al-Ammar (1986) revealed that the only way to
evaluate in-service training programs is through the observation and opinions of
employees reflecting their perceptions of the program and its module. Additionally, the
current method to evaluate training focuses on employee-trainee as the analysis unit and
the evaluation interest is confined to events taking place in the training environment.
According to Carr and Claxton (2002) this method undermines the question of whether or
not the behavioral changes gained through training are transferred to daily organizational

work tasks.

Effectiveness of training program can be described as comprising of getting and
transfer of training (Tracey, 2001) with the latter indicating training effectiveness
(Baldwin & Ford, 1988) which is reflected in behavioral changes in the workplace.

Training is not as valuable if it is not transformed into effectiveness by the transference



of behavioral changes (Goldstein & Ford, 2002; Kirkpatrick, 2007). Training
effectiveness gauges the level to which training, achieves what it is intended to — i.e.
enhance job effectiveness. In order to properly assess training effectiveness, variables
enhancing or inhibiting the achievement of goals should be understood. Several models
of training effectiveness were utilized to determine these factors and their effect on the
training goal (Mathieu et al., 1993). These models reveal the significance of both
individual and environmental variables in the transference of training. In the meantime,
organized training program may not be effective if variables (individual and

environmental) offset processes of learning and transfer.

1.3 Problem Statement

The pressing need for a thorough evaluation of training effectiveness is on increases
owing to huge investments made by the Saudi Arabia government towards the
development of human resource with marginal payoff. In response to the ineffective
management, many questions have raised to justify the contribution of significant
investments made towards national development, especially in the educational sector
(Aldolaimi, 2006; Al-Otaibi, 2008; Al-Qahtani, 2011; Collins & Kim, 2010; Huang,
2001; Cheng, 2001). In the context of the KSA, training effectiveness among the
management staff in the tertiary institutions falls below expectations (Osama et al., 2012)
despite huge amount of money spent yearly on training. Accordingly, the Ministry of
Economy and Planning (2010) stated that the services sector, including education is
likely to be the top sector involved in the course of economic diversification during the

strategy period owing to international development and globalization will be employed in



the Kingdom’s service sector. This role with the increasing, upgrading of the scientific
cadres innovative skills in the Kingdom and the enhancement will significantly of
improving the Kingdom’s geographic position in offering services that contributes to
international trade and capital flows through international markets (Ministry of Economy

and Planning 2010).

However, the evaluation of training effectiveness and transfer of knowledge
becomes a challenging issue as the organizations in Saudi Arabia are failing in meeting
with the global standard (Hesketh & Laidlaw, 2007). This is needed in the institutions of
higher learning because most institutions are operating based on the conventional
administration after various training programs. Therefore, if a change in administration in
all settings in Saudi Arabia is a necessity, employees must understand how acquired skills
and knowledge can be transferred to adopt modern technology in improving the service
provided by important sectors such as education. The employee's intention to transfer the
training skills could determine how knowledge is imparted to learners. Training transfer
is an important agenda in Saudi Arabia government plan according to the Ministry of
Economy and Planning (2010) because various administrative services are expected to be

used for economic diversification in the Kingdom’s service sector.

The problem of mastery and transfer of skills acquired to actual work
environments has not changed (Madhi & Barrientos, 2003; Ministry of Economy and
Planning, 2010). Based on the Ninth Five-Year Plan as explained by Osama et al.
(2012), the majority of the government spending is comprised of investment in human

resource development specifically for education and training, to reinforce the Kingdom’s



goal of developing a society that is knowledge-based. The requirement to maximize
appropriation of budget for the development of the Kingdom’s human resources is

consistent with the 2025 development plan

A study carried out by Maroun, Samman, Moujaes and Abouchakra (2003) has
shown that huge investment in education and training of staff in many developing
countries has not yielded the expected returns in terms of improving the workers'
effectiveness. Similarly, Kirwan and Birchall (2006) found that only around 10-20% of
return on investment is achieved in light of practical implementation of knowledge
gained during training on the actual job. Regardless of the extensive research dedicated to
the training-productivity increase relationship with the organization, evidence of training
evaluation effectiveness is still negligible (Al-Otaibi, 2008). This evidence has
encouraged several researchers to examine the training evaluation and its effectiveness.
Among them, Huang (2001) and Collins and Kim (2010) claimed that training programs
may be frequently conducted and replicated, but there is little effort given to the
evaluation of their effectiveness. Additionally, it was argued that carrying out frequent
training in the organization does not translate into effectiveness of staff as the

effectiveness of training can only be gauged through the success of the training program.

Inability of trained personnel to translate skills and knowledge acquired to
fulfilling practical task in the work environment poses a serious threat to organizational
goal and development, especially in the present technology based-society that requires
consistent update and modification. This necessitated for a research to understand the

mediating effect of training transfer on training effectiveness among the managerial staff



in the universities in Saudi Arabia. Study in this direction will provide detailed
information on the influences that constrains the transfer of knowledge and skills by
trained worker into the functioning system to improve the working conditions in terms of

efficiency and effectiveness.

Learning style is a key component of managing training transfer and remains a
key determinant of training effectiveness at all settings (Jaeger, Freeman & Whalen,
2007). Prior studies have shown that learning styles older people differs significantly
from the learning style younger adult (Littin, 2002). Although previous literature studies
have established a strong relationship between learning style and training effectiveness
(Marrison & Frick, 1994; Smith & Holliday, 1986), yet in KSA, the relationship effect of
learning style is not known among managerial staffs especially in the academic sector
which is central to government development plan and is of great interest. Shaver (1985),
found that learning style significantly increases skill acquisition and remains a strong
determinant of training effectiveness. Since learning styles are considered as a significant
factor of training effectiveness, it then implies that the findings of the present study will
strengthen the managerial staff in the academic sector by providing an in-depth
understanding of how learning style improves training effectiveness in the KSA

universities.

In addition, employee self-efficacy is an important factor that determines workers'
ability to complete a given task, yet nothing is known about self-efficacy among the
academic staff in Saudi Arabia. As far as training effectiveness is concerned, self-efficacy

plays a vital role in predicting the effectiveness of academic staff in transferring acquired

10



training skills in real life application, especially in the present days, when the government
of Saudi Arabia is committed to boosting the education sector. Abbitt and Klett (2007),
found that self-efficacy determine knowledge transfer effectiveness and asserted that the
integration of learning technology between pre-service educators relies on self-efficacy.
On the same hand, a study by Adlier (2012) found that self-efficacy is a necessity among
computer students in Turkey. In Saudi Arabia, Al-Saleh (2004) found that graduate
students require self-efficacy to assess electronic information. This is consistent with the
study of Albakhaity (2001) who found that self-efficacy is fundamental to improving the
use of internet in private organization across the Kingdom of Saudi Arabia in 2001. In
confining to the content of the present study, self-efficacy in prior studies have shown to
enhance raining effectiveness and will be validated using quantitative data in the present

study.

Numerous factors have been proposed to control training transfer in the work
environment. For instance, Van der Klink and Streuner (2002) claimed that attributes of a
trainee like self-efficacy, past experience with the task and work place features like
managerial support and workload are significant contributing factors towards the
improvement or the hindrance of training transfer (Rouiller & Goldestein, 1993). This is
consistent with the contention of several researchers (Baldwin & Ford, 1988; Elangovan
& Karakowsky, 1999) that supervisory support is one of the significant factors that
impact training transfer. Supervisor’s support is described as the level to which
supervisor’s behavior maximizes the employee’s use of knowledge, skill and attitude on
the actual job (Nijman, 2004). It can be categorized into many kinds, including emotional

and instrumental support. Other underlying factors include encouragement and assistance
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to the trainee in determining situations where one can employ new knowledge, skill and
attitude. Supervisors are believed to influence training transfer outcomes (directly or
indirectly) through motivating employees. Empirical findings concerning the relation
among the supervisor’s support and transfer outcomes have yet to generate a clear
relationship direction and extent. Supervisor’s support was also shown through empirical
findings as related to training effectiveness. Thus, the present study tries to investigate
the relation among the main factors determined to be of significant influence upon the
outcome of training transfer. It is interesting to note that the effect of supervisor’s support
on the outcomes of training transfer was examined by Facteau, Dobbins, Russell, Ladd
and Kudisch (1995) with the pre-training motivation and trainees’ transfer outcomes
considered as dependent variables. The study concluded that a positive relationship

existed among the supervisor’s support and training effectiveness.

To reiterate, as supervisor’s support is evidenced to have a positive influence on
learning, motivation, it is assumed that there may be a direct or indirect influence upon
training transfer. The present study examines both direct and indirect relation of
supervisor’s support upon training transfer outcomes. In addition to supervisor’s support,
goal orientation and self-efficacy (effective, skill-based and cognitive) are also reported
to affect training performance. Evidence points to the fact that these variables could be
critical motivational influences and possible leverage for the improvement of training
outcomes. Although there is increasing focus on training evaluation and its effectiveness,
the primary factor that influences the latter has been largely overlooked. As such the
present study aims to tackle these issues and to extend the body of literature concerning

training effectiveness and outcome.
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In addition, it is noted that this study is conducted in Saudi Arabia, where the
environment adheres to Islamic laws and principles within the Arab socio-cultural setting
which is substantially contrast with the Western environment addressed by prior studies.
This study also attempts to determine the challenges of training outcomes evaluation and
the factors determining the training effectiveness specific to the environment of Saudi
Arabia. However, the finding of the study can be replicated especially in an environment

where Islamic laws govern administrative services.

Therefore, the present study aims to address most of these ambiguities by
examining the influence of supervisor’s support, self-efficacy and learning style on
training effectiveness among Saudi Universities’ managerial staff whereby supervisor’s
support depicts the situational variables, self-efficacy and learning style depict employee

individual/personal variable respectively.

1.4 Justification of the Study

The Saudi Arabian government is convinced that enhancing human resource skills will
enhance human capital resources towards providing a sustainable economic growth and
job opportunities to accommodate the increasing population and the need to realize a
knowledge based economy. Accordingly, the government spends a high proportion of the
annual budget expenditure on human resource development. It is evident that such huge
investment of the country’s earnings is expected to generate returns in the form of high
quality, productive and competent workforce. Unfortunately, human capital competence

and quality of the present workforce, especially in the tertiary institution falls short of
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justifying significant investment by government towards the development of managerial

staff in the tertiary institutions in KSA.

Additionally, majority of Saudi institutions and organizations have yet to explore
several available evaluation options for the training effectiveness. According to Hunag
(2001), an institution that evaluates its training effectiveness tends to improve to a higher
level of effectiveness. Similarly, Aldolaini (2006) stated that the need to evaluate training
effectiveness in public institutions in Saudi Arabia should be based on observation of
participants. This led to the prior assumption in the present study that the low level of
training effectiveness in KSA organizations stems from poor level of evaluation of staff

training programs.

The transference of knowledge, skills and attitude acquired during the training
program on to actual job situations is crucial in order to consider the training program as
effective, efficient and capable of meeting the expected objectives of the investment.
However, prior studies were dedicated to examining the actual level to which an
individual worker transfers knowledge, skills and attitude obtained during training to the
actual work situations are still few. However, little evidence available reveals that
training transfer falls short of expectations particularly in light of the huge investment

spent for human resources development (Brinkerhoff & Gill, 1994).

Moreover, human resource development is rife with challenges, including
management’s failure to address training effectiveness, and to date, researchers have
failed to come up with an effective model to evaluate training programs that are relative

to training effectiveness. This is due to the fact that researchers often overlook the link

14



between individual factors and training effectiveness. However, in a broader context,
training effectiveness model should not only be confined to the training session but
should show the significance of individual and situational variables. This is necessary
because, a well conducted training may be ineffective if these variables offset the
learning and transfer processes. Previous literature studies depicted that past studies
consistently relates to age, education, cognitive ability, conscientiousness, emotional
stability, extraversion, peer support and other environmental factors, but explain few
individual differences as well as attention to goal orientation through self-efficacy has
been largely ignored (Kraiger & Ford, 2007; Colquitt, LePine and Noe 2000). Moreover,
several literatures have made use of the training effectiveness model to examine the
personal goal orientations impact on the well-funded public organized training program’s
outcome. As a consequence, ambiguities concerning the effect of these factors upon the
intention to transfer training (indicators of training effectiveness) existed. Therefore, in
providing definitive direction that focuses on addressing the ambiguities associated with
examining the influence of supervisor’s support, self-efficacy and learning style on
training effectiveness among managerial staff in Saudi Arabia Universities. Therefore,
supervisor’s support is conceptualized to depict the situational variables, self-efficacy and

learning style depict employee individual/personal variable respectively.

1.5 Research Questions

For the purpose of addressing the issues and inconsistencies of prior research, the current

research tries to find answers of the following research questions;
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10.

What is the influence of intention to transfer training on training effectiveness
among managerial staff in Saudi Arabian Universities?

What is the influence of learning style on intention to transfer training among
managerial staff in Saudi Arabian Universities?

What is the influence of learning style on training effectiveness among
managerial staff in Saudi Arabian Universities?

What is the influence of self-efficacy on intention to transfer training among
managerial staff in Saudi Arabian Universities?

What is the influence of self-efficacy on training effectiveness among managerial
staff in Saudi Arabian Universities?

What is the influence of supervisor support on intention to transfer training among
managerial staff in Saudi Arabian Universities?

What is the influence of supervisor support on training effectiveness among
managerial staff in Saudi Arabian Universities?

What is the mediating effect of intention to transfer training on the relationship
between supervisor support and training effectiveness among managerial staff in
Saudi Arabian Universities?

What is the mediating effect of intention to transfer training on the relationship
between learning style and training effectiveness among managerial staff in Saudi
Arabian Universities?

What is the mediating effect of intention to transfer training on the relationship
between self-efficacy and training effectiveness among managerial staff in Saudi

Arabian Universities?
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1.6 Objectives of the Study

The primary objectives of the present study are as follows;

1. To identify the extent to which the intention to transfer training influences the
training effectiveness in Saudi Arabian Universities’ managerial staff.

2. To determine the degree to which the learning style influences the intention to
transfer training in Saudi Arabian Universities’ managerial staff.

3. To examine the extent to which the learning style influences the training
effectiveness in Saudi Arabian Universities’ managerial staff.

4. To examine the degree to which self-efficacy influences the intention to transfer
training in Saudi Arabian Universities’ managerial staff.

5. To study the degree to which self-efficacy influences the training effectiveness in
Saudi Arabian Universities’ managerial staff.

6. To study the degree to which supervisor support influences the intention to
transfer training in Saudi Arabian Universities’ managerial staff.

7. To examine the extent to which supervisor support influences the training
effectiveness in Saudi Arabian Universities’ managerial staff.

8. To explore if intention to transfer training mediates the association between
supervisor support and training effectiveness in Saudi Arabian Universities’
managerial staff.

9. To investigate whether intention to transfer training mediates the association
among learning style and training effectiveness in Saudi Arabian Universities’

managerial staff.
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10. To explore if intention to transfer training mediates the link between self-efficacy

and training effectiveness in Saudi Arabian Universities’ managerial staff.

1.7 Scope of the Study

Noe (2002) stated that the effective implementation of training and development results
in behavior change, job performance and productivity. Similarly, Hunt and Hunt (2004)
claimed that despite the short duration of training, its effective employment could result

in attitude change and the consequent transfer of such an attitude.

In addition, learning style, self-efficacy and belief were examined to determine
their influence or lack thereof upon training effectiveness. Also, perceived superior
support was examined to highlight whether the presence or absence of such support

allows staff to transfer skills obtained from training.

This study is confined to the managerial staff in the public universities in Saudi
Arabia. These high ranking staffs are the ones who make critical decisions daily while
running their respective faculties. Study participants are all the individuals of the targeted
sample who participated in providing their opinions of their training, its relevance to
them, and their motivation in training and the consequent transfer of the acquired job
skills in a practical work environment. As the participants are all high ranking staff, the
present study is developed towards the application of specific concepts and decision

making skills training that the staff received in prior years.

In particular, the study participants comprise of Senior government officers in

Saudi Arabian universities, including Dean, Deputy-Dean, Head of Department, Deputy-
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Head of Department, Director and Deputy- Director. The reason behind selecting public
universities lies in the fact that the Saudi Arabian government is increasingly convinced
of the requirement of determining training effectiveness to achieve and maintain a high

human capital profile for the country’s progress and development.

1.8 Significance of the Study

1.8.1 Methodological Significance

Majority of prior studies concentrated on determining whether any relationship exists
between several individuals and organizational factors and training effectiveness (Cheng,
2001; Karuppaiya, 1996; Roberson & Huang, 2001; Tracey & Tews, 1995; Warr &
Bunce, 1995). Despite the fact that some researchers such as Brown and McCracken
(2009), Hunt and Hunt (2004), and Van Eerde (2003) made use of experimental designs
in their evaluation of training effectiveness, according to Frese et al. (2003), an
experimental design having only a single control group may be insufficient to determine
if the behavior change is attributed directly to training and to obtain the Hawthorn effect
of repetitive testing. Frese Brodbeck, Heinbokel, Mooser, Schleiffenbaum and Thiemann
(2003) therefore recommended that more control groups are used to minimize or decrease
the Hawthorn effect attributed to experimental designs. The above recommendation
shows that experimental designs have their own issues when used to evaluate training
effectiveness and hence the present study attempts to minimize these issues through the
use quantitative research method based on the survey questionnaire. An array of data
obtained using a survey will be sufficient to statistically analyze the factors that constrain

training transfer capability of administrative staff in the Saudi Arabia education system.
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1.8.2 Theoretical Significance

It is evident from the prior sections, and introductory discussions provided in this chapter
that most research were conducted in the West. However, the present research works
focus on training effectiveness in the Middle-East, specifically in Saudi Arabia and
research available in the context of the present work is scanty and reflects poor
performance of human management. Hence, the present study’s main contribution is the
unraveling and an examination of the issues of variables relating to training effectiveness
in the context of Saudi Arabia. Additionally, the findings of this study contribute not only
to providing in-depth information about managerial staff in the universities in KSA but
also can be replicated to the higher institutions in the Arab world to improve managerial
practices in the education sector. Besides the findings of this study adds substantial

information to the body of knowledge specifically about Saudi Arabia.

Extending this contribution to training effective literature, this study focuses on
the managerial staff in the universities’ and thus affords the opportunity to be replicated
in other academic institutions globally depicting how conceptual training skills of staff
are acquired and transferred in the higher institutions of learning in any country. This will
in turn improve the training effectiveness in the educational sector as well as the entire
government establishment since the training are conducted primarily to improve worker

effectiveness and to contribute to national development.
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1.8.3 Practical Significance

In practice, training practitioners can immensely benefit from the present study findings
along with educational consultants. More importantly, actions taken in light of the study
findings may lead to the improvement of the present state of training evaluation’s
effectiveness. The present study may lead to the improvement of training through the
extension of training activities towards the practical application in the environment of

trainee work.

1.9 Definitions of Key Terms

The main concepts and terminologies of the present study are defined in the following

paragraphs;

Training transfer intention: is the willingness as well a sense of responsibility to
implement the skills learnt in training to the work environment (Foxon, 1993). Training
transfer intentions are an important characteristic of trainee in the training transfer
studies. This literature defines the participants’ training transfer intentions right after the
training. There are less chances of transferring skills after training if the trainees’

intentions are low.

Supervisor’s Support: is defined as the supervisor’s attitude towards the employees,
which indirectly translates into norms existing in the work environment. This includes
motivation norms linked to staffing, development norms and perceptions of transfer
environment. It is the confidence shown by supervisors in trainees immediately after

training, which makes individuals comfortable in performing trained skills. The
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participants’ perception of their supervisor’s support was measured after training in their

previous training programs, as well as in the work environment.

Self-efficacy: entails the judgment and confidence of a person about his/her own ability
to perform a particular task and it is not considered as evaluative in a sense that a person
having low self-efficacy could still be a productive one (Gist & Mitchell, 1992). This
definition is preferred as it considers self-efficacy from the viewpoint of performance of
specific skills and stresses on one’s belief about his or her ability to perform. Besides
this, self-efficacy regarding training is described as the trainee’s evaluation about his/her
performance to successfully perform in the training environment (Guthrie & Schwoerer,

1994).

Learning Style: is adopted to reflect a concern with the application of cognitive style in a
learning situation (Riding & Cheema. 1991). Also are the ways in which individuals
characteristically approach different learning tasks (Hartley, 1998). For the purpose of
this study learning style is conceived as the approach of managerial staff of acquiring and

processing information to achieve the goal of the university.

Training Effectiveness: is described as a measure changes that can be observed in
knowledge, skills, and attitude following training and the ability of the trainee to transfer
the said skills and attitudinal changes towards the actual job (Bramley, 1996). The
definition relevant to current research suggested by Broad and Newstrom (2001) is as the
research attempts to measure the effective and ongoing application of trainees’

knowledge and skills obtained from training to their jobs. This definition states that
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training effectiveness is the affective and continuing application by trainees, the

knowledge and skills gained in training, both onjob and off job.

Managerial staff: in this study are employees in university who usually involve in
executive and management functions in university. They are also charged with the
responsibility of directing the management policies and practices in their respective
faculty or departments. These set of staff also involve in formulating and implementing
management decisions, employer policies and other management responsibilities beyond

discharging their daily routine duties.

Training Evaluation: is an organized process of data and information collection to
evaluate training effectiveness (Goldstein & Ford, 2002). Goldstein and Ford’s (2002)
generic definition is adopted in this study although Kirkpatrick’s (1998) four levels of

evaluation is the actual evaluation model used.
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1.10 Organization of Thesis

Chapter One: Introduction

(Describes the study context, problems and objectives)

Chapter Two: Literature Chapter Three:
Review (Provides reviews of <:> Methodology (Describes
related studies to support steps to achieve the
the present study) research goal)

Chapter Four: Results of the Study (Reported statistical analysis of the quantitative
data that was used to validate the study)

Chapter Five: Discussions, Recommendations, and Conclusions

Figure 1.1
Organization of Thesis
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter provides a review of prior studies and works relevant to the study objectives.
Many studies addressing diverse fields can be found in the literature of training and
training effectiveness. On the other hand, this study primarily focuses on training
effectiveness and its evaluation along with factors that may influence it. This includes
some training program main elements like training delivery and its management and
some other concepts that are assumed to influence training effectiveness including
supervisor support, self-efficacy and learning styles. Finally, intention to transfer training
is justified as a mediating variable in light of factors of training effectiveness. The aim of
this chapter focuses on providing a review of previous related literature studies to support

the present study.

2.2 Training, Training Objective and Training Evaluation

2.2.1 Training

Levy (2005) described training as something that is expected to be integrated into every
management’s mindset. As organizations evolve and develop, training becomes more
important now more than ever before. Employees should adapt to the dynamic changes
characterized in the environment and they should be capable of maintaining and updating

their capabilities. Along the same lines, management should also receive training and
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development to improve their leadership skills and abilities. In many situations,
employers have reported that effective training generates productivity advantages that
more than make up for the training costs. Accordingly, training can be termed as the
systematic development of attitude, knowledge, skills and patterns of behavior needed by
an individual to sufficiently accomplish a task. In the context of work environment,
training is provided to develop the employees’ abilities and to meet present and future
manpower requirements in the organization. A more generic definition of training was
provided by Goldstein (1986) as a systematic acquisition of skills, rules, concept or
attitude the leads to enhanced performance in another environment. Turell (1980) on the
other hand, claimed that training occurs when an individual is able to do something
which he was unable to do prior to it. Nevertheless, in the current society characterized
by information technology, Morgan (1988) recommended that management should look
for ways to develop and mobilize employees’ intelligence, knowledge and creative
potentials to every organizational level until they are skillful in placing effective people
in main positions and in developing their optimum potential. Training therefore becomes
increasingly significant to an employee who is motivated to learn how to be intelligent,

flexible and adaptive.

2.2.2 Training Objectives

Robert and John (2004) claimed that training objectives and priorities must be laid down
through a gap analysis that reveals the distance of where the organization is with regards
to its employees compared to where it should be. This gap is hence filled with both

training objectives and priorities where training is provided to enhance knowledge and
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skills and to improve attitudes of employees. Accordingly, training objectives and

priorities can be divided into three types;

Knowledge — provide cognitive information along with details to trainees.

Skill — developmental changes in behavior as to the way jobs and tasks are performed.

Attitude — create interest in and be aware of the training significance.

2.2.3 Training Evaluation

It is challenging to identify suitable indicators for training effectiveness, particularly
when evaluating effectiveness criteria are ambiguous. Training evaluation has become a
crucial aspect of the training program of the organization in recent years. These
organizations are responsible for what employees learn and for making sure that
employees transfer knowledge gained to their actual work tasks. Training evaluation was
argued by Billets (1989) to involve mutual analysis of success and failure and the
determination of each with the intent to improve skills and knowledge continuously in an
effort to achieve work proficiency. Some researchers employed one of the popular
organizational training evaluation frameworks proposed by Kirkpatrick, referred to as
Kirkpatrick’s four level models of training criteria comprising of reaction, learning,
behavior and results (Praslova, 2010). Another study by Seyler, Holton, Bates, Burnett
and Carvalho (1998) listed personal or general attitude, situational specific attitude,
reactions and work environment as factors that influence training transfer. On the other
hand, Bhatti and Kaur (2010) concluded that the twin factors that influence employee

performance, self-efficacy are perceive content validity of training and positive trainee
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reaction and Jones (2008) found pre-training levels of trainees to have a key role in

training and post-training principles.

Moreover, Petty and Zulauf (2007) stated that organizational support, supervisory
support, motivation, and self-efficacy significantly affects training transfer while Ismail,
Ghani and Krishnan (2011) claimed that learning goal orientation significantly predicted
learning motivation and training transfer. Meanwhile, attitudes towards work and
confidence significantly impact the abilities and inclination of trainees to transfer
knowledge in training to the work place (Mae and Wilkinso 2006). In addition, learning
motivation and pre-training intervention affects training effectiveness (Weiss et al.,

2010).

It can be summarized from the above discussed literature that self-efficacy, pre-
training knowledge, attitude to change and support from supervisor are critical factors for
training effectiveness and transfer. It is notable that the research gap lies in the oversight

of examining supervisor support, self-efficacy, and learning style.

With regards to organizational environment, it can affect the implementation
process through factors including; dynamics to adopt innovation, principle and existing
organizational conditions, managerial commitment, sufficiency and availability of
resources (McDonald, 1989; Walsh, 1989; Cohen & Collins, 1976). Thus, in order to
counteract these deficiencies in training evaluation, it is important to evaluate training in
the context of the organization. In particular, innovation and changes in behavior within

an organization after the training program appears in five specific stages namely,
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adoption decision, resource phase assembly, role change, problems solving and finally

institution (Scherier, 1987).

Furthermore, trainee characteristics like self-efficacy, previous experience with
the task and characteristics of workplace including managerial support and workload
were revealed to significantly predict training effectiveness (Van der Klink & Streumer,
2002). Along a similar line of contention, Noe (1986) revealed that internal factors may
impact the outcome of employee training and these factors are the trainee’s cognitive
ability, self-efficacy and learning motivation; these influences the trainee’s ability to
relate the training to the actual job. He further added that external factors such as training
environmental design, the means of delivering the training content and technology use
also determine trainee’s outcome (Jacobs, 2003; Noe, 1986, 1999). This evidence has
encouraged researchers to examine the training process and procedures to determine

whether the variables significantly affect staff’s training effectiveness.

Moreover, program evaluation is a process that determines the trend and the
manner in which the programs objectives are determined (Ronsenfelf, 1999; Tyler, 1990).
More specifically, the effectiveness of the research program is determined through the
level of knowledge achievement, skills, participants’ attitudes, issues and modifications
that are reflected following the training program. Four elements of program effectiveness
requiring measurement were highlighted by Dessler (2001). These elements are
participants’ reactions to the course, learning, behavior and results. An evaluation is
conducted to determine the participants’ performance and the effectiveness of the

program implementation. Some of the most common evaluation tools used to measure

29



effectiveness are tested and examined, questionnaires, observation, interviews and
discussion. Mior (1991) stressed on the formalization and strengthening of the program

and the detection and evaluation of its outcome.

From the educational perspective, program evaluation is described as an
assessment of teaching training program; to determine whether or not it is effective. This
assessment is conducted by accomplishing the input and outcome goals (Tuckman,
1985). Similarly, Worthen and Sanders (1987) described the employment of such
evaluation by determining the standards for quality budgeting, standards that are relative
or obsolete, and relevant information. The evaluation of training effectiveness can be
carried out with the help of the employees’ application of knowledge or skill obtained to
the job situation which trainees’ are inclined to do upon returning to actual work
environment (Seyler et al., 1998). In other words, participation reaction is critical for
training effectiveness. The significance of knowledge gained about raining effectiveness
should be assessed through the specific interest of trainees’ participation in organizations
as the trainee’s interest is significant in the training transfer. Collecting information
concerning the training effectiveness effect is an issue that is worthy of measurement and
literature evidences attempts in secondary as well as tertiary education on gaining
training efficacy; for instance, Flecknoe (2002) highlighted the requirement of U.K.
Teacher Training Agency-funded courses provided for school teachers to explain the
effect upon pupils, and that reports of measurement of this effect is inconsistent, lacking
validity and reliability, burdensome, insufficiently promoting quality enhancement and

depict low valued currency (Graham, 1999).
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The trainee’s positive/negative reaction is observed in order to determine if
training obtained is transferred effectively to the work environment. Bhatti and Kaur
(2010) opined that the trainee’s positive reaction improves learning. They added that with
positive reaction from the trainee, higher level of learning and learning transfer to the
actual task is reflected. On the other hand, an adverse reaction reflects low degree of
interest in training activities, low level of learning in turn, lower degree of learning
transfer. From another perspective, Wang and Wang (2006) gauged participation reaction
through long and short term. They suggested a more pragmatic manner of reaction
evaluation through obtaining the feedback for the learner on his interest in, attention to
and motivation towards learning (Wang &Wang, 2006, cited by Bhatti & Kaur, 2010). In
other words, positive trainee reaction reflects satisfaction of learning needs and the rest of
the levels of evaluation such as learning, transfer and outcome would reveal a more
significant output. According to Bhatti and Kaur (2010), transfer can result in enhanced

performance in the organizational and individual level.

2.3 Purpose of Program Evaluation

Evaluation of the program highlights the achievement of objectives for the purpose of
decision making (Stufflebeam, Foley, Gephart, Guba, Hammond and Merriman, 1972) or
to see, hear, observe and document what is seen, heard, observed or achieved though the
action taken (Noor Azmi, 2003). In the program’s context, various evaluation aspects was
developed to gauge the impact as noted by Billets (1989) who stated that a detection

program or a program evaluation refers to a framework that collects and analyzes data on
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the entire events linked to the program implementation in an attempt to enhance

management.

Moreover, evaluation in the program’s context comprises of the curriculum
content and achievement of goals. From a philosophical perspective, focus is on the
individual behavior achievement whereas from the humanist perspective, focus is on

individual achievement in a planned circumstance (Ghazali, 2010).

2.4 Importance of Training Evaluation

Rae (2004) asserted that despite the fact that majority of organizations are not vigilant of
training contribution to the organizational performance, researchers still fail in
determining such validation and evaluation’s feasibility. According to Huang (2001), this
is because evaluation of training stresses frequently on the training quantity instead of
quality. In various training and development areas, management faces difficulty,
particularly in management level training or human relations training, where the
outcomes are not reflected quantitatively (Rae, 2004). Additionally, often times the
quality level standards are lacking compounded by the use of superficial scales to
quantify it. This in turn, results in the issue of validity and reliability of the measures of
training evaluation (Ling, 2007). Torrington and Hall (2000) summed up the issue by
concluding that despite the nebulous and unsatisfactory evaluation of training,
organizations are still required to show the value contributed by training to the

organization.
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It has however been noted by Philips (2003) that most human resource
development (HRD) specialists are still doubtful of evaluating training effectiveness and
this was attributed by Huang (2001) to the lack of measurement tool that is consistent and
effective. He added that there are not likely to have significant relationship among
training evaluation and training effectiveness although companies that conduct evaluation
of their training are usually determine higher degree of effectiveness from them.
Although there seems to be a contradictory argument, the difficulties and challenges that

companies face in evaluating training have been stressed on.

Training evaluation is significant in many ways which are primarily based on the
improvement of trainees’ performance, individual behaviors, attitudes and learning
achievement. It is also important as the organization may adjust its performance and
increase production through it. Nevertheless, for changes to take place in the trainee’s
behavior, time is of the essence (Endres & Kleiner, 2007) although its significance is no
doubt, critical to the outcome of training evaluation. Endres and Kleiner (2007)
emphasizes on interviews and observations as tools used in trainee’s behavioral change
evaluation to achieve organizational goals. In addition, behavioral change is an evident
effect of training evaluation. Moreover, evaluation of training is significant for the
achievement of organizational learning as it contributes to reaching the objectives of the
program and the readiness of the trainee to transfer training. Learning achievement is an
aspect requiring assessment to understand the trainee’s level of training for a certain

period with learning achievement as an added experience.
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Learning experience helps the trainee to acquire skills and knowledge and
facilitates the realization of attitudes and beliefs change (Seyler et al., 1998). It improves
the measurement of the trainee’s learned knowledge and his/her preparation. In a
program evaluation, Morrisey and Wellstead (1980) required the participants to list their
personal and professional objectives after the seminar was concluded. This feedback
improves the management of the program and certifies that the program contributes value
in the organization and achieves the management’s objectives for organizational

objectives.

2.5 Training Effectiveness

Frequent training does not necessarily translate to effective training. The effectiveness of
training can only be determined through evaluation. Researcher reveals that ‘effect’ and
‘effectiveness’ each reflect a different meaning and conceptual implications. According
to the National Institute of Public Administration (2000), research making use of the term
‘effect’ requires an experimental study as it measures and compares two separate

concepts.

As for effectiveness, Lunenburg and Ornstein, (2012) described it as the impact
that results in change stemming from objectives achievement for decision making.
Furthermore, White, Mayne and Everton, (1990) described effectiveness as quality
reference — an expended effort of mind to modify experience while Chang (1996), defines
it as an element with criteria that is measurable from the achievement and quality aspects.

Similarly, Ling (2007) described effectiveness as to the degree that students are able to
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achieve program objectives reflected from the grade obtained and the productions that is

consistent with planning.

In Jordan, a study by Magableh, Kharabsheh and Al-Zubi (2011) depicted that
training effectiveness among managers of small and medium organization have been
greatly influence by the characteristic of the trainees such as age, experience, education,
perceptions, awareness and skills. In Saudi Arabia, analysis of the results of studies
compiled by Elnaga and Imran (2013) concluded that managers does not appreciate and
understand the significance of training and how its influence on employee performance in
a good way, rather they think that it is uneconomical for the company. Thus, training
effectiveness is problem attributed to low performing employees. The findings also
revealed that poor performance is the result of lack of knowledge and proper skills, which

could be improved by training.

Moreover, Ahmad and Bakar (2003), reached at the conclusion that greater
employee commitment is obtained if training successfully attain their learning outcomes
and improves the performance on individual as well as organizational level. More so,
investigation on training evaluation from different institutions in Saudi Arabia revealed
that skills, knowledge and other technical know-how received by the employee during
training did not have any significant improvement on company performance (Mansour
2013). It then implies that the findings of the present could only bring changes to the
entire education sector of Saudi Arabia if the higher institutions are directed to implement

it.
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A study conducted by Shiryan, She and Stewart (2012) also revealed the
employee training effectiveness is a problem widely reported in Saudi Arabia's SMEs,
especially among numerous small firms. Shiryan et al. (2012), further explain that the
managers who did not have the chance to get sufficient management training to master
the mandatory skills and rather prefer to follow conventional management approach.
They concluded that managers working in such firms need to upgrade their skills in team
leadership, finance, marketing and administration, even though very limited research has

been conducted on the issue.

The main criterion of training effectiveness is learning transfer which results in
improved employee and organizational performance. Accordingly, Baldwin and Ford’s
(1988) study attempted to investigate the training design, trainee and work environment’s
effects upon the transfer condition as a manner of advancing the system of learning
transfer. Despite the other outcomes role in the effectiveness of training, including trainee
reaction and learning level, training transfer is what facilitates organization goal
achievement. Other authors with the inclusion of Gist, Stevens and Bavetta, (1991),
Tracey, (2001), and Libermann and Hoffmann (2008) also reported factors impacting
training outcomes. In the present study, training transfer is utilized to indicate training

effectiveness.

Moreover, the influence of the above factors upon training transfer does not occur
in isolation as evidenced by literature studies. Consequently, researchers have proposed

various evaluation models for training outcomes measurement. Kirkpatrick’s model is
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among the widely acknowledged model (Al-Eisa, Furayyan and Alhemoud, 2009). The

model’s four levels are explained in the Table 2.1.

Table 2.1
Kirkpatrick's Training Evaluation Model - The Four Levels Of Learning Evaluation

is the effect on the
business or
environment by
the trainee.

already in place via
normal management
systems and
reporting - the
challenge is to relate
to the trainee.

Level  Evaluation Evaluation Examples of Relevance and
type (whatis  description and evaluation tools practicability
measured) characteristics and methods

1 Reaction Reaction 'Happy sheets’, Quick and very easy
evaluation is the feedback forms. to obtain.
way the delegates
felt about the Verbal reaction, Not expensive to
training or post-training gather or to analyze.
learning surveys or
experience. questionnaires.

2 Learning Learning Typically Relatively simple to
evaluation is the assessments or tests  set up; clear-cut for
measurement of start and end of the  quantifiable skills.
the increase in training. Interview
knowledge - or observation can Less easy for
before and after. also be used. complex learning.

3 Behavior Behavior Observation and Measurement of
evaluation is the interview over time  behavior change
extent of applied are required to typically requires
learning back on assess change, cooperation and skill
the job - relevance of change, of line-managers.
implementation. and sustainability of

change.
4 Results Results evaluation ~ Measures are Individually not

difficult; unlike whole
organization.

Process must allocate
clear accountabilities.

Kirkpatrick’s model was extended by Alliger, Tannenbaum, Bennett, Traver and

Shotland, (1997) and the latter categorized the reaction outcomes into two reactions

namely utility reaction and affective reaction. An extension evaluation model by



Kirkpatrick particularly the after-training phase and the evaluation of training
effectiveness is divided into four stages by Chiaburu and Marinova (2005); post-training
declarative knowledge, training transfer, training generalization and training maintenance

strategy.

It is however notable that literature concerning training effectiveness, both in light
of training and learning, has failed to provide a consensus on a theory supporting it.
According to Brown and McCracken (2009), of the various training content, only a small
portion is transferred by the trainee to the actual workplace. Compounding the
investigation further is the fact that the determination of many factors that influence
training, researchers have still not come up with a theory of training transfer. Ford (2009)
stressed on the mere 20% learned skills transferred by trainees to the work setting. Bhatti
and Kaur (2010) concluded that the establishment of standard training transfer theory is
still a challenge despite the various highlighted factors. Meanwhile, Kauffeld, Lehmann
and Willenbrock, (2010) contended that in practice as well as in research, transfer is

overlooked.

Significant advantages may be reaped by an organization if only employees are
capable of transferring training to work settings (Grossman & Salas, 2010). Prior
literature identified factors related to training transfer with learning style among the
uncommon factors. Research reveal that self-efficacy (Chiaburu & Marinova, 2005; Saks,
2002; Ford and Schmidt, 1998; Kirwan & Birchall, 2006; Latham & Frayne, 1989; Saks,
1995; Mathieu, Tannenbaum, Scott and Salas, 1992; Tannenbaum, Mathieu, Salas and

Cannon-Bowers, 1991; Velada, Caetano, Michel, Lyons and Kavanagh, 2007), support
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from supervisor (Karuppaiya, 1996) both affect training transfer while employee

background has not been explored in terms of experience and age.

According to Arthur, Bennett, Edens and Bell, (2003), the effectiveness of
training in terms of employees' reaction is not an indicative of learning criteria,
behavioural criteria and results criteria identified by Kirkpatrick. Alliger, Tannenbaum,
Bennett, Traver and Shotland, (1997) in their study showed that mere reaction measure
have a limited influence as indicator of training effectiveness. The result further indicates
the lack of strong connection or relationship between employees’ reaction during training
and the other levels of training evaluation. Although, reaction to training measure has
been the widely used criteria adopted by many organization (Alliger et a,1 1997), but the
fact remain that training effectiveness goes beyond mere reaction. Their willingness and
intention that can actually trigger employee to transfer skills acquired during training to

actual work.

In the findings of Morgan and Casper (2000), trainee reactions were favored. This
however is based on the condition that the participants’ reaction forms must be well
developed. This finding did not provide enough evidence on how the reaction form
should be develop. Relying on Morgan and Casper results only might provide a
superficial effectiveness of training because the actual effectiveness training is still not
known. Therefore, is very germane to further explore other model and variables that can
as well measure of training effectiveness. Training transfer, as well as the intention to
transfer the training is very important. Better still, self-efficacy, learning style and

supervisors' support are pertinent variables to training effectiveness (Rowold, 2007).
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Other authors have argued that training effectiveness could be measured using
organizational commitment. The argument was based on the behavioral dimension in
which employee investment of time, friendship and pension from the cardinal point. That
is, all the investment of employee will result in essential profit, which employee would be
willing to forfeit. This will in the long run make training to more effectively since the
trainees are aware of what is at stake. This view of training effectiveness contradicts
Curtis and Wright, (2001) who identified employee commitment to organization as an
attachment to work itself. Looking at these two conflicting viewpoints, training
effectiveness seems to be viewed by both sides as an external or extrinsic measure.
However, if training effectiveness in premised on these assumptions, it will be highly
difficult to measure or determine as there will complexities in terms of what is expected
after training loyalty towards one job or organization. The present study, took an
opposing view. Training effectiveness is not a predetermine concept, rather, it is an

outcome of training which reflect in employee transfer of the acquired skills in to job.

Organizational outcomes and performance rest on Manager who steer the affairs
of organizations (Burns, 1978; Bass, 1985; Fuller, Patterson, Hester and Stringer, 1996;
Bono and Judge, 2003). Due to rapid and unavoidable changes global economy
precipitated by ever-advanced technology, it is imperative to consider training for both
managers and employees. Training as a process through which knowledge, skills, and

competencies are acquired is among the important HR tasks in organizations.

Each year globally a huge amount is consumed on arrangement of training

programs. So, it has become really important to evaluate and assess the effectiveness of

40



the training programs in order to justify the budget (Bedingham, 1997). Unfortunately,
most of these trainings are not that effective due to some factors that are responsible.
Paradise (2007) revealed that a report from the American Society for Training and
Development (ASTD) indicates that more than $126 billion are spent on an annual basis
on employee training and development by the American organizations. In some sectors
researches have been done and their results indicated that the transfer of training to the
workplace is not high and that many of the skills learned in training are never applied;

therefore, training loses efficacy (Pineda, Moreno and Belvis, 2007).

Saks and Belcourt (2006) observed that training professionals from 150
organizations reported that 62, 44, and 34 per cent of employees implement training
material on the job right away, six months, and one year after training respectively.
Average of the values makes it to 47 per cent (p. 629). The fact that only 50 per cent of
the new learned skills are transferred to the workplace means that training becomes
somehow less meaningful. Studies show around 15 per cent of what is learnt by the
employee in a classroom actually translates into improved job performance. Current
research is poised to evaluate training effectiveness because the importance of training in

the organizations cannot be overemphasized.

Considering this, Buckley (2007) are of the opinion that training is of benefit to
both individuals and organizations. Herero, Moreno and Xavier, (2011) observed that
organizations regarded training as beneficial and in this case, models through which
training will be transferred should be put in place in order to enhance training

effectiveness.
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2.6 Training and its Benefits

Training implies the development of the knowledge and skills of an individual and/or
team in the organizations through systematic means in order to enhance organizational
effectiveness (Goldstein & Ford 2002). While exploring training in connection with Alam
and Muzahid (2006) observed that training, in the Islamic viewpoint, has to do with the

betterment of spiritual and human virtues.

Shariati, (1979) puts it in the following way:

Islam, surely describes condition of a human lies between two extremes,
perfection which demands continuous efforts to get closer to God by following His orders
and lowliness which is revealed the origin of mankind is clay. In fact, the human is in a
constant state of flux either toward the spirit of God, which is marked by perfection and
infinite exaltation or are pulled down to the abode of stagnation, immobility and

lowliness.

The inner tension that link perfection and lowliness, training and development is
an important aspect in Islam as it provides room for the intellectual, ethical, spiritual,
physical (Hashim, 2010) and emotional (Husain & Ashraf, 1979) development and
growth of the human being. It focuses on enhancing employees’ knowledge and skills

holistically apart from the rank or scale they fall in their organizations.

Training is of benefits in a number of ways. Aguinis (2009) opined that that

training activities have an influence on individuals and teams in different forms like
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attitudes, motivation, and empowerment. Technical and non-technical training transfer is

believed to solve organizational and management problems (Bedingham, 1997).

Performance in the organizations can be geared up by training, this notion is held
by a number of researchers among whom are Hill and Lent (2006), Satterfield and
Hughes (2007), Kraiger (2002), Arthur et al. (2003). in their studies made it clear that
training showed an overall positive effect on job-related behaviors or performance. The
study on impact of training on job-related performance carried out by Arthur et al. (2003)
is a meta-analysis and therefore carries weight and is authentic Aguinis et al. (2008).
Evidently, behavior-modeling training to improve computer skills and resounding success

was made in the two experiments carried out by the researchers.

2.7 Training Effectiveness: Theoretical and Conceptual Framework

Training is instrumental to high productivity, motivated workforce, higher workforce
flexibility, high quality product, cost-saving material and capital costs; this has been the
findings of the research carried out on 15 countries by the Organization for Economic
Cooperation and Development. However, about $5.6 billion to $16.8 billion is wasted
yearly on ineffective training programs and the scenario call for Return on Investment

(ROI) (Stetar, 2003).

Dolezalek (2009) mentioned that firms spend billions, especially the United Sates’
companies spent more than $50 billion every year on formal training but little is
achieved. Velda and Caetano (2007) posited that this is due to lack of retention of

information learnt from the training or lack of motivation to transfer information on the

43



part of employees. Money, time and other resources spent on training do not, in most
cases, return to organizations. Studies have put it that normally, almost 40 percent of
training content is transferred immediately after the training, 25 percent is retained after
six months and later it is reduced to only 15 percent after a year (Baldwin & Ford, 1988;
Wexley & Latham, 2002). In a bid to avert such occurrences, some employers get the
chance to attend training to learn additional skills and maintain latest job-related
competencies (Velada &Caetano, 2007) that result into behavioral change (Weiss, 1998)
and also allows them to transfer their gained knowledge relevant to their workwith the
intention of making job performance better with the time (Noe and Schmitt, 2006).
Studies have shown that there has been a focus by researchers and practitioners on the
transfer of training process. Conceptual frameworks were created in order to decipher this
complicated task (Baldwin & Ford, 1988; Holton, 1996, 2005; Kavanagh, 1998; Tracey
et al., 1995). Baldwin and Ford (1988) and Holton (1996, 2005) presented a framework
with three main determinants of training transfer: Training design or enabling factors;

individual factors or trainee characteristics; and work environment or transfer climate.

2.8 Evaluation of Training Effectiveness

During 1950s, sales managers and sales trainers realized that training assessment is very
important but on the other hand they could not figure out the steps and procedures to be
followed in order to do training assessment. In order to overcome this problem lacuna,
Kirkpatrick (1959a; 1959b; 1960a; 19560b) developed a model that suggests four training
evaluation steps: Reaction; Learning; Behavior; and Results. These four evaluation steps

go from the least to the most complex to achieve (Honeycutt & Stevenson, 1989).
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As the Kirkpatrick’s model has been developed, many useful training evaluation
models have been presented. A few among myriad articles relevant to sales training
describes the method of empirical evaluation of a sales training program (e.g. Honeycutt
& Ford, 2001). Existing research believes more work should be done in order to
empirically evaluate sales training effectiveness at the higher assessment levels. As a
result, this study empirically reviews Kirkpatrick’s third (behavior) and fourth (results)

stages of training using self- and supervisor-evaluations.

Interactive evaluative level sales training evaluation is an organized collection of
information which is needed to verify the effectiveness of sales training activities and the
outcomes of those actions. The first two training levels — reaction and knowledge — both
have been criticized (Summy, 2007). The reaction ratings that evaluate trainee
satisfaction or perceptions relevant to training programs depends on instructor personality
or skewed by learning environments that are not in the instructor’s control. Reaction or
“happiness sheets” have been considered completely worthless (Broadwell, 1989). In the
same way, for knowledge or level two, trainees can learn sales principles and techniques,
but be unable or unwilling to employ them on the job. For instance, buyer-seller
simulations employed to teach sales skills are often taught in a sterile classroom setting.
Accordingly, it is advised to utilize higher-level measures (Summy, 2007) to observe
trainee outcomes that verifies if the trainees are practically implementing the skills and
knowledge learnt in training (Kirkpatrick, 1960a). Level 3 measures individual job
behavior after receiving training and level 4 assesses individual and organizational results
as an outcome of salesperson knowledge being applied on-the-job. A study describes

(Tyler, 2002), that the reaction level can be determined by the companies usually (78
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percent), followed by learning (32 percent), behavior change (9 percent), and results

(ROI or financial value) (7 percent).

2.8.1 Measuring Behavior

Studying job behavior relevant to sales training is a relatively tough and slow assessment
than measuring reaction and learning levels (Kirkpatrick, 1960a). Reaction and
knowledge can be “evaluated” simultaneously during or after the training program. Third
level or behavior demands: sufficient time for change(s) to occur; advanced experimental
design and analytics be employed; receiving 100 percent response rates or employing a
random sample; surveying and/or interviewing the trainees, their immediate supervisors,
their subordinates, their friends, and/or customers who regularly interact with the
salesperson; repeating the evaluation (s) when necessary; and comparing cost and

benefits (Kirkpatrick, 1994).

Some empirical studies (e.g., Leach & Liu, 2003; Jobber, Hooley and Shipley
1993; Ingram et al., 1992) suggest that managers think that qualitative measures present
insight into training effectiveness for levels three and four. Feasibly, managers accepts as
qualitative-oriented variables supply better information as positive behavior is the key to
success for a salesperson (Morris, LaForge and Allen 1994). Such as when organizations
control affiliation selling in the form of CRM pipeline analysis, behavioral variables
(sales call/proposals) are believed to be leading to outcome measures like sales revenue

(Tanner, Honeycutt and Erffmeyer 2009).
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2.8.2 Measuring Results

Measuring individual and organizational results available to sales training is highly
difficult evaluation level to reach (Summy, 2007; Honeycutt, 1996). Suggested objective
measures of training program effectiveness include sales per trainee or sales revenue to
quota per trainee (Phillips, 1991). Nonetheless, these measures are considered
unpredictable when sales territory changes, extraneous factors affect sales figures, or
collected data are irregular or seasonal. Moreover, performance assessment that is based
on a single output measure may not be enough for assessing the learning process (Rich,
Bommer, McKenzie, Podsakoff and Johnson 1999), that to some extent describe the
reason managers trust qualitative measures to assess the training’s impact (Kumpikaite,
2007). So far, three successful operational evaluations of sales training results have been
carried out. Meyer and Raich (1983) first included an experimental design that matched
14 retail stores into seven groups, on the basis of market type and locality. The average
sales commission was utilized as the evaluation criterion and employees who received
training earned a statistically higher commission rate and remained in their positions

longer.

Donald Kirkpatrick arranged the measurement of training effectiveness (value,
worth, and merit) into four levels. These levels are given below starting from the easiest
to measure (level 1) to the most difficult (level 4). Generally, levels are further
subdivided to measure a training course or program that will inform if the evidence of its

effectiveness is complete.

Level 1 — Measurement of trainees’ reactions to the training (feedback).

47



Level 2 — Measurement of learning gains, the knowledge and skills acquired.

Level 3 — Measurement of trainees’ behavior, the use of their new knowledge and skills

on the job.

Level 4 — Measurement of business results, the organization’s return on the training

investment.

Level 1 is dedicated to the collection of information with the help of
questionnaires handed over after a course or program or sent to trainees a short time later.
Level 2 is the steps where criterion-referenced tests are used to measure the knowledge
and skills acquired. Level 3 determines if trainees are implementing the learned
knowledge and skills (behavior) back on the job. Level 4 talks about the benefits
(increased quality, productivity, sales, etc.) acquired from the new knowledge and skills
have had on the organization’s performance, and their worth in monetary value. At level
4, training manager's interest is about the organization’s payback (return) on their

training investment.

Mostly, it is convenient to link training output to organizational improvements. It
does not demand complete separation of training’s benefits from other dependent
variables. It involves evidence that verify training’s valuable role. Thus, discussion about
training manager can absolutely separate training’s influence on organizational

improvements and isolate the impact of other factors are not pertinent.
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2.8.3 Benefits

By choosing the outcomes (benefits) to be measured and linking training to those
outcomes while holding, to the extent possible, other factors constant, level 4
measurements are comparatively easy. All training managers have to follow the outcomes
for which baseline measures were collected before the training, and they have a good
estimation of the payoff. Essentially, embark on this study will increase the quality of
management staff in various universities in KSA as well as their competencies in
handling management task independently. By so doing, the workforce will minimize
operation costs. Other outcomes extends to increasing the stability of the workforce;
work environment, harmony, job satisfaction, and attitude; less need for supervision;
making selection pools for promotion; supervisory skill development; and improved

customer relations.

Once training managers know the way to calculate the cost and measure the
effectiveness of training, the benefits from a financial perspective are important to
discuss if the training effort producing are greater than the spent cost. This is the only

things matter to higher management.

There are some methods used to verify cost effectiveness. Some of them are
complex and difficult to use, while others are more suitable for justifying an investment
in a new machine for a manufacturing plant, and so forth. The four methods for justifying
a training investment discussed earlier were chosen because of their practicality, easy to

use, and general understanding of higher management.
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2.9 Perceived Behavioral Control

Perceived behavioral control is the understanding of constraints and/or opportunities that
are associated with the particular behavior (Ajzen, 1991). The perceived behavioral
control (PBC) is refered to perceived ease or obstacles in performing the behavior and
believed to discuss difficulties and issues like self-efficacy. Self-efficacy, a predictor is
the major difference between the theory of reasoned action and the theory of planned
behavior (Ajzen, 1991). One of the main challenges of employee after training is how to
over-come the negative belief about training being only an ideal situation which is

difficult to transfer whole or part to the real work settings.

It is usually assumed that the constructive attitude shows positive perceptions
(self-efficacy) from trainees about the need for performance after training, is a norm or
behavior which is can really bring about training effectiveness (Billari & Philipov, 2005).
Perceived behavioral control, thus, tends to create certainties with trainees' self-efficacy
and confidence, and the magnitude of the PBC-intention relation is relied on the kind of
behavior and the nature of the situation. In the current research, perceived behavioral

control is manifested by self-efficacy and learning style.

2.9.1 Self-efficacy

Self-efficacy is the idea that stems the capability to complete a given task. From the
concept of social learning theory, learning task takes place when a learner observes a
credible and becomes knowledgeable (Bandura, 1986). Based on this, it becomes clear at

self-efficacy derives trainees capability to perform tasks. In situations when individuals
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take part in training and development, self-efficacy determines the impact of the outcome
in achieving the expected goal. Explaining from a similar understanding, individual
attitudes and belief about training effectiveness and the development of activities can be
summed up as critical determinants of training effectiveness that potential, predicts the
progress or improvement an organization can actualize in participating in a training
program. Most variability in training outcome reported in the previous studies is
attributed to trainee’s personal characteristics. Therefore, training transfer should be
initiated only at certain recognized level trainees are able and inclined to utilize and
enforce the newly learned knowledge and skills on actual job tasks. In addition, the
trainees’ ability could serve as a motivation to in developing and learning new skills that
are critically needed to enhance workplace task. In this context, motivation can be
referred to as the desire to use new knowledge and acquired skill to enhance job
requirement. Knowledge that is considered to influence the trainee’s enthusiasm for
training participation constitutes mastering knowledge that complements their

competencies.

Prior researches reported that self-efficacy adds to learning, motivation and is
linked to training and motivation in a positive way (Colquitt, LePine and Noe, 2000;
Tracey et al., 2001). In other words, a highly confident trainee with the capability to
apply the training content has a great potential to implement the acquired knowledge and
skills following training completion. Switzer, Nagy and Mullins (2005) studied the
relationship between training reputation, self-efficacy and managerial support before
training, motivation and perceived training transfer using 93 managers employed at a

large nationwide insurance firm. The study found that managerial support and self-
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efficacy were not as essential training reputation is on perceived transfer of training.
Alternatively, self-efficacy and managerial support can just control pre-training

motivation.

The relationship between self-efficacy and other variables, including transfer
motivation and training transfer has been addressed by researchers while self-efficacy has
been confirmed to maximize the degree of training transfer (Chiaburu & Marinova, 2005;
Saks, 2002; Ford et al., 1998; Kirwan & Birchall, 2006; Latham & Frayne, 1989; Saks,
1995; Mathieu et al., 1992; Tannenbaum et al., 1991; Velada, Caetano, Michel, Lyons

and Kavanagh, 2007).

Several researchers (e.g. Bhatti & Kaur, 2010; Kauffeld & Lahmann, 2010)
identified factors affecting training transfer effectiveness and a close examination of
these factors show that they have their basis on individual, working place situation,
environmental or contextual design which means that generally they are based on social
learning theory (Bandura, 1986). Social learning theory is among the theories explaining
the way people learn that was presented by Michel, Mahoney, Meichenbaum, Staats, and

Bandura (cited in Davis & Luthans, 1980).

Specifically, the person and the environment function together depend on each
other through a reciprocal relationship. People generate the environmental conditions
affecting their behavior reciprocally. Experiences produced by behavior also describe
what a person becomes and what he/she is able to do, and in turn, this influences the
resulting behavior. Simply stated, social learning theory postulates that most people learn

how to behave through their observation of others and then mimicking the behaviors
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which they think are effective. Additionally, the theory acknowledges that supported or
rewarded behaviors are more likely to be mimicked by observers (Noe, 1999).
Effectiveness in training generates a critical skills enhancement and facilitates trainees’
career development through the reinforcement of supervisor. Self-efficacy is among that
factors linked to raining effectiveness, which assists the employees’ transfer of
knowledge and skills obtained in training to the work settings. Self-efficacy is viewed as

an individual factor that influences the training results (Colquitt et al., 2000).

Self-efficacy enables workers to learn from one another through training from an
instruction through in-service (Bandura, 1986). Holton (1996) described self-efficacy as
the general belief of the individual that he/she is capable to change his/her performance
whenever he/she desires. Accordingly, an individual receiving training, may change
himself by transferring knowledge with the help of a supervisor and by modifying the

situational condition of the work conditions (Ford et al., 1998; and Velada et al., 2007).

2.9.2 Learning Style

Learning style encompasses knowledge acquired prior to training (Rossi et al.,
2010). Learning style can be considered as a component of training abilities, since it
depends on their ability and experience to handle specific tasks. Learning style therefore
can be used to solve managerial problems following a step-to-step approach which is
straightforward. The need for the incorporation of a “learning style” becomes
increasingly important in the KSA following increasing emphasis by the government to
integrate learning styles in an attempt to improve the learning environment. To

conveniently transform learning pattern and effectiveness to the present generation

53



requires that learning style is well understood. Muhammad et al. (2009), reported that
transformation of workplace to increase competitiveness of most important sectors in
both business and learning institutions across the KSA by provides options to training
effectiveness . To facilitate effective training and transfer of knowledge in the KSA, the
integration of learning style is of high priority owing the benefits it provides especially in
the present day where conventional learning systems is gradually being isolated in
various institutes of higher learning. In an attempt to enhance the learning style of various
organizations in the KSA especially the education sector, KSA has widened internet
network to improve the learning style capability of various organizations at all settings
(Rossi et al., 2010). Therefore the present study provides a better understanding and
insight not only on the factors that influences learning effectiveness but also on the skills
needed to improve the competitiveness of various sectors in the KSA through problem

learning lifestyle.

The integration of learning style is important, especially in the present day Saudi
Arabia's government is infusing billions of riyals into academic training programs and
services in an attempt to transform the economy and population to become fully
integrated into the global economy (Chokri & Talal, 2013). The need to enhance learning
style increasingly becomes important as the KSA are committed to providing the skills,
knowledge and learning opportunities to research and solve problems at various sectors in
organizations. Yet, in trying to adopt various management skills to improve learning style
capability, study found that the majority of youths are not equipped with the critical
‘thought skills’. This becomes evident in a more recent study by Chokri and Talal (2013)

that focuses on “The improvement of lifelong learning in Saudi Arabian University from
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individual learning to social constructivist e-learning environment based new educational

technologies.

This is because Prior training influences the training outcome and hence
training effectiveness (Smith, Jentsch, Payne and Salas, 1996). The learning style has
been extensively analyzed as a determinant of training effectiveness. Several studies
stated that past experiences of learning style may be valuable in contributing to the
achievement of learning. Among them, Baron (2001) revealed learning style significantly
impact training effectiveness when reinforced by supervisor’s support. In addition,
according to Bandura (2009), it is notable that learning style provides the trainee with
confidence to utilize learning strategies in training programs. Moreover, Campbell (1989)
showed that learning style can even influence the individual’s intention to take part in
training and development. However, among the information available to supervisors,
details concerning individual’s real skills, inclination to train, and productivity and

further training expectations are often overlooked.

Accordingly, learning style can be considered screening devices for distinguishing
with unique abilities. Hence, those with advantaged learning style reveal a higher
learning capability owing to the increasing emphasis that urges workers to embark on
training transfer (Gambetta, 1987), provide orientation and help in providing a greater

insight into the labor market perspectives.

Learning style depends on the level of education or the skills in their influence
upon training effectiveness. As such, the majority of training programs uses a learning

style in the context of educational level and skill of a trainee and the manner in which
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knowledge can be disseminated or transferred to the workplace setting. Additionally,
learning style is also utilized as screening tools for the selection of trainee in training by
the supervisor in order to achieve training transfer. Baron (2001) supported the above by
stating that individual capabilities are considered as characteristics when selecting trainee
for training programs. For increased performance, learning style may be used as a
discriminating characteristic for training owing to the various levels of experience and for
the purpose of training effectiveness and transfer. Learning style is also necessary for
evaluation and consideration if the trainee is believed not sufficiently qualified (Baron,
2001). Baron (2001) also cited Eraut (2007) suggesting a consistency in the
discrimination of trainee which could otherwise lead to false expectations or error
discrimination (Baron, 2001). Therefore, trainee with high educational to leverage their
workplace to keep their jobs, those with medium educational level attempt at avoiding
status decline, while those of only low educational level only have minimal incentives

(Baron, 2001).

Learning style may therefore influence training in a sense that male and female
employees, young and old employees — all are expected to differ in their training ability.
Baron (2001) added that there may be no difference in ability among different working
place. However, many researchers asserted that learning style was often considered in
organizational training and therefore, different abilities have to be sorted out among

trainees (Blanchard & Thacker, 2007).
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2.10 Subjective Norms

Subjective norms are an individual’s belief of what people around him think or expect of
him. This to a large extent is the reason why people accept training on the use of
technology (Davis, 1980). Put differently, subjective norm is a type of peer cum
environmental forces that compel individual to adapt to change after training. If a person
participates or plans to participate in any behavior is mainly depends on the people

around them (Ajzen, 1991).

These people may take in their friends or a peer group, family, co-workers, co-
researchers/supervisors. Subjective norms, which are settled by normative beliefs—i.e.
the perception that one individual has concerning the approval, or disapproval, of a
certain behavior relevant to others. Subjective norm, also directs to the perceived social
demands to carry out the behavior or not, and in the context of training effectiveness, the
pressure that possibly mount on trainee is on how they should transfer the newly acquired

skills. This pressure is usually from the immediate supervisors.

For operational field reasons, this study conceptualized subjective norms using
supervisors support as indicator. This will be done by asking the respondent about how
important can be the opinions of influential person such as immediate supervisor have on

his/her performance after training.

2.10.1 Supervisor Support

Supervisor support is another dimension considered in light of training effectiveness.

Employees at work may take part in training and development programs, but workplace
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characteristics, including management or supervisor’s support is what has been examined
when it comes to training effectiveness. New skills development from training
participation and development may lead to changes (positive/negative or both) in the
tasks that an employee performs thereafter. Employees are different when it comes to
required support from the workplace during and even after the training programs and this
is where the supervisor’s supports matters. Supervisors have a vital role in reinforcing
employee participation in training and skill development and training transfer. A working
practical knowledge of training processes and content developed by the supervisors is
required for an effective training program. The manager in training is often incapable of
providing the level of support in all training programs but every participant should be
completely accountable for their activities quality and effectiveness in the process of
training. Supervisors may also have a say in training standards developed by the

regulatory and accreditation bodies for employees for the goals to be achieved.

According to Baron (2001), supervisors are the members of the working team that
are frequently considered as first contact persons in every issue related to training.
Frequently, older employees as well as those with minimal level of education act under
‘bounded rationality’ and fail to observe all the complexity provided to them for training
decisions. Towards the end, these trainees opt for the frame having the highest subjective
utility and thus, for a training decision, it makes a difference if the participant is
supported by the supervisor as this would facilitate motivation and confidence of the

trainee’s competence.
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Training effectiveness is reported to be significantly linked with immediate
superior support (Tennant, Boonkrong and Roberts, 2002) indicating that immediate
superior has a key role in determining the effectiveness or lack thereof of the training
programs. Ling (2007) supported this contention by stating that immediate superior’s
feedback and support assists the participant to organize and employ the learned skills. In
the context of Malaysia, correlation studies conducted for training effectiveness showed
that lack of support from immediate superior hindered the training effectiveness of
organizations (Karuppaiya, 1996). It has also been revealed that supervisor’s support in
training directly impacts pre-training motivation (Facteau, et al., 1995; Mathieu et al.,
1992; Tannenbaum, Cannon-Bowers, Salas and Mathieu, 1993). Prior researches by
Rouillier and Goldstein (1991) and Ford et al. (1992) revealed transfer environment to be
improved through strong approval from the supervisor as employees greatly tends to
believe in opportunities to acquire competencies with this support. Similarly, Tennant et
al. (2002) revealed that support from immediate supervisory significantly correlated with
effectiveness of training indicating an immediate supervisor’s key role in determining the
effectiveness or lack thereof of the training programs. Supervisors may provide their
support through feedback, encouragement and assistance; for instance, training transfer
may fail if the supervisor fails to show his support for the transfer of if the trainee is

under-motivated to do so.

Supervisors who are supportive contribute to training motivation and the
perception of the employee’s utility of training (Cohen, 1990). When provided a choice
of whether to attend training or not and the employee chooses to attend, both motivation

and learning for the said training is maximized (Baldwin et al., 1991). Similarly, Ford et
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al. (1992) claimed that supervisors having positive perceptions of an employee and who
provide their support, facilitate a significant increase in the said employee’s self-efficacy
and performance. In other words, positive supervisor attitudes predict the tasks type the

employee has the opportunity to tackle (Ford et al., 1992).

Moreover, the supervisor who motivates employees enhances the latter’s attitude
and beliefs concerning training. According to a research conducted by Facteau et al.
(1995) on management training, training, attitudes, individual attitude, organizational
commitment and supervisor support were found to be positively linked with training
motivation. They concluded that training motivation supported by superiors positively

relates to trainee’s perceived training transfer.

In conclusion, training effectiveness and variables like self-efficacy, supervisor’s
support and Learning styles are associated with each other and the link has been
established in prior literature and as such, training and development both have a key role
in designing effective training and evaluation. An effective training and development
should be clarified in such a way that formal commitment and sufficient learning
strategies are laid down. In this way, trainees will be able to respond to contents in the

training program in a meaningful manner and hence enhance training effectiveness.

2.11 Training Transfer in Saudi Arabia

The Kingdom of Saudi Arabia is the largest country in the Middle East in terms of land

area, constituting an area of 2,250,000 km2 (SAMIRAD, 2010). Saudi Arabia possesses
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about 25 percent of the world’s petroleum reserves and the world’s largest exporter of
petroleum as of 2008 (OPEC, 2008). Thus, the economy relies much on the production
and exportation of oil and gas, efforts have been made by the government to minimize the
dependence on oil and to promote the development and diversification of the economy
(SAMIRAD, 2010). To achieve this requires efficient administrative services. Regarding
this, the government seems more committed in the development and transformation of
the educational sector to improve learning and provide better quality of graduates and
employment opportunity. This will eventually play a positive role in the Kingdom’s
economy by transforming acquired knowledge and skills to improve management

services at various sectors especially in the universities.

There has been pretty good chances to make the management framework better to
improve worker effectiveness and efficiency. Reviewing and adjusting the training policy
in Saudi Arabia necessitate for the integration of an implementation plan to train workers
on how to convert knowledge and skills towards improving the organization's practices.
Al-Kandari and David (2012) asserted that the enhancement of management services
requires centralized regulatory frameworks to support activities and the management
information structure that integrate goals and safety while reducing inconsistencies and
gaps in organizations. Although the Saudi government has moved towards centralizing
the control activities, restructuring institutions to establish the Saudi as an independent
management body to coordinate and implement all activities, there is a need to transfer

training skills into real life (Al-Kandari & David, 2012).
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The benefits and challenges of reforming and streamlining administrative
activities as well as enhancement of the opportunities of centralization cannot fully
demonstrate significant progress until the skill and knowledge acquired through various
training programs sponsored by the government of Saudi Arabia are transferred to
practical realization of the national economic growth. Therefore a continuous effort is
needed to explore the mediating effect of training transfer effectiveness in Saudi Arabia
as has been noted by Al-Kandari and David (2012) and Hisham, Mansour, Mohamed,

Alian, Amjad, Fahad, Aziz, Michael and David (2013).

In Saudi Arabia, analysis of the results of studies compiled by Elnaga and Imran
(2013) concluded that managers do not accept the significance of training transfer and its
effect on employee performance and believed that training increases the company cost.
Thus, training effectiveness has been seen as a problem that attributed to low performing
employees because workers were unable to transfer their skills to meet the organizations
need. The findings also revealed that the poor performance of workers is the result of lack
of knowledge or skill that could be improved by training especially those skills involving
in knowledge transfer. The study concluded that training has shown no effect on

improving the organization's performance.

2.11.1 Training Transfer in the Middle East Countries

The countries from Iran in the east and countries in North Africa up to Morocco in the
west are considered a part of the Middle East. Islam is the top practicing religion of the
Middle East. This region is possession of about 65 percent of the world’s known oil

reserves. Abed (2003) identifies factors that constrain economic growth of the Middle
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East and mentioned that lack of integration into the global economy and has resulted in
the growing rate of unemployment (Looney, 2003). In addition, the study added that the
kind of government system established in the region likely to be contributing to the slow
economic growth of the region as most administration services slowly respond to the use
of modern infrastructure. Currently, most countries in the region are stressing on the
development of human resources (HR) through training transfer. In contrast, the non-oil
producing countries of the region believe on an efficient human resource for sustained

economic growth (Yousef, 2004).

The retardation in the developments of human resource management (HRM) has
serious implications in the economic development of nations (Debrah, McGovern and
Budhwar, 2000). Human resources development in different sectors in Oman, Iran,
United Arab Emirates, Saudi Arabia, Jordan, Israel, Egypt, Bahrain and the countries of
the Gulf Cooperation Council (GCC) showed that immediate attention is needed to

improve the way administrative services are conducted (Ghotbi, 2011).

Compared to other countries, Middle East region has limited number of research
relevant to HRM development. An exploration of existing literature emphasis that HRM
in Saudi Arabia (Mellahi & Wood, 2004; Al-Salman & Robertson, 1982), employment
policy of Kuwait (Al-Enzi, 2002); HRD in Oman (Budhwar, Al-Yahmadi and Debrah,
2002), HRM in Algeria (Branine, 2004), challenges for employment in the Arab region
(Shaban, Asaad and Al-Qudsi, 1995), market forces and the Middle East interest in HRM

development and management has been affected by policy issues (Murphy, 2002).
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A number of times issues arise from training transfer of management practices
from the West to the region are addressed (Anwar, 2003; Saleh & Kleiner, 2005). The
studies suggest that the emerging technology used in the region should incorporate the
advances in technology as in other developing countries (Debrah & Budhwar, 2004).
These reflected the influences associated with cultural norms in participation in decision
making. It is noteworthy that the resemblance in attitudes towards work and management
practices across Middle Eastern countries could have resulted in similarity across the

countries in management strategies.

A study has shown that countries such as Algeria, Egypt, Jordan, Tunisia, Turkey
and Iran are the shift from centrally commanded economies directed by government
initiatives to drive the economy (Ghotbi, 2011). In order to realize the context-specific
nature of HRM development, it is important to emphasize on factors that determine the
effectiveness of HRM policies and practices in the Middle East. This type of evaluation
will also play a part in the development of HRM theories and related policies and
practices (Budhwar & Mellahi, 2006). An effort in this direction depicted the present
study that focuses on investigating the mediating effect of training transfer effectiveness
that aimed at improving services provided by human resource management department at

various sectors especially in the educational system.

In Jordan, a study conducted by Magableh, Kharabsheh and Al-Zubi (2011)
revealed that training effectiveness among administrative managers of small and medium
organization have been greatly influenced by the trainees demographic profile such as

age, experience, education, perceptions, awareness and skills. Moreover, Ahmad and
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Bakar (2003) in a study reached on the conclusion that high levels of employee
commitment can be attained if training, achieves learning outcomes and upgrade the
performance, an individual and organizational level as well. More so, investigation on
training evaluation from different institutions in Saudi Arabia, revealed that skills,
knowledge and other technical know-how received by the employee during training did
not have any significant improvement on company performance (Mansour 2013). The
findings further indicated that, apart from training transfer, other factors like

compensations, work environment and stress have an effect on workers performance.

In addition, a study conducted by Shiryan, Shee and Stewart (2012) also revealed
the employee training effectiveness is an issue in Saudi Arabia“s SMEs, as other Arab
countries, especially among many of smaller firms. Shiryan et al. (2012), further explain
that managers who were not provided with sufficient management training to learn the
required skills and who follow conventional management practices. They concluded that
the managers in these firms need significant improvement of their skills in team
leadership, finance, marketing and administration, though not enough work has been

done on the issue.

2.12 Training Transfer

In a meta-analysis study, Baldwin and Ford (1988) did a literature review of training
transfer and arrived at a training transfer model that provides an extensive explanation of
the trainee characteristics’ importance, and factors of both training design and work
environment. Current researches dedicated to training transfer are advocates of Baldwin

and Ford’s transfer model. The model expounds on the pivotal variables that affect
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training transfer, namely, training input factors depicting materials used for training,
training outputs depicting performance after training and transfer condition's depicting
condition at which training were conducted. According to Baldwin and Ford (1988), the
transfer conditions comprise of generalization of material obtained from training in job

context, and maintenance of learning material throughout a period.

Nevertheless, this transfer model by Baldwin and Ford has been critiqued by
Machin (2002) who claimed that the successful training transfer is not determined by a
single factor. This contention was backed by Noe (2002) who included issues of self-
management strategies to the model. Noe’s (2002) improvement to the above model is
consistent with Thayer and Teachout’s (1995) training transfer model which emphasizes

on trainee characteristics as significant variables in the transfer.

Thayer and Teachout’s (1995) training transfer model is among the most widely
acknowledged models as it emphasizes many features of the training process that
influences the outcomes of training transfer. Specially, Thayer and Teachout (1995)
stressed on elements that take place during the training that are critical determinants of
training transfer and that enhance training activities. Additionally, the model encapsulates
some additional variables for trainee such as ability, self-efficacy, prior knowledge and
skill, reactions and understanding. The model’s primary advantage lies in its
identification of trainee’s characteristics influences upon training transfer. This justifies
that individual characteristics such as Learning styles, supervisor’s support of trainee’s
self-efficacy play a key role in training transfer more than any other variables. Theyer

and Teachout’s (1995) model stress on the significance of individual characteristics along
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with work environment. Variables constituting trainee’s characteristics are further

explored in the next section.

2.13 Intention to Transfer Training

A debate has ensued in light of the reason of training transfer’s emergence as a course of
application as opposed to an outcome of the application (Kim, 2006). A five-stage
process model was proposed by Foxon (1995) with the help of which training transfer can
occur. These five stages are transfer intention, transfer initiation, partial transfer, transfer
maintenance and failure with each stage conceptualized as precursor for the next one. The
present study is developed to add to prior research by examining the unique and
combined impacts of transfer intention, namely self-efficacy, Learning styles and

supervisor support upon training effectiveness in Saudi Arabian educational institutions.

The issue of training transfer was first highlighted by Baldwin and Ford (1988) as
cited by Burke and Hutchins, (2007) and they stressed on the need to come up with a way
that lessens the gap between learning and workplace performance. The determination of
an accurate amount to which training can be transferred by the trainee following the
training program differs among different researchers; for instance, over two decades ago,
Georgenson’s (1982) claimed that 10% of training outcomes leads to behavioral change
while Saks (2002) stated that about 40% of trainees do not succeed in immediately
transferring their knowledge after the completion of the program, seminar or workshop
and a mere 50% of training investments lead to improvements in both individual and

organizational level (Burke & Hutchins, 2007). On this basis, it is evident that
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organizational investments in their employees’ acquisition of skills like training continue

to reveal adverse results.

This is why training transfer is a central issue for all organizations. Among the
issues highlighted by the present study is the employee’s/trainee’s intention to
implement. Transfer intention can be described as the commitment to employ skills
obtained during training to the work settings (Reynolds, 1993). With low trainee
intention, the possibility of skill application after training is likely to be highly minimized
(Foxon, 1993). Hence, transfer intention is a key trainee characteristic in training transfer.
According to Gollwitzer (1993), as cited by Burke and Hutchins, (2007), there exist two
types of intention that influences goal achievement and they are goal intentions and
implementation intentions. He continued to describe goal, intention as the desired end-
state when if combined with the level of commitment, may lead to specific end state
achievement. On the other hand, implementation intentions are the specification of
situational cues or conditions that precipitate goal-directed actions. It is a promise to
behave in a specific manner every time the conditions are suitable and it is characteristic
to the individual and the environment aspects that are critical to goal achievement (Burke
& Hutchins, 2007). Implementation intentions are described by Saks (1995) as the
transfer of training through improved procedures like goal setting, self-efficacy/self-
management, and prevention of relapse that are effective promoters of the transfer

process.

Various studies investigated the impact of different individual characteristics and

organizational factors upon training transfer by implementing intention and these
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characteristics include self-efficacy, support from supervisors/peers, practicing training
skills, and searching for opportunities to relay the training learned skills (Machin &

Fogarty, 2004).

The present study is an effort to examine the impact of factors (self-efficacy,
Learning styles, and supervisor support) classified as individual-level and work-related
factors by Al-Eisa et al. (2009), upon transfer intention. Al-Eisa et al. (2009) revealed the
above factors to be pre-requisites for training transfer. The study scope concentrates on
these three factors on the basis of their common use in literature as the primary
antecedents of training transfer (Al-Eisa et al., 2009). For the prediction of behavior with
the help of intention, the researcher adopts the theory of planned behavior (TPB) (see
Chapter Three) presented by Ajzen (1991) as a theoretical framework encapsulating the
relationship between self-efficacy, Learning styles and support from supervisors, and
transfer intention. According to Davis, Mark, Curtis, Mary, Tschetter and Jeffery,
(2003), with the TPB’s stress on self-efficacy and perceived social expectations, it has

produced insightful nature of different domains (cited by Al-Eisa et al., 2009).

A critical factor in training effectiveness is the encouragement one gets from
executive management, which decides on the success or failure of a training program
(Navaretti, 2010). With the constant interest of executive management, regular employee
training may be more effective than irregular courses, given the competitive and complex
nature of the changing global market. The research scholars of management whose area

of interest is transfer of training gave similar meaning and interpretation to transfer of
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training as described by its definition regarding its actual meaning. This study targets

only the positive aspect training transfer.

Baldwin and Ford (1988) define it as a positive transfer of training is the degree to
which the skills, knowledge and attitudes learned during training framework by trainees
is effectively and efficiently implemented in the job. In Holton (1996) point of view
argues training transfer has the extent to which employees affect the knowledge, attitude,
behaviors and skills gained through training. For Brinkerhoff and Montesino (1995),
training transfer should be the result of training on the ensuing performance of an
operational job. Burke and Hutchins (2007) determine that it is believed to have an

enhanced employee performance when well-defined training processes is carried out.

In Broad and Newstrom (2001) views, transfer of training is the ability of
continuing and effective application of the knowledge and skills gained by trainees
through training to their tasks whether to areas which are either related to their job or
not.Xiao (1996) (cited in Simosi, 2012) describe transfer of training as the application and
subsequent maintenance of the skills, knowledge and attitudes acquired from training
over some certain period of time. From these definitions explicable expressed above, it
can be deduced that the main ulterior motive behind training employees is to immediately
improve their performance and transfer of their acquired knowledge and related skills to
their workplace (Richey, 1992; Schmidt & Bjork, 1992 cited in Powell, 2009). The
employee acquires knowledge through the means training and then transfers this gained

knowledge into an upsurge in job-related skill or act (Saks 1995).
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2.13.1 Factors Inhibiting Transfer

The factor inhabiting training transfer confines to providing a detailed description of
factors that increases transfer failure in an organization. This knowledge is vital as it
reveals potential factors capable of affecting training transfer in the education sector.
Although this is outside the scope of the present study yet; it provides a supportive
information to understand the circumstances befitting training transfer. In the context of
the present study, transfer of training has not yet been estimated in Saudi Arabia,
however; the estimation of the percentage of actual training transferred is not yet
estimated with degree of certainty. Most prior research indicated that transfer failure is
low and has consistently increased over the years (Noe, 2008; Roberts & Mcdonald,
1995; Gaudine & Saks, 2004; Broad & Newstrom, 2001). According to the findings of a
study by Marx (1986), most training programs incur over 90% transfer failure. A study
by Burke (2001) concluded management education training program organized for
managers attended by British, Indian and American managers showed that about 50%
and above depicted insignificant efforts to transfer the learned training to their job
environment. In another research carried out by Huczynski and Lewis (1980), an attempt
was made to implement a newly learnt skills to specific job and only 35% of the trainees
were able to transfer part of the acquired skills. Only a smaller percentage is actually
incorporating recently acquired skills. On the other hand, the transfer of knowledge was

low, but transfer maintenance was extremely low.

Explanation of training transfer using inhibiting factors appears to provide a

better illustration used by various management practitioners in different organization to
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explain the low level of training transfer. The factors that significantly hinder intention to
transfer could also have an impact on the degree of transfer. According to Foxon (1993),
content analysis of more than 30 articles recognized about 128 inhibiting factors which
were categories as organizational climate factors, training design factors, individual

learner characteristics and training delivery factors and are discussed below.

Organizational climate factors: it was found that 42% of the recognized factors
hindering training transfer confines to organizational climate. The most attributed factor
hindering or inhibiting transfer is the supervisor’s failure to reinforce and encourage
application of the acquired training on giving job while other factors such as lack of
opportunities to implement the newly acquired training skills and lack of appropriate

resources and technology for application.

Training design factors: only 22% of the factors were attributed to hindering training
design. It can be traced from the point when course content was excessively theoretical
and not practicable, has an effect on the organizational values or is not in line with the

requirement of the job.

Individual learner characteristics: 21% of learner characteristics attributed to
inhibiting factors. This can majorly be traced to the motivation of the learner towards
application of the training which is at low level, while other hindering factors are difficult
in mastering the skills of the learners, and learner perceives the irrelevancy of the late

learned skills to the requirement of the job.
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Training delivery factors: 13% were attributed to factors related to training delivery.

This could be traced to learning style and inappropriate learning methods.

Based on the above factors, previous researchers have attributed major inhibiting factors
in training transfer process to lack of motivation. Through a clear understanding of the
operation of these known inhibitors in relation to the process of training transfer
strategies (Foxon, 1993). In the present study, various training inhabiting factors only
provided knowledge based information that describes tendencies of training transfer
failure based on previous research findings. This contributes towards providing a clear

understanding the failure prone situations.

2.13.2 Transfer Model

Baldwin and Ford (1988) used their model to describe the major factors impacting
transfer of training. They are described in the form of six linkages and later divided into
three categories, namely: training input factors, training outputs and conditions of
transfer. They concluded that protection of the learned material over a period of time and
generalizations of material learned in training in the job context are both transfer

conditions. The model is depicted in Figure 3.
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Baldwin and Ford Model
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Figure 2.1

Baldwin and Ford Model

Source: Transfer Initiation and Maintenance of Training: Employees’ Perception of the Relative Influences
of Transfer Intentions, General Self-efficacy (GSE) and Supervisor Support by Powell (2009).

From the model, we can observe that there exist direct linkage between
generalization and maintenance, which is the conditions to transfer and learning and
retention which is training output. This shows that there is a direct influence of the
training design output on learning and retention, while indirect influence on transfer
which is a generalization and maintenance. On the other hand, there exist direct
relationships between trainee characteristics and the work environment with learning and
retention, couple with generalization and maintenance. This model proposes that the
alignment of these factors depends on transfer of training. This means that the direct

influence of learning and retention on generalization is associated with the effect of

training inputs on learning and retention (Yamnill & Mclean, 2001).

74



Holton’s Factors Affecting Transfer of Training

Motivation to

transfer

Individual \ Individual Organizational

v

Outcomes Learning / Performance —> Results

Transfer
Design

Figure 2.2

Holton's Factors Affecting Transfer of Training

Source: Transfer Initiation and Maintenance of Training: Employees’ Perception of the Relative Influences
of Transfer Intentions, General Self-efficacy (GSE) and Supervisor Support by Powell (2009).

It can be observed from the Holton (1996) framework as indicated in Figure.2.2
that the three major results of training which are individual learning, individual
performance and organizational results are impacted by the combination of motivation to
transfer, transfer climate and transfer design factors. This also shows that the motivation
of trainee to learn, the reaction of trainee to the climate of training and as well as the
ability and experience of trainee influenced the outcome of individual learning, while the
transfer motivation of trainee, transfer climate as well as transfer design influenced

organizational results.
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In conclusion, determinants of organizational results are training expected utility
or return on the investment of resources and time, constrain cost by external events or
productivity amplifier and the link between the strategic goals of the company and
training. One of the major benefits of Holton’s model is that it provides specification for
the types of intervening factors that impact each of the results and also shows the

directions of underlying effects.

In other words, these transfer model depicted above is used to highlights the
existing disconnection between the training and the job environment which is the domain
for transferring the training. Many environmental factors undermine the motivation of

trainee’s transfer intention almost immediately they are out of the training environment.

2.14 Self-efficacy and Intention to Transfer Training

Machin and Fogarty (2003) revealed that intention of training, implementation along with
a transfer is significantly affected by self-efficacy and enhancing activities of transfer.
They draw a conclusion that transfer implementation intention has been understudied in
prior literature and called for further examination to clarify the promotion and
enhancement of training transfer success through training effectiveness. Self-efficacy
describes as the belief of the individual that he/she is capable of meeting the training
requirements and mastering the contents of the training program (Gist et al., 1991;
Stevens, Bavetta and Gist, 1993). Self-efficacy is positively associated with training
performance on the grounds that self-efficacy plays a motivational role and eventually
affects the level of effort employed by the performer (Mathieu & Martineau, 1997;

Mathieu et al., 1993).
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In addition, Mathieu et al. (1993) revealed that self-efficacy positively relates to
training reactions and performance. Similarly, Mullins, Fisher, Howell, Schmitt and
Kozlowski (1998) hypothesized that transfer training intention is a mediator between
self-efficacy and training transfer indicating that the employee may be confident to
implement the skills obtained from training, but if they do not have the intention to do so,
the skills will be less likely to be transferred. Along the same line, employees having low
self-efficacy will be less likely to try to transfer the acquired knowledge to their jobs (Al-
Eisa et al., 2009). Therefore, for effective training, employees should be highly confident
of their capabilities to transfer after the completion of the program and they should have
intention to implement the skills to reinforce this confidence. Also, Tziner, Fisher, Senior
and Weisberg (2007) revealed transfer implementation intentions to be related with self-
efficacy and other individual transfer enhancing activities. They added that perceived
capability following training/learning does not guarantee trainee’s specific intentions of
learning skills application. They concluded that the level of trainee’s self-efficacy is a
significant predictor of transfer training intentions. In other words, self-efficacy is a
significant predictor of transfer intentions prior to and following the training (Tziner et

al., 2007).

Furthermore, Machin and Fogarty (2003) proposed that employees’ transfer
intentions be confirmed against their actual behavior after the completion of training.
Also highlighted in training literature are studied by Mathieu et al. (1993) where self-
efficacy was revealed to be dependent with intention of training transfer and training
performance. Self-efficacy was also revealed to indirectly relate to training transfer

through trainee’s implementation intention (Mullins et al., 1998).
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2.15 Supervisor Support and Intention to Transfer Training

As discussed in an earlier section, supervisor’s support is a crucial variable that impacts
training implementation intention and training transfer (e.g. Ford et al., 1992; Huczynski
& Lewis, 1980). According to Ford et al. (1992), supervisor’s support contributes to the
employees’ willingness to transfer obtained skills following the training completion.
Literature reveals various situational, contextual and trainee variables that influence the
complex transfer process (Laker, 1990). Intention to transfer training is one of these
many intervening materials. The literature reveals that supervisor’s support significantly
impacts training transfer, but on a closer examination, intend to implement is significant
in reinforcing training transfer and supervisor support connection. The findings revealed
that trainees perceiving greater levels of support from supervisors for training and a
higher level of implementation intention are both valued advantages of learning new
knowledge and skills (Al-Eisa et al., 2009). Intention to transfer training was reported to
moderate the supervisor support-training transfer relationship by Colquitt et al. (2000); a
finding supported by Facteau et al. (1995) who reported also reported a strong relation

between supervisor support and intention to transfer training.

However, there are inconclusive findings as to the direct influence of supervisors
support on training transfer. Chiaburu and Marinova (2005) found that supervisor support
was neither related to skill nor training transfer justifying the fact that transfer intention
poses an actual issue. Hence, the present study focuses on the direct link of supervisor’s
support with transfer training, while considering training transfer as a mediating variable.

It is therefore hypothesized that supervisor’s support (independent variable) significantly
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affects transfer training with the effect varying on the basis of the trainee’s intention level
to transfer skills (mediating variable). In other words, this study examines the direct
relation that links supervisor’s support and training transfer with the intention to
implement training as a mediator in the relationship hypothesizing that it interacts with

supervisor’s support and causes the effect upon training transfer.

As previously discussed, several researchers (Foxon, 1995; Colquitt et al., 2000;
Al-Eisa, et al., 2009) dedicated to training transfer and training outcome revealed
supervisor support to strongly predict transfer outcomes. In other words, exerting
influence on and support from colleagues will increase employee’s transfer intention and
actual training transfer (Richey, 1992). Thus, supervisor support can be described as
perceived support from trainee’s immediate supervisor following the completion of
training (Duffy & Wong, 2000). Supervisor support was contended to relate to general
job performance following training of skill acquisition by Bhanthumnavin (2003). He
described it as the positive work interaction between the subordinate and his supervisor; a
support that is linked with the intention of the former to learn and transfer. Also, Burke
and Hurley, (1992) termed supervisor’s support as the level to which employees view
their immediate manager as helping them in the performance of their jobs and being
concerned and respectful towards employees. Supervisor’s support in light of respect and
job assistance will in turn, affect the intention of employees to transfer and thus, transfer

outcome (Facteau et al., 1995).
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2.16 Learning Style and Intention to Transfer Training

Keeping track of the dynamics of learning style upon returning from training involves
more than transferring of acquired skills to the actual job. Various learning styles have
been shown to be significant to the training transfer (Baron, 2001). Once the trainees
return from training, it is expected that their commitment to transfer the skills learned
from training to the job at hand at a different pace based on the learning style, experience
and age of the trainee. Employees that are older and more experienced have more
inclination to hold their job status following training in comparison to trainees that are
young less experienced (Baron, 2001). Thus, opportunities to utilize the acquired
knowledge and skill and to employ them successfully to the job depend on the

employee’s intention to implement acquired skills.

Blume, Ford, Baldwin and Huang (2010) gquantitative study findings revealed that
trainee characteristics like the experience and age and aspects of work environment
significantly affects training transfer as motivation or intention to transfer as intervention.
In addition, Tziner et al. (2007) showed that the use of transfer strategies like motivation
or the stimulation of the trainee’s intention to transfer training, experience and learning
style are all considered as significant prerequisites of successful training transfer. This
finding was mirrored by Baldwin and Ford’s (1988) findings where direct as well as
indirect effects of trainee demographic characteristics such as age and experience were

found to significantly affect training transfer.

Ford (1992) defined the importance of trainee’s experience in transfer by

surmising that the level to which a trainee is offered activity or achieves work
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experiences that are related to the tasks for which the trainee is trained in, is directly
linked to intention and training effectiveness. Prior literature such as Shariff and
Makhadmah (2012) and Tracey et al. (1995) emphasized that factors like job
characteristics and the learning style of the trainee are significant for training transfer.
Moreover, Tracey et al. (1995) described that the learning style of the trainee relates to
the behavior application obtained from a certain training course while Elangovan and
Karakowsky (1999) revealed that training transfer is related directly to style of learning

and intention to transfer skill following the training completion.

Along the same line, Sheriff and Al-Makhadmah (2012) revealed that
demographic variables such as age, experience, learning style and number of attended
training programs, indirectly impact training effectiveness in the context of the business
sector. The study attempted to determine whether learning style has an actual impact on
the factors influencing training effectiveness. The findings also showed that the prior
experience of employees indirectly impacts training effectiveness. According to them, the
trainee’s experience could be a determinant of the intention to obtain the training skills
and new experiences that assist work performance. They also found that the trainees of
various learning style levels comprehend the significance of coping with the company
develops especially in certain skills and knowledge relevant to the job as this may trigger
skills acquisition and eventual transfer. Researchers like Chang (1996) debated against
the experience influence upon the trainee’s attitude o acquiring training but others
including Petty and Zulauf, (2007) claimed that learning style affects training

implementation intention and transfer.
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Furthermore, the employee’s learning style is another learning style factor that
directly and indirectly impacts training effectiveness. Trainees with learning styles that
are consistent with a certain training technique are more likely to show superior
performance (Simon, 2000). In his findings, Simon (2000) stated that the learning styles
of employees has a key role in training effectiveness and in his analysis, he indicated that
the assumptions in light of learning style are mostly upheld by the employee during and
following the completion of training. He also stated that trainees’ instruction is
significantly influenced by learning which eventually trigger trainee’s intention to
transfer skills to the workplace setting. He further claimed that the learning style is an
important aspect in training and education that could influence the intention to implement

and training effectiveness.

Therefore, it can be stated that in order to motivate the intention of the trainees to
transfer their learned knowledge to their jobs, the program materials should be developed
having the trainee’s learning style and relevant material in mind. According to Simon
(2000), learning styles have a key role in the understanding of trainees’ abilities and in
predicting the training programs' effectiveness. This is the reason why management of
organizations is concerned about understanding the managerial staff’s learning style,
particularly high ranking staff to enable them to contribute to the effective application of
training budges. Trainee’s learning style identification can be a first step to designing a
training program that is consistent with the individual’s style. Learning style, maturity
level, and interest are critical learner characteristics for the successful outcome of training
in any type of learning environment (Yilmaz-Soylu & Akkoyunlu, 2002). More

importantly, the learning level achieved through learning style of trainees is one of the
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most critical factors indicating the training a success. To make sure that training is
effective, characteristics, abilities, transfer intention and learners’ experiences have to be
taken into account in the individual as well as group level when planning for training

outcome (Kemp, Morrison and Ross, 1998).

2.17 Intention to Transfer Training and Training Effectiveness

Based on Thayer and Teachout’s (1995) model, transfer of training indicates training
effectiveness and this is related to training outcome, self-efficacy and style of learning.
Other researchers (e.g. Machin & Fogarty, 2004; Tubbs & Ekeburg, 1991 cited by
Powell, 2009) also contended that intention to transfer training is an antecedent of
trainee’s transfer initiation or transfer-related actions. Similarly, in their test of Thayer
and Teachout’s (1995) conceptual model, Machin and Fogarty (2003) revealed that the
perceptions of trainees towards several intention stimulus activities is linked to training
transfer which eventually brings about training effectiveness. They also revealed transfer

implementation intentions to be linked to post-training (Machin & Fogarty, 2003).

Despite the later findings of Machin and Fogarty which revealed that perceived
learning success is not a guarantee of intention to transfer, the level of post-training
efficacy of trainees were found to strongly predict transfer implementation intention
which eventually predicts effectiveness of training. Machin and Fogarty (2003) claimed
that transfer intention is a trainee variable that plays the key role in the process of transfer
and actual transfer. In other words, employee transfer intention can be confirmed against
his/her actual transfer following training completion. Nevertheless, empirical evidence

supporting transfer intention-training effectiveness relationship is still required.
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In a similar study, Foxon (1993) stated that trainee’s transfer intention is related to
the likelihood that he/she performs positively after training and during the transfer
process which may as well be considered as likelihood for effective training. This phase
is critical as it indicates that to a large extent, trainees show an attitude shift from
cognition to action in the transition which indicates their commitment to go through the
transfer process. Accordingly, Clemenz (2001) hypothesized that transfer intention forms
a linkage between reaction and levels of transfer contained in Kirkpatrick’s evaluation

model.

Self-efficacy, Learning styles and supervisor support are factors that assist in
training transfer and training effectiveness as evidenced in literature. These factors appear
to be mediated by transfer intention. Hence, a trainee having a high level of self-efficacy,
an adaptable style of learning and experience, is expected to transfer skills obtained post-
training. In other words, employees who intend to transfer skills obtained from training
are more likely to employ what they have gained, in terms of skills and knowledge, in the
workplace setting. Additionally, the intention to implement is also an indication of the
strength of factors determined to influence effectiveness of training. While some
researchers including Chiaburu and Marinova (2005), Saks (2002); Baron (2001) and
Tennant et al.(2002) contended a direct relationship between factors (self-efficacy,
Learning styles, superior’s support and training effectiveness and intention to transfer,
others (Tziner et al., 2007; Elangovan & Karkowsky, 1999) claimed that intention to

transfer mediates between the factors and actual transfer.
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2.18 Literature Gap

A review of literature reveals empirical findings on actual transfer of training to the
actual work setting are still few. This was addressed by Foxon (1995) when she stated
that a mere 50% of managers and senior administrators from many countries agreed to
make an effort to facilitate knowledge transfer, particularly conceptual skills from
training programs they have attended. An earlier study by Haskell (1998) revealed that
around 25% of trainees employ their acquired knowledge on the job and 35% apply
newly acquired skills indicating low transfer of training skills. To compound the matter
further, Baldwin and Ford (1988) claimed that only 10 percent of resources invested in
training are paid off at the actual job. Among the reasons highlighted for this inverse
relationship is according to Foxon (1993), attributed to employee’s transfer intentions,

which supersede other dominating factors pre- and post-training.

Additionally, in contrast with procedural or psychomotor skills which require
direct implementation on the job, evidence of training transfer in concepts and cognitive
skills is rare. In other words, there is a lack of empirical studies that specifically discusses
the level of knowledge transfer of conceptual skills which are provided to senior or high
ranking officers in the organization. In Nijman’s (2004) words, “In particular, when
considering training programs aimed at conceptual and cognitive knowledge and skills -
such as learning style skills — assessing transfer appears problematic”(p.13) and Foxon’s,
“There is a better track record with raining in procedures and motor skills” (p.130). Other
authors like Gielen and Van der Klink (1995) and Macaulay (2000) concluded that

literature relevant to training transfer were limited and independent. This issue was also
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raised by Ford et al. (1992 as cited by Nijman, 2004), in their study. They stated that
transfer of complex skills like cognitive/conceptual skills including troubleshooting,
learning style, and interpersonal relation may be minimal compared to procedural or

directly applied skills.

Similarly, Wognum (1999) asserted this by providing evidence that training in
automation gain higher positive perceptions of training effective in light of learning style
as opposed to social skills or conceptual training. More importantly, only few studies are
dedicated to examining the role of trainee’s intention in transferring skills and knowledge

obtained from training to work settings.

2.19 Chapter Summary

To sum up, the present chapter provided an overview of the factors affecting training
effectiveness begins with briefly elaborating training transfer as an indicator of training
effectiveness. Other variables, including self-efficacy, learning style, and supervisor’s

support was discussed.

The chapter presented a review of literature concerning training transfer, key
transfer variables and a theoretical background of the manner to which trainee
characteristics influence training transfer. From the literature reviewed, it is assumed that
trainee’s intentions, supervisor’s support and employees’ confidence of their newly
obtained skill positively impact training transfer. Thayer and Teachout’s (1995) proposed
transfer model stresses on the importance of characteristics of trainee, and factors of

training work environment. Through this model, the present study attempts to investigate
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the effect of self-efficacy, supervisor’s support, learning style and employee’s intention

to transfer, upon effectiveness of training/transfer of training.

87



CHAPTER THREE

THEORETICAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT

3.1 Introduction

This chapter provides details of the theoretical framework and hypothesis
development, used to analysis the level of Training Effectiveness of six universities in
Saudi Arabia, by developing and test ten hypothesis consists to variables that effected the
level of Training Effectiveness in Saudi universities, these variables are: Learning Style
(LS), Self-Efficacy (SE), Supervisor Support (SS), and Training Effectiveness (TE) and
the mediation effect of Intention to Transfer Training (ITT). The hypotheses developed

according to the previous studies.

3.2 Theoretical Framework

The increasing focus on training by public and private organizations stem from the need
to utilize training and development activities to solve staffing problems, to change costly
process, to update employees’ skills and to tackle strategic challenges and achieve
competitive advantage (Day, Harrison and Halpin, 2009). Thus, employees are
considered responsible for the development of their latent competencies and to transfer
the skills obtained to their job on an ongoing basis (Antonacopoulou, 2002). The need for
constant changes in higher ranking employee’s job performance post-training and the
consequent improvement in general performance of the organization has led to examine
the factors explaining self-directed behavior in an attempt to facilitate transfer of training

skills to the job setting, and the factors predicting effectiveness of training. Some of these
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factors that are discussed in the present paper are employee self-efficacy, learning style,

supervisor’s support, intention to transfer training and training effectiveness.

To begin with, Stevens and Gist (1997) attributed several aspects to self-efficacy
where employees believe that they can meet training requirements successfully and
master the contents of the training program. Similarly, Mathieu and Martineau (1997)
claimed that self-efficacy is positively associated with training performance because it
plays a motivating role and eventually impacts the efforts employed to the performance
of tasks. The self-confidence attitude is presented in the TPB theory whereby human

attitude veer between individual actions and the resulting outcome.

Another pertinent factor influencing training effectiveness is learning style.
Trainees who have been exposed to problems and have the desire to seek training to solve
them are more likely to achieve superior performance (Simon, 2000). Employee’s
behavior following training may reflect the resulting effect of their background and as
background is more of behavior; it therefore presents what Ajzen(1991) calls the human

behavioral variables.

Additionally, supervisor’s support as revealed by Ford et al. (1992) is a critical
factor impacting training implementation intention and actual transfer. According to
literature reviewed, supervisor’s support could lead to a complex transfer process.
Moreover, Laker (1990) found that supervisor’s support positively affects training
transfer and Facteau et al. (1995) revealed a significant relation of supervisor with

intention to transfer training.
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3.2.1 Underpinning Theory and Theoretical Foundation

This research work is underpinning by the theory of planned behavior (TPB) and social

learning theory.

1- Theory of Planned Behavior (TPB)

The TPB theory expounds on the relationship among variables of human behavior and
action and evaluates the whole individual behavioral processes (Ajzen, 1991). The model
postulates that human action is driven by three types of beliefs; beliefs concerning the
possible results of the behavior and the outcomes evaluation (behavioral beliefs) beliefs
concerning the normative expectations of others and motivation to adhere to them
(normative beliefs - in this case supervisor support); and beliefs concerning the existence
of factors that facilitate or delay performance of the behavior and the perceived factor
power (control beliefs). In cases when one has enough control over the behavior, they are

believed to conduct their intentions whenever they get the chance.

According to Ajzen, (1991), TPB intention is a direct antecedent of actual
behavior. The level to which a person is inclined to perform behaviors hinges on the
resources availability and the control the individual has over the behavior. The perceived
behavioral control of an individual in the context of a decision-making situation (in this
study the self-efficacy) affects his/her behavioral intentions. The TPB model may be
commonly utilized and a well-supported theoretical framework, but its operations of

employee behavior in light of training transfer and effectiveness are still largely
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unexplored. Hence, the present study aims to explore the issues requiring consideration,

such as the relationship between the effectiveness of training, through the TPB model.

Variables that form the component of the TPB theory have already been tested in
numerous researches. Subjective norms have been argued by Armitage and Conner
(2001) to be the less influential component in the TPB. Armitage and Conner (2001)
come to this conclusion after rigorously reviewed 184 studies that the average
contribution of attitude in predicting behavioral intentions was moderate and on the other
hand the average subjective norm-intention correlation was relatively low (34). This
explains that the subjective norm relationship with intention correlation is relatively
weaker than the other relation such as perceived behavioral control and other external
variables with intention. However, Armitage and Conner (2001) caution about the use
and interpretation of their finding, because the study uses only one item measurement of
the component. Thus, they proposed that subjective norm would have shown a strong
enough association with the intention when properly measured with multiple-item scales.
This further justified the rationale behind the inclusion of subjective norm variables in the
present study that is a supervisor or managerial support. In addition, application of TPB
theory in training effectiveness is uncommon. Wilson’s (1980) research on unethical
behaviors of business students also depicts a weak prediction of subjective norms on

intention in carrying out that behavior.

Better still, it is assumed that the more appropriate the attitude and subjective
norm attached to behavior are, greater the perceived behavioral control and greater

should be an individual’s intention to execute the behavior like training transfer.
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Researcher like Smith et al. (2008) has found a relative limited effect of perceived
control on intention or behavior of individuals. This also supports the reason for

including perceived behavioural control (self-efficacy) to be part of the model.
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Figure 3.1
Training participation model using Ajzen TPB model Adopted from Ronan Carbery and Thomas N. Garavan
(2011)

Figure 3.1 shows the training participation model using Ajzen TPB model by Carbery
and Garavan (2011). They postulated that training participation behavior is proposed by
intention to take part in training. Intentions to participate are in turn predicted by
variables such as employees' attitudes towards training, the perceived social pressures to

participate in training exercise (subjective norms) as well as perceived behavioral control.
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Perceived behavioral control is defined by Carbery and Garavan (2011) to include self-
efficacy belief, self-directed and organizational constraint. Subjective norms were
generally referred to as perceptions with referents to individual desire to perform or not
perform a behavior. Subjective norms were explained by a variable such as
organizational culture, achievement norms related to employee recruitment. Furthermore,
intentions were defined as the employees' desire, a sense of responsibility and self-
prediction. All these variables according to Carbery and Garavan (2011) contributed to

employee participation behaviors in a particular training.

Self-Efficacy

Intention to Training
Learning Style | Transfer Training > Effectiveness
Supervisor's Support
Independent Variables Mediating Variable Dependent Variable

Figure .3.2 Modified training participation model using Ajzen TPB model adapted from Ronan Carbery and
Thomas N. Garavan (2011)

Figure 3.2 shows the theoretical framework of the present study adapted from Carbery
and Garavan (2011). The framework is relevant to the present study as it depicts the
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relationship among the variables that are being investigated. The model is highly
sufficiently and adequate to guide the underpinning assumptions of the present study,
because the model was used to find out the effectiveness of a training program.
Nonetheless, the model has been slightly modified to soothe the context of the present
study by re-conceptualizing some of the latent factors. The independent variables are self
-efficacy, learning style, and supervisor support. Self-efficacy and learning style
represent perceived behavioral whereas supervisor’s support represents subjective norms.
These three key factors are predicted to have direct as well as indirect influences on
training transfer. These above mentioned three key variables formed the foundation of

the theory of planned behavior.

2- Social Learning Theory

Social learning theory postulated by Bandura, (2007) was conceptualized and used as
“Social learning theory of learning style” to explain behavioral intention, Supervisors
support and learning style in Saudi Arabia in the present study. The development of the
social learning theory can be traced from Vygotsky’s (1962) social learning theory that
emphasized on the importance of knowledge sharing and social capital gained. Eun
(2008) concluded that Vygotsky’s theory depicted a “sociocultural theory of development
by stating that individual mental functions arise from specific social interactions and
retains a social character in the most private spheres of human self-consciousness” (p.
135). Vygotsky’s (1962) theory maintained that acquiring knowledge and skills requires
social interaction with a targeted purpose often controlled by the user’s behavioral

intention. This implies that the social interaction provided by supervisor support could
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aid in transmitting and impacting knowledge to the student. The social nature of learning

lends itself to being used as an “enabler” for learning style in Saudi Arabia.

Based on Vygotsky’s (1962) social learning theory impact on training
effectiveness in a virtual learning environment, Swanson and Holton (2005) reported that
supervisor support revealed that students socially interact during learning (p. 14). It then
implies that the interaction afforded by learning environment could be used to enhance
learning style in Saudi Arabia. Vygotsky’s learning theory states that individuals
interacting with other constituted a key component in the development of knowledge
sharing and information dissemination. Hew (2011) found that students spend enormous
time daily to improve in their knowledge. The worry as discussed by Madge, Meek,
Wellens and Hooley (2009) is that students may not use learning opportunities effectively
without adequate supervisor support. Referring to Vygotsky’s (1962) social learning
theory, training transfer facilitates knowledge sharing that bridge the theoretical gap
between using learning tools and implementing processes. Thorough examination of
knowledge sharing in the form of training transfer is needed in order to adequately

explain training effectiveness especially in the educational sector in KSA.

The bridge between Vygotsky’s social learning theory and learning style was
postulated by Bandura’s (1986) and relies on an economic exchange theory which posited
that training transfer takes place after there is a greater benefit to users in sharing the
knowledge (Hsu et al., 2009). Therefore, learning style can be affected by the behavioral
intention of managerial staff /supervisor because, it allows for further sharing of

knowledge and transfer effectiveness of experiences that are meaningful to enhance
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learning style. Swanson and Holton (2005) pointed that learning is social in nature.
Vygotsky (1962) maintained that all learning and knowledge transfer processes are social
in nature. In a 1962 translated work, Vygotsky stated that higher mental function can be
external and social. This form of the social learning theory is applicable to training
effectiveness because it can serve as a social engagement platform to improve learning
style, especially in the KSA educational sector, where government has been pumping
enormous fund to properly equip managerial staff for future task. The openness of
supervisors to support managerial staff learning style, however; fulfills an open social

aspect of Vygotsky’s social learning theory.

Bandura’s (1986) social learning theory was built upon Vygotsky’s (1962) theory.
Bandura believed that learning is accomplished through social modeling and noted
learning would be tedious if learners should rely on their own effort in acquiring

knowledge. Bandura’s theory depicted that social learning requires:

1. Paying proper attention to learning.
2. Maintaining learning behavior.
3. Demonstration of the learning behavior.

4. Motivation for a successful learning.

Completing all the four steps leads to successful learning. Social learning theory by
Bandura centered on psychology and the modification of behavior. Learning behaviors
and social learning as described by Bandura applies to the training effectiveness via
development of learning style through training transfer. Training transfer in this way

reveals the behavioral intention of learners and provides necessary feedback that
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encourages the reproduction of behavior which is important for supervisor’s support as
noted in Bandura’s theory and was explained as behavioral changes. Fox and Riconscente
(2008) asserted that Vygotsky’s theory centered on language-based interactions as the
medium by which behavioral intention is controlled. The focus on language and its

importance, for knowledge sharing makes social learning theory suitable for this study.

The ability to think deeply and apply a more complex thought pattern to their
studies is important in improving learning style. Baxter and King (2004) noted that ways
of knowledge enhancement are socially constructed through natural inquiry and

represents reasoning patterns.

The Social Learning Theory propounded by Bandura took for granted that people
learn by interacting with others through observation, imitation and modelling. This theory
provides a connection between theories of behaviorist and cognitive learning. The social

learning theory depicted that an individual learns and are simulated by the society.

Bandura (2007) stated that Social Learning Theory is valuable in demonstrating
on how individuals learn new things by observing others. People learn through observing
others’ behavior, attitudes, and outcomes of those behaviors. The behavior of the people
is learned from observing other people (Bandura, 2007). This theory explains the
behavior of the human beings and the interaction between cognitive, behavioral, and
environmental influences and can be further used to provide a broader view on training
effectiveness. Observational learning helps children to learn behaviors by watching
others behavior and then imitating them. Therefore, social learning theory highlighted on

the learning that takes place within a social context and can be used to enhance learning

97



style. Modelling Process as used by Bandura depicts all observed behaviors necessary for
behavioral changes. Figure 3.3 is a diagrammatic representation of the social learning
theory of “learning style”, showing the variables that explain its attributes in the present

study.

Behavioural
Intention

Social
Learning
Theory

Figure 3.3
Social learning theory of “learning style” adopted from Bandura, (2007)

3.3 Hypotheses Development

Along the same lines, to make sure that training is effective, trainee’s attitudes,
interests, values and expectations should be kept in mind. Noe (1986) presented this
model regarding motivational influences upon training effectiveness to examine the
moderate relationship between learning and behavioral change. He stressed that trainee’s

attitudes, interests, values and expectations may impact training effectiveness.
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Additionally, Holton (1996) extended Noe’s model of training effectiveness and referred
to it as HRD evaluation research and measurement model. This model conceptualizes a
holistic approach to estimating if the training programs are effective. It primarily relates
to the skill learned by trainees with individual performance and application in the
workplace setting. As such, while supervisors motivate and support employees in their
training transfer, the former may be lenient and are more favorable towards their ‘in-
group’ at the expense of other groups. Prior research revealed that individuals tend to
relate positive attributes with people of the same age or education quite easily than out-
of-group members, and to relate negative attributes with quite easily with those out-of-

group individuals.

On the basis of the above discussion, screening effects differ between in-group
and out-group individuals while positive screening effects are reinforced in the context of
in-group members, potential discrimination may arise in the context of out-group
members (Baron, 2001). However, for the accomplishment of training effectiveness and
superior organizational performance, supervisor support is necessary. Organizations and
employees can reach their goals if training effectively transferred to the workplace setting

(Bhatti & Kaur, 2010). It is therefore hypothesized that;

Hi: Intention to Transfer Training directly influences Training Effectiveness.

H,: Learning Style directly influences Intention to Transfer Training.

H,: Self-Efficacy directly influences Intention to Transfer Training.

Hs: Supervisor Support directly influences Intention to Transfer Training.
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Personal experiences prior to training affect the outcomes through their influence
on training effectiveness (Smith-Jentsch et al., 1996). Learning Styles was found
significantly influencing training effectiveness (Gambetta, 1987; Baron, 2001). Previous
experience builds strong confidence to use learning strategies in training programs
(Bandura, 2009). Learning Styles resist on levels of education/or skill in training

effectiveness. Based on the above arguments, this study hypothesized that:

Hs. Learning Style directly influences training effectiveness.

Studies concerning employees’ training transfer through self-efficacy found a
strong link to the training effectiveness (Gist et al., 1991; Quionones, 1995). Meanwhile,
Chiaburu and Marinova (2005); Gaudine and Saks (2004); Ford et al. (1998); Kirwan and
Birchall (2006) contended that self-efficacy facilitates worker’s training transfer,
following the completion of training, to the working environment, with the trainee’s
transfer intention having a key role in this relationship (Velada et al., 2007). Along with
self-efficacy, the experiences produced by behavior intention of employees are partial
determinants of what a person becomes and what he/she can do and thus, subsequently
affecting his/her behavior (Davis & Luthans, 1980). This behavior may later add to the
learning style which may eventually impact training transfer. Through the discussion on

self-efficacy and training in literature, the following hypothesis is postulated,;

Hs: Self-efficacy directly influences training effectiveness.

Tennnant et al. (2002) stated that immediate superior support provided to

employee following the completion of training significantly impacts training
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effectiveness. This contention is supported by Ling (2007) who claimed that immediate
superior’s feedback and support help trainees to gather and employ the skills learned in
training. Other researchers like Davis and Davis (1997), Karuppaiya (1996), also stated
that cooperation and assistance from immediate supervisor will improve transfer and
effectiveness of training. Support from supervisor towards training directly impacts pre-
training motivation (Facteau et al., 1995; Mathieu et al., 1992; Tannenbaum et al., 1994).

The following hypothesis are drawn from the above discussion;

H-: Supervisors' support for employees' direct influences training effectiveness.

3.3.1 The Mediating Effect of Intention to Transfer Training

The mediating variable is the variable that mediates the effect of an independent
variable to its dependent variable. If the direct effect from variable Such as learning style,
self-efficacy and supervisor support to variable Y, such as, training effectiveness does not
exist, instead the effect of existing indirectly variable through another variable M, such as
intention to transfer training then in this case M is a mediating variable (Hair, Black,

Babin and Anderson 2010).

According to a study by Hawley and Barnard (2005), most previous research on
training transfer examined various contextual factors such as influence on employee
learning effectiveness. Previous studies, however; is in the same direction tends to
enhance the performance of employees by looking into developmental training options to
equip employees with adequate knowledge to effectively function in their respective

working environment. Confining to the context of the present study, training transfer can
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be used to explain the process of using knowledge and skill acquired through training to
improve job performance (Bates & Khasawneh, 2005). In explaining the relationship of
the research variables, studies have shown that relationship existed between intention to
transfer training (Chokri & Talal, 2013; Brown, 2002) learning style (Rossi et al., 2010;
Rossi, 2009) and self-efficacy (Sherer & Maddux (1982) influence training effectiveness.

Therefore the underlying hypothesized statements of the present study are as follows;

Hg: Intention to transfer the training mediates the relationship between the supervisor

support and training effectiveness.

Ho: Intention to transfer the training mediates the relationship between the learning style

and training effectiveness.

Hio: Intention to transfer the training mediates the relationship between the Self-efficacy

and training effectiveness.

3.4 Conclusion

This chapter presented and discuses the theoretical framework underpinning this study
and the hypothesis generated from the research objectives and research questions
respectively. And shows how the theory of planned behavior (TBP) and social learning
theory (SLT) related to the presented study in order to present contribution of the study to

the existing literatures and conclusive findings.
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CHAPTER FOUR

METHODOLOGY AND RESEARCH DESIGN

4.1 Introduction

The present chapter supplies an overview of the research methodology utilized in the
study. Moreover, it presents a description of the operational definitions and the
procedures conducted in detail. The survey questionnaire research design is developed to
evaluate training effectiveness and its influencing factors as discussed in the previous
chapters. In addition to this, the chapter explains the study population, appropriate
sampling and the sampling technique employed. It also discusses the relevant data
information instrument and finally, the data analysis method and the statistical techniques

that were utilized are explained.

4.2 Research Design

Survey research can generally be termed as way to collect data by asking questions and
noting down people’s opinion (Whitley, 1996). The term survey is attributed to a research
method where data is gathered by asking questions to obtain responses from a specific
group of people called respondents (Ary et al., 2002). Survey research is normative
research and with controlled errors, it is possible to generalize results to a target

population (Miller and Deutsch, 2003).

The present study adopted a quantitative research design approach based on a

survey questionnaire in examining the influence of learning style, supervisor’s support
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and self-efficacy on training effectiveness and the mediating effect of intention to transfer
training in relation with learning style, supervisor’s support and self-efficacy on training
effectiveness. The units of analysis selected are the upper cadre managerial staff in Public
Universities in Saudi Arabia. The aims of the research are twofold in terms of measuring
training effectiveness. First, to identify the importance of conceptual and decision making
training and its effect upon employee’s transfer and second, to study the direct effect of
self-efficacy, supervisor’s support and learning style on intention to transfer training and
training effectiveness and the indirect effect of self-efficacy, supervisor’s support and
learning style on training effectiveness through intention to transfer training. The present
section presents a detailed explanation of the study design, research instruments and
hypotheses, sample criteria, research population, and data collection procedures. In

addition, multiple regression analysis is used for data analysis.

4.2.1 Nature of the Study

Quantitative research design, in nature, can be divided into predictive and explanatory.
The former designs aim at identifying variables for the prediction of a specific outcome,
describing and forecasting a trend or phenomenon, discovering whether or not there is a
tendency to certain responses among individuals. On the other hand, the latter design
aims at identifying a predictor variable to expect the outcome of cause-and-effect as the
criterion variable (Creswell, 2005). The quantitative survey questions in the current study
are predictive in nature, but the predictive use in the study takes more of an explanatory
and non-experimental form of quantitative research (Johnson & Christensen, 2004). This

study makes use of descriptive analysis followed by regression analysis to determine and
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describe the workers’ characteristics towards transferring of soft skills acquired during
training to find the effectiveness of training on the actual job. Numerical indices like
averages, percentages, and spread measures can be calculated, and variables summarized

and examined one by one of the inferential statistics (PLS).

4.2.2 Population and Sample

The study population comprises of a higher cadre of managerial staff (Dean, Deputy-
Dean, Head of Department, Deputy- Head of Department, Director and Deputy-
Director). Six universities are included in this study, they are; University of Ummul Al-
Qura in Mecca, Islamic University of Madinah, King Saud University in Riyadh,
University of Al-Jouf in Al-Jouf, University of Najran in Najran, and University of
Dammam in Dammam. Information provided by these people from various institutions
will improve training transfer in Saudi Arabia because real information on the decision
and implementation of administration policies will be obtained and will be used for

improved management services especially in the area training transfer.

Table 4.1 and Table 4.2 show the total population distribution of the respondent in
the selected universities (according to qualification and occupation). These universities
were chosen purposefully, because they have been consistent in providing training for
their managerial staff. The role of managerial staff in the university is very critical as
they are the decision makers at different university units. Their decisions can make or
break the achievement of the goals of faculties, departments or centers. As such, the
Saudi government has invested huge amount of money on providing the training on

conceptual skills, particularly problem-solving and decision making yet, little impact of

105



these investments on the overall performance of the institutions (Al-Otaibi, 2008). So, the

need to conduct a study on this set of individual become imminent.

4.2.3 Sample Size

Researchers have proposed the least number of subjects required for different types of
research. Fraenkel and Wallen (2008) explain for descriptive studies, a sample should be
at least 100 and for correlational studies, it should be 50 in order to establish the
existence of a relationship. Similarly, Pallant (2005) recommended a minimum of 15
respondents per variable in a study where regression analysis is utilized as an analytical

tool.

Rea and Parker (1992), on the other hand, recommended sample sizes of 382 and
383 as necessary in representing populations numbering 50,000-100,000 respectively. For
populations of 100,000 people, 1,058 respondents are required for 3% accuracy and 383
respondents are required for a 5% accurate at alpha = 0.05. According to Creswell
(2005), the larger the sample size, the higher will be the confidence level, the smaller will
be the error variance, the better will be representation of results, the more homogenous
will be the sample, and the richer will be the information. Krecjie and Morgan (1970)
describe, for a population of 6,327 as in the present study, a sample size of 364 is
adequate. According to the table, a sample size of 361-364 should be obtained from a
population ranging from 6000-7000 and as the population of the study is 6327, the

researcher selected 364 as the sample size.
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Several factors concerning the universities make them suitable for the present
research; according to Al-Qahtani (2011) the factors include the geographic distributions,
availability of a large number of high ranking managerial staff and their diversities. An
appropriate sample size is thus selected from these universities. The breakdown of the
population of the six selected universities from which a total of 364 samples is selected

based on Krecjie and Morgan (1970) sample size (see Appendix, 3).

-I!’-ggllﬁa?i-c}n Distribution of the Respondent in selected Universities (According to Qualification)
NO Un?vl:e?!sii?ci os  Doctorate Master Ditl):grr;a Bachelor  Population F:‘i[)ﬁrﬁnigelg Sample
population

1 ﬂm]er';‘i't)? ura 3 40 9 384 436 6.9% 25

2 IlsJIﬁ:?/:aCrsity 23 28 8 251 310 4.9% 18

3 ﬁ:ﬂsesrgﬁs 123 224 49 2070 2466 38.9% 142

4 Aulr;]i(\)/lé];sity 1 8 0 192 201 3.3% 12

S '\LIJarJ;:\?re)rsity 4 7 0 158 169 2.7% 10

6 gg%’ﬁ{;&y of 510 86 9 2140 2745 43.3% 157
Total 664 393 75 5195 6327 --- 364

Source: Ministry of Higher Education of Saudi Arabia (2013)
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Table 4.2
Population Distribution of the Respondent in selected Universities (According to Occupation)

. D t P tat
NO UnPUb“.c . Gender Dean Deputy Head of HS&F\J; gf Director eruty Staff Total fergcnewntoat:Ig Sample
iversities Dean Department Department Director population
umm
1 Aloua Male 22 25 30 26 50 29 109 436 6.9% ”
University Female 7 16 22 20 6 2 72
Islamic Male 19 20 18 17 36 17 78
2 e 310 4.9% 18
University  Female 4 9 16 12 4 1 59 °
KingSaud  Male 90 114 131 114 208 195 936
3 g ol 2466  38.9% 142
University Female 13 31 56 51 11 3 513 0
Al Jouf Male 17 10 13 12 20 15 67
4 PR 201 3.3% 12
University Female 0 9 8 6 0 0 24 °
Najran Male 16 9 9 7 20 12 35 .
University — Male 86 110 118 123 187 187 1062
6 of 667 2745  43.3% 157
Dammam female 12 44 74 66 7 2
Male 250 288 319 299 521 455 2287
Total female 37 117 188 162 29 8 1368 0% - 364

Source: Ministry of Higher Education of Saudi Arabia (2013)

4.3 Sampling Procedures

The present study employed a purposive sample method to select the sample because of

the difficulties faced in using random sampling method. Employees who participated in

soft skill training or those who were sponsored to attend by the universities are selected

as respondents to the questionnaire. Additionally, the participants responding to the

questionnaire are requested to reply to questions concerning soft skill acquisition,

supervisor support, self-efficacy and learning style, ability to transfer training and

applying training on the job effectively.

According to some researchers (Sekaran, 2003; Bryman, 2004; & Alomar, 2004),

purposive samples are produced when the sample selection is conducted by the researcher

through his/her own judgment. The selected samples are made based on their easy access
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or their importance. Moreover, the study sample is selected from the trainees returning

back to their work stations following their completion of soft-skills training in the past.

4.4 Measurement and Instrumentation

The questionnaire contains two sections. The first section included demographic
information regarding qualification, age, gender, experience, position, university
specification and basic management course. The second section included items on
training effectiveness, training transfer intentions, learning style, self-efficacy and
supervisors' support. All variables were measured using 5-point Likert-type scale of

"strongly disagree=1", "disagree=2", "neutral=3", "agree=4" and "strongly agree=5".

Actually, Likert scale measure has been one of the most commonly used scales to
examine the behaviors or performance, (Al-Marri et al., 2007). Thus, multiple-item Likert
scale was considered to be an appropriate interval scale to measure the behavior of
variables included in this study. Specifically, to achieve the objectives of this study, a
five-point Likert scale ranging from “1” (strongly disagree) to “5” (strongly agree) for

satisfaction.

Similarly, the scale ranging from“1” (far below the average) to “5” (far above the
average) used to measure the behavior of variables. The choice of a five-point Likert
scale was supported, according to Al-Marri et al. (2007), by the fact that it is commonly
used in the previous studies. Additionally, Likert scale is easy for respondents to answer

and report their perceptions regarding attitudes, behaviors and assessments.
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Regarding to the measurements of this study all the measurements adapted from the
relevant previous studies. In case of Training effectiveness the measurements was derived
from the relevant studies in the literature. However, the deployed measures used in this
study were adapted from the measures used by Machin and Fogarty (2003). In addition,
Supervisor's support measurements used in this study was adapted from the measures
used by Holton, Bates, & Ruona (2000). Moreover, learning style measurements derived
from the relevant studies. However, the deployed measure used for this variable was
adapted from the measures used by Honey and Mumford (1982). Furthermore, Intention
to transfer training measurements adapted from the relevant studies used by Machin and
Fogarty (2003). Finally, Self-efficacy measurements were derived from the measures
used by Sherer and Maddux (1982). Both the independent and dependent variables

considered in this study are listed in Table 4.3 and their sources from which they adapted.
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Table 4.3

Measures Used in the Study

Source of the

Variable | Conceptual Definition of Variables Sample Item
scale
The effecting and continuing application
Training Machin and by trainees to their jobs the knowledge and | 9rade myself how
effectiveness Fogarty (2003) skills gained in training, both on the job successfully I can apply the

Supervisor's

support

learning style

Intention to

transfer training

Self-efficacy

Holton, Bates, &
Ruona (2000).

Honey and
Mumford (1982)

Machin and
Fogarty (2003)

Sherer and
Maddux (1982)

and off the job.

The supervisor’s attitude towards the
employees which indirectly means norms

existing in the work environment.

learning style is conceived as the approach
of managerial staff of acquiring and
processing information to achieve the goal

of the university..

Transfer of training is the effect that
knowledge acquired in a specific area of

skills and conveys it to the work settings.

Self-efficacy is performance of specific
skills and stresses on the individual’s

belief about his or her performance ability.

skills that | have learned.

My supervisor meets with me
to guide to apply training on
the job.

| prefer to adopt step by step
approach for problem solving

I am perfect to keep use of my

trained skills on the job.

When | plan, I am sure I can

make them work.

4.5 Data Collection and Analysis

Data collection and analysis is based on the objectives of the study. The managerial staffs

(Dean, Deputy-Dean, Head of Department, Deputy- Head of Department, Director and

Deputy- Director) were presented with the questionnaire (Appendix 1) together with an

111



enclosing letter describing the study and soliciting voluntary participation. The
participants were asked to return the survey questionnaires in two weeks’ time through a
pre-addressed envelope enclosed in the research packet. Every envelope is labeled to help
in the follow-up of non-returned surveys and every returned survey coded for the purpose
of identification and record. The code number is only accessible to the researcher. Once
the surveys are received back, the names of the respondents are erased from the list and
the envelopes are destroyed. Moreover, for those subjects who do not return the survey
questionnaires, follow-up procedures are conducted where the researcher revisit the

universities to remind the return of the questionnaires within a given period of time.

Regarding the language of the questionnaire, the original version of the questionnaire was
in English. Since the target respondents of this study was the managerial staffs in Saudi
Arabia, to go through this target the questionnaire was translated to the Arabic language.
This was done following the recommendations of Brislin (1970, 1986). In order to do
that, the questionnaire was doubled to measure its validity and reliability. More
accurately, the questionnaire has been translated into Arabic by two bilinguals. Lastly,
the two English versions of the questionnaires were carefully compared to detect
variation and modifications made accordingly to ensure the conceptual equivalence of

both the original English versions.

4.6 Pilot Study

Following the generation of questions related to every important construct, it becomes
necessary to conduct a pilot study. David stated that questionnaire items are the

interaction basis between the respondents and the researcher while Yates (2004) claimed
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that the pilot phase allows the questionnaire’s refining and readying for the survey
feasibility and the provision of valuable experiences that direct other study aspects.
Similarly, Maxwell (1996) explained that pilot study serves the same functions as prior

research, but is more focused on the researcher’s direct concerns.

The pilot study is advantageous in many ways; it reduces errors in and
misunderstanding in the questions, it conserves time and increases researcher’s
confidence in the instrument, it enables the researcher to evaluate the researcher
instruments, and it assists proving the concept and determining problems. It is more
advantageous than distributing the questionnaire whereby inefficient preparation exists.
Teijlingen and Hundley (2001) added that the pilot study may provide an advanced
warning concerning the failure of the project research, the failure of following the
research protocols and the inappropriateness and complication of the proposed methods

or instruments.

According to Teijlingen and Hundley (2001) pilot study is done for the following

reasons,

To develop and test the adequacy of research instruments;

To assess whether or not the research protocol is realistic and workable;

To establish the effectiveness or lack thereof of the sampling frame and technique;

To identify logistical issues which may appear through the use of the proposed methods

and;
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To estimate the variability in the data that helps to determine the sample size.

The survey questionnaire is therefore was piloted with the help of senior administrators in
one of the sample universities. To carry out the pilot study the initial questionnaire should
go through several stages of revisions to make it clear and to correct any mistakes. In
addition to that, it is a critical step to carry out the pilot test by using data that collected
from the same pool to use for testing the validity and reliability of the measurements
(Sproull, 2004). Regarding this study, four academic faculties from King Saud University
in Saudi Arabia related to this research have been asked to revise the questionnaire.
Furthermore, they were allowed to give their views on the questions and ask if the
questions are easily understandable to decrease the possibility of misunderstanding. As a
result, some of the questions were reformulated to eradicate the confusion as well as to
make the quality of the data better. For the pilot study, 120 employees from four
academic faculties of King Saud University in Saudi Arabia responded to the
questionnaire. The reliability and validity test of the research instrument were carried out

on the basis of gathering data.

4.7 Measuring the Validity and Reliability of the Measurements

4.7.1 Validity Analysis

The instrument validity of an instrument is what it is intended to measure. In order to
enhance the potential for high validity, the instrument is established for literature review
concerning training in soft, skill, training effectiveness, learning style, self-efficacy and

supervisor’s support. In fact, validity and reliability are considered as the two important
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ways to assess social science measures. Validity, according to Dooley (1984) is more

important as when a measure has high validity, it should also have high reliability.

With low validity, it may be misleading despite its reliability. Validity has two
types, namely the internal validity and external validity; the former refers to the level to
which the study reflects or assess the particular concept being measured while the latter
transfer to the level to which the study outcomes can be generalized. There are several
types of internal validity including face validity, content validity, construct validity,
predictive validity and concurrent validity. For the validation of study instrument, both
face and content validity procedures are employed. In order to test face validity, the
questionnaire was given to four employees in King Saud from Business Administration

Department.

To test content validity, four experts comprising of supervisory committee were
given the questionnaire to go over the items and statements in the questionnaire against
every dimension of the instrument. The literature of research methodology, particularly
in the behavioral science, revealed that content and construct validity are the most

commonly used validity measures (Leary, 2004; Nunnally & Bernstein, 1994).

To measure the construct validity, factor analysis has been performed using the
principle component method and Varimax rotation. By using factor analysis, the items
explaining the same construct could be identified. In the Pilot study the sample size was

small (n=120), the factor analysis on each construct was examined separately.
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The first step was to check the applicability and appropriateness of factorability of
factor analysis through checking the Kaiser-Meyer-Olkin (KMO) measure of sampling
adequacy and the Bartlett’s test of sphericity. According to Kaiser (1974), the KMO is
the index used to compare the magnitude of the observed correlation coefficient to that of
the partial correlation coefficient. The smaller the sum of the partial correlation between
all pairs of variables, the closer will be KMO to one (1.0) and hence the more appropriate
factor analysis will be. Moreover, Kaiser (1974) described the KMO measure based on
their closeness to one as Marvelous if it is around 0.90; Meritorious if it is around 0.80;
Middling if it is around 0.70; Mediocre if it is around 0.60; Miserable if it is around 0.50;
and unacceptable if it is below 0.50. The pilot study results showed that, as presented in
Table 4.4, the KMO measure ranged between 0.784 to 0.902 of KMO and hence the

appropriateness of factor analysis.
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Table 4.4

Factor Analysis of the Final Instrument (Pilot Study)

Training Effectiveness TE2 0.846 0.775 0.000 3.491 58%
TE3 0.798
TES 0.781
TEL 0.771
TE6 0.728
TE4 0.637
Supervisor's Support sS4 0892 0.875 0.000 3535 1%
ss3 0.876
ss2 0.866
ss1 0.856
SS5 0.700
Learning Style LS2 0862  0.902 0.000 4.710 59%
Ls7 0.804
Ls3 0.791
LS6 0.788
LS5 0.771
LS8 0.738
LS4 0.710
Ls1 0.656
'antae,rr',t,'r?g to Transfer ITT3 0940 0748 0.000 2502 43%
ITT4  0.829
ITT2  0.804
ITT5  0.648
ITTL  0.639
ITT6  0.531
Self-Efficacy SE2 0800  0.856 0.000 3506 70%
SE3 0.881
SE4 0.825
SE1 0.825
SE5 0.760

*Item are as ordered in the questionnaire set
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As shown in Table 4.4 some items have been reported to have low factor loading, which
is less than 0.7 namely (TE4, 0.637, LS1, 0.656, ITT5, 0.648, ITT1, 0.639, ITT3, 0.531).

However, the factor loading for all other constructs have values greater than 0.7.

4.7.2 Reliability Analysis

Reliability is defined as the assessment of the level of stability between many of the
measurements of a construct (Hair et al., 2010). Consequently, to evaluate the
consistency of items used to measure a construct, the reliability analysis of the instrument
was conducted. The reliability of the instrument means that the measure will generate
the similar outcomes if used over and over again. Sekaran (2003) identified the four
methods that were used generally by researchers to make sure their measuring
instruments were reliable. These methods include: test- retest methods, alternative form
methods, split half method and the most commonly used is Cronbach’s alpha coefficient
method. This study applied the test of Cronbach’s alpha coefficient method to examine
the reliability of instruments. Cronbach’s alpha method to test for measure reliability is
able to have its own strengths. Due to its practicality, the Cronbach’s alpha method has
been the prevailing reliability testing method used, particularly, from the famous

researchers in social science.

The Cronbach’s alpha method is used to evaluate the reliability of the
measurements. The Cronbach’s alpha coefficient signifies the stability of the items that
used to measure the same construct. In other words, a high Cronbach’s alpha coefficient
refers to the items of the construct confirm high consistency and split high tendency to

measure the meant construct. To determine the suitability and standard cut point of the
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level of Cronbach’s alpha coefficient, Nunnally (1978) recommended some minimum
standards for Cronbach’s alpha. Cortina (1993) optional standard for Cronbach’s alphas
more than 0.9 is excellent, 0.8-0.9 good, 0.7-0.8 Acceptable, 0.6-0.7 Questionable, 0.5-

0.6 poor and less than 0.5 is unacceptable.

To check the reliability of the intended measures, this study performed the
Cronbach’s alpha analysis. The reliability analysis has been performed for each construct
separately. However, to increase the reliability coefficient of a construct, some items
have been suggested to be deleted by the system. To decide which the items for deletion

are item-construct analysis can help to determine the ones with the least contribution to

be removed.
Table 4.5
Reliability Analysis of Pilot Study
Initial .
Constructs 'I\E"ﬁ: Cronbach's D';fé?; d Crzr:bﬁgh S
Alpha P
Training Effectiveness .
6 0.856 Nill 0.856
Supervisor's Support .
5 0.892 Nill 0.892
Learning Style .
8 0.898 Nill 0.898
Intention to Transfer Training .
6 0.732 Nill 0.732
Self-Efficacy .
5 0.889 Nill 0.889

*
Number of items sequenced in the questionnaire

As presented in Table 4.5, it can be observed that the Cronbach’s alpha

coefficients for all the constructs under study were at the acceptable level of internal
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consistency. Clearly, most of the tabulated values of the coefficient alpha exceeded the
agreed upon lower level of alpha (that is 0.7) (Nunnally &Beinstein, 1994). Actually, it
was argued by Hair et al., (2010) and Cortina, (1993) that 0.6 is the minimum acceptable
level of Cronbach’s alpha for any construct to possess an acceptable reliability. It can
also be noticed that there were no items deleted to improve the internal consistency of the
constructs. In general, all the items included in the study have proven to show a good

level of internal consistency when measuring their respective intended measures.

4.8 Data Analysis Procedures

This study attempted to examine the influence of learning style, self-efficacy, and
supervisor support on the intention to transfer training and the training effectiveness in
the context of Saudi higher education institutions. In examining the hypothesized model
the partial least squares structural equations modeling PLS SEM approach was followed.
In doing so, two steps were followed. First the validity and reliability of the instrument

were checked. Second, the hypothesized relationships were examined and reported.

4.9 Structural Equation Modeling (SEM) (PLS Path Modeling)

The statistical software partial least squares structural equation modeling (PLS-SEM)
approach latest version employed to ensure the correlation between the Training
Effectiveness and Intention to Transfer Training with the independent variables, Intention
to Transfer Training, Learning Style, Self-Efficacy, also to examined the mediation effect
of Intention to Transfer Training on the relationship between Learning Style, Self-
Efficacy, Supervisor’s Support and Training Effectiveness . By comprehensive manner,

both simple and advanced statistical tools and method were used and appropriate for
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analyzing the relationship among the variables and the model. According to Hair et al.,
(2010), partial least squares (PLS) have become a popular technique as an alternative to

SEM technique such as LISREL, AMOS and other programs.

4.10 Chapter Summary

The present chapter presents a sketch of the research methods and the methods used for
data collection. It provides a description of the study samples and the statistical analyses
utilized for data analysis. The study strength lies in the fact that it sheds light on the
training programs' effectiveness in the public sector and in addition to this it identifies
factors that can improve training transfer among Saudi public universities managerial

staff.
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CHAPTER FIVE

DATA ANALYSIS AND RESULTS

5.1 Introduction

This chapter focuses on the analysis of output based on research objectives in Chapter
One and presents the empirical results to test the research hypotheses developed in
Chapter Two. It consists of sixteen main sections. Following the introduction, the
response rate and non-response bias assessment were explained in section two and
section three. The fourth section reported the data screening outputs. Here, procedures
used to purify the data such as missing data treatment. The next section provides a
summary of the respondents’ distribution according to the demographic variables. The
study describes the main dimensions of this study using the descriptive statistics in

section six.

Section seven focused on the justification of choosing the Partial Least Squares
(PLS-SEM) approach. The Partial Least Squares-SEM path modeling was presented in
section eight. Section nine reported the results of the two-step process in conducting the
PLS-SEM, whilst section ten explained examination of outer measurement model as a
prerequisite for the examination of inner structural model assessment and hypotheses
testing. Specifically, this study established the goodness of the outer model related to the
constructs of this study namely Learning Style (LS), Self-Efficacy (SE), Supervisor’s
Support (SS), Training Effectiveness (TE) and Intention to Transfer Training (ITT).

Following section ten is the assessment of first order and second order constructs.
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Having done this, the process was to examine the quality of the structural model once the
construct validity was established. The goodness of fit on the overall model assessment
was performed in section thirteen. Then, the structural model (inner model) and testing
procedures, assessment were described in section fifteen. The results of mediating effect
of the Intention to Transfer Training (ITT) were performed in section fourteen. Finally, a
short chapter summary concludes this chapter and results of hypothesis testing are

summarized in section sixteen.

5.2 Response Rate

Hamilton (2009) reported that the response rate refers to the number of survey
respondents divided into the number of respondents in the sample size. As briefed in
previous chapter (Section 4.3), the data used in this study were collected from managerial
staff from six public universities in KSA. Data collection was started on August 2013 and
completed by November 2013. Moreover, Dilman (1978) argued that the effective
administration of the survey significantly influences the level of satisfactory responses of
the data generated. Therefore, this study employed the self-administered questionnaire to
collect the data. Thus, the quantitative research approach was very much helpful in
translating the information collected using the survey questionnaire or measurement
instruments into significant results that were useful for the research development (Cooper
& Schindler, 2006). As indicated earlier, the questionnaire of the study consisted of 30
questions (using 5-points Likert scale) and followed the self-administration approach by
individuals in most of the cities where the public universities located to ensure a high

response rate. Also this method enabled the respondents to clarify their doubts and
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enabled the data collectors to refer back to the respondents to rectify all the missing data.
Six public Universities in total participated in this study. Having respondents from all
public universities was significant to assure that the sample has represented the
population. The field survey was conducted through distributing the questionnaires to
four hundred and seven (407) managerial staff officer in the participating universities. Of
the 407 questionnaires distributed, 339 were returned. The total number of usable
questionnaires was considered sufficient to conduct SEM analysis (Hair et al., 2010;
Kline, 2011), which is used in this study. Thus, 339 which represent 83 percent of the
number of distributed questionnaires were taken for further analysis in this study. Table

5.1 illustrates the distribution and a response rate of respondents by each university..

Table 5.1
Respondent by Each University
Type of University Distributed RS;ZLT:d Percent (100%)
University of Umm Al-Qura in Mecca. 35 26 74%
Islamic University of Madinah 13 12 92%
King Saud University in Riyadh 159 132 83%
University of Najran in Najran 11 10 91%
University of Al-Jouf in Al-Jouf 12 11 92%
University of Dammam in Dammam 177 148 84%
Total 407 339 83%

5.3 Non-Response Bias Assessment

The non-response bias pertains to the prejudice that occurs when respondents’ responses
to the survey are different from those who did not respond due to diverse demographic
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factors such as gender, age, educational level (Sax, Gilmartin & Bryant, 2003). The non-
response bias conducted to ensure the similarity on some of the main criteria among the
participants and the total population. Consequently, the respondents who respond late had
similar criteria to non-respondents (Armstrong & Overton, 1982). As proposed by
Armstrong and Overton (1982), the responding basic data were separated into two periods
of time; early response (returns received within two weeks after distribution), and late

response (those returns received after two weeks of distribution).

In this study, (32) respondents were classified as late response. The late
respondents’ response Was compared to the responses of the early response (307) on all
dimensions of the variables under study, namely Learning Style (LS) , Self-Efficacy
(SE),Supervisor Support (SS), Training Effectiveness (TE) and Intention to Transfere
Training (ITT). As suggested by Pallant, this study employed the independent sample t-
test analysis to test whether a non-response bias exists between the early and late

response. Table 5.2 and Table 5.3 provide the results of the independent sample t-test.
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Table 5.2
Group Statistics of Independent Sample t-test (n=339)

Construct Early/Late responses N Mean De\?it:fion I;Sr trdo'r
Training Early Responses 307 3.357 0.578 0.033
Effectiveness

Late Responses 32 3.339 0.447 0.079
Supervisor's Support  Early Responses 307 3.754 0.972 0.055

Late Responses 32 3.213 0.579 0.102
Learning Style Early Responses 307 3.297 0.906 0.052

Late Responses 32 2.523 0.488 0.086
Intention to Transfer  Early Responses 307 3.702 0.793 0.045
Training

Late Responses 32 3.620 0.605 0.107
Self-Efficacy Early Responses 307 3.539 1.057 0.060

Late Responses 32 2.431 0.686 0.121

Table 5.2 signifies that there were only small differences of the mean score between the
two groups (early and late response) of each dimension. Therefore, it can be indicated that
the respondents from these two groups were equally similar in terms of their perception

on the variables under investigation.
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Table 5.3

Independent Sample t-test Results for Non-Response Bias (n=339)

Levene's Test of

Equality of Variances

Test of Equality of the Means

Construct Early/Late responses
F Value Sig T Value DF Sig

Training Early Responses 1420 0234 0.172 337 0.863
Effectiveness

Late Responses 0212 43 0833
Supervisor's Support  Early Responses 11.865 0.001 3.094 337 0.002

Late Responses 4.654 51 0.000
Learning Style Early Responses 35.434 0.002 4755 337 0.001

Late Responses 7691 57 0.000
Intention to Transfer  Early Responses 3011 0.084 0.569 337 0570
Training ' ' ' )

Late Responses 0.708 43 0483
Self-Efficacy Early Responses 19.909 0003 5796 337 0.004

Late Responses 8.181 48 0.004

To examine the non-response bias two steps were followed. First, the equality of the

variances across the early and late groups was examined using Levene’s test. The results

in Table 5.3 presents that the equality of the across the two groups cannot be rejected at

the 0.001 level of significance. Having confirmed the equality of the variances across the

two groups using the Levene’s test, T test was used to observe the equality of the means.

The results in Table 5.3 indicated that the early and late respondents were found to have

an equal perception with regards to the five constructs in the model (Armstrong &

Overton, 1977).
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5.4 Profile of Respondents

Profile of respondents is important information to provide explanations of the research
findings. This section consists the respondent’s profile of qualification, age, gender,
working experience, job title and course. Referring to Table 5.4, more than half (54.9%)
of the respondents were male. In terms of academic qualification, the majority (75.8%)
had PhDs. Respondents varied greatly in their age, working experience and job title.
More than half (53.1%) of the respondents aged between 40-49 years, and had working
experience 6-10 years (32.7%), 1-5 years (28.3%), 11-15 years, 16-20 years and more
than 20 years made up the rest. The job title covers the range of managerial areas
typically represented in public universities. The majority of respondents were the Dean
(29.5%), followed by Deputy Dean (28.3%), Deputy head of the Department, Director

Deputy Director and Head of Department made up the rest.

The basic management course/s attended upon appointed to the current job
position range from leadership, strategic planning, decision making, problem solving,
effective communication, interpersonal skills, critical thinking, change management,

TQM, and crisis management course.

The detailed profile of respondents is demonstrated in Table 5.4.
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Table 5.4
Profile of Respondents

Respondent’s Profile Category Frequency I(Dleorggg;
Qualification
Bachelor's degree 21 6.2
Higher Diploma 23 6.8
Master's degree 38 11.2
PhD 257 75.8
Total 339 100
Age
20-29 years 9 2.7
30-39 years 74 21.8
40-49 years 180 53.1
50-59 years 76 22.4
Total 339 100
Gender
Male 186 54.9
Female 153 451
Total 339 100
Working Experience
1-5 years 96 28.3
6-10 years 111 32.7
11-15 years 62 18.3
16-20 years 33 15.6
more than 20 years 15 4.4
2 0.6
Total 339 100
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Table 5.4 (Continued)

Respondent’s Profile Category Frequency E’fggﬁ/: ;
Job Title
Dean 100 295
Deputy Dean 96 28.3
Head of Department 28 8.3
Deputy Head of Department 45 13.3
Director 36 10.6
Deputy Director 34 10
Total 339 100
University
University of Umm Al-Qura in Mecca. 26 7.7
Islamic University of Madinah 12 3.5
King Saud University in Riyadh 132 38.9
University of Najran in Najran 10 2.9
University of Al-Jouf in Al-Jouf 11 3.2
University of Dammam in Dammam 148 43.7
Total 339 100
Courses
Leadership 87 25.7
Strategic planning 59 17.4
Decision making 61 18
Problem solving 48 14.2
Effective Communication 8 2.4
Interpersonal skills 3 0.9
Critical Thinking 19 5.6
Change management 17 5
Total Quality Management 23 6.8
Crisis Management 14 4.1
Total 339 100
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5.5 Descriptive Analysis

Sekaran (2010) maintained that the descriptive statistics of the dimensions through
mean, standard deviation, and variance can give the researcher a detailed idea of how the
respondents in the study have responded to the questions in the questionnaire.
Consequently, a descriptive analysis was conducted to describe and summarize the main
characteristics of a data set from the respondents’ perspective on every variable namely
Learning Style (LS), Self-Efficacy (SE), Supervisor’s Support (SS), Training

Effectiveness (TE) and Intention to Transfer Training (ITT).

Table 5.5 shows the findings of descriptive statistics of the variables. All
variables have the mean above the average ranged from 3.224 to 3.703 and the standard
deviation ranged from 0.566 to 1.077. The minimum and maximum responses on the
variables are also presented in Table 5.5. As a result, it was found that on the basis of
respondents’ opinions the namely Learning Style (LS), Self-Efficacy (SE),Supervisor
Support (SS), Training Effectiveness (TE) and Intention to Transfer Training (ITT) are
above the acceptance level of implementation. In other words, all dimensions are above

satisfactory level.
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Table 55
Descriptive Statistics of the Dimensions

Construct N Minimum  Maximum Mean DeSit:t'ion
Training Effectiveness 339 1 5 3.355 0.566
Supervisor's Support 339 1 5 3703 0.955
Learning Style 339 1 5 3.224 0.904
Intention to Transfer Training 339 1 5 3.694 0.776
Self-Efficacy 339 1 5 3.434 1.077

*Five-points scale: 1=strongly disagree; 5=strongly agree

5.6 Justification of Applying Partial Least Squares- SEM

As discussed in Chapter Four, Section 4.9, structural equation modeling (SEM) is used to
test the hypothesis statement formulated from the theoretical framework of this study.
SEM analysis is considered appropriate because it provides the ability to perform path
described as a second generation multivariate technique (Fornell, 1987). The SEM
provides more flexibility for the interplay of approaches and usually implemented using
covariance-based, based on AMOS software and variance-based Partial Least Squares, as
applies to the present work. Alternatively, the appropriate approach depends on the

research objectives and also the nature of the data.

Analysis of the data in this study started with AMOS as a covariance-based SEM
approach and tries to find the population parameters by determining the covariance
matrix that closely matches the actual covariance matrix represented by the data (Hair et
al., 2010). It requires a sample size of large enough (Hair et al., 2010), and multivariate

normally data distributed as a maximum likelihood estimation method on which the
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AMOS analysis is built (Byrne, 2010). The maximum likelihood estimator is considered

relatively robust to violate normality (Bollen, 1989; Diamantopolous, 2000).

At the first step of multivariate analysis, AMOS software version 18.0 was used
to operate the data in order to examine the univariate and multivariate normality. Table
5.6 presents the absolute value of the critical ratio for the skewness and kurtosis statistics
for many items were less than the cutoff values of within 3.0 (skewness) and within 10.0
(kurtosis) as suggested by Kline (2011). Tabachnick and Fidell (2007) also proposed that
the skewness values are within 2.0 and the kurtosis values are within 7.0 indicated that

the data were not normally distributed.

In addition, this study determined significant multivariate non-normality using a
Mardia’s test. The normalized Mardia's coefficient shown in Table 5.6 indicated a value
of 299.405 as the critical ratio of which is 62.904, clearly above the cutoff point of 5.00
as suggested by Bentler (2005). Consequently, data associated with a value of Mardia's
normalized multivariate kurtosis greater than 5.0 could produce inaccurate results when

used with Maximum Likelihood Estimation (MLE) (Bentler, 2005).

Although the use of SEM analysis acknowledges normality assumption, neither is
information on the extent of the non-normality provided. Thus, this study applied the
PLS approach for its distribution free statistical modeling technique over the covariance

approach to handle the non-normal data and test for the hypothesized relationships.

Factor analysis applied in this study statistically describe the variability among

observed, correlated variables in terms of a potentially lower number of unobserved
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variables called factors. Using factor analysis such as PLS based on SEM software,

hypothesized dimensions were obtained for this study making it easier to clearly interpret

the proposed relationship existing between the research variables.

Table 5.6
Univariate and Multivariate Normality Test
Variable Min max skew c.r. Kurtosis c.r.
Ss4 1 5 -0.951 -7.151 0.335 1.26
SS3 1 5 -0.913 -6.864 0.012 0.044
SS2 1 5 -0.683 -5.131 -0.17 -0.638
SS1 1 5 -0.798 -5.995 -0.067 -0.252
SS5 1 5 -0.71 -5.336 -0.365 -1.37
ITT3 1 5 -0.777 -5.842 -0.055 -0.208
ITT4 1 5 -0.996 -7.489 0.241 0.905
ITT2 1 5 -0.738 -5.545 -0.293 -1.1
ITTS 1 5 -0.659 -4.952 -0.377 -1.415
ITT1 1 5 -0.875 -6.58 -0.078 -0.294
ITT6 1 5 -0.88 -6.611 0.094 0.353
LS2 1 5 -0.121 -0.906 -1.241 -4.665
LS7 1 5 -0.138 -1.035 -0.933 -3.508
LS3 1 5 -0.475 -3.567 -0.647 -2.433
LS6 1 5 -0.578 -4.343 -0.682 -2.564
LS5 1 5 -0.55 -4.133 -0.645 -2.423
LS8 1 5 -0.446 -3.35 -0.765 -2.874
LS4 1 5 -0.487 -3.657 -0.769 -2.89
LS1 1 5 -0.431 -3.24 -0.914 -3.435
SE2 1 5 -0.512 -3.85 -1.207 -4.537
SE3 1 5 -0.204 -1.537 -1.108 -4.165
SE4 1 5 -0.517 -3.884 -0.561 -2.109
SE1 1 5 -0.467 -3.512 -0.897 -3.37
SE5 1 5 -0.657 -4.941 -0.685 -2.573
TEG6 1 5 -0.749 -5.627 1.022 3.842
TES 1 5 0.087 0.658 0.394 1.481
TE4 1 5 -0.541 -4.066 1.179 4.432
TE3 1 5 0.01 0.074 1513 5.687
TE2 1 5 -0.135 -1.015 0.295 1.109
TE1 1 5 -0.843 -6.335 1.551 5.828
Multivariate 299.405 62.904
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5.7 PLS Structural Equation Modeling Approach

The Partial Least Squares (PLS) approach to Structural Equation Modeling, also known
as PLS Path Modeling was developed by the seminal paper by Wold (1975) as cited by
Vinzi, Trinchera and Amato (2010). Extensive reviews on the PLS approach, with further
developments are given by Chin (1998, 2001), and Chin and Newsted (1999) for the new

graphical interface (PLS-Graph) and for enhanced validation methods.

5.7.1 PLS Path Modeling

The PLS SEM, is also recognized as PLS Path Modeling (PLS-PM), has been selected as
a component-based estimation procedures which is different from the classical
covariance-based LISREL-type approach (Vinzi Trinchera & Amati, 2010). The PLS-
PM approach is a commonly used approach in the estimation of causal relationships in
the field of path models taking latent constructs that are measured indirectly by many
indicators. Several scholars (e.g. Chin, 1998; Tenenhaus, Vinzi, Chatelin & Lauro, 2005;
Wold, 1982) were well described the methodological issues and methods for outcome

evaluation and provided further development of this methodology.

The fundamental idea of PLS-PM is that complexity in a system can be studied by
causality relationship among latent concepts, called Latent Variables (LV), each
measured by several observed indicators usually defined as Manifest Variables (MV)
(Vinzi et al., 2010). Furthermore, as followed in this study, the PLS-PM classified into
measurement model and structural model. Generally, in PLS-PM, the measurement

model is denoted as the outer model and the structural model is mentioned to as the inner
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model. The inner model handles the relation of unobserved with latent variables while

the outer one describes the relation among a latent variable and its manifest variable.

5.7.2 PLS Path Modeling Algorithm

In the beginning, PLS algorithm introduced by Wold (1985) seeks to find the best weight

estimates for each component of indicators representing to every theoretical construct.

In the similar vein, the PLS algorithm generates loadings between reflective constructs
and their indicators and weights between formative constructs and their indicators (Chin,
2010). Like regression, PLS develops a component or composite variable that
demonstrate of the theoretical construct and emphasizes on maximizing the variance of

the dependent variables that is described by the independent variables (Chin, 1998).

In this regards, the present study applied the basic PLS algorithm as proposed by
Lohmoller (1998) and Tenenhaus et al. (2005) that contains of three stages. In the first
stage, the purpose is to determine the estimates (scores) for the latent variables (LV) in
the model. This stage involves a four-step iterative process that is repetitive until the
achievement of convergence. The steps involve are the external approximation of the
latent variable scores; inner weights estimation; latent variable scores internal
approximation, and outer weights estimation. In the second stage, these latent variable
scores are used to estimate the paths lies among the latent variables (structural model), as
well as the estimates relating the latent variable to its indicators (measurement model).
Finally in the third stage, the means and location parameters (e.g. regression constants)

for the indicators and the latent variables are estimated.
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5.7.3 Methodological Features

The widespread use of PLS path modeling in the literature concerning causal modeling
often focus the methodological features (e.g. Falk & Miller, 1992; Fornell & Bookstein,
1982; Hair, Sarstedt, Lohmoller, 1998; Ringle, 2012; Joreskog & Wold, 1982). Given
that PLS-SEM has attracted increased interest in the literature in the last two decades, it
needs a more detailed explanation of the rationale leading to the selection of this method.
Specifically, the four methodological features most frequently used reasons for using
PLS-SEM are non-normal data, small sample size, reflective and formative measures, and

model complexity (Hair et al., 2010).

5.7.3.1 Non-normal Data

The most commonly used estimation method in SEM is maximum likelihood method
(ML). Greene (1997) advocated that the ML estimators are attracting because of their
properties of consistency, normality, efficiency and invariance. However, an examination
by Breckler (1990) of seventy two journal articles that used SEM determined that only
nineteen percent acknowledged the normal assumptions. Interestingly, fewer than ten
percent explicitly considered whether these assumptions had been violated. To
summarize the robustness of ML, Chou and Bentler (1995) highly asserted that when the
data are multivariate normally distributed and when the sample size is large enough, the
ML method is certainly preferred because of computational simplicity, accuracy and
correctness of statistical results. But, when data are non-normal, the situation changes

completely (Chou & Bentler, 1995).
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Furthermore, with regression and covariance-based SEM, multivariate normality
IS required, but this is not applicable for PLS-PM (Hair et al., 2012). Fornell and
Bookstein (1982) suggested that for those with strong familiarity with regression as a
statistical technique, it can be easier to interpret the statistics and findings when using
PLS-PM. Bagozzi (1994) also proposed that the PLS-PM can be employed in highly

skewed distributions.

5.7.3.2 Sample Size

A main benefit of PLS-SEM over covariance-based SEM is that it works well specifically
in smaller sample sizes (Chin & Newsted, 1999; Reinartz et al., 2009). In other hand,
covariance-based SEM is a large-sample technique, where any sample size less than 100
may lead to untenable results (Kline, 2001). Because the PLS-PM algorithm is based on
linear regression, the sample size requirements are not as large as those of covariance-

based SEM (Lee et al., 2011).

However, the aspect of PLS-SEM to handle the small sample size is the
widespread application of the “ten times rule of thumb” as asserted by Barclay et al.
(1995) and Hair et al. (2012). This rule recommends a minimum sample size of ten times
the scale’s number of indicator with the highest number of formative indicators or ten
times the highest number of structural paths concentrated on a specific construct located

in the inner path model (Barclay et al., 1995; Hair et al., 2012).

While this rule of thumb may allow for a broad estimate of minimum sample size

requirements for the use of PLS-SEM, it needs to be pointed out that it does not consider

138



effect size, reliability, the total number of indicators, and other issues likely affecting the
statistical power of the PLS-SEM method (Hair et al., 2011). In other words, it is
important for the researcher to keep the distributional characteristics of the data, potential
missing data, the psychometric properties of the variables examined, and the relationships
magnitude prior to deciding on a suitable sample size to utilize or to guarantee that an
appropriate sample size concerning the phenomenon of interest is available (Marcoulides

& Saunders, 2006).

5.7.3.3 Reflective and Formative Measures

Depending on the observed construct, a measurement model can either include reflective
or formative indicators exclusively, or involve of both indicators (Fornell & Bookstein,
1982). Formative indicators are also known as cause or induced indicators, while
reflective indicators are also known as effect indicators (Hair et al., 2012). Bollen and
Lennox (1991), and Diamantopoulos (2000) maintained that reflective constructs have
indicators that are expected to reflect the variation in the underlying construct, formative
constructs are modeled with indicators that form or determine the construct, typically as a

linear combination of the indicators.

Furthermore, Chin and Newsted (1999) mentioned that the advantage of utilize of
PLS compared to the covariance based methods is the relation among a construct and its
indicators can be exemplified as either formative or reflective. In the similar vein,
Diamantopoulos and Winklhofer (2001) also supported that as opposed to singularly
stressing on the common reflective mode, the PLS path modeling algorithm enables the

unconfined calculation of cause-and-effect relationship models employing both reflective
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and formative measurement models. Figure 5.1 illustrated the comparison of reflective

and formative measurement models.

Reflective Measurement Model Formative Measurement Model

Figure 5.1
Comparison of reflective and formative measurement model

5.7.3.4 Model Complexity

Anderson and Gerbing (1988) stated that certain covariance-based SEM discrepancy
functions (e.g. GFI and AGFI), decline and they may become unsuitable for more
complex models. Additionally, Boomsa and Hoogland (2001) conducted an experimental
variation of model complexity by modifying the estimated parameters and the number of
freedom levels and they revealed that the more parameters to be estimated, the more will
be the occurrence of non-convergence and ineffective solutions. In short, the larger the

number of estimation requirements, the more will be the information required.
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In other hands, PLS has the capacity to deal with very complex models with a
high number of constructs, indicators, and relationships (Barclay et al. 1995; Fornell,
Lorange & Roos, 1990; Garthwaite 1994). Wold (1985) emphasized that the PLS path
models can turn very complex as they comprise of varying latent and manifest variables,
but they never lead to issues of estimation. The PLS algorithm enables a significant
increase in model complexity and a significant reduction between the distance of subject
matter analysis and statistical methods within domains that are characterized by
continuous access to data that is reliable (Hair et al., 2011). Thus, PLS is prominent
among larger models when the importance moves from individual variables and

parameters to groups of variables and total parameters (Wold, 1985).

As a small conclusion in this section, PLS-SEM preferred as alternative method
over CB-SEM in these situations (non-normal data, reflective and formative measures,
model complexity), since it allows researchers to create and estimate such models

without imposing additional limiting constraints.

5.7.4 Comparison between PLS-VBSEM and CBSEM

Chin (1998) asserted that SEM has been reported as a second generation of multivariate
analysis, with substantial advantages over first-generation techniques such as principal
components analysis, factor analysis, discriminant analysis, or multiple regression
because of the greater flexibility that a researcher has for the interplay between theory
and data. The two types of SEM differ in term of their objectives, approach, assumption,
implication, parameter estimation, complexity, and sample size on which they are based,

and the nature of the fit statistics they produce.
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Table 5.7
Comparing VBSEM and CBSEM of SEM

Criterion VBSEM (PLS) CBSEM

Obijective Prediction oriented Parameter oriented

Approach Variance Covariance

Assumption Nonparametric Parametric

Implication Optimal for prediction Optimal for parameter estimation
Parameter estimates Explicitly estimated Indeterminate

Model complexity Large complexity Small to moderate complexity
Sample size Minimum of 20-100 200-800

Source: Chin and Newsted (1999).

Table 5.7 shows that PLS and CBSEM have been designed to achieve different
objectives. The CBSEM was proposed as a confirmatory model and it is distinct from the
PLS path modeling as the latter is prediction oriented. SEM also differs in term of
variance and covariance based approach. However, CBSEM along with PLS-VBSEM
should be considered as methods that complement each other (Lohmoller, 1998). The
aim of the covariance-based SEM is to decrease the fit-function between the sample
covariance matrix and the implied covariance one. As for the PLS path modeling, the
estimates of parameters are acquired to reduce the residual variance of dependent
variables, both manifest and latent. Nonetheless, conditions may exist when PLS path
modeling may outperform the covariance-based SEM in its assessment of hierarchical

construct models.

Furthermore, Cassell (2011) managed to present the robust deviation from
normality of PLS-VBSEM with the exception of highly skewed distributions with the

help of a Monte Carol simulation. CBSEM attempts to estimate the parameters of the
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model (e.g. loadings and path values) in order to minimize the difference between the
sample CBSEM and those predicted by the theoretical model. Hence, the parameter
estimation process tries to reproduce the covariance matrix of the observed measures’
(Chin & Newsted 1999) overall goodness-of-fit measures to see how well the

hypothesized model fits the data (Barclay et al., 1995).

Moreover, PLS-VBSEM is able to estimate highly complex models having
various latent and manifest variables. The PLS-VBSEM is more suited to complex
models such as those with hierarchical constructs (with a complete disaggregation
method), mediating and moderating impacts (Chin et al., 2003). In the similar vein,
CBSEM emphasizes the overall model fit; that is, this approach is oriented towards
testing a strong theory. Therefore, CBSEM is best suited for confirmatory research
(Gefen et al. 2000). Lastly, PLS-VBSEM bypass issues of small sample size and it can
hence be employed in certain situations where other methods are ineffective (as discussed

in Sub-Section 5.8.3.2).

Again, as asserted by Lohmoller (1998), PLS-VBSEM should be considered as
more than a less strict replacement of CBSEM but as an approach that complements

CBSEM .

5.8 PLS Path Modeling Examination

While a number of papers have been written covering with suitable reporting of CBSEM
analyses (Hoyle 2000; McDonald and Moon-Ho 2002; Steiger, 2001), this is little so for

PLS-VBSEM (Chin, 2010).
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Furthermore, it would seem that scholars can simply follow the same process
employed by CBSEM scholars. However, unreflectively following the similar ways may
also overemphasize or possibly incorporate aspects that are individual to that particular
methodology (Chin, 2010). One of the main criteria is the PLS-CBSEM does not employ
the condition of global goodness-of-fit (GOF). With that respect, Chin (1998) suggested
criterion for the examination of PLS-CBSEM structures. This criterion consists of a two-

step process that are, the outer model examination, and the inner model examination.

The process started with model assessment that focuses on the measurement
models. A systematic examination of PLS estimates reveals the measurement reliability
and validity according to certain characteristic that are associated with formative and
reflective outer model. Having done that, the next is to evaluate the inner path model
estimates when the calculated latent variable scores present prove of adequate reliability

and validity.

For instance, Lee, Peter, Fayard and Robinson (2011) advocated that SEM is a
merger of two powerful approaches, that are factor analysis and path analysis, allowing
researchers to simultaneously examine the measurement model (traditionally
accomplished with factor analysis) and the structural model (traditionally accomplished

with path analysis).

5.9 Measurement Model (Outer Model) Examination

The first step in Partial Least Squares Structural Equation Modeling (PLS-VBSEM)

analysis is to analyze the measurement model (or outer model) to determine how well the
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indicators (specific questions) load on the theoretically defined constructs. By examining
the outer model ensures that the survey items are measuring the constructs they were

designed to measure, thus ensuring that the survey instrument is valid and reliable.

The measurement or outer model specifies the relationship between observable
constructs and the underlying construct. In this context, the search for an investigation of
suitable indicators is an important step with regard to the operationalization of such a
construct (Churchill 1979). In other words, it needs for the construct validity
examination. In short, the construct validity creates certain degrees of measurement
instruments represent the theoretical variables that they are designed to measure (Hair et
al., 2010). The construct validity can be established through the content validity,

convergent validity and discriminant validity (Hair et al., 2010).

5.9.1 Content Validity

According to Bohrnstedt (1970), the content validity exposes to what extent a
measurement model variables belong to the domain of the construct. In similar vein, Hair
et al. (2010) also maintained that the content validity of the measures refer to the degree
to which the items generated to measure a construct can appropriately measure the

concept they were designed to measure.

Furthermore, the principal component analysis is an appropriate method for
examining the indicators’ underlying factor structure (Bohrnstedt, 1970; Vinzi et al.,
2010). Specifically, all the items (questions) designed to measure a construct should load

higher on their respective construct than their loadings on other constructs. This was
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insured by the comprehensive review of the literature to generate the items that already

have been established and tested in previous studies.

Derived on the analysis conducted in factor analysis, items were correctly
assigned to their constructs. The results in Table 5.8 indicated the content validity of the
measures used as performed in two modes as proposed by Chow and Chan (2008). First,
the items show high loading on thier respective constructs when compared to other
constructs. Second, the items loadings were significantly loading on their respective
constructs confirming the content validity of the measures used in the study as depicted
in Table 5.8. The result also lends support to the formulation of the research model for
examining the relationship between Learning Style (LS), Self-Efficacy (SE),Supervisor
Support (SS), and Training Effectiveness (TE) and the mediation effect of Intention to
Transfer Training (ITT) in Saudi Arabia public higher educational institutions (see

Figure 2.... in Chapter Two).
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Table 5.8
Cross Loadings of the Items

Intention to

. Learnin - i ini
Intention to Transfer | TT1 0.698 0.443 0.427 0.415 0.207
Training ITT2 0.712 0.513 0.483 0.392 0.234

ITT3 0.734 0.500 0.466 0.394 0.118
ITT4 0.727 0.516 0.502 0.319 0.235
ITTS 0.701 0.442 0.393 0.329 0.197
Learning Style LS1 0.455 0.659 0.539 0.308 0.185
LS2 0.520 0.862 0.699 0.418 0.243
LS3 0.531 0.790 0.654 0.462 0.146
LS4 0.331 0.668 0.573 0.251 0.072
LS5 0.575 0.807 0.681 0.395 0.190
LS6 0.512 0.734 0.570 0.444 0.198
LS7 0.548 0.762 0.593 0.462 0.162
LS8 0.574 0.763 0.613 0.476 0.152
Self-Efficacy SE1 0.535 0.679 0.844 0.379 0.138
SE2 0.552 0.724 0.899 0.408 0.187
SE3 0.561 0.682 0.855 0.484 0.111
SE4 0.525 0.688 0.847 0.362 0.034
SE5 0.529 0.666 0.787 0.413 0.101
Supervisor's Support Ss1 0.434 0.406 0.310 0.830 0.153
SS2 0.441 0.500 0.471 0.901 0.174
SS3 0.451 0.468 0.442 0.880 0.189
SS4 0.441 0.489 0.421 0.878 0.119
SS5 0.427 0.423 0.406 0.744 0.127
Training Effectiveness  TE1 0.198 0.186 0.146 0.096 0.777
TE2 0.263 0.235 0.172 0.152 0.861
TE3 0.240 0.235 0.208 0.179 0.825
TE4 0.218 0.135 0.065 0.176 0.716
TE5 0.159 0.125 0.047 0.058 0.729
TE6 0.193 0.125 -0.007 0.145 0.702

*Item ITT6 deleted since it has loading of 0.548
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Table 5.9 shows all the item loadings (question correlations) for each of the constructs in
the Learning Style (LS), Self-Efficacy (SE), Supervisor’s Support (SS), and Training

Effectiveness (TE) and the mediation effect of Intention to Transfer Training (ITT).

As a general rule of thumb, the item loading is interpreted as poor when it is less
than 0.30, fair between 0.31-0.50, moderate between 0.51-0.60, moderately strong
between 0.61-0.80, and very strong between 0.81-1.0 (Chan, 2003). Based on this
suggestion, as the recommended minimum value here is 0.30, the item loading of the
mutual relationship between items should be over 0.30 (Robinson, 1991; Streiner &
Norman, 1998). Hence, all the loadings produced by PLS are greater than 0.30 as

recommended by the abovementioned scholars (see Table 5.9).

Furthermore, each indicator estimated coefficient on it posited construct
dimensions is significant at the 0.01 level of significance indicating that the validity
through that factor analysis is assumed. This study believed that these results are relevant

to confirm the content validity of measurement model.
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Table 5.9
Factor Loadings Significance

Variables Items Lolffg?r]lgs STDERR T Value P Value
Intention to Transfer Training ITT1 0.698 0.035 20.019 0.000
ITT2 0.712 0.030 23.849 0.000
ITT3 0.734 0.033 22.558 0.000
ITT4 0.727 0.029 24.664 0.000
ITTS 0.701 0.033 21.102 0.000
Learning Style LS1 0.659 0.038 17.262 0.000
LS2 0.862 0.017 51.775 0.000
LS3 0.790 0.022 36.285 0.000
LS4 0.668 0.037 17.897 0.000
LS5 0.807 0.020 39.514 0.000
LS6 0.734 0.030 24.796 0.000
LS7 0.762 0.027 28.414 0.000
LS8 0.763 0.026 29.256 0.000
Self-Efficacy SE1 0.844 0.018 45.934 0.000
SE? 0.899 0.012 74.773 0.000
SE3 0.855 0.012 68.503 0.000
SE4 0.847 0.017 50.444 0.000
SE5 0.787 0.021 37.123 0.000
Supervisor's Support SS1 0.830 0.022 37.027 0.000
SS2 0.901 0.015 60.501 0.000
SS3 0.880 0.015 57.265 0.000
SS4 0.878 0.014 61.686 0.000
SS5 0.744 0.037 19.932 0.000
Training Effectiveness TE1 0.777 0.032 24.446 0.000
TE2 0.861 0.024 35.617 0.000
TE3 0.825 0.033 25.091 0.000
TE4 0.716 0.060 12.007 0.000
TE5 0.729 0.054 13.440 0.000
TE6 0.702 0.063 11.057 0.000

*Item ITT6 deleted since it has loading of 0.548
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5.9.2 Convergent Validity

Hair et al. (2010) proposed that the convergent validity can be established by three main
aspects namely, factor loadings, composite reliability (CR) and the average variance

extracted (AVE).

The first aspect to achieve the convergent validity is if the items’ loadings were
examined and all the items have loadings more than 0.50 which is the acceptable level
suggested in the multivariate analysis literature (Anderson & Gerbing, 1988; Fornell &
Larcker, 1981; Hair et al., 2010). Table 5.10 indicates that all the factors’ loading were

significant at the 0.01 level of significance.

The second aspect is the composite reliability (CR). It indicates the degree to
which a set of items consistently indicate the latent construct (Hair et al., 2010). As
shown in Table 5.10, the composite reliability values ranged from 0.839 to 0.928 which

exceeds the recommended value of 0.70 (Fornell & Larcker, 1981; Hair et al., 2010).

The last aspect to establish the convergent validity is examination of the values of
the average variance extracted (AVE). Several scholars (e.g. Barclay et al., 1995; Fornell
& Larcker, 1981; Hair et al., 2010) suggested that the AVE value more than 0.50. In this
study, all the constructs achieved the values more than 0.50 that performing a good level
of construct validity of the measures used (Barclay et al., 1995; Fornell & Larcker, 1981;

Hair et al., 2010).
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Table 5.10
Convergent Validity Analysis

Convergent Validity

Construct Item Cronbach’s Composite Ave_rage
Items Loadings Alpha Reliability Y~ ariance
Extracted
Intention to Transfer Training ITT1 0.698 0.761 0.839 0.511
ITT2 0.712
ITT3 0.734
ITT4 0.727
ITTS 0.701
Learning Style LS1 0.659 0.893 0.915 0.575
LS2 0.862
LS3 0.790
LS4 0.668
LS5 0.807
LS6 0.734
LS7 0.762
LS8 0.763
Self-Efficacy SE1 0.844 0.901 0.927 0.718
SE2 0.899
SE3 0.855
SE4 0.847
SE5 0.787
Supervisor Support SS1 0.830 0.901 0.928 0.720
SS2 0.901
SS3 0.880
SS4 0.878
SS5 0.744
Training Effectiveness TE1 0.777 0.862 0.897 0.594
TE2 0.861
TE3 0.825
TE4 0.716
TES 0.729
TE6 0.702

*Item ITT6 deleted since it has loading of 0.548
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5.9.3 Discriminant Validity

It is necessary to establish the discriminant validity to verify the construct validity of the
outer model. In Fornell and Larcker (1981) views, this study examined the square root
of the average variance extracted with the correlations among constructs. Ideally, the
square root of the average variance extracted should be greater than 0.50 meaning that

50% or more variance is shared among the indicators of the respected construct.

This step also provides the ground to check if each construct is extremely related
to its own measures than other constructs. Chin (2010) maintained that presenting
average variance extracted with squared correlations have two advantages. That is, it
supplies a more insightful description as it signifies the percentage overlap between

constructs and construct to indicators, and it is tends to be easier to differentiate.

The results in Table 5.11 showed that the diagonal elements were higher than the
other element of the row and column in which they are located, this confirms the
discriminant validity of the outer model. As a result, there is a significant evidence of the
discriminant validity among the construct under investigation. Thus, having established
the construct validity of the outer model, it is assumed that the obtained results pertaining

to the hypothesis testing should be valid and reliable.
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Table 5.11

Discriminant Validity Analysis(Correlation)

Construct Mean Staf?d"’?rd 2 3 4 5
Deviation
1) Iptgntlon to Transfer 3.730 0822 0.715
Training
2) Learning Style 3.232 0.907 0.678 0.758
3) Self-Efficacy 3.432 1.068 0.639 0.812 0.847
4) Supervisor Support 3.708 0.956 0.518 0540 0.484 0.849
5) Training Effectiveness 3.353 0.568 0.279 0227 0137 0181 0.771

In summary, the construct validity had been developed before the postulated

hypotheses were tested. This is important because valid constructs leads to conclusions

that generalize the results of the study. So, three types of validity, including content,

convergent and discriminant validity were carried out.
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5.10 Structural Model (Inner Model) and Testing Procedures Assessment

After assessing the validity and reliability (GoF) of the outer model has been confirmed,
the next step was to examine the standardized path coefficients in order to test the
hypothesized relationships among the constructs. The hypothesized model was tested by
using the Smart PLS 2.0 in order to run the PLS Algorithm. The path coefficients were

then presented as illustrated in the Figure 5.2 (p-value) and Figure 5.3 (t-value).
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Path Model Significance Results (t-value)

Barclay et al. (1995) stated that the traditional t-tests are not calculated in PLS-SEM as
part of the PLS algorithm to calculate the statistical significance of the loadings and of
the path coefficients because the underlying data is not expected to be multivariate
normal. Alternatively, nonparametric re-sampling procedures such as jackknifing or
bootstrapping are used to verify the accuracy of the estimates and to run significance tests
of the findings (Chin, 1998; Tenenhaus et al., 2005). Thus, this study used the

bootstrapping techniques embedded with SmartPLS 2.0 in order to conclude whether the
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path coefficients are statistically significant or not. It is also highly proposed by Preacher
and Hayes (2004), and Efron and Tibshirani (1993), bootstrapping is increasingly being

utilized to get around this issue.

In this regards, the t-values accompanying each path coefficient was generated
using the bootstrapping technique and subsequently the P values were generated as
reported in Table 5.12. The finding presented that the Intention to Transfer Training has
a positive significant impact on the Training Effectiveness at the 0.01 level of
significance (B= 0.254, t=3.196, p<0.01), and Learning Style has a positive significant
impact on the Intention to Transfer Training (B= 0.382, t=3.891, p<0.01). These results

supported the hypothesized relationships as involved in Hy and Hy,

Furthermore, it was found that Learning Style has a positive significant impact on
the Training Effectiveness (= 0.206, t=1.973, p<0.01), Self-Efficacy has a positive
significant impact on the Intention to Transfer Training (B= 0.232, t=2.561, p<0.01),
Supervisor’s Support has a positive significant impact on the Intention to Transfer
Training (B= 0.199, t=3.674, p<0.01). In contrast to our hypothesis, Self-Efficacy has a
significant negative impact on the Training Effectiveness (p= -0.213, t=1.965, p<0.01). In
addition, Supervisor’s Support has a positive but not significant impact on the Training
Effectiveness (= 0.041, t=0.592, p>0.01). Therefore, the results of the study support the

hypotheses Hi, Hy, Hs, Hs, He but not hypotheses Hs and Hy.

Further discussions regarding these findings are provided in the discussion chapter.
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Table 5.12
The Results of the Inner Structural Model

Hyp

Path

Standard

T

No Hypothesized Path Coefficient Error Value Value Decision
Intention to Transfer Training - o
H, > Training Effectiveness 0.254 0.080 3.196 0.001 Supported
y, LeamingStyle ->lIntentionto 4 jg 0.098 3892 0000  Supported
2 Transfer Training ' ' ' '
H,  Leamning Style ->Training 0.206* 0.104 1973 0024  Supported
Effectiveness
y,  Self-Efficacy -> Intention to 0.232%* 0.091 2561 0005  Supported
4 Transfer Training ' ' ' '
Self-Efficacy -> Training : - Not
Hs Effectiveness (-)0.213 0.108 1.965 0.025 Supported
Supervisor Support -> o
He Intention to Transfer Training 0.199 0.054 3.674 0.000 Supported
H Supervisor Support -> Training 0.041 0.069 0592 0.277 Not
! Effectiveness ' ' ' ' Supported

**%:p<0.001;**:p<0.01;*:p<0.05; One tailed Hypothesis

5.11 Model Predictive Relevance

Unlike CB-SEM, PLS-SEM does not optimize a unique global scalar function and the

consequent lack of global goodness-of-fit measures (Hair, 2012). It was argued by Hair

(2010) that when using PLS-SEM, researcher should rely on measures indicating the

model’s predictive capabilities to judge the model’s quality.

The cross-validated redundancy measure (Q?), a common sample re-use or

resampling technique (Geisser, 1974; Stone, 1974), allows for assessing a model’s

predictive validity (Fornell & Cha, 1994; Hair et al., 2012). In this regards, redundant

communality was found to be larger than zero for all the endogenous variables, the model
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is considered to have predictive validity, if not, the predictive relevance of the model
cannot be concluded (Fornell & Cha, 1994). Thus, Wold (1982) recommended that Q2
represents a synthesis of cross-validation and function fitting and is better assessment

criterion for PLS-SEM applications.

Furthermore, several scholars (e.g. Chin, 1998; Fornell & Cha, 1994; Geisser,
1975; Stone, 1974) proposed that assessment can be performed by employing the
blindfolding procedure embedded in Smart-PLS 2.0 package. Blindfolding procedure is
designed to eliminate some of the data and to handle them as missing values to estimate
the parameters. Next, the estimated parameters are then used to reconstruct the raw data
that are assumed previously missing. As a result, the blindfolding procedure produces

general cross-validating metrics Q? (Chin, 1998; Fornell & Cha, 1994).

Moreover, there are different forms of Q? that can be obtained based on the form
of desired prediction (Chin, 2010). A cross-validated communality Q? is achieved when
the data points are predicted using the underlying latent variable scores. Whereas, if the
prediction of the data points is obtained by the LVs that predict the block in question,

then a cross-validated redundancy Q? is the output (Chin, 1998; Wold, 1982).
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Table 5.13
Predictive Quality Indicators of the Model

Variables R Square Cross-Validated Cross-Validated
q Communality Redundancy

Intention to Transfer the Training 0.510 0.510 0.252

Training Effectiveness 0.096 0.594 0.054

The results related to the prediction quality of the model in this study (see Table 5.13)
shown that the cross-validated redundancy for the Intention to Transfer the Training
(ITT) and Training Effectiveness (TE) were 0.252 and 0.054 respectively. As proposed
by Fornell and Cha (1994), these values are enough predictive validity of the model

(based on the criteria that more than zero).

5.12 Goodness of Fit of the Overall Model

Having done with the predictive quality model, the next step is to recognize that the term
of goodness of fit (GoF) that has different meanings between CBSEM and PLS-VBSEM.
Hair et al. (2012) claimed that a GoF statistic for CB-SEM are derived from the
discrepancy among the empirical and the model-implied (theoretical) covariance matrix,
whereas PLS-VBSEM focuses on the discrepancy among the observed (in the case of
manifest variables) or approximated (in the case of latent variables) values of the

dependent variables and the values predicted by the model in question.
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Hair et al., (2012) maintained that a global criterion of GoF has been suggested by

Tenenhaus et al. (2005). Unlike CBSEM, PLS-VBSEM has only one measure of GoF.

Tenenhaus et al. (2005) maintained that a GoF for PLS path modeling is the geometric
mean of the average communality and average R? for the endogenous constructs. Hence,
the GoF measure accounts for the variance extracted by both outer and inner models. In
line with Tenenhaus et al. (2005), in order to support the validity of the PLS model, GoF
value was estimated according to the guidelines as proposed by Wetzels et al. (2009) as

in the following formula:

Gof = \/(RE x AVE)

Table 5.14
Goodness of Fit
Constructs R Square AVE
Intention to Transfer Training 0.510 0.511
Learning Style 0.575
Self-Efficacy 0.718
. 0.720
Supervisor Support
Training Effectiveness 0.096 0594
0.303 0.623
GoF 0.435

By following the earlier mentioned formula in this section, the GoF value for this

study was 0.435. The results indicated that the model GoF measure is large indicating an
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adequate of global PLS model validity. This result was made based on the values of GoF

(small=0.1, medium=0.25, large=0.36) as proposed by Wetzels et al. (2009).

5.13 Mediating Effect of Intention to Transfer Training

Comparing SEM with regression, SMS has the ability to test mediating variables as part
of a comprehensive model (MacKinnon, 2008). It is noteworthy that the test of inner
model estimates, in terms of values and significance, is not limited to direct relation.
Whereas, researchers can study total affects i.e. by considering direct and indirect effects
together. Interpretation of total effects is particularly useful in studies with the objective
of examining the differential impact of different driver constructs on a criterion construct

via several mediating variables (Albers, 2010).

This study also targeted to examine the mediating effect of Intention to Transfer
Training on the relation among the independent variables of the Learning Style, Self-
Efficacy and Supervisor’s Support, with the dependent variable of Training
Effectiveness. In doing that, the SmartPLS 2.0 was employed to examine the interaction
effect of Intention to Transfer Training. As performed in Table 5.15, the mediating effect
of Intention to Transfer Training on the relation among the Learning Style, Self-Efficacy
and Supervisor Support, with the dependent variable of Training Effectiveness, was

examined using the PLS algorithm.

The results revealed that the intention to transfer the training was found to be a
significant partial mediator on the relationship between the learning support and training

effectiveness at level of (B= 0.097, t=3.283, p<0.01). However, Intention to transfer the
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training was not found to be a mediator between the supervisor support and self-efficacy
from one side and the training effectiveness from the other (B= 0.051, t=2.259, p<0.05)
and (B= 0.059, t=1.411, p>0.05) respectively. This is so since the original direct effect
were not significant. From another angle, the results suggested that the supervisor support
and self-efficacy can indirectly affect the training effectiveness through the intention to
transfer training. This result is shown in Table 5.15 supporting the hypotheses of the

study Hg but not Hg and Hyp.
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Table 5.15

The Results of the Mediating Variable

Hyp.

No Hypothesis

A

a*b

Decision

Path
Coefficien
t

T.
Value

Path
Coefficient

Value

Path
Coefficient

Value

Path
Coefficient

Value

Path
Coefficient

Value

Bootstrapping
Method

Intention to
transfer the
training
mediates the
relationship
between the
supervisor
support and
training
effectiveness

Hs

0.199***

3.674

0.254**

3.196

0.051*

2.259

0.083

1.306

0.0407

0.593

No Mediation effect
but there is an
Indirect Effect

Intention to
transfer the
training
mediates the
relationship
between the
learning
style and
training
effectiveness

Ho

0.382*

19731

0.254**

3.19639

0.097**

3.283

0.268***

2.689

0.206***

1.973

Partial Mediation

Intention to
transfer the
training
mediates the
Hyo  relationship
between the
Self-efficacy
and training
effectiveness

0.232**

2.5614
5

0.254**

3.19639

0.059

1.411

-0.087

0.886

(-)0.213*

1.965

No Mediation effect
and there is no an
Indirect Effect

*p<0.05; **p<0.01;***p<0.001
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5.14 Chapter Summary

This research employs Partial Least Squares Structural Equation Modeling (PLS SEM) as
the major analysis technique since the assumption of multivariate normality of the data
was not fulfilled. Since PLS SEM is a relatively new analysis technique in construction,
an elaborate treatment of the mechanics of the PLS SEM analysis technique was given in

this chapter.

Prior to testing the model of the study, rigorous procedures to establish the
validity and reliability of the outer model were followed as it is the standard of SEM data
analysis reporting. Once the measurement model has been proven to be valid and reliable,
the next step was to test the hypothesized relationships. Before examining the
hypothesized relationships, the predictive power of the model was investigated and
reported and the goodness of the overall model was confirmed. After that, the structural
model was examined and the results were reported in details. As shown in Table 5.16, the
hypotheses Hi H2, Hs;, Hy and Hg were statistically supported by the findings of the
study, whereas the other hypotheses Hs and H; were not. Finally, the results regarding the

mediation effects of Intention to Transfer Training are summarized in the following.
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Table 5.16

Summary of the Findings

Hypothesis  Hypothesized Path Decision
H Intention to Transfer Training -> Training Effectiveness Supported
1
H Learning Style -> Intention to Transfer Training Supported
2
H Learning Style -> Training Effectiveness Supported
3
H Self-Efficacy -> Intention to Transfer Training Supported
4
Self-Efficacy -> Training Effectiveness Not
Hs Supported
H Supervisor Support -> Intention to Transfer Training Supported
6
Supervisor Support -> Training Effectiveness Not
H; Supported
Intention to transfer the training mediates the relationship between the supervisor No Mediation
effect but
He support and training effectiveness there is an
Indirect
Effect
Intention to transfer the training mediates the relationship between the Learning Partial
Hy Mediation
style and training effectiveness
Intention to transfer the training mediates the relationship between the Self- No Mediation
H effect and
10 H
efficacy and training effectiveness there 1SN0 an
Indirect
Effect
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CHAPTER SIX

DISCUSSION, CONCLUSION AND RECOMMENDATION

6.1 Introduction

This chapter summarizes the study, elaborates the findings and highlights the
contributions of the study to the existing knowledge. It also sheds light on the
investigation of the variables of the present study, namely; supervisor support, self-
efficacy, and learning styles on training effectiveness among managerial staff of Saudi
Arabian universities. The chapter also presents a discussion pertaining to analysis of the
issues regarding training effectiveness and its relation to Saudi Arabian universities’
managerial staff such as issues attributed to supervisor’s support, learning style and self-
efficacy. This chapter, further, entails the limitations of the study and suggests future
research avenues based on the encountered limitations. Finally, this chapter brings down

the curtain tracing the concluding remarks of study.

6.2 Overview of the Study

Beyond every reasonable doubt, it appears that education and training significantly
contribute to human development. The process of training essentially contributes towards
achieving excellence in all facets of life. Although the role of training for the
improvement of employee’s skills and knowledge has long been acknowledged,
management staffs in Saudi Arabia were exposed to training to acquire technical and
instructional knowledge, skills and attitudes to carry out their tasks at their respective

workplaces. Nevertheless, despite the huge amount of investment appropriated for
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training programs yearly by the Saudi Arabia government, studies in the field of human
resource management showed great interest in the evaluation of training programs in an
attempt to justify the benefits of the significant investments on training workers
(Aldolaimi, 2006; Al-Otaibi, 2008; Al-Qahtani, 2011; Collins & Kim, 2010; Huang,

2001; Cheng, 2001).

The evaluation of training becomes increasingly important to the government
because it clarifies the effectiveness of the training program and its achievement in
equipping workers towards achieving competencies. It holds true for all individuals and
applies to all settings in terms of time and place. Aldolaimi (2006) noted that Saudi
Arabia government has been emphasizing and supporting training especially the human
resource and developing human potential of its employees as a valuable developmental
project. He further added that in the development and enhancement of the employees’
knowledge and skills, the Kingdom has invested and provided generous donations

towards the country’s education and training sector.

In Saudi Arabia, human capital development is the core of the proposed
development plan and of the achievement of the goals relating to this capital’s
development. Over a span of many years, the Saudi government has stressed on human
resource development (HRD). Pioneering reports from Syneder (1963) showed that in the
period spanning from 1952-1953, Saudi Arabia has shown a dynamic increase in the
number of educational institutions and school registrations indicating greater government

commitment to human resource development.
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More recently, the Saudi government has prioritized training and education
programs (MoHE, 2013). In particular, the National Commission for Accreditation and
Assessment (2012) highlighted the standards for quality assurance and accreditation of
higher education institutions in the Kingdom. According to the Commission, training
programs catering to teaching skills is a must within the institution to be provided to new

and present teaching staff with the inclusion of part time teachers and non-teaching staff.

The present efforts exerted on the development of management workers confines
on training with the aim to generate an educated workforce in different economic sectors
in order to carry out the economic and industrial development program more effectively.
The Saudi Minister of Finance, Ibrahim Al-Assaf described the economy of the Kingdom
as in its most optimum in 2011 as it has been in 2 decades. He added that the Kingdom’s
2012 new budget has allocated 24% for human development, including education and

training (Ghoussoub, 2012).

The Saudi government is convinced that enhancing human skills will assist in
making sustainable economic growth, creating additional job opportunities through a
knowledge based economy, and building on vocational, educational and technical support
foundations. As a consequence, the Kingdom expects the return of the huge investments
on human development in terms of competencies, quality and highly productive
employees. The objective of training is considered to have failed if the workers are not

able to transfer their acquired knowledge, skill and attitude to the workplace.

Training methods and evaluation have undergone changes in the past decades.

Training effectiveness is often categorized into knowledge, attitudes and skills whereby
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knowledge is a key outcome domain and the effect on skill development or change in
behavior is perceived to be the main outcome of training evaluation and its effectiveness
(Collins & Kim, 2010). Moreover, in order to clarify the understanding of the process of
training transfer, other major, but inconspicuous variables in the transfer process have to

be determined and analyzed (Cheng & Hampson, 2008).

In addition, regardless of the requirement to link training, training evaluation and
training effectiveness, it is notable that some institutions doubt as to the way training
evaluation could reinforce the transfer of employees training in the workplace. A case in
point focuses on Saudi Arabia’s and extensively attempted to develop employees’ skill by

providing training programs (Aldolaimi, 2006).

According to Carr (2002), this method overlooks the question of whether or not
the behavioral changes gained through training are transferred to daily organizational
work tasks. Training program effectiveness can be described as comprising of acquisition
and transfer of training (Tracey, 2001) with the latter indicating training effectiveness
(Baldwin & Ford, 1988) which is reflected in behavioral changes in the workplace.
Training is not as valuable if it is not transformed into effectiveness by the transference

of behavioral changes (Goldstein & Ford, 2002; Kirkpatrick, 2007).

Training effectiveness gauges the level to which training, achieves what it is
intended for. One of the critical objectives of the training is to enhance job effectiveness.
In order to properly assess training effectiveness, variables enhancing or inhibiting the
achievement of goals should be understood. Several models of training effectiveness

were utilized to determine these factors and their effect on the training goal (Mathieu et
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al., 1993). These models reveal the significance of both individual and environmental
variables in the transference of training. In the meantime, organized training program
may not be effective if variables (individual and environmental) offset processes of

learning and transfer.

Moreover, individual characteristic like self-efficacy has been addressed as a
predictor of training effectiveness. Self-efficacy describes basic construct underlying
training effectiveness (Tannenbaum et al., 1993). In other words, the level of the
employee’s self-efficacy can predict effectiveness of learning transfer and this may
explain why it has been included and advocated by studies as a crucial variable in the
determination of the overall training effectiveness (Huang, 2001; Paglis & Erich, 2010).
Self-efficacy is generally defined as the people’s perception of their capacity for
organization and execution of cause of action needed to achieve a designated type of

performance.

It is important to note that evaluation of programs should also focus on the
outcome of training and not just in the process. Thus, determining the effectiveness of the
training program is imperative to the success of any organization. Moreover, the
understanding of real transfer and the issues related to it are still ambiguous. Factors
relative to personal character such as self-efficacy have also been highlighted to
undermine a successful training program (Paglis, 2010). The approaches that have been
employed failed to provide an extensive estimation of training, cost-effectiveness as

major considerations have been overlooked.
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The above justifies the researcher’s interest in investigating the issues pertaining
to supervisor support (working environment), self-efficacy and learning style. Therefore,
the present study has examined the impact of self-efficacy, supervisor’s support and
learning style upon training effectiveness. Besides, the trainee’s intention to transfer
training has been examined as a mediator of the above relationship. The present study is

conducted in the context of Saudi Arabian university managerial staff.

Based on the problem statement of this study and the comprehensive review of
the relevant literature reported in Chapter 1 and Chapter 2, the present study aimed to

achieve the following objectives:

1. To examine the extent to which the intention to transfer training influences the
training effectiveness in Saudi Arabian Universities’ managerial staff.

2. To examine the extent to which the learning style influences the intention to
transfer training in Saudi Arabian Universities’ managerial staff.

3. To examine the extent to which the learning style influences the training
effectiveness in Saudi Arabian Universities’ managerial staff.

4. To examine the extent to which self-efficacy influences the intention to transfer
training in Saudi Arabian Universities’ managerial staff.

5. To examine the extent to which self-efficacy influences the training effectiveness
in Saudi Arabian Universities’ managerial staff.

6. To examine the extent to which supervisor support influences the intention to

transfer training in Saudi Arabian Universities’ managerial staff.
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7. To examine the extent to which supervisor support influences the training
effectiveness in Saudi Arabian Universities’ managerial staff.

8. To investigate whether intention to transfer training mediates the relationship
between supervisor support and training effectiveness in Saudi Arabian
Universities’ managerial staff.

9. To investigate whether intention to transfer training mediates the relationship
between learning style and training effectiveness in Saudi Arabian Universities’
managerial staff.

10. To investigate whether intention to transfer training mediates the relationship
between self-efficacy and training effectiveness in Saudi Arabian Universities’
managerial staff.

To achieve the aforementioned objectives of this study, a comprehensive review
of previous literature studies was conducted and reported throughout this study with
more specific focus in Chapter 2. The review of related literatures revealed that most of
the studies on training effectiveness with reference to managerial staff in universities
have been conducted in Western and Eastern country context, while countries in the
Middle East have conducted a limited study in this area. The researchers go on to say
that the findings of training effectiveness studies have not been validated in a cross-

cultural setting.

However, prior studies have concentrated on the determining whether or not a
relationship exists between several individual and organizational factors and training
effectiveness (Cheng, 2001; Karuppaiya, 1996; Roberson & Huang, 2001; Tracey &

Tews, 1995; Warr & Bunce, 1995). Despite the fact that some researchers such as
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Brown and McCracken, (2009), Hunt and Hunt (2004), and Van Eerde (2003) made use
of experimental designs in their evaluation of training effectiveness, according to Frese
et al. (2003), an experimental design having only a single control group may be
insufficient to determine if the behavior change is attributed directly to training and to

obtain the Hawthorn effect of repetitive testing.

Frese et al. (2003) therefore recommended that more control groups are used to
minimize or decrease the Hawthorn effect attributed to experimental designs. The above
recommendation shows that experimental designs have their own issues when used to
evaluate training effectiveness and hence the present study attempts to minimize these
issues through the employment of an adapted questionnaire from prior literature to be
used in the current survey research. More importantly, very scarce research has been
conducted in Saudi Arabia with reference to training effectiveness despite of the rising
level of interest of the Saudi government in human resource development. The Saudi
Arabian government is convinced that enhancing human resource skills will lead to the
much required human capital resources in a sustainable economic growth and to the
creation of job opportunities to accommodate the increasing young generation and to

realize a knowledge based economy.

Accordingly, the government spends a high proportion of the annual budget
expenditure on human resource development. It is evident that such huge investment of
the country’s earnings is expected to generate returns in the form of high quality,
productive and competent workforce. Unfortunately, the human capital competence and

quality of the current workforce, particularly in the public sector’s tertiary institution
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falls short of justifying this significant investment for its development.

Additionally, majority of Saudi institutions and organizations have yet to
explore several available evaluation options for the training program outcome.
According to Hung (2001), an institution that evaluates its training program tends to find
a high level of effectiveness of the program. Similarly, Aldolaini (2006) stated that the
sole means of training outcome evaluation in public institutions in Saudi Arabia is
through interviews and observation of participants. This led to the researcher’s
assumption in the present study that the low level of effectiveness of training in KSA

organizations stems from poor level of evaluation of staff training programs.

The transference of knowledge and skill acquired from training to actual job
situations is crucial in order to consider the training program as effective, efficient and
able to meet the expected objectives of the investment. However, studies dedicated to
examining the actual level to which an individual worker transfers knowledge, skill and
attitude obtained during training to the actual work situations are still few. The little
evidence available reveals that training outcome transfer falls short of expectations
particularly in light of the huge investment spent for human resources development

(Brinkerhoff & Gill, 1994).

Therefore, the present study aims to answer some of these ambiguities by
examining the influence of supervisor’s support, self-efficacy and learning style upon

training effectiveness among Saudi Universities’ managerial staff.

Keeping in consideration, the objectives of the study and the discussion in
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Chapter 1, Chapter 2 presented the literature review to identify the relevant variables to
be employed for this study; the framework has been presented in Chapter 3. As it has
been argued in Chapter 2, this framework is theoretically grounded in Training Transfer
Model proposed by Thayer and Teachout (1995). Moreover, the underlying theories that
guide this study are Theory of Planned Behavior (TPB) postulated by Ajzen (1991) and
Theory of Social Learning proposed by Bandura (2007) conceptualized in the present

study as “Social Learning Theory of Learning Style”.

To collect the primary data, the present study employed structured questionnaires
distributed to authorized administrative officers in six public universities in Saudi
Arabia. After data screening, proposed hypotheses were tested using structural model
assessment for examining goodness of fit of the proposed model; and mediation analysis
using Partial Least Squares (PLS-SEM) approach. The findings of the analysis were
reported in Chapter 4 and are further discussed in the following sub-sections. This study
concludes with theoretical contributions, policy implications, limitations of the study

and suggestions for future research.

6.3 Discussion

The following sub-sections discuss the findings of the study in the same order as

the objectives of the study.

6.3.1 Influence of Intention to Transfer Training on Training Effectiveness

The results indicated that the intention to transfer training has a positive significant

impact on the training effectiveness. These results are consistent with the findings of the
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previous studies which revealed that the effectiveness of training is largely influenced by
intention to transfer trains. Foxon (1993) stated that the training transfer intention is
related to the likelihood that he/she performs positively after training and during the
transfer process which may as well be considered as a likelihood for effective training.
This phase is critical as it indicates that to a large extent, trainees show an attitude shift
from cognition to action in the transition which indicates their commitment to go through
the transfer process. Accordingly, Clemenz (2001) hypothesized that transfer intention
forms a linkage between reaction and levels of transfer contained in Kirkpatrick’s

evaluation model (1996).

Other researchers (e.g. Machin & Fogarty, 2004; Tubbs & Ekeburg, 1991 cited by
Powell, 2009) also contended that intention to transfer training is an antecedent of
trainee’s transfer initiation or transfer-related actions. Similarly, in their test of Thayer
and Teachout’s (1995) conceptual model, Machin and Fogarty (2003) revealed that the
perceptions of trainees towards several intention stimulus activities is linked to training
transfer which eventually brings about training effectiveness. They also revealed transfer

implementation intentions to be linked to post-training (Machin & Fogarty, 2003).

6.3.2 Influence of Learning Style on Intention to Transfer Training

The results pertaining to the relationship between learning style and intention to transfer
training exhibit that learning style has a positive significant impact on the intention to
transfer training. These results are in line with the findings of the previous studies which
revealed that learning style highly influences intention to transfer training. Prior literature

such as Shariff and Al-Makhadmah (2012), Tracey et al. (1995) emphasized that factors
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like job characteristics and the learning style of the trainee are significant for training
transfer. Moreover, Tracey et al. (1995) revealed that the learning style of the trainee
relates to the behavior application obtained from a certain training course, while
Elangovan and Karakowsky (1999) revealed that training transfer is related directly to

style of learning and intention to transfer skill following the training completion.

In addition, Simon (2000) argued that trainees’ instruction is significantly
influenced by learning style which eventually triggers trainee’s intention to transfer skills
to the workplace setting. He further claimed that the learning style is a factor in training
and education that could influence the intention to transfer training efficiently and

effectively.

6.3.3 Influence of Learning Style on Training Effectiveness

The results of the study exhibited that learning style has a positive significant impact on
the training effectiveness. These results extend an added support to the findings of the
previous studies which revealed that learning style play a noteworthy role in determining

training effectiveness.

Prior research reveals that the employee’s learning style is an instrumental
learning style factor that directly and indirectly impacts training effectiveness. Trainees
with learning styles that are consistent with a certain training technique are more likely to
show superior performance (Simon, 2000). In his findings, Simon (2000) stated that the

learning styles of employees has a key role in training effectiveness and in his analysis,
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he indicated that the assumptions in light of learning style are mostly upheld by employee

during and following the completion of training.

Moreover, it can be stated that in order to motivate the intention of the trainees to
transfer their learned knowledge to their jobs, the program materials should be developed
having the trainee’s learning style and relevant material in mind. According to Simon
(2000), learning styles have a key role in the understanding of trainees’ abilities and in
predicting the training programs' effectiveness. This is the reason why management of
organizations is concerned about understanding the managerial staff’s learning style,
particularly high ranking staff to enable them to contribute to the effective application of
training budges. Trainee’s learning style identification can be a first step to designing a
training program that is consistent with the individual’s style. Learning style, maturity
level, and interest are critical learner characteristics for the successful outcome of training
in any type of learning environment (Yilmaz-Soylu & Akkoyunlu, 2002). More
importantly, the learning level achieved through learning styles of trainees is one of the

most critical factors indicating the training effectiveness.

6.3.4 Influence of Self Efficacy on Intention to Transfer Training

The results concerning the relationship between self-efficacy and intention to transfer
training indicate that self-efficacy has a positive significant impact on the intention to
transfer training. These results are consistent with the findings of the prior studies which

indicated that Self Efficacy is an important determinant of Intention to Transfer Training.
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Prior researches reported that self-efficacy adds to learning, motivation and is
linked to training, motivation in a positive way (Colquitt et al., 2000; Tracey et al.,
2001). In other words, a highly confident trainee on his/her capability to apply the
training content has a great potential to apply the learned knowledge and skills following
training completion. Machin and Fogarty (2003) revealed that intention of training
implementation along with transfer is significantly affected by self-efficacy and
enhancing activities of transfer. They concluded that transfer implementation intention
has been understudied in prior literature and called for further examination to clarify the
promotion and enhancement of training transfer success through training effectiveness.
The relationship between self-efficacy and other variables including transfer motivation
and training transfer has been addressed by researchers and self-efficacy has been
confirmed to maximize the degree of training transfer (Chiaburu & Marinova, 2005;
Saks, 2002; Ford et al., 1998; Kirwan & Birchall, 2006; Latham & Frayne, 1989; Saks,

1995; Mathieu et al., 1992; Tannenbaum et al., 1991; Velada et al., 2007).

To support the aforementioned relationship further, the previous research reveals
that employees having low self-efficacy will be less likely to try to transfer the learned
material to their jobs (Al-Eisa et al., 2009). Therefore, for effective training, employees
should be highly confident of their capabilities to transfer after the completion of the
program and they should have intention to implement the skills to reinforce this
confidence. Also, Tziner et al. (2007) revealed that transfer implementation intentions
need to be related to self-efficacy. They added that perceived capability following
training/learning does not guarantee trainee’s specific intentions of adopting learning

style. However, they concluded that the level of trainee’s self-efficacy is a significant
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predictor of transfer training intentions. In other words, self-efficacy is a significant

predictor of transfer intentions prior to and following the training (Tziner et al., 2007).

Furthermore, training literature is also enriched by the research conducted by
Mathieu et al. (1993) where self-efficacy was revealed to be related with intention of
training transfer and training performance. Self-efficacy was also revealed to indirectly
relate to training transfer through trainee’s implementation intention (Mullins et al.,

1998).

6.3.5 Influence of Self Efficacy on Training Effectiveness

The results of the study explored that Self-Efficacy has a negative impact on the Training
Effectiveness. This finding contradicts and contrasts with the previous studies that
indicate a positive linkage between self-efficacy and training effectiveness. Self-efficacy
is positively related to training performance on the grounds that self-efficacy plays a
motivational role and eventually affects the level of effort employed by the performer
(Mathieu & Martineau, 1997; Mathieu et al., 1993). Bandura (1986, 2007) claimed that
self-efficacy drives trainees to be convinced of their ability to perform tasks following the
training. If individuals are determined to take part in training and development, this adds
to the meaning of both achievement and outcome expectations. Similarly, individual
attitudes and belief concerning training and development activities are critical
determinants and are potential predictors of training effectiveness (Carbery & Garavan,

2011).
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In addition, Mathieu et al. (1993) revealed that self-efficacy, positive relates to
training reactions and performance. Several researchers (e.g. Bhatti & Kaur, 2010;
Kauffeld & Lahmann, 2010) identified factors affecting training transfer effectiveness
and a close examination of these factors show that they have their basis on individual,
working place situation, environmental or contextual design which means that generally

they are based on social learning theory (Bandura, 1986).

Specifically, the person and the environment function together and determine
each other through a reciprocal relationship. People generate the environmental
conditions affecting their behavior reciprocally. Experiences produced by behavior also
determine what a person becomes and what he/she is able to do, and in turn, this
influences the resulting behavior. Simply stated, social learning theory postulates that
most people learn how to behave through their observation of others and then mimicking
the behaviors which they think are effective. Additionally, the theory acknowledges that
supported or rewarded behaviors are more likely to be mimicked by observers (Noe,
1999). Effectiveness in training generates a critical skills enhancement and facilitates
trainees’ career development through the reinforcement of supervisor. Self-efficacy is
among that factors linked to raining effectiveness assists the employees’ transfer of
knowledge and skills obtained in training to the work settings. Self-efficacy is viewed as

an individual factor that influences the training results (Colquitt et al., 2000).

However, despite the positive linkage between self-efficacy and training
effectiveness, this study exhibits the negative relationship between the aforementioned

variables. A plausible explanation lies in the role of contextual factors. Generally, the
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individuals in Middle East believe that they are self-sufficient in performing the tasks at
hand. So, those with high self-efficacy levels do not pay required level of attention to
training programs, thus; the training results may not be as desired. On, the other hand,
individuals with low levels of self-efficacy believe in the value of training to overcome

their perceived shortcomings. Therefore, they make better use of training programs.

6.3.6 Influence of Supervisor’s Support on Intention to Transfer Training

The results of the study exhibited that supervisor support has a positive significant impact
on the intention to transfer training. This finding is consistent with the previous studies
that indicate a positive linkage between supervisor support and intention to transfer
training. Supervisor’s support is a crucial variable that impacts training, implementation
intention and training transfer (e.g. Ford et al., 1992; Huczynski & Lewis, 1980).
According to Ford et al. (1992), supervisor’s support contributes to the employees’
willingness to transfer obtained skills following the training completed. Literature reveals
various situational, contextual and trainee variables that influence the complex transfer

process (Laker, 1990).

The findings of previous studies revealed that trainees perceiving greater levels of
support from supervisors for training and a higher level of implementation intention
acquire valued advantages of learning new knowledge and skills (Al-Eisa et al., 2009).

In addition, past researchers (e.g., Foxon, 1995; Colquitt et al., 2000) dedicated to
training transfer and training outcome revealed supervisor support as a strong predictor of
transfer outcomes. Supervisor support was contended to relate to general job performance

following training of skill acquisition by Bhanthumnavin (2003). In other words, exerting
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influence on and support from colleagues will increase employee’s transfer intention and
actual training transfer (Richey, 1992). Moreover, Intention to transfer training was
reported to moderate the supervisor support-training transfer relationship by Colquitt et
al. (2000); a finding supported by Facteau et al. (1995) who reported also reported a

strong relation between supervisor support and intention to transfer training.

Thus, the findings of the study confirm the importance of supervisor support in
order to motivate the trainees to transfer their knowledge acquired during training while
performing their everyday tasks. Supervisors may provide their support through
feedback, encouragement and assistance; for instance, training transfer may fail if the
supervisor fails to show his support for the transfer or if the trainee is under-motivated to
do so. Hence, the role of supervisor is instrumental and catalytic in furthering training

transfer by the employees.

6.3.7 Influence of Supervisor’s Support on Training Effectiveness

The results of the study revealed that supervisor’s support has no impact on the
training effectiveness. This finding contradicts and contrasts with the findings of majority
of previous studies that indicate a positive linkage between supervisor’s support and
training effectiveness. According to majority of prior studies, training effectiveness is
reported to be significantly linked with immediate superior support (Tennant et al., 2002)
indicating that immediate superior has a key role in determining the effectiveness or lack
thereof of the training programs. Ling (2007) supported this contention by stating that
immediate superior’s feedback and support assists the participant to organize and employ

the learned skills. In the context of Malaysia, correlation studies conducted for training
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effectiveness showed that lack of support from immediate superior hindered the training
effectiveness of organizations (Karuppaiya, 1996). It has also been revealed that
supervisor’s support in training directly impacts pre-training motivation (Facteau, et al.,

1995; Mathieu et al., 1992; Tannenbaum et al., 1993).

Prior studies by Rouillier and Goldstein (1991) and Ford et al. (1992) revealed
transfer environment to be improved through strong support from the supervisor as
employees are more likely to believe in opportunities to acquire competencies with this
support. Similarly, Tennant et al. (2002) revealed that support from immediate
supervisory significantly correlated with effectiveness of training indicating an
immediate supervisor’s key role in determining the effectiveness or lack thereof of
ttraining programs. Supportive supervisors enormously contribute to training motivation
and the perception of the employee’s utility of training (Cohen, 1990). When provided a
choice of whether to attend training or not and the employee chooses to attend, both

motivation and learning for the said training is maximized (Baldwin et al., 1991).

Thus, by revealing the negative relationship between supervisor support and
training effectiveness, the findings of the present study contradict with the findings of
aforementioned previous studies. However, this finding of study gains support and is
consistent with the findings of the study by Chiaburu and Marinova (2005) who found
that supervisor support was neither related to skill employment nor training effectiveness.
Therefore, it can be argued that training effectiveness depends more on willingness and
capability of the trainee to acquire new skills and knowledge and optimally utilize them

while performing the assigned tasks.
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6.3.8 Mediating effect of Intention to Transfer Training on the relationship between
Supervisor Support and Training Effectiveness

It is demonstrated by the results that intention to transfer the training was found
not to mediate the effect of the supervisor support on the training effectiveness even
though the indirect effect is significance. This finding differs from the findings of the
studies conducted by (e.g., Tziner et al., 2007; Elangovan & Karkowsky, 1999) who
claimed that intention to transfer mediates between the factors (self-efficacy, superior
support, Learning styles) and actual transfer of training or in other words training
implementation and effectiveness. Hence, the findings of the study did not establish the
mediating role of intention to transfer training as an outcome of supervisor support and as
a determinant of training effectiveness in the context of managerial staff in universities in
Saudi Arabia. However, this finding confirms that the supervisor support can indirectly
affect the training effectiveness through the intention to transfer the training.

6.3.9 Mediating effect of Intention to Transfer Training on the relationship between
Learning Style and Training Effectiveness

The results illustrated that Intention to transfer the training was found to have a
significant partial mediation effect on the relationship between the learning style and
training effectiveness. Hence, the findings of the study highlight the significance of
intention to transfer training as an outcome of learning style and as a determinant of
training effectiveness in the context of managerial staff in universities in Saudi Arabia.
Therefore, it can be argued with confidence that in order to achieve desired results from
training programs, the trainees must have adequate learning style which would enhance
their knowledge and boost their motivation and intention to transfer training efficiently

and effectively.
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6.3.10 Mediating effect of Intention to Transfer Training on the relationship
between Self efficacy and Training Effectiveness

The results of the study revealed that intention to transfer the training was found to have
no mediation effect on the relationship between the Self-efficacy and training
effectiveness and there is no an indirect effect of self-efficacy on the training
effectiveness through the intention to transfer training is significant. This finding
somewhat contradicts and contrasts with the studies conducted by (Tziner et al., 2007,
Elangovan & Karkowsky, 1999, Mullins et al., 1998) who claimed that intention to
transfer mediates between the self-efficacy and actual transfer of training or in other
words training implementation and effectiveness. Hence, the findings of the study
indicate that there is no significant mediation effect of intention to transfer training on the
relationship between self-efficacy and training effectiveness in the context of managerial

staff in universities in Saudi Arabia.

6.4 Implications of the Study

This study extends the understanding of training transfer and effectiveness studies on the
managerial staff of higher education institutions, particularly in the Middle East and in
the overall education industry in general. As education sector is increasingly becoming
global, it is imperative to access the need as well as evaluation of training programs
offered in higher education industry. This study is an early attempt to analyze the factors
that determine the intentions to transfer training and ultimately lead to training
effectiveness of managerial staff in universities in Saudi Arabia. As discussed earlier, this
region is a booming market with a high growth of student population and significant

economic power that will continue to develop drastically in the upcoming years. This
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scenario demanded the examination of the variables under study in order to have an
insight regarding training and development of well trained and competent managerial
staff that can play its crucial part in management of operations in the universities in a
well-planned manner. The following sections will discuss the implications of this study in

terms of practical and theoretical standpoint.

6.4.1 Managerial and Practical Implications

The findings of the study highlighted several managerial implications. As we have
pointed out in the earlier section of this chapter, there is a dire need to comprehend what
individual factors of the trainees contribute in developing greater intentions to transfer
knowledge and skills acquired through training in order to optimally achieve the desired
results of training programs. In addition, it is highly important that the gap between
individual factors of trainees and training effectiveness must be plugged. Therefore, this

study used intention to transfer training as a mediator variable.

In the past, academic institutions have overlooked the need to focus on training
effectiveness with regards to their managerial staff generally in Middle East and
particularly in Saudi Arabia. But more recently, with the increasing interest and
governmental spending on human resource development, it is imperative to examine the
determinants of training effectiveness. The study found that learning style significantly
impacts training effectiveness through intention to transfer training. Moreover, the
individual factors related to trainees such as self-efficacy and learning style and

environmental factors such as supervisor support are examined in the study should be
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regarded as a guideline or benchmark for augmenting training effectiveness by

administrators of academic institutions..

This in turn will result in positive performance of the educational sector as well as
the entire government establishment in bringing about development in the country.
Training practitioners can also benefit from this study findings along with educational
consultants. More importantly, actions taken in light of the study findings may lead to the
improvement of the present state of training evaluation’s effectiveness. The present study
may lead to the improvement of training through the extension of training activities

towards the practical application in the environment of work settings of the trainees.

Finally, the findings on the linkages between individual factors related to trainees,
intention to transfer training and training effectiveness should strengthen the strategies of
administrators of higher education institutions. The results demonstrate that training
effectiveness is an outcome of learning style and intention to transfer training. It implies
that for enhancing the effectiveness of training, it is pertinent that the learning style of
potential trainees must be nurtured. Only those trainees would exploit maximum benefit
of training and consequently develop the intentions to transfer training who would
possess greater learning styles. Similarly, it was revealed by the results that self-efficacy
and supervisor support significantly impact intentions to transfer training. It can be
inferred the seniors or superiors of the managerial staff must support and encourage their
juniors and subordinates in order to motivate them to extract maximum benefits out of
training program and later implement the skills and knowledge gained through training

for achieving higher levels of job performance.
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6.4.2 Theoretical Implications

This study makes one of the pioneer attempts to investigate the significance and
importance of individual factors relating to trainees towards intention to transfer training
and consequently training effectiveness. Though these concepts may have been applied in
the training literatures, the relations between these concepts remain vague. This study
therefore answers the call of previous scholars who highlighted the scarcity of empirical
work done in this area - which links individual factors of intention to transfer training and
training effectiveness.

It is evident from the prior sections and discussions in this chapter that most of the
studies in literature were carried out in the West and that research works dedicated to
training and effectiveness in the Middle-East are few and what exists reflects the poor
performance of human workforce. Hence, the present study’s main contribution is the
unraveling and examination of the issues of variables relating to training effectiveness in
the context of Saudi Arabia. Additionally, this study’s findings may contribute not only
to information in KSA alone but also to the rest of the regions’ higher education
institutions by proposing that how the training programs may be enhanced while at the
same time highlighting the impact of training upon employee’s performance and

productivity.

Extending this contribution to training effectiveness literature, this study is
focused on universities’ staff and thus it calls for an opportunity to replicate this study in

other regional or global academic institutions in order to examine how the conceptual
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training skills of staff are acquired and transferred in the higher institutions of learning in
any country.

The most notable contribution of the study is the mediating effect of intention to
transfer training in the relationship between self-efficacy, supervisor support, learning
style and training effectiveness. To the best of our knowledge there is acute shortage of
empirical research if any, that has examined this effect in higher education industry in
general and Middle East especially Saudi Arabian higher education institutions in
particular. Thus, this study adds to the body of knowledge regarding the sequential link
that incorporates self-efficacy, supervisor support, learning style, intention to transfer
training and training effectiveness. Moreover, by examining the aforementioned
mediation effect, this study further extends the underlying theories of this study that
comprise of Theory of Planned Behavior (TPB) postulated by Ajzen (1991) and Theory

of Social Learning proposed by Bandura (1986).

Finally, many prior studies investigate a western cultural context where training
transfer and training effectiveness has been examined using western subjects to develop
and test Training Transfer Model (Thayer & Teachout, 1995). This study fills the gap
regarding much needed studies in this part of the continent to validate the findings of

previous studies and disperse the myths associated with trainees in this part of the world.

6.5 Limitations of the Study

As other researches, this study also has a few limitations. Like all research, this
study has a few deficiencies; thus, the above conclusions and contributions should be

generalized with caution. Firstly, the study is limited only to managerial staff of the
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universities; it does not take in to consideration the investigation of individual factors and

their impact on training effectiveness with regards to academic staff.

Secondly, though the sample of this study represents the pattern of the general
population, future studies should take in to consideration the other regions of the country
and investigate the variables of study on a larger sample. Thirdly, the scope of the study
is limited to academic institutions; the results might differ in case of other service
industries. Finally, our study uses the self-reporting techniques, which may be somewhat
(socially) biased as in the case of social class. Hence, triangulation methods such as

secondary data and other qualitative methods would be an ideal approach.

6.6 Future Research Directions

The research is exploratory in nature. Hence, it creates various prospects for future
studies to further broaden the horizon of the study. First, future studies should focus on
exploring further individual factors that can leverage the intentions to transfer training
and consequently increase the likelihood of training effectiveness. Second, future studies
could also concentrate on examining training in the context of academic staff and see if
there are any differences in training needs of academic staff and managerial staff. Third,
the present study is cross sectional in nature because of time and cost constraints. In
future, longitudinal studies can be conducted in order to have a deeper insight and
understanding of behaviour of trainees in the public universities’ context over a long
period of time. Finally, this study should be replicated in other parts of the world and
across other service industries to validate the findings and implement the research

theoretical model.
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6.7 Concluding Remarks

This study extends the continuing number of researches carried out on the training
transfer and training effectiveness of managerial staff specifically in the academic
context. Although research on training transfer and effectiveness sprang a few decades
ago, the subject remains an important area of research inquiry in human resource
development and continues to draw attention from new researchers. This study differs, as
we looked at training transfer and effectiveness in the context of managerial staff in
academic institutions. Although various scholars have acknowledged the possible
linkages between individual factors such as self-efficacy and learning style and
environmental factors such as supervisor support and intention to transfer training and
training effectiveness. There is limited empirical evidence with anecdotal evidence that
has examined the mediating role of intention to transfer training in the relationship
between aforementioned factors and training effectiveness. In this study, we have opened
the Pandora box in determining the significance of these factors towards intention to
transfer training leading to training effectiveness of managerial staff in academic

institutions.

This study contributed to the training effectiveness literature by utilizing the
intention to transfer training gap to measure the extent of leverage or strength on the
relationship between individual factors such as self-efficacy and learning style and
environmental factors such as supervisor support and training effectiveness. The findings
of the study provide some clarifications to the much debatable issue of whether it is

worthy to measure intentions to transfer training in determining training effectiveness or
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do these factors really matter when evaluating the effectiveness of training. The results of

the findings pave the way for more future studies to be conducted in this area.
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