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ABSTRACT

Transfer of Training is important to organization. This is because organization has
invested lots of money for sending their employees to training in order to increase the
employees knowledge, skills, and abilities. From the training they attended, it is
crucial for the employees to apply the learned knowledge into the workplace. The
purpose of this study is to examine self-efficacy, supervisor support, and transfer
climate influence the transfer of training at a public organization in Kedah Darul
Aman.

A cross-sectional study was chosen for this study. There are three objectives in this
study, (i) to examine the influence of self-efficacy on transfer of training, (ii) to
determine the influence of supervisor support on transfer of training, (iii) to identify
the influence of transfer climate on transfer of training. Data were gathered through
questionnaire survey of support staff (n=142). Self-administered questionnaire
adapted from various sources comprise variables concern transfer of training, self-
efficacy, supervisor support, transfer climate, used in data collection. Data gathered
was analysed using Statistical Packages for Social Sciences, version 20.0 (SPSS).
This study applied factor analysis, descriptive statistics, reliability analysis and
inferential analysis to examine the relationship among the variables. The result
showed that self-efficacy, supervisor support, transfer climate has significant
relationship with transfer of training. Multiple regression results also showed that
these variables significantly related to the transfer of training and explained 22.7% the
total variance.

The implication of this study is organization need to take proactive action to increase
the employees self-efficacy level, encourage supervisor give support to their
supervisee, and promote good organization climate especially to make transfer of
training occur in the workplace, and utilize experience employees. Future research
needs to include other factors that influence the transfer of training such as leadership
style and communication.

Keywords : Transfer of Training, Self-efficacy, Supervisor Support,
Transfer Climate, Public Organization



ABSTRAK

Pemindahan latihan penting di dalam organisasi. Ini kerana organisasi telah melabur
wang yang banyak untuk menghantar pekerja mereka menghadiri latihan bagi
meningkatkan pengetahuan, kemahiran, dan kebolehan. Daripada latihan yang telah
dihadiri, adalah penting untuk pekerja untuk mengaplikasikan pengetahuan yang
dipelajari di tempat kerja.Tujuan kajian ini adalah untuk mengkaji efikasi kendiri,
sokongan penyelia, dan pemindahan suasana pekerjaan mempengaruhi pemindahan
latihan di sebuah unit dalam organisasi awam di Kedah Darul Aman.

Kajian keratan rentas telah dipilih untuk kajian ini. Terdapat tiga objektif dalam
kajian ini, (i) untuk mengkaji pengaruh efikasi kendiri pada pemindahan latihan, (ii)
untuk menentukan pengaruh sokongan penyelia pada pemindahan latihan, (iii) untuk
mengenal pasti pengaruh iklim pemindahan pada pemindahan latihan.Data
dikumpulkan melalui soal selidik daripada kakitangan sokongan (n = 142). Soal
selidik tadbir sendiri di ambil dari pelbagai sumber merangkumi variabel seperti
pemindahan latihan, efikasi kendiri, sokongan penyelia, pemindahan suasana
pekerjaan, digunakan dalam pengumpulan data. Data yang diperoleh dianalisis
dengan menggunakan Pakej Statistik untuk Sains Sosial, versi 20.0 (SPSS).
Tambahan pula, kajian ini menggunakan analisis faktor, statistik deskriptif, analisis
kebolehpercayaan dan analisis inferensi untuk mengkaji hubung kait antara variabel.
Keputusan menunjukkan bahawa variabel efikasi kendiri, sokongan penyelia,
pemindahan suasana pekerjaan) mempunyai hubungan yang signifikan dengan
pemindahan latihan. Keputusan regresi menunjukkan bahawa pembolehubah ini
signifikan dengan pemindahan latihan dan 22.7 % menjelaskan jumlah keseluruhan
varian.

Implikasi kajian ini adalah organisasi perlu mengambil tindakan proaktif untuk
meningkatkan tahap efikasi kendiri pekerja, menggalakkan penyelia memberikan
sokongan kepada pekerja di bawah seliaan mereka, dan menggalakkan suasa
organisasi yang baik bagi mengalakkan pemindahan latihan berlaku di tempat kerja,
dan menggunakan pekerja berpengelaman sebaiknya.Kajian masa depan perlu
memasukkan faktor-faktor lain mempengaruhi pemindahan latihan seperti gaya
kepimpinan dan komunikasi.

Kata kunci Pemindahan Latihan, Efikasi Kendiri, Sokongan Penyelia,
Iklim Pemindahan Latihan, Organisasi Awam
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CHAPTER 1

INTRODUCTION

1.1 Introduction of the Study

Within an ever-changing global society, organizations need to adapt and adjust
continually if they want to be successful. To adapt and adjust in high pace changing
environment, employees are required to work and organization need to provide good
equipment to assist their employee to perform job. As a consequence, it increases
employee competency, support the organization operation in order to be competitive.
To keep up with these demands and requirements, it is necessary for employees to be
send for training. This is particularly important as the idea that work has become
increasingly knowledge based has taken place. Thus, investing in intangible assets
especially human capital has been regarded as a core strategy for the organization to
demonstrate its competitive advantage (Cheng & Hampson, 2008). Therefore,
enabling them to be at par with their competitors. As a result, when organization is
competing and become renowned organization, it attracts good employees. These
situations urge organization to provide as much as possible training that suits with

employees in order to increase their skills and produce a pool of skilful workforce.

In fact, it is clear that employees must be able to adapt with the highly skill
environment in order to encounter with the new changes. Apparently, employees can

adapt with the new environment through training conducted. Training can be a good



The contents of
the thesis is for
internal user
only



REFERENCES

Allred, S. L., Harrison, L. D., O’Connell, D. J. (2013). Self-efficacy: An important
aspect of prison-based learning, The Prison Journal.

Alvarez, K., Salas, E., & Garafano, C. M. (2004). An integrated model of training
evaluation and effectiveness. Human Resource Development Review, 3 (4), 385-
416.

Ahmad, R. (2011). The impact ofthe supervisor ’ s role in training programmes on
thetransfer of training : A case study in four east.

Al-Eisa, A. S., Furayyan, M. A., & Alhemoud, A. M. (2009). An empirical
examination of the effects of self-efficacy, supervisor support and motivation to
learn on transfer intention. Management Decision.

Baffour, B., Valente, P., Division, S., Nations, U., Commission, E., & Nations, P.
(2012). An evaluation of census quality. Statistical Journal of the IAQS, 28, 121-
135.

Baldwin, T. T., & Ford, J. K. (1988). Transfer of Training: a Review and Directions
for Future Research. Personnel Psychology, 41(1), 63-105.

Bandura, A. (1971). Social Learning Theory. New York: General Learning Press.

Bandura, A. (1982). Self-efficacy mechanism in human agency, American Pschology,
37, 122-147.

Bandura, A. (1997). Self-efficacy: The Exercise of Control. New York: Freeman.

Bates, R., & Khasawneh, S. (2005). Organizational learning culture, learning transfer
climate and perceived innovation in Jordanian organizations. International
Journal of Training and Development, 9, 96-109.

Bhatti, M. A., Battour, M. M., Sundram, V. P. K., & Othman, A. A. (2013). Transfer
of training: does it truly happen?: An examination of support, instrumentality,
retention and learner readiness on the transfer motivation and transfer of training.
European Journal of Training and Development, 37(3), 273-297.

Blanchard, P. N., & Thacker, J. W. (2007). Effective Training Systems, Strategies, and
Practices, USA: Pearson Prentice Hall.

Bruning, R., Dempsey, M., Kauffman, D. F., McKim, C., & Zumbrunn, S. (2013).
Examining dimensions of self-efficacy for writing. Journal of Educational
Psychology, 105(1), 25-38.

Burke, L. A., & Hutcins, H.M. (2007). Training transfer: An integrative literature
review. Human Resource Development Review, 6 (3), 263-296.

73



Burke, L. a., & Saks, a. M. (2009). Accountability in Training Transfer: Adapting
Schlenker’s Model of Responsibility to a Persistent but Solvable Problem.
Human Resource Development Review, 8(3), 382—402.

Cavana, R. Y., Delahaye, B. L., Sekaran, U. (2001). Applied Business Research:
Qualitative and Quantitative Methods, Australia: John Wiley & Sons.

Chua, Y. P. (2012). Kaedah Penyelidikan Edisi Kedua, Malaysia: Mc-Graw Hill.

Cheng, E. W. L., & Hampson, 1. (2008). Transfer of training: A review and new
insights. International Journal of Management Reviews, 10(4), 327-341.

Cheng, Eddie, W.L., Ho, Danny, C. K. (2006). A review of transfer of training studies
in the past decade. Personnel Review, 30(1).

Chiaburu, D. S., & Marinova, S. V. (2005). What predicts skill transfer? An
exploratory study of goal orientation , training self-efficacy and organizational
supports. International Journal of Training and Development, 9(2), 110-123.

Chiaburu, D. S., & Tekleab, A. G. (2005). Individual and contextual influences on
multiple dimensions of training effectiveness. Journal of European Industrial
Training, 29(8), 604-626.

Claiborne, S. A. (2002). The Relationship Between Trainee Characteristic, Situational
Cues and Consequences in The Work Climate and Tranfer of Training. PhD
Dissertation.

Colquitt, J. A., Leping, J. A., & Noe, R. A. (2000). Toward an Integrative Theory of
Training Motivation : A Meta-Analytic Path Analysis of 20 Years of Research,
85(5), 678-707.

Cromwell, S. E., & Kolb, J. A. (2004). An Examination of Work-Environment
Support Factors Affecting Transfer of Supervisory Skills Training to the
Workplace. Human Resource Development Quarterly, 15(4), 449-472.

Davis, W. D., Fedor, D. B., Parsons, C. K., & Herold, D. M. (2000). The development
of self-efficacy during aviation training. Journal of Organizational Behavior,
21(8), 857-871.

Edwards, J. S. (2013). Factors affecting training transfer in supervisors and hourly
employees in a manufacturing organization.

Ellinger, A. D., Ellinger, A. E., & Keller, S. B. (2003). Supervisory coaching
behavior, employee satisfaction, and warehouse employee performance: A
dyadic perspective in the distribution industry. Human Resource Development
Quarterly, 14(4), 435-458.

Elswick, C. (2014). Training Transfer: Leadership and Organizational Transfer
Climate. PhD Dissertation.

74



Goleman, D. (2000). Leadership that gets results. Harvard Business Review, 78 (2),
78-90.

Grossman, R., & Salas, E. (2011). The transfer of training: What really matters.
International Journal of Training and Development, 15, 103-120.

Hammami, H., Amara, N., & Landry, R. (2013a). Organizational climate and its
influence on brokers’ knowledge transfer activities: A structural equation
modeling. International Journal of Information Management, 33, 105-118.

Hammami, H., Amara, N., & Landry, R. (2013b). Organizational climate and its
influence on brokers’ knowledge transfer activities: A structural equation
modeling. International Journal of Information Management, 33(1), 105-118.

Hatala, J.-P., & Fleming, P. R. (2007). Making Transfer Climate Visible: Utilizing
Social Network Analysis to Facilitate the Transfer of Training. Human Resource
Development Review, 6(1), 33-63.

Holladay, C. L., Anderson, T. M. D., & Quin, M. A. (2008). The Influence of
Training Focus and Trainer Characteristics on Diversity Training Effectiveness.
Academy of Management Learning & Education, 7(3), 343-354.

Holton E. F, Bates, R. A., & Ruona, W. E. A. (2000). Development of a Generalized
Learning Transfer System Inventory. Human Resource Development Quarterly,
11(4).

Hutchins, H. M. (2009). In the trainer’s voice: A study of training transfer practices.
Performance Improvement Quaterly, 22(1), 69-93.

Hutchins, H. M., Burke, L. A., Berthelsen, A. M. (2010). A missing link in the
transfer problem? Examination how trainers learn about training transfer. Human
Resource Management, 49(4), 599-618.

Ismail, A., Amir, R., Kho, M., & Jui, K. (2013). An Empirical Study of the
Relationship between Mentoring P rogram and Mentees ° Psychosocial
Development, 7(1), 18-32.

Ismail, A. Bin, Sieng, L. L. C., Abdullah, M. M. Bin, & Francis, S. K. (2010).

Linking supervisor’s role in training programs to motivation to learn as an
antecedent of job performance. Intangible Capital, 6(1), 1-25.

Jaeggi, S. M., Buschkuehl, M., Shah, P., & Jonides, J. (2014). The role of individual
differences in cognitive training and transfer. Memory & Cognition, 42(3), 464—

Jaidev, U. P., & Chirayath, S. (2012). and Post-Training Activities as Predictors of
Transfer of Training, XI(4), 54-71.

75



Johnson, M. D., Hollenbeck, J. R., Scott DeRue, D., Barnes, C. M., & Jundt, D.
(2013). Functional versus dysfunctional team change: Problem diagnosis and
structural feedback for self-managed teams. Organizational Behavior and
Human Decision Processes, 122, 1-11.

Karatepe, O. M. (2013). The Importance of Supervisor Support for Effective Hotel
Employees: An Empirical Investigation in Cameroon. Cornell Hospitality
Quarterly.

Lim, D. H.,, & Morris, M. L. (2005). Influence of Trainee Characteristics ,
Instructional Satisfaction , and Organizational Climate on Perceived Learning
and Training Transfer. Human Resource Development Quarterly, 17(1).

Lippke, S., Wiedemann, A. U., Ziegelmann, J. P., Reuter, T., & Schwarzer, R. (2009).
Self-efficacy Moderates the Mediation of Intentions Into Behavior via Plans.
American Journal of Behavior, 45, 521-529.

Lisa, A. W. H. (2008). The Importance of Work Environments Variables on The
Transfer of Training. PhD Dissertation.

Madi, M., Abdullah, B., Baroto, M. B., Ismail, A., & Tat, H. (2011). LogForum, 7.

Ng, J. R, Earl, J. K. (2008). Accuracy in self-assessment: The role of ability
feedback, self-efficacy and goal orientation. Australian Journal of Career
Development, 17 (3), 39-51.

Nijman, D. J. M. (n.d.). Supporting transfer of training effects of the supervisor.

Nijman, D.-J. J. M., Nijhof, W. J., Wognum, a. a. M. (Ida), & Veldkamp, B. P.
(2006). Exploring differential effects of supervisor support on transfer of
training. Journal of European Industrial Training, 30(7), 529-549.

Olsen, J. H. (1998). The evaluation and enhancement of training transfer.
International Journal of Training and Development, 2(1), 61-75.

Park, J., & Wentling, T. (2007). Factors associated with transfer of training in
workplace e-learning. Journal of Workplace Learning, 19(5), 311-329.

Pham, N. T. P., Segers, M. S. R., & Gijselaers, W. H. (2013). Effects of work
environment on transfer of training: empirical evidence from Master of Business
Administration programs in Vietnam. International Journal of Training and
Development, 17(1), 1-19.

Putter, S. E. (2013). Making training stick: a close examination of how trainee
readiness, supervisor support, and practice foster transfer in a mobile technology-
based training program. PhD Dissertation.

Ransom, S. A. (2012). Correlation between self-efficacy and transfer of training in the
virtual team environment. PhD Dissertation.

76



Rouiller, J. Z., & Goldstein, I. L. (1993). The relationship between organizational
transfer climate and positive transfer of training. Human Resource Development
Quarterly, 4, 377-390.

Sackett, P. R., Gruys, M. L., Ellington, J. E. (1998). Ability personality interactions
when predicting job performance. Journal of Applied Psychology, 83 (4), 545-
556.

Saks, A. M., & Belcourt, M. (2006). An investigation of training. Human Resource
Management, 45(4), 629-648.

Sanjeevkumar, V., & Yanan, H. (2011). A Study on Training Factors and Its Impact
on Training Effectiveness in Kedah State Development Corporation, Kedah,
Malaysia. International Journal of Human Resource Studies, 1(2), 136-156.

Sarros, J. C., Cooper, B. K., & Santora, J. C. (2008). Building a Climate for
Innovation Through Transformational Leadership and Organizational Culture.
Journal of Leadership & Organizational Studies, 15(2), 145-158.

Schwoerer, C. E., May, D. R., Hollensbe, E. C., & Mencl, J. (2005). General and
specific self-efficacy in the context of a training intervention to enhance
performance expectancy. Human Resource Development Quarterly, 16(1), 111-
129.

Sekaran, U. & Bougie, R. (2009). Research Methods for Business: A Skill Building
Approach, 5™ ed. United Kingdom: John Wiley & Sons Ltd.

Smith, V. C., & Wiener-Ogilvie, S. (2009). Describing the learning climate of general
practice training: The learner’s perspective. Education for Primary Care, 20,
435-440.

Snoek, M., & Volman, M. (2014). The impact of the organizational transfer climate
on the use of teacher leadership competences developed in a post-initial Master’s
program. Teaching and Teacher Education, 37, 91-100.

Song, Z., & Chon, K. (2012). General self-efficacy’s effect on career choice goals via
vocational interests and person—job fit: A mediation model. International
Journal of Hospitality Management, 31(3), 798-808.

Sookhai, F., & Budworth, M. H. (2010). The trainee in context: Examining the
relationship between self-efficacy and transfer climate for transfer of training.
Human Resource Development Quarterly, 21, 257-272.

Stajkovic, A. D. & Lutchans, F. (1998). Self-efficacy and work-related performance:
A meta analysis. Psychological Bulletin, 124, 240-261.

Suzana, R., Kasim, R., & Ali, S. (2011). The Influence of Training Design on
Training Transfer Performance among Support Staff of Higher Education
Institution in Malaysia. International Journal of Innovation Management and
Technology, 2(5).

77



Tracey, J. B., & Tews, M. J. (2005). Organizational Research Methods.
Organizational Research Methods, 8(4), 353-374.

Tracey, Tannenbaum, K. (1995). Applying trained skills on the job The importance of
work environment.pdf. American Psychological Association, 80(2), 239-252.

Tziner, A., & Haccoun, R. R. (1991). Personal and situational characteristics
influencing the effectiveness of transfer of training improvement strategies.
Journal of Occupational Psychology, 64, 167-178.

Van der Klink, M., Gielen, E., & Nauta, C. (2001). Supervisory support as a major
condition to enhance transfer. International Journal of Training and
Development, 5(1), 52-63.

Velada, R., Caetano, A., Michel, J. W., Lyons, B. D., & Kavanagh, M. J. (2007). The
effects of training design, individual characteristics and work environment on
transfer of training. International Journal of Training and Development, 11,
282-294.

Vijayakumar, V. S. R. (2007). Management Styles , Work Values and Organizational
Climate. Journal of the Indian Academy of Applied Psychology, 33(2), 249-260.

Watson, C. E. (2007). Self-efficacy, the Innovation-Decision Process, and Faculty in
Higher Education: Implications for Faculty Development. PhD Dissertation.

Xiao, J. (1996). The Relationship Between Organizational Factors and the Transfer of
Training in the Electronics Industry in. Human Resource Development
Quarterly, 1(1), 55-73.

Zhang, Y., & Begley, T. M. (2011). Perceived organisational climate, knowledge

transfer and innovation in China-based research and development companies.
The International Journal of Human Resource Management.

78





