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Abstract

The aim of this empirical study was to find out the impact of work environment,
individual characteristics, training design and motivation on training transfer to the

work in the context of public security.

Methodology included a cross sectional questionnaire survey administered to a
stratified convenience sample of 500 officers of Public Security Organisation in Saudi
Arabia. The effective response rate was 70.2% (351 useable surveys returned out of
500 surveys administered). Data were analysed by running frequencies, descriptive

statistics and exploratory factor analysis and structural equation modelling.

Results showed that participants’ learning motivation was statistically significantly
determined by peer support (B = .311, p = .000), training retention (B = .197, p
= .027), goal orientation (B = .163, p = .036) and self-efficacy (B = .158, p = .047).

Statistically significant predictors of transfer motivation were learning motivation (3

401, p = .000), peer support (B = .224, p = .003), training retention (8 = .176, p

.021) and self-efficacy (B = .152, p = .028), feedback (B = -.159, p = .014) and
openness to change (B = -.147, p = .020). Statistically significant determinants of
training transfer were training design (B = .318, p = .000), training retention (f = .313,
p = .000), transfer motivation (8 = .177, p = .008) and supervisor support (8 = .146, p

=.018).

Training transfer to the work in the context of public security is positively affected by
work environment, individual characteristics, training design and motivation factors
but a negative association between transfer motivation and performance feedback
and openness to change suggest a review of these factors in the context of public

security organisations.
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1 Chapter 1: Introduction

This chapter introduces the empirical research presented in this doctoral thesis. This
chapter comprises nine sections as follows. The first section provides a general
background of human resource development and the research issue i.e. training
transfer to the work. The second section describes the research problem. The third
section reports the aim and objectives of the study. The fourth section presents the
research questions, which are answered in the present study. The fifth section
describes the research model and hypotheses. The sixth section explains the
context of the study. The seventh section reports the methodology used in this
research. The eighth section highlights the contributions of the present study. Lastly,

the ninth section outlines the structure of this doctoral thesis.

1.1 Background — Human Resource Development

Human resource development (HRD) refers to the process of “changing or improving
knowledge, skills and attitudes of individuals” through systematic and planned
training and development activities to “meet current and future job demands”
(Werner and DeSimone, 2011, pp. 1-4), “improve current and future organisational
learning, performance and change” (Sims, 2006, p. 2) and meet organisational
strategic goals (Yorks, 2005). Thus, from the organisational perspective, HRD is a
strategic investment and its real payoff is training transfer to the work (Newstrom and

Broad, 1991, p. 6).

Many organisations and governments are therefore substantially investing in the
training and development (T&D) activities for HRD (Association for Talent
Development, 2015) to meet the global economic challenges (Werner and

DeSimone, 2011, pp. 22-24). Through integrated use of training and development
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(T&D), HRD improves the learning and performance at the work (Wilson, 2005, p. 9-
10; Thus, HRD helps individuals and organisations to meet their objectives and goals
(Werner and DeSimone, 2009, pp. 35). However, for positive change in
organisational performance it is essential that the knowledge learned through
training be transferred to the job, which is called as training transfer (Phillips and

Phillips, p.34).

HRD has been divided in to three main areas i.e. individual development,
occupational development and organisation development (Wilson, 2005, p. 15-16).
The present study relates to the individual development through training and
development and training transfer to the work, which is one of the main goals of HRD

(Phillips and Phillips, p.34).

The term training transfer refers to the “effective application of principles learned to
what is required on the job” (Sims, 2006, p. 41) and it refers to the trainee’s “ability to
apply what is learned in training back on the job” (Werner and DeSimone, 2011, pp.
557). The core aim of HRD T&D activities is learning and modifying behaviours of,
individuals receiving training (trainees), which are determined by internal factors
(individual (trainee) characteristics such as attitudes, behaviours, knowledge, skills
and abilities, and motivations) and external factors (such as work environment inside
the organisation including supervisors / leadership, co-workers and performance
outcomes (Werner and DeSimone, 2009, pp. 35-36). Literature shows that
maximisation of learning is determined by individual characteristics, training design

and training transfer (Werner and DeSimone, 2009, pp. 68-69).

In 1988, Baldwin and Ford suggested a training of training model, which suggested

that training inputs (i.e. individual characteristics, training design and work
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environment), which affect training outputs (i.e. learning and retention) that result in

training transfer on the job (Werner and DeSimone, 2011, pp. 77-78).

Consequently, organisations are focusing on the value of broader human resource
management (HRM) activities and specifically on human resource development
(HRD) (Gubbins and Garavan, 2009). Organisations and governments are therefore

spending huge funds on the HRD.

HRD is associated with the ability of an organisation (or a country) to create a
qualified, skilled and resourceful workforce, which can help in creating a learning
culture that supports the organisation (or the country) to improve the performance
and be responsive to change and respond to unforeseen work situations (Kissack

and Callahan, 2010).

In addition, the constant development in technology and knowledge creates skills
gaps for many workers (Action and Golden, 2003) and in situations where the nature
of work changes, the success of an organisation requires enhancing employees’
skills and knowledge (Grossman and Salas, 2011). Therefore, organisations need to
develop a competent, skilled, and adaptive workforce through training and its
transfer to the workplace in order to achieve the organisational objectives (Bulut and

Colha, 2010).

In the HRD literature, training is referred to as interventions that improve employees’
performance and ultimately the productivity of organisations (Bookter, 1999).
Nevertheless, the actual benefits of employee training could only be fully realised
when the employee applies the skills learned and knowledge gained through the

training in the work, which is known as training transfer. Thus, training transfer is a
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most important factor in relation to the performance of not only the employee /

worker but also of the organisation.

1.2 Research problem statement

A review of published literature on training transfer undertaken by the researcher and
presented in chapter 2 revealed that most of the empirical studies on training transfer
have been conducted in organisations within the private sector. However, a few
empirical studies on training transfer have been undertaken in the public sector /
government organisations while no study, to the knowledge of the researcher, has
investigated this issue in the context of public security organisations. The literature
review further revealed that there is a dearth of literature on the training Moreover,
the review of empirical literature showed that there is a need for developing an
conceptual model that integrates work environment, individual characteristics,
training design and leaning and transfer motivation as significant determinants of
training transfer to the work because earlier studies have not used all of the above
predictors of training transfer in a single model and empirically tested it in public
sector organisations in the Middle Eastern Arab countries. The present doctoral
study has attempted to fill this gap by investigating the training transfer in the context

of Public Security in Saudi Arabia.

1.3 Aim and Objectives of the study
1.3.1 Aim

The aim was to find out the impact of work environment, individual characteristics,
training design and learning and transfer motivations on training transfer to the work

in the context of public security.

1.3.2 Objectives
The objectives of the study were as follows:
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Objective 1: To assess the impact of work environment, individual characteristics

and training design factors on learning motivation.

Objective 2: To measure the impact of work environment, individual characteristics

and learning motivation on (training) transfer motivation.

Objective 3: To determine the indirect (mediated) impact of work environment
factors, individual characteristics and training design factors on transfer

motivation through the learning motivation.

Objective 4: To assess the impact of learning motivation and transfer motivation on

the training transfer.

Objective 5: To test the indirect (mediated) impact of work environment factors,
individual characteristics and training design factors on training transfer

through the learning motivation.

Objective 6: To test the indirect (mediated) impact of work environment factors,
individual characteristics and learning motivation on training transfer through

the transfer motivation.

1.4 Research Questions

The present empirical study was conducted to answer the following research

questions.

Question 1: What is the direct impact of work environment, individual

characteristics and training design on learning motivation?

Question 2: What is the direct impact of work environment, individual

characteristics, and learning motivation on transfer motivation?
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Question 3: What is the indirect (mediated) impact of work environment factors,
individual characteristics and training design factors on transfer motivation

through learning motivation?

Question 4: What is the direct impact of learning motivation and transfer motivation

on training transfer?

Question 5: What is the indirect (mediated) impact of work environment factors,
individual characteristics and training design factors on training transfer

through learning motivation?

Question 6: What is the indirect (mediated) impact of work environment factors,
individual characteristics and learning motivation on training transfer through

transfer motivation?

1.5 Conceptual Model and Hypotheses

1.5.1 Hypothesised conceptual Model
Based on the literature review (chapter 2), the researcher conceptualised that work

environment, individual characteristics, training design and motivation factors could
significantly affect training transfer to the work (Baldwin and Ford, 1988; Quifiones,
1997; Colquitt et al., 2000). . Therefore, the researcher developed a conceptual
hypothesised model (Figure 1-1), which comprised a number of factors and variables

as follows:

A. Training transfer: This variable was the outcome variable and its predictors
(explanatory) variables were work environment, individual characteristics,
training design and learning and transfer motivations, which are explained

below.
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B. Work environment factor: This factor included five variables: peer support,
supervisor support, feedback, opportunity to use learning and openness to
change.

C. Individual characteristics factor: This factor comprised four variables: locus
of control, self-efficacy, goal orientation and training retention.

D. Training design factor: This factor consisted of two variables: training
content and training design

E. Motivation variables: These were learning motivation and transfer motivation

variables.

Work environment
- Peer support _— .
i Araining design
- Supervisor support Tra".'"." desian
—_ Feedback } Pai_n!ﬂg goﬂ_tent
- Opportunity to use learning H1 [ Hetng Cosina
- Openness to change H3
Individual characteristics Yy h 4
- Locus of control
- Self-efficacy ——H2—»{ Learning motivation H13
- Goal orientation
- Training retention =
H9 Training transfer
H4 l’
H5————p +
p»  Transfer motivation H10

-:(HG, H8, H11, H12 and H14 represent indirect (mediated) impact; hence, their links are not shown in the modet)

Figure 1-1 Proposed conceptual model based on the literature review
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1.5.2 Hypotheses

In the proposed conceptual model (Figure 2-1), which is grounded in the extant

literature (for example, Noe, 1986; Baldwin and Ford, 1988; Olsen, 1998; Lim and

Johnson, 2002), the researcher developed the following hypotheses.

All variables in work environment factor (H1), individual characteristics factor
(H2) and training design factor (H3) will have a statistically significant positive
and direct impact on learning motivation.

All variables in work environment factor (H4) and individual characteristics
factor (H5) will have a statistically significant positive and direct impact on
transfer motivation.

Learning motivation will mediate the impact of work environment factor (H6),
individual characteristics factor (H7) and training design factor (H8) on
transfer motivation.

Learning motivation will have a statistically significant, positive and direct
impact on transfer motivation (H9) and training transfer (H13).

Transfer motivation will have a statistically significant, positive and direct
impact on training transfer (H10) and transfer motivation will mediate the
impact of work environment factor (H11), individual characteristics factor (H12)

and learning motivation (H14) on training transfer.

The suggested hypotheses are explained fully in section 2.10 in Chapter 2 that

reports the review of published literature on training transfer.

1.6

The study context

This empirical study was conducted in Saudi Arabia where several steps have been

taken for developing the human resources (Varshney, 2016). They key steps include
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establishment of a Human Resource Development Fund, which is aimed at
developing a sustainable and productive workforce and supporting employment by
public and private partnership (Human Resource Development Fund, 2016). In
addition, the Saudi Industrial Development Fund also supports HRD and career
development of native Saudis (Saudi Industrial Development Fund, 2016). In
addition, there are several organisations, institutions and corporations such as the
Ministry of Labour and Training Vocational and Technical Corporation that are
engaged in HRD (Oxford Business Group, 2014, p. 46). The Institute of Public
Administration provided professional training and development to civil servants both
the men and the women at its branches that are located in different cities and
regions in the country (Institute of Public Administration, 20161. More importantly, in
2016 national budget, US$51.1 billion budget were allocated for the education and
training, which is the next highest budget after the defence and security budget of
the country (Oxford Business Group, 2016). Every government ministry and
department has allocated budget for professional development of their employees
and officers such as the Saudi Public Security Organisation, where this study was

undertaken.

The Public Security Organisation is one of the largest departments under the
Ministry of Interior in Saudi Arabia. In Saudi Public Security Organisation, training
department is responsible for training and development of public security officers and
soldiers. There are 12 public security training centres, known as Public Security
Training Cities, which are located in different cities such as Riyadh, Makkah,
Madinah, Asir and Al-Qassim. At these training centres, public security personnel are
trained in more than 20 different types of specialised security courses and each year

a large number of cadets complete training such as the completion of training by,
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and graduation of, 12,000 cadets at all training centres in 2013 (Arab News, 2013).
The study participants were Saudi public security officers who were under training at
the time of the present study. According to Hussey and Hussey (2003), sampling is
an important issue for an empirical study in the positivist approach because the
researcher could not cover the whole population. Therefore, the researcher selected
two training institutions i.e. King Fahad Security College and Public Sector Training
City that are both located in Riyadh — the capital city of Saudi Arabia. The
justification for selecting these two training centres was that a large number of public
security employees from all over the country get training at these two institutions. In
selecting participants for the study, the researcher applied a stratified convenience
sampling method because it is very useful sampling methodology when the
population is heterogeneous (Bryman and Bell, 2007) and especially when it is not
possible due to organisational policy and confidential nature of employee data (Ng,
2015). For example, employees of specific government organisations such as the
US Coast Guards (Giovengo, 2014). In the present study, the population of interest
was heterogeneous in terms of their ranking e.g. commissioned and non-
commissioned officers, job profiles e.g. traffic police, Hajj and Umrah security officers
as well as trainees and, trainers. In addition, participants were from different regions
of the country and all of them were native Saudi nationals. Literature suggests that
when the research population is divided into different strata or subgroups then
samples could be randomly selected from the different strata (Bryman and Bell, 2007,
p. 187). In addition, while using a convenient sampling method, the sample size has

to be large to increase the representativeness of the sample (Salkind, 2010).

The researcher therefore targeted 500 public security officers, who comprised

trainees (both commissioned and non-commissioned officers and officers who were
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providing training. The main criteria for selection of the research participants were
trainees officers who were receiving training at the above-mentioned two training
centres at the time of the present study; and the officers who had received training
earlier and they were involved in providing professional training courses to the

trainees at the selected two training centres at the time of this study.

1.7 Methodology

This study was undertaken using the deductive approach and adopting a cross

sectional survey design.

In the domain of training transfer, earlier researchers used different data collection
methods. For example, the use of the inductive approach and interview method by
some researchers (McDonald, 2001; Dorji, 2005); however, the majority of
researchers in the domain of training transfer adopted the positivist approach, used
the self-completion questionnaire survey method, and undertook hypotheses testing
(Lim and Morris, 2006; Velada et al., 2007; Grossman and Salas, 2011; Yusof, 2012;
Grohmann et al., 2014; Zumrah and Boyle, 2015).

1.7.1 Justification for using questionnaire survey method

In the present study, the researcher did not use the interview method for collecting
data due to potential problems in this method(Collis and Hussey, 2014, pp. 138-139)
such as interviewees’ response bias, acquiescence and social desirability and the
interviewer’s influence (Bryman and Bell, 2007, pp. 234-235), the issue of getting
access to a large number of participants (whose jobs could be sensitive or their
premises might be not open to public and researchers such as the defence and
security forces’ premises), too much time consumed in interviewing and high travel,
time and costs involved in the interview method (Collis and Hussey, 2014, p. 207)...

In addition, the researcher did not use the interview method due to limited time and
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resources available to him and the nature of work / job of the potential research
participants who were Saudi Arabian public security personnel with whom

interviewing would have been very difficult if not impossible.

The researcher therefore used the survey method by administering a self-completion
questionnaire for data collection. Using survey questionnaires for data collection
provided a number of advantages such as cheaper and quicker method to administer
questionnaires covered a large and geographically dispersed sample, the absence of
interviewer’s effect, and convenience for respondents (Bryman and Bell, 2007, p.
242). However, the use of questionnaires has some limitations such as lack of
prompting, probing, asking additional questions and collecting additional data,
greater missing values, lower response rate and uncertainty about the respondent’s
genuineness (Bryman and Bell, 2007, p. 242). In addition, the questionnaire survey
method was the most appropriate and highly suitable for the positivist approach and
hypotheses testing as well as its application by many researchers in the domain of
training transfer (Lim and Morris, 2006; Grossman and Salas, 2011; Yusof, 2012;
Grohmann et al., 2014; Zumrah and Boyle, 2015).Therefore, the researcher used the

questionnaire survey method for data collection in the present study.

1.8 Contributions of the present study
The present study provides a number of significant contributions to the body of

literature as follows.

1. This study addressed the gap in training transfer research through empirical
investigation of simultaneous impacts of work environment, individual
characteristics, training design and learning and transfer motivations on training

transfer especially in the domain of public security.
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2. This study has extended the research work by Hutchins (2009), Donovan and
Darcy (2011) and Grossman and Salas (2011) by advancing the understanding of
the level of impact of three different facets of training i.e. work environment,
individual characteristics and training design through learning and transfer
motivations on training transfer.

3. This study has identified new insights concerning effective practices in the
domain of training transfer from the HRM perspective in the context of public
security organisations.

4. The findings of this study have provided practical implications not only for the
managers of public security organisation in Saudi Arabia but also for other

Arabian countries especially those in the Middle East and North Africa.

1.9 Thesis Structure

The present doctoral thesis is divided in to six chapters as follows.
Chapter 1 introduces the empirical study presented in this doctoral thesis

Chapter 2 presents a review of published academic literature in the domain of

training transfer.

Chapter 3 describes the research methodology and methods used in the present

empirical study.
Chapter 4 reports results of the present empirical study

Chapter 5 provides discussion on the findings of the present empirical study with

reference to earlier published empirical studies on training transfer.

Chapter 6 presents the conclusion, implications and limitations of the present study

and suggests recommendations for the future research.
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2 Chapter 2: Literature Review

This chapter reports a review of published literature on training transfer and its
determinants. This chapter is divided in to nine sections. The first section introduces
the research topic i.e. training transfer to the work. The second section defines
various terms in relation to training transfer used in this study. The third section
provides a general background to organisational needs and strategies vis-a-vis
professional development and training of staff. The fourth section describes the
context of training and training transfer from the HRD perspective. The fifth section
provides a review of empirical literature on training transfer to the work. The sixth
section identifies the research gap in the literature on training transfer. The seventh
section describes the conceptual model. The eighth section presents hypotheses

proposed in this study. The last (ninth) section provides a summary of the chapter.

2.1 Introduction

Organisations confront many issues in order to face technological challenges, new
trends of communications, and competition to enhance the product and efficiency of
organisations (Ulrich, 1998; Lengnick-Hall and Lengnick-Hall, 2002; Heerwagen,
Kelly, and Kampschroer, 2016). A way forward for organisations in tackling these
challenges thus could include highly skilful, knowledgeable and competent workers,
who need training and development (International Labour Office, 2011).
Consequently, in recent years, the focus of organisational attention has been on the
value of broader HRM activities and specifically HRD (Gubbins and Garavan, 2009).
HRD is associated with the ability of an organisation to create a qualified, skilled and
resourceful workforce, which can help in creating a learning culture that supports the

organisation to respond to unforeseen situations, improve performance, and be
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responsive to change (Kissack and Callahan, 2010). Therefore, there is an
increasing need for organisations to take the responsibility for developing competent,
skiled and adaptive workers (International Labour Office, 2011). However, the
success and effective functioning of organisations depends not only on the training
but also on training transfer to the workplace in order to achieve the organisational

objectives (Bulut and Culha, 2010).

The constant development in technology and knowledge creates a skills gap for
workers (Action and Golden, 2003) and in situations where the nature of work
changes, the success of an organisation requires enhancing employees’ skills and
knowledge (Grossman and Salas, 2011). A way forward for this problem could be
through training, which in the literature on HRD is referred to as interventions that
improve employees’ performance and ultimately productivity of the organisation
(Bookter, 1999). Nevertheless, the actual benefits of employee training could only be
fully realised when the employee applies the skills learned and knowledge gained
through training to the work, which is known as training transfer in the HRD literature
(Bulut and Culha, 2010). Thus, training transfer is a most important factor in relation
to the performance of not only the employee but also of the organisation (Edwards,

2013).

However, there is a dearth of literature on training transfer in public sector
organisations in general and in public sector security organisations in particular

especially in developing countries.

With regard to this, the chapter presents a review of literature on training transfer,

which draws a theoretical model that would be tested in this empirical study.
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2.2 Terminology

This section introduces and defines various terms that are relevant to the issue of
training transfer and are used in the research study. These terms are reported here

without any hierarchical order or the importance.

2.2.1 Trainee
An employee (or an individual) who is involved in or is receiving training is known as

a trainee and other organisational members are known as co-workers or supervisors
/ managers (Chen and Klimoski, 2003).

2.2.2 Training

The term training is defined as a planned learning experience for the acquisition of
new knowledge, attitudes or skills (Campbell et al.,, 1970; Goldstein, 1980;
Abujazar, 2004). In the Glossary of Training Terms by the Manpower Services
Commission (1981, p.43), the term training is defined as “a planned process to
modify attitude, knowledge and skills through learning experience to achieve
effective performance in an activity or range of activities”. According to Bookter
(1999), training refers to interventions to improve employees’ performance and the
organisation’s productivity. Training is also defined as ‘a planned intervention that is
designed to enhance the determinants of individual job performance’ (Campbell and
Kuncel, 2001, p.278). For Kitson (2003), training is a learning activity, which has an
immediate impact on the job or role that one does at present. Training has been
defined as a systematic approach to learning and development to improve individual,

team and organisational effectiveness (Kraiger and Ford, 2007, p-281).

Having considered all the above defining concepts of training, in the present thesis,
the researcher has defines the term training as an activity that is effective to the

extent that the skills and behaviours one wishes to learn are actually learned and
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applied constructively on the work (Robinson and Robinson, 1989; Yamnill and

McLean, 2001; Grossman and Salas, 2011).

2.2.3 Development

In the domain of HRD and in relation to training, the term ‘development’ is defined as
“the growth of realisation of a person’s ability, through conscious or unconscious
learning” (Manpower Services Commission’s Glossary of Training Terms, 1981,
p.43). According to Kitson (2003), development is a learning activity that is designed
for future impact, for a role or job one will do in the future. The term ‘development’ is
also defined as the improvement of the intellectual or emotional abilities needed to

do a job better (Cherrington, 1991).

There is increasing perception that training and developmental opportunities are

provided to individuals to address key skill gaps (Nash and Korte, 1994).

2.2.4 Learning

The term learning refers to an ability to gain anything from training, which is to be
transferred by experience or through formal transferring events (Kirkpatrick, 1967). In
addition, learning is considered a relatively permanent change in the knowledge,
skills and behaviour of trainees (Weiss, 1990).According to Morgan (1997), learning
is a continuous effort to use the human brain to create a pattern of system of
knowledge, ideology, values, laws, and day-to-day rituals. From this perspective, the
learning is known as cognition of an individual relating to the behaviours towards the

performance (Swanson, 2001; Gibson, 2004; Chiaburu and Lindsay, 2008).

2.2.5 Transfer
The ability to apply what is previously learned from one task to another task is

referred to as ‘transfer’ (Sinapov et al., 2015).
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2.2.6 Training motivation
Several researchers have described the term training motivation (or motivation for

training) as the degree to which employees are willing to make efforts to improve
themselves and their tasks and job performance by training (Robinson, 1985; Seyler
et al., 1998; Bulut and Culha, 2010; Pham et al., 2010). According to Noe and Wilk
(1993), motivation for training is a force that influences enthusiasm towards a

training programme.

2.2.7 Transfer motivation

The term transfer motivation (or motivation for training transfer) is defined by the
direction, persistence and intensity of effort towards utilising skills and knowledge

learned in a work setting (Bates et al., 2007).

2.2.8 Learning transfer

Learning transfer (or transfer of learning) has several meanings. For example,
Baldwin and Ford (1988) defined it as a process in which training is precedent to
transfer and learned behaviour should be generalised to different aspects of a
person’s job over a span of time. For researchers like Newstrom (1992) the term

transfer of learning is the continuity of applying new knowledge and skills.

The term transfer of learning is used synonymously with the term training transfer.
However, the researcher has used the term ‘training transfer’ in the presenting

doctoral study.

2.2.9 Training transfer
The term training transfer (or transfer of training) has been defined as the degree to

which trainees apply the knowledge, skills and behaviours learned, to their jobs
(Tannenbaum and Yukl, 1992; Burke and Baldwin, 1999). The term training transfer

also refers to trainees’ effective and continuous application of their learning,
30



knowledge, behaviours, skills and cognitive strategies to their jobs (Baldwin and Ford,
1988, p. 63; Holton, 1996; Colquitt et al., 2000; Noe, 2002; Bell and Ford, 2007).
Training transfer of is also described as means by which recently obtained
knowledge, skills and attitudes could be applied in situations different from the

situation where the learning was obtained (Sofo, 2007).

In the present study, the researcher has used the term training transfer, as an
effective and continuing application of the knowledge and skills by trainees to their

jobs (Kirwan and Birchall, 2006).

2.3 Background

Rapid technological developments in a globalised economy, combined with rapidly
changing patterns of work and consumer behaviour, all require an agile, highly
trained and professional workforce in an organisation (International Labour Office,
2011; Heerwagen, Kelly, and Kampschroer, 2016). Keeping abreast of the latest
knowledge, training and learning content, tools and instruments are all vital aspects
of workforce development today (Rowden, and Conine, 2005). In addition, a number
of significant demographic, economic and socio-cultural factors have to be
addressed in order to reduce the high levels of complexity and allow rapid changes
to be managed, if not controlled (Goldstein and Gilliam, 1990; Howard, 1995;
Thayer, 1997; Salas et al., 2006; Arguinis and Kraiger, 2009; Grossman and Salas,
2011). To this extent, the importance of training is increasing and there is a
continued pressure on organisations to equip their workforce with skills and

knowledge (Heerwagen, Kelly, and Kampschroer, 2016).

These forces have thus provoked organisations to increase human capital

investments continuously for enhancing employee knowledge and skills to maintain a
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competitive edge (Marimuthu, Arokiasamy and Ismail, 2009). Many organisations
have thus recognised the importance of learning and continuous improvement of
employees’ skills as sources of sustained competitive advantage (Hall and Mirvis,
1995; Salas and Cannon-Bowers, 2001; Salas and Stagl, 2009). From the
management perspective, training programmes or any learning strategies give
support in improving employees’ performance in specific situations (Salas et al.,
2006). In today’s global economy, the knowledge, skills and abilities necessary to
maintain a competitive advantage are growing and changing (Arguinis and Kraiger,
2009); thus, there is a need to recognise the potential of workplace learning and
continuous professional development and improvement (Salas and Cannon-Bowers,
2001; Arguuinis and Kraiger, 2009). However, in a situation where the nature of work
changes, the success and effective functioning of organisations depend upon
improving, innovating, competing and excelling goods and services for which they
need training and development for enhancing their employees’ skills and knowledge
(Bulut and Culha, 2010; Grossman and Salas, 2011). According to Salas et al.
(2012), organisations need to provide continuous training to their employees in order
to remain competitive because the trainees will put their skills, learning, and
knowledge obtained through training into practice within their jobs. Thus, effective
training of human capital is a key component in building and maintaining an effective
employee workforce, which in turn drives organisational goals (Bulut and Culha,
2010; Dobre, 2013). The effectiveness of the learning is influenced by the quality of
the guidance and coaching given to the trainee / employee; however, many
supervisors, managers, and team leaders are unskilled in training employees and
many of them may be disinclined to carry out training or to encourage it (Armstrong,

2001),. To this extent, it is important to equip managers and team leaders with skills
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and knowledge because they should know how to train others and identify their

training needs (Hutchinson and Purcell, 2007).

These findings from the literature suggest that HRD strategies such as training,
coaching and mentoring of employees / trainees are important for business growth
and development, and achieving organisational strategic objects. However,
employees need to be equipped with knowledge and skills to perform their tasks,
work effectively for achieving organisational goals, and develop competencies.
However, substantial benefits of training of employees can be claimed through

training transfer to the work.

2.4 Human resource development and training

Training is an HRD activity that contributes in gaining competitive advantage,
increasing productivity and enhancing organisational performance (Niazi, 2011;
Waiganjo, Mukulu, and Kahiri, 2012; Seidle, Fernandez, and Perry, 2016). Rapid and
accelerating changes in the external environment of organisations develop pressure
on organisations vis-a-vis employee performance (Heerwagen, Kelly, and
Kampschroer, 2016).. Training is one way to increase employee performance and
thereby the organisational performance (Waiganjo, Mukulu, and Kahiri, 2012; Elnaga
and Imran, 2013). Therefore, training for increasing employee skills and knowledge
has been described as one of the primary concerns for the success of organisations
(Scott and Meyer, 1991; Cromwell and Kolb, 2004; Hutchins, 2009; Bulut and Colha,

2010).

Training is a means to supporting employees to achieve organisation goals through
performing tasks according to their job specifications and roles (Boxall, and Macky,
2007, 2009; Owoyemi et al 2011, Asfaw, 2015;).
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There is increasing perception that training and developmental (T&D) opportunities
are provided to individuals to address key skill gaps (Nash and Korte, 1994).)
However, researchers have differentiated between training, development and
education as follows. Training is the acquisition of new or specific skills, knowledge
or attitudes (Campbell, 1971; Goldstein, 1980), development is the improving of the
intellectual or emotional abilities needed to do better a job and education is
something more general that attempts to provide students with general knowledge

that can be applied in many different settings Cherrington (1991; David ,1997).

On the other hand, training could be defined as “the organized procedure by which
people learn knowledge and/or skills for a definite purpose” (Beach, 1985 cited by
Deb, 2006, p. 223) with an objective “to achieve change in the behaviour of those
trained” (Dabale, Jagero and Nyauchi, 2014).
There are many different kinds of training programs. According to Cherrington
(1991), the major types of training are as follows:

1. Orienting and informing employees

2. Skills development

3. Refresher training

4. Professional and technical education

5. Supervisory and managerial development

Concerning the HRD of employees, the managers and employers tend to focus on
employees’ satisfaction, skills and knowledge development and retentions; however,
the ultimate objective of HRD is to produce a desirable organisational and
behavioural change through learning (Al-Khayyat and Eigamal, 1997). Despite

consuming significant resources, human capital is the most critical organisational
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asset and the core element of sustainable competitive advantage (Barney, 1991,
2001; Tanova and Nadiri, 2005; Yamnill and McLean, 2005; Donovan and Darcy,
2011). Thus, in the present day competitive organisations continuously invest in
developing knowledge, skills and attitudes of their employees to remain competitive
(Brinkerhoff and Montesino, 1995; Dolezalek, 2005, Paradise, 2007; Salas and Stagl|,

2009).

To this extent, employee training is at the heart of modern management practices
within many organisations (Purcell, 2000), which is evident from increase training
and development funds allocations and expenditure in the developed countries such
as the USA where the total US training expenditure on the training payroll increased
from US$31.3 billion to US$36.4 billion (Training Magazine, 2012) and developing
countries such as Saudi Arabia where budget allocation for HRD in 2016 was
US$51.1, which was the next highest budget after the defence and security budget

of the country (Oxford Business Group, 2016).

Training has been conceptualised to enable employees to acquire knowledge and
skills from the classroom to the work floor (Bernard, Veldhuis and van Rooij, 2001).
Grossman and Salas (2011, p.104) pointed out that “this [training] encompasses
what they need to know, what they need to do and what they need to feel in order to
successfully perform their jobs”. The dominant focus of training is to create a
resource that is more valuable than any other committed workforce is (Jex and Britt,
2008). Indeed, training in a systematic way develops and improves employees’ skills,
knowledge and behaviours, which would enable employees to achieve
organisational goals through performing job-related duties and accomplishing

specific tasks (Donovan and Darcy, 2011).
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Today, organisations are facing a large number of problems related to globalisation,
changes in the global economy, and issues of organisational and individual
competence (Hake, 1999). Such changes require that employers try to enhance
professional development of their employees / workers through increasing their
knowledge, skills and attitudes to achieve organisation goals (Jehanzeb and Bashir,
2013). In fact, training function is derived broadly from the human resources
development function that is extensively relevant for the personal growth and

professional development of employees (Sofo, 2007).

Training not only provides learning and motivation to take on new knowledge but
also to take skills and attitudes to the workplace and apply what is learned (Wang
and Wilcox, 2006; Hatala and Fleming, 2007). Thus, training is known as the primary
means of preserved and increasing competence (Johnston and Packer, 1987). In
addition, it is one of the well-known systematic organised activities, in which an
individual worker acquires knowledge and learns new skills for increasing

performance and facing future challenges within the organisation.

Skill formation and economic performance are constructed and experienced within
social institutions and can be organised in different ways (Brown, 2001). Indeed
training is not only important to facilitate learning but also to manage workers’
perceptions and attitudes towards the application of organisational resources (Marler
et al., 2006). Thus, the aspirations and motivations of individual workers to learn
skills, gain knowledge and develop positive attitudes are essential, whereas skills
diffusion and personal expertise affect mobility across occupations (International

Labour Office, 2008). Therefore, from the HRM perspective, training has been
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identified as a source of HRM practice that contributes to gain a competitive

advantage (Schuler and MacMillan, 1984; Jassim and Jaber, 1998).

In the literature, researchers increasingly argue that effective training is the capacity
of trainees to apply knowledge, skills and abilities gained in training to their work
practices (Baldwin and Ford, 1988; Salas and Cannon-Bowers, 2000). Thus,
organisations invest huge amounts of money each year into formal T&D programs
that aim to enhance organisational performance (Dolezalek, 2005). This is because
training transfer is regarded as the principal way by which organisations can
increase employees’ beliefs in their capabilities through increased outcomes and
results of training (Kozlowski et al., 2001), which might influence organisations to
adopting strategies to increase training transfer in their training programmes (Dermol

and Cater, 2013; Alvelos et al., 2015).

2.4.1 Why Training?

The aim of training is not to only enhance current work performance and assignment
quality but also support in development of competence of trainees to cope with the
future work demands (Pham et al., 2011). Training is related to an employee’s on-
the-job skills acquired for a particular role while the development is associated to a
learning activity that is designed for a role, for future impact or a job one will do in the
future; hence, both T&D are very much important and suggest a systematic

approach to HCD (Mabey and Gooderham, 2005; Nikandrou et al., 2009).

However, T&D both require the top management support to be effective because
only development can create and sustain a positive attitude towards training
throughout the organisation (Vemic, 2007; Nikandrou et al., 2009). Training and

development can provide a wide range of benefits such as shown in Table 2.1
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Table 2-1 Benefits of employee training and development

a. Employees learn their jobs quickly and effectively.

b. Employees improve their work performance and keep up-to-date in their
specialist fields. Therefore, the present and future standard of work required
by the organisation is highly achieved and maintained.

c. Reducing mistakes increases employees’ work quality.

d. Management benefits from the reduction in work errors by spending more
time on planning and development activities and eliminating the cost of
correcting errors.

e. Labour turnover among new employees can be reduced since trained
employees are more likely to achieve a high level of job satisfaction.

f. A reputation of an organisation for providing good training tends to attract
better applicants for its vacancies.

g. Employees who are offered training and development opportunities to further
their careers with their present employer are less likely to be frustrated.

h. It enhances the general morale of an organisation by effective organisational
development and individual employee training interventions, which improve
the ability of the organisation to implement and accept change.

Source: Kenney and Reid (1988, pp. 52-53)

Training is beneficial for developing attitudes, motivation and empowerment at both
the individual and the team level thus, itis beneficial not only for the individuals but
also for organisations and society (Aguinis and Kraiger, 2009). In addition, from the
organisational effectiveness perspective, innovation-training programmes recognise
organisational performance with reference to productivity improvement, revenues
and sales, and overall profitability (Rivera and Paradise, 2006; Paradise, 2007;
Thang, Quang and Buyens, 2010). Moreover, training results in improvements in the
quality of labour force and human capital formation (van Leeuwen and van Praag,

2002; Wang et al., 2002; Farid et al., 2012; Kanayo, 2013; Goldin, 2014).
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It is evident from the literature that training is a beneficial for all parties including
employers, workers and society (Nelson, 2010). In addition, training can lead to an
increased earning potential and improved employment prospects (Turcotte et al.,

2003; Sauders, 2006; Hurst, 2008). .

2.4.2 Importance of Training
Training plays a vital role in the organisational development, improving performance,

increasing productivity, and eventually putting organisations in the best position to
face competition and stay at the top (April, 2010). Training is planned and systematic
activity that results in an enhanced level of skills, knowledge and competency that
are necessary to perform work effectively (Betcherman, 1992). Thus, training
positively influences employee performance through the development of employee
knowledge, skills, abilities, competencies and behaviour; thus, it benefits both the
employee and the organisation (April, 2010).

2.4.3 Evaluation of training

Many researchers like Rolfe (1989) and Holton et al. (2000) argued that evaluating
training policies could reduce the discrepancies between planners’ expectations and
the actual performance of employees. Of several frameworks and models suggested
for evaluation of training, Kirkpatrick (1959, 1976) suggested the most notable
model, which comprises four steps (levels) of evaluating training as follows. Level 1:
Reaction (trainee’s reaction about the training programme), Level 2: Learning
(change in the knowledge, skills and attitudes from the training), Level 3: Behaviour
(change in the trainee’s performance on the job) and Level 4: Results (trainee’s
contribution to the organisational performance) (Kirkpatrick and Kirkpatrick, 2006).
This training evaluation model has been applied as leading model for evaluating

organisational training (Bates, 2004) due to its pragmatics view and simplicity
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(Tamkin, Yarnall and Merrin, 2002). However, Kirkpatrick’'s framework (1976) has
been criticised for having limitations such as being incomplete and oversimplified
view of training effectiveness, assuming causality and assuming increasing

importance of information from level 1 to level 4 (Bates, 2004).

Nevertheless, most commonly, the perception of training by employees can be
analysed within a multi-dimensional framework that includes a number of factors like
motivation, access, benefits and support (Bartlett, 2001; Ahmad and Bakar, 2003;
Bartlett and Kang, 2004; Sabuncuoglu, 2007). In addition, the effectiveness of
training programs can be measured by the quality and quantity of skills, training
transfer, and outcome in relation to trainees’ performance in the workplace
(Kirkpatrick, 1967; Aguinis and Kraiger, 2009). Thus, assessing the outcomes of
training programs is essential (Ostroff and Ford, 1989; Arthur et al., 2003; Ritzmann,
Hagemann and Kluge, 2014) because organisations spend considerable money and
resources on providing training to their employees (Cromwell and Kolb, 2004,
Lancaster and Milia, 2013); however, the training pays off only when trainees apply
(transfer) the new knowledge and learned skills on the job (Arvey and Cole, 1989;

Burke, Bradley and Bowers, 2003; Blume et al., 2010; Saks and Bruke, 2012).

Training transfer has been classified as a strategic tool to increase employee skills,
knowledge, productivity, job performance, organisational performance, attitudes and
competitiveness (Donovan et al., 2001; Yamnill and McLean, 2001; Awoniyi et al.,
2002; Salas et al., 2006). Thus, organisations invest huge amounts of money and
time each year on employees’ training and development programs professional
development of their employees to carry out specific tasks and increase their

performance (Cromwell and Kolb, 2004; Lancaster, Milia and Cameron, 2013) in
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order to grow towards forthcoming challenges of organisational business and leading
to the success of their organisation (Brinkerhoff and Montesino, 1995; Dolezalek,
2005, Paradise, 2007; Salas and Stagl, 2009) such as annual spending of more

than $125 billion on employee T&D by the US organisations (Paradise, 2007).

However, most of the investment in organisational training is wasted because most
of the knowledge and skills gained are not fully applied by the employees (Stolovitch
and Keeps, 1992). Some of the causes for the wasted training expenditures and

overcoming solutions are shown in Table 2.2 below.

Table 2-2 Wasted investment in training: causes and solutions

Causes Solutions

Poor selection of person to attend | Only provide training when a systemic front-end
training analysis has identified a performance gap

Lack of clear expectations from Never provide training as a single solution
supervisor

Lack of on-job support Train only those who will be able to apply the

new skills or knowledge

Lack of post-training monitoring Prepare trainees for both training and post-
training transfer

Lack of resources to implement Ensure post-training support
the new skills

Source: By researcher based on information taken from Stolovitch and Keeps (1992)

Literature shows that the transferability of training from the training to the workplace
ranges between 10% (Fitzpatrick, 2001) and 40% (Wexley and Latham, 2002), which
declines over the time i.e. only about 44% and 36% trainees transfer training to the
work at six months and 12 month year after respectively (Saks and Belcourt,2006).
The low rate of training transfer to the work thus puts a major portion of the training

investment at risk and justifies practical efforts to leverage greater transfer of
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learning (Brinkerhoff and Montesino, 1995; Saks and Belcourt, 2006; Grossman and

Salas, 2011; Saks and Burke-Smalley, 2014).

In addition, here are many other steps that must be followed when an organisation
aims to conduct training programs. For example, identification of training needs
followed by development of clear objectives is must for successful training and
thorough assessment of non-training issues prior to initiating training programmes
(Machles, 2002). Thereafter, inclusion of training transfer strategies in the

instructional design is required (Machles, 2002).

Training transfer includes application of knowledge and skills learned in the training
to the job (Ford and Weissbein, 1997; Machles, 2002). Training transfer is important
and the principal way through which organisations can increase positive outcomes
(Kozlowski et al., 2001) because effective training provides strong competitive
positions, improved work quality, advanced productivity and yield motivation and
commitment, higher morale and team work (Salas, 2006). However, there could be
many barriers to training transfer to the work; hence, strategies for effective training

transfer to the work will be required, such as those presented in Table 2.3.

Training transfer has been studied in several empirical studies (Cromwell and Kolb,
2004; Burke and Hutchins, 2008; Van den Bossche et al., 2010, 2013; Donovan and
Darcy, 2011; Saks and Burke-Smalley, 2014). However, a few studies have
investigated models related to training inputs and outputs through motivational
factors (Tracey et al., 2001; Chiaburu and Lindsay, 2008). The next section review

literature on measures used studying training transfer to the work.
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Table 2-3 Barriers to and strategies for training transfer to the work

Barriers to training transfer

Strategies for training transfer

Lack of reinforcement on the job

Managers / supervisors participation in a
training session for developing their

knowledge and understanding of training

Interference from the immediate

environment

Involvement  of  supervisors and

employees in the training needs

assessment

A non-supportive organization culture or

climate

Coaching an employee after training

that

impractical or irrelevant

Employees views training in

Supervisor support in allowing time to

employee to complete pre-course

assignments

Lack of

intervention and involvement

management commitment,

Supervisors’ encouraging employees to

attend training

Inconsistences in the work environment

that

attendance of training is mandatory and

Employees understanding

reporting back to the manager

Lack of technology or equipment to

support training

Managers must prevent interruption in

training

Unsupportive co-workers and peer | Supervisors support by shifting trainees
pressure work to other employees

Managers’ / supervisors” lack of | Supervisor’s encouragement of
knowledge and understanding of learned | employees to share learning in the
skills department

Employees’ perceived difference

between management permission for

performing skils and management

support for the skills

Supervisors facilitating use of the new
skills and development of a plan by the

employee to use the skills to work

Sources: By researcher based on Machles, 2002
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2.5 Review of Empirical Research on Training Transfer

Training has been recognised as one of the main solutions for improving
performance (Dean et al., 1996; Bassi and Van Buren, 1999; Sugrue, 2003). Thus,
organisations allocate and spend significant resources for training of their staff (Van
Buren and Erskine, 2002; Burke and Hutchins, 2007). However, usefulness and
effectiveness of training can be determined by the efficiency of a trainee to transfer
training i.e. transfer of knowledge, skills and behaviours learned in the training
programme to the job, sustained over time, and generalised across contexts to
increase job performance (Holton and Baldwin, 2003). However, persistently low
estimates of the training output are received from trainees and training, which might
suggest focusing more on problems in training transfer to the remain always acute in
the literature (Anthony and Norton, 1991; Garavaglia, 1993; Colquitt et al., 2000;

Velada et al., 2007; Blume et al., 2010).

Literature shows that the training transfer process starts with the trainee’s learning of
new competencies of the job (Velada and Caetano, 2007) and, then the trainee
should transfer the acquired knowledge, skills, and attitudes to the job environment
having in mind the aim of increasing job performance over time (Noe et al., 2006).
Thus, more and more organisations are adopting strategies to increase training
transfer in their training programmes. Therefore, the key actors responsible for
training transfer to the work include not only trainees but also their supervisors,
training developers and instructors (Barnard et al., 2001). It is therefore important
and continuous need to explore the determinants of successful training transfer to

the work (e.g. Holton et al., 2000; Holton and Baldwin, 2003a).
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2.5.1 Aim of literature review

The research undertook a review of literature in the domain of training transfer to the
work. The aim of the literature review was to identify the work environment, individual
characteristics, motivations and design factors that determine transfer of training to

the work.

2.5.2 Literature search criteria

For identifying the relevant literature, the criteria for searching literature included
empirical studies on training transfer published in English language from 2005 to
present. The researcher excluded literature reviews and empirical studies involving
students as research participants because he was interested in professional training

and its transfer to the work.

2.5.3 Process of literature review

Based on the literature search criteria mentioned above, the researcher identified 43
studies (Appendix 5), which were included in the literature review. The researcher
obtained full papers of all these studies and reach them thoroughly for data
abstraction on various parameters. The data were extracted about the year and
country of study, the sector / type of organisation of research participants, study
design, data collection method / tool, sample type and size, response rate and data
analysis techniques used (Appendix Lit review 1). In addition, data on the key
findings reported in the studies were also extracted from the reviewed studies

(Appendix 6).

2.5.4 Findings of literature review
The findings of the literature review are as follows.
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Year and country of study
Studies included in the literature review were published between 2005 and 2016;

however, most of the reviewed studies were published in 2014 (n=9) and 2015 (n=6)
(Appendix 5). The data abstracted on the country of study (Appendix 5) showed that
most of the reviewed studies were conducted in the USA (n=10) and Malaysia (n=6),
which were developed and developing countries respectively. In addition, the country
data revealed that the reviewed studies were conducted mostly in the North America,
Europe and Asia.

Organisation / Sector

The abstracted data showed that the most of the reviewed studies were conducted in
the public sector organisations involving either civil servants or employees were in
the public sector organisations (Appendix 5). The next most commonly involved
sector or organisations were industrial organisations. The studies involving the public
sector were undertaken in both the developed and developing countries mainly in the
USA, West Europe and Far East Asian.

Study design and data collection method / tool

The data abstracted (Appendix 5) in the literature review showed that the study
design in the majority of the reviewed studies was cross sectional (n=37), which was
followed by longitudinal studies (n=5) and then case studies (n=1). The abstracted
data about the data collection method / tool used showed that a questionnaire survey
was used in the majority of studies (n=40) (Appendix 5). The other methods of data
collection were semi-structured interviews (n=2) and mixed methods (questionnaire
survey and interviews) (n=1) (Appendix 5).

Sample type and size and response rate

The data extracted from the reviewed studies (Appendix 5) revealed that a

convenience sample was used in the majority of studies (n=22). Other sampling
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types used in the reviewed studies were purposive sample (n=4) and stratified
random sample (n=1). The remaining studies did not report the sampling method.
The sample size ranged from 20 to 2000; however, in the sample size was mostly
between 100 and 500. In the reviewed studies, the reported minimum response rate
was 15.7% and the maximum response rate was 100% but in the majority of studies,
the reported response rate was between 40% and 80% (Appendix 5). The response

rate was not reported by seven studies included in the literature review.

Data analysis techniques

The abstracted data on techniques used for data analysis in the studies included in
the reviewed showed most of the studies used more than one data analysis
technique (Appendix 5). The most commonly applied data analysis technique was
CFA / SEM, which was followed by hierarchical multiple regression (Appendix 5).
The other data analysis techniques used in the reviewed studies included EFA,
ANOVA, MANOVA, correlations and content analysis (Appendix 5).

The key findings

The data abstracted about the key findings vis-a-vis work environment, individual
characteristics, motivations and design factors affecting training transfer to the work
are presented in (Appendix 6).

Work environment

Regarding the work environment factors, the findings of the reviewed studies
(Appendix 6) showed that the performance feedback statistically significantly
determined learning motivation (Bell and Ford, 2007), transfer motivation (Kirwan
and Birchall, 2006; Choi and Park, 2014; Dirani, 2012) and training transfer (Velada

et al., 2007; Broucker, 2010).
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The abstracted data (Appendix 6) revealed that peer support statistically
significantly impacted learning motivation (Chiaburu and Marinova, 2005; Martin,
2010), transfer motivation (Chiaburu and Marinova, 2005; Kirwan and Birchall, 2006;
Stephen, 2008; Lee et al., 2014; Bhatti et al., 2014; Massenberg et al., 2015, 2016;
Chauhan et al., 2016) and training transfer (Chiaburu and Marinova, 2005; Bates et
al., 2007; Burke and Hutchins, 2008; Massenberg et al., 2015). However, a few
studies reported that the impact of peer support was statistically not significant on
learning motivation (Lee et al. 2014; Massenberg et al., 2015) and training transfer

(Hutchins et al., 2013; Lee et al., 2014; Almannie, 2015).

The findings of the reviewed studies (Appendix 6) showed that supervisor support
had statistically significant impact on learning motivation (Ng, 2015; Massenberg et
al., 2015), transfer motivation (Kirwan and Birchall, 2006, Stephen, 2008; Chiaburu
et al., 2010; Lee et al., 2014, Bhatti et al., 2014; Kim et al., 2014; Massenberg et al.,
2015, 2016; Chauhan et al., 2016) and training transfer (Burke and Hutchins, 2008;
Hua et al., 2011; Simosi, 2012b; Lee et al., 2014. Massenberg et al., 2015; Zumrah,
2015). Nevertheless, the findings of the reviewed studies also showed that
supervisor support had statistically no significant impact on learning motivation (Lee
et al. 2014), transfer motivation (Chiaburu and Marinova 2005; Madagamage et al.,
2014) and training transfer (Chiaburu and Marinova 2005; Velada et al., 2007;

Hutchins et al., 2013; Homklin et al., 2014; Almannie, 2015; Ng, 2015).

The abstracted data (Appendix 6) showed that openness to Change statistically
significantly determined transfer motivation (Choi and Park, 2014) and training
transfer (Broucker, 2010); however, other researchers found that there was

statistically no significant impact of openness to Change statistically significantly
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determined transfer motivation (Massenberg et al., 2016) and training transfer
(Hutchins et al., 2013). Surprisingly, none of the reviewed studies reported any
impact of openness to change on learning motivation; hence, no data in that regard

was abstracted from the reviewed studies (Appendix 6).

The abstracted data (Appendix 6) also revealed that opportunity to use learning was
a statistically significantly predictor of transfer motivation (Kirwan and Birchall, 2006;
Massenberg et al., 2016) and training transfer (Broucker, 2010). However, some
studies reported that there was statistically no significant impact of opportunity to use
learning transfer motivation (Massenberg et al., 2014) and training transfer (Broucker,
2010. It was also noteworthy that no study included in the literature review reported
any association between opportunity to use learning and learning motivation;
therefore, no data was abstracted from the reviewed studies (Appendix 6).
Individual characteristics

Regarding individual characteristics factors, the findings of reviewed studies
(Appendix 6) showed that, performance self-efficacy statistically significantly
determined learning motivation (Lee et al. 2014; Tziner et al., 2007; Wen and Lin,
2014b), transfer motivation (Chiaburu and Marinova 2005; Kirwan and Birchall, 2006;
Stephen, 2008; Chiaburu and Lindsay, 2008; Massenberg et al., 2016) and training
transfer (Bates et al., 2007; Velada et al., 2007; Burke and Hutchins, 2008 Broucker,
2010; Chiaburu et al., 2010; Simosi, 2012a,b). However, other researchers reported
statistically no significant impact of performance self-efficacy, transfer motivation
(Lee et al., 2014; Bhatti et al., 2014. Madagamage et al., 2014; Wen and Lin, 2014b)

and training transfer (Tziner et al., 2007; Hutchins et al., 2013; Wen and Lin, 2014b).
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The abstracted data on the findings of the reviewed studies (Appendix 6) revealed
that goal orientation was a statistically significant determinant of learning motivation
(Bell and Ford, 2007) and training transfer (Tziner et al., 2007; Simosi, 2012a).
Nevertheless, other studies reported that there was statistically no significant impact
of goal orientation on transfer motivation (Chiaburu and Marinova, 2005) and training

transfer (Yamkovenko and Holton, 2010; Hutchins et al., 2013).

The data extracted about the findings of the reviewed studies (Appendix 6) showed
that training retention was a statistically significant predictor of training transfer
(Velada et al., 2007; Bhatti et al., 2014; Homklin et al., 2014); however, one study
reported that there was statistically no significant impact of training retention on
training transfer (Gegenfurtner, 2013). More surprisingly, none of the reviewed
studies reported any association of training retention with learning motivation and
transfer motivation; hence, no data were extracted.

Training design

The findings of reviewed studies regarding training design factors (Appendix 6)
revealed that training content was a statistically significant determinant of transfer
motivation (Grohmann et al.,, 2014) and training transfer (Bates et al., 2007;
Gegenfurtner, 2013) but a study reported that there was statistically no significant
impact of training content on training transfer (Hutchins et al., 2013). In addition, the
abstracted data showed that no study included in the literature reviews reported any
association between training content and learning motivation; hence, no data were

extracted in this regard.

The data abstracted about the findings of reviewed studies (Appendix 6) showed that

training design had a statistically significant impact on transfer motivation (Kirwan
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and Birchall 2006; Stephen 2008; Bhatti et al.,2014; Grohmann et al., 2014) and
training transfer (Velada et al., 2007; Burke and Hutchins, 2008; Broucker, 2010;
Abdullah and Suring, 2011). None of the reviewed studies reported any impact of
training design on learning motivation; therefore, no data were extracted on this
issue.

Motivations

The data abstracted about the findings of reviewed studies (Appendix 6) revealed
that learning motivation statistically significantly determined transfer motivation
(Chiaburu and Lindsay, 2008; Wen and Lin, 2014a, b) and training transfer (Bell and
Ford, 2007; Tziner et al., 2007; Lee at al., 2014; Ng, 2015; Wen and Lin, 2014a).
However, other studies reported that learning motivation was statistically not a
significant determinant of transfer motivation (Lee et al. 2014) and training transfer

(Chiaburu and Lindsay, 2008; Wen and Lin 2014b).

The findings of reviewed studies (Appendix 6) showed that transfer motivation was
a statistically significant determinant of training transfer (Chiaburu and Marinova
2005; Bates et al.,2007; Chiaburu and Lindsay, 2008; Broucker, 2010; Chiaburu et
al., 2010; Yamkovenko and Holton, 2010; Abdullah and Suring, 2011; Gegenfurtner,
2013; Hutchins et al., 2013; Bhatti et al., 2014; Huang et al., 2014; Grohmann et al.,
2014; Wen and Lin, 2014a,b; Cheng et al., 2015; Massenberg et al., 2015; Chauhan
et al. 2016). Nevertheless, one of the reviewed studies reported that transfer
motivation was statistically not a significant determinant of transfer motivation (Lee et
al. 2014).

Synthesis of literature review findings

The data abstracted from the reviewed studies (Appendix 5 and 6) showed that work

environment, individual characteristics, training design and motivations affect training
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transfer to the work. The literature review showed that training transfer was directly
and affected indirectly via learning and transfer motivations by work environment,
individual characteristics, and training design factors. In addition, the literature review
revealed that in empirical research 