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Abstract

The main aim of the study is to investigate the relationship between factors that influence transfer of
training among employees in Telekom Malaysia. Investment of time, efforts and money becomes
returns and benefits to organization that provide training to employees. Past study reported that
employees fail to transfer knowledge or what they have learned during training. A low motivation can
affect the effectiveness of training transfer. Therefore, 148 participants who had undergone training
were involved in the study. The questionnaire was used to collect data and 100% returned
guestionnaires were analyzed using SPSS. The results reveal that 62.5% of the variance in the transfer
of training is explained by support, training design and motivation. Further discussion is shared in the
article.

Keywords: Transfer of Training, Support, Training Design, Motivation

Introduction

Training is some form of investment to build effective employees. Organization on the one hand
provides training to employees so that the employees in return might be able to upgrade their sets of
knowledge and also their skills. However, the bad news in all of this is that organization will suffer
tremendous losses from the investment decision when employees that they have nurtured and trained
decide to leave the organization and use their newly acquired skills in another organization. This would
also represent a massive loss of investment/capital on the part of the organization that could have
been better used in other areas of the organization. This study will try to deal with the extent of
effectiveness of employees in transferring back the training that they’d gained/attended back at their
workplace depends namely on three important factors. These identified factors are in essence;
support, training design and also motivation.

Support from management, peers and supervisors can and would lead to an amplification on
the efficacy of transfer of training and this is especially true for moments that would include; before,
during and after training to the employees (Qurat-Ul-Ain, Arabella & Raza, 2017). A study that is done
in terms of transfer of training among employees is particularly important in ensuring the overall
effectiveness of and organization’s employees to apply both the acquisition of not only knowledge but
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would also include skills. It is therefore very intriguing to say the least for one to be able to identify the
key factors that can and would ultimately improve the overall transfer of training. By doing this, the
organization should be able to focus on the main problem. The main problem would be to identify on
those that may lead to the significant decrease in the effectiveness capacity of transfer of training
among employees.

Effective transfer of training on the one hand could provide a platform in giving the organization ample
returns and benefits from its rigorous investments in the form of time, efforts and money as well.
However, it is sad to note that participants often fail in a conundrum whereby they often times fail to
optimally transfer back what they have learned at work. Employees who do not practice what they
have learned or taught after the training has ended are categorically considered to be as ineffective
(Nik Nadian, Abdul Rahim & Salhah, 2015). Meanwhile, employees perceive the organization that they
work for to be not supportive and acknowledging of their contributions might not put in any effort
towards the usefulness of transfer of training (Tassanee, Yoshi & Kriengkrai, 2013). Lack of
appreciation, reward and moral support are often times considered to be the main cause in avert
behavior among employees in the proper quest to deliver and apply the training into their work and
tasks.

The variables that were studied for this research were based primarily on two notable
studies which had chosen to focus exclusively on transfer of training (Ismail, Ng Kueh, Yusof, Ainon,
Rizal & Nurshahira, 2015). It is worth to jot down that support from supervisors, peers and
management are very important elements or precursors to ignite and kick start not only motivation
but also confidence of employees in learning and transferring training effectively. Supervisors could
and should play a proper role as to properly effectively not only guide but also to instruct their
employees and subordinates to keep up with training and also work. Peers at the workplace tend
to spend most of their time together rather than spending their time with their supervisors while at
the office.

Training design must not only be viewed as interesting and attractive but should also be
matched and tied to the overall capability of the employees at large. This in turn would lead to a
specific situation whereby the employees would be more interested and eager to participate and
join the training. If the employees feel that by attending the training that they are then able to learn
new knowledge continuously whereby the training is also viewed as something that is fulfilling their
needs and be able to help them in encountering difficulties at work, then they would obviously join
and take part. The net result at the end of the day towards the organization would be that it would
have employees that will then become not only more efficient but also employees that are able to
increase the overall effectiveness of transfer of training.

The last important facet in all of this is motivation. It is a peripheral component where
without motivation, employees would in turn will not have any desire and interest within
themselves to learn and to transfer all the useful training that they were supposed to picked up into
their job or main responsibilities. It is very useful to note however that motivation of the
organization’s employees can and could be increased though means such as; by rewarding them
with proper due recognition and also advancements throughout their career. Finally, top
management should never ever neglect but instead must continuously focus to encourage and also
appreciate their employees’ effort to learn something new and to also apply knowledge that were
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obtained from the many trainings that they have attended towards their work. Therefore, the
objective of this particular study is to sufficiently analyze all the factors that are deemed to be
influencing transfer of training among employees of Telekom Malaysia.

Literature Review

Tassanee, Yoshi & Kriengkrai (2013) had claimed that the type of support providers were namely
supervisors and peer support but interesting to note that there are still some gaps left opened that
were left within that particular empirical study. The gaps are namely attributed in concern to the
extent of organizational support. In the opinion of Qurat-Ul-Ain et al., (2017), Arabella & Raza.
However, peer support is actually classed as the extent to which employees or workers of a
particular organization reinforces and actively supports the application of learning on the job
through factors such as like; goal setting, assistance and also positive feedback. Supervisors can play
an active role by giving a hand and helping their employees to achieve this. Supervisors and do this
in manners such as providing a reduced workload and not overwhelming employees with too much
at one point in time. Supervisors also has to understand that work has to be spread out evenly over
a period of time and this is done in particular so that trainees can have all the time that they require
to get the job done and also due to the resounding need to overall plan in executing the application
of their newly acquired skills (Qurat-Ul-Ain et al., (2017). Moving on, referring and looking towards
findings that is also shared by Vasiliki & Maria (2013), peers’ and supervisors’ support is viewed
through the lenses as an important variable that seems to be highly correlated with the transfer of
training. In fact, Khin & Sujinda (2014) had actually taken the time to suggest and imply that there
was in evidence a particular growing need to not only actively but continuously as well to encourage
and instill within an organization’s employees the actual needs to apply their sets of knowledge,
skills and their abilities and that there is to be an active support platform. Support platforms such
as feedbacks are required to be given out directly after training in the real workplace
setting/environment. Supervisors could also take steps to encourage their employees by not only
helping their subordinates but they could also be doing this by taking precious time in understanding
the difficulties and major concerns that are faced by their subordinates in applying the things that
had learned in training towards their job. In fact, supervisors should also be seen to facilitate and
guide their employees. This is critical as this would then ensure that jobs that are handed out are
implemented and executed using not only the right method but the right approach involving
information and skills that were gained from any given training at any point in time.

Motivation that are industriously given out by organizations to their employees can also
heighten and raise the overall interest of employees to actually deploy and use all their skills and
knowledge at the workplace. Besides that, actively giving out motivation would also mean that
employees continue to dedicate themselves to the organization for the long haul. Nik Nadian, Abdul
Rahim, & Salhah (2015) and Tonhdauser et al., (2016) confirmed that there seems to be positive
influences in regards to matters pertaining to social support from colleagues and also from
supervisors and this is then proven to be particularly true in regards to the role that is played by
feedback. Based on the study by Seema (2017), it was discovered that employees need active
encouragement and also support simply due to the fact that the transfer of new behavior and skills
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that were acquired in training to employees of any organization is alarmingly difficult to achieve
without the proper support of supervision. It is then without any doubt that colleagues therefore
have to mutually assist and help themselves out if there are found to be any such difficulty at work
with what has been learned and taught (Nik Nadian et al., (2015).

Training Design meanwhile refers to the principle of not only learning but also training
content as well. This then also takes into account the objectives, materials used and also content
structures of the said training. Notable important elements that are related to training success
would oftentimes include those such as; training design, the quality of instruction and lastly the
content of training that will be delivered to the trainees (Nadian et al., 2015). The overall design of
any particular training would require the most accurate and relevant information about the job so
that it would then in the end play a role in helping to identify learning objectives and relevancy of
training contents with actual employees’ job responsibilities (Nik Sarina, Wan Abd Aziz, & Ibrahim,
2016) According to Mohamad (2017), the contents of the training, learning principles and
arrangement of learning activities seems to point and indicate that there is a direct and significant
relationship with the transfer of training. Furthermore, according to Ragini et al., (2017), it is
claimed that the training design element was in fact affirmed to be positively influencing transfer of
training. The next set of results by research which were based on work done by Yaser et al., (2017)
had indicated that dimensions such as need assessment, goal setting, considering the time required
to do the job and content relevance had seemingly significantly affected the transfer of training
within the training design itself. The organization should take note and should therefore maintain
a momentum in their effort to continuously improve the training design and along with it goals that
are consistent and parallel which go hand in hand with the overall needs of employees.

Motivation is a critical construct because it is a type and form of the following; involvement,
recognition and a reward mechanism to the human resources. This is as a matter of fact is a basic
building block for any organization and it is often times viewed or heralded as a fundamental aspect
for any organization (Saeed, Wan Shakizah & Mohd Faizal, 2017). Motivation is positively viewed
as an internal generating force that tends to control and dictate our work (Pollitt & Oldfield, 2017).
Trainees’ motivation to learn and transfer positively predicts the output of training transfer (Melody
Ling & Danny, 2014). Christian & Simone (2017) on the other hand strongly support the idea that
motivational aspects seems to play an important and integral role in the transfer of training.
According to Mohamad (2017), the transfer of training seems to have a direct significant relationship
with the motivation of the trainees with a value of (r=0.405) which is considered to be having a
medium relationship with transfer of training. In addition to this, motivation to transfer is
significantly related to transfer of training with readings of (R?=0.137, B=0.37.5, p<.001) Kamran &
Ghulam (2015) and Ana-Inés et al., (2014) meanwhile indicate that job-improvement motivation to
participate in this type of training is a direct predictor of transfer of learning. Theoretically, any
organizations on the face of this earth that has its sights locked on in improving the transfer of
training should therefore primarily set its sight to focus on enhancing the overall participants’
motivation to transfer (Christian & Simone, 2017). Seema (2017) suggested that if more amount of
attention were to be given to training motivation, more transfer will be assured of and this notable
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point has actually been proven within the study itself. It had revealed that transfer motivation has
significantly affected transfer of training.

Transfer of Training is then defined as the degree to which trainees actually apply the following; on
the job the knowledge, skills, behavior and attitudes they had willfully gained by attending the
training. Besides that, transfer of training is also commonly defined as the use of trained knowledge
and skill towards the job (Burke & Hutchins, 2007). Transfer of training can also be influenced by
some external factors namely such as; support, training design and also motivation of the said
employees. Transfer of training is an important and pertinent issue that has been commonly and is
continually addressed by many Human Resource Development (HRD) scholars and professionals
alike in the past and present times. Transfer as an innovation actually refers to people’s ability to
learn new skills and the gaining of new knowledge in order to understand their environment in a
different way. Ana-Inés et al. (2014] meanwhile state that only 21 percent of organizations that
were interested to survey had assessed the level of transfer of training of their employees.

In summary, organizations should at all times be able to determine and also establish the
usefulness and benefits of the training to their employees and organizations. It is therefore sad to
note such a waste occurring whereby employees that have attended trainings, when they do not
apply and use new knowledge that they have obtained for a period of six months onwards, the
knowledge, skills and attitude that were acquired and picked up by them during the training would
later be forgotten by them (Nik Nadian et al., 2015).

Support from supervisors, peers and management are very integral and important elements
that should often times be deployed and showcased to ignite not only the motivation but also to
instill a sense of confidence to the trainees in striving to learn and also transfer training effectively.
They can then proceed to be the role model in giving out proper guidance and worthy instructions
to trainees after the training. It has also been observed that supervisors would often times become
the main source for the employees to refer to regarding any problems and as a form of insurance in
the effort to ensure themselves not only that they are on the right track but also as a means to keep
up with the training itself and work. It is also to be noted that peers are the closest form of
companionship at the office and that peers are spending time among themselves more than with
their supervisors.

Hypotheses Development
Based on the literature review, there were three hypotheses developed in this study.
H1 There is a significant relationship between support and transfer of training.
H2 There is a significant relationship between training design and transfer of training.
H3 There is a significant relationship between motivation and transfer of training.

Research Methodology

The population in the study had consisted of a grand total of 240 employees who at that point in
time were servicing the Group Procurement Department of Telekom Malaysia in Kuala Lumpur. Out
of these 240 employees which had made up the population of this study, a short list was then drawn
up in an attempt to identify employees who had attended training in the past. After this was done
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and those employees that had attended training were successfully identified, those whose names
were shortlisted were then approached and asked to willingly participate in this study. Those that
had agreed and given their agreement to participate in turn later became the sample size of this
study. The final figure that had willingly participated stood at 148 employees out of the overall 240
employees which was the population of the study. In other words roughly 62% of the population
had therefore participated in the study. A simple random sampling method was selected to be used
in the quest to distribute the questionnaires. It’s worth mentioning that before the actual
guestionnaire, there was also a cover letter before the actual questionnaire and this was done as
an attempt to help guide the respondents or help the respondents in their attempt to answer the
various items within the questionnaire. After the questionnaires were distributed, the next step of
collecting the questionnaires to obtain the data within them were aided successfully by the same
three representatives who had initially helped during the distribution phase of the said 148
guestionnaires. It should be stressed that an established questionnaire were used. The usage of an
established questionnaire was opted in order to guarantee the validity and reliability of the
guestionnaire used. The questionnaire had a Cronbach’s Alpha value that were all above a 0.7 value
for all the variables it had set out to measure. All items within the variables were measured using a
standard 5 point Likert scale. This study then proceeded to run a standard Pearson correlation
coefficient and multiple regression test. These tests were conducted to analyze and also to further
scrutinize the data further.

Findings and Data Analysis

A final analysis was done based on 148 respondents in the study. Based on the cross-tabulation
results on the demographic profile, it was discovered that the majority of the respondents are female
and were aged between 31 — 35 years old. Most of them were also married. In regards to their level
of education, a majority of them had diploma and bachelor degrees respectively. Itis very interesting
to note that most of the respondents have been working for the company for a period of between 6-
10 years in the organization. Referring to their positions in the department, a substantial majority of
the said respondents were assuming a role at an executive level. The normality of the data was then
proceeded to be checked through Kolmogorov-Smirnov’s table. Since the p-value that was
subsequently obtained is of a value that is more than 0.05 (0.200), this then had further indicated
that the data is therefore normal.

There were three hypotheses in the study. H1: There is a significant relationship between motivation
and transfer of training. H2: There is a significant relationship between training design and transfer
of training.

H3: There is a significant relationship between support and transfer of training.

Results of the correlational analysis in Table 1 seems to indicate that there are positive relationships

between all the stated factor variables and transfer of training. The r-values are within 0-1 and the
p-value is less than 0.05.
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Therefore, it can be safely concluded that there are indeed positive relationships between motivation
and transfer of training (H1), training design and transfer of training (H2), support and transfer of
training (H3).

Table 1: Correlation Analysis (N=148)

A multiple linear regression test was also conducted and this was done in order to find the variable
in the transfer of training. Based on the Model Summary, Table 2 indicates and points to the fact that
all independent variables (support, training design and motivation) would explain 62.5% of the
variance in the transfer of training. However, the rest of it at 37.5% of the variance is to be explained
by other variables other than the ones within the
context of this research.

TOT Training
Motivatio Design

n

Motivation r- .788**
value
Std. Error Training r- .545%* .630**
Mod R R |Adjuste| ofthe Design value
el Square| dR Estimate Support r- 540** 635%* 646**
Square value
1 791% 625 .617 2.5 5 Predictors: (Constant), motivation_mean,
64 design_mean, support_mean
35|, Dependent Variable: transfer_mean

Table 2: Model Summary

After the results for multiple regression were obtained, which is as illustrated in Table 2, it is
confirmed and established that motivation is indeed significantly influencing the transfer of training.
In other words, employees need to be in a motivated state of mind before the actual act of transfer
of training can be effective. Transfer of training is also indeed influenced by motivation which seems
to mean that when employees are motivated, only then the transfer of training will be effective.
Therefore, it can be safe to conclude that motivation factor is the number 1 factor which affects the
most towards the transfer of training rather than training design factor and support factor.
Motivation is viewed as a key factor in helping employees to improve the overall effectiveness of
transfer of training. Unfortunately, it was also discovered that employees with low motivational levels
tend to have or showcase a lesser interest and overall desire to transfer knowledge in their job. Asa
result of this rather sad phenomena, these said employees would then proceed to achieve low
performance levels which would subsequently mean they are unworthy in attending training.
However, organizations can take proper steps in order to increase motivation through actively
rewarding compensation and benefits. By doing and implementing this simple step, employees
would then feel and sense that they are being valued and that they are indeed important to the
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organization. A warm and fuzzy feeling of belonging and appreciated would also make employees to
be more active on the job and willing to learn and also actively picking up new knowledge. At the end
of it all, this would then result in an improvement in the employees overall performance in the
workplace.

Conclusion

It seems that the organization needs to implement and deploy some alternative forms of
methods if it aims to increase the overall effectiveness of transfer of training of their employees. The
organization should actively seek out and identify some of the main causes that would lead to a
decreasing in effectiveness of transfer of training and work out on the probable solutions to
overcome the potential problems that would be coming in the future. It is therefore posited that in
order to bring productivity and motivation to the employees, the organization can and should provide
a proper reward career development and recognition acknowledgements if their employees are able
to achieve a high performance in applying what was picked up during the training. In addition to this,
the training design has to be viewed as attractive and also interesting as to actively encourage the
employees to actually attend the training. Subsequently, the motivation level of employees should
increase and as a result they would then proceed to utilize or deploy the knowledge and skills they’ve
gathered and learned from the training at the actual workplace. In the end, the organization can gain
and secure benefits in terms of cost and time and proceed to reap gains on the return from the
investment in providing the training for the employees in the first place.

It is also noteworthy to mention that motivation is a cornerstone or a key factor in helping
employees to improve their effectiveness of transfer of training. However, it is also sad to note that
employees with low motivation levels have lesser interest and desire to transfer the training into
their job as opposed to their counterparts who have a higher level of motivation. As a result, these
group of employees would continue to portray and achieve low levels of performance and that they
are unworthy of attending the training in the first place. Organizations can take steps to increase the
motivation levels of their employees by actively giving and reviewing the compensation and benefits
of their employees. This is done as to make their employees feel that they are highly valued and also
important to the organization as a whole. The feeling of belonging and appreciation in the end make
these employees be more active, willing to take part and also willing to learn new knowledge to
improve their job performances which at the same time would improve the organization’s position
as well.

It is therefore suggested that organizations adopt the usage of Kirk Patrick’s Training Evaluation
Model to monitor and observe the overall degree of transfer of training not only before training but
instead to also monitor during and after the training as well. Kirkpatrick & Partners (1959) had
suggested that there actually four levels of stages to determine the effectiveness and impact of
employees training to themselves as well as the organization itself. The first stage is the reaction of
the employees about the training programs. This stage should focus on the satisfaction of the training
programs and whether or not they are satisfied with the instructors, the topic, the material, its
presentation, and the venue. Reaction sheets or feedback survey should be used as a
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measurement tool in obtaining trainees" feedback regarding the training program itself. Their
opinions can then be used to improve future upcoming training programs. Next stage is learning. This
level is to measure the employees’ gain of learning from the training. It will further indicate the
degree of acquired knowledge, skills, attitude, confidence and commitment of the employees based
on their involvement in the training. The pre and post training test can be used to measure the
increase in overall knowledge or skills of employees. Besides that, the management could also use a
controlled group to compare the trainee’s performance. Therefore, the level of reaction and learning
will be used to measure the quality of training program that will be designed and delivered.

It is very important for the employees to transfer the training that were obtained to their job
because it would then lead to better performances which would ultimately mean the organization
achieves its goals and maximizes its return. To determine the behavior stage, the management should
make observations regarding their employees’ behavior over a period of time. Finally, at the last
stage is result. This stage is to finalize the results of training. It will give an indication on the final
outcomes of whether the training actually benefits the employees and organization or not. A model
used by Kirkpatrick & Partners (1959) could be used to relate the effectiveness of transfer of training
as an overall process that can be used to ensure not only the continuous improvement but also the
attention to factors that can influence the level of training transfer. The management could then
make comparisons from the Key Performance Indicator (KPI) to establish the productivity and quality
of work of their employees. Thus, the level of behavior would result in a more focused training
effectiveness. Future researchers could lead and contribute to the improvement on how to actively
improve the support and encouragement from the organization, training design and level of
motivation of employees to transfer the training. Other than that, future researchers can and should
consider other factors in their research on transfer of training. Notable factors that could be perused
upon for future studies would be factors such as learning environment, communication and also
assignment.
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