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ABSTRACT
THE EFFECT OF WORK ENVIRONMENT ON TRANSFER OF TRAINING
Norsamila Binti Sa’at
The research aims to identify the relationship between work environment factors and training
transfer. The research was quantitatively designed to identify the relationship between work
environment factors (opportunity to perform, supervisor support, peer support and workload) and
training transfer. Research was conducted at one of the local organizations that always provide
training program to its employees. There were 61 respondents who involved in the research.
From the reliability and validity analysis, it was indicated that the findings of research were valid
and reliable. Findings of research reviewed that high training transfer was existed among the
respondent of this research. Based on the results of hypotheses testing, it was indicated that there
was positive relationship between work environment factors and training transfer. This result
showed the important of work environments factors on training transfer and concerned must be
put on to these factors during the implementation of training program. Lastly, the research was
end with the limitation of study and recommendation for organization and future research.
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ABSTRAK
PERHUBUNGAN ANTARA FAKTOR-FAKTOR PERSEKITARAN KERJA DAN
PEMINDAHAN LATIHAN
Norsamila Binti Sa’at
Kajian ini bertujuan untuk mengenalpasti perhubungan di antara faktor-faktor persekitaran
kerja dan pemindahan latihan. Kajian ini adalah berbentuk kuantitatif bagi mengenalpasti
perhubungan antara faktor faktor persekitaran kerja (peluang untuk melaksanakan kemahiran
yang diperolehi, sokongan penyelia, sokongan rakan sekerja dan beban kerja) dan pemindahan
latihan di tempat kerja. Kajian ini dilaksanakan di sebuah organisasi tempatan yang selalu
menganjurkan program latihan kepada perkerjanya. Sebanyak 61 responden telah terlibat
dalam kajian ini. Analisa kepercayaan dan kesahan menunjukkan bahawa dapatan kajian ini
adalah sah dan dapat dipercayai. Dapatan kajian menunjukkan bahawa tahap pemindahan
latihan di kalangan responden adalah tinggi. Menurut keputusan analisa hipotesis, hubungan
positif wujud di antara factor-faktor persekitaran kerja dan pemindahan latihan. Keputusan
kajian memberi pengertian bahawa faktor faktor kesekitaran amat penting dan harus diberi
perhatian semasa perlaksanaan program latihan. Kajian ini dirumuskan dengan batasan kajian
dan cadangan kepada organisasi dan kajian masa depan.
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CHAPTER ONE
INTRODUCTION
1.0 Background of Study
Training is a process to make the company more successful in this age. Also, training in
the company is being prepared to enhance the achievement of the organization, and also the
professional extension of workers. Training transfer is about the trainee being able to do well by
attending a training course. They perceive how to apply new expertise in a realistic working
environment. Beer, Finnström, and Schrader (2016) stated that multiple companies from
America used a lot of funds on training sessions and training systems for their staff. However,
the money is not getting back with a decent outcome and have still not led their company to do
well. To enhance the training transfer, Rivière, Jaffrelot, Jouquan, and Chiniara (2019) proposed
a technique that would enable the training program to follow a cognitive learning style, that is, to
use genuine learning circumstances to facilitate the process of transferring, and that is where the
teacher is to direct the trainee and comprehend the required direction in improving skills of them.
According to Broad and Newstorm (1992), the most generally known Human Resource
Development (HRD) enhancement technique for which most organizations make the most of
their HRD investments is training. Training would be the solution as performance problems
occur in most organizations, but not all training systems are effective and successful. According
to Ibrahim Mamat (2001, p. 2), training is defined as "a structured learning process that aims to
alter employees' attitudes, enhance their knowledge, and improve their abilities so that their work
performance can be improved.” This is basically how to grow employees to be more suited to
their work and compatible with the goals of the organization and to reach potential opportunities.
1

When training programs are successful, workers are offered the ability to learn the skills
needed to execute their recent duties and to be trained for new circumstances. Training is
essentially a specific intervention role since it establishes explicit training obligations to support
workers who may do a specific job in a company (Miner, 1992). It is necessary to ensure that the
essence of the teaching is successfully transferred and used by the organization. Otherwise,
training would be a waste of money and effort if what is gained through training is not applied to
the workplace. To get the most out of their training investments, companies require their
employees to adapt everything they have acquired to the work context (Salas & Cannon-Bowers,
2001). To ensure the effectiveness of teaching, the training transfer must take place in the
workplace. It would allow organizations to sustain and maintain their income in a market that is
challenging and full of competition. Training transfer refers to the successful and consistent use,
by trainees, of the experience and skills learned in training, both on and off-the-job (Broad &
Newstorm, 1992).
Training transfer is a productivity indicator, a measure of performance for the individual
and the company. According to Hawley and Barnard (2005), the dissemination of expertise and
skills acquired via educational programs is still a hot topic among HRD academics and
practitioners. Training transfer should also be deemed necessary for training programs to be
successful and productive, and only if training is transferred will the promised return on
investment in training programs be realized. (Nijman, Nijhof, Wognum & Veldkamp, 2006).
Given that training is essential to the performance of the company, an ongoing review of the
factors that affect the transition of training should be carried out. If the organization identifies
that the amount of training transfer in its company is poor or unfavorable, so some change must
be made or there is no point in continuing to spend substantial amounts of money on training.
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This survey, therefore, focuses on work-environmental variables that affect the success of the
training transfer.
1.1 Problem Statement
The training program is becoming more and more concerned in this dynamic period. Beer
et al. (2016) indicated that many companies had spent resources in training and preparation for
their workers to develop their expertise, abilities, and capacity to plan for a potential competitive
scenario, but the effect was not good, which means that employees could not pass the learning
experience to the workplace.
Training transfer is one of the reasons that there is no training intervention. In 2002,
survey results indicated that 40 percent of trainees did not transfer directly after training, 70
percent did not transfer the first year after training, and eventually, only 50% of training
spending resulted in improved organizational and personnel performance (Burke & Hutchins,
2007). In other words, trainees were faced with challenges in implementing what they had
learned in their job training (Noe, 2008). This is especially true when training programs are
frequently developed without considering the work environment, despite the fact that this
appears to be the most essential technique for improving transfer (Hawley & Barnard, 2005).
In the working environment, the workload and the responsibility of the employee
determine the time and opportunity for the use of trained experts in the workplace. However, the
studies relating to this topic were too limited, and few studies have indicated that the workload
has affected the transfer of training. Accordingly, a report by Russ-Eft (2001) emphasized the
need for further study on this topic to uncover the complex correlation between workload and
training transfer. More research is therefore required in advance to better explain the correlation
between workload and training transfer.

3

Opportunity to perform is one of the determinants that influence the performance of posttraining in the working world. In the Lim & Johnson (2002) report, it was stated that the lack of
opportunity to perform was cited as the number one constraint that hindered the transfer of
training among the causes of the failure of the transfer. In which further research was proposed,
it is important to further explain this issue. The Burke & Hutchins report (2007) also discussed
the fact that there is only limited empirical evidence for this problem.
Knowledge, skills, behaviors, and attitudes acquired during the training time are of
limited use if they are not transferred to the job once the program is completed. The investment
on training is thus worthless if it fails to result in improved individual performance, and
consequently the organizational performance. For training programs to truly increase
organizational and individual performance, it is critical to understand how to facilitate training
transfer. (Yamnill & McLean, 2001).

4

1.2 Research Objectives
1.2.1 General Objectives
To study the relationship between work environment and transfer of training.
1.2.2 Specific Objectives


To investigate the relationship between the opportunity to perform and training transfer.



To investigate the relationship between supervisor support and training transfer.



To investigate the relationship between peer support and training transfer.



To investigate the relationship between workload and training transfer.

1.3 Research Hypotheses
Ha1 : There is a significant relationship between the opportunity to perform and transfer of
training.
Ha2 : There is a significant relationship between supervisor support and transfer of training.
Ha3 : There is a significant relationship between peer support and transfer of training.
Ha4 : There is a significant relationship between workload and transfer of training.

5

1.4 Conceptual Framework
The conceptual framework is accommodated of three sources. The purpose of this research is to
study the relationship between the work environment and the training transfer. Figure 1 presents
the variables to be considered in the research which are independent variables and dependent
variables. The opportunity to perform, supervisor support, peer support, and workload are four
separate determinants in the work environment. While dependent variable is the transfer of
training.

Dependent Variables

Independent Variables
Work Environment
Opportunity to Perform
Supervisor Support

Transfer of Training
Peer Support
Workload

Figure 1: Conceptual Framework

Sources: Adapted from Baldwin, T. T., & Ford, J. K. (1988). Transfer of training: A review and
directions for future research. Personnel psychology, 41(1), 63-105.; Elangovan, A. R.;
Karakowsky, L. (1999).
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1.5 Significance of Study
This study's topic can contribute to the present literature in certain work environments,
such as opportunity to perform, supervisor support, peer support, and workload, all of which can
have a significant impact on the outcome of transfer training. Furthermore, this research can
assist employees and organizations in better understanding which factors in the workplace
impact training transfer, particularly in the government sector, which is the focus of this study.
Furthermore, HRD practitioners may utilize the findings of this study to better understand
the elements in the workplace that impact training transfer and to design training programs that
are tailored to the trainees' specific circumstances. Furthermore, HRD practitioners may learn
about the dominating component and increase their attention on it. Employees and organizations
may both acquire insight into the elements that have the greatest impact on training transfer and
apply better methods to reduce the effect.
Furthermore, organizations may inspire and assist their employees to enhance their
motivation, which has an impact on training transfer. Finally, when training transfer improves,
the organization's performance improves as well, resulting in a higher return on investment in
training.
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1.6 Limitations of Study
Within the study, there exist several limitations. Although various determinants affect the
training transfer in this study will only concentrate on the work environment which includes an
opportunity to perform, supervisor support, peer support, and workload. These four determinants
are chosen for my study. The other determinants such as characteristics of trainee and design of
training or others will not be used in this study.
Furthermore, the research is limited to one industry, the government sector in Kuching,
Sarawak. The results obtained may not be applicable to another business or government sector in
our nation. Essentially, in current research, fewer researchers do training transfer studies in the
government sector, which is why I decided to focus my research on this area.

1.7 Definition of Terms
1.7.1 Transfer of Training
Conceptual Definition:

The capacity of trainees to apply what they have learned in training to their jobs is referred to as
training transfer. Positive transfer, zero transfer, and negative transfer are the three types of
transfer available (Desimone & Werner, 2005).
Operational Definition:
Training transfer ensures that learners can "transfer" their experience and skills gained back to
their job at a training session. The purpose of training is not merely to acquire expertise and
abilities, but to transfer learning to performance, which in turn leads to changes in the operation
of an organization.
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1.7.2 Work Environment
Conceptual Definition:
The work environment refers to factors/elements on the workplace that influence training
transfer, such as support from manager, support from peer, support by technology, the climate
for transfer, and the chance to put newly acquired skills to work (Noe, 2008).
Operational Definition:
The work environment is used to define the conditions under which the worker serves. The work
environment may be constructed up of dynamic environments, such as workplace temperature, or
devices, such as personal computers. It can also be related to variables such as job methods or
systems.
1.7.3 Opportunity to Perform
Conceptual Definition:
Opportunity to perform is referred to as a chance to use learned capabilities. It is determined by
both the environment of work and the motivation of trainees to actively seek out tasks that enable
them to apply recently gained skills and knowledge (Noe, 2008).
Operational Definition:
The opportunity to perform is described as the degree to which the trainee receives or actively
receives job experience related to the duties for which they have been taught.
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1.7.4 Supervisor Support
Conceptual Definition:

The extent to which supervisors/managers support and strengthen on-the-job training's efficacy.
Holton, Bates, and Rouna (Holton, Bates, & Rouna, 2000).

Operational Definition:

Supervisor support is described as the degree to which leaders esteem their workers' participation
and consider their well-being. A leader that has a lot of supervisor support helps employees feel
heard, valued, and respected.
1.7.5 Peer Support
Conceptual Definition:
The degree to which peers encourage and support the practice of adapting to the job. Holton,
Bates, and Rouna (Holton, Bates, & Rouna, 2000).
Operational Definition:
Peer support is where people use their own experiences to help each other out. There are various
forms of peer help, but they all seek to bring together people with common experiences to
support each other and have a place where you feel welcomed and understood, to treat everyone's
experiences as equally relevant.
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1.7.6 Workload
Conceptual Definition:

The workload is the quantity and variety of tasks accomplished by a person within a provided
time. It is both a quantitative measure of the entire task completed and a qualitative measure of
the individual opinion of his skill to complete the task (All Business, 2009).

Operational Definition:

The workload is the amount of work that may or is required to be done by a computer, individual
or group of employees.

1.8 Summary
In summary, the chapter included the study's history, issue statement, research aims (both
general and particular), continuity of the research hypotheses, conceptual framework, study
relevance, and study limits, as well as the definition of important words utilized in the
investigation. The literature review for this study will be discussed in the next chapter.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
The chapter provides a review of the literature of the research. The goal of the literature review is
to examine the influences of the work environment (opportunity to perform, supervisor support,
peer support, and workload) that are linked to the transfer of training. The first is to clarify in
depth the transfer of instruction. The work environment, which also involves terms (opportunity
to perform, supervisor support, peer support, and workload) will then begin to be clarified in a
more in-depth analysis. In addition, the theory that relates to this study will be described. Finally,
it will reflect on past similar findings and end with a brief.
2.1 Research Context

2.1.1 Transfer of Training
The efficacy of learning during a training program is referred to as transfer of training.
This term, on the other hand, is used to describe the training transfer, which is defined as the
application of training-related experience, abilities, and attitudes, as well as the ongoing growth
of trainees through time (Cheng & Ho, 2001). According to Burke and Hutchins (2007), the
transfer of training relates to the use of learned expertise and skills as they work. In other words,
the training transfer is a trainee who, after completing a training program, can learn expertise or
abilities and then step into a regular working environment. So, it's good to realize that the
trainee's skill is the degree to which new ideas are absorbed during the training program.
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