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Abstract

Trainee characteristics represent the individual level factor in training transfer constituting of
self-efficacy, expectations, capacity and such. This paper aims to assess the mediating role of
motivation to transfer in the relationship between five trainee characteristics (perceived self-
efficacy, perceived content validity, transfer effort performance expectations and perceived
personal outcome) and perceived training transfer and the moderating role of supervisor support
in the relationship between the same. It further aims to explore their experiences of training
transfer and roles of motivation and supervisor support in the transfer journey. Using sequential
explanatory mixed methods, quantitative data was collected from 441 respondents using survey
questionnaire. Motivation to transfer was influenced by four variables expected perceived
capacity to transfer. While the partial mediation effect was observed in four variables, supervisor
support moderated the relationship between all the five trainee characteristics and training
transfer highlighting the role of a supervisor in the training transfer process. In the second phase,
from 16 in-depth interviews, 3 over-arching themes, seven sub-themes and 22 categories were
generated. The study further explored that graduates transfer the transfer with higher self-
efficacy and higher expectations to make meaningful changes than promotion expectations but
their transfer process is affected by their work environmental factors. Practical and research
implications are discussed in the paper.

Key words: trainee characteristics, self-efficacy, trainee-expectations, supervisor support,

motivation to transfer, perceived training transfer

Introduction

Training has been linked with improvement of employee performance and ultimately the
organizational results. As per Kozlowski et al., (2000), training serves the key purpose of
leveraging organizational effectiveness and improving performance back on the job. Effective
training transfer has been posited to equip the workforce with enhanced productivity, quality of
work, efficiency, teamwork, accuracy and ultimately competitive advantages in the market (Salas
et al., 2006). Highly skilled and committed workforces are considered as the solutions to many
organizational and environmental challenges. Training not just ensures employee competencies,
but also helps in improving the level and practice of safety in the organization and thus, has been
placed with utmost importance in organizations. Practitioners even refer organizational training
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as one of the strategic forces that work to raise competitiveness (Nikandrou et al., 2009). As the
result of desired development in affective, cognitive and behavioural abilities of employees and
organizational competency consecutively, a substantial portion of their payroll costs are thus
spent in training and development (Knyphausen-Aufsel3 et al., 2009; Salas & Stagl, 2009).

The fruitfulness of these investments in organizational training can, however, only be
realized if the learning from the training can be substantially transferred back on the job and the
learning can be retained overtime. Rouiller and Goldstein (1993) had long before concluded that
transfer of training holds as much importance as does the training itself. In this regard, training
alone is of no or less value if one cannot apply what was learned in the training in the workplace
(Holton et al.,1997). However, despite the prevalence of substantial investments in training,
transfer of training has remained a critical issue in an organization due to low level of transfer of
learning from the training back to their job place. Some studies across time has revealed
miserably transfer rate of below 20 percent (Baldwin & Ford, 1988; Burke & Baldwin, 1999;
Tonhéuser & Biker, 2016) while other studies have confirmed comparatively higher transfer rate
but also have revealed that the transfer of training declines over time (Saks, 2002; Saks &
Belcourt, 2006). Much of the resources spent on training with the expectations of its transfer are
often wasted. As the result, the investments made by the organizations fail to produce expected
results inclining the concern of training transfer to its crux (Burke & Hutchins, 2007). The
transfer does not occur as expected due to the dependent attribute of training. The issues in
training transfer remains as a major concern for both the organizations and training providers.
Moreover, the factors affecting training transfer also have gained much research attention. In this
concern, trainee characteristics stand as one of the major determinants of the training transfer
intention and actual training transfer which has also remained as the central concern of this
research.

Understanding Training Transfer: From Generalization to Maintenance

Amidst the acknowledgements on role of training on various levels, the issues in transfer
of training without which the essence of training intervention in itself becomes inconsequential
have in fact gained more attention in the past literature. The substantiated literature in transfer of
training dates back to 1980s in which Newstrom (1984 as cited in Baldwin and Ford, 1988)
explain that training transfer is the extent to which trainees apply the knowledge, skills and
attitude acquired from training, back in their job. In training transfer, the contribution of Baldwin
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and Ford (1988) is found to be influential. They put forward the notion of transfer of training as
the generalization of learned behaviour which are knowledge, skills and attitude (KSA) and its
maintenance on the job across time. According to Baldwin and Ford, “For transfer to have
occurred, learned behaviour must be generalized to the job context and maintained over a period
of time on the job” (p. 63). Hence, transfer of training is the generalization of learned behaviour
and its maintenance on the job across time. A similar definition was later proposed as the
application, generalizability and maintenance of learned KS by Ford and Weissbein (1997). The
concentration is therefore on application of knowledge, skills and attitude abbreviated as KSA
(Nijman et al., 2006).

The conceptual clarification of training transfer still prevails in the context of training and
development but still different literatures have attempted to contribute to comprehend its concept
with time. Literatures published later gave emphasis on ‘intended’ use of learned knowledge
which should be back on the job only (Kirwan, 2009; Olsen, 1998). The changed behaviour as
the result of training transfer should result in improved performance which is expected to benefit
the organization ultimately. Kirwan (2009) highlights the occurrence of training transfer with the
application of learned knowledge on the job only. The version of Burke and Hutchins (2008) also
is similar to the above definitions expect the authors supplements on the transfer being
irrespective of time frame. Meanwhile, Salas et al. (2006) define transfer of training as the
systematic gaining of knowledge, skills and attitudes that collectively and consequently improves
the employee performance with in certain work environment. With this, it can be interpreted that
training as a planned intervention should bring about improvement in behaviour for transfer to
occur. Latterly, Park et al. (2016) substantiate training transfer to be a multiphasic process and
claim influential variables interact simultaneously rather than in a sequence. Besides, a review on
training transfer also elucidates training transfer as a complex and often producing elusive result
(Ford et al., 2017).

Training transfer thus entails the process of acquirement of KSA to be intendedly applied,
generalized and maintained in the job for improved performance and is a complex phenomenon
involving factors simultaneously influencing each other in a nexus. Different definitions have
evolved over time and each attempts to present the meaning exerting stress on certain elements.

However, in each definition deemed comprehensive, application of learned KSA in the job has



been commonly presented. Further, transfer is related to their application back on the job and
should result in improved employee performances.
Determinants of Training Transfer
Studies (Baldwin and Ford, 1988; Bates et al., 2000; Lim, 2000) have identified and
confirmed that the transfer of training is affected by three broad constructs viz. trainee
characteristics, training design and work environment. These constructs have been generalized
and consolidated based on numerous empirical studies across time (Blume et al., 2010;
Grossman & Salas, 2011; Tonhduser & Buker, 2016). Among the three, trainee characteristics
characterizes the individual level factors which constitutes of various elements within the
trainees’ ability, thoughts, and behaviour. As the influence of three constructs and their elements
in the transfer process are highly situational, factors associated with trainees can be significant in
a particular situation while they may be trivial in another. In this regard, this study seeks to find
the answers the below research questions:
1. What is the mediating role of motivation to transfer in the relation between trainee
characteristics and perceived training transfer? How do they share their experiences of
training transfer based on their attributes?
2. What is the moderating role of supervisory support in relation of trainee characteristics
and training transfer? How do they perceive their supervisors’ role in their training
transfer process?
Trainee Characteristics as the Determinant of Transfer of Training

It is indisputable that the investments on training can only generate meaning if the
changed behaviour is observed in organizations, yet the problem of low transfer has led to
massive body of studies identifying the determinants of training transfer. Baldwin and Ford
(1988)’s review comprehended that the role of training inputs on training outputs and ultimately
conditions of transfer viz. generalization and maintenance. The training inputs consisted of
trainee characteristics, training design and work environment. This study served as a strong basis
of practitioners and researchers for further investigations (Cheng & Hampson, 2008). Cheng and
Hampson, meanwhile presented three frequently scrutinized variables as the factors affecting
transfer of training. They were individual characteristics (personality, mental and physical
abilities, locus of control, post-training self-efficacy, conscientiousness, anxiety, goal
orientation), job related variables (job involvement, organizational commitment, career focus),
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and situational variables (opportunity to perform, transfer climate, intervention strategies, social
support). In a recent meta-analytic review, Tonhauser & Blker (2016) articulated initial three
consolidated by Baldwin and Ford viz. trainee characteristics, training design and work
environment. These factors (or constructs) and the variables composing each of these factors
have been thoroughly discussed in the subsequent sections.

Trainee characteristics represents internal factor affecting the transfer process while the
training design and the work environment are external to the trainee. Gordon and Kleiman
(1976) and Hicks and Klimoski (1987) initially identified demographic factors, trainee
motivation, personality and ability as the affecting dimensions (as cited in Elangovan &
Karakowsky, 1999). Baldwin and Ford (1988) then articulated trainees’ ability, personality and
motivation as the influential dimensions. Later, perceived utility or content validity of training
was found to affect training transfer as one of trainee characteristics (Bates et al., 2000). The role
of self-efficacy was also found by Ajzen (2002) and later confirmed by Machin and Forgarty
(2004). Machin and Forgarty presented affectivity that affects trainees’ self-efficacy and pre-
training motivation and confirmed motivation to learn. Smith et al. (2008) added individual goal
intention as another dimension under this factor. Blume et al. (2010) in their meta-analytic
review consolidated the dimension personality traits that included conscientiousness, emotional
stability and openness to experiences and cognitive skills as other influential dimensions.
Studies claim different components as dominant in ascertaining trainee characters. For instance,
Machin and Fogarty (2003) illuminated impelling role of self-efficacy that revealed strong
connection of pre-training self-efficacy with post training self-efficacy, during-training learning
and even activities to incite transfer process. With regard to learning motivation, Velada et al.
(2007) explored individual attributes comprising of conscientiousness and openness to
experience as significant. Interestingly, the variables within trainee attributes are found to be
interlinked. Motivation has significant positive relation with self-efficacy (Smith et al., 2008)
while self-efficacy was positively related with affectivity (Machin and Fogarty, 2004).
Nevertheless, researches have confirmed that trainee characteristics, in a nutshell, are important
in the process of transfer of learning from the training (Nikandrou et al., 2009). Amidst these
numerous studies, components that define the trainee characteristics have shown various results.

However, since, there is limited knowledge on their influence in government organizations and



within the country of Nepal, this study proposes five hypotheses on motivation to transfer and
training transfer.
H1: Performance self-efficacy of the government officers affects their motivation to
transfer the training.
H>: Perceived content validity of the government officers affects their motivation to
transfer the training.
Hs: Transfer-effort performance expectations of the government officers affect their
motivation to transfer the training.
Ha: Perceived capacity to transfer of the government officers affects their motivation to
transfer the training.
Hs: Personal positive outcome of the government officers affects their motivation to

transfer the training.

Mediating Role Motivation to Transfer in Transfer of the Training
Literature acknowledges the role of motivation in transferring the training as motivation as
transfer process only becomes effective when the participants are motivated to learn and apply
the learning (Blume et al., 2020, Burke & Hutchins, 2007). It is the key principle in human
resource development and explains enthusiasm to apply knowledge, skills and attitude learned in
the training back to the workplace. Motivation to transfer has been one of the key influencers in
training transfer process. Further, it has also been studied to be the mediator between trainee
characteristics and training transfer (Bhatti & Kaur, 2010; Na-Nan & Sanamthong, 2018;). In
line to the literature, the following hypotheses have been further stated:

He: Motivation to transfer of the government officers affects their training transfer.

Hva: Motivation to transfer of the government officers mediates the relationship between

performance self-efficacy and transfer of training.

H7b: Motivation to transfer of the government officers mediates the relationship between

perceived content validity and transfer of training.

H7¢: Motivation to transfer of the government officers mediates the relationship between

transfer-effort performance expectations and transfer of training.

H-zq: Motivation to transfer of the government officers mediates the relationship between

perceived capacity to transfer and transfer of training.
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Hve: Motivation to transfer of the government officers mediates the relationship between

personal positive outcome and transfer of training.

Moderating Role of Supervisor Support in Training Transfer

Under the entire constructs of work environment, supervisory support was found to be
one of the influential factors influencing training transfer (Blume et al., 2010). According to
Holton et al. (2000), supervisor support is degree to which supervisors provide support to the
subordinates to apply the job with reinforcements. Russ-Eft (2002) explains this support
involving working together in goal setting to use the learning, providing necessary guidance,
model of trained behaviour as well as positive reinforcement upon transferring the training.
Supervisor support can be in the form of encouragements (Kontoghiorghes, 2001; Tannenbaum
& Yukl, 1992), and sharing information, giving feedbacks and credits for performance,
acknowledgments, provision of rewards and resources (Awoniyi et al., 2002). Enos et al. (2003)
adds supervisor’s support include verbal rewards and assistance as well. Literature therefore
suggests that supervisor support can be in many forms that can include monetary motivation as
well as moral supports.

Supervisor support has remained in the centre of attention in researches related to work
environment, precisely social support. It has been shown to be influential in numerous studies as
well (Baldwin & Ford, 1988; Holton, et al. (2000); Chauhan et a., 2017;). The role of supervisor
support has also been assessed on the basis of time viz. pre, during and post-training phases
(Ghosh et al., 2015). Further, Lancaster et al. (2013) found that supportive behaviours of
supervisors are helpful in increasing transfer in which motivating, and setting goals is helpful
before training, practical support is helpful during training and meetings conducted are helpful
after trainings. In the similar manner, Lim and Johnson (2002) revealed supervisor’s
participation to discuss on acquired knowledge and skills, engagement or familiarization with the
training and positive feedback to be one of the most significant factors than other factors at
individual level. In thie line of literature insights, the below hypothesis has been set:

Hg: Supervisor support affects the transfer of training of the government officers.

The role of supervisors in training transfer has only been studied to have a direct effect on
the training transfer. In a few instances, supervisory support has also proved to mediate and
7



moderate the relations between other variables and training transfer. Chauhan et al. (2017)
explored that supervisor’s support positive moderated the relation between training design and
perceived training transfer. They found that this support can also counter a poor transfer design
and lack of support negatively affects the transfer in spite of a strong training design. Bhatti et al.
(2013) showed transfer motivation mediates the relationship between supervisor support and
training transfer.

Ample researches have acknowledged the support of supervisors to be promising in the
transfer process but the findings of a few other researchers have shown opposing results too. For
instance, Facteau et al.’s (1995) study found positive association of supervisor support with pre-
training motivation, but negative relationship with perceived training transfer. Similarly, no
relationship was found between in supervisor support and proximal or distal training outcomes
(Chiaburu & Marinova, 2005) or training transfer (Awoniyi et al, 2002; Van der Klink et al.,
2001; Velada et al., 2007). Despite numerous studies confirming the robust influence of
supervisors in motivation to transfer or training transfer, a few contradictions and under-
exploration of supervisor’s role in in-service trainings among the public sector officers indicates
a dire need for examination of supervisor support in their perceived training transfer. Studies in
Nepal concerning government organizations are at dearth and this study makes a departure from
previous research by proposing moderation effect of supervisory support in relation of trainee
characteristics and training transfer, and presents below hypotheses.

Hoa: Supervisor support moderates the relationship between perceived self-efficacy of the

government officers and their training transfer.

Hob: Supervisor support moderates the relationship between performance perceived

content validity of the government officers and their training transfer.

Hoc: Supervisor support moderates the relationship between transfer-effort performance

expectation of the government officers and their training transfer.

Hod: Supervisor support moderates the relationship between perceived capacity to transfer

of the government officers and their training transfer.

Hoe: Supervisor support moderates the relationship between personal positive outcome of

the government officers and their training transfer.



Figure 1: Conceptual Framework
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Research Methods
Design
This study is guided by pragmatist research philosophy adopting sequential mixed-method
(Quan-qual) to bring together both objectivism and subjectivism, facts and values, accurate and
rigorous knowledge and varying contextualized experiences (Saunders et al., 2012). First, cross-
sectional survey design research design has been used. Second, qualitative data was collected
adopting descriptive qualitative approach to explore the experiences and insightful perspectives
behind the numerical data produced by survey. In this design, the ‘Qual’ helped in exploring the
reasons for the summarized and generalized data of the ‘Quan’ part.
Sampling, Participant Selection and Data Collection

In this study, first quantitative data was assessed identifying population and its sample.
There were 18 Professional Course on Management and Development (PCMD) for class 11 level
officers (or equivalent) and nine Advanced Course on Management and Development (ACMD)
training programs for class Il officers (or equivalent) of the government of Nepal organized by
Nepal Administrative Staff College (NASC) in 2078/79 and 2079/80 B.S. These training courses
are long term training in which PCMD is of 30 working days and ACMD is of 35 working days.
The study accounted to 668 PCMD participants and 379 ACMD participants making a total
population size of 1047. Among them, 464 responses were collected using simple random
sampling prior to outlier detections.

For qualitative part, participants were purposefully selected and 16 interviews were taken
in which 10 were of PCMD graduates and six were of ACMD graduates. Interview was stopped
after 16" participant following the principle of data saturation. Among them, 12 participants
were male and the remaining four participants were female. Purposive sampling was used in
which participants were from admin as well as non-admin such accounts, projects and others
technical background. Besides, participants represented federal and provincial governments from
inside and outside valley. The participant selected was also made from hilly and terai region.

The survey data was collected online using Google Forms considering the geographically
dispersed respondents. After the questionnaire distribution, two gentle reminders were sent, first
with email and second with short message service (SMS). The reminder using SMS increased the
response rate by three times compared to email reminder. For qualitative data, purpose sampling

was used considering gender-wise representation, federal-provincial representation,
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representation of hilly and Terai areas, technical and administration sector and inside-outside
Kathmandu valley. 16 in-depth interviews were physically conducted.
Instrument

For survey, this study identified variables within trainee characteristics, training transfer
and supervisor. The scales of these variables are available in the literature in which this study
used revised instrument of training transfer named revised Learning Transfer System Inventory
(LTSI) developed by Bates et al. (2012). The revised LTSI’s items are available publicly in
Chaterjee et al., (2018). Among the study variables, transfer effort performance expectation’s the
sample item includes ‘My job performance improves when I use new things that I have learned’.
For performance-outcome expectation, the sample item is ‘For the most part, the people who get
rewarded around here are the ones that do something to deserve it’. The sample item for
motivation to transfer includes ‘This training will increase my personal productivity’. Similarly,
the sample item for supervisor support includes ‘My supervisor will meet with me regularly to
work on problems | may be having in trying to use this training’. Statements have modified to
past tenses and as per the contextual need of the study, without compromising their essence. The
questionnaire was then translated into Nepali for distribution and back-translated in English to
ensure that the meanings are not lost while making the translation, with the support of language
expert.

The data produced by survey led to the formation of interview guideline. The guideline
included key themes of their personal confidence/efficacy, their career and general expectations
of training transfer, career aspirations, their supervisor’s roles and their motivational sources.
The questions were open ended with much focus probing techniques.

Quality

To assure quality of data, data normality was tested for which outliers were initially
detected using Mahalanobis distance in AMOS software. A total of 23 responses were removed
which did not meet the minimum threshold of 0.05 for p1 value. Hence, the usable data was
reduced to 403 thereby assuring removal non-responsive data. For the survey data, quality was
assured using validity and reliability. For content validity, revised- LSTI was used which has
been examined in 17 countries including the sector of public administration (Bates et al., 2012).

For external validity, literature was reviewed ensuring the use of this tool in similar studies.
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Discriminant validity testing was verified on the basis of the literature that the average
variance extract (AVE) should not be lower than the squared correlation among the dimensions
(table 1). For convergent validity and overall construct validity, confirmatory factor analysis
(CFA) was carried out on all the constructs to ensure the model fit before carrying out the major

tests (Kline, 2016). For this, good for fit indices were examined to assess the overall model fit.

Chi-square (x?) divided by degree of freedom was 2.030, comparative fit index (CFI) was .962,

the Tucker-Lewis index (TLI) was .953, NFI was .927, IFI was .962 and the root mean square
error of approximation (RMSEA) was .048 which all met the given threshold of model fit (Hair
etal., 2014). To test the reliability, composite reliability test results were referred to ensuring all
value of above 0.7 for each construct. No major changes were made, particularly in the
statements, based on the pre-testing and suggestions collected during the pre-testing.

Table 1: Discriminant validity analysis (Fornell & Lacker or HTMT- see literature)

Factor PTT PSE PCV  TEPE  PCT PPO Ss MT
PTT (0.815)

PSE 0.602  (0.844)

PCV 0604  0.600  (0.772)

TEPE 0610 0738 0593  (0.844)

PCT 0179 0248 0118  0.185  (0.744)

PPO 0379 0285 0374 0269 0040  (0.766)

SS 0361 0158 0287 0162  -0.007 0439  (0.852)

MT 0687 0654 0553 0702 0222 0332 0193  (0.852)

PTT = Perceived training transfer, PSE = perceived self-efficacy, PCV = Perceived content validity, TEPE = Transfer effort
performance expectations, PCT = Perceived capacity to transfer, PPO = Personal perceived outcome, SS = Supervisor support,
MT = Motivation to transfer

Notes: Values in parentheses represent square root of AVE.

CR AVE MSV MaxR(H) [ P.T.T [PSE [P cCV |[TE PCT [PPO [ss M_T_T
PTT |08 |0665 |0472 | 0.893 0.815
PSE |0882 |0713 |0545 | 0883 0.602 | 0.844
PCV |0814 [o059 |0365 | 0834 0.604 | 0.600 | 0.772
TE 0.881 | 0712 | 0545 | 0.899 0610 | 0.738 | 0593 | 0.844
PCT |0787 |o0553 [o0062 |[0.79 0179 | 0248 | 0118 | 0.185 | 0.744
PPO |0802 |058 |0193 | 0.902 0379 |0285 | 0374 [ 0269 | 0040 | 0.766
s_s 0.887 | 0.726 | 0.193 | 0.925 0361 | 0.158 | 0.287 | 0.162 | -0.007 | 0.439 | 0.852
M_T.T | 088 [0725 | 0493 | 089 0.687 | 0.654 | 0.553 | 0.702 | 0222 | 0332 | 0193 | 0.852
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Figure 1: Measurement Model — not needed
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For qualitative part, trustworthiness was ensured at applicable areas. It refers to the
degree of confidence in data, interpretation, and methods used to ensure the quality of a study
(Pilot & Beck, 2014). Five criteria are included to ensure trustworthiness which are credibility,
dependability, confirmability, and transferability; and later added criteria of authenticity (Guba
& Lincoln, 1994). Though this study focused mainly on credibility of the qualitative data.
Credibility refers to the truth of the data or the participant views and the interpretation and
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representation of them by the researcher (Polit & Beck, 2014). To ensure credibility, experiences
of the participants were well described the research findings were verified with the participants.
A qualitative study is considered credible if the descriptions of human experience are
immediately recognized by individuals that share the same experience (Sandelowski, 1986).
Hence, to support credibility when reporting a qualitative part of this study, engagements and
audit trails were taken into consideration. Further, prolonged engagement with participants,
persistent observations were carried out. Research ethics were highly maintained throughout the
data collection and analysis ensuring confidentiality, consent of the participants.

Integration Strategy of Building using Explanatory Design

The study covered the theorization parts in the sequential manner. First, the set
hypotheses were tested. Then the qualitative part was based on constructivist philosophy. For
this part, rather than cause-effect relationship, there was mutual causality, intuition and deep
understanding on the prospects of trainees’ attributes relating to transfer process (Sahin &
Oztiirk, 2019). Hence, this study followed pragmatist philosophy to embed the tested hypothesis
to construct new knowledge by positing that trainees create their understanding of the training
transfer phenomenon through their experiences, interactions, and reflections rather than external
sources.

After completing both the phases, patterns or contradictions between quantitative and
qualitative data was observed to converge (or diverge at some points). The results were
triangulated to validate or enhance the overall understanding of the training transfer
phenomenon. In this phase, the ways in which qualitative data explains the numerical results for
richer insights. In this study, qualitative findings were used to expand on quantitative findings for
data transformation in which experiences of PCMD and ACMD participants were used to
understand quantitative results in more detail. Therefore, this study follows building technique
within the various integration strategies (Fetters & Tajima, 2022), uses follow-up design to
explore the experiences of the trainees on the structural equation model (SEM) and hierarchical

regression results.
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Results

Quantitative Findings

From a total of 441 participants, 348 (78.9%) were male and 316 (71.7%) were PCMD
participants. The study observed nearly half of the respondents to Brahmins while nearly half of
them were transferred at least once after the trainings taken. Most of them (70%) were working
at federal level within the three tiers of government. Less than 20 percent were promoted after
the training.

Table 1: Participant Characteristics

Variables Frequency Percent
Gender

Male 348 78.9

Female 93 21.1
Ethnicity

Brahmin 220 49.9

Chhetri 177 175

Janajati 76 17.2

Madhesi 49 11.1

Dalit 11 2.5

Others 8 1.8
Training taken

PCMD 316 71.7

ACMD 125 28.3
Transfer

Transferred 192 435

Not Transferred 249 56.5
Promotion

Promoted 76 17.2

Not Promoted 365 82.8
Current Position

Section Officer or Equivalent 270 61.2

Under-secretary or Equivalent 170 38.5

Joint-Secretary or Equivalent 1 2
Working Level

Federal Government 311 70.5

Provincial Government 114 25.9

Local Government 16 3.6

Total 441 100




16

Using composite reliability, internal consistency of the statements of eight study variables
was assured. The CR values ranged between 0.787 and .888. Among them, the lowest average
value observed was 2.85 of perceived positive outcome and the highest was 4.16 of transfer
effort performance expectations. There was no statistically significant association between
perceived capacity to transfer and perceived positive outcome and between perceived capacity to
transfer and supervisor. All other variables were positively associated among one another.

Table 2: Descriptive Statistics and Correlation, Reliability and AVE

SN Variables CR AVE Mean SD 1 2 3 4 5 6 7 8
1. Performance self-efficacy 0.888 0.665 4.14 0.75 -

2. Perceived content validity 0.882 0.713 3.68 0.73 537" -

3. TEPE 0.814 0.596 4.16 0.74 .645™ 533" -

4. Perceived capacity to transfer ~ 0.881 0.712 3.79 0.76 .212™ .108" .138™ -

5

6

7

8

Perceived positive outcome 0.787 0.553 2.85 0.86 .251".323™.211™ .027 -
Supervisor support 0.802 0.586 3.04 0.83 .162".258™.172™ .021 .410™ -
Motivation transfer 0.887 0.726 4.10 0.63 .580".493™ .633™.183™.283".179™ -

Perceived training transfer 0.888 0.725 3.86 0.61 .540™ .536™ .549™ .148™ .308™ .337™.622™" -
**p<.01; *p<.05; CR = Composite Reliability, AVE = Average Variance Extracted for Convergence Validity; TEPE = Transfer effort

performance expectations

The Mediator Model

The influence of trainee characters which were performance self-efficacy, perceived content
validity, transfer effort performance expectations and perceived positive outcome were first on
the mediating variable which is motivation to transfer. Then the effect of motivation to transfer
was assessed on perceived training transfer which was the dependent variable. Though
statistically significant effect of all independent variables was found on SPSS (see Annex 1),
AMOS which is more robust showed statistically significant effect of only four variables (see
Annex 2 and 3).

Table 3 shows the estimates and statistical significant of trainee characteristics as the
independent variables (1) on perceived training transfer and the effect in the presence of
mediation effect which is motivation to transfer. The effect without considering mediating
variable showed statistical significant which was the perquisite for mediation analysis. Further,
mediating variable’s (MV) effect on dependent variable (DV) which is perceived training
transfer also showed statistical significant which indicating that there is some effect in the
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presence of mediating variable. Figure 3 path analysis using structural equation model of 1Vs and
DV in the presence of MV. It reveals that the effect of trainee characters on perceived training
transfer have increased in in the presence MV i.e. motivation to transfer. Further, mediation
analysis reveals that there is partial mediation of MV on each path of IV and DV. It signifies that
when motivation to transfer is present in the participants, both their personal attributes such as
transfer effort performance expectations and motivation to transfer together affect the training
transfer in a combined way (see table 4). In other words, the effect of both IV and MV is present
in the transfer of training.

Table 3: Regression Weights of Mediation Model

Dependent Variable Independent Variable Estimate S.E. p Label

Analysis 1
Motivation to transfer <---  Performance self-efficacy .186 .029 *** par_l
Motivation to transfer <---  Perceived content validity .108 .030 **k par_2
Motivation to transfer <---  Transfer effort performance expectations .340 .030 ***  par_3
Motivation to transfer <---  Perceived capacity to transfer .055 .029 .058 par 4
Motivation to transfer <---  Perceived positive outcome .075 .025 .003  par_5
Perceived training transfer ~ <---  Motivation to transfer .330 .046 ***  par_6
Perceived training transfer ~ <---  Perceived positive outcome .062 .024 .011  par_7
Perceived training transfer <---  Perceived capacity to transfer 014 .028 .614  par_8
Perceived training transfer ~ <---  Transfer effort performance expectations .099 .032 .002  par_9
Perceived training transfer ~ <---  Perceived content validity .169 .029 *** - par_10
Perceived training transfer ~ <---  Performance self-efficacy .105 .029 ** par_11
Analysis 2
Motivation to transfer <---  Performance self-efficacy 197 .029 faladed par_1
Motivation to transfer <---  Perceived content validity 107 .030 faladed par_2
Motivation to transfer <---  Transfer effort performance expectations .340 .030 falaid par_3
Motivation to transfer <---  Perceived positive outcome .074 .025 .004 par_4
Perceived training transfer ~ <---  Motivation to transfer 332 .045 falaied par_5
Perceived training transfer ~ <---  Perceived positive outcome .062 .024 .012 par_6
Perceived training transfer ~ <---  Transfer effort performance expectations .098 .032 .002 par_7
Perceived training transfer ~ <---  Perceived content validity .168 .029 ekl par_8
Perceived training transfer ~ <---  Perceived content validity .168 .029 ekl par_9

Perceived training transfer ~ <---  Performance self-efficacy .107 .029 ekl par_10
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Figure 3: Structural Equation Model
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Table 4: Mediation Results based on Indirect Effects

Independent Variables p value Result
Performance self-efficacy .004 Partial Mediation
Perceived content validity .000 Partial Mediation
TEPE .008 Partial Mediation
Perceived positive outcome .001 Partial Mediation

Mediator: Motivation to transfer

The Moderator Model

To examine the effect of trainee characters in the moderation effect of supervisor support,
hierarchical regression was run using SPSS 26. Firstly, the effect of all the IVs on DVs and of
moderating variable (MoV) which is supervisor support on DV was assessed as shown in ‘a’
labelled models in table 5. Secondly, after ensuring statistically significant effects of IV on DV,
MoV was introduced shown in ‘b’ labelled models in table 5. The table shows that when
supervisory support was introduced as the moderator, the effect of all the on perceived training
transfer increased.

Table 5: Regression Table on Perceived Training Transfer in the presence of Supervisor Support
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Variable Model B SE B p Adj. R? F (p)
Performance self-efficacy la 438 .033 .540 <.001 .289 180.235
(<.001)
1b .040 .007 .296 <.001 .343 115.634
(<.001)
Perceived content validity 2a 444 .033 .536 <.001 .285 176.516
(<.001)
2b .038 .008 .266 <.001 322 105.504
(<.001)
Transfer effort per expectations 3a .455 .033 .549 <.001 299 189.091
(<.001)
3b .040 .007 291 <.001 .351 120.040
(<.001)
Perceived capacity to transfer 4a 119 .038 .148 <.01 .020 9.864
(<.01)
4b .062 .008 411 <.01 126 32.612
(<.001)
Perceived positive outcome 5a 219 .032 .308 <.001 .093 46.105
(<.001)
5b .067 012 461 <.001 153 40.668
(<.001)
Motivation to transfer 6a .589 .036 .622 <.001 .385 276.331
(<.001)
6b .041 .006 .285 <.001 438 172.786
(<.001)
Supervisor Support 7 .248 .033 .337 <.001 JA11 56.094
(<.001)

a = using perceived training transfer as dependent variable;

b = using supervisor as the moderating variable
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Figure 1: Conceptual Framework
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Qualitative Findings

Qualitative part of the study was continued in the second phase of the study based on the
quantitative results. 16 in-depth interviews were taken in which nine were taken inside
Kathmandu valley and seven were taken outside Kathmandu valley. Among them, 11 were male
and five were female and 10 were PCMD graduates while six were ACMD graduates. The
interview guideline was prepared to explore the ‘why’ and ‘how’ questions generated from the
results of quantitative study. Three overarching themes, seven sub-themes and 24 categories

were generated followed by thematic analysis of the generated themes.

Table 7: Translation of Themes

Overarching themes Sub-themes Categories
Self Confidence e Beliefin self e  Showing the path
o  Self-belief as a personal virtue
e Influence of e Workload
environment e  Team commitment

Sense of ownership

e Capacity to perform ¢ Confidence through training exposure
o Work-life balance
e Family roles
e Learning transfer in building efficiency
Training Expectations on e  Expectations from e Relevance to the job
Performance training e Coordinators’ inspiring roles
Training as a learning hub
e Performance e Promotion
expectations e Replacement for training
e  Pride in being the change maker
e  Personality changes
e Regular job role
L]
Supervisor Support e Change oriented e Follow up
Supervision e  Value for training
e Supervisor’s exposure
e Readiness to change
e Reluctance to change e  Bureaucratic obstacles

Ability to convince
Misalignment of vision
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Self Confidence in Training Transfer
Self confidence is pertinent in training transfer. Th
It helps the participants to learn and by this, they can be motivated.

In this regard, one of the participants of this study, Shyam thapa, age 40 shared his view:

Participants shared that they possessed confidence in learning as well as applying the learning
back at their workplace. They expressed that this confidence gave them motivation to apply the
training and transfer it to their workplace. Participants shared that they always believed in
themselves and this belief was not because of being a government officer but it was a personal
virtue. In this regard, one participant shared:
| was confident at my performance and at applying the learning. We do have the ability.
What this ACMD training did was showing us the path. It showed the way to lead us to
the performance. (Participant 1, male, ACMD)
Case — usko personal case. Ma yesto thiye, ma yesari change.
Malai kehi thaha thieyna. Arko choti bhetdaa sahi bata inspector baney
Person ka case , insttition ka case

Scenario — last year, ahile yesto
Org setting ma k thiyo
Dekhda dekhdai hariyali chayo, change aayo

Example -

For example: concrete kura nai aaucha

Participants had a common voice that this ability to perform was one of key factors to be apply
the learning.
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Influence of Environment

While sharing about the self-efficacy, participants commonly shared that there are factors above

their control from the environment which affect their training transfer process. One of the

common voices was transfer. Besides, the unexpected, excessive workload was also another key

challenge for them. The workload is often found because of the limitations of human resources.
When | was transferred to Ramechhap, there were only three staffs in my office. | had to
do work others’ work as well due to which the stress was high, tasks were not completed
in time as well. It affected my performance and of course my learning transfer.
(Participant 8, PCMD, Male)

Most of the works that we do here is the result of teamwork. | am motivated to apply the
training here at work because of the training but others might not be, affecting the
overall progress. My work is dependent on team’s work. (Participant 15, PCMD,
Female)

The sense of ownership was also found to the interlinked with the self-efficacy of the
participants. While participants would be inclined and motivated to transfer the learning, they get
unexpectedly transferred and this phenomenon affects their motivation to transfer and
consequently transfer of the training itself. On the other hand, the team members consisting of
the transferred or temporary staffs also affect their transfer process.

In this project, there are lots of contract based staffs. They have a mind-set that they are

not going to stay here forever. Hence, their lack of ownership is visible in reluctance to

make changes, take initiation and such. Having to work with team affects our motivation
to transfer the training. (Participant 9, PCMD, Male)

In some provincial offices, the mix of federal government employees, employees
adjusted to provincial governments and newly recruited provincial officials create a difficult
environment to work, let alone applying the training.

Ability to Perform

Along with the organizational environmental influences affecting the participants’ self-
efficacy, their work-life balance and family responsibilities also play some roles in their training
transfer process. To some, the higher workload mainly due to understaffing push them to
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perform under pressure which affects their transfer motivation or transfer process. To a few,
responsibilities of overall household chores change their priorities.

By 10 am when | reach office, | am already half tired. My duty starts from as early as 6

am. | have to cook, prepare my children for school, my husband for his job, cook and

complete all the kitchen works... It is more difficult when my husband is out the house.

He can stay outside the home for official purpose for a month but I cannot even go out for

five days because my children need me They look for me. Female these days have dual

workload. How can anyone think about learning and transferring the learning in such
situations? (Participant 13, PCMD, Female)

Most of the participants reveal that the training transfer of the key learnings does not
require additional efforts or time and energy. Contents such as stress management, conflict
handling, or even management of self and relationship have actually helped them save their time
and energy. To them, training transfer reflects on certain modules and topics rather than the
entire list of modules and they shared that when they applied the relevant and applicable topics
learning in the training, it has rather helped them do their job efficiently. In this regard, one
participant shared:

Applying the learning of conflict management has actually helped me do my job

efficiently. Now, | have to spend less time in dealing with the stakeholders in reaching out

the consensus. The application of team building also has helped us work smoothly.

(Participant 8, PCMD, male).

Training Expectations on Performance
Participants make up two different expectations in which one is regarding the training
and the other is regarding their changed performance as the result of the training.
| was really impressed with the ways training was conducted. The coordinators were so
professional. They knew how to balance between relationship and the discipline.
(Participant 5, PCMD. Female)

Not only the training contents, but the entire experience of the training was important for
learning and transfer of these learnings. | was impressed by how one simple attendance

machine kept everyone punctual and respected to time, how everyone abided by the
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norms of providing daily feedback. It is the system Staff College has set which has
inspired me to implement here at my office too. (Participant 10, ACMD, male).

Many participants agreed that they initially took the training for required 2 points needed
for promotions but they also acknowledged that it was worthy. They take pride in making the
changes as the result of the training.

| have built a library and a meeting hall from the course of Service Improvement Plan

(SIP) of my training. | feel proud that | was able to make this change | would not have

done with the knowledge of the training. (Participant 1, ACMD, male)

Supervisor Support

In many cases, participants acknowledged the role of their supervisors. They agreed that
most of the jobs have to agreed and signed by the seniors. Participants referred to supervisors as
their guardians as well as their mentors.

It is the seniors who have to approve our work. Sometimes, they agree while at other

times, they deny making any changes. Once | brought an idea of a project to my

supervisor. It was only a limited amount and was doable. However, my supervisor denied
taking this initiation and did not show interest to my vision. (Participant 11, PCMD,
male)

Some participants also shared that though their supervisors showed reluctance,
sometimes, all it requires is a little bit convincing. They can be convinced to bring up some
changes.

| was able to install digital citizen charter in my office and also required CCTV cameras

in the site. It was inspired by my training only. | explained the rationale for making these

changes to my supervisor... It was not difficult. I just had to convince him. (Participant

12, PCMD, male)

The extent to which they can be convinced is somehow affected by the training exposures
of the supervisors as well. Those supervisors who had taken training programs were found to be
cooperative in initiating training-led activities. Meanwhile, in some cases, though the supervisors
are positive, the priorities given their limited budget, time and resources influence in their

training transfer. To the employees, certain changes based on the training’s learnings seem
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important giving them a sense of satisfaction. However, the same venture might be less
important for their supervisors as they are obliged for the holistic responsibilities of the assigned
work areas. In such cases, they decline the change requests of the graduates. While some care to
explain the reasons of rejection, others simply deny the changes making the graduates less
motivated to transfer the training.

Discussions: Meta Inference of Data

As the use of mixed methods produces both quantitative and qualitative results, meta-
inference was carried out to come with the comprehensive meaning making from both numerical
and non-numerical data and to thereby to come up to a concluding idea, explanation and
understanding (Tashakkori & Teddlie, 2008). The findings of qualitative results were brought to
further dig into the in-depth insights of training graduates’ experiences further to the obtained
quantitative results. The study reveals the officers, irrespective of their level, are confident in
their learning and application of training transfer. Many of them have justified the learning by
making some meaningful changes in their office. The role of self-efficacy was found in
motivation to transfer and in the transfer process as well which align with the extant literature
(Chiaburu, & Marinova, 2005; Igbal, & Dastgeer, 2017). They perceive that applying the training
does not necessarily mean to apply everything from the training, but to select what is relevant to
them which is explained by the discourse of content relevance and perceived content validity
(Bates et al., 2012). However, they have to work with the team, get their action plans and
documents approved by seniors in strict bureaucratic layers, and deal with less motivated staffs.
This suggest that their level of confidence and transfer intention is often affected by design
perspective and work environment (Prasad et al., 2018).

The participants feel refreshed with the training, socialize with new people from various
public service organizations, learn and enjoy the process. They learn not only from the training
sessions, but also through interactions, observations of the pro-active coordinators and the team
of training providers which holistically help in transforming their knowledge and skills. They
also experience increase in their self-efficacy with the experiences of the long term training as
they return back to their work. Hence, when participants return back to their jobs, they mostly
aspire to resume their workload with new and fresh energy. Participants do not see learning
transfer as a means of promotion since they believe that promotion is likely to happen after the

training sooner or later. Rather they see the transfer as a part of their roles and responsibilities.
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Hence, they apply the learning with the motivation to exhibit better performance to prove
themselves and to mark new changes in their organization (Na-Nan & Sanamthong, 2019). In
this respect, their family roles and work-life balance sometimes may create a barrier in their
transfer process. However, since most of their learning help them in their job from the lens of
efficiency, they find it beneficial to actually transfer the training.

Side on side comparison of data was done as one of ways of merging data (Creswell &
Creswell, 2018) with which it was found that their perceived capacity to transfer the learning has
no significant effect on their motivation to transfer or the perceived training transfer. Moreover,
they seek relevance of the learning to their jobs for them to sincerely make an effort to bring the
changes and feel proud of that. This is well explained by identical elements theory (Noe, 2022)
which posits that when the training components and materials resemble the scope and nature of
the job of the participants training transfer process is enhanced. Merging of the data helped
substantiate that in their journey to training transfer, the role of role of environment was
instrumental. The formation and low commitment of the team, transfers of the participants and
even their supervisors negatively influence in their motivation to transfer and transfer process.
This finding also adds to a body of knowledge that environmental factors dominate the other
factors influencing training transfer process (Bhurtel & Bhattarai, 2023). Further, studies
(Example: Na-Nan & Sanamthong, 2019) have exhibited that self-efficacy of the employees
fosters their performance when there is workplace based support and motivation to transfer the
training. This study contributes to a body of knowledge that the learning of the training boosts
the self-efficacy of the employees and when there is a supervisor support, it further adds on to
their motivation to transfer the training and consequently transfer the training.

Joint Display

In this study, the results from the quantitative approach such as the objective realities effect of
various trainee characteristics on training transfer, and for qualitative part, the perceptions of the
trainees on the effect and supervisory roles were analysed side by side through meta-inference.
The iterative visual for the purpose of integrating and exhibiting mixed method results, a joint
display was used (Guetterman et al., 2015) which offers a visual means to comprehensively

analyse the sequentially collected data and collectively presented knowledge.



28

Figure 3: Joint Display integrating the Results of Survey and Case-study
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Conclusion

This research highlights the pivotal role of trainees’ characteristics such as self- efficacy,
transfer effort led expectations, perceived content validity and outcome expectations in their
motivation to transfer the training as well as training transfer. Their efficacy further grow they
take part in the learning process of the training and though they expect to get the promotion in
the long run, they aspire to make at least a few changes to their job. Their learning builds their
efficiency due to which they barely require additional resources or capacity in the training
transfer process. However, their intention and confidence of applying the training are influenced
by the team they work with, their or their supervisor’s transfer and importantly the support level
of their supervisor. Hence, while designing and implementing, it becomes important to assess
their efficacy, motivation and expectations to drive the training journey positively. Also, the
supervisor and work environment should be positive to maintain the enthusiasm that they hold
while resuming their work. Meanwhile, the training designer can use collaborative strategies
with the key players of the work environment to regulate their activities and facilitate the

environment of training transfer.

Limitations and Implications

This study offers practical implications to the training providers in terms of training
design and implementation. Training with added components of self-confidence building, team
management and such may help in fostering the motivation to transfer and training transfer
process. Besides, supervisors and team members at the workplace should also be oriented to
provide constructive feedback and taking the training-led changes positively. On the other hand,
this research offers arena for further studies on trainees’ other characteristics as well as work
environmental factors in the training transfer process based on the study findings. Importantly,
longitudinal studies can be carried out as a more robust tool for training transfer study rather the

survey to explore the actual training transfer process.
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Annex

Annex 1: Regression Table on Motivation to Transfer

Variable B SE B t P Adji.R*  F(p)
Performance self-efficacy @ 490 .033 .580 14,932 <.001 335 222.968
(<.001)
Perceived content validity 2 425 .036 493 11.879 <.001 242 141.117
(<.001)
Transfer effort per expectations? 545 .032 .633 17.138 <.001 399 293.715
(<.001)
Perceived capacity to transfer  .153 .039 .183 3.894 <.001 .031 15.165
(<.001)
Perceived positive outcome @ .209 .034 .283 6.177 <.001 .078 38.864
(<.001)

DV: Motivation to Transfer

Annex 2: Regression Weights of Five Independent Variables on PTT

Variables Estimate S.E. C.R. P Label
Avg_PTT <--- Avg_perceived_positive_outcome .087 .026 3392 *** npar1l
Avg_PTT <--- Avg_perceived_capacity 032 .029 1.099 .272 par 2
Avg_PTT <--- Avg_transfer_effort_per_exp 211 030 7.037 *** par_3
Avg_PTT <--- Avg_Percieved_content_validity 204 030 6.815 *** par 4
Avg_PTT <--- Avg_Performance_self_efficacy 166 .029 5.645 *** par 5

Annex 3: Regression Weights of Four Selected Variables on PTT

Variables Estimate S.E. C.R. P Label
Avg_PTT <--- Avg_perceived_positive_outcome 086 .026 3.358 *** par 1
Avg_PTT <--- Avg_transfer_effort_per_exp 211 .030 7.034 *** par 2
Avg_PTT <--- Avg_Percieved_content_validity 204 030 6.804 *** par_3

Avg_PTT <--- Avg_Performance_self_efficacy 173 .029 5875 *** par 4




