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Abstract: 
The extant study ascertains the impact of employee behavior, motivation and organizational support 
on training transfer process of government school employees in Pakistan. A sample of 217 teachers 
from the elementary and secondary school of Jhelum  was used to investigate the impact of 
organizational support, motivation and employee behavior on training transfer process by employing 
simple random sampling. In order to evaluate the relationship between employee behavior, 
motivation, organizational support and training transfer process, correlation and regression 
techniques were used. It has been investigated from the aftermaths that the training transfer process 
of elementary and secondary school employees, depends on the organizational support, motivation 
and employee behavior. Furthermore, the present study explores that the organizational support, 
motivation and employee behavior has a positive and significant impact on training transfer process of 
the employees. Results demonstrate that when the organizational support and motivation of the 
employees is high and they have positive attitude they tend to transfer more training material to 
students. 
 
Keywords: training transfer, motivation, organizational support, employee behavior, teachers, public 
schools   
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1. INTRODUCTION 
 
School learning plays a vital role in the life of a child's learning process; it lifts up or down the child in 
the society. By providing good training to the teachers, an educational organization can achieve its 
targets easily but the main aspect to be observed is whether teachers are transferring that knowledge 
at work place or not? Through previous study, researcher recognized the empirical gap in the transfer 
training in the public sector schools and factors which hindered the transfer training process. 
 
In addition to training transfer process, motivation is the factor which affects this process significantly. 
Lucas and Ogilvie (2006) states that motivation is the factor which promotes the participation of 
individual in the process of transfer knowledge.  Organizational support has been designed to 
measure the employees' perception towards their work. Eisenberger, Huntington, Hutchinson and 
Sowa (1986), Rhoades et al. (2001) and Foley and Hang (2005) introduces three main scales, one of 
the aspects is to support employees’ well-being at work Improving the effectiveness and efficiency of 
public organization is the major issue and it can be improved and maintained if employees’ behavior is 
inclined towards training transfer process.   
 
The aim of this paper is to find out the impact of factors regarding training transfer process of Public 
school teachers. To find out this impact on training transfer, we will examine the relationship of training 
transfer under-consideration of employees’ behavior, motivation and organizational support. This 
research is concerned with public sector schools of Jhelum, one of the cities of Pakistan. Browna, 
McCrackenb and O’Kanec (2011) suggested quantitative surveys can help to show clear picture of 
transfer for assessing self-efficacy and transfer. The importance of the research is to find out the new 
ways of training transfer process in Public Sector Schools.  
 
Through this study, teachers can be motivated to change the behavior towards student's education 
because they are the nation builder. If teachers adopt new techniques of learning, they can retain the 
students in the school and can attract the private schools' students. This research will also be in the 
favor of Government as it will provide a guideline to policy making process. 
 
2. REVIEW OF LITERATURE 
 
Training transfer is the application where an employee learns skills, knowledge and abilities and tries 
to implement in any other situation.  According to Baldwin and Ford (1988), training learnt from any 
seminar or program must be generalized and maintained on their job context for a period of time. The 
factors which are related to training transfer has been derived from work environment e.g. 
organizational support, learning culture, opportunities available to en employee, facilities provided to 
an employee at work etc. (Baldwin and Ford, 1988). 
 
Most portion of the budget of an organization is based on training programs to enhance the abilities 
and skills of their employees so that organizations may desire to rise return on investment through 
training programs, and minimize the factors which hinder the learning transfer process (Holton, Bates 
and Ruona, 2000). Baldwin and Ford (1988) developed training transfer model and Guerrero and Sire 
(2001) developed another model based on model of Baldwin and Ford (1988) which includes 
organizational factors (information on training program, supervisor support and voluntary action), 
individual factors (seniority & age), training results (satisfaction and learning) and training motivation 
(self-efficacy etc.). 
 
Study explores that American Society for Training and Development (2011); US companies spent 
about $156.2 billion on employees’ learning and approximately 56% ($87.5 billion) of total was spent 
directly. Remainder was divided between tuition reimbursements. The study states that about 40% of 
participants who are related to their job training programs fails to transfer straightaway whatever they 
learnt in the training program, and approximately 50% training investments results was in favor of 
organization or individual (Saks, 2002). Each year many organizations including Government schools 
invest millions of rupees to get the more training results which help the organizations more and more, 
on the other hand this attempt disappointed them; there is need of acknowledging those factors which 
affect the training transfer process.   
 
Motivation is the key component that affects the learning process of employees. According to 
Chiaburu and Lindsay (2008), there is positive relationship between training transfer and motivation. 
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Previous study examined that motivation is the factor which enhance the training transfer performance 
(Fisher and Ford, 1998), training transfer (Silver et al., 2006) and skill acquisition, post training and 
self-efficacy (Chiaburu and Lindsay, 2008). Delobbe (2007) states that learning motivation is the work 
application of knowledge and behavior which is learnt during training program, without taking in 
account further which feature has been transferred. Motivation is a psychological factor which 
determines the person's behavior in an organization towards work, effort level and persistence to face 
obstacles (Kanfer et al., 1994). 
 
In addition to transfer training and other factors, employees’ behavior is also an important ingredient in 
the training transfer process. Katz and Kahn (1966) found three types of employees’ behavior which 
needed for the better functioning of an organization: to perform prescribed roles in its certain way, to 
do other activities other than the prescribed roles and to join and remain in the organization. Burke 
and Reitzes (1981:83) state the existence of complex and probably reciprocal relationship between 
behavior and identification. 
 
Organizational support is considered an important factor which helps employees in transferring 
knowledge at workplace. According to Eisenberger et al. (1986), employees perceive that 
organizations are in their well-being where they are employed. Organizational support can be peer 
support, supervisor support etc. Trainees' belief that variables like feedback, praise, encouragement 
and support has positive effect (Tracey et al., 1995; Seyler et al., 1998; Holton, Bates and Ruona 
2000; Salas and Cannon-Bowers, 2001; Clarke, 2002). Researches indicate that more supportive 
working environment showed motivation to apply skill and abilities towards workplace setting (Seyler 
et al., 1998; Egan, Yang, and Bartlett, 2004; Holton, Bates and Ruona, 2000). 
 
3. CONCEPTUAL FRAMEWORK 
 
In this study research model consists of four variables. Training transfer is dependent variable and 
motivation, organizational support and employees’ behavior are independent variables. 
 
 H-1 
 
 H-2 
 
 H-3 
 
 
 
 
H1: The higher the motivation to learn an employee, the more an employee is willing to transfer the 
training.  
H2: Employees’ behavior is positively related to training transfer. 
H3: The higher the organizational support is, the more the employee has to transfer the training. 
 
4. METHODOLOGY 
 
Population and Sample: 
Total population of this study was 1000 teachers of 15 elementary and secondary public schools 
located in district Jhelum. The researcher focused on this targeted group in order to check the transfer 
training at workplace and to what extent education level has been upgraded in the schools. Teachers 
are the nation builder as mentioned in the introduction of this study, that’s why this group was focused 
in this study. Sample size was calculated by using the formula developed by Krejcie and Morgan 
(1970). The sample was totaled to be 217 on the basis of simple random sampling. 199 useable 
questionnaires were received back. The response rate was 91.7%.  
 
Instrument: 
To examine the variables, Learning Transfer System Inventory (LTSI) measurement instrument was 
used developed by Holton, et al., (1998). An adopted questionnaire is used to measure this 
quantitative study. To generalize concept on whole population, questionnaire is used for data 
collection because it is widely used and acceptable instrument in non-experimental studies. 
Questionnaire is based on five point likert scale for examining variables. Main four constructs of the 

Training Transfer Motivation Employee Behavior 

Organizational 
Behavior 
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variables were measured through 38 items derived from previous study.  
 
Sampling Techniques: 
A structured questionnaire was distributed among 217 teachers of public sector schools. 
Questionnaire was distributed on random basis among teachers to avoid biasness. As discussed 
above that simple random technique has been used for data collection, this technique is also used by 
Keith, Richter and Naumann (2010) for similar study. 199 useable questionnaires were received back. 
 
Data Analysis 
The researcher will use Correlation and regression analysis for the hypothesis testing as per previous 
researcher (Jaidev and Chirayath, 2012). Correlation has been used to check the association 
between dependent (training transfer) and independent variables (motivation, organizational support 
and employee behavior). To run these tests on different hypothesis, SPSS Version 20.0 is being used 
between independent variables (motivation, organizational support and employee behavior) and 
dependent variable (training transfer). Descriptive statistics of mean and standard deviation were 
used to analyze data. To check the reliability of the questionnaire, Cronbach's Alpha is being run. 
Finally, regression analysis is applied among dependent and independent variables. 
 
5. RESULTS 
 
Demographics 
Participants involved in the study were 112 (56.3%) male and 87 (43.7%) female in data collection. 42 
(21%) respondents of the study have 16-25 years of experience, and 41 (21%) participants have 0-5 
years of experience. 57(29%) of the respondents‘ age have been 61 and more years. 
 
Descriptive Analysis 
Table-1 showed descriptive statistics and correlation analysis of the data where descriptive statistics 
includes mean and standard deviation of data. Mean value of Training Transfer was 3.15 
demonstrating that most of the respondents have shown with agreeing response. The standard 
deviation score is 0.58, it means that data is deviating from mean value of training transfer. This result 
shows that respondents were happy with the organization and have positive attitude towards training 
transfer. 
 
The score of mean value of Organizational Behavior was 3.03, respondents have agreed response 
shown in favor of organizational support and the data was deviating from its mean value with 0.59 
scores. Most of the respondents were happy with the organization and have favorable attitude 
towards organizational support. 
 
Mean value of employees’ behavior and motivation was 3.14 and 3.31 respectively, standard deviation 
were 0.83 and 0.69 respectively. So data deviated from its mean with 0.83 and 0.69 scores. Mean 
value of employees’ behavior and motivation showed that most of the respondents’ perception agreed 
with the statements.  
 
Correlation Analysis  
Relationship among training transfer, organizational support, and motivation and employees’ behavior 
is explained through Pearson correlation coefficient.  Table-1 explained these relationships, value of 
correlation coefficient was 0.486** indicating that the relationship between motivation and training 
transfer is positive. Thus, researcher does not reject the hypothesis which is positive and significant at 
the 0.01 level of significance.  
 
0.463** value of correlation between employees’ behavior and training transfer showed positive and 
significant relationship. Thus, this positive and significant relationship does not reject the hypothesis 
as “Employees’ behavior is positively related to training transfer” at 1% significance level.  
 
0.323** was the value of correlation between organizational support and training transfer. This value 
indicated that there was positive and significant relationship between organizational support and 
training transfer at 1% significance level. So, the researcher does not reject the hypothesis 3 which 
has positive and significant relationship at the 0.01 level of significance level. 
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Table 1:  Correlation and Descriptive Statistics 

 Mean S.D 1 2 3 4 

Training Transfer 3.15 0.57     

Organizational Support 3.02 0.59 .323**    

Employee Behavior 3.14 0.83 .463** .015   

Motivation 3.31 0.68 .486** .184** .688**  

** 0.01 Sig 
 
Regression Analysis 
Table-2 is the table of regression which showed that there is positive and significant relationship 
between transfer of training and motivation of employees (β= 0.23, p< 0.05, R2= 0.340), these values 
indicate that for every one unit increase in motivation of employees causes 0.23 unit increase in 
training transfer, holding all other factors constant. Value of coefficient employees’ behavior is 
statistically significantly different from 0 using alpha of 0.05 because its p-value is 0.000, which is 
smaller than 0.05. Thus, for every 1-unit increase in employees’ behavior, there is 0.30 unit increase 
in the predicted training transfer.  
 
In table-2 regression between organizational support and training transfer is positive and highly 
statistically significant, because its p-value is 0.000 by using alpha of 0.05 and this value is less than 
0.05. For every one unit increase in organizational support, there is 0.28 unit increase in training 
transfer. Value of Adjusted R Square is 0.330; it means that there is 33% variation training transfer 
explained by employees’ behavior, motivation and organizational support. 
 
Table 2: Regression Analysis 
 Beta P Value R R2 Adjusted R2 

Organizational Support 
.277 0.000 .583 .340 .330 

Employee Behavior 
.303 0.000 

   

Motivation 
.226 0.007 

   

 
6. DISCUSSION 
 
The findings of the data indicated that most of the respondents’ perception about the training transfer 
and its factors was favorable. Analysis of the data indicated that there is positive and statistically 
significant relationship between independent (training transfer) and independent (motivation, 
employee behavior and organizational support).  
 
Findings revealed that correlation and regression between motivation and training transfer is positive 
and statistically significant, it means that motivation of employees has positive effect on transfer of 
training. As motivation level increases, transfer of training also increases with the same level. Results 
were consistant with the literature, according to Baldwin et al. (1991) the higher the motivation level of 
an employee, the more an employee is willing to transfer the training. Results of the relationships 
were supported by Giangreco et al. (2010) and Locht, Dam and Chiaburu (2013). 
 
Results of Correlation and regression analysis of employees’ behaviour and training transfer were 
positive and significant which indicates that if employees have positive behaviour and attitude towards 
transfer of knowledge,  the level of transfer will be high. The same type of relationship between 
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employees’ behaviour and training transfer has been observed by Locht, Dam and Chiaburu (2013). 
 
Organizational support and training transfer relationship results shows positive and significant results 
which indicate that if the organization conveys the signal of strong reward system fully facilitates the 
employees, employees transfer the knowledge at higher rate. The results are consistent with Simosi 
(2012) as they indicate that if organizational and supervisor’s support is sufficient, an employee’ ties 
with organization and willingness to transfer the knowledge will be more effective. 
 
7. LIMITATIONS AND FUTURE RECOMMENDATIONS 
 
First limitation in this research study was time; time was too short to collect more data as it can be 
applied on the whole population. Sample size 199 was not very good for the accurate findings of the 
data. Other factors were also there which hinder the training transfer in the organization but 
researchers’ emphasis is on employees’ behavior and organizational support factors. There are other 
identical elements which should also be studied in the research. 
 
The public sector schools are big assets of Pakistan, where many people are getting education but 
there is need of sense of responsibility of supervisors to give proper attention for upgrading the 
educational level. Supervisory committees must adopt new policies and methods for upgrading the 
level of education and change teacher’s behavior towards knowledge transfer.                   
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