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ABSTRACT 

Purpose: This research is focused on examining the factors that influence transfer (effectiveness) of On-

The-Job training at workplaces in Pakistan. The study identifies the factors that affect transfer of OJT 
training included independent variables such as motivation to learn, Perceived Organizational Support 
and Training Design and their impact on employees’ performance i.e. Transfer of Training. 

Methodology: The study adopted quantitative research and data was collected through well-structured 
questionnaire. The sample of 200 participants were selected throughout Pakistan using convenience 
sampling technique. Smart PLS software was used to analyse the data through descriptive statistics, 
structural equation modelling and Confirmatory factor analysis. 

Findings: The result revealed that there is a strong and significant impact of motivation to learn and 
training design on transfer of OJT training at workplaces in Pakistan. However, the results do not show 
any significant impact of Perceived Organizational Support in organizations on transfer of OJT training. 

Conclusions: This shows that even though, if the organization support is not present, the motivation to 
learn new things and to implement it to the workplace and effectively designed training programs can 
overcome the issues. 

Practical Implications: Organizations can use the result in favour of their organizational effectiveness, 
to consistently design effective training programs, and to consistently motivate their employees and to 
improve support and guidance by top management in the organizations. 

 

Key words: OJT training, Transfer of Training, Motivation to Learn, Perceived Organizational Support and Training 
Design, Pakistan, SEM, CFA 
 

 

INTRODUCTION 

Background of the study 

Training is the process of acquiring certain knowledge or 
skills, while development is the improvement of 
emotional and intellectual abilities and skills required for 
performing a job in a better way (David, 1997). A number 
of researchers have defined training as an experience 
based on planned learning in order to acquire a new set of 
skills, attitudes or knowledge (Baharim, 2005). 

According to (Burke & Saks, 2009), the role of top 
management, supervisor, trainer and trainee is very 
important throughout the process of training. All the 
stakeholder need to understand the extent to which they 

are responsible and accountable for the transfer process 
and the positive and negative outcome of their role.  

Generally, training programs were developed for 
providing instructions on job-related tasks and for the 
orientation of new employees with the practices and goals 
of the organization (Greenhaus et al., 2000). Furthermore, 
researchers have also linked training with socializing new 
entrants into the best patterns and interactions of their 
jobs and the role they are required to play in the 
organization. Firms having training and development 
departments usually performed the role of 
communicating specific managerial and technical skills 
that employees were required to possess in order to 
advance to higher positions in their jobs. 
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Training is considered as one of the most reliable and vital 
human resource practices for enhancing the productivity 
of employees as well as the organization (Kia & Ismail, 
2013). A study (Lim, 2000) indicated that organizations 
today are facing significant competition across the globe 
as more pressures and turbulence of continuously 
changing environment are imposed on them. In such 
competitive environment, firms are facing globalization of 
their businesses as well as their employees. This trend has 
also affected to a large extent the training and 
development of employees, to cope up with the global 
needs of employees’ performances. This has led to a need 
of understanding the nature of training and knowledge 
transfers at workplace (Lim, 2000).  

For achieving various organizational goals and tasks and 
for enhancing employees’ performance, training programs 
need to be designed in ways that tend to create a win-win 
situation both on individual as well as organizational level 
(Elangovan & Karakowsky, 1999). It is also highlighted by 
previous researchers that employees and organizations can 
achieve their goals only when skills learned through 
trainings are effectively implemented and transferred on 
job. It is argued by Acton & Golden (2003) that employees’ 
training and development is every essential for the 
operation and advancement of an organization. 
Furthermore, the same factors are both critical and crucial 
for an employee’s career development and skills 
enhancement. It is further argued by Cheng & Ho (2001) 
that a considerable amount of money and time is invested 
by organizations in the development of their human 
resources. The authors further highlighted that in today’s 
increasing global competition, it is highly critical for 
organizations to continuously improve their employees’ 
skills, attitudes, abilities and knowledge (Kauffeld & 
Willenbrock, 2010). Therefore, several training 
professionals and researchers have focused on studying the 
factors that affect the transfer of training on job, such as 
transfer design, training design, wok environment, 
organization culture, trainees, training transfer motivation.  

Researchers have also highlighted that a significant amount 
of investment is wasted on training and development by 
organizations, since majority of the skills and knowledge 
learned in training are not even used by employees on their 
job (Broad & Newstrom, 1992); (Bhatti & Kaur, 2010). 
However, to a great extent, research on transfer of training 
has faced obstacles by the conceptual lack of clarity. 
According to some researchers, even though, training is 
necessary, there are several factors that inhibit the transfer. 
In order to provide clarity about the transfer issue, Broad & 
Newstrom (1992) focused on studying different factors that 
inhibit the transfer of training.  

Problem Statement 

One of the most reliable human resource method to increase 
and enhance the organizational productivity is Training 
(Bhatti & Kaur, 2009). Organizations therefore invest a huge 

amount of money each year in on-the-job training programs 
but most of the employees (trainees) failed to transfer it to 
their workplaces. Current study is attempted due to this 
theoretical gap. A win- win situation for both employee and 
organization must be created by the effective design of 
training in order to accomplish organizational tasks and 
improve the employee efficacy. Employees and also 
organizations can achieve goals, if learning skills are 
transferred effectively to the workplace (Bhatti & Kaur, 2010). 
The basic aim of training is to help organizations by 
providing, obtaining, and improving the necessary skills and 
this can be done only when OJT is retained and transferred 
by employees (trainees) at the workplaces.  

The training transfer is a difficult challenge for 
organizations that are focusing on outcomes from the 
investments on training programs (Chiaburu, Sawyer, & 
Thoroughgood, 2010b). In a study, researchers found that, 
the new learned knowledge, skills and attitudes had used 
by only 62 percent of employees right after training. After 
6 months, it fell to 44 percent and further decreased to 34 
percent after 1 year duration (Saks & Belcourt, 2006). A 
recent study has been carried in which 56 trainees declares 
that the transfer performance of trainees fell within three 
weeks after training (Vermeulen & Admiraal, 2009).  

In different sectors of Pakistan, huge amount of money 
and labor is invested for OJT training programs, but 
results of these trainings are not satisfactory due to some 
individual and organizational factors that affect transfer 
of training back to the job by trainees. This study will help 
the organizations to understand the loopholes in training 
programs that couldn’t allow the trainees to retain it and 
apply it on the workplaces 

A number of studies have presented a serious issue 
persisting within firms, provided that transfer of training is 
highlighted as the major point of influence through which 
training can affect organizational results and outcomes 
(Saks & Belcourt, 2006). Moreover, it has been widely 
acknowledged by researchers that transfer of training can 
only occur when the trainees have willingness and ability 
to learn and apply new knowledge and skills (Noe R. A., 
2000). Majority of the employees in companies across the 
globe have been facing issues with transferring the training 
to their jobs. Whatever may be the actual standard of 
training, if the employees are unable to transfer the training 
skills, it is likely that they waste organization’s as well as 
their own time and efforts. A huge amount is invested in 
training in order to increase the productivity so that 
businesses can sustain while facing fierce competition in the 
international market and are able to cope up with rapidly 
changing environment (Bates et al., 2000). 

Ultimately, there is an absolute need to understand the 
factors that influence training transfer so that 
organizations can design appropriate strategies and plans 
to achieve maximum output from their investments on 
on-the-job training programs. 
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Gap Analysis 

Although, a number of studies have been focused on 
transfer of training, there is little evidence available on 
both individual as well as organizational factors that have 
a significant impact on transfer of skills and knowledge on 
job (Bhatti & Kaur, 2010; Cheng & Ho, 2001).  

Different studies focus on single factor of organizational 
context i.e. Impact of organizational support on transfer of 
training. For example, (Colquitt et al., 2000) found that 
there is a positive impact of supportive transfer climate on 
transfer of training. In contrast, there is a negative impact 
of unsupportive transfer climate on transferring the new 
knowledge at work place (Aguinis & Kraiger, 2009). 
Researchers (Foxon, 1993) and (Foxon, 1994) has found 
that the specific forces in environment like the 
management support perceptions are important factors of 
training transfer. Similarly, (Kia & Ismail, 2013) in a 
research also focuses on just environmental factors and 
the relationship between training transfer and 
environmental characteristics among non-academic staff 
of a university in Malaysia.  

Scholars have also found out separately that motivation to 
learn and organizational support are the most important 
factors that affects transfer of training (Baldwin & Ford, 
1988). In previous studies, specific trainees’ characteristic 
and work environmental factors have been accessed 
separately to determine their effect on training transfer. 
(Awoniyi et al., 2002); (Lim & Morris, 2006). But studying 
the effect of a specific characteristic in isolation may not 
be effective as mentioned by different scholars 
(Yamkovenko & Holton, 2010).  Also, the training 
characteristics e.g. ‘training design’ impact on transfer of 
OJT training has not properly studied in same platform 
with trainee characteristics and work environment 
characteristics. A study Gill et al. (2016) carried out a 
research on Determinants of training transfer in the wine 
industry in Rioja, Spain. Here he worked on training 
design, trainee responses and work environment factors 
by choosing few variables. But this study is limited to only 
one sector in Spain.  

Lim (2000) carried out a research on Training Design 
Factors Influencing Transfer of Training to the Workplace 
within an International Context, to examine the degree of 
learning and training transfer achieved by HRD 
professionals of SK Group in Korea, and to identify what 
factors in training design affect the learning and transfer 
of training. It appeared that trainee personality variables 
influenced the learning and training transfer, but were not 
explored in this study. Here, the research was limited to 
the international context and trainee characteristics and 
environmental factors are not considered. 

Especially in Pakistan, studies do not include both 
individual and organizational factors that affect transfer 
of training. Therefore, the study carried in this research 
paper is directed to help address this gap by studying the 

mutual effects of motivation to learn i.e. a trainee 
characteristic, perceived organizational support (POS) i.e. 
work environmental factor and training design i.e. a 
training characteristic, on training transfer at the 
workplaces in Pakistan. It will then cover both individual 
as well as organizational factors which seems to effect 
simultaneously but were not previously covered in single 
study in Pakistan. 

Research Objectives 

The aim of this research is to identify the factors that affect 
transfer of training in different organizations of Pakistan 
to enhance the effectiveness of training and its transfer in 
the workplaces to ensure better productivity and 
outcomes.  

The scope of this study is limited to industries of Pakistan 
because of highly uncertain and competitive environment 
in these industries, where employees are required to 
continuously develop their skills and learn innovative 
ways to perform different processes.  

Research Question(s) 

 What are the major factors and roadblocks that affect 
transfer of OJT training? 

 What is the impact of training design, trainee 
characteristics like motivation to learn, and work 
environment in the form of perceived organizational 
support on transfer of OJT training? 

Significance of the Study 

There is little evidence available on transfer of training in 
workplaces in Pakistan, hence, the study will contribute 
practice and theoretical knowledge related to the factors 
that affect transfer of knowledge from training to job. This 
research will help in adding new information to the 
literature base. The study will contribute to different 
business sectors in learning about various factors that 
affect transfer of training, which will enable them to 
optimize their organization’s strategy. The study will also 
help in enhancing managements’ understanding of the 
workplace related factors to provide a conducive 
environment for both trainees as well as trainers. The 
recommendations provided in this study based on various 
factors identified will help the policy makers, human 
resource people and top management in developing 
strategies and effective training programs.  

It will also allow the organizations to understand the 
aspects that training should be properly designed and 
implemented rightly and must be flexible and involves 
participatory method to avoid difficulties faced by 
trainees in transferring it on jobs. This Study will make 
organizations to develop supportive environment so that 
employees willingly make their contributions without any 
pressure and apply learned knowledge on their job roles 
by considering their organizations as their own place. 
Also, one of the main objective is to induce such an 
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environment in which trainee’s level of motivation to 
learn and to implement boosts to the higher levels which 
intern increases job satisfaction. 

Definition of Key Terms 

Transfer of training: it is the extent to which trainees 
apply their skills, attitudes, and knowledge acquired in a 

training to their jobs (Geilen, 1996). 

On-the-Job training: it refers to a non-structured or 
structured method of training that occurs at the 
workplace, while performing the task practically 
(Rothwell & Kazanas, 1994). 

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

Definition of Training and Transfer of Training 

Greenhaus, Callanan, & Godshalk (2000) in their ‘Model of 
Career Management’, explained the term training through 
three different approaches:  

1) working while training, which involved a formally 
designed training program, rotation of new employees 
within different departments and projects and working on 
challenging projects; 2) training while working, which 
involved apprenticeship of employees within the same 
unit;  

3) And full-time training, which involved training 
department to observe and oversee the rotations new 
entrant through various departments and many times 
assigns them special projects.  

However, it is important to ensure that employees are able 
to create a learning environment in order to make the 
training effective. The second step in ensuring the 
effectiveness of training is the application of skills and 
knowledge acquire during the training session in their job 
settings. This step is defined as the transfer of training 
concept that refers to the trainees’ ability to continuously 
apply what they have learned and acquired during the 
training (such as cognitive strategies, skills, knowledge, 
behaviours) effectively in performing job-related tasks 
(Noe, Hollenbeck, Gerhart, & Wright, 2006). 

Transfer of training 

Park & Wentling (2007) defined transfer of training as the 
extent to which trainees apply and generalize skills, 
abilities and knowledge to their jobs. Nikandrou, Brinia, 
& Bereri (2009) highlighted that for understanding the 
process of transfer of training, one should identify and 
analyze all the factors that affect trainees during and after 
the training sessions. 

Laker (1990) introduced 2 forms of transfer: 1) near 
transfer; and 2) far transfer. Far transfer shows that the 
acquired knowledge is utilized in irrelevant working 
conditions, while near transfer indicates the use of learned 
knowledge in situations that are similar to the training 

programs. Clark & Voogel (1985) explained that near 
transfer occurs when trainers tend to focus on practical 
relevancy of the training contents, i.e. when training 
contents and activities are similar to actual jobs, people 
can achieve maximum level of transfer of training. 
According to Lim & Johnson (2002), training design, 
instructional strategies, and content should be relevant to 
the objectives of transfer. Far and near transfer are viewed 
by Nikandrou et al. (2009) as indirect and direct transfer. 
The researchers further highlighted that the trained 
employees can apply the skills and knowledge acquired 
to their work in direct transfer, while indirect transfer 
suggest that trained employees might use their skills in 
the workplace. 

Factors affecting transfer of training 

Bhatti & Kaur (2010) conducted a research to identify the 
impact of training designs and individual factors of the 
transfer of training. Their research findings highlighted 
that perceived content validation can play an important 
role in developing positive reaction among trainees and 
increase the performance of self-efficacy among them. 
Moreover, the research findings proposed that perceived 
content validity and transfer design increased the 
performance of self-efficacy among trainees that results in 
maximizing the transfer of training through motivation.  

Saleh (2011) focused on identifying that influence transfer 
of training in the working environment from employees’ 
perspective. His research findings concluded that work 
environment, trainee characteristics, trainer attributes, 
training deign, and organizational culture are 
significantly related to the transfer of training. The 
researcher further suggested that it is essential to examine 
all the factors of training process in future.  

Lim (2000) conducted a research attempted to examine the 
impact of the training design on the transfer process of 
training provided by human resource development 
(HRD) in a multinational company. The researcher 
studied the training project of a Korean company. The 
research findings revealed that in the needs of trainees 
may vary in the cross cultural trainings. Therefore, the 
more satisfied the individual is from the training, the 
better the chances of positive transfer of training. 
Additionally, using diverse instructional methods was 
identified as a vital strategy for deigning training program 
that can lead to successful transfer of training. He also 
highlighted that trainees can excel the training content 
experientially and conceptually if the learning experiences 
are provided in diversified ways.  

Kia & Ismail (2013) conducted a research for investigating 
the relation between transfer of training and environment 
characteristics among the non-academic staff of a 
university. The research findings demonstrated a 
significantly positive relation between transfer of training 
and all the dimensions of environmental characteristics.  
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Lim & Morris (2006) highlighted that a supportive 
organizational culture involved the degree to which top 
management, supervisors, colleagues, and trainers help in 
optimizing the use of skills, attitudes, and knowledge gained 
by trainees in training sessions to their job-related tasks.  

Zumrah & Boyle (2015) highlighted that job satisfaction 
and perceived organizational support play an important 
role in the effective transfer of training in organizations. 
The research findings highlighted that job satisfaction 
serves as a mediating factor in the relation between 
transfer of training and perceived organizational support. 
A research conducted by (Chiaburu & Marinova, 2005) 
highlighted a positive relation between self-efficacy and 
pre-training motivation, predicting transfer of training. 
Providing similar conclusion, (Chiaburu & Lindsay, 2008) 
examined the role of self-efficacy in training transfer.  

Shad (2008) conducted a research to determine the impact 
of work environment on the transfer of skills, attitudes 
and knowledge acquired in training sessions. A sample 
size of 237 employees in 357 branches of banks of 
Islamabad and Rawalpindi was selected to conduct the 
survey. The research findings show that there is a positive 
relation between management support, peer support, 
opportunities available to employees, aesthetic and 
physical environment, and workload and transfer of 
training. Kim-Soon et al. (2014) identified that work 
environment has significant impact on motivation to learn 
and perceived training transfer. According to (Lim & 
Morris, 2006) transfer of training is restricted or hindered 
when trainees do not get enough opportunities to apply 
the learned skills. Furthermore, (Gilpin-Jackson & Bushe, 
2007) showed that it is critical to provide adequate time to 
transfer training otherwise it hinders transfer. 

Relationship between Transfer of Training and 

Motivation to Learn 

Motivation to transfer has been considered as an outcome 
variable of motivation to learn as per many studies (Burke 
& Hutchins, 2007). Highly motivated employees are more 
productive and performs their level best as per the 
researchers. These employees who are reliable and highly 
skilled are considered as an asset for the organization 
(Waiyaki, 2017). Employees’ commitment to their work 
and the amount of energy they exert on their jobs reflect 
to employees’ motivation. Herzberg et al. (1959) described 
employee motivation as “performing a work-related 
action because you want to”. 

Workplace environment must be like where employees 
want to be committed, stay long and considers 
organizations’ growth as their growth (Waiyaki, 2017). 
The human resource is equally important as financial 
resources to the organization. The growth of workforce is 
the growth of the organization therefore, the employees 
must be dealt with attention and humbleness (Cowling & 
Mailer, 2013). One of the important factor on which 
transfer of training by trainees and employee 

performance is based is employee motivation. As soon as 
level of motivation increases, employee’s willingness to 
take responsibilities and involvement in job also increases 
with the increase in performance. Satisfaction rises with 
the training is the reason that Learning through trainings 
affect the motivation of employees (Rowden & Conine, 
2005) and  more contented employees lead to good 
performance (Tsai & et al, 2007).  

Motivation of the employee is not only the responsibility 
of line manager but the joint efforts of line manager, top 
management, immediate boss of the employee and on 
employee itself (Bhuvanaiah & Raya, 2015). For 
enhancing the performance of employees, they can be 
motivated at the same time with both intrinsic as well as 
extrinsic motivation (Amabile, 1996). Study by Kim-Soon 
et al. (2014) suggests that there is a great impact of work 
environment on perceived transfer of training and 
learning motivation. 

There is a positive relation between self-efficacy and pre-
training motivation in prediction of training transfer by 
employees as stated in the research of (Chiaburu & 
Marinova, 2005). Chiaburu & Lindsay (2008) also provides 
the same results by examining the role of self-efficacy in 
transfer of training by employees. Another investigative 
research concluded that motivation to learn of trainees is 
the strongest factor of positive outcomes of training 
(Tziner et al., 2007).  

In a research conducted by Nikandrou et al. (2009), there 
is a significant role of characteristics of trainees in training 
transfer. Another investigative research conducted by 
Tziner et al. (2007) shows the same conclusion that 
trainees’ motivation to learn was found to be the strongest 
determinant of positive training outcomes. Following 
hypothesis is proposed on the basis of above mentioned 
studies: 

H1:  There is a direct impact of motivation to learn on 
transfer of OJT training. 

Relationship between Transfer of Training and 

Perceived Organizational Support (POS) 

According to Baldwin et al. (2009), active participation and 
commitment from management includes setting learning 
objectives and providing feedbacks.  Nawaz et al. (2013) 
focused on determining the effect of professional growth on 
experiences, knowledge and skills of employees through 
training. They adopted a co-deductive research method.  A 
sample size of 100 employees from 20 branches of 7 banks in 
Bahawalpur was selected. The research revealed that 
commitment level of top management has significant impact 
on professional growth of employees to boost their 
knowledge and capabilities. 

For the growth of employees’ positive attitudes and good 
peer relationships and commitment to jobs, POS is 
extremely essential. Employee’s job commitment and 
involvement as well as satisfaction increases as a result of 
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high POS as indicated by previous studies. When the 
employee feel that their organization values their hard 
work and cares about their well-being, they put much 
more effort and give their full loyalty to the organization 
(Lavelle et al., 2009) and this will then produce a more 
constructive transfer of training results to their 
organization (Zumrah et al., 2012). 

There is a positive relationship between supervisor 
support and transfer of training as mentioned in various 
previous studies. For example, (Xiao, 1996) concluded that 
level of supervision to be the most important interpreter 
of positive transference by completing a numerical study 
of women working in production groups in electronics 
manufacturing corporations. Communication between 
trainee and supervisor is the most important factor in the 
work environment affecting training transfer (Lim & 
Johnson, 2002). Brinkerhoff & Montesino (1995) examine 
transfer of training in training programs on behavioural 
skills, compared trainees who received support and 
guidance and trainees who did not, and results show 
transfer to be much greater for the group that received 
support and assistance. Seyler et al. (1998) carried an 
experiential study of environmental factors of motivation 
that affects training transfer. The environmental 
influences of motivation that took into account are: 
opportunities for utilization of training, peer support, 
supervisor approval and supervisor support. Support of 
supervisors is significantly associated to motivation to 
transfer as indicated by the outcomes of this study. 

Chiaburu et al. (2010) and Tracey et al. ( 2001) concluded 
that trainees/employees that work in a supportive 
environment indicated higher stages of pre-training self-
efficacy and pre-training motivation and was found to 
transfer training on their jobs with no difficulties. Al-Eisa 
et al. (2009) also examined the effect of self-efficacy as an 
individual characteristic and supervisor support as an 
organizational level aspect on transfer intent. Chiaburu et 
al. (2010) carried a study that confirmed the hypothesis 
that supervisor support is positively linked to individual 
aspects like training self-efficacy, motivation to transfer 
and learning goal orientation which further affected 
training transfer. Supervisors also greatly affect their 
subordinates’ goal orientation, which may linked to 
improved performance and better transfer of training 
(Chiaburu et al., 2010). 

Following hypothesis is proposed on the basis of above 
mentioned studies: 

H2:  There is a direct impact of perceived organizational 
support on transfer of OJT training. 

Relationship between Transfer of Training and 

Training Design 

The training procedure is carried by means of a training 
plan, which is a document enlisted by the firm to deliver 
personnel training for a particular period (Fernandez-

Salinero, 1999). A training plan eventually respond to 
organizational needs and aims for the continuous 
betterment of employee abilities and qualifications. To 
guide the process of conducting training activities is the 
main purpose of design. The process in which training 
designers carried a number of steps for solving a training 
problem and adapt the particular strategy to the 
organization’s specific circumstances is ‘design of training 
activities’ (Tres, 2002).  

The Characteristics of the learning environment is 
referred to training design (Noe R. , 2009). Some features 
of training design like compensation for training, 
distributive justice and learner-centered learning are 
applied to expand learning motivation concluded by 
different studies (Whitehill & Mcdonald, 1993); (Bell & 
Ford, 2007); (Nikandrou et al., 2009). A fair training 
program that comprises specific guidelines and 
information, a sincere concern for employee hopes and 
expectations, and the formation of an ethical foundation 
where moral behaviours are the basis for any dealing is 
referred to distributive justice (Quinones, 1997). Learning 
emphases on helping individuals in attaining strategies to 
improve their opportunities for self-knowledge, for 
example, to apply means-centered strategies. 

There must be the careful planning of training for the 
success of training programs and ultimately for the 
training transfer at the workplaces. (Nikandrou et al., 
2009). Training Motivation has been proven to be 
stimulated by training design (Gegenfurtner et al., 2009) 
and it is also vital to the fruitful training transfer by 
employees to their jobs (Axtell et al., 1997); 
(Kontoghiorghes, 2002) ; (Rouiller & Golstein, 1993). 

Wawira (2014) focused on identifying factors that affect 
transfer of knowledge acquired during training to the job 
in commercial banks of Kenya. According to the research 
findings, provision of supportive or additional guidance 
on application of skills on job, training guidelines and 
content significantly affected transfer of knowledge. 
Furthermore, trainer’s professional experience and 
knowledge of the topic also affected the transfer of 
knowledge.   

Bhatti et al. (2013) conducted a research to analyse the 
importance and role of factors related to training design 
and individual performance in transfer of training 
process. According to the research findings, perceive 
content validity and transfer design improved self-
efficacy performance of trainees. In addition, the 
researchers noted that self-efficacy plays a mediating role 
in transfer motivation, perceived content validity and 
transfer design.  

Following hypothesis is proposed on the basis of above 
mentioned studies: 

H3:  There is a direct impact of training design on transfer 
of OJT training. 
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Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

Figure 1: Relationship between dependent and 
independent variables 

The conceptual framework clearly show that training 
design, motivation to learn and perceived organizational 
support have a significant relationship with employees 
performance. Here transfer of training is a dependent 
variable where as training design , motivation to learn and 
perceived organizational support are independent 
variable that can have a strong and weak relationship. 

RESEARCH METHODOLOGY 

Sampling Technique and Sample Size 

The sampling technique that was used for this research is 
convenience sampling, based on which the data was 
collected on the basis of convenience of approachability. 
Convenience sampling is a non-probability sampling 
technique, which enables the research to collect data from 
the most easily approachable participants. Sample of 200 
employees has taken in this study. 

Data Collection Method 

Primary data was collected for this study. The data was 
collected using questionnaire survey, which were filled by 
employees of companies. Structured and formal, self-
administered survey questionnaire was developed which 
included statements based on 5-point Likert scale. These 
statements were developed by referring to previous 
studies conducted on factors affecting transfer of training.   

The four questions of Transfer of Training variable and 
four questions of Perceived Organizational Support 

variable are adopted from Gill et al. (2016). The first 
question of Motivation to Learn variable is adopted from 
Gill et al. (2016) and other four questions of this variable 
are adopted Kim-Soon et. Al., (2014). The first two 
questions of Training Design variable were again 
adopted from Gill et al. (2016) and other three questions 
of this variable are adopted from Lim (2000). 

First the instrument was developed and was reviewed by 
the supervisor for ensuring that it is understandable and 
comprehensive. Participants were briefly informed about 
the research aim and background. The participants were 
ensured that their information will be kept confidential 
and will not be disclosed.  

Data Integration Method 

For answering the research questions, the data collected 
using questionnaire surveys was analysed through Smart 
PLS Software. Deductive methods were used for this 
study. Responses are analysed using descriptive statistics, 
confirmatory factor analysis and structural equation 
modelling. 

DATA ANALYSIS 

Table 1: Descriptive Statistics of demographic information 

Respondents 

demographic 

profile 
Groups  Frequency Percentage 

Level/Grade 
of 
respondents 

Managerial Level 85 42.5% 

Assistant Level 65 32.5% 

Officer Level 36 18% 

Others 14 7% 

Sector of 
respondents’ 
organization 

Textile Sector 45 22.5% 

Banking and 
Finance Sector 

65 32.5% 

Manufacturing 
Sector 

35 17.5% 

Software 24 12% 

Others 31 15.5% 

Gender 
  

Female  62 31% 

Male  138 69% 

Age   
  
  
  
  

Less than 25 55 27.5% 

25-30 97 48.5% 

31-35 35 17.5% 

36-40 8 4% 

Greater than 40 5 2.5% 

Qualification   
  
  
  

Bachelors 73 36.5% 

Masters  113 56.5% 

M.Phil/PhD  11 5.5% 

Others 3 1.5% 

Length of 
Service  

Less than a Year 40 20% 

1-2 years 0 - 

2-5 years 53 26.5% 

5-6 years 18 9% 

6-10 years 78 39% 

More than 10 years 11 5.5% 

Monthly 
Income 
 

Less than 25,000 pkr 17 8.5% 

25,000 pkr to 50,000 
pkr 

90 45% 

51,000 pkr to 75,000 
pkr 

35 17.5% 

76,000 pkr to 100,000 
pkr 

22 11% 

More than 100,000 
pkr 

36 18% 

Motivation  
to Learn 

 

Perceived  
Organizational  

Support 

 

Training  

Design 

Transfer of Training 
(Employee Performance) 
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Above is the demographic information of 200 respondents 
with male (69 %) and female (31%), less than 25 years (27.5 
%), 25-30 years (48.5%), 31-35 years (17.5%), 36-40 years 
(4%), and Greater than 40 (2.5%). For qualification, 
bachelors are (36.5 %), masters are (56.5 %), M.Phil/PhD 
are (5.5%) and others are (1.5%). 20% are less than one year 
of experience, 26.5% are 2-5 years of experience, 9% are 5-
6 years of experience, 39% are 6-10 years of experience and 
5.5% are More than 10 years of experience. 42.5% of 
respondents are of Managerial Level, 32.5% are of 
Assistant Level, 18% are of Officer Level, and 7% are from 
other levels or grades in the Organization. For Sector in 
which respondents’ organization falls, 22.5% are from 
textile sector, 32.5% are from Banking and Finance Sector, 
17.5% are from Manufacturing Sector, 12% are from 
software and 15.5% are from other sectors. 

Table 2: Mean, Standard error and Standard Deviations 

Variables 
Questions  Mean S.E 

Std. 

Dev 

Transfer of 
training 
 

Using the new knowledge 
and skills acquired from 
the training has helped me 
improve my work. 

3.99 0.067 0.95 

I can accomplish my tasks 
faster than before training.  

3.51 0.073 1.04 

The quality of my work has 
improved after using new 
knowledge and skills 
acquired from the training 
course. 

3.99 0.064 0.91 

I make fewer mistakes in 
the job activities after 
acquiring new skills from 
training. 

3.59 0.070 0.99 

Perceived 
organizatio
nal support 

My organization cares 
about my opinions. 

3.48 0.072 1.02 

My organization strongly 
considers my goals and 
values. 

3.41 0.074 1.05 

Help is available from my 
organization when i have a 
problem. 

3.68 0.072 1.02 

My organization is willing 
to help me when i need a 
special favour. 

3.46 0.072 1.03 

Motivation 
to learn 

I am very much satisfied 
with the training courses 
taken. 

3.62 0.067 0.95 

Training will increase my 
personal productivity. 

3.96 0.068 0.96 

I probably find 
opportunities for learning 
new skills motivating. 

3.88 0.068 0.96 

I get excited when I think 
about trying to use my new 
learning on my job. 

3.93 0.072 1.02 

I believe that training helps 
me do my current job 
better. 

3.79 0.072 1.03 

Training 
design 

I often take training courses 
related to my job. 

3.35 0.072 1.02 

There is a continuing 
training plan in my 
company. 

3.33 0.076 1.08 

Training involves 
participatory learning 
method. 

3.60 0.067 0.95 

Training is based on step-
by-step instruction moving 
from basic to advanced 
learning content. 

3.74 0.068 0.96 

Training sessions are held 
by demonstration of 
specific examples. 

3.62 0.066 0.94 

There are 4 items in the questionnaire for dependent 
variable i.e. Transfer of Training. All mean values of the 
items for ‘Transfer of Training’ lie within the range of 
3.51-3.99. The mean value for both first and third item is 
3.99 which is above average and the standard deviation 
for both are 0.95 and 0.91 respectively that reflects that 
these values are much closer to the mean of data set. The 
mean value of second and fourth item is 3.51 and 3.59 
respectively and standard deviation is 1.04 and 0.99 
respectively. Lower standard deviation shows that values 
are not dispersed away from the mean of data set and 
above average mean shows that responses are more 
towards ‘Strongly agree’ in the five point likert scale. 

The mean value of 4 items of independent variable i.e. 
‘perceived organizational support’ lies in the range of 
3.41-3.68. The mean value of 3rd item with standard 
deviation 1.02. Same goes for 1st, 2nd and 4th item that 
shows mean values 3.48, 3.41 and 3.46 respectively with 
standard deviation 1.02, 1.05 and 1.03 respectively. Here 
mean values are above average but lower than that of 
‘transfer of training’ but standard deviation is slightly 
more than that of ‘Transfer of Training’. 

The mean values of five items of independent variable i.e. 
‘Motivation to Learn’ lies in the range of 3.62-3.96 with 
standard deviations in the range of 0.95-1.03. Here mean 
values are above average with low standard deviations 
which shows responses are more towards ‘Strongly agree’ in 
five point likert scale and less dispersed from mean value.  

The mean values of five items of independent variable i.e. 
‘Training Design’ lies in the range of 3.33-3.74 with standard 
deviations in the range of 0.94 to 1.08. Mean values are above 
average but not more than that of ‘Motivation to Learn’ and 
‘Transfer of Training’. Here standard deviations are low but 
higher than that of other variables. 

Structural Equation Modeling 

Structural equation model (SEM) was used to test the 
hypotheses which has been done by smart PLS software. 
A technique has been used known as bootstrapping to test 
all the direct and indirect effects on variables (Shrout & 
Bolger, 2002).  
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Measurement of Outer Model 

In Smart PLS Software, test of convergent and 
discriminant validity is conducted to check the reliability 
and validity of the instruments and this is the ultimate aim 
of measure of fit in measurement model. 

Composite Reliability 

Reliability implies stability of questionnaire outcomes. For 
the similar target population, at whatever point the 
questioner reutilize the questionnaire it will give similar 
outcome. It demonstrates inside consistency & 
repeatability of the survey is high. The primary measure 
for unwavering quality is to maintain a strategic distance 
from unfairness in research. In this manner, it tends to be 
improved by testing the pursuit procedure and 
investigation, as is done utilizing diverse research and 
examination techniques or different researchers. This also 
incorporates the dependability and legitimacy of the 
exploration. 

Table 3: Composite reliability outcomes 

Variables 
Composite 

Reliability 

Motivation to Learn 0.932 

Perceived Organizational Support 0.918 

Training Design 0.890 

Transfer of Training 0.872 

Factor loadings significant 

Below is the table of confirmatory factor analysis with the 
loadings. Variables with the loading of 0.5 are considered 
as strong loading variables whereas the variables with the 
loading of below 0.5 are considered as weak loading 
variables and it is better to remove them from table.  

Table 4: Confirmatory factor analysis with the loadings 

Variables Constructs Items  

loading 

T  

Statistics 

P  

Values 

Motivation to 
Learn 

Motivation_1 0.794 22.591 0.000 

Motivation_2 0.887 37.624 0.000 

Motivation_3 0.884 39.606 0.000 

Motivation_4 0.853 26.464 0.000 

Motivation_5 0.864 36.246 0.000 

Perceived 
Organizational 
Support 

OrgSupport_1 0.858 28.909 0.000 

OrgSupport_2 0.877 35.874 0.000 

OrgSupport_3 0.899 56.166 0.000 

OrgSupport_4 0.795 23.522 0.000 

Training 
Design 

TDesign_1 0.716 16.868 0.000 

TDesign_2 0.682 12.760 0.000 

TDesign_3 0.852 32.467 0.000 

TDesign_4 0.839 31.852 0.000 

TDesign_5 0.834 32.424 0.000 

Transfer of 
Training 

Transfer_1 0.871 34.716 0.000 

Transfer_2 0.695 9.772 0.000 

Transfer_3 0.877 37.232 0.000 

Transfer_4 0.723 13.105 0.000 

It is shown above that the constructs related to 
independent variables i.e. Motivation to Learn, Perceived 
Organizational Support and Training Design as well as 
dependent variable i.e. Transfer of Training, are having 
loading values more than 0.70 except TDesign_2 and 
Transfer_2 that has loading values of 0.682 and 0.695 
respectively which are also above 0.5. Therefore, it 
indicates strong loading values. On the other hand, t 
values are more than 1.96 for all constructs along with p 
values that are less than 0.05 i.e. above 99% confidence. 

Convergent Validity 

Convergent validity is established when AVE values are 
greater than 0.5. Fornell & Larcker (1981) states that when 
the variance extracted values are greater than 0.5 then 
loadings are good and are termed as effective for the 
study but when they are less than 0.5, they are termed as 
less effective for the study. 

Table 5: Convergent validity display and result 

Variables 
Cronbach's  

Alpha 
Rho_A 

Composite  
Reliability 

Average  
Variance  
Extracted  

(AVE) 

Motivation  
to Learn 

0.909 0.912 0.932 0.735 

Perceived  
Organizational  
Support 

0.881 0.886 0.918 0.736 

Training  
Design 

0.847 0.864 0.890 0.620 

Transfer of  
Training 

0.805 0.836 0.872 0.633 

Reliability was evaluated using Cronbach’s Alpha. 
Values of each variable was above the threshold value 
i.e. 0.70. This is the range of acceptable reliability value. 
The acceptable value of Cronbach’s alpha is 0.70 to 1. A 
questionnaire is said to be reliable and valid if 
Cronbach’s alpha lies in above declared range. The 
number of items for one dependent variable ‘Transfer of 
Training’ are 4 and the Cronbach’s Alpha is 0.805. This is 
showing a reliable Cronbach’s Alpha. The Cronbach’s 
Alpha for first independent variable ‘motivation to learn’ 
has a value 0.909 with number of items 5. This is also a 
reliable value. The Cronbach’s Alpha for the 2nd 
independent variable ‘Perceived Organizational 
Support’ is 0.881 with number of items 4. This value is 
also reliable if compared to the range (0.7-1.00). The 
Cronbach’s Alpha for the 3rd independent variable 
‘Training Design’ has a value 0.847 with number of items 
5. Hence, all 4 variables are reliable including dependent 
as well as independent variables. 

Above table clearly shows that AVE values are greater 
than 0.5 for all the variables including Motivation to 
Learn, Perceived Organizational Support, Training 
Design and Transfer of Training. So, we can say that it 
supports convergent validity. 
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Discriminant validity 

When the variables are having an AVE values more than 
0.5, discriminant validity results are satisfactory (Chin, 
1998). Discriminant Validity tests are being conducted in 
order to see whether non-related ideas or measurements 
are in fact unrelated or not. 

Table 6: Discriminant validity results 

Variables Motivation  
to Learn 

Perceived 
Organizational 

Support 

Training  
Design 

Transfer  
of 

Training 

Motivation  
to Learn 

0.857       

Perceived 
Organizational  

Support 
0.608 0.858     

Training 
Design 

0.769 0.596 0.788   

Transfer of  
Training 

0.754 0.495 0.655 0.796 

In the above table, it clearly shows that discriminant 
validity results are satisfactory, which explains that 
minimum 50% variance was took by the variables. 

Table 7: Model fit measures  

Fit Summary 

  Saturated Model Estimated Model 

SRMR 0.072 0.072 

d_ULS 0.895 0.895 

d_G 0.332 0.332 

Chi-Square 393.396 393.396 

NFI 0.841 0.841 

HYPOTHESIS TESTING 

 

Figure 2: Pls Algorithm 

Above model shows that R square value is 0.178 that 
determines the variation caused in Transfer of Training 
due to Training Design. This clearly specifies that 
Training Design has 17.8 % impact on Transfer of 
Training. Next, model shows that R square value is 0.604 

that determines the variation caused in Transfer of 
Training due to Motivation to Learn. This clearly specifies 
that Motivation to Learn has 60.4% impact on Transfer of 
Training which is the highest of them all. Next, model 
shows that R square value is 0.021 that determines the 
variation caused in Transfer of Training due to Perceived 
Organizational Support. This clearly specifies that 
Perceived Organizational Support has 2.1% impact on 
Transfer of Training. 

Table 8: Results of hypothesis 

Hypothesis (STDEV) T 

Stat 

P 

Values 

Decision 

H1: There is a direct impact 
of motivation to learn on 
transfer of OJT training. 

0.071 8.545 0.000 Supported 

H2: There is a direct impact 
of perceived organizational 
support on transfer of OJT 
training. 

0.072 0.298 0.766 Not  
Supported 

H3: There is a direct impact 
of training design on 
transfer of OJT training 

0.081 2.206 0.028 Supported 

The independent variables (Motivation to Learn and 
Training Design) are having positive relationship with 
Transfer of Training as both of the p-values are less than 
0.05 which confirms that both Motivation to Learn and 
Training Design will have a direct impact on Transfer of 
Training. But the independent variable i.e. perceived 
organizational support does not show the positive 
relationship with Transfer of Training as the p-value of 
this variable is more than 0.05.  

In PLS-SEM, bootstrapping is one of the key stride, which 
gives the data of constancy of factor guesstimate. Sub-
tests are drawn everywhere from the first example 
including substitution, in this process (Hair et al., 2017).  

 

Figure 3: PLS Bootstrapping 

T-values and their significance can be seen in the above 
table and model. Hypothesis is accepted if the level of 
significance is less than 0.05 and t-value is greater than 
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1.96. But if the level of significance is more than 0.05 and 
t-value is greater than 1.96, then hypothesis is rejected 
and null hypothesis is accepted. Here, we see that 
Motivation to Learn and Training Design both have the t-
values > 1.96 with level of significance less than 0.05. So, 
our hypothesis of these two variables are accepted that, 
There is a direct impact of Motivation to Learn on transfer of 
OJT training and There is a direct impact of Training Design 
on Transfer of OJT training. The t-value of Perceived 
Organizational Support is less than 1.96 and level of 
significance is more than 0.05, therefore our hypothesis 
cannot be accepted and it shows that there is no direct 
impact of Perceived Organizational Support on transfer 
of OJT training. 

DISCUSSIONS 

Critical Debate 

Transfer of OJT training play an important role in 
determining the effectiveness of OJT training provided to 
employees in an organization. According to the results it 
was observed that most of the participants belonged to 
Managerial Level and Assistant levels, and were male 
mostly. It was observed through the literature review, that 
motivation to learn plays an important role in transfer of 
training. The results of this research highlight that the 
motivation of different organizations’ employees in 
Pakistan also plays a significant role in the transfer of OJT 
training at work. They were found to have strong 
understanding of the importance of OJT training and 
development in having a successful career development. 
Employee’s motivation to learn new things can increase 
their confidence to acquire new skills and apply their 
learned knowledge in performing different tasks. 
Furthermore, they think that OJT training helps them in 
doing their work in a better way. These findings were 
supported by Kim-Soon et al. (2014) and Maung & 
Chemsripong (2014) highlighting a significant impact of 
motivation to learn on the transfer of training. Employees 
who understand the importance of training are more 
likely to transfer the OJT training more effectively as 
compared to others.  

Furthermore, this study revealed that training design also 
have a significant impact on transfer of OJT training in 
workplaces in Pakistan. This finding significantly matches 
from the findings of previous studies. According to 
Wawira (2014) and Bhatti et al. (2013), different factors of 
training deign (content, delivery, examples, etc.) play a 
significant role in effective transfer of training. According 
to the employees, the OJT programs include practical 
demonstrations. Furthermore, employees find content to 
apply to their work not that much difficult as it is easily 
available and can be easily comprehend. The employees 
in workplaces in Pakistan were not found to face difficulty 
in accessing to training material and these employees are 
able to relate their OJT trainings. Moreover, Bhatti & Kaur 

(2010) also highlighted that content validity of the training 
design plays an important part in increasing the self-
efficacy of employees, which increases the effectiveness of 
the training program. Velada & Caetano (2007) also 
showed a positive impact of training design on the 
transfer of training.  

Lastly, the study revealed that Perceived Organizational 
Support does not have any significant impact on transfer 
of OJT training at workplaces in Pakistan. This finding 
significantly contradicts from the findings of previous 
studies. On the contrary, Nawaz et al. (2013) and Baldwin 
et al. (2009) have revealed that management can provide 
support in different ways, such as by providing feedback, 
by actively participating in the trainings, by attending 
trainings, and by encouraging employees to come up with 
new ideas that can improve the working processes. The 
extent to which supervisors’ support as well their 
perception about a trainee may be an important factor 
affecting individual ability to transfer the knowledge 
acquired during OJT training to the workplace. There are 
a number of ways through which management provides 
support for transfer of OJT training. Previous Studies 
demonstrate that supervisors support ‘transfer of OJT 
training’ through empowering their employees. Here 
Employees at workplaces in PAKISTAN highlighted that 
they are not properly rewarded even if they successfully 
transfer their learnings to their work. Supervisors does not 
really help their employees to a great extent in application 
of what employees have learnt from their on-the-job 
trainings while performing their duties. 

CONCLUSION 

Training plays an important role in the development of 
employees at different organizations in Pakistan. 
However, there are a number of factors identified through 
literature that affect the transfer of knowledge gained 
during OJT trainings to the work or task. Heavy budgets 
training goes in vain mostly when they are not transferred 
or implemented by trainees on their jobs due to various 
factors.  

The training transfer is a difficult challenge for 
organizations that are focusing on outcomes from the 
investments on training programs (Chiaburu et al., 2010b). 
In a study, researchers found that, the new learned 
knowledge, skills and attitudes had used by only 62 
percent of employees right after training. After 6 months, 
it fell to 44 percent and further decreased to 34 percent 
after one year duration (Saks & Belcourt, 2006). A recent 
study shows that the trainees’ transfer performance fell 
within three weeks after training indicated by 56 trainees 
(Vermeulen & Admiraal, 2009).  

Although, a number of studies have been focused on 
transfer of training, the little evidence was available on 
both individual as well as organizational factors that have 
a significant impact on transfer of skills and knowledge on 



Fatima and Siddiqui: Factors Affecting Transfer of On-The-Job Training at Workplaces in Pakistan                                                                                                                                   (13-28) 

Page 24                                                                                                                                                          Asian Business Review ● V1olume 10 ●Number 1/2020 

job (Bhatti & Kaur, 2010; Cheng & Ho, 2001). This is the 
basic gap that is analyzed in the previous studies of 
transfer of training. 

Different studies focus on single factor of organizational 
context i.e. Impact of organizational support on transfer of 
training. For example, Colquitt et al. (2000) found that 
there is a positive impact of supportive transfer climate on 
transfer of training. In contrast, there is a negative impact 
of unsupportive transfer climate on transferring the new 
knowledge at work place (Aguinis & Kraiger, 2009). 

Therefore, the study presented in this paper is conducted 
to help address this gap by examining the combined 
effects of motivation to learn (a trainee characteristic), 
perceived organizational support (POS) (a work 
environment factor) and training design (a training 
characteristic) on transfer of training at the workplaces in 
Pakistan. It will then cover both individual as well as 
organizational factors which are not previously studied in 
one research in Pakistan. 

This research is focused on analysing the factors that affect 
transfer of OJT training at workplaces in Pakistan. This 
study adopted a quantitative research method, and data 
was collected through survey questionnaires. In Pakistan, 
there is a dynamic work environment so a sample of 200 
participants is surveyed from different sectors. Data is 
analysed through SMART PLS software. Based on the 
research findings it was concluded that ‘Perceived 
Organizational Support’ does not have any significant 
impact on the transfer of OJT training at workplaces in 
Pakistan. In Pakistan, the level of Organizational support 
is not to that satisfactory level perceived by employees. 
However, ‘motivation to learn’ and ‘Training Design’ 
have a significant impact on transfer of OJT training at 
workplaces. This shows that even though, if the 
organization support is not available here, the motivation 
to learn new things and to implement it to the workplace, 
and effectively designed training can overcome the issues. 
When employees are motivated, their job satisfaction 
increases and they implement their knowledge gained 
during training to their jobs without any hesitation as 
their feeling of belongingness to their workplaces 
increases.  Furthermore, it also concludes that it is very 
important to provide a conducive work environment that 
motivates people to learn new things and come up with 
new ideas to solve different work-related issues. 

PRACTICAL IMPLICATIONS AND RECOMMENDATIONS 

Based on the research findings, it shows that OJT is being 
carried out without any management and supervisors’ 
support that helps the trainees implement what they have 
learnt. Hence, it is important for the organizations to 
improve this aspect in future. Management can provide 
support in different ways, such as by providing feedback, 
by actively participating in the trainings, by attending 
trainings, and by encouraging employees to come up with 

new ideas that can improve the working processes. So, the 
organizations in different sectors in Pakistan need to 
improve their support and guidance system by managers 
and supervisors. Studies demonstrate that eliminating 
barriers to application and transfer of OJT training in the 
work environment is the most significant form of support 
provided by supervisors and top management. 
Supervisors should encourage their employees to apply 
their learned knowledge in order to devise new ways for 
performing their tasks. It is also important to make the 
trainees comfortable by providing friendly and 
supportive environment in which they could ask anything 
at any time to lift their performance to the highest levels. 
Management should support and provide guidance to 
employees at every level in order to achieve strategic goals 
of the company.  

LIMITATIONS OF THE STUDY 

There are several limitations of this study. One of the 
major limitation for the study is time and budget 
constraints. Moreover, the study is limited to 
quantitative/qualitative survey design as a result of 
budget constraints and does not include observatory 
analysis which does not allow the researcher to ask 
detailed questions from the research participants. Another 
limitation is that not every sector from Pakistan is covered 
in this research due to time and accessibility issue. Sample 
size is 200 which couldn’t cover the small sectors but 
major business sectors are included in this study. Non-
Probability sampling i.e. Convenience Sampling 
technique is used in data collection.  
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