A




T |

This is to certify that the

dissertation entitled

A COMPARATIVE STUDY OF SUPERVISOR IMPACT ON THE
TRANSFER OF TRAINING AS MEASURED BY
JOB PRODUCTIVITY, EFFECTIVENESS
AND SATISFACTION

presented by

Lynn D. Bradfield

has been accepted towards fulfillment
of the requirements for

Doctor of Philosophy degreein _Department of Education

(atdi /—/(-'1"4 <

Major professor

Date 12/5/92

MSU is an Affirmative Action/Equal Opportunity Institution 0-127T1




LIBRARY

Michigan State
University

PLACE IN RETURN BOX to remove this checkout from your record.
TO AVOID FINES return on or before date due.

DATE DUE DATE DUE DATE DUE "

MSU Is An Affirmative ActiorVE qual Opportunity Institution
ci\circ\datedus.pm3-p. 1




A COMPARATIVE STUDY OF SUPERVISOR IMPACT ON THE
TRANSFER OF TRAINING AS MEASURED BY
JOB PRODUCTIVITY, EFFECTIVENESS

AND SATISFACTION

By
Lynn D. Bradfield

A DISSERTATION

Submitted to
Michigan State University
in partial fulfillment of the requirements
for the degree of

DOCTOR OF PHILOSOPHY

Department of Education

1992



ABSTRACT
A COMPARATIVE STUDY OF SUPERVISOR IMPACT ON THE
TRANSFER OF TRAINING AS MEASURED BY

JOB PRODUCTIVITY, EFFECTIVENESS
AND SATISFACTION

By
Lynn D. Bradfield

The purpose of this study was to examine the effects of
various methods of supervisor reinforcement on the
transference of training to on-the-job performance as
indicated by measures of job productivity, effectiveness and
satisfaction.

Employee/supervisor work groups in three treatment
groups (A, B, and C) received support and reinforcement of
training from their supervisors. Only supervisors in
treatment Group A received reinforcement follow-up support
from the company training department staff. Group B work
groups were provided with the opportunity to observe the
modeled reinforcement of Group A supervisors. Group C
served as a control group for supervisor follow-up and
reinforcement, and the modeling environment.

Four dependent variables were used for this research.
First, perceptions of course quality were measured by an
end-of-course evaluation. The second variable, job

satisfaction, was measured in a pretest-posttest fashion by



the Minnesota Job Satisfaction Questionnaire. The last two
variables, productivity and

effectiveness, utilized on-the-job performance measures from
existing computerized reports.

Hypotheses testing resulted in the following findings:

1. Employees who's supervisors were supported by the
training department showed a statistically significant
increase in productivity over employees who's supervisors
provided self-directed reinforcement.

2. Employees who's supervisors were supported by the
training department showed a statistically significant
increase in effectiveness over employees who's supervisors
provided self-directed reinforcement.

3. Both supervisors and employees felt positive about
the content and relevancy of the training.

4. Although not statistically significant, supervisors
supported by the training department showed an increase in
job satisfaction over supervisors providing self-directed
reinforcement.

5. Although not statistically significant, employees
who's supervisors were supported by the training department
showed an increase in job satisfaction over employees who's
supervisors provided self-directed reinforcement.

Based on this study's findings, supervisors responsible
for reinforcing employee on-the-job training will be more

successful if provided actual or modeled support.
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CHAPTER I

INTRODUCTION

In corporate America today, getting results is what
matters. Structures for accountability and rewards exist in
almost every facet of the business environment. The primary
function of such structures is the reinforcement or
achievement of results. Manufacturing lines are held
accountable for rate of output and high quality:; selling
functions, for sales and earnings; engineers, for the design
of machinery, which increases productivity and improves
quality. Training functions, however, usually are held
accountable for their activity in terms of number of
programs offered; participants who attended, and costs for
materials, external vendors, and audiovisual equipment.
There is little or no accountability for long range impact
or results of training activities in regard to improved
employee ability and productivity. (45,62)

Skill transfer from the classroom to the job is
frequently a concept which receives little or no attention.
Trainers have only just begun to realize that regardless of
how well needs are assessed and instruction delivered,

training efforts will do very little good if they do not
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improve job performance. Instruction can provide people
with new information, insights, and skills, it cannot
guarantee that they will then be applied on the job. For
this reason, all training events should be designed and
implemented with an eye toward the conditions in which
learning will have to be applied. Thus the most important
role of training is that of the person or persons
responsible for the training transfer. Unfortunately, the
little research that has been done in this area shows that
training practitioners do not spend much time on ensuring
that what they teach is transferred back to the jobs of the
employees. (62,55)

Generally, the training department's major purpose is
to offer and deliver courses that provide employees with
skills and knowledge, and to do so in a high-quality
learning environment. Whether the learning experience is
delivered in a classroom or by other means, the end-of-
course evaluation is often the only evaluative tool. While
they do provide valuable information about the program, such
evaluations do not collect data about the application of new
knowledge or skills to the job. (62,24,32) On-the-job
application of training, if considered, is the
responsibility of the employee and his/her supervisor.
Unfortunately, most supervisors have no idea of how to
reinforce or even what type of reinforcement would
facilitate or increase the likelihood of on-the-job transfer

of training. Most do not even realize that they should
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reinforce training. Employees are left to their own devices
or inclinations regarding the utilization of training in
daily job activities. (62)

Recent statistics compiled by the American Society for
Training and Development indicate that both investment in
training and development and the role of training in meeting
business objectives will increase over the next three years.
Currently, 63% of 225 Fortune 500 companies provide training
to over 20% of their employees. This is up from 1987 when a
U.S. Census report on training in America reported that only
10% of all U.S. employees received employer provided
training. (47, 3) Based on this information, projections
indicate that training activities will continue to grow.
However, the size of that growth, as always in the business
arena, will depend largely on the ability of training to
demonstrate added value to the company.

As companies continue to face a stagnant economy, they
will be forced to make better use of their workforce if they
hope for growth and profitability. Companies in recent
years have begun to focus on designing more effective
employee recruitment, selection and training practices.
These practices are designed to improve the quality of the
workforce pool and, ultimately, productivity. (32) Thus, it
appears that management out of necessity is or very soon
will be actively involved in the training process ...

ensuring that training is transferred to the worksite. (55)
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With these elements in operation, it is the general
purpose of this study to explore and compare the impact of
training on employee job satisfaction, productivity and
effectiveness when training transfer is encouraged and

reinforced by the on-the-job supervisor.

Statement of the Problem

Transfer of training is of paramount concern for
training researchers and practitioners. Despite research
efforts, there is a growing concern over the "transfer
problem". The conditions of transfer include both the
generalization of learned material to the job and
maintenance of trained skills over time on the job. (3) A
central idea in training for the last 20 years has been that
knowledge and skills are different and need different
training methods. (55)

Business and Industry Managers have through hit and
miss come to the realization that knowledge can be taught in
the classroom effectively and relatively inexpensively.
However, skill training presents another matter. To
simulate a skill in the classroom, the learner must perform
using role plays, case studies, actual practice or similar
methods. (55) Such simulations have a couple of problems:

* They are seen as artificial, particularly to
experienced or seasoned learners.

* There is never sufficient time in the average
program to provide enough repeat practice for
actual acquisition of the skill.

* Even if learners sufficiently demonstrate skills
during classroom training, most lose or forget
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the newly acquired skill upon returning to their
work environment. (55)

Because training involves making change, many training
sessions do indeed provide reinforcement during the training
session, but not afterward. The trainee returns to his/her
job stimulated, even motivated to try out some new ideas.
However, the rest of the work environment has not changed.
There are problems associated with change in an
organization; people resist it and cling to comfortable
habits. Pressures of deadlines, budgets and bosses sabotage
change. (34)

Few people can really make a significant change without
the opportunity to practice in a "safe" way. The initial
momentum of a training session will never last very long
without a series of "booster shots". (34)

It is because of this that many of the larger, more
experienced corporations are moving their skills training
out of the classroom and into the job where daily situations
create realistic opportunities to develop skills. Repeated
practice and reinforcement over an extended time is also
available. (48,55)

As mentioned earlier, it does not matter how expertly
skills are taught and demonstrated in the classroom, unless
they are followed up and reinforced on the job, most of
their effectiveness will be lost. (51) XEROX Corporation,
after several studies found, that the absence of on-the-job
follow-up coaching could create a loss of as much as 87% of

the skills gained during a training program. (56)
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XEROX conducted a practitioner study to analyze the
effectiveness of coaching on one group of branch sales
people. The branch selected was a poor performing unit and
had been so for several years. Conventional classroom
training had not improved results so XEROX implemented a
coaching program. The program provided branch managers with
coaching methods and techniques for analyzing sales skills.
Within only two months the branch showed marked improvement.
The increase was one of quality and skill, not just more
business calls. (60)

XEROX found that skills learned in a classroom setting
become awkward and uncomfortable when the employee tries to
implement them back at the worksite. New skills do not
bring instant results. 1Initially, employees attempting to
use new skills go through an awkward period, illustrated in
the decline in Figure 1.1, where the newly acquired skill
does not feel natural and is not bringing results. This
period is often called "results lag" or "performance dip".
This is the time it takes a learner to become effective in
utilizing their new-found skill. If the learner does not
make it through this performance dip he/she will loose the
new skill. However, those that persevere gain the expected

rewards as Figure 1.1 shows. (60)
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Figure 1.1
Transfer of Skill Training

Short Term Long Term
Pre-Training Training Iimpact Impact

Performance

B Skill Loss B Skill Gain

Figure 1.1 illustrates two types of behavior that may
result from the training transfer process. During training,
skills are taught or enhanced with little or no change in
performance as demonstrated by the flat line. People leave
the training program planning to use some or all of what was
taught. Back on the job, they attempt to use the new skills
and find that their performance dips below what it was
before training. This performance dip is illustrated by the
decrease during Short Term Impact. It is immediately after
training, during the performance dip, that new skills are
most vulnerable to extinction. If the work environment does
not support and encourage learners to use the skills (even
though initial results may be disappointing), and if
supervisors are not prepared to coach and reinforce the

skills and if learners are punished for reduced results
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rather than rewarded for using these new approaches or
techniques, then skills will disappear resulting in the
SKILL LOSS CURVE demonstrated in Figure 1.1. However, if
learners are using the skills after the training program and
the work environment is reinforcing the use of the new
skills a SKILL GAIN CURVE will occur over time and it will
surpass previous performance. (60,62)

Few learners make it through the performance dip unless
they receive coaching or reinforcement, they cannot maintain
the newly acquired skill. Alan Gist in "Helping Adults
Apply What They Learn", indicates that most people will try
the new skill for a little while, then find it awkward and
uncomfortable. The new skill is not bringing about instant
results, so they go back to their old ways. (46) According
to XEROX and numerous other studies, once the learner makes
it through the performance dip, when the new skills start
bringing actual results, the learner's success will become
self-reinforcing. (34,46,52,59,60,62,70)

Since relatively few longitudinal studies have been
completed for business and industry, it is difficult to
determine the degree to which training needs to be
reinforced in order for it to be adequately transferred to
on-the-job performance. Further, once training skills have
been transferred to on-the-job performance, it must be
determined if the transference will have an impact on

employee performance. (3,33)
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Statement of the Purpose

To date many studies, like XEROX, can only speculate
the reasons for improvement. Research available on skill
transfer focus' on three elements: training design, trainee
characteristics and environment. (3) Extensive research has
been conducted in these areas. Unfortunately most of the
data collected for these studies was based on self reported
immediate measures taken directly upon completion of
training. (3)

This study was designed to expand the impact and
maintenance of training skills beyond the classroom setting.
Supervisory reinforcement of training was used to encourage
training transfer to on-the-job performance. Skills learned
during training need to be moved from the classroom into the
job where daily situations create realistic opportunities to
develop and reinforce skills. On-the-job repeated practice
over time and supervisor reinforcement need to encourage
employees to utilize the skills they learned in the
classroom. Supervisory monitoring and various training
support activities and techniques were employed to assist
the learner in not only transferring but practicing the new
found skills or techniques. (60)

The purpose of this study is to examine the effects of
various methods of supervisor reinforcement on the
transference of training to on-the-job performance as
indicated by measures of job productivity, effectiveness and

satisfaction.
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Research Questjons

Five research questions were investigated during this
study:

1. Given a variety of adjunct training activities
related to improving work performance, does on-the-job
transference of training take place without reinforcement of
the supervisor?

2. What is the effect on employee productivity and
effectiveness if supervisors receive reinforcement?

3. What is the effect of supervisor reinforcement on
employee job satisfaction?

4. Given a variety of work situations, what effect
does the overall employment environment have on a
supervisor's ability to reinforce training?

5. Given management support and the opportunity to
impact employee performance through reinforcement of

training, will supervisors' job satisfaction improve?

Research Hypothesis

From the above research questions, the following
research hypotheses were derived:

1. Employees who's training is reinforced by
supervisors reinforced by a trainer will show a
marked improvement in job productivity over
employees that receive self-directed supervisor
reinforcement.

2. Employees who's training is reinforced by
supervisors reinforced by a trainer will show a
marked improvement in job effectiveness over
employees that receive self-directed supervisor
reinforcement.
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3. Job satisfaction for supervisors who receive
training department reinforcement support and

follow-up will be greater than that of supervisors
that provide self-directed training reinforcement.

4. The job satisfaction of employees who's supervisor
received training reinforcement support and
follow-up from the training department will be
greater than those employees with self-directed
supervisor reinforcement and support.

Null Hypothesis

The following null hypotheses were utilized to test the
research hypotheses:

1. There is no significant difference in productivity
as measured by the Branch Productivity Report
between employees who received training
reinforcement from supervisors supported by
training department staff and employees that
received reinforcement from self-directed
supervisors.

2. There is no significant difference in
effectiveness as measured by the Branch
Effectiveness Report between employees who
received training reinforcement from supervisors
supported by training department staff and
employees that received reinforcement from self-
directed supervisors.

3. There is no significant difference as measured by
the Minnesota Questionnaire in supervisor job
gsatisfaction as a result of training department
reinforcement support and follow-up

4. There is no significant difference in employee job
satisfaction as measured by the Minnesota
Satisfaction Questionnaire between employees with
semi-structured training reinforcement from the
training transference and employees given no
structured supervisor training reinforcement of
training transference.

While the findings of this study may have impact far

beyond the limits of the study itself, it is important to
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note that due to limitations of the proposed sampling
procedure, it will be impossible to generalize with any high
degree of confidence beyond the training setting in which
the study is to be conducted. Consequently, it is important
to consider the following in view of the restrictive nature
of the proposed sampling procedures.

1. Since the findings are based on data gathered from
given groups of employees and supervisors within a given
environmental setting, the study will be able to make only
tentative statements about the applicability of the findings
to employees and supervisors within business and industry as
a whole.

2. The data collected through the Job Satisfaction
Questionnaire and the end-of-course evaluations will be
subject to the candor and honesty of the supervisors and
employees.

3. Since the finance industry does have significant
turnover rates, particularly within collection
departments, turnover may impact both the size and
consistency of the sample groups.

4. Sample size and consistency will be impacted by
opportunity for upward mobility within the Telephone
Adjuster and Supervisor groups.

5. Training transfer results will be impacted by the
specific actions and the extent to which individual
supervisor's motivated to reinforce training on-the-job.

6. Company computerized reports on productivity and
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effectiveness will be used to measure training transfer
through job performance. Since these are internal company
measures, there may be some question as to the validity of
these reports as measures of productivity and effectiveness
as it would apply to other organizations. However, these
reports are standard performance measures for the industry

focused on in this study.

Importance o h tud

The proposed research will help education and business
training communities alike to further identify to what
extent supervisory support is key to establishing an
environment conducive to employee transfer of training to
work performance. While supervisory support has been
identified as critical to training transference, little
research has been targeted toward establishing specific
measures of successful transference. Current research
information on this subject is anecdotal in nature.
(3,46,62,70,34,60)

This study is considered important for the following
reasons:

1. Educators, researchers and businesses alike have
become concerned about the low training transfer in the
workplace, thus it is an important area for study and one in
which a measurement of supervisor involvement may prove
valuable. (3,33)

2. Typically, training is one of the first areas or

departments to be cut during economic downturns. This might
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be directly related to training departments overlooking the
importance of training transfer as a means of validating
training impact on employee on-the-job productivity. (62,34)

3. Training is frequently viewed as where employees go
to get repaired or recharged. However, the recharge is
usually very short lived. Pressures of the job,
productivity standards, and supervisor direction often serve
to defeat implementation of newly obtained knowledge or
skills. (34,62) Yet recent business literature indicates
that training has come to be viewed as the key to solving
many of the important issues caused by increased technology,
competition and high productivity standards. (65)

Certainly there are several reasons for this
discrepancy of missions. It is hoped that this study can
begin to demonstrate that trainers can build and even
increase the value and importance of training through

improved on-the-job transference. (65)

Definition of Terms

Definitions for key terms used in the description of
the study are presented to provide a common basis for
understanding.

BRANCH: a retail finance office through which car
dealers and retail car buyers obtain financing. Three
primary departments exist within each branch: Collections
(referred to as Customer Service Department), Credit and

Sales.
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DELINQUENT CUSTOMER OR ACCOUNT: refers to an overdue
payment on a financed account of more than 15 days.

EFFECTIVENES8S8: the total number of delinquent customer
payment promises kept per hour.

FIELD REPRESENTATIVE(FR): an employee responsible for
contacting delinquent customers regarding their account and
making home or work site visits if a customer's account
becomes seriously delinquent.

INSTRUCTOR OR TRAINER: the instructional leader in the
training programs or activities. ' For consistency, all
training sessions for the Telephone Adjusters and Field
Representatives are conducted by the same group of
instructors. Likewise, all training provided to the
Supervisors are delivered by the same instructor
group.

JO ATISFACTION A8 MEASURED BY MI OTA JO
SATISFACTION QUESTIONNAIRE: refers to work related extrinsic
factors (e.g., working conditions, supervision, co-workers,
company) and intrinsic factors (e.g., type of work,
achievement, ability to utilize knowledge and skills).

PRODUCTIVITY: the total number of delinquent customer
telephone collection payment promises taken per hour by a
Telephone Adjuster or Field Representative.

REINFORCEMENT FOLLOW-UP: a series of formal and -

informal activities designed to assist in the transfer of

training to on-the-job performance. Supervisors, monitored
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by the training department, provided models of correct
behavior.

UPERVISOR 8TO S8ERVIC UPERVISOR: the employee
responsible for directing the operations of the customer
service department.

TELEPHONE ADJUSTER(TA): an employee responsible for
contacting delinquent customers for the purpose of
discussing an overdue account and making arrangements for
immediate or future payment of the total amount due.

TRAINING ACTIVITY, WORKSHOP OR PROGRAM: For the
purposes of this study Telephone Adjuster and Field
Representative training involved a classroom experience
characterized by job specific instructional activities,
techniques, or methods, designed to expand work knowledge
and improve job performance. Supervisor training focused on
management techniques and practices for improving employee

attitude and increasing performance.

R SFER OF TRAININ 8 C or
TRAINING TRANSFER: on-the-job utilization, application or

implementation of knowledge and skills gained or introduced
to employees during a training session, including

modification of previous behavior.



CHAPTER II

REVIEW OF RESEARCH LITERATURE

Recently the importance of training has increased
resulting in a wealth of literature on training transfer and
reinforcement. However, among this literature there are few
results from controlled investigations on the transfer of
training to on-the-job performance. (55) Positive transfer
of training can be defined as the degree to which trainees
effectively apply the knowledge, skills and attitudes gained
in a training context to the job. (58,75) Transfer of
training, therefore, is more than a function of the training
provided during a training program. Transfer of training
occurs when learned behavior is generalized to the job and
maintained over time. (1)

There is a growing recognition of the "transfer
problem" in corporate training today. (54) It is estimated
that while American industries spend up to $100 billion
annually on training and development. Ten percent (10%) of
these expenditures actually result in training transfer to
the job. (31) While a significant number of researchers
have concluded that much of the business training conducted

fails to transfer to the work environment few comprehensive

17
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studies on transfer have appeared. (35,56,75) Several
researchers have stated that the existing literature on
transfer offers little value to trainers concerned with
maximizing transfer. (28,73) On the other hand, Hinrichs
suggests that trainers often fail to apply the scientific
knowledge that is available. (41)

Most of the information available focuses on teaching
knowledge and immediate measurement of the knowledge taught.
There has been little consideration for monitoring and
supporting on-the-job performance of skills taught during
training. Further, the information that is available seems
to have little impact on the way training is taught and
reinforced on the job. Consequently, this review of
literature will extend beyond the usual studies centering
only on the conducting of effective training programs and
will explore other areas thought to have direct impact on
the application of adjunct supervisor training and
reinforcement of training on-the-job. However, factors
impacting transfer such as trainee skill, motivation and
personality factors will not be explored in the context of
this research. (3)

Figure 1.1 provides a framework for describing the
desired transfer process. The literature examining transfer
issues will be reviewed and critiqued in relation to the
impact of training outcomes and conditions of transfer.

In 1988 Baldwin and Ford conducted an in-depth study on

previous transfer of training research. The results of this
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study have been liberally reproduced, with permission, in

the following pages and tables. (3)

Training Design

A large proportion of the research on transfer has
concentrated on improving the design of training programs
through incorporation of basic learning principles.

Research has centered around the following principles:

Identical Elements. This concept, originally proposed
by Thorndike and Woodworth, hypothesized that transfer is
maximized when identical stimulus and response elements are
used in training and transfer settings. (66) Empirical
research supports the use of identical elements to increase
retention of motor and verbal skills. (13,21,29,68)

General Principles. Promotes the concept that transfer
is facilitated when trainees are taught the general rules
and theoretical principles that underlie the training
content. (53) Crannell, in a series of three studies,
demonstrated the value of general principles by teaching the
problems solving to improve subjects' ability to learn card-
sorting tricks. (14)

Stimulus Variability. Encourages the use of a variety
of relevant training stimuli to increase training transfer.
(23) This principle states that the use several of examples
of a concept will not only increase the trainee's
understanding but will make the trainee better able to see
the applicability of a concept in a new situation. (20,23)

This principle has gained empirical support with respect to
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training outcomes. Shore and Sechrest found that using a
moderate number of different examples that were repeated a
few times each were more effective in enhancing learning
than using one examples repeatedly. (64)

Conditions of Practice. Include a series of specific
designs: massed or distributed training, whole or part
training, feedback, and overlearning.

Mass versus distributed training addresses whether or
not to divide training into segments. Research suggests
that material learned through the distributed method is
generally retained longer than material learned under mass.
(7,57) There is also some evidence that massed practice
sessions on difficult or complex subjects result in higher
performance when followed by briefer sessions with frequent
breaks. (42)

Whole versus part training centers around teaching all
the material as opposed to teaching one part at a time.
Interestingly, evidence suggests that the whole method is
advantageous when learners intelligence is high, practice is
distributed rather than mass, and training material is high
in task orientation but low in complexity. (57)

Feedback refers to information provided to trainees
about their performance. Evidence shows that feedback is a
critical element for maintaining learning and that timing
and specificity are critical to its success. (77)

Overlearning refers to the process of providing

trainees with continued practice beyond the point when the
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task has been performed successfully. (53) Research
indicated that the greater the amount of overlearning, the
greater the subsequent retention of the trained material.
(1,30,51)

Table 1 presents the studies related to training design
and learning principles. An examination of the table
reveals that most of the research regarding principles was
conducted before 1970. The samples used for most of the
studies were composed of college students completing
relatively straightforward memory and psychomotor skill
tasks. The criterion measured for all the studies was
training outcome. Typically, measures of retention were
taken immediately after completion of the task. Research
indicates that learning principles have an effect on
learning and immediate retention of training material.
Unfortunately, attempts to examine retention over time or
the effects of retention on the on-the-job maintenance of
skills have been rare.

In examining the study characteristics presented in
Table 1, two basic limitations are evident.

First, the tasks used limit generalizability of the
results to short term, simple motor and memory skills
training. This is problematic given that corporate training
is often conducted to enhance individual competence on long

term, more complex skills such as interpersonal
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learning principles on training outcomes for more complex
and interrelated tasks is unknown.

Second, the criterion measures in these studies have
been learning and short term retention. While these
measures were appropriate, given the goals of the original
studies. It would be hard to apply these findings to the
transfer of training. Therefore research is needed that
examines the effects of training design factors on training

outcomes and the conditions of transfer.

Trainee Characteristics

A wide variety of trainee characteristics thought to
effect the transfer have been suggested in some literature.
(62,67) However, empirical investigations of ability,
personality, and motivational effects on training and
transfer outcomes are quite limited.

Existing research demonstrates that trainee success in
the early stages of training or on training exercises
predicts transfer on some training tasks. (19,36,37) Noe
and Schmitt found that trainees with high job involvement
were more motivated to learn and transfer skills to the work
setting. (59) Baumgartel et al. showed that managers who
believed in the value of training were more likely to apply
skills learned in training. (5)

Post-training intervention such as goal setting and
feedback have been used to increase the motivation of the
trainee to transfer skills learned in training. (3) Wexley

and Nemeroff found that trainees assigned goals after a
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management development program were significantly better at
applying their learning than were members of a control
group. (76) Reber and Wallin showed that both feedback and
goal setting produced higher levels of skill transfer to the
work setting than did either approach separately. (61)

Table 2 present studies that examine the relation of
trainee characteristics to transfer of training. There are
few of these studies, but they are more recent than those
focusing on training design. Examination of the table
reveals a variety of different samples, training tasks, and
designs used.

The criterion measure typically used in these studies
was retention of learned material. Retention was commonly
measured through written tests given immediately or shortly
after completion of the training program. In some studies
information on generalization and on-the-job transference
were also gathered. The major source of information was the
trainee him/herself and their perception of their success in
transferring skills from the training to the job.

The research available on trainee characteristics has a
major problem, it uses self reporting measures to determine
if transfer has occurred. Self reporting measures of
transfer are not adequate in and of themselves. They do not
provide you with sufficient information for developing a
data base for determining which interventions have the

greatest impact on training transfer.



27

X6£°66 Bul31as 1908 3 20qPII, ¢ Xy L. BullIes

1808 2 I%68°02 BuluieJ) 31NJ A33488 | :SUOIIUBA sJ33J0n (¥861)
-J3JU} € JOJ 8139449 ULGH - PIIIQLYXd SJOLABYq 81808 3 %oeqPeY} saanpadousd AJauyoeu ugrien
A33;08 U0 Sy Oy 03 dN SUIAIINGO AR pauled] P32J0jJULI)  :UOLIBALION Ay<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>