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Abstract
This study investigates variables in training transfer in the general education (school) sector of the United Arab
Emirates (UAE) by hybridizing the established training transfer model and the theory of planned behavior (TPB).
The hybridized model employs four variables: (i) supervisor support, (ii) training design, (iii) intention to
transfer, and (iv) training transfer. This model is used to test nine hypotheses. The study sample comprised 225
employees from the UAE general education sector. Study participants (respondents to a questionnaire) were
recruited by simple random sampling. The study questionnaire data was analyzed using Partial least squares
structural equation modeling PLS-SEM. The study model had a good fit confirming a good fit of the hypothesized
model to the empirical data. Eight out of nine hypotheses were accepted. The study is generally parallel with TPB.
It demonstrates that intention to transfer has a dominant and central (mediating) influence on transfer process and
transfer behavior. Remarkably, supervisor support is important only in the pre-training phase. For the UAE
education sector to succeed in effective training transfer, supervisors must be properly trained to design training
programs, particularly to enhance the trainee’s intention to apply training on the job. This study proved empirically
that designing training is a critical influence of a trainee’s intention to apply training. Training design and intention
to transfer are mediators and play a central role in promoting the training transfer process. Future studies should
focus on including TPB and intention in the training transfer researches.
Keywords: training transfer, training design, intention to transfer, supervisor support, general education sector,
theory of planed behavior
1. Introduction
Training transfer, or application of on-the-job training, is a global concern in human resource management
(Baldwin & Ford, 1988, Baldwin, Ford, & Blume, 2017). As such, it has attracted the attention of many researchers
and training professionals (Bhatti et al., 2013). Furthermore, training transfer has become a key criterion for
evaluating the effectiveness of training programs (Baldwin & Ford, 1988).
It has been estimated that billions of dollars per year are wasted globally due to the poor application of training
programs with just 10 to 27 percent of training applied properly in the workplace (Arthur et al., 2003; CIPD, 2015;
Ford, 2009; Georgenson, 1982; Griffin, 2010; Industry Report, 2000). Many scholars have attempted to understand
the complexities of the training transfer process to address the problem of low training application and wasted
training expenditure (Baldwin & Ford, 1988; Holton, 1996, 2005; Kavanagh, 1998; Tracey et al., 1995). Hence,
this study adds to existing contributions in the field by proposing a new training transfer conceptual model that
consists of four variables: (i) supervisor support, (ii) training design, (iii) intention to transfer, and (iv) training
transfer.
The present study investigates training transfer using these variables by merging two established theories: (i) the
training transfer model (Baldwin & Ford, 1988) and (ii) the theory of planned behavior (TPB) (Ajzen, 1991). By
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drawing on these robust and established theories, we strive to test or contribute to the field by better understanding
related components in the education sector.
This study makes a major contribution to the literature by hybridizing the training transfer model (Baldwin & Ford,
1988) with the theory of planned behavior (TPB) (Ajzen, 1991); many authors have previously applied and
proposed the same concept (e.g., Cheng & Ho, 1998; Posthuma & Dworkin, 2000; Davis, Ajzen, Saunders, &
Williams, 2002; Wiethoff, 2004; Al-Eisa, Furayyan & Alhemoud, 2009; Cheng, Sanders, & Hampson, 2015).
Hybridization of these theories allows application of variables that are present in one model but missing in the
other model to both models, for instance, variables that are unique to the TBP can be applied to the training transfer
model, and vice versa. For instant, intention construct in TBP, is missing in training transfer model. Indeed, Rangel
et al. (2015) confirmed that understanding intention to transfer is important for a comprehensive understanding of
training transfer. Thus, a hybridized model will improve understanding of transfer behavior. This study also
establishes a more precise intention items (survey questions) in the domain of training transfer domain relying on
Ajzen (2005, 1991) who was the first to develop TPB; Ajzen psychological theories are widely regarded (Cheng
and Hampson, 2008).
This study makes a major contribution to the education sector by focusing on an educational training transfer
model rather than a general transfer model. The education sector in this study represents all general education
(school) sector employees including managerial and specialized personnel. Hence, this study will investigate a
narrow population compared to general governmental population. Thus, the proposed model will be useful for
training practitioners as well as managers in the education sector.
A further contribution of this paper is the inclusion of the training design variable. Here, we assume that training
design has an important effect on the intention to transfer. Gyimah (2015) stated that training design has a
dominant influence on the training transfer process. Thus, training design is a necessary variable when attempting
to explain study relationships. In contrast, training design reflects training content (Holton et al., 2000), and one of
the main aspects of training content is to enhance intention to transfer via “trainee attitude.” According to TPB,
trainee attitude is a fundamental influencer of trainee intention. Training design-specific contributions are
discussed in detail in the literature review section.
2. Literature Review
2.1 Training Transfer
The implementation of on-the-job-training is a major concern of institutions globally (Al-Eisa et al., 2009;
Baldwin & Ford, 1988; Baldwin et al., 2017). Following this important conclusion, Kauffeld and
Lehmann-Willenbrock (2010) later found that training transfer is considered in insufficient depth in both practice
and academic studies. Despite the wealth of literature findings, there are many (and often serious) inconsistencies
in these findings, which limit translation to practice (Grossman & Salas, 2011). While there have been a number of
important contributions to the current training transfer literature (Baldwin et al., 2009; Blume et al., 2010; Burke
and Hutchins, 2007; Cheng & Hampson, 2008; Cheng & Ho, 1998; Merriam & Leahy, 2005), a detailed
understanding of the training transfer process remains elusive (Grossman & Salas, 2011).
2.2 Intention to Transfer
In psychology, the intention construct is recognized as a crucial agent in human behavior (Ajzen, 1991). Similarly,
in the training transfer domain, Rangel et al. (2015) demonstrated that a proper understanding of intention is
necessary for a comprehensive understanding of training transfer (trainee behavior at work). Intention to transfer is
the first and most critical phase (as well as a precondition) for the transfer process (Al-Eisa et al., 2009; Foxon,
1994; Grohmann et al., 2014; Holton, 1996). In the broader psychological context, Ajzen (1991) argues that
behavioral intentions lead to future behavior.
Future researches should consider those factors that could be modified to affect intention to transfer (Ubed, 2017).
Many researchers are concerned about the trainee’s intention including how and when they will apply training
(Baldwin et al., 2017). Cheng and Hampson (2008) propose that trainee intention to transfer is a missing element in
the existing transfer models. Despite its clear importance, intention to transfer has received inadequate
examination in the current literature (Al-Eisa et al., 2009; Foxon, 1994). In addition, many TPB studies did not
investigate the mediating role of intention to transfer (Cheng et al., 2015). Accordingly, this study proposed a new
conceptual model that considers intention as the mediating agent in accordance with TPB.
2.3 Supervisor Support
Supervisor support includes many kinds of assistance activities from supervisors to their subordinates (Holton et
al., 2000) before, during, and after training (Ghosh, Chauhan, & Rai, 2015). In general, supervisor support is a
50

ies.ccsenet.org

International Education Studies

Vol. 11, No. 12; 2018

fundamental determinant of successful training transfer (Van den Bossche & Segers, 2013), and it is one of the
most important work environment variables (Baldwin & Ford, 1988; Cromwell & Kolb, 2004; Kraiger et al.,
2004).
Research into supervisor support generally gives contradictory and diverse results (Burke and Hutchins, 2007;
Ghosh et al., 2015). Thus, this study will clarify the role of supervisor support on the training transfer process,
particularly in the UAE education context. This can give more descriptions to the contradictory situation of
supervisor support.
2.4 Supervisor Support and Training Design
Despite the fact that supervisors are the main formulators of their staff plans in the majority of cases, the training
transfer model treats supervisor support and training design independently. This study suggested linking these
variables. Chauhan et al. (2017) suggested that training transfer would be positively affected if supervisors focus
on training design. Thus, one of the aims of this study is to study empirically the relationship between supervisor
support and training design.
Chauhan et al. (2017) suggested that supervisors play a facilitatory role when they act as moderators between
training design and training transfer. We will challenge that suggestion by analyzing the pre-training role of the
supervisor in training design. The role of the supervisor in the pre-training phase is to establish a training design.
The role during the training and post-training phase is one of moderation. It encompasses a sense of follow-up.
Thus, we will consider the role of the supervisor in the pre-training phase as an ‘input’ to training design.
Therefore, it is hypothesized that supervisor support should be an “input” to training design rather than a
moderator. Although supervisors have a major role in designing training for their subordinates, only a few studies
have investigated this relationship (e.g., Velada et al., 2007; Chauhan et al., 2017).
2.5 Supervisor Support and Intention to Transfer
The direct influence of supervisor support on trainee intention to transfer is clearly addressed in TPB via the
influence of a “subjective norm” on “intention.” However, supervisor support influences the trainee’s intention via
representation of a role model (Bandura, 1997). Accordingly, supervisor support exerts a positive influence on
intention to transfer.
2.6 Training Design
Training design is a dominant influencer of the training transfer process (Gyimah, 2015; Nikandrou et al., 2009)
making it a fundamental tool to improve trainee on-the-job competencies (Bhatti et al., 2013). Training design has
two main attributes: (i) it is significantly correlated with training transfer, and (ii) it is a significant predictor of
training transfer (Velada et al., 2007). Furthermore, training design is an important antecedent of transfer in all
current transfer models (Baldwin & Ford, 1988; Burke & Hutchins, 2007; Ford & Weissbein, 1997).
Many researchers have shown that the training design has an important and strong relationship with training
transfer (Ford & Weissbein, 1997; Grossman & Salas, 2011; Gyimah, 2015; Nikandrou et al., 2009), although only
a limited number of researchers have investigated training design in training transfer models (Bhatti et al., 2013).
Baldwin et al. (2017) and Bell et al. (2017) reported that more confirmation is needed related to training design and
implementations of training initiatives.
2.7 Training Design and Intention to Transfer
To date, no studies in the field of training transfer have investigated the relationship between training design and
training intention. In psychology, TPB attempts to address how training design affects training intention by stating,
“Attitude is an input to intention” (Ajzen, 1991). Therefore, a major component of training design is to change
trainee attitude through well-designed content (Holton et al., 2000). Put simply, when training content is designed
to improve trainee attitude toward transfer, then it is expected that the trainee’s intention to transfer training is
improved.
Another justification for the relationship between training design and intention to transfer is declared by TBP
through the notion of “planed behavior.” According to TPB, intention emerges when a person starts to plan an
activity (or behavior). In general, a statement of planning (designing) mainly reflects that person’s intention. To
include this concept in the study proposed model, it is determined that the training design (planning) influences the
training intention. Similarly, Gollwitzer (1996) stated that formulating a particular plan represents an
implementation intention; this principle was confirmed by Ajzen (2009). Extending on this notion, the training
design variable is proposed to be included in the current study framework.
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3. Proposed Study Framework
The proposed framework of the present study is largely based on Baldwin and Ford’s training transfer model
(1988) while adding elements from other supporting theories (TPB). Therefore, based on the theoretical gaps
identified in the literature review, Figure 1 provides a schematic of the study proposed model.

Supervisor
Support

Intention to
Transfer

Training
Transfer

Training
Design
Figure 1. Proposed training transfer model

4. Research Design and Methodology
The “quantitative method” approach is used here because this study aimed to identify factors that influence
outcomes (Creswell, 2013). This approach is appropriate in cases where there is a well-developed theory, and it is
commonly used to evaluate behavior (Bryman & Bell, 2011).
This study tests nine hypotheses (described later) and includes four variables: (i) supervisor support, (ii) training
design, (iii) intention to transfer, and (iv) training transfer. These variables originate from the training transfer
model, TPB and the literature review.
It is important that the study population is carefully selected to be relevant to the research (Lunenburg and Irby,
2008). This study population was made up of employees from the UAE general education sector. The employee’s
population was enrolled in at least one training program within a one-year period (Jun-Choi & Park, 2014). All
types of jobs are included because the main criteria of the population is training enrollment. The total study
population is around fifteen thousand employees (http://www.fahr.gov.ae). According to Krejcie and Morgan
(1970), in order to obtain a representative sample from a total population of fifteen thousand, 377 participants are
required. However, 100 to 150 respondents are acceptable for structural equation modeling (SEM) (Schumacker &
Lomax, 2016, p. 47). Due to the behavioral (Kirkpatrick’s, 1959; Kraiger, 2002) and individual nature of the study
variables (e.g., intention), the “individual units” (employees) are selected (Sekaran & Bougie, 2013) via random
sampling relying on Sekaran and Bougie (2013) recommendations.
Following the literature review, and the theoretical study framework, the following hypotheses were stated:
H1. Intention to transfer has a positive effect on training transfer.
H2. Supervisor support has a positive effect on intention to transfer.
H3. Supervisor support has a positive effect on training design.
H4. Supervisor support has a positive effect on training transfer.
H5. Training design has a positive effect on intention to transfer.
H6. Training design has a positive effect on training transfer.
H7. Intention to transfer takes a mediating role between supervisor support and training transfer.
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H8. Intention to transfer takes a mediating role between training design and training transfer.
H9. Training design takes a mediating role between supervisor support and intention to transfer.
5. Research Questionnaire
The study questionnaire was developed with two sections: (i) demographic information and (ii) study items
(questions). The questionnaire used a five-point Likert scale with the following responses: strongly disagree=1,
disagree=2, neutral=3, agree=4, and strongly agree=5 (Jamieson, 2004; Norman, 2010). The study variables were
derived and adapted from the study training transfer literature review as well from psychology (such as Ajzen,
1991). Training transfer items were mainly obtained from two key studies (Tesluk et al., 1995; Xiao, 1996), and
then these items were adapted according to the results of additional studies (Bhatti et al., 2013; Blume et al., 2010;
Chiaburu & Marinova, 2005; Chiaburu, et al., 2010; Pham et al., 2013; Scaduto et al., 2008; van der Locht et al.,
2013; Velada et al., 2007).
Referring to Ajzen (2005) (the TPB developer), the intention to transfer main items were initiated based on three
key phrases: (i) “I intend to . . .”, (ii) “I plan to . . .”, and (iii) “I will try to . . .”. Additionally, two new items were
added by replicating the main items (mainly from “I intend to . . .”) with a slight adjustment seeking more reliable
results. The intention to transfer items and identifications have many diverse perspectives (see mainly: Al-Eisa et
al., 2009; Bock & Kim 2002), and thus this study relied fundamentally on Ajzen (2005, 1991) to gain a precise
application of intention to transfer in both its identification and items. Ajzen’s contribution to this field is
considerable, and he is widely regarded as having established one of the most robust psychological theories
(Cheng & Hampson, 2008).
The work of Holton et al. (2000) is widely regarded as a major contribution to the identification of training design
in field of training transfer (Bates, Holton & Hatala, 2012; Bates, Kauffeld & Holton, 2007; Khasawneh et al.,
2006; Velada et al., 2007); hence, Holton et al.’s (2000) identification of training design is used in this study.
Supervisor support is identified according to Holton et al. (2000) and in accordance with other leaders in the field
(Govaerts & Dochy, 2014; Holton & Baldwin, 2003; Holton & Bates, 1998; Pham et al., 2013). Additionally,
supervisor support items were obtained mainly from Xiao (1996).
5.1 Modification and Testing of Research Items
Once selected, research items must be tested to ensure their suitability for the study population. Since the study
items were initially expressed in the English language, a systematic and an accurate method was used to translate
them into Arabic. This method consists of several testing phases (back translation): (i) forward translation (English
to Arabic), and then (ii) backward translation (Arabic to English) using the standards described by Brislin (1970,
1986) and following the recommendations of Banville, Desrosiers & Genet-Volet (2000).
After translation, a pretest was performed following Sekaran and Bougie (2013) who described pretesting as the
use of a small number of respondents (focus group) to test the appropriateness of questions and their
comprehension. For the study pretest, a group of five participants evaluated and reviewed the study draft
questionnaire directly giving their feedback to the study researchers.
A pilot test was applied following the pretest. The aim of the pilot test is to confirm item reliability; that is, if there
is internal consistency among the items (Piaw, 2012). A pilot test was performed on a small sample of employees
who match the overall targeted population. The last responses collected for the pilot test consist of 30 valid
questionnaires. Roscoe (1975) indicated that sample sizes bigger than 30 and below 500 are appropriate for most
research. Ultimately, the result of the pilot test analysis showed that all variables items achieved acceptable
reliability (Cronbach’s alphas > 0.7). Thus, this study identified 20 items related to the study variables via a
thorough literature review, systematic language translation, and pretest and pilot test (Table 1).
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Table 1. Operational definition and study item
Variable

Operational definition

Reference

Trainee willingness to plan and to try to exert an
Intention to Transfer

effort, in order to apply learnt material in the
workplace.

Supervisor Support

The extent to which supervisors/managers support
and reinforce [the] use of training on the job.

delivered in a manner that enables trainees to
transfer learning to their job.

Training Transfer

Hampson, 2015.

Reference

5

Ajzen, 2005.

5

Xiao, 1996.

Holton et al., 2000; Bates et al.,
2007; Ghosh et al., 2015; Hee
Kim and Callahan, 2013.

The extent to which training is designed and
Training Design

Ajzen, 1991; Cheng and

items

Transfer and application of knowledge, skills and
attitude as workplace behavior.

Holton et al., 2000; Bhatti et al.,
2013.

4

Ford and Weissbein, 1997;
Kraiger, 2002; Al-Eisa et al.,
2009; Burke and Saks, 2009.

Holton et al.,
2000.
Tesluk et al.,

6

1995; Xiao,
1996.

Note. The key words; “plan” and “try” of the intention to transfer identification were quoted from Ajzen (1991).
5.2 Data Collection and Statistical Techniques
Questionnaires were accompanied by an explanatory introduction to this study. These were emailed to all
employees in the UAE Ministry of Education (n=15,899). Questionnaires were sent using the employees work
email addresses; this was an efficient form of questionnaire distribution and subsequent data collection, and it
enabled the researchers to collect data from by a cross-sectional data collection using a random sampling method;
245 respondents completed and returned questionnaires, and 225 were valid for the final study analysis. The main
exclusion criteria for completed questionnaires were: (i) respondent had not enrolled in any training within a
one-year period, and (ii) incorrectly completed questionnaire.
Partial least squares structural equation modeling (PLS-SEM) analyzed the results to test the study conceptual
model via its nine hypotheses, which included a mediating role (Hair, Sarstedt, Hopkins, & Kuppelwieser, 2014;
Hair, Sarstedt, Ringle, & Mena, 2012). This is an approach that could be applied with non-normal data, small
sample sizes, and the use of formative indicators (Hair et al. 2014). This analysis was performed using SmartPLS
software 3.0 (Hair et al., 2014). SmartPLS is one of the prominent software applications for PLS-SEM, and the
software has gained in popularity since its launch in 2005 (Wong, 2013).
6. Results
6.1 Descriptive Statistics
The descriptive statistics show the extent to which the study sample represents employee diversity. These
ultimately represent the study population (Table 2). A total of 225 respondents matched the inclusion criteria of
having attended at least one training program within the preceding year. Table 3 details the descriptive statistics
(Mean and SD). The group of 225 respondents is small; 377 respondents were required. Thus, we discussed
potential causes for the low response rate with the study coordinator in the UAE Ministry of Education, and the
following barriers to study participation were identified: (i) UAE Ministry of Education employee is not
sufficiently aware of the need to participate in research, and (ii) questionnaire overload of employees. In the
context of these two barriers to study participation, and according to literature (Hair et al., 2016), the study group
(225 respondents) was considered to be an acceptable size for PLS-SEM analysis approach; this is further
supported by Schumacker and Lomax (2016, p.47) who state that a sample size of 100 - 150 is sufficient for testing
small models with well-behaved data.
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Table 2. Morphological information and respondent profile (n=225)
Profile type

Details

Ministry of Education (Study population n)

15,899 employees

Supervisor (%)

43.3

Subordinate (%)

56.7

Training course attendance (%)

93

Bachelor’s degree (%)

85.1

Master’s degree (%)

10.4

PhD (%)

4.5

Technical (specialized) role (%)

44.6

Administrative role (%)

21.5

Administrative and field role (%)

20.0

Administrative and technical role (%)

9.2

Field role (%)

4.6

Male (%)

39

Female (%)

61

Mean work experience (years)

16.6 (Max=38, Min=1)

Mean age (years)

43.3 (Max=67, Min=25)

6.2 Correlations, Reliabilities and Hypothesis Testing
Table 3 presents the correlation analysis of the study variables; all data have acceptable reliability (Cronbach’s
alpha > 0.70). Note that data were analyzed after ensuring that discriminant validity had been established.
Discriminant validity is a statistical test that ensures that questionnaire items from different variables are distinct
and do not correlate to each other (Hair, Celsi, Money, Samouel, & Page, 2016). Discriminant validity analysis
(Fornell-Larcker criterion, cross-loading) was performed to eliminate inappropriate items. The recommendations
of Hair et al. (2016) relating to discriminant validity were applied. Five out of 20 items were eliminated: three were
training transfer variables and two were training design variables.
Table 3. Descriptive statistics, correlations, and reliabilities of variables
Intention to

Variable

Mean

SD

Intention to Transfer

4.1

0.96

(0.95)

Supervisor Support

3.3

1.25

0.640*

(0.98)

Training Design

3.5

1.18

0.555*

0.675*

(0.92)

Training Transfer

3.7

1.14

0.291*

0.650

0.750*

Transfer

Supervisor Support

Training Design

Training
Transfer

(0.87)

Note: *p-values < 0.05; α values shown in parentheses.
Hair et al. (2016) stated that model fit is a tool of judgments reflecting how well a hypothesized model structure fits
the empirical data. Using the standardized root mean residual (SRMR) approach (Hair et al., 2016), the study
model had a good fit (0.041; baseline<0.08).
Eight of the nine hypotheses were accepted; H4 was rejected because supervisor support had a non-significant
relationship with training transfer. Additionally, supervisor support has indirect effect on both training transfer and
intention to transfer.
Hypotheses H7, H8, and H9 are related to the mediating role of the study conceptual model. Table 4 represents all
details of the mediating situation of this study.
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Table 4. Mediating analysis
Confidence intervals bias
No.

H7
H8
H9

Hypothesis

Supervisor Support -> Intention to Transfer ->
Training Transfer
Training Design -> Intention to Transfer -> Training
Transfer
Supervisor Support -> Training Design -> Intention
to Transfer

Specific indirect
effects

t-values

p-values

corrected
2.50

97.50

%

%

0.077

3.051

0.002

0.037

0.141

0.157

4.062

0.00

0.081

0.245

0.374

8.694

0.00

0.296

0.454

7. Discussion
Next, the study results were described in the light of both TPB and previous research focusing on the interactions
between variables. The study analysis shows a significant and positive effect of intention to transfer on training
transfer. This result is consistent with TPB (Ajzen, 1991) as well as the findings of other studies applied in the
training transfer domain (Cheng et al., 2015; Friedman & Ronen, 2015). Cheng et al. (2015), reported a significant
relation between intentions to transfer on training transfer. Friedman and Ronen (2015) showed a significant
relation including that the employees who form intentions to implement the training have remarkably more
applications of training on the job.
The study analysis found that supervisor support has a significant relationship with intention to transfer, and this
agrees with Ubed (2017) and Al-Eisa et al. (2009) with a correlation coefficient of 0.433 and 0.37, respectively.
Al-Eisa et al. (2009) who investigated the public sector rather than the education sector and calculated a correlation
coefficient of 0.37; the study analysis calculated a higher correlation coefficient of 0.64. Ubed (2017) examined the
relation in the Ministry of Finance with a lower correlation coefficient than this study. This indicates that,
supervisor support takes a stronger role in the education sector in the UAE than a general public sector and the
financial sector. This difference confirms that the training transfer model should be applied in different contexts to
draw more specific conclusions. Generally, TBP stated that the subjective norms (supervisor support in this study)
are a main influencer of intention. This study model detailed here paralleled TBP.
The study analysis showed a significant and strongly correlated (correlation coefficient 0.67) relationship between
supervisor support and training design. This represents remarkable causality; this result agrees with Velada et al.
(2007) and Chauhan et al. (2017) who found lower effects than those of this study with correlation coefficients of
0.42 and 0.37, respectively. Studying the influence of supervisor support on training design is a remarkable
contribution to the current study. This proved that a supervisor support variable could be applied as input to
training design instead of considering it to be an example of a moderating variable. The current study opens a new
perspective of relation between supervisor support and training design.
Supervisor support has a non-significant relationship with training transfer. Accordingly, the role of the supervisor
may concentrate on the period before training more than after training. Indeed, it is common to find that supervisor
support has a contradictory relationship with training transfer in the training transfer domain (Bhatti et al. 2013;
Facteau et al., 1995; Ghosh & Rai, 2015). The (insignificant) result is consistent with other studies (Chiaburu &
Marinova, 2005; Fitzgerald, 2002; Fitzgerald & Kehrhahn, 2003; Velada et al., 2007). The contradictory results
urge researchers to investigate a specific sub-component instead of investigating the general concept of this
variable (Govaerts & Dochy, 2014). However, a recent study applied by (Govaerts, Kyndt, & Dochy, 2018)
showed that most of the specific sub-components of supervisor support were also insignificant.
The training design has a positive effect on both intention to transfer and training transfer with remarkable path
coefficients of 0.55 and 0.59, respectively. These training design results confirm the dominant influence of training
design on the overall training transfer process (Gyimah, 2015; Nikandrou et al., 2009). The effect of training
design on intention to transfer is consistent with TPB, and it should be noted that intention, according to TPB, is
the effort of planning to perform behavior (Ajzen, 2009; Ajzen, 1991; Gollwitzer, 1996).
This study indicates that “designing training to just influence applying training” is inadequate; training design
should focus on enhancing trainee intention rather than focusing only on post-training application.
A very simple way to focus on intention is to ask trainees to develop a plan that applies their training program
(Friedman & Ronen, 2015). From the TBP perspective, activity planning enhances intention to apply the planned
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activity. However, intention precedes transfer behavior, and thus it is important to design training to foster an
“intention to behave” (Grohmann et al., 2014; Holton, 1996). A review of 94 studies showed that effective
implementation of intention is a major factor in the successful achievement of goals. This approach fosters a strong
commitment to the intended behavior (Ajzen et al., 2009; Gollwitzer & Sheeran, 2006).
Intention to transfer and training design (Table 4) had a significant mediating effect (H7, H8, and H9). Intention to
transfer has a significant mediating role between supervisor supports and training transfer (this result parallels
TBP). In addition, intention to transfer has a significant mediating role between training design and training
transfer. This confirmed the notion raised by TBP: Activity planning is an indicator of the intention to behave
(apply training). Training design also gained a significant mediating role between supervisor support and intention
to transfer (this result parallels TBP). Remarkably, training design gained the highest specific mediating (indirect)
effect (0.374). Therefore, adding training design as a mediator to the study’s conceptual model is a new
contribution to TPB. It remarkably and practically represents the notion of “planned behavior”.
8. Managerial Implications
Supervisors should usually take a dominant role in planning employee training (pre-training role). However, our
results showed that there is no significant relationship between supervisor support and training transfer; this
implies that it is not effective to concentrate the supervisory efforts at the post-training period. Additionally,
supervisors should concentrate on enhancing trainee intention and attitude toward training rather than only
focusing on knowledge and skill acquisition.
9. Study Limitations
These results cannot be generalized to other sectors because of its narrow focus on the education sector. This was
intentional due to the study aim of gaining an enhanced specific understanding of the education sector. In TPB,
the term “subjective norms” has a broad meaning rather than being limited to supervisor support. The subjective
norms construct refers to the perceived social pressure to perform or not perform a behavior (Ajzen, 1991); for
this, supervisor support partially reflects “subjective norms”. It is advisable to include the effect of peer support
and other environmental variables to obtain a complete representation of “subjective norms”.
10. Conclusion
This study contributes to the theory of training transfer (Baldwin & Ford, 1988) with specific application in the
UAE general education sector. This study investigated training transfer according to specified variables in the
context of merging the training transfer model (Baldwin & Ford, 1988) with TPB (Ajzen, 1991). The results
showed that the selected study variables (were applied in the training transfer context) are consistent with TPB. For
instance, intention to transfer has a dominant and central influence on the proposed transfer model. In TPB,
intention can be described first as something that directly affects behavior and second as a mediator between
behavior and all other constructs (Ajzen, 1991). Therefore, intention to transfer in this study has the same
description of TPB. Thus, we concluded that the study conceptual model is consistent with TPB.
Training design toward transfer behavior proved the main notion of TBP “planned behavior”. This study proved
empirically that designing training or (planning training) strongly affects intention to apply training. Supervisor
support has a crucial role and is a main input of training design. This study proved that supervisor support has a
direct supporting role on training design. It is not simply an agent that represents a moderating role. Thus, in order
for the UAE education sector to apply their training programs successfully on the job, it should concentrate on
training supervisors to build up an accurate and smart training program for their subordinates. In addition,
supervisors are considered to be a model to follow from subordinates by representing good intention to transfer
training to the job. Bandura (1997) termed this situation as a “role model”. Therefore, supervisors should foster
their subordinate’s attitudes and intentions toward training transfer.
11. Recommendations for Future Research
Future research should seek to demonstrate the central role of intention in the training transfer model and aim to
foster the inclusion of intention as a main variable in the training transfer model. Future research should also
generally focus on inclusion of TPB in the training transfer model. Furthermore, the interaction between
supervisor support and training design should be investigated in a range of sectors and cultures. We also
recommend the inclusion of leadership theory in the training transfer models to better understand the
contradictory results of supervisors on training transfer model. Studies on specific sub-components of supervisor
support are also needed (Govaerts & Dochy, 2014).
The study items (questions) can improve the study item statement. Even if this study followed all the research
methodologies to translate and foster the precision of the study items, discriminant validity could not be
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established in some cases. It is recommended to retest the study items in the UAE context. Generally, this study
urges other researchers to confirm our results.
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