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ABSTRACT: This research was designed to investigate the correlation between manager’s role and 
training transfer. A survey method was employed to gather 427 usable questionnaires from 
government servants in a local government office in Malaysia. The outcome of stepwise regression 
study showed four important findings: firstly, support is insignificantly correlated with training 
transfer. Secondly, communication is significantly correlated with training transfer. Thirdly, 
assignment is insignificantly correlated with training transfer. Fourthly, delivery mode is 
significantly correlated with training transfer. The statistical value of this research shows that 
communication and delivery mode have played important roles as determinants of training transfer, 
but support and assignment have not played important roles as determinants of training transfer in 
the organizational sample. In this paper, discussions, propositions and conclusions are elaborated. 
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Introduction 
Managers plays a significant role between the linkage in top management or employers and 

subordinates where  managers are those responsible in making sure the execution of job is done 
accurately where they are also often given key tasks and responsibilities to lead the development of 
work teams (Abdullah et al., 2011; Goldstein and Ford, 2002; Ismail et al., 2010a, 2010b, 2011a; 
Noe 2008). Managers’ also has the contractual obligation to work with their employers to design, 
implement and monitor the organizational policies, procedures and plans, including training 
programs (Ellinger et al., 2005; Ismail et al., 2009, 2010a, 2010b, 2011a; Robbins and DeCenzo, 
2004). In organizations, the role of managers is viewed in the administrative angle and perspective. 
From the customary administrative perspective, managers hold the main task in identifying the 
daily, customary and short-term employee incompetency, as well as to report such incompetency to 
the top management and employers who will then design and conduct training programs as a 
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solution towards such employee incompetency (Abdullah et al., 2011; Ismail et al., 2007, 2009; 
2010a, 2010b, 2011a; Rodrígues and Gregory, 2005).  
  In an era of globalization, many organizations have remodeled their paradigms from 
traditional job-based training to achieve organizational strategy and goals (Abdullah et al., 2011; 
Ellinger et al., 2005; Ismail et al., 2007, 2009, 2010a, 2010b, 2011a; MacNeil, 2004). Under this 
approach, a training program is viewed as a strategic function of human capital management, where 
managers are highly empowered by the employer to effectively design and administer training 
programs, develop useful competencies not only to overcome daily problems, but to also support 
the development and future growth of the organization (Abdullah et al., 2011; DeSimone et al., 
2002; Ismail et al., 2009, 2010a, 2010b, 2011a; MacNeil, 2004). 
   In the design stage of training programs, managers often collaborate with top management 
or employers and senior employees in conducting training needs analysis, establishing course 
objectives, developing effective lesson plans, selecting program methods and techniques, and 
prepare course materials (Goldstein and & Ford, 2002; Ismail et al., 2009, 2010a, 2010b, 2011a; 
Nijman, 2004). In the process of administering the training programs, managers usually refer to the 
top management team and experienced employees to ensure that the implementation of training 
activities accomplishes the set objectives (Abdullah et al., 2011; DeSimone et al., 2002; Ismail et 
al., 2010a, 2010b, 2011a; Yamnill and McLean, 2001).  For example, the role of managers in 
managing training programs is not just restricted at bestowing the financial and physical facility 
support, but they should also have the competency to establish realistic and achievable learning 
expectations, provide encouragements and positive reinforcements, create a constructive impetus 
for the training program, generate interest in the employees to attend training programs for the 
purpose of improving and developing their competencies (Blanchard and Thacker, 2007; Chang, 
2002; Golemen, 2000; Ismail et al.,2009,  2010a, 2010b, 2011a). 
 In organizational context, the managers play critical role in providing encouragement or 
otherwise to their subordinates to join and take part in training programs (Abdullah et al., 2011; 
Blanchard and Thackers, 2007; Ismail et al., 2009, 2010a, 2010b, 2011a; Noe, 2008). Many 
scholars have identifed that manager’s role in training programs consist of four prominent features:  
support, communication, assignments and delivery mode are four prominent features of a manager’s 
role that can affect the overall success of training programs (Chiaburu and Tekleab, 2005; Ismail et 
al., 2007, 2010a, 2010b, 2011a). Surprisingly, extant studies in the workplace training highlight that 
the ability of managers to properly implement such managers role features may lead to an increased 
training transfer in organizations (Chiaburu and Takleab, 2005; Nijman, 2004; Tai 2006).   

Although numerous studies have been done, the role of manager’s role as an important 
predicting variable is less stressed in training program research literature (Abdullah et al., 2011; 
Chiaburu and Takleab, 2005; Dawley et al., 2008; Ismail et al., 2007, 2010a, 2010b, 2011a; Saks 
and Belcourt, 2006 ). Many scholars reveal that the role of manager’s role as a predicting variable is 
given less stress in earlier studies because it has much explained the managers role characteristics 
and agreed little notice on how and why the elements of manager’s role influencing training transfer 
in the workplace training program models. As an outcome, findings of such studies have not 
presented satisfactory substantiation to be used as strategy by practitioners to design appropriate 
strategies and plan for improving the efficacy of employee training and development program in 
agile organizations (Abdullah et al., 2011; Ismail et al., 2007, 2009, 2010a, 2010b, 2011a; Vuuren 
et al., 2007). Hence, it supports the researchers to further investigate the nature of this correlation. 
 

Objective of the Study 
This research has four major aims: firstly, it is to measure the relationship between support 

and training transfer. Secondly, is to measure the relationship between communication and training 
transfer. Thirdly, is to measure the relationship between assignments and training transfer. Finally, 
is to measure the relationship between delivery mode and training transfer. 
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Explanation of the Constructs 
This study addresses five important variables: support, communication, assignments, 

delivery mode and training transfer. Firstly, support is frequently defined as managers giving the 
encouragement to the employees to undergo training programs, assisting them throughout, in terms 
of time, budget and resources, getting them involved in managerial aspects like decision-making, 
and guiding them in applying the newly acquired competencies (Abdullah et al., 2011; Chiaburu 
and Tekleab, 2005; Ismail et al., 2007, 2010a, 2010b, 2011a). Secondly, communication is 
generally seen as managers delivering information on procedures, contents, responsibilities and 
objectives of the training program, and conducting discussions on how best to perform certain tasks 
and the related necessary skills required, explaining the benefits of attending training programs and 
providing performance feedback (Abdullah et al., 2011; Ismail et al., 2007, 2010a, 2010b, 2011a; 
McShane and Von Glinow, 2005; Vuuren et al., 2007).  

Thirdly, assignments is referred to where managers give voluntary decisions (employees are 
given choices) or mandatory decision (employees are given alternatives) in assigning employees to 
attend training programs (Machin and Treloar, 2004; Saks and Belcourt, 2006). Fourthly, delivery 
mode is frequently viewed as the method of training being performed during training programs such 
as trainer’s preference in conducting the program based on the training objectives, the types of 
trainees and the training environment (Desimone et al., 2002; Klein et al., 2006 ). Finally, training 
transfer has two major types: direct transfer and indirect transfer. Direct transfer is often related to 
as the ability of trainees to learn and implement the knowledge, skills, and abilities gained from 
training programs to similar situations (i.e., at training place). While, indirect transfer is often seen 
as the ability of trainees to learn and implement the knowledge, skills, and abilities gained from 
training programs to dissimilar situations (i.e. at the workplace). Both training transfers may inspire 
trainees to improve daily tasks, amplify professional development and meet organizational needs 
and expectations (Abdullah et al., 2011; Acton and Golden, 2003; Goldstein and Ford, 2002; Ismail 
et al., 2010a,  2010b, 2011a; Sisson, 2001).    

In a training model, many academicians and researchers view that support, communication, 
assignments, delivery mode and training transfer are of different paradigms, but greatly interrelated. 
For example, the ability of managers to adequately provide material and moral supports, openly 
communicate the advantages and magnitude of training programs, clearly deliver assignments to 
employees and appropriately plan delivery mode may lead to an increased training transfer in 
organizations (Abdullah et al., 2011; Dawley et al., 2008; Ismail et al., 2007, 2010a, 2010b, 2011a; 
Noe and Wang, 2006; Saks and Belcourt, 2006).   
 

Literature Review 
Relationship between Support and Training Transfer 
Several studies about training support were conducted based on different samples. These 

studies were the 119 employees who attended training program in a large organization in USA 
(Chiaburu and Takleab, 2005), 600 adult students enrolled in training courses in a large university 
located in Midwestern United States (Klein et al., 2006), and 346 employees from a manufacturing 
facility in US (Dawley, Andrews and Bucklew, 2008).  These studies advocated that the ability of 
supervisors to adequately provide training supports had increased training transfer in the respective 
organizations (Chiaburu and Takleab, 2005; Dawley et al., 2008).  

Relationship between Communication and Training Transfer 
 Few studies about training communication were done using different samples. These studies 
were 10 human resources practitioners in performance improvement technology training program in 
Korea (Lim and Johnson, 2002), 456 employees in telecommunication services in Dutch (Vuuren et 
al., 2007), and 195 employees in a local government office in Malaysia (Ismail et al., 2007) are such 
examples.  These studies supported that the aptitude of managers to use communication openness 
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about the training programs (e.g., feedback and discussion) had enhanced training transfer in the 
organizations (Ismail et al., 2007; Lim and Johnson, 2002; Vuuren et al., 2007). 

Relationship between Assignments and Training Transfer 
Certain studies about training assignments were conducted based on different samples. These 
studies were 184 employees belonging to 18 banks in Northern Taiwan (Tsai and Tai, 2002), and 
150 members of a large training and development society in Canada (Saks and Belcourt, 2006). 
These studies found that the aptitude of managers to properly deliver voluntary and mandatory 
assignments had increased training transfer in the organizations (Saks and Belcourt, 2006; Tsai and 
Tai, 2002). 

Relationship between Delivery Mode and Training Transfer 
Not many studies about training delivery mode were done using different samples but the studies 
conducted were the 200 employees across 39 software companies in Ireland (Acton and Golden, 
2003), and 600 students who enrolled in classroom and blended learning courses (Klein et al., 
2006). These studies reported that the aptitude of supervisors to appropriately select and 
recommend delivery mode had increased training transfer in the organizations (Acton and Golden, 
2003; Klein et al., 2006). 
 The investigation and analysis is consistent with the notion of organizational behavior 
theory. For example, Adams’ (1963; 1965) equity theory states that fair or unfair treatment has a 
significant impact on individual attitudes and behavior. Besides that, Vrooms’ (1964, 1973) 
expectancy theory highlights that an individual will perform certain actions if he/she perceives such 
actions may bring valued outcomes. Thus, Locke and Latham’s (1990) goal setting theory 
postulates that goals direct individuals to perform a task.  The application of these theories in a 
training model shows that the fair treatments, valued outcomes and clarity of goals will be achieved 
if managers may adequately provide support to employees who attend training programs, openly 
communicate the information about training programs, clearly deliver assignments about training 
programs and appropriately plan delivery mode in training programs. As a result, it may motivate 
trainees to an enhanced training transfer in organizations (Abdullah et al., 2011; Dawley et al., 
2008; Ismail et al., 2007, 2010a, 2010b, 2011; Noe and Wang, 2006; Saks and Belcourt, 2006).   
 Conceptual Framework and Research Hypothesis 

The literature has been used as foundation of developing a conceptual framework for this 
study as shown in Figure 1. 
 
         Independent Variable                    Dependent Variable 
 
 
 
 
 
 

Figure no. 1: Conceptual Framework 
 
Based on the framework, it was hypothesized that: 
H1:  There is a positive relationship between support and training transfer 
H2:  There is a positive relationship between communication and training transfer 
H3:  There is a positive relationship between assignments and training transfer 
H4:  There is a positive relationship between delivery mode and training transfer 
 
   Methodology 
  Research Design  

This research uses a cross-sectional research design, which allows the researchers to 
amalgamate training management literature, the in-depth interview, the pilot study and the actual 

Manager’s Role in Training Programs: 
 Support 
 Communication 
 Assignment 
 Delivery Mode 

Training Transfer 
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survey as the main procedure to gather data for this study. The use of such methods may improve 
the inadequacy of single method and increase the ability to gather accurate and less biased data 
(Abdullah et al., 2011; Ismail et al., 2010a, 2010b, 2011a, 2011b; Sekaran, 2000). This study was 
conducted in a local government office in Malaysia. These organizations have designed human 
capital development programs and given autonomous power to managers to closely monitor the 
implementation of the pograms in order to achieve their visions as the prime mover in developing 
their areas. At the initial stage of the study, in-depth interviews were conducted involving six senior 
officers, namely the Head of Human Resource Management Unit (20 years of experience), the Head 
of Town Planning Unit (14 years of experience), training instructor from the Enforcement Unit (20 
years of experience), Senior Engineer from the Project Engineering Unit (17 years of experience), 
Assistant of Accountant from the Finance Unit (9 years of experience), and Assistant of 
Administrative Officer from Human Resource Development Unit (17 years of experience). 

They were selected using a purposive sampling where the employees have good knowledge 
and experience about the design and administration of training programs. Information gathered 
from such employees helped the researchers to understand the characteristics of manager’s role in 
training programs, and training transfer features, as well as the relationship between such variables 
in the studied organizations. After that, the information was compared with the related literature 
review and the results of this comparison were used as a guideline to develop the content and 
format of the survey questionnaire for the pilot study. Next, a pilot study was conducted by 
distributing 60  survey questionnaires to employees from administrative divisions and technical 
divisions through contact persons (i.e., HR manager, secretary of HR manager, secretary of 
department heads and supervisors) in order to verify the content and format of the questionnaire for 
the actual study. The results of pilot study showed that the variables had exceeded the value of 0.70, 
indicating that they met the adequate standards of reliability analysis (Fraenkel and Wallen, 2006; 
Kline, 2000). Hence, the back translation technique was used to translate the survey questionnaires 
in Malay and English; this would augment the validity and reliability of the instrument (Abdullah et 
al., 2011; Kothari, 2008; Ismail et al., 2010a, 2010b, 2011). 
 
  Measures 
  The survey questionnaire consists of four sections. First, support was measured using three 
items that were modified from the training support literature (Abdullah et al., 2011; Ayres, 2005; 
Chiaburu and Tekleab, 2005; Guerrero and Sire, 2001; Holton et al., 2000; Ismail et al., 2009, 
2010a, 2010b, 2011a). Second, communication was measured using six items that were modified 
from the training transfer literature (Abdullah et al., 2011; Ismail and Bonggogoh, 2007; Ismail et 
al., 2009, 2010a, 2010b,2011; Tsai and Tai, 2003). Third, assignments were measured using seven 
items that were modified from the training assignment literature (Chang, 2002; Guerrero and Sire, 
2001). Fourth, delivery mode was measured using six items taken from training delivery literature 
(Acton and Golden, 2003; Klein et al., 2006). Finally, training transfer was measured using five 
items taken from training transfer literature (Chiaburu and Tekleab, 2005; Ismail and Bonggogoh, 
2007; Ismail et al., 2009, 2010b). All the items used in the questionnaire were measured using a 7-
item scale ranging from ‘strongly disagree’ (1) to ‘strongly agree’ (7). Demographic variables were 
used as the controlling variable because this study focused on employees’ attitude.  
 
  Unit of Analysis and Sampling  
  The researchers had obtained an official approval to conduct the study from the heads of the 
studied organizations and also received advice from them about the procedures of conducting the 
survey in their organizations. The targeted population for this study was employees who worked in 
the organizations. After considering the organizational rules, a convenience sampling technique was 
used to distribute 700 survey questionnaires to all participants through the Human Resource 
Management Units in the organizations. Of the total number, 427 usable questionnaires were 
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returned to the researchers, yielding a response rate of 61 percent. The survey questionnaires were 
answered by participants based on their consent and voluntary basis. The number of this sample 
exceeded the minimum sample of 30 participants as required by probability sampling technique, 
showing that it may be analyzed using inferential statistics (Ismail et al., 2010a, 2010b, 2011; Leedy 
and Ormrod, 2005; Sekaran, 2000;). 
 
  Data Analysis 
  The Statistical Package for Social Science (SPSS) version 16.0 was used to analyse the data 
from the questionnaires.  Firstly, exploratory factor analysis (EFA) was used to assess the validity 
and reliability of measurement scales (Hair et al, 1998; Nunally and Bernstein, 1994). Secondly, 
analysis of variance, Pearson correlation analysis and descriptive statistics were conducted to 
analyze the constructs and the usefulness of the data set (Tabachnick et al., 2001; Yaacob, 2008). 
Finally, Stepwise Regression analysis was undertaken to assess the magnitude of each independent 
variable, the relationship between many independent variables, one dependent variable, the 
contribution and influence of each independent variable on dependent variable (Baron and Kenny, 
1986; Foster et al., 1998; Wong et al., 1995). In this regression analysis, standardized coefficients 
(Standardized Beta) were used for all analyses (Jaccard et al., 1990). 
 
  Findings 
  Participant Characteristics  

Table 1 shows that most of the participant characteristics were males (53.6 %), age 46 years 
old and above (40.9 %), non-management workers (56.4 %), degree holders (39.1 %), and workers 
who have been employed for more than 21 years (37.3%). 

 
Table no. 1 

Participant Characteristic (N=427) 

 
Note:   
SPM-Sijil Pelajaran Malaysia/Malaysian Certificate of Education 
STPM-Sijil Tinggi Pelajaran Malaysia / Higher School Certificate     

 
Validity and Reliability Analyses for the Measurement  
Table 2 shows the validity and reliability of the measurement scales. The survey 

questionnaires comprises 27 items, which related to five variables: support (3 items), 
communication (6 items), delivery mode (6 items), assignment (7 items), and training transfer (5 
items). Relying on Hair et al. (1998) and Nunally and Bernstein (1994)’s guideline, these statistical 
analyses showed that: (1) all research variables exceeded the acceptable standard of Kaiser-Meyer-
Olkin’s value of 0.6, (2) all research variables were significant in Bartlett’s test of sphericity, (3) all 
research variables had eigenvalues larger than 1, and (4) the items for each research variable 

Gender (%) 
Male = 53.6 
Female = 46.4 
 
Age (%) 
18-25 = 5.5 
26-35 = 29.1 
36-46 = 24.5 
> 46 = 40.9 
 
Position (%) 
Management = 43.6 
Non-management = 56.4 
 

Education (%) 
Degree = 39.1 
Diploma = 12.7 
STPM = 5.5 
SPM = 32.7 
Competency Certificates = 10.0 
 
Length of Service (%) 
< 1 years = 1.8 
1-5 years = 12.7 
6-10 years = 17.3 
11-15 years = 20.0 
16-20 years = 10.9  
> 21 years = 37.3 
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exceeded factor loadings of 0.50 (Hair et al., 1998). Besides that, all research variables exceeded the 
acceptable standard of reliability analysis of 0.70 (Nunally and Bernstein, 1994). These statistical 
analyses confirm that the measurement scales met the acceptable standards of validity and 
reliability analyses as shown in Table 2. 

 
Table no. 2 

The Results of Validity and Reliability of the Measurement Scales 

Measure 
No. 
of 

Items 

Factor 
Loadings KMO 

Bartlett’s 
Test of 

Sphericity 
Eigenvalue Variance Explained Cronach 

Alpha 

Support 3 55-75 73 584.21 2.34 77.97 86 

Communication 6 51-87 88 2.303 4.53 75.55 93 

Assignment 7 55-90 89 2.571 5.01 71.51 93 

Delivery Mode 6 57-89 90 2.689 4.83 80.54 95 

Training Transfer 5 82-90 87 1.639 3.84 76.87 92 

 
Analysis of the Constructs  

  Table 3 shows the results of Pearson correlation analysis and descriptive statistics. The mean 
values for the variables are from 5.0 to 6.0, signifying that the levels of support, communication, 
assignments, delivery mode and training transfer ranging from high (4) to highest level (7). The 
correlation coefficients for the relationship between the independent variable (support, 
communication and delivery mode) and the mediating variable (motivation to learn) and the 
dependent variable (training transfer) were less than 0.90, indicating that the data were not affected 
by serious collinearity problem (Hair, et al., 1998). 
 

Table no. 3 
Pearson Correlation Analysis and Descriptive Statistics 

Variable Mean Standard 
Deviation 

Pearson Correlation Analysis 

   1 2 3 4 5 
1. Support 5.0 1.26 1     
2. Communication 5.0 1.22 .755** 1    
3. Assignments 5.0 1.31 .649** .732** 1   
4. Delivery Mode 5.0 1.18 .668** .790** .766** 1  
5. Training Transfer 6.0 0.86 .383** .477** .402** .467** 1 

         Note: Significant at *p<0.05; **p<0.01; **p<0.000 
 

Outcomes of Testing Hypotheses 1 and 2   
Table 4 shows that demographic variables were entered in Step 1 and then followed by 

entering independent variable (i.e., support, communication, assignments and delivery mode) in 
Step 2. Training transfer was used as the dependent variable. An examination of multicollinearity in 
the regression analysis shows that the tolerance values for the relationships between training 
assignment (i.e., support, communication, assignment and delivery mode) and training motivation 
were 0.93, 0.93, 0.95 and 0.94, respectively. These tolerance values were more than tolerance value 
of 0.20 (as a rule of thumb), indicating the variables were not affected by multicollinearity problem 
(Fox, 1991; Tabachnick and Fidell, 2001).  
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Table no. 4 

Results of the Stepwise Regression Analysis  
Variable Dependent Variable 

(Training Transfer) 
 Step 1 Step 2 

Control Variables   
Gender -0.05 -0.04 
Position -0.03 -0.01 
Age 0.14 0.09 
Education Level -0.08 0.03 
Length of Service -0.10 -0.04 
Independent Variables   
Support  0.02 
Communication  0.25** 
Assignments  0.03 
Delivery mode  0.24** 
R² 0.03 0.26 
Adjusted R² 0.01 0.24 
R²  Change 0.03 0.23 
F 1.50 11.25*** 
F Change R² 1.50 32.19*** 

               
                    Note: Significant at *p<0.05, **<0.01, ***p<0.000 
 

Table 4 shows the results of hypothesis testing were shown in the Step 2.  Firstly, support 
insignificantly correlated with training transfer (ß=0.02, p>0.05), therefore H1 was not supported. 
Secondly, communication significantly correlated with training transfer (ß=0.25, p<0.01), therefore 
H2 was supported. Thirdly, assignment insignificantly correlated with training transfer (ß=0.03, 
p>0.05), therefore H3 was not supported. Fourthly, delivery mode significantly correlated with 
training transfer (ß=0.24, p<0.01), therefore H4 was supported. The inclusion of these variables in 
Step 2 has explained 26 percent of the variance in the dependent variable. This result sends a 
message that communication and delivery mode act as important determinants of training transfer, 
but support and assignment do not act as important determinants of training transfer in the studied 
organization.  
 
  Discussion and Implications  
  The conclusion of this investigation show that communication and delivery mode have been 
important determinants of training transfer in the organizational sample. In the studied organization, 
managers have provided adequate support (e.g., encourage employees to attend training programs 
and apply newly acquired knowledge and skills that they gain from training programs in their jobs), 
make use of comfortable communication practice (e.g., provide feedback, support discussion and 
openly deliver information on training) and chosen the appropriate delivery mode (e.g., classroom 
and computers) when dealing with training programs. The majority of the employees perceive that 
the ability of managers to properly implement comfortable communication style and plan 
appropriate delivery mode had increased training transfer in the organization. 
  This investigation provides momentous impacts on three major aspects: theoretical 
contribution, robustness of research methodology, and contribution to the human resource 
development practitioners. In terms of theoretical contribution, this investigation and research 
revealed two important results. First, communication and delivery mode have been important 
determinants of training transfer. This finding is consistent with the studies by Ismail et al., 2007, 
2010a and 2010b; Lim and Johnson, 2002; Vuuren et al 2007. Second, support and assignment have 
not been important determinants of training transfer. This finding is not consistent with the studies 
by Chaiburu and Takleab, 2005; Dawley et al., 2008. A thorough review of the in-depth interview 
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results shows that this finding may be affected by peripheral reasoning. Firstly, the respondents of 
this study have different needs and expectations about their manager’s styles. In this situation, the 
respondents may have different attitudes and values in appreciating and accepting the manager’s 
styles in providing support and giving assignments about the training programs. Secondly, the 
managers in the studied organizations have different capabilities and traits in managing training 
programs. In this condition, different manager styles in providing support and giving assignments 
regarding training programs may not be positively recognized and accepted by majority employees.  
  With respect to the robustness of the research methodology, the survey questionnaires used 
in this investigation have adequately met the standards of validity and reliability analyses. Hence, 
this may lead to the production of accurate and reliable findings.  
  Regarding practical contribution, the findings of this study may be used as important 
guidelines by top management and employers to improve training and development program in 
organizations. In order to achieve such objectives, employers and top management need to consider 
the following suggestions: firstly, update leadership training content and methods according to 
current organizational changes. Secondly, employee recruitment policy needs to give priority in 
hiring candidates who have good academics qualifications, knowledgeable and experiences than 
fresh graduates to fulfil critical positions in organizations. Thirdly, promote pay systems that 
provide higher rewards to employees who can successfully transfer what they learn from training 
programs onto the workplace. If these suggestions are properly considered this may lead to an 
enhanced positive subsequent personal outcomes (e.g., satisfaction, commitment, performance and 
positive behaviour) in organizations.    
 
  Conclusion  
  This investigation proposed a conceptual framework based on the workplace training 
literature.  The measurement scales used in this study met the acceptable standards of validity and 
reliability analyses. Outcomes of stepwise regression analysis confirmed that communication and 
delivery mode did act as important determinants of training transfer, but support and assignment did 
not act as important determinants of training transfer in the studied organization. This result 
partially support training research literature mostly published in overseas.  Therefore, current 
research and practice within training management models needs to consider support, 
communication, training assignment and delivery mode as important components of the training 
system where the willingness of top management to properly implement such components in 
training programs will powerfully push subsequent positive personal outcomes (e.g., satisfaction, 
commitment, trust, good working ethics and performance). Thus, these positive outcomes may lead 
to an increased organizational competitiveness in dynamic environments. 
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