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Employees are the major assets of any organization. Every organizations needs well trained employees to 

perform the activities effectively and efficiently. It is the continuous process of the organizations that helps 

to develop skills, knowledge and abilities. Transfer of learning from management development 

programmes has been described as the effective and continuing application back at work of the knowledge 

and skills gained on those programmes. It is a very important issue for organizations today, given the large 

amounts of investment in these programmes and the small amounts of that investment that actually 

translates into an improved individual and organizational performance. The purpose of the study is to find 

out the transfer of learning and its influence on employees' job performance. The study found out that 

employees are aware about training; employees are motivated through training; and training results into 

higher performance. The study suggested that training facilitators should be dynamically followed and 

made required and the employer should give compulsory training programs for all employees in order to 

improve performance. The study decided that there is need for continuous training and learning transfer is 

a major influence on employees' job performances.
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1. Introduction

We are living in a global village. The world is 

becoming a smaller place owing to the globalisation. 

In this regard the competitive challenges are 

multiplying to a great extent. During this regard the 

businesses must be competitive to face the 

challenges of the globalization. The competitive 

advantages of the firm depend upon the knowledge 

and skills possessed by the workers (Drucker, 

1999).Training and development became one 

among the required functions in most organizations, 

because they cause high performance within the 

same field and are important a part of human 

resource department, it's a big effect on the success 

of a corporation through improving employee 

performance (Mozael, 2015).There is significant 

positive relationship exists between employee 

training and development (Naveed, 2014).

Organizations nowadays are up against a lot of 

competition, as well as a constantly changing 

t e c h n o l o g y  a n d  b u s i n e s s  e n v i r o n m e n t . 

Globalization and ever-changing client demands 

have posed additional hurdles to businesses. To 

tackle these obstacles, the industries are attempting 

to achieve their desired profit level by guaranteeing 

effective personnel training and development. 

Employees are the most valuable resource. 

Representatives are most valuable resource for any 

organization as they can develop or obliterate 

standing of organization and they can impact benefit 

(Elnaga and Imran, 2013).Training is more present-

day situated that emphasis on people current 

positions, explicit abilities and capacities to 

promptly play out their positions while advancement 

upgrades practices, perspectives and further 

develops worker execution in an association. It is the 

way toward expanding the information and abilities 
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Organizations nowadays are up against a lot of 

competition, as well as a constantly changing 

t e c h n o l o g y  a n d  b u s i n e s s  e n v i r o n m e n t . 

Globalization and ever-changing client demands 

have posed additional hurdles to businesses. To 

tackle these obstacles, the industries are attempting 

to achieve their desired profit level by guaranteeing 

effective personnel training and development. 

Employees are the most valuable resource. 

Representatives are most valuable resource for any 

organization as they can develop or obliterate 

standing of organization and they can impact benefit 

(Elnaga and Imran, 2013).Training is more present-

day situated that emphasis on people current 

positions, explicit abilities and capacities to 

promptly play out their positions while advancement 

upgrades practices, perspectives and further 

develops worker execution in an association. It is the 

way toward expanding the information and abilities 

of a worker, for making a specific showing. 

Preparing is of much importance in accomplishing 

the targets of the association by keeping in see the 

interest of representatives and association (Stone, 

2002). Advancement is drawn out instruction 

measure using an orderly and coordinated system by 

which administrative staff learn reasonable and 

hypothetical information for universally useful. 

Preparing and advancement ends up being a 

boundary for improving the capacity of the labor 

force for  accomplishing the hierarchical 

destinations. Preparing is viewed as a helpful 

method for adapting to changes cultivated by 

mechanical advancement; market contest, 

hierarchical organizing and in particular it assumes a 

vital part to upgrade representative execution. 

Consequently the goal of this investigation is to 

show the effect of preparing and advancement on 

employees‟ execution. 

We are living in a global village. The world is 

becoming smaller and our business is becoming 

larger because the results of globalization. During 

this regard the businesses must be competitive to 

face the challenges of the globalization. The 

competitive advantages of the firm depend upon the 

knowledge and skills possessed by the workers 

(Drucker, 1999).Training and development became 

one among the required functions in most 

organizations, because they cause high performance 

within the same field and are important a part of 

human resource department, it's a big effect on the 

success of a corporation through improving 

employee performance (Mozael, 2015).There is 

significant positive relationship exists between 

employee training and development (Naveed, 

2014).

Preparing and improvement have gotten one of the 

vital capacities in many associations, since they lead 

to superior in a similar field and are significant piece 

of human asset division, it significantly affects the 

accomplishment of an association through further 

developing worker execution (Mozael, 2015). 

The current associations should manage preparing 

requires connected up with changing and developing 

internationalization of industry, different public 

perspective and a fluctuated labor force (Abdus, 

2011). Preparing is of much importance in 

accomplishing the targets of the association by 

keeping in see the interest of representatives and 

association (Stone, 2002). Preparing incorporates 

however not restricted to programming preparing, 

the board preparing while advancement centers 

mostly about the exercises that further develop 

representative abilities for future undertakings. 

Firms are presently confronting new changes 

because of the fast speed of mechanical and 

worldwide turn of events. Mechanical headways 

have achieved the need of abilities and capacities 

expected to play out a particular assignment. To deal 

with these difficulties, more improved and effective 

preparing programs are required by all companies.

Organisations main aim is to continuously that 

specialize in employees' performance also as new 

strategies to enhance their performance by giving 

useful training tools. The most aim of the 

organisation is to transfer the learnt knowledge in 

their workplace soon after back from training place. 
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When learning something new, we take what we've 

learned before and apply it to both familiar and 

unfamiliar situations. Transfer of learning, on the 

opposite hand, is at the guts of learning, reasoning, 

and problem-solving. Learning transfer is closely 

associated with learning retention. The appliance of 

what was learned to the work environment is 

mentioned as learning transfer as a phenomenon of 

workplace learning and further training in 

organisations. Individuals and organisational units 

or organisations also are learners (Schneider, K 

2014). When our prior experience, abilities, and 

skills have an impact on the training or success of 

latest activities, we call this transfer (General 

Literacy Secretariat Canada).

In simple way transfer could also be defined as “the 

partial or total application or carryover of data, 

skills, habits, attitudes from one situation to a 

different situation”. From fundamental to advanced, 

technical and industrial training, and better 

education, the aim of all education is to use what we 

learn in various contexts and to know and expand the 

training to thoroughly new circumstances. This is 

often mentioned as transfer of learning (Haskell, R. 

E. 2000).

Further, many researchers during this area have 

emphasised that any effort taken to measure training 

effectiveness must search for these elements of 

transfer of coaching (Broad & Newstrom 1992; 

Kirkpatrick 1994; Noe 2005; Noe et al. 2004). 

Consistent with Bates (2003), training can do little to 

extend individual or organisational performance 

unless what's learned as results of training is 

transferred to the work.

Preparing and advancement is significant for all 

associations to understand their destinations. 

Numerous analysts are cleared out this space for 

understanding the significance of instructing and 

advancement. 

Without the preparation the association can't 

accomplish the associations' vital objectives, 

mission, and adequacy. On the contrary hand, Miller 

and Osinski (2002); Rajasekar and Khan (2013) 

engaged and examined that representative preparing 

and advancement is one among the fundamental 

pieces of HR the executives with the ID of 

hierarchical need, strategy and technique at various 

modern viewpoints.

As per Abbas Q. furthermore, Yaqoob (2009) this 

reality is of no question that the preeminent 

overbearing anxiety for associations is execution. 

The investigation found that preparation and 

advancement had emphatically corresponded and 

asserted measurably huge relationship with worker 

execution. There are numerous investigations led 

regarding this matter. HRM exercises are considered 

as a present inside the eyes of workers and preparing 

is one among them (Mahbuba, 2013). Reliable with 

Iftikhar and Sirajud (2009) preparing and 

advancement is a vital action to broaden the 

presentation of the laborers.

Many researchers have acknowledged that transfer 

of coaching will occur only trainees have the 

motivation or desire to use the learned knowledge 

and skills on the work (Baldwin & Ford 1988; Noe

Regardless how the transfers of coaching elements 

are described, there has been general agreement 

amongst researchers that transfer of coaching may 

be a critical issue in HRD. as an example , Baldwin 

and Ford (1988), in their early model of the transfer 

process provided HRD researchers and practitioners 

of organisational training with an understanding of 

the range of things affecting transfer of coaching 

include a variety of trainee characteristics, the 

training course design and therefore the sort of work 

environment.

The method of applying information or skills 

learned in one context to a replacement or different 

context is understood as transition. Learning transfer 

happens as learning in one sense improves (positive 

transfer) or degrades (negative transfer) an identical 

output in another(Perkins,1999).

2. Literature Review
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Training is that the learning process that's the 

ind ispensable  a  par t  o f  human resource 

development. Consistent with Abbas Z. (2014) 

training as an important element to an employee for 

the event of the businesses because a number of the 

workers have lack of data skills and competencies 

and did not accomplish task on timely basis. Besides, 

Training may be a learning activity directed towards 

the acquisition of specific knowledge and skills for 

the aim of an occupation or task. the main target of 

coaching is that the job or task for instance , the 

necessity to possess efficiency and safety within the 

operation of particular machines or equipment, or 

the necessity for an efficient sales department to say 

but a couple of (Cole, 2002).

1986; Noe & Schmitt 1986; Wexley & Latham 

1991). Perhaps, without motivation to transfer, even 

the foremost systematic educational program will 

struggle to be effective. However, little is understood 

about the precise factors that impact on a trainee's 

motivation to transfer training to the work (Seyler et. 

al. 1998; Tannenbaum & Yulk 1992).

While Singh and Mohanty (2012) clarified in their 

exploration that preparation is a critical device for 

the point of improving the labor force execution and 

it will at last build the cost of a company yet 

association should be balance among preparing 

worth and preparing payment.

In any case, Laing (2009) preparing is characterized 

as a marker to build up predominant abilities, 

information, capacities and viewpoint of the laborers 

that prompts successful execution of the specialists. 

Besides, he adds something else, that is, preparing 

expands the gathering of the association. In 

accordance with this is regularly the supposition that 

preparation is fundamental intend to improve the 

workers' efficiency which eventually influences the 

association execution and adequacy (Singh and 

Mohanty, 2012).

As indicated by Nunvi (2006), preparing programs 

are coordinated towards keeping up with and further 

developing present place of employment execution 

while advancement looks to upgrade abilities for 

future positions. Other than Armstrong (1996), 

underscored that preparation ought to be created and 

drilled inside the association by liking learning of 

hypotheses and approaches, in case preparing is to 

be perceived. Preparing might be a kind of action 

which is arranged, efficient and it prompts upgraded 

level of ability, information and capability that are 

important to perform work adequately Gordon 

(1992). On the contrary hand, advancement might be 

an  expans ive  p rogress ing  mul t i - l aye red 

arrangement of exercises (preparing exercises 

among them) pointed toward bringing somebody or 

an organization up to an alternate limit of execution, 

regularly to play out some work or a substitution job 

inside the future (McNamara, 2008).

According to Saleem et al. (2011) preparing is a 

coordinated increment from the expertise abilities 

and sensations required for laborers individuals to 

execute effectively inside the offered cycle, 

add i t iona l ly  as ,  to  work  in  subord ina te 

circumstance. Moreover, preparing likewise builds 

the abilities of representative's extremely 

compelling way by propelling them and changing 

over them in to well arrange and respectful, that at 

last influences the exhibition of the association. 

Moreover, Chris (2011) representative preparing is 

significant for the association to foster the 

presentation of the specialists and accordingly the 

association ought to assess the instructive program 

according to the goals and missions.

Similarly preparing improvement of abilities 

concerning a particular work while advancement has 

its degree extended across the extension and private 

advancement of the specialists Obisi (2011). Also, 

Cambell (1971) has given his perspectives as 

preparing further develops the expertise level of 

specialized staff during a concise time of your time 

for a chose objective while advancement permits the 

administrators to discover and develop during an all-

inclusive term learning period having wide-running 

goal. Additionally, Armstrong M. (2009) has 

separated preparing from advancement by articulat-
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Further specialists added that innovative turns of 

events, atomization, automation, changing climate 

and hierarchical change have steadily driven a few 

businesses to the conviction that achievement 

depends on the gifts and abilities of their 

representatives, and this recommends significant 

and constant interest in preparing and improvement 

Khan et al. (2011).Training the demonstration of 

speeding up the information, abilities, capacities of a 

representative for making a chose showing .It a will 

be a coordinated increment from the expertise 

abilities and sensations required for laborers 

individuals to execute productively inside the 

offered interaction, additionally as, to work in 

subordinate circumstance Saleem et al. (2011). 

Besides, Laing (2009) accepted that preparation as a 

marker to support unrivaled abilities, information, 

capacities and viewpoint of the laborers that prompts 

compelling execution of the specialists. 

According to Mahbuba (2013) accepted that 

mentors job is moving from a simple job of giving 

abilities to dynamic communicator, who makes an 

endeavor in accomplishing preparing additionally as 

authoritative destinations. The target of the 

preparation is to upgrade the information and 

abilities, change disposition and conduct of the 

laborers all together that they will effectively adjust 

the new innovation inside the association for 

creation. As result the turnover and truancy rate will 

be less. Very much prepared workers show both 

amount and quality execution. There is less wastage 

of your time, cash and assets in case representatives 

are appropriately prepared James et al. (2014).

2.1 Transfer of Learning/ Training

Transfer of learning must be considered as a 

multidimensional construct because different

Government and organizations spend billions of 

dollars per annum on formal training and 

development programs, and vastly increasing 

investment in education and training of doctors has 

been reported globally. There is concern that the 

majority of coaching expenditures don't transfer to 

the work. Estimates suggest that employees transfer 

but 10 percent of coaching and development 

expenditures back to their workplace. It is reported 

in industry and health care settings also that only a 

little amount of what learned in training are applied 

on the work. These findings confirm a significant 

transfer problem for organizations and indicate the 

glar ing gap between training efforts  and 

organizational outcomes. If organizations are to 

profit from their training investments, it's crucial to 

enhance the effectiveness of coaching and obtain the 

simplest use of coaching funds. it's suggested that 

the effectiveness of coaching depends on training 

transfer or transfer of learning, which is defined 

because the extent to which knowledge, skills and 

attitudes learned in work-related training are applied 

on the work and subsequent maintenance of them 

over a particular period of your time.

ting his idea that improvement should gather new 

information and abilities that assistance to advance 

into some future occupation necessities while 

preparing helps in acquiring those skills that 

empower the specialists to brought perform up in 

their current positions.

Notwithstanding, Singh and Mohanty (2012) accept 

that preparation is fundamental intend to upgrade the 

workers' usefulness which at last influences the 

association execution and viability. On the contrary 

hand Training should be talked in such how that it 

covers the representatives' exhibition improvement 

needs and is as per their sets of responsibilities. 

Moreover to the past contentions, McConnell (2004) 

upholds an association approach between the 

laborers and their organizations in deciding 

preparing needs, likewise on the grounds that the 

contribution of the specialists in fixing preparing 

objectives. Other than Mehrdad et al. (2009) 

additionally said that preparation methods are 

grouped into social or On-the-work (directions, 

work guidance preparing, apprenticeships, 

temporary positions and assistantships, work turn 

and instructing) and intellectual or off-the-work 

(Lectures, PC based preparing, games and 

reproductions and so forth.
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The findings of this research study and the subseque-

The main purpose of this study is to evaluate the 

learning transfer and its influence on employee 

performance in the organization. Here data have 

been gathered on the sampled respondents on the 

influence of training and development on 

employees '  performance,  motivat ion,  job 

satisfaction of the organization.

authors view transfer of coaching differently, 

attributing a spread of features to its definition. For 

instance, Wexley and Latham (1991) suggest that 

transfer is often measured as a positive, negative or a 

zero. Positive transfer occurs when learning within 

the training situation leads to better performance on 

the work. This reflects the overall assumption behind 

most definitions of transfer of coaching. Negative 

transfer occurs when learning within the training 

situation leads to poorer performance on the work. 

Zero transfer, not surprisingly, occurs when learning 

within the training situation has no effect on the work 

performance.

5. Analysis and Results 

4. Methodology of the Study 

4.2. Measures and Scale 

Two factors were utilized in this investigation for 

example transfer of training, employee performance 

and job satisfaction. Equally 100 questions of 

transfer of training and its impact on employees' job 

performance were used.

3. Objectives of the Study

The findings of Burke and Hutchins' (2008) study 

suggest that interventions to improve training 

transfer are best carried out in the workplace, during 

the design and delivery phase, and involve trainers 

and supervisors. Supervisory support activities, 

coaching, opportunities to perform, interactive 

training activities, transfer measurement, and job-

relevant training. Several new transfer variables also 

emerged from the data, indicating existing transfer 

models can be further refined.

Ÿ Effect of transfer of learning on employees' 

performance

The examination researched the effect of preparing 

and advancement on worker execution. This 

exploration work views at  preparing and 

improvement as a HRM practices and its impact on 

w o r k e r  e x e c u t i o n  i n  t h e  a s s o c i a t i o n . 

Unquestionably, the point of the examination is to 

discover: 

Ÿ The  impac t  o f  t r a in ing  t r ans fe r  on 

organizational productivity

4.1. Test and Data Collection 

Specific and non-specific or generic transmission 

were distinguished by Detterman (1993, p. 5). He 

defined the latter as the transmission of ideas, 

beliefs, and methods. He disregarded non-specific 

transfer, arguing that it occurs infrequently and that 

the focus should be on teaching the specific skills 

and information that will be used, rather than 

teaching skills that learners will have to figure out 

how to apply on their own.

Job satisfaction had 2 questions which were adopted 

from the study of (Cook and Heptworth, 1981). All 

factors were estimated utilizing a 5-point Likert 

scale in which 5 represented strongly agree and 1 

which is strongly disagreeing.

Ÿ The impact of training on employee 

satisfaction.

100 surveys were circulated among the various 

representatives of IT and enabled service sector 

employees in and around Mangalore city Karnataka. 

Top five IT and enabled service companies like 

Infosys, Mphasis, Cognizant, Winman software, 

MResult selected.  The response rate was agreeable. 

Convenience sampling technique was used for this 

study. The data was gathered by using self-

administered questionnaire and the participation 

was voluntary.

Ÿ T h e  n e e d  o f  e m p l o y e e  t r a i n i n g  i n 

organization.
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nt evaluation carried out on the responses reflect the 

key areas of transfer of learning/ training and 

development and its challenges on employee 

performance, motivation, retention and morale. 

Findings from Employees a total number of thirty 

(100) employees were selected to provide answers to 

the structured questionnaire .Analysis of survey data 

is given below.

5.1 Training program is mandatory for the workers for better performance and usefulness: 

Particulars No. of respondents Percentage

Yes 19 64

No 11 36

Total 30 100

From the study, 64% of the representatives believed 

that training program is necessary for better 

performance and 36 % workers are not agreed with 

this statement. It is understood that, training 

program is necessary for the employees for better 

performance and efficiency.

Primary data

5.2 Transfer of Learning has positive effect on performance: 

Particulars No. of respondents Percentage

Yes 18 60

No 8 27

Don’t Know 4 13

30 100

From the study, 60% workers are clearly agreed with 

this statement. 27% are opposing however 13% are 

not stating their viewpoint. The mean difference is 

10 and Standard Deviation is 7.21. So with this we 

can get that, larger part of the respondents' agreed 

transfer of learning has positive impact on work 

performance.

Mean = 10, S.D= 7.21 Primary data

5.3 Training strongly affects representative performance: 

Particulars No. of respondents Percentage

Yes 20 66

No 7 24

Don’t Know 3 10

30 100

Primary dataMean = 10, S.D= 8.89

Obviously 66% of the respondents clearly agreed 

with the statement while 24% respondents are not 

agreeing with this. Then again 10% respondents' are 

remaining neutral. The mean difference is 10 and 

Standard Deviation is 8.89. So, one might say that 

training remarkably affects worker performance.

5.4 Training content: 

Particulars No. of respondents Percentage

Yes 19 62

No 7 23

Don’t Know 4 15

30 100

Primary data
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62% workers are believed that, preparation content 

was a great idea to apply new information, 23% felt 

that preparation content was bad and remaining 15% 

representatives were neutral with preparing content. 

However larger part is supporting the matter, here 

the association should change the training content in 

such manners where workers feel interest to go to the 

training for better performance. 

The  in fo rma t ion  po r t r ays  t ha t  66 .67  % 

representatives communicated that hands on- the job 

training directly impact on performance. Then again 

33.33% workers accepted that off-the-job training 

directly impact on performance. So we can say that 

the on-the-training has direct impact on employee's 

performance.

From the information, we can say that among 30 

representatives 60% workers accepted that quarterly 

preparing programme improve the job performance 

and 26 %representatives are communicated that 

twice  in  year  prepar ing  fur ther  develop 

performance. Then again 14% once in year 

preparing can further develop performance and 

efficiency. Here greater part percent are accepted 

quarterly preparing programmes will further 

develop performance and their efficiency. 

5.5 Type of training from the association that is 

directly influence on performance: 

5.6 How often you receive training from your 

organization to improve performance and 

productivity?? 

5.7 Training has positive impact on employees' performance:

Particulars No. of respondents Percentage

Yes 19 64

No 8 26

Don’t Know 3 10

30 100

Mean=10, S.D= 8.19 Primary data

It shows that 64% thought training has positive effect 

employees' performance, then again 26% workers 

are not accepted with this statement and furthermore 

10% representatives did not communicate anything. 

So it is noticed and accepted that, organized and 

efficient training programme affects workers' work 

performance. 

Preparing is one among the first potential sparks 

which may cause numerous potential advantages for 

the two people and in this way the association that 

assists with acknowledging targets of the 

association. This investigation analyzed the effect of 

training and improvement on workers' exhibition. 

The objective is to gauge and dissect the effect of 

instructing and improvement of worker's exhibition. 

To understand these targets an example of 30 

respondents were chosen. The investigation 

uncovered a few findings like normal representative 

firmly opinion that preparation further develops 

abilities, information, and abilities and it assists with 

making their work fulfillment of representatives. 

This statement is similar to with the perspective on 

Ewuim and Ubochi (2007). Essentially better 

usefulness relies upon appropriate preparing to the 

specialists. 

From the information, it is seen that among 30 

respondents 64 % respondents thought training 

program supports with job satisfaction and 36 

percent respondents' don't accept this statement.

 

Some of the major findings are-
6. Discussions and Findings of the Study 

5.8 Training program helps to create job 

satisfaction and quality of work life: 

-From the study is it observed that, majority of the 

respondents (64 %) agreed that training program is 

necessary for the employees for better performance
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- It is noticed and accepted that, organized and 

efficient training programme affects workers' work 

performance (64%).

and efficiency. 
- Larger part of the respondents' (60%) agreed 

transfer of learning has positive impact on work 

performance. From this finding we can understand 

that with the help of good training, undoubtedly 

improving work performance.
- More than 62% employees believed that, 

preparation content was a great idea to apply new 

information in their organisation as well as in 

training.
-While understanding the types of training methods 

influences their work performance, it is observed 

that majority (66%) opined on-the-training has 

direct impact on employee's performance.
-Majority of the respondents i.e, 60% employees 

accepted that quarterly preparing training 

programme improve the job performance.

- It is seen that among 30 respondents 64 % 

respondents thought training program supports with 

job satisfaction. So with the help of training 

programme as well as improved skills their job 

satisfaction increases.

7. Recommendation 

Numerous associations have gone to the conviction 

of the significance of the job of training and 

improvement programs since it builds the 

associations staff effectiveness, abilities and 

efficiency to understand the benefits of instructing 

drive. The examination shows that there's solid 

effect of training and advancement on worker 

execution. All Employees of the associations 

discover their preparation and advancement helpful 

for their exhibition. Managers ought to be given 

additional preparation programs in order to 

downsize the benefit of selecting and preparing new 

staff individuals. On the contrary hand the stockpile 

of criticism to representatives in the wake of 

preparing is proposed so concerning laborers to 

become aware of regions where they will work on 

their presentation. 

8. Conclusion 

Pakistan. Pakistan Economic and Social Review, 47(2): 

269-92.

Thus, the aim of this study is to explore the effect of 

training and improvement on representative 

performance. HR Department is consistently 

recruiting talented individuals from wide market and 

subsequently provides trainings to manage global 

problems. Through different HR activities and 

training programmes likewise as inciting workers to 

utilize the new acquired abilities and information, 

they keep talents within the organisation, ensure 

career path for performers to perform more 

efficiently and effectively.
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