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Spellman, Stephanie J.  The Effects of Organizational Culture on Learning Transfer 

Abstract 

Organizations must have a skilled labor force to remain competitive in today’s complex 

economy.  Companies spend tens of billions of dollars on employee training each year in the 

U.S.  Employee development creates more effective production of goods and services and 

increases employee engagement.  However, learning and development professionals often 

struggle to prove the value of training.  One way to demonstrate training’s value to a company is 

to show learning transfer, which is the observable change in employee behavior through the 

application of skills and behavior learned in training. 
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Chapter I: Introduction 

Company XYZ is an electronics contract manufacturer headquartered in Neenah, 

Wisconsin.  The company was founded in 1989 and has since grown to have three billion dollars 

in annual sales and employ 16,000 workers globally.  Company XYZ hopes to reach five billion 

dollars in sales within the next three years.  Given the rapid growth of Company XYZ and given 

its projected growth in the coming years, the organization is developing sustainability strategies 

in many areas.  One area that is becoming increasingly important to the success of the company 

is human resource development.  Workers must be skilled and knowledgeable in their work in 

order to grow the business.  Employee training therefore plays a vital role in the development of 

the business and its people. 

Training initiatives can only be successful when the content learned is then applied back 

to the job.  This is known as learning transfer (Sorensen, 2017).  Studies have examined different 

models and theoretical frameworks through which to measure factors that influence learning 

transfer (Banerjee, Gupta, & Bates, 2016; Burke & Saks, 2009; Massenberg, Schulte, & 

Kauffeld, 2017).  A strong predictor of successful learning transfer is the culture of the company, 

specifically how much emphasis is placed on the value of training and development.  

Researchers argue that organizations with strong learning cultures outperform companies without 

such cultures (Banerjee et al., 2016). 

Statement of the Problem 

This study sought to bring greater understanding to the relationship between 

organizational culture and workplace learning transfer conditions in Company XYZ. 
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Purpose of the Study 

The goal of this study was to examine how the culture of Company XYZ affects the 

transfer of learning.  The study examined different parts of the organizational culture including 

management behaviors, employee learning support, and company values. 

This study answered the following question: 

What is the perceived effect of Company XYZ’s overall culture on an employee’s 

motivation and effort to transfer learning and change to their work behaviors? 

To further understand how specific elements of the organization’s culture may impact 

employees’ motivation to transfer the following sub-questions were utilized: 

Sub-question 1: How supportive are an employee’s co-workers in regard to an employee’s 

motivation and effort to transfer learning to improve their work performance. 

Sub-question 2: How supportive are Company XYZ’s managers of an employee’s motivation 

and effort to transfer learning to improve their work performance. 

Assumptions of the Study 

 Assumptions made in the study include the following: 

• Participants in the study took at least one training course in the previous year. 

• Participants honestly completed the research surveys. 

Definition of Terms 

 The following terms will be used throughout the study: 

Learning culture.  This is the combination of values and customs held by individuals in 

regard to learning within an organization (Banerjee et al., 2016). 

Learning transfer.  This is the workplace application of skills or knowledge acquired 

through a training program (Massenberg et al., 2017). 
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Limitations of the Study 

The following statements are limitations of this study: 

• The results of this study are limited to Company XYZ. 

• The study looks at a limited amount of factors related to learning transfer. 

• Survey responses are selected through a Likert rating scale. 

Methodology 

An electronic survey was used to collect data regarding learning transfer and 

organizational culture.  Respondents were asked to rate statements about motivation, support, 

encouragement, in relation to learning transfer.  One category contained statements about the 

respondents’ learning experiences in the organization, including motivation and opportunity to 

apply knowledge and skills.  The third area of the study examined managers’ roles in learning 

transfer.  Managers were asked to rate statements about their attitudes toward training, the 

amount of encouragement they give employees, and the amount of support they provided after 

training programs.  Survey questions were inspired by the work of Sorensen (2017), Massenberg 

et al. (2017), and Burke and Saks (2009).  These studies looked at learning transfer as related to 

leadership development, motivation, and accountability, respectively. 



9 

Chapter II: Literature Review 

Amid globalization and the increasing pace of work, organizations must have skilled 

labor to remain competitive in today’s complex economy.  Organizations spend tens of billions 

of dollars on employee training each year in the U.S. (Lancaster, Di Milia, & Cameron, 2013).  

Employee development not only creates more effective production of goods and services, but it 

also increases employee engagement and retention (Herman, 2005).  However, learning and 

development professionals often struggle to prove the value of training in a way that satisfies 

upper management.  Positive impact to the business through an observable change in employee 

behavior is needed to demonstrate the effectiveness of training programs (Martin, 2010).  Such 

impact can be described as learning transfer (Massenberg et al., 2017). 

Learning Transfer 

Learning transfer is generally used to describe the application of knowledge and skills 

acquired from training back to the workplace (Tonhauser & Buker, 2016).  Transfer of learning 

is an indicator of training effectiveness.  Effectiveness must be demonstrated to justify training 

cost by showing business results as a product of training.  A commonly used training 

effectiveness model is the Kirkpatrick model which consists of levels to measure different 

factors related to effectiveness (Kirkpatrick & Kirkpatrick, 2013).  The first two levels, learner 

reaction and acquisition of knowledge, often prove to be meaningless to those outside the 

training field.  The two levels most often viewed as having the most objective measure of 

training program success are levels 3 and 4.  Level 3 measures the degree to which learners apply 

what they learned from training back on the job.  Level 4 measures to what degree the training 

program helped the organization reach business objectives (Kirkpatrick & Kirkpatrick, 2013).  

Using this effectiveness model, level 3 could be considered the measure of learning transfer.  
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However, learning is rarely measured at this level, and for many companies, it is unclear how 

training impacts business outcomes (Tonhauser & Buker, 2016).  Various studies have tried to 

determine the average amount of training content that is applied back on the job by employees.  

The wide range of findings show that between 10% – 62% of learning is successfully transferred 

from the training environment to the work environment (Saks & Belcourt, 2006; Baldwin & 

Ford, 1988; Kauffeld, Bates, Holton, & Muller, 2008).  Because of such great variance between 

possible levels of application, it is important to examine the factors that lead to learning transfer 

in organizations.  The three main categories of factors affecting learning transfer are individual 

characteristics, organizational characteristics, and training design.  Organizational characteristics 

include social support structures and organizational culture.  This paper will not focus on the 

impact of training design in the transfer of learning. 

Learning Culture 

Learning culture describes the degree to which an organization’s values, norms, and 

expectations support training and development initiatives.  This could include positive attitudes 

towards training programs, accountability to apply learning at all levels of the organization, 

rewarding employee growth and development, and financially supporting investments in human 

resource development.  Learning transfer occurs at higher rates in organizations with learning 

cultures than in organizations with little emphasis on employee development. 

A term used to describe employees’ beliefs about how much their organization cares 

about their overall well-being is perceived organizational support (POS).  POS can be made 

visible through an active role in employee goal-setting and development as well as providing 

resources as needed to assist workers (Chiaburu, Van Dam, & Hutchins, 2010).  In reaction to 

POS, many employees show greater engagement with the organization and a willingness to 
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acquire new skills in an effort to help the organization accomplish its goals and objectives 

(Chiaburu et al., 2010). 

Unfortunately, when a learning culture is not present and employees return to the 

workplace after a training program, motivation to transfer and a supportive manager cannot often 

overcome the strength of an unsupportive organizational culture.  An unwillingness to change set 

ways, restrictive policies, results orientation, and discouragement of innovative risk-taking can 

all undermine learning transfer even with the presence of motivation to transfer on the part of the 

employee (Lancaster et al., 2013). 

Supervisor Support 

The impact of supervisor support in learning transfer has been examined in many studies 

(Govaerts, Kyndt, Vreye, & Dochy, 2017; Ghosh, Chauhan, & Rai, 2015; Lancaster et al., 2013).  

The role of the supervisor is an integral part of learning transfer for workers.  Supervisors who 

express a lack of support for training programs undercut the learning transfer of employees.  

Lack of support could be in the form of negative attitude towards the programs, failing to engage 

employees who attend training, and not reinforcing training concepts with employees (Lancaster 

et al., 2013).  In research by Lancaster et al. (2013), employees were demotivated by managers 

who were perceived to be uninterested in their employees’ development. 

Supervisors have influence on learning transfer for a program before, during, and after its 

completion (Ghosh et al., 2015; Lancaster et al., 2013).  Actions that can motivate employees to 

transfer learning to the job include discussing expectations with employees, expressing 

confidence in employees’ abilities to use new skills, providing employees the opportunity to 

practice new skills and behaviors as close to the learning event as possible, and giving timely 

feedback (Chauhan, Ghosh, Rai, & Kapoor, 2017).  Modeling desired behavior is another factor 



12 

that shows positive correlation with learning transfer (Lancaster et al., 2013).  Helping 

employees to set goals related to the training and asking questions about the training are seen to 

additionally support learning transfer (Chiaburu et al., 2010). 

A company’s values and culture are often represented and communicated through 

supervisors (Chauhan et al., 2017).  For example, a manager could praise an employee for 

applying a new skill learned in training.  That positive reinforcement could be an extrinsic 

motivator for the employee to continue applying learning to the job.  Conversely, if established 

cultural norms contradict the skills and behaviors taught in training, transfer is unlikely to occur.  

A study by Chauhan et al. (2017) found that communications training taught to first year medical 

students was often not transferred back to the job because supervisors did not evaluate students 

on their communication skills in the workplace as long as medical procedures were followed.  

Conclusions of the study suggest the involvement of supervisors in the training design and to 

equip managers to create an environment conducive to learning transfer. 

Peer Support 

Peers can encourage learning transfer through coaching, supplemental information, 

feedback, encouragement, and allowing mistakes in a safe environment as the learner practices 

new skills.  Some research suggests that peer support has a greater influence on transfer than 

supervisor support (Gilpin-Jackson & Bushe, 2007).  Research by Martin (2010) proposed that 

one reason peer support is effective in learning transfer is because of its proximity to the learner, 

unlike more removed cultural factors.  This research also points to collaboration, conversation, 

and problem-solving with peers as a catalyst of learning transfer. 

According to Pidd (2004), workplace social support influences learning transfer to the 

degree that the learner identifies with the social group providing support.  Social identity theory 



13 

is cited as being the framework from which to examine the role of one’s social identity in 

relation to a group.  Pidd (2004) argues that if individuals identify with a certain group that 

promotes positive self-esteem, the individuals will follow group norms to remain a member of 

the group.  This theory could explain an employee’s motivation to apply learning to the job and 

replicate the behaviors and attitudes of the social group to which they belong. 

Martin (2010) suggests that structured activities for managers and peers of learners aid in 

the transfer of knowledge.  Peer meetings and follow-up programs can offer more concrete ways 

to promote transfer than general encouragement.  However, if supervisor and peer support are 

not both offered, one could end up undermining the other.  At the same time, Martin (2010) 

found that supportive peers could mitigate the impact of an unsupportive work culture. 

Individual Characteristics 

One validated model of individual factors is the LTSI or Learning Transfer System 

Inventory which measures the effect of interrelated variables across the spectrum of transfer 

categories.  Individual characteristics included in the LTSI are self-reported by participants and 

are used to assess the catalysts and barriers to transfer.  Factors measured by the LTSI include 

motivation to transfer, attitude toward training, personality, perceived content relevancy to job, 

and openness to change (Massenberg et al., 2017; Tonhauser & Buker, 2016; Lancaster et al., 

2013).  Massenberg et al. (2017) summarized the main works of literature regarding learning 

transfer and found that motivation is the most critical factor in predicting learning transfer 

because motivation alone can facilitate transfer with or without organizational support or 

effective learning design. 

Self-efficacy is one factor on the LTSI, and it describes trainees’ beliefs in their abilities 

to succeed in learning concepts and applying them to their work (Chiaburu et al., 2010).  Given 
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their belief in themselves, learners with high self-efficacy are less likely to be hindered by 

barriers to transfer.  Self-efficacy is believed to be shaped by an individual’s assessment of the 

barriers and resources present in learning application situations.  Learners who perceive fewer 

threats to the transfer of learning have higher self-efficacy and are therefore more likely to 

succeed in transferring learning to the job (Pidd, 2004). 

Another concept to explain individual motivation to transfer learning is social identity 

theory.  This theory describes an individual’s self-concept and perceived relationship to the 

world (Pidd, 2004).  Relationships with others gives people a sense of belonging and 

membership, therefore group members strive to follow group norms to preserve these 

relationships.  Groups can include workplaces, departments, or teams.  Group norms could 

include applying learning from training and therefore become a motivator for individuals as a 

way to fit in with a social group (Pidd, 2004). 

A term closely related to social identity theory that factors in learning transfer is social 

role theory.  This describes the specific roles assigned to an individual in a social setting such as 

the workplace (O’Neill, Hansen, & May, 2002).  One type of social role is gender roles, or the 

accepted behavior of persons as dictated by their expression of gender.  For example, when 

comparing the traditional roles of men and women in the workplace, the gender role for men 

often was to be aggressive and action driven while the role of women was often to be caring and 

emotionally expressive (O’Neill et al, 2002).  Understanding the influence of social roles 

including gender roles helps explain the likelihood of leadership or soft skills training skills 

being applied back to the job.  For example, skills learned in a training course on empathy may 

be more readily applied by female workers than by their male counterparts in accordance with 

their workplace gender norms (O’Neil, et al, 2002). 
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Chapter III: Methodology 

Employee training and development is critical to the success of businesses.  Training 

initiatives are effective when the training content is transferred back to the job.  Many factors can 

impact the transfer of learning, including company culture.  This research explored the question: 

What is the perceived effect of Company XYZ’s overall culture on employees’ motivation 

and effort to transfer learning and change to their work behaviors? 

Methodology 

This study was designed as a descriptive, observational, qualitative study using an 

electronic questionnaire, which was administered to a specific Company XYZ employee 

population to survey their experiences and perceptions of the culture of the organization.  The 

collected data was analyzed using basic descriptive statistical tools to identify the extent to which 

the organizational culture impacted the transfer of learning. 

Subject Selection and Description 

The population of Company XYZ’s headquarters consists of 350 employees in 

professional areas such as finance, accounting, human resources, supply chain, and information 

technology.  The convenience sample for this research consisted of 68 employees who were 

specifically selected because of their attendance in training the previous year.  A recruitment 

email for the Manager Survey was sent to 50 managers, and 26 completed the survey.  An 

Employee recruitment email was sent to 50 individual contributors, and 19 responded by 

completing the survey.  An additional 50 individual contributors were sent the Coworker email, 

and 23 employees completed the survey.  Demographic factors such as gender, age, job title, and 

length of tenure with company were not considered to be relevant to the questions of the study. 
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Instrumentation 

 Survey questions were inspired by the work of Sorensen (2017), Massenberg et al. 

(2017), and Burke and Saks (2009).  The studies respectively examined learning transfer as 

related to leadership development, motivation, and accountability.  The surveys were developed 

in the Qualtrics survey tool.  Each survey contained seven questions which asked respondents to 

rate statements on a 7-point scale ranging from 1 – strongly disagree to 7 – strongly agree.  

Statements asked about learning transfer at Company XYZ in relation to responsibility, control, 

expectations, motivation, and opportunity. 

Data Collection Procedures 

 Participants were sent the survey links on the same date and were given one week to 

complete the survey.  A reminder email was sent to the sample population the day before the 

survey closed.  The first survey question explained the purpose of the study, including 

participants’ voluntary role.  Before being presented with the first survey question, participants 

gave their participation consent by clicking “I agree” after the consent statement.  If a participant 

clicked “I do not agree,” the survey was terminated.  Once participants moved onto the survey 

questions, there were instructions to select to what degree statements were true. 

 Study participants were given one of three surveys.  The Employee survey was completed 

by 19 of the individual contributor participants.  The survey questions asked about factors 

affecting individual learning transfer (See Appendix A).  The Coworker survey was given to the 

remaining 23 of the individual contributor participants.  This survey asked employees to rate 

their involvement in helping coworkers transfer learning from a training on the job (See 

Appendix B).  The third survey, the Manager survey, examined managers’ roles in learning 

transfer.  The managerial influence statements asked managers to rate the amount of support they 
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provided to their employees after training programs (see Appendix C).  Survey participants were 

not aware which research group they were participating in.  At the end of each survey, 

participants were thanked for their participation and reminded that survey results would remain 

anonymous. 

Data Analysis 

Once all survey responses were collected, the survey scale was consolidated for reporting 

purposes.  The consolidation combined the choices of Strongly Agree, Agree, and Slightly Agree 

into one category of Agree.  Conversely, the choices of Strongly Disagree, Disagree, Slightly 

Disagree, and Neither Agree nor Disagree were combined into one category of Disagree.  The 

choice of Neither Agree nor Disagree was placed in the Disagree category because its selection 

did not indicate a strong agreement with the statement. 
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Chapter IV: Results 

 The purpose of this study was to examine how the culture of Company XYZ affects the 

transfer of learning.  The study examined different parts of the organizational culture including 

management behaviors and company values.  The research attempted to answer the question: 

What is the perceived effect of Company XYZ’s overall culture on employees’ motivation 

and effort to transfer learning and change to their work behaviors? 

And the following sub-questions: 

• How supportive are employees’ co-workers regarding an employee’s motivation and 

effort to transfer learning to improve their work performance. 

• How supportive are Company XYZ’s managers of employees’ motivation and effort 

to transfer learning to improve their work performance. 

Findings from Employee Surveys 

 Employee survey responses revealed that 100% (n=19) agreed that it is their 

responsibility to apply what they learned from training programs and that they are motivated to 

apply what they learn from training on the job (Table 1).  Fewer participants, 93.7%, felt they 

have control over how they apply what they learn from training.  Applying learning on the job 

was considered an expectation for 84.2% of participants, while 89.4% indicated they have 

opportunities to apply what they learn from training.  The area with the least amount of 

agreement at 57.6% was that managers follow up with employees after a training course to 

discuss what was learned and how it can be applied back on the job. 
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Table 1 

Employee Survey Results 

Findings from Coworker Surveys 

 Findings from the coworker survey showed that 98.7% (n=23) felt that it is their 

responsibility to help coworkers apply what they learn from training programs, and 91.3% felt 

motivated to encourage coworkers to apply what they learn (Table 2).  A slightly smaller 

percentage of participants, 87%, indicated that they help coworkers find opportunities to apply 

their new skills and behaviors on the job.  Similarly, 86.9% of participants responded that it is an 

expectation to help coworkers apply what they learned in training.  Of the 23 participants, 73.9% 

said they have at least some control over the likelihood of their coworkers applying what they  

learned in training.  Despite the high percentages indicating that participants are involved in  

Survey Question (n=19) Strongly 
to 

Somewhat 
Agree 

Strongly to 
Somewhat Disagree, 

including Neither 
Agree or Disagree 

 % % 
1. It is my responsibility to apply what I learn from training 

programs. 

100% 0% 

2. I have control over how I apply what I learn from training. 93.7% 6.3% 

3. I am expected to apply what I learn from training on the job. 84.2% 15.8% 

4. I am motivated to apply what I learn from training on the job. 100% 0% 

5. I have the opportunity to apply what I learn from training on 

the job. 

89.4% 10.7% 

6. My manager follows up with me after a training course to 

discuss what I learned and how I will apply what I learned 

on the job. 

57.6% 43.4% 
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facilitating the learning transfer of their coworkers, only 39.1% of participants indicated that they 

follow up with coworkers about training they attended. 

Table 2 

Coworker Survey Results 

Survey Question (n=23) Strongly 
to 

Somewhat 
Agree 

Strongly to 
Somewhat 

Disagree, including 
Neither Agree or 

Disagree 

 % % 
1.  It is my responsibility to help coworkers apply what they 

learn from training programs. 

98.7% 4.3% 

2 I have at least some control over whether or not my 

coworkers apply what learn in training. 

73.9% 26.1% 

3.  I am expected to help coworkers apply what they learn in 

training. 

86.9% 13% 

4.  I am motivated to encourage my coworkers to apply what 

they learn from training on the job. 

91.3% 8.7% 

5. I help coworkers find opportunities to apply their new skills 

and behaviors on the job. 

87% 13% 

6.  I follow up with coworkers about training they attended to 

ask what they learned. 

39.1% 60.9% 

  



21 

Findings from Manager Surveys 

Table 3 

Manager Survey Results 

Survey Question (n=26) Strongly to 
Somewhat 

Agree 

Strongly to 
Somewhat 
Disagree, 

including Neither 
Agree or Disagree 

 % % 
1.   As a supervisor, it is my responsibility to help my 

employees apply what they learn in training programs 

on the job. 

96.2% 3.8% 

2. I have at some control over the likelihood of my 

employees applying what they learn in training on the 

job. 

100% 0% 

3.   Managers at Company XYZ are expected to help 

employees apply what they learn in training back on 

the job. 

88.5% 11.5% 

4.   I expect my employees to apply what they learn in 

training on the job. 

96.2% 3.8% 

5.  I give my employees the opportunity to apply new 

skills and behaviors from training on the job. 

96.2% 3.8% 

6.   After one of my employee’s attends a training session, 

I discuss how I will support my employee’s use of the 

new skills or behaviors on the job. 

57.7% 42.3% 
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 Results from the manager surveys showed that 100% (n=26) of participants feel they 

have at least some control over the likelihood that their subordinates will apply what they learn 

in training on the job.  A high percentage, 96.2%, believe that it is their responsibility to help  

employees and provide opportunities for applying learning.  The same percentage indicated that 

they expect their employees to apply what they learn.  Although managers showed their support 

in helping their employees apply learning, only 88.5% said it was an expectation within 

Company XYZ that they support the learning application of their subordinates.  Following trend 

with the employee survey, 56.7% of managers indicated that they follow up with employees after 

they attend a training course to ask how to support the use of new skills and behaviors. 

Perceived Value of Employee Training and Development to the Company 

With the seventh question on all three surveys all participants were asked to rate their 

agreement to the statement: Company XYZ as a whole values employee training and 

development.   

Table 4 

All Results for Survey Statement 7 

Survey Statement: Company XYZ as a whole values employee training and development. 
 

 Strongly to 
Somewhat Agree 

Strongly to 
Somewhat 
Disagree, 

including Neither 
Agree or Disagree 

 % % 
Employee Survey (n=19) 73.7% 26.3% 

Coworker Survey (n=23) 73.9% 26.1% 

Manager Survey (n=26) 84.6% 15.4% 

Total (n=68) 77.9% 22.1% 
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In the employee survey and the coworker survey, 73.7% of participants agreed with the 

statement (Table 4).  In the manager survey, 84% of managers agreed with the statement.  The 

combined percentage of all employees who agreed with the statement was 77.9% (n=68).   
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Chapter V: Discussion, Conclusion and Recommendations 

This study explored how the culture of Company XYZ affects the transfer of learning.  

The research examined different parts of the organizational culture including management 

behaviors and company values related to employee development.  The research attempted to 

answer the question: 

What is the perceived effect of Company XYZ’s overall culture on employees’ motivation 

and effort to transfer learning and change to their work behaviors? 

Discussion 

 The results of this study showed that managers in Company XYZ may more strongly 

believe that the company supports employee learning and development compared to individual 

contributor employees.  Results also showed that although the majority of managers expect 

employees to transfer learning (96.2%) and provide opportunities for their employees to do so 

(96.2%), they are less likely to follow up with employees after a training session (57.7%).  This 

leads to the question of how managers set expectations for employees and how they follow up 

with employees after attending a training program.  Similarly, only 39.1% of coworkers said they 

follow up after colleagues attend training sessions. 

  An area of discrepancy was shown between expectations of managers compared to 

employees.  The results showed that 96.2% of managers in the sample expect their employees to 

apply what they learned in training to the job.  In the Employee Survey, 84.2% of participants 

agreed that their managers expect them to apply what they learn.    

Conclusions 

 This research study supported previous research that shows learning transfer is more 

likely to occur when individuals have high self-efficacy, including taking responsibility in the 
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transfer of skills and behaviors on the job.  Findings also indicate how organizational values are 

communicated through managers to employees.  Results show that perceived company values 

are not necessarily the same between managers and employees.  This was demonstrated with 

84% of managers agreeing that Company XYZ values employee development and only 73.7%-

73.9% of individual contributors agreeing.  More should be done to explore how culture and 

values are perceived by managers as compared to employees. 

Limitations 

The study was limited by its small sample size and use of rating scale questions without 

providing space for free response from participants.  Additionally, the survey questions did not 

go into enough detail to draw definitive conclusions regarding the culture of Company XYZ or 

learning transfer in the organization. 

Recommendations 

Further research should expand on these initial findings with the use of qualitative 

methods including interviews and focus groups.  These research methods could provide detail 

and insight around the answers that is not possible to obtain through a Likert rating scale survey.  

Additional research could explore company policy and communications as related to learning 

culture.  Findings from this research could be combined with findings about training design to 

show the impact of design on learning transfer. 

Future research could also include a larger sample size and more survey questions as well 

as collect participant demographic data including age, gender, job title, and employment tenure.  

The effects of social identity and self-efficacy on learning transfer are other areas that could be 

added to this body of research. 
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Appendix A: Employee Survey 

1. It is my responsibility to apply what I learn from training programs. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

2. I have control over how I apply what I learn from training.  

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

3. I am expected to apply what I learn from training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

4. I am motivated to apply what I learn from training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

5. I have the opportunity to apply what I learn from training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 
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6. My manager follows up with me after a training course to discuss what I learned and how 

I will apply what I learned on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

7. Company XYZ values employee training and development. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 
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Appendix B: Coworker Survey 

1. It is my responsibility to help coworkers apply what they learn from training programs. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

2. I have some control over whether my coworkers apply what they learn in training on the 

job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

3. I am expected to help my coworkers apply what they learn in training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

4. I am motivated to encourage my coworkers to apply what they learn from training on the 

job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

5. I help coworkers find opportunities to apply their new skills and behaviors from training 

on the job.  
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6. I follow up with coworkers about training they attended to ask what they learned and how 

they will apply their new skills and behaviors.  

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

7. Company XYZ values employee training and development. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 
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Appendix C: Manager Survey 

1. As a supervisor, it is my responsibility to help my employees apply what they learn in 

training programs on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

2. I have at some control over the likelihood of my employees applying what they learn in 

training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

3. Managers at Company XYZ are expected to help employees apply what they learn in 

training back on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

4. I expect my employees to apply what they learn in training on the job. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

5. I give my employees the opportunity to apply new skills and behaviors from training on 

the job.  
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1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

6. After one of my employee’s attends a training session, I discuss how I will support my 

employee’s use of the new skills or behaviors on the job.  

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

7. Company XYZ as a whole values employee training and development. 

1 2 3 4 5 6 7 
Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree or 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

       
 

 


