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ABSTRACT

The influence of supervisor and peer support on the
transfer of training was examined. The support variable
was operationalized by source into social support and
opportunity to use.. It was predicted that all supervisor
and peer variables would have a positive relationship with
training transfer and @he relationship between support and
transfer would be moderated by the trainee’s frequency of
contact with the suppart source. Student employees (N=86)
at.a major reéearch institution participated in a new hire
orientation training and £hen responded to questionnaires
measuring ten transfer behaviors and eight work environment
constructs measuring support, frequency of contact,l
cohesion, and general means efficacy. Supervisor ratings
of trainee performance were used to measure transfer
behaviors. Accoﬁnting for knowledge gained in training,
the results from a series of regression analyses indicated
that three of the four hypothesized variables were
predictive of training transfer. Moderating effects of
frequency of contact were not found. ‘Additional analyses
using the trainee’s self-assessment of performance as the
dependent variable revealed significant effects for all

four support variables. A moderating effect was found for
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the rehire variable indicating that support wvariables have
more effect on new hires than returning employees. Support
was found for a positive rélationship between the general
means efficacy construct and transfer of training. The
results of the study support previous research identifying
supervisor support as an important component affecting
transfer (e.g., Fleishman, 1953; Huczynski & Lewis, 1980)
and add to the literature by providing evidence of the
differentiating effects of support variables as a function
of measures of perceived transfer of training and observed
transfer of training. Future research and limitations to

the study are also discussed.
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CHAPTER ONE

INTRODUCTION

Organizations invest billions of dollars in training

each year. In its annual State of the Industry Report,

Training magazine reported that U.S. companies were
predicted to spend over $51.4 billion dollars on formal
training programs in 2004 (2004). 1In 2003, the annual
average training expenditure per employee was $818, with
some organizations spending as much as $2,240 (Training,
2004) . These investments are likely to increase as
shifting demographics in the U.S. population place new
training demands on organizations. It is estimated that
the proportion of skilled, entry-level youth entering the
U.S. workforce will decline in relation to minorities,
women and older workers. Advanced degrees providing
critical thinking énd decision-making skills will become a
minimum requirement of workers as advances in technology
continue. The ability of workers to transfer their
knéwledge across different environments will be necessary
due to the rapid pace of changes in technology (Goldstein,

2002). The implications of these factors are that

qualified workers will be scarce and organizations will be



required to provide fhe training neeessarylso‘that
eﬁployees attain.e‘perfdrmenee‘levei that will contribute
to the erganization}s-COmpetitiveness.
drganiZatioﬁslihvest in training tO'improve employee
performanee on the job and hence, the organization;s
’ productiviey,' Despite these significane expendituree,'very
little of this investment‘trenslates into behaviorel
changes-onithe'jOb thet impreve work performahee; This ie
known as ﬁhe tfansfer-probiem. 'Baldﬁin and Ford (1988)
rebort thetles ;;;;le;ee 10 percent of training'
expenditures”efe_belieQearto~peyloff in Qn—the—job
performaﬁce:improvemepts>resqlting‘from,the transfer of
knoWledQef_skf%ie eﬁdwe5iii££eel';As a resglt of'this.
transfer prebiem,.researehers have atteﬁpted to determine
" factors that sepﬁoft"tﬂe eransfer of trainiﬁg. | '
While #pere_ereAmepy?fengre purported to'affec; the
transferlof tfaining, thie seudy will focuslon variebles
found in the work environment to which the treipee returns.
after training is.ebmplete: specifigally, ﬁhe‘effect of
supervisors and peers on the trainee’s use ef;new skills
baek on the job. The limited studies that have‘ceﬁpered
these effects have assumed that the trainee has equal

exposure to both his or her supervisor and peers. This.



study will expldre“fhe notion that the frequency of contact
trainees have with either the supervisor or their peers may
explain why these individuals have an effect on the

trainee’s transfer of training.



CHAPTER TWO

LITERATURE REVIEW

Transfer of Training

Models of Transfer

Transfer of training has been defined as the degree to
which trainees apply to their jobs the knowledge, skills,
behaviors, and attitudes they gained in training (Holton,
Seyler, and Carvalho, 1997). - Researchers have proposed
conceptual models of the transfer process in an attempt to
identify the variables that may affect whether the trainee
chooses to use gkills acquired in training back on the job.
These models take into account various dimensions of the
trainee’s motivation to learn and tranéfer skills, the
design of the training program and variables in the work
environment that may inhibit or facilitate transfer.

One such model provided by Noe (1986), can be found in
Appendix A. Noe hypothesized that the trainee’s attitudes
and attributes influence his/her motivation to learn and
apply new skills in the work setting. Noe suggested a
number of components in his model, including a dimension
identified as environmental favorability. Environmental

favorability is comprised of social and task components.



The social component is the ability of the trainee’s
supervisor and peers to provide him/her with the
opportunity to use new skills and receive reinforcement and
feedback. In general, it reflects the trainee’s perception
of work group supportiveness for training activities. The
task component refers to the availability of the necessary
tools, equipment and supplies required in the use of new
skills. Noe hypothesized that a work environment that
provides the necessary resources to perform tasks and the
necessary social support will likely increase the trainee’s
motivation to not only learn new skills in training but
also use them back on the job.

Noe'’'s model was significant to the study of transfer
because traditional theories of transfer stemmed from
classical learning theory, which posited that transfer
would occur as long as there were the same elements present
in both the learning and work environments. Noe suggested
the sphere of influencing factors contributing to transfer
of training was broader than this and spawned additional
research that attempted to support his model (e.g., Tizner,
Haccoun, & Kadish, 1991; Facteau, Dobbins, Russell, Ladd, &

Kudisch, 1995).



Another conceptual model of the transfer process is
provided by Baldwin and Ford (1988). Their model describes
the transfer process as being comprised of training inputs,
training outcomes and conditions of transfer (see Appendix
B). Training inputs include the characteristics of the
trainee, the design of the training and the work
environment. Training outcomes are learning and retention.
The conditions of transfer refer to material learned in
training being generalized back to the job and maintained
over time.

Their notion of the conditions of transfer qualifies
the definition of trailning transfer by asserting the
distinction between generalization,hthe extent to which
trained skills are exhibited in the transfer environment
and maintenance, the length of time trained skills are

continued to be used on the job.

The Work Environment Variable

Supervisor Support

Similar to Noe’'s model, the work environment variable
in Baldwin and Ford’s model is hypothesized to impact both
the trainee’s learning and retention as well as their

transfer of training back on the job. In addition, the



work environment variable is described as being comprised
of essentially the same components, social support and
opportunity to use.

In Baldwin and Ford’s review (1988), they revealed
that the majority of research about transfer had focused on
trainee characteristics and training design with very
limited research conducted on the work environment
variable. In studies that examined the work environment
variable, superxrvisory support was cited as being the key
variable in the work environment affecting the transfer
process. This was based on findings of Fleishman (1953)
and Huczynskivand Lewis (1980).

The Fleishman (1953) study examined trainees in
leadership training and measured the effect of perceptions
of leadership climate on transfer of skills. They found
that trainees returning to supervisors rated high in
consideration exhibited more consideration. This same
change was not found in trainee’s returning to supervisors
rated low in consideration.

The Huczynski and Leﬁis (1980) study involved trainees
in a management training program. They found that the
supervisor’s attitude and management style were of crucial

importance to the transfer of skills while peer and



subordinate relationships were found to be of lower
importance. Other studies suggested that supervisory
support is a multidimensional construct that could include
goal-setting activities, reinforcement and modeling
behavior (Baumgartel, Reynolds, and Pathan, 1984).

As a result of this review, Baldwin and Ford (1988)
suggested that there was a need not only to operationalize
the supervisor support variable but other work environment
variables if researchers were to provide any guidance for
practitioners in their efforts to improve transfer
performance.

Transfer Climate

A study by Rouiller and Goldstein (1993) attempted to
operationalize work environment variables by developing and
testing an instrument designed to measure the transfer
climate of the work envifonment. They identified eight
dimensions of the transfer climate and classified them as
either éituationai cues or consequence cues that would
inhibit or help to facilitate transfer of training.
Situational cues were deSéribed as workplace cues that
remind the trainee of opportunities to use their new
knowledge.énd skiils, such as goal, social, task and self

control cues. Consequence cues are those that trainees



receive aftéf they apply their new knowledge.and_skillé;
such as positive feedback, negative feedback,hpunishment
and no feedba(:kT The trainees were assistant managers in a
fast food restaurant chain th‘were randoml?iaésigneq to

one of 102 units. Their results supported their hypoﬁhgsis

. that different transfer climates existed in different units

and had differentiating effects on trainee. transfer
behavior after’ppntf01lihg‘for learning and unit
performance. 'fheir resultsiéﬁggested that trainees
pexrceive tﬂe tré#éfé;:qlimaté'bf mééné of psychologicéi
cues pfovi@ed7in the work environment. |

‘The work‘oﬁﬂRouillér‘apa Goldstein (1993) representsﬁ
~one of the firstbaftéﬁptstto identify an organizational
cliﬁaﬁe for transfer that tékés:iﬁté account a variety of
workplace elements that function simultaneously té either
inﬁibit or facilitatelthe trahsfer of new skills. This
research moved the study of the work environment variable
forward by providing a new direction for its'examinaﬁionﬂ
However, their study left many gquestions unanswered.
First, were there other important factors associaﬁed with .
the work.environﬁent that were not explored? Sécond, did.
the traiﬁee’s‘perception of the transfer climaﬁe depend on

whether the situational and consequence cues came from the



trainee’s supervisof or‘peérs? The latter question was
answefed by a study carried out by Holton,.Bates, Seyler, -
and Carvalho (1997)‘that attempted to validate Rouiller and
Goldsfeinfs franéferkclimate instrument.

Rouiller and Goldstein (1993) had been ﬁnable to
- validate their‘transfer‘climate instrument due to the
limited sample size used in their study. One of the goalé
of the Holton et al. (1997) study was to validate Rouiller
and Goidstein's eight—factor transfer climate structure by
means of exploratory factor analysis. They also tested an
expanded transfer climate instrument to determine if it
would result in a factor sﬁructure of iatent transfer
climate constructs. Using 189 operating technicians from
four production uniﬁs‘at a petrochemical manufacturing
facility, they measured the transfer of skills from é'
qompﬁter—based plant'opérator training program regquired by
Athe Occupational Safety ahd‘ﬁealth Administration. Holton
et al. used fofty—hihe of the driginai sixty—tﬁree items
developéd Sy'Rouiller énd Goldstein as fourteen of the
items were iﬁappropriaté for the organization they were
examining. They added seventeen new items that reflecfed,
the opportunity to perform construct, a-dimensioﬁ not

measured’byﬂgoﬁiller éﬁd;Goldstein. They conducted two
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sets of factor analysis; one on the forty-nine items from
the original Rouiller and Goldstein instrument and another
on the entire sixty-six item instrument which included the
seventeen new items. The results of the factor analysis
revealed that the items loaded by organizational referent
(either supervisor, peer/task or self), not by
psychological cues (goal cues, social cues, and so on).
Their research also yielded a new construct they
identified as “resistance” which suggested that work groups
might resist the introduction of new sgkills in the work
environment. These results suggested that a closer
examination of support behaviors exhibited by the trainees’
organizational referents might lead to a better
understanding of how work environment variablegs affect
transfer of new skills. Holton et al.’s (1997) findings
are significant because they suggest that supervisor
support may not be the only key element in the work
environment to affect transfer behavior. Rather, the
trainee may make the determination as to whom he or she
will look to for support in using new skills learned in

training.
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Peer Support

While ﬁolﬁon et al.’s (1997),analysis included only
supervisors -and peers as_referenté; an examination of the
training literature sﬁggests thét there may be many sources
éf gocial suppoft fér'training: These inClﬁde top
management, supervisors, peefs‘and subﬁrdinates (Baldwin &
Ford, 1988; Noe, 1986; Noe & Schniitl:tl, 1986) . |

A.study by Facteau, Dobbins; Russell, Ladd, énd
quiséh (1?95) aiésected thelsbcial suppoit'variable iﬁto.
the foﬁr componentsﬁ éubOrdinate{ peer;:superVisor and tob
. management. The_maip{fQCQS‘of the study was to determiﬁe
whethér train§é;s geﬁefaizbéliefslabqut traiﬁing affect:
.prertfaiging'mbtivation.and transfe%. Of interest are Fhe
resu1ﬁ§f%§c€e;ﬁ5ét?;¥ibjié?é;fbéé%ined when the four
comﬁoﬁents-qfisocial suppprt.were analyzed.

Thevsubj;éés,in;théﬂgtudy were state éovernment
,manager§ and:sup§:i?sprs in&glved_iﬁ a managemen; training
érpgraﬁ:l Aé §a££ af'the stan; Erainees were asked to
assess the eﬁtenﬁ to which top ﬁanagement} sﬁpervisoré,
peers-dr subgfdiﬁétes wé;e’supportive of'their efforts to
ﬁse new management'93i11s on the job. The support dimension
, was'broken dqwn infO thé éub—diﬁensions of behaviors such

as tolerance of mistakes, Cpportunity to use and pdsitive

12



,reinforcement. Using a serieé‘of LISREL analyseé;to'ﬁest
their model,vFactéau gt al.’'s (1995) resulté inaigated'that"
supervisor support was negatively“related to'tfénéfér and
subordinate and ﬁegr-Support We;e-positiQely relétéd.

Their explanatién for this finding was that subordinate,
-top managemént and'subervisor support funcéioned as
suppressor<variab1esvthat‘resulted from a mgltieollinearitf
problem between the independent variables.

However; Facteau et al. (1995) féiled to offer an
explanation for the zgro—order correlationslthat clearly
showed a stronger relationship beﬁween peer support and
transfer behavior (r = .56) than supervisor support and

transfer behavior (r

.36) . Although not without its
limitations, the Facteau et al. study does provide some
evidence to dispute earlier claims that the supervisor’s
role in transferﬁdf £féining is the key element in the work
ﬂenvironment: FA subseqﬁent‘étudy by Seyler, Holton,-Bates,
Burneft,;and‘Ca:valho:(lQQé)'added'further empirical
sﬁpport to this notion. |

The Sé&ier et %l;a(1§§8) study examined the
relationship betﬁeen‘ﬁotivation to transfer skills and
knowledgeiiéafned~in'éﬁébﬁfﬁééf;based training program and

five groups of variables, one of which was the work

13



environment variable. The work environment variable
included thesdimensions of supervisor support, supervisor
sanctions, peer_support and opﬁortunity to use. Using
hierarchical regression, the last model entered for
analysis was the work environment factors. While the
addition of the total‘group of work environment variables
was significant in explaining additional variance,
supervisor support:as a predictor variable was not
significant. Thé zero—ofder-correlation between supervisor
support and me;ivasion te‘trensfer Was significant,
r = .397; fhe'seseeoraer‘eorrelaﬁion between peer support
and motivation to transfer was stronger, r = .544. These
zero-order correletions‘were similar to those of Facteau et
al.’s (1995).»_Seyler et al. (1998) surmised that this
result might be explained by the cohesiveness of the work
group involved in the study and noted that in a less
cohesive environmenﬁ, supervisor support may have exerted a
stronger influence. |

The similar findings of Fecteau et al. (1995) and
Seyler et al. (1998) afe gignificant for two reasons.
First, their findings mightvsuggest that the supervisor is .
not the most powerful influence on trainee transfer

behavior. Early studies examining‘the variables affecting

14



transfer‘;t£§nglflsﬁgges£ed‘thét‘the‘supervisor was key to
the trainee's.use of new skills. This was in part because
the studies did not coﬁtain.othef sources of social support
as Qariablesﬁ~the exceptioﬁ beiné the Huczynski and Lewis
(19805 study which'clearly identified supervisor over
peer/subordinate support as being most important to
transfer. Researchérs'suchias Rouiller and Goldstein
(1993) offered alternaﬁive COnceptualizations of the work
environment variable which encouraged others to begin
,studying how these variables might interact to affecf
transfer behavior. Subseqﬁently, Holton et al. (1997)
found thét the trainee ?erceives the transfer climate by
organizatiénal referent. The Facteau et al. (1995) and
Seyler et al. (1998) findings of stEOnger correlations
between péer suppoft and transfer behavior migh£ be
explained in part by the conclusions drawn in Holton et
al.’s (1997) study. If the trainee viewed his/her peers as
the individgals in the work environment that are iooked to
for cues as to whethef or not use of new skills is
accepted, then peers would have the stronger impact on

training behavior. A guestion that has not been answered

relating to the influence of supervisors and peers is why

15



the trainee might look for clues from his/her peers rather
than the supervisor;

The second reason the resulﬁs of these studies are
signifiéant can be found in Qhat is revealed about the
effect of supervisor support on transfer behavior when it
is considered with other variables in the work environment.
Based on Facteau et al.’s (1995) and Seyler et al.’s (1998)
fiﬁdings; the supervisor’s effect on training transfer
becomes non-significant when combined with other sources of
social support.> In ﬁost work circumstances, the trainee
wili have both a supervisor and peers. The supervisor’'s
non-significant éffect 6n‘transfer may not present a
problem if both supérvisor and peers support the trainee’s
use of new skills. However, if a trainee has a supportive
supervisor and non-supportive peers, these studies suggest
that the frainee willlnot use new skills. If the_peers of
the trainee have more influenqe over the trainee’s use of
new skills and péers exhibit resistance to training, such
as Ehe scale found in Holton et al.’'s (1998) Qork, new
skills may never be used reﬁdering training programs

potentially ineffective.



Inconsistencies in the Litéra;ure

'The findings éf“the Fécteau et al. (i9§5) and Seyler
et al. (1998) studies are not only inconsistent with.'
conclusions drawn from otheflresearéh examininé sources of
social support but lack any‘explanation of why these
inconsistencies may exist. .In studies of transfer of
training, the ﬁrimary variable of interest is neither the
work environment wvariable nbr thé sources of social
support. This results in the measurement of numerous
variables within one study and, in the case of Facteau et
al.’s (1995) study, multicoilineérity problems between the
sources of soc;al=éuﬁporti

In an eff&rt to extend the limited research in the
area of séﬁréas;of;social'guppoft and explore why
inconsisténcies in the literature éxist, thisvstudy‘wiil
examine four-dimensions of'sbcial support and a moderating
variable. First,’iQVWill focus on the differentiating
effects'of-éﬁbef&iébfsfand'pééfsfon the trainee’s transfer
of training by measuring the constructs of social support
and opportunity to use provided by the twq different
sources.
Second, this study will éttempt to discover why

there may be differentiating effects between supervisor and

17



peers on trainees by suggesting that the relationship
between the supervisor or peer and transfer behavior is
moderated by the frequency of contact the trainee has with
the provider of the support. Research examining the impact
of different organizational levels conducted by Ford,
Quinones, Sego, and Sorra (1992) has suggested that
variables closest to the trainee have the most influence on
behavior. In their study, they examined graduates of an
Air Force technical training program. The focus of the
study was primarily concerned with operationalizing the
opportunity to use variable, but also examined the effect
of organizational level on transfer behavior. There were
three levels examined: the unit orhfunctional level, the
work context level which included supervisor, peer and the
pace of work flow, and the individual level. Their
hypothesis, which was supported, was that the work context
factors would have a stronger impact on transfer behaviors
than the unit level because they were closer to the
trainee; When these findings ére applied to the current
gtudy, it would follow that if the trainee has more contact
with his/her peeré than with the supervisor, it will be the
peer that has the most influence on inhibiting or

facilitating transfer of training. The literature has

18



failed to measure the freguency‘with which the trainee
~interacts with the supervisor and peers, thus implying that
exposure 1is equivalent. This study will explore‘why |
differentiating effects may exist by proposiné frequency of
contact as a moderating variable.

The study will use four different Qork environment
dimensions as variables and examine their rélationship to.
transfer behavior. Tbe first two dimensions wili‘be
supervisor suppéft;éndlﬁéétfsppport. Identical cémponentSj
of fhe do@ain Qillvbe“used to define the Variabie-for eaéh
source. These cdmﬁdnéﬁtsfdfé‘béé&tiﬁe feedbéck, ﬁodeling,’
and toleranéé of mistakés. These components are commonly
used in the transfer literature including the studies
previously cited (Roﬁiller & Goldstein, 1993; Seyler et
al., l998}lFaE;eau'é£lél., i99é52“ In additioﬁ, they also
represent behaviors that either a supervisor or peer are
likely to demonstrate.

The effects of positive feedback and modeling to
change behavior have been substantiated in_mahy areas of
research. ;n a review of the literature on feedback by
Ilgen, Fisher, and Taylor (1979), they found that positive
feedback serves to reinforce behaviors and the likelihood

that they will be repeated because they provide the
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individual with a sense of achievement and internal
motivation. Even if the positive feedback does not lead to
a tangible outcome, such as a wage increase, individuals
appreciate knowing that they have done something well. The
impact of social modeling on behavior change has been
documented in the work of Bandura (1977) and suggests that
individuals model the behaviors, attitudes and emotional
reactions of others they observe. In results from a
workplace study conducted by Sims and Manz (1982), it was
found that employees tended to imitate supervisors who had
power over them in order to gain rewards.

Tolerance of mistakes is being used as a component in
this study because it demonstrates a type of support
different from that of positive feedback. A supervisor or
peer of the trainee may not provide positive feedback when
the trainee demonstrates new skills, but may show support
by demonstrating patience and assistance as the trainee
tests new ékills with somewhat inaccurate results.

The third and fourth dimensions will be supervisor
opportunity to use and peer opportunity to use. This
refers to the source allowing the trainee an opportunity to
use the skills learned in training. This dimension will be

defined using identical components of the domain for both
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supervisor and peer and include sufficient time to complete
tasks and appropriate tools, equipment and information and
supportive working conditions. These sub-dimensions are
consistent with those used in the transfer literature to
measure the opportunity to use variable and have their
roots in work done by Peters and O’Connor (1980) and
originally introduced to the transfer literature in Noe’s
(1986) model. Peters and O'Connor (1980) identified eight
categories of constraints that influenced an individual’s
motivation to perform a task. These constraints included:
lack of skills to perform the task, lack of needed services
from co-workers, insufficient job-related information,
improper tools and equipment, inadequate budgetary support,
unfamiliarity with the task, insufficient time to meet
deadlines and poor physical working conditions. 1In the
model of the transfer process proposed by Baldwin and Ford
(1988), they looked at these constraints as situations in
the work environment that could be controlled and avoided,
thus creating the converse side of constraints which was
then labeled opportunity to use. The components that have
been selected to measure opportunity to use are the ones
most appropriate for the work environment being examined in

[

this study.
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Hypotheses

Based on the findings of the research discussed, it is
hypothesized that all of the dimensions will have a
,positive rélationship with transfer of training.
Additionally, it is predicted that this positive
relationship wiii be-spronger for the source that has the
higher frequency of contact with tﬁe trainee. As an
example, the effect of supervisor sufport on transfer of
traiﬂing will depend oﬁ frequency of contact between the
trainees andltheir supervisofs. Specifically, supervisor
support may.increase‘ﬁransfer of training to a greater
extent wﬁen'frequgncy,qf contacﬁ.is increased.

Specificaily, five hypotheses will be tested.

Hypothesis 1l: There-will be a positive relationship between

supervisor support and transfer of training.

Hypothesis la: This relationship will be moderated by

frequency Qf cotitact with the supervisor.

Hypothesgis 2: Th@re willhbe_awpositive relationship

between supervisér opportunity to use and transfér of

training.

HypothesiS'Za: This relationship will be moderated by

-frequency of contact with the supervisor.
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Hypothesis 3: There will be a_pOsitiveirelationship
between peer support and transfer of training.

'Hypothesis 3a: This relationéhip will be moderated by

frequency of contact with peers.

Hypothesis 4: There will be a positiVe relationship

between peer.opportuhity to use and transfer of training.

Hypothesis 4a: This relaﬁibnship will be moderated by
frequency of contact with peers.

Hypotheéis 5: After accounting for the variance due to the

frequency of contact with the supervisor and peers, the
supervisor social support and opportunity to use variables
\ .

will have a stronger positive relationship with transfer of

training than peer social support and opportunity to use.
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CHAPTER THREE

METHODOLOGY

Participants

The Student Recreation Center (SRC) of a ﬁajor
research university agreed to allow their.stéff to
participate in thié study. The participants were male and
female student employees (trainees) that attend the
university and work éartrtime in the SRC. Six full-time
supervisors aiéo pafticipateé. Trainees’ involvement in
the reééérch ﬁasﬁ?qiuntar&i The sample was a mix of
returning étudent eﬁploYees that have been employed
'previously at the SRC and neQ‘studeht employees with no SRC
experience. Of tﬁoée reporting rehire status, 46% were re-
hires and 54% were neW~hireéI-“Females accounted for 55% of
the sample and males 45%. The work shift for trainees
averaged 15 hours per week.

The trainees reported to one of the six different
supervisors participating in the study. The supervisors
were responsible for one of the foilowing work units:
weight room, maintenance, front counter, intramural
activities (with three sub—units; office, officials, and

site), building stewards, or outdoor excursions.
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There were 85 participants in the study. Based on
powexr analyéis (Cohen, 1992) for a medium effect size with
six predictors, to obtain power of .80, a sample size of 97
is required. The actual sample size resulted in somewhat

lower power than expected.

Procedures

Employee Training Program

Prior to the start of the school year, the trainees
attended mandatory training as part of a new employee
orientation program. The trainees received a minimum of
ten hours ofbtraining conducted at the SRC and delivered in
three sessions over the course of three days.

The training content of the first session provided
instruction on tasks related to the trainee’s sgpecific work
assignment and was conducted in the work area. Various
instructional methods were used to deliver the training and
included demonstration, lecture, and hands-on skill
building exercises. As an example of unit specific training
content, trainees assigned to the weight room received
training on how to instruct patrons in the proper use and
purpose of all equipment and were then required to

demonstrate how the equipment is used. Trainees assigned
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A

to théAfrént'éounter received training in SRC enrollment
procedgreéy dash‘régister operation,-efeait cérd,
proceséing, and équipmeﬁt rental procedures. Employeés
assigned as building stewards receifed training in the set-
up and tear—down for éli basketball and voileyball evépts
‘and procedurés for hosting events. The pre-test was
administered at the beginning of this session and collected
by the supervisor (see'Appendix C). |

The second‘and third sessions were delivered in the
classroom and covered topics that applied to all.SRC
employees. The material included safety rules pertaining
to emeréencies such as fire or earthquake, appropriate
employee conduct, dress/code, and customer service skills.
At the beginning of the second sessioﬁ, the trainees were
given a briefing on the purpose of the.sﬁudy and told of
their opportunity to participate. This training session
involved multiple training methods-such as lecture, role-
play,'discussion, and Videé. The‘post—test was
administered at the end of the ﬁhird sessién and collected_
by the Directér. The post-test was identical ta the pre-

test.
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Supervisor Training Program

The superﬁisors participating in the study attended a
one hour training which focused on improving observation
skills and rater accuracy. In this training, supervisors
were presented with vignettes representing different levels
of effectiveness and discussed the ratings they would
assign to the employee depicted in the vignette. They also
received instruction on how to document and organize
observations of employee performance through the use of a
structured diary.

Survey Distribution

Six weeks after the training was conducted, surveys
were distributed to supervisors and trainees. This six
week period allowed trainees time to demonstrate the new
skills learned in training and gave supervisors an
opportunity to observe the skills being used. Supervisors
received the 10 item skill transfer measure to complete on
each of the trainees he/she supervised. Super%isors were
given one week to complete the surveys and return them to
the Director. 1In addition, supervisors were asked to
complete the transfer measure on trainees for whom they

served as a secondary supervisor.
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The SRC supervisors have overlapping responsibilities
for the various units of the SRC. 1In many instances,
trainees will begin their shift with one supervisor and end
the éhift with another. For pufposes of this study, the
supervisor with whom the trainee spent the majority of
his/her workshift was designated as the primary supervisor
and the other supervisor.deéignated ag secondary. By using
a primary and secondary supervisor assessment of trainee
job performance, inter-rater reliability was established
with a significant correlation of r = .366, p < .01.

| At this same six week mark, trainees desiring to
participate in the study were given the consent form (see
Appendix D), demographic survey, work environment survey
and the skill transfer méasure. The trainees were given
the surveys at the beginning of the work shift and allowed
15 minutes to complete ;he surveys. Upon completion,
trainees werewinsffﬁéﬁéaftp place the surveys in the
envelope pré&ided and depogit thé‘envelope in a qollection
box. ;.i@?; } ;‘;zéiffﬁgf;“acffvfﬁv ‘

fhéISRé“Difeétbfléséﬁérded,ail completéd surveys'to é
'desiénated indiyidqg% WQOJQas not involved ih‘the study.
This individual éagcﬁedthe'supervisqf skill transfer.

measures and thé. pre and post-tésts with the surveys

28



completed by the trainees. After all the data was grouped
by trainee, the actual names from all surveys and tests
were removed and replaced with a numerical code. In this
way the trainee and supervisor responses remained anonymous
~to the researcher. After sﬁrvey céllection} a debriefing
statement was provided to all trainees and supervisors to

explain the details of the study (see Appendix E).

Measures

Learning Measure

The'trainees were.given an identical pre and post-test
whichrcoﬁtaiﬁéafé%;itéﬁs-aérived from‘the traihing
matefial. Each item'was given a value of .1 point for a
maximum total-éégré;of”27:v Items were fill-in-the-blank or
multiple qhgicet ?hgfpre andVQQStftests were scored in the
same mannéf.byﬁcaléuié;ing ﬁhé tOtai number of-cqrrect
i;emévon the test.

Skill Transfer Measure

Supervisors ratéd the trainees’ use of new skills on
the job by’mééns of a skill transfer-measure (see;Appendig
F). Ten specific skills were:measured and inciudedﬂfiﬁé
skills taught in theifirsﬁ session of training>énd five

skills taught-in the second session. Examples of skills

29



measured. are és»fbllsws: “Wears the SRC uniform
appropriétely; stafﬁqShirﬁjtuqked in, closed-toed tennis
shoes, appropfiate pants/shorts” and “Routinely and
efficientlyAcompletes.official'é evaluations.” items were
scored on a 5-point Likert scale, with a'score of 5
reflecting “Almost always5 and a score of 1 reflecting
“Almost never.f The supervisors were qualified to assess
the trainees’ use of new skills as they created and
delivered the training éontent fpr their specific units.
They also attended the training on general topics along
with their trainees.

The skill transfer measure was also completed by the
trainees and was a self-report of their perception of the
use of new skills. 1In order to minimize potential social
desirability effects, the trainees were informed that their
'supgrvisors wefe coﬁpleting fhe identical survey (see
Appendix G). The alpha for the skill transfer measure
completed by the-traiﬁee was .627. This alpha level may
have been attributéd tovitem 4 on thé measure~pertaining to
the use_of the radio. This ipem was not applicable to some
of Ehe ﬁnits and trainees in these units left:the iﬁem

unmarked on their surveys.
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Only the scofes ffom the.primary supervisor skill
transfer measure were used to assess transfer of training.
The Alpha Coefficient for the skill transfer measure
completed by the primary supervisor was .832. Alpha for
the skill transfer measure completed by the secondary
supervisor was .873.

Work Environment Survey

This survey was comprised of eight scales measured
with a total of 60 items (see Appendix H). The number of
items comprising each scale and a sample item are presented
in Appendix I. Responses to all of the items were made on
a five point Likert-type scale with a score of 5 reflecting
"Almost always” and a score of 1 reflecting “Almost never.”
The supervisor support scale, o = .892, and peer support
scale, o = .869, were derived from the social support for
training and peer support for training scales develéped by
Facteau (1997). The supervisor opportunity to use scale,

o = .847, and peer opportunity to use scale, o = .841, were
based on items selected from the eight categories of
workplace constraints identified by Peters and O’Connor
(1980). The categories used were lack of needed services
from co-workers, insufficient job-related information,

improper tools and equipment, insufficient time to meet
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deadlines and poor physical working conditions. The items
were reframed to reflect an opportunity to use skills .
-rather than a constraint inhibiting the use of skills.

Two scales were designed specifiéally for thelstudy:
frequeﬁcy of contact with supervisor, o = .665, and
frequency of contact with peers, o = .618. Each scale
cdntained‘thfee items.

While cohesion is not specifically addressed in the
hypo;heses for this study, the Seyler et al. (1998) study
suggested it could bela factor in explaining why peer
influence on the trainee may be superior to that of the
supervisor. ﬁor this reason, the measure of cohesion,

o =‘.856L wés inqlgde@ in the study for exploratory
purposes. Thg\éééié uééa-wés based on a cohesion scale
develqped by Gilbert, Zaccaro, aﬁd Zazanis (1999).

A rééent-ééeé‘sf?feséérchafécuses 6n means‘efficacy
which is«defined by Eden (1996, p.4) as “the individual’s
belief in theiutilityfbfufhe ﬁeans available.to_him or her
for pérformipg the ﬁobm". YA‘ggneral means effiéacy scale
(GMES& ﬂ%é béen'dQQeiéféd (Agaré’& Kottke, 2003) to measufé 
" an employee’s perception of the general availability of
orgénizational resources necessar? to éomplete job tasks.

The items representing the seven dimensions of the GMES are
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highly similar to the items found in the scales for
supervisor support and opportunity to use and peer support
and opportunity to use found in the work environment
survey. If a relationship is found between the GMES and
transfer, the GMES may serve as another tool for measuring
the training transfer climate. For this reason, 16 of the
19 items from the GMES were included in work environment
survey for exploratory purposes. Three of the items in the
GMES were not applicable to the work environment being
examined and were therefore deleted. The GME scale had an
alpha of .808.

Demographic questionnaire

Information gathered on this questionnaire included
the gender, work assignment, work shift, new hire or re-

hire status, and hours worked per week (see Appendix J).
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CHAPTER FOUR

RESULTS

Analysis and Data Screening

Prior to testing hypotheses, the data were screened
with SPSS FREQUENCIES, SPSS REGRESSION, and SPSS MVA for
accuracy of data entry and evaluation of assumptions.
Missing data analysis was conducted on the variables used
in the hypotheses. The missing data was examined to
determine if it was missing completely at random. The
Little’s MCAR test was not significant, x*® = 64.052(4359),
p = 1.00, indicating that the data may be missing
completely at random. Due to the limited sample size,
every case was needed for the analysis so cases with
missing data were retained. Missing values were not
imputed as scale scores were calculated by averaging across
all item scores representing the scale.

One case was deleted from the data set as a result of
the respondent marking all items extremely low causing
outliers in the supervisor support, supervisor opportunity
to use, peer opportunity to use, and emﬁloyee self-
assegsment variables. Another case with an extremely low

score on the skill transfer measure completed by the
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secondary sﬁﬁéryisOrydeéqféun& to be éﬂkégtlier. After
Vexamination'it was.foﬁnd‘that this.individ#al reCeivedAaA;
'low‘scoré fromiﬁﬂéféﬁimary'éﬁpérﬁisor as well. This case
Waé retained, as the Vélﬁes-appeared ﬁo represent a
diffeféntiation in performance.léﬁel.i Analysis was
conducted}op 84 cases." Conduqtiné analyées using the
learning CO—variaée_resulted in a sample size of 66, as
there was a;substantial amount ‘of missing data in the
learning variable. As a result of the training design,
sube?yisérs of~thé units were responsible for administering
‘pre and post—téﬁts. Unfortunately this'auty was not
fdarriédVOuf app;opriately inlthe‘intramural ﬁhit regulting
fin a:substantial number of missing pre apd,post—testsu To:
detgrmine the iﬁpaé# of this missiné data. on results, all
analises weré»repeétedAwithout the co-variate and no
differentiél_pfoblems of power were found.

Apbendix-K éontains a sumﬁary of the descriptive
‘sta;iéfics and alphas for the variablés. A review of the
daga for the hypothesized‘variables re?eals meaﬁs falliﬁg
above ﬁhe ﬁidpoint #hét‘would be gxpected and small
standafd.deviafions. For those séélés‘found in the wérk
énvirbnmeht survey, repreéenting trainee responses;

supervisor support, supervisor opportunity to use, peer
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subport;ﬁpééf dppo%ﬁunity‘téﬂﬁsé,-cohesﬁon,:énd-general
means‘efficagf, ﬁheée'ébové avérage means may be reflecting:
~ what is commqnlyifound in the job attitude liteféture-whieh'
proposes that;employees who stay on their,ﬁobs typically
have-géod attitudes toward their job. The ébove mid—point
means on scéles répresenting'skill transfer may reflect the
ease with‘which trainees mastered the skills taught in
training due té the low diffigdlty level of thé tasks.

As most respbnden;s gave high ratings to most of the
items, this was‘reflected in the skewness of the variables.
.Distribﬁtions fér three of the variables Qere kurtotic with
a-leptokurgic shape. As regressidn analyses are robust and
not as sensitive as bﬁhér ahalyticai methods to the mild
skewness and kurtosis of variables, no transformations were
- made. Scatterplots of residuals and predictéd scores
revealed Ehatvthe assumpfions of linearity and
homoscedasticity were met. A review of bi-variate
éo:relations did not reveal signs of multicollinearity.

Reliabilities were calculated for all scales, the
supervisor ratings, and the tréinee seif—assessments. In
calculating the reliabilities, the peer opportunity to ﬁse
scale origihally had an élpha of .495. By deleting 6ne

item pertaining to the peer’s ability to provide
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information about the'skilis ieqrned ip training, the alpha
increased to .841. This item was not used in the analysis.

For all of the primary analyses,-the'score given by
the primary supgrviSor on the skill transfer measure
represented the dependent variable, transfer of training.
The seéoﬁdary supérvisor and the trainee also compléted the
skill transfer measure. Ratings given by the secondary
supervisor have a mbderatelsignificant.corrélation with the
primary supervisér ratings, r>= .366, p < .01. This would
_ indicate inter-rater reliability and lend support to the
accuracy of the ratings provided by the primary supervisor.
The primary supervisors were also best qualified to assess
transfef skills as they spent;the majority of the workshift
with the trainge, 1@h¢;self-assessment ratings given by the
.trainees weréiﬁét signifidantly qérrelated with either the
primary'q;véecondarYAsup?rvisor,.r.= .162 and r = .222,
respectivéiy. fﬁélﬁgéiﬁéé’évéelf;assessment is reflecting
their perceptiqns of their performance raﬁher than actual
.performance. 'Séciélfd;sifability may have also influenced
self—assesgmenﬁ_ratings,b_;ptepqérrelations between all
variabies are provided in Appendix L.

The amount of knowledge the trainee gained as a result

of the training was identified as a learning score that was
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calculated by subtracting the pre-test score from the post-
test score. The learning score was used as a covariate so
that the variance in the transfer of behavior to the work
environment attributed to learning could be accounted for.
In comparing the learning scores of rehires and new hires,

there was no significant difference found.

Hypothesis One

Hypothesis 1 proposed that there would be a positive
relationship between supervisor support and the transfer of
training. Hypothesis la posited that this relationship
would be moderated by the frequency of contact the trainee
had with the supervisor.

A significant correlation was found between supervisor
support and transfer of training, r = .328, p < .01. To
control for learning, a hierarchical regression was run
entering the learning score in block one and supervisor
support in block two. Support was found for hypothesis 1.
After controlling for learning, supervisor support
signifiéantly improved prediction of transfer of training,
R? change = .680, Ehw(1,64) = 6.871, p < .05, indicating
approximately'B%-of the variance in transfer of training

was accounted for by supervisor support.
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For every 1 unit increase in supervisor support, it is
predicted that the transfer of training score will increase
by .210 in a model that contains the learning score.
unstandardized regression coefficient B = .210, t (64) =
2.621, p < .05. Appendix M provides the R, R® change, and
unstandardized regression coefficient B after entry of each
block.

To test the moderating effect of frequency of contact
predicted in hypothesis la, another hierarchical regression
was conducted. The first block entered was the 1e§rning
score, supervisor support and supervisor frequency of
contact were entered in the second block, and the final
block added to the model was the multiplicative value
between supervisor support and frequency of contact with
the supervisor. This hypothesis was not supported; the
interaction did not significantly improve prediction,

R? change = .006, Finc(1,62) = .505, p > .05.

Hypothesis Two
Hypothesis 2 proposed that there would be a positive
relationship between the supervisor opportunity to use

variable and the transfer of training. Hypothesis 2a
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posited that this relationship would be moderated by the
frequency of contact the trainee had with the supervisor.

A significant correlation was found between supervisor
opportunity to use and transfer of training, r = .405,
p < .01. To control for learning, a hierarchical
regression was run entering the learning score in block one
and supervisor opportunity to use in block two. Support
was found for hypothesis 2. After controlling for
learning, supervigor opportunity to use significantly
improved prediction of transfer of training, R® change =
.143, Fin(1,64) = 13.465, p < .01, indicating approximately
14.3% of the variance in transfer of training was accounted
for by supervisor opportunity to use. For every 1 unit
increase in supervisor opportunity to use, it is predicted
that the transfer of training score will increase by .320
in a model that contains the learning score.
Unstandardized regression coefficient B = .320, t (64) =
3.669, p < .0l. Appendix N provides the R, R? change, and
unstandardized regression coefficient B after entry of each
block.

To test the.moderating effect of frequency of contact
predicted in hypothesis 2a, another hierarchical regression

was conducted. The first block entered was the learning
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score, supervisor opportunity to use and supervisor
frequency of contact were entered in the second block, and
the final block added to the model was the multiplicative
value between supervisor opportunity to use and frequency
of contact with the supervisor. This hypothesis was not
supported; the interaction did not significantly improve

prediction, R® change = .025, Finc(1,62) = 2.425, p > .05.

Hypothesis Three

Hypothesis 3 proposed that there would be a positive
relationship between peer support and the transfer of
training. Hypothesis 3a posited that this relationship
would be moderated by the frequency of contact the trainee
had with the peer.

A significant correlation was found between peer
support and transfer of training, r = .321, p < .05. To
control for learning, a hierarchical regression was run
entering the learning score in block one and peer support
in block two. Support was found for hypothesis 3. After
controlling for learning, peer support significantly
improved prediction of transfer of training,

R? change = .049, Finc(1,64) = 4.057, p < .05, indicating

approximately 4.9% of the variance in transfer of training
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was accounted for by peer support. For every 1 unit
increase 1in peer support, it is predicted that the transfer
of training score will increase by .139 in a model that
contains the learning score. Unstandardized regression
coefficient B = .139, t (64) = 2.014,

p < .05. Appendix O provides the R, R® change, and
unstandardized beta after entry of each block.

To test the moderating effect of frequency of contact
predicted in hypothesis 3a, another hierarchical regression
was conducted. The first block entered was the learning
score, peer support and peer frequency of contact were
entered in the second block, and the final block added to
the model was the multiplicative‘vaiue between peer support
and frequency of contact with peers. This hypothesis was
not supported; the interaction did not significantly
improve preaictipn, chhange = ﬂ619, Finc(1,62) = 1.541,

p > .05.

Hypothesis Four
Hypothesis 4 proposed that there would be a positive
relationship between péer opportunity to use and the

transfer of training. Hypothesis 4a posited that this
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' relationship would be moderated by the frequency of contact
the trainee had with thé peer.

There waé‘pdt a signifiCant_correlatibn between peer
" opportunity téluse and transfer of training, r = .200,

P > .05."To cOntroi for learning, a hierarchical
-regression was run entering the learning score in block one
and peer opportunity to use in block fwo. Not
tsurprisingly,'after coﬁtrolling for learﬁing, peer
opportunity'to use did not significantly improve prediction
~of traﬁsfer‘of traiﬁing, R?* change = .042, Finc(1,64) =
3.440, p > .05. Hypotheésis 4 was not supported. Appendix
'P provides thé R, chhange, and unstandardized regression
ééefficient B after'engry of each block.

To test the moderator effect of frequenéy of contact
_predicted in hypothesis 4a, another hierarchical regréssion
was éonducted. Tbe first biock entered was the leafning
score, peer opportunity to use and peer frequency of
contact were eg;erédfin/ﬁhe second block, and the final
block addedfgg.ﬁhe model %gé the multiplicative value
betweenvpegé'QprrﬁghétiﬂtgzuéeF;ﬁd frequency of contact
with'ﬁe;£§. ’fhisAhfpsthesié‘Qaé”nbt supported; the
- interaction did not éigniﬁ}éantly impfove prediction, R?

change = .024, Fine(1,62) = 1.928, p > .05.
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Hypothesis Five

Hypothesis 5 had predicted that after accounting for
the variance in transfer of training as a result of
frequency of contact with supervisor and peers, there would
be a stronger positive relationship with the supervisor
variables than with peer variables. Hypothesis 5 was
tested by conducting a hierarchical regression. In the
first block, frequency of contact with supervisor and
frequency of contact with peers were entered. The second
block contained the supervisor support, supervisor
opportunity to use, peer support, and peer opportunity to
use.

The supervisor and peer variables significantly
improved predicﬁion of transfer of training in a model
containing frequency of contact, R? change = .181, Finc(4,70)
= 3.919, p < .01. The amount of variance in transfer of
training accounted for by these variables is 18.1% after
accounting for frequency of contact. An examination of the
regression coefficients reveals that the only significant
support variable is supervisor opportunity.to use,
unstandardized regression coefficient B = .456, t (70) =
2.532, p < .01l. Appendix Q presents the R, R?® change, and

unstandardized regression coefficient B after entry of each
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block. Hypothesis 5 is partially supported by these
findings as only one of the supervisor variables,
opportunity to use, was found to significantly improve
prediction of transfer of training after accounting for

frequency of contact.

Additional Analyses

t-Test Analysis

To examine whether there was a significant difference
in the mean frequency of contact trainees experienced
between supervisors and peers, with means of 3.54 and 4.04
respectively, a repeated measures t-test was conducted.
Results indicated that trainees experienced a significant
difference in the amount of contact between the two groups,
t (83) = -5.00, p < .01. Trainees spent significantly less
time with their supervisors than peers and yet the
supervisors had more effect on the transfer of training.

Regressgion Analyses with the Self-Assessment Measure

To examine how the supervisor support and peer support
variables effect perceived transfer of training as measured
by the trainee self-assessment, hypotheses 1, 2, 3, 4 and 5
Were analyzed using the trainee self assessment as the

dependent variable. Separate hierarchical regression
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analyseskwere conducted for each of the four support
variables and yielded some interesting results. The
learning variable was entered as the first step in each
analysis and did not significantly account for any variance
in the transfer of training. This result runs contrary to
the findings from the analyses using the supervisor’s
ratings as the measure of transfer in which learning
accounted for 17.5% of the variance.

Hypothesis 1. After controlling for learning,

supervisor support significantly improved prediction of
transfer of training, R® change = .232, Fin(1,64) = 19.478,
p < .01, indicating approximately 23.2% of the variance in
perceived transfer of training was accounted for by
supervisor support. Unstandardized regression coefficient
B = .374, t (64) = 4.413, p < .01.

Hypothesis 2. After controlling for learning,

supervisor opportunity to use significantly improved
prediction of transfer of training, R? change = .177,
Finc(1,64) = 13.909, p < .01, indicating approximately 17.7%
of the variance in perceived transfer of training was
accounted for by supervisor opportunity to use.
Unstandardized regression coefficient B = .374, t (64) =

3.730, p < .01.
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Hypothesis 3. After controlling for learning, peer

support significantly improved prediction of transfer of
training, R? change = .106, Finc(1,64) = 7.683, p < .01,
indicating approximately 10.6% of the variance in perceived
transfer of training was accounted for by peer support.
Unstandardized regression coefficient B = .215, t (64) =
2.772, p < .01.

Hypothesis 4. After controlling for learning, peer

opportunity to use significantly improved prediction of
transfer of training, R® change = .105, Fin.(1,64) = 7.580,
p < .01, indicating approximately 10.5% of the variance in
perceived transfer of training was accounted for by peer
opportunity to use. Unstandardized regression coefficient
B = .228, t (64) = 2.753, p < .01.

Hypothesis 5. After accounting for learning,

supervisor spéport, supervisor opportunity to use, peer
support, and peer opportunity to use significantly improved
prediction of trénsfer éf training, R® change = .241,
Finc(1,64) = 4.714, p < .01, indicating approximately 24.1%
of the variance in perceived transfer of training was
accounted for by the four support variables. An
examination of thé regression coefficients revealed the

only significant variable to be supervisor support,
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unstanaardized reéression coefficient B = .390, t (64) =
2.077, p < .05. |

A comparison of effect sizes would indicate that the
hypothesized variables accounted for more variance in
perceived transfer than observed transfer (Appendix R).

Regression Analyses with Rehire Status

Zero order correlations between transfer of training
and the four support variébles were also reviewed as a
function of rehire status (see Appendix S). For rehired
trainees, there were two significant correlations found
between transfer of training and the support Variabies.
In the case of new trainees,lthere were three significant
correlations found énd the correlations appeared to be
somewhat stronger than,thbse of the rehires. Based on
these correlations, a moderating effect attributed to
rehire status was explored by §onducting separate
hierarchical regression analyses for each of the support
variables using the primary supervisor's ratings as the
dependent variagié. .Iﬁ'éhgdfirst block,tthe”learning
‘Variable.wasientered. The .second block contained the
supportigafigg}éjénd’féhiféhéfééﬁslvariable. The last
block entered was the interaction between the support

variable and théjrehiré variable. A moderating effect was
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found for both the supervisor and peer opportunity to use
variables suggesting that these support variables had a
stronger effect on transfer for new train;es than rehired
trainees.

After controlling for learning, supervisor opportunity
to use, and rehire status, the interaction between
supefvisor opportunity to use and rehire status
significantly improved prediction of transfer of training,
R® change = .073, Fipn(1,62) = 7.508, p < .01, unstandardized
regression coefficient B = .242, t (62) = 2.740, p < .01.

After controlling for learning, peer opportunity to

use, and rehire status, the interaction between peer

opportunity to use and rehire status significantly improved

prediction of transfer of training, R? change = .062,
Finc(1,62) = 5.431, p < .05, unstandardized regression
coefficient B = .187, t (62) = 2.331, p < .05.

These results are significant as they indicate a
differentiating effect of support variables on trainees
dependent on their length of experience at the SRC.

Regression Analyses with General Means Efficacy

The general means efficacy scale is significantly,
positively correlated with all four of the support

variables (see Appendix L). A hierarchical regression
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analysis was éonductéd to determine if the supervisor
‘support variables were able to account for variance in
training transfer above thatAaccounted for by general means
efficacy. The first block entered was the learning
variable. The second block entered was the general means
efficacy variable.' General means efficacy significantly
accounted for variance in transfer after accounting for
learning, R® change = .095, Fip.(1,64) = 8.374, p < .05.
Finally, the third block entered was the supervisor support
and supervisor opportunity to use variables. These
variables significantly accounted for variance in transfer
after accounting for learning and general means efficacy,
R? change = .070, Finc(2,62) = 3.288, p < .05. An
examination of the betas reveals the supervisor opportunity
to use variable to be the only significant predictor,
unstandardized regression coefficient B = .399, t (62) =
2.286, p < .05. Appendix T provides the R, R?change, and
unstandardized regression coefficient B after entry of each
block. An identical hierarchical regression was conducted
substituting the peer support variables for the supervisor
variables and no significant results were found.

Next, a regression analysis was conducted using the

four support variables and the general means efficacy
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score. These variables accounted for significant variance
in training transfer, R®* = .193, Fi,c(5,71) = 3.390,

p < .01. A review of the regression coefficients reveals
that the only significant predictor of transfer was the
supervisor opportunity to use variable, unstandardized
regression coefficient B = .416, t (71) = 2.334, p < .05
(see Appendix U).

Hierarchical Regression Analysis with Cohesion

In the Seyler et al. (1998) study, work group cochesion
was offered as an explanation for peer support exerting a
stronger influence than supervisor support on the transfer
of training. For this reason, the variable was examined in
this study. A hierarchical regression analysis was
conducted entering supervisor support and cohesion in the
first block and the interaction between the two variables
in the second block. The primary supervisor ratings were
used as the dependent variable. There were no significant

results discovered as a result of this analysis.
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CHAPTER FIVE

DISCUSSION

The main purpose of this study was to examine the
influence of supervisors and peers on the transfer of
training and attempt to explain inconsistencies in the
literature by introducing the notion that the trainee’s
frequency of contact with supervisors or éeers may moderate
the relationship with transfer. While the moderating
effect was not found, four of the five hypotheses were
supported and additional analyses revealed several novel
and significant findings.

Overall, findings support previous research that
denote the supervisor as the key variable in the work
environment affecting the transfer of training. The current
study also extends the transfer research in three unique
ways. First, results suggest that the effect of support
variables on transfef vary dependent upon how transfer is
measured. Measures capturing perceived transfer showed
stronger effects of support than did measures capturing
observations of transfer behaviors. Second, findings
indicate that the trainee’s length of service may influence

the effect of supervisor support on the transfer of
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training. Finally, a new construct is introduced which
reveals a positive relationship with training transfer and
serves to underscore the strong influence of the supervisor
variable.

Previous research has measured the effect of work
environment variables on transfer of training by measuring
the trainee’s intent to transfer or transfer motivation.
The current study measured transfer by two means; an
objective measure reported by the primary supervisor and a
measure capturing perception of transfer as reported by the
trainee.

When the perceived transfer and observed transfer
measures were used as dependent variables in separate
regression analyses, differential effect sizes were found
for the support variables. The variables accounted for
more variance in training transfer as measured by the
trainee self-assessment than by the primary supervisor
assessment. Another interesting result was discovered when
a comparison of the variance accounted for by learning was
made between the two measures. In analyses using the
measure of percgﬁved trapsﬁer, learning did not
significantly account for variance in training transfer

whereas in the analyses using observed transfer, the
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opposite was found. It is worth noting, however, that
there may have been method bias in using the self-report of
transfer.

The lack of significance of the learning variable was
also reported in the study conducted by Seyler et al.
(1998), in which transfer was measured with a scale of
motivation to transfer. In this case, Seyler et al.
attributed the lack of significance to a deficient learning
measure. Seyler et al. cited several problems with the
measure including range restriction and questionable
content validity. In light of the current study, the
measure of transfer may have been the reason for the
insignificance of the learning variéble as it was a self-
report instrument.-

Despite the unsupported hypotheses of the moderating
effect of frequency of contact, a moderating effect was
found with the rehire variable. An examination of the
effect of trainee tenure on transfer 1s not apparent in the
training transfer literature. The results from this study
suggest that supervisor and peer support are more
influential on transfer for new trainees than rehired
trainees. This is an important finding as many

organizations provide a substantial amount of training to
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new hires in order to accelerate their productivity. The
results of this study would suggest that supportive
behaviors can be especially effective during this new hire
period.

The significant findings of a relationship between
general means efficacy and transfer of training is
noteworthy as it may provide researchers with a new means
of examining transfer. The construct captures the
multidimensionality of the work environment variable in a
very succinct fashion. General means efficacy and the
supervisor support variables were shown account for
variance in training transfer. However, results of the
hierarchical regression show significant variance accounted
for by the supervisor variableslafter accounting for
general means efficacy, providing further evidence of the
strong impact of the supervisor on training transfer.

The findings from this study also reveal that despite
the trainee’s less frequent contact with the supervisor,
the supervisor impact on training transfer was significant.
This again alludes to a supervisory effect so strong that
even minimal supervisor contact with the trainee can be
enough to insure transfer. This notion would be congruent

with findings from a study by Brinkerhoff and Montesino
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(1995) in which training transfer was compared between two
groups; -one group participated in pre and post training
meetings with their supervisor to discuss the training and
the control group did not. Results revealed that the
experimental group reported a higher level of training
transfer. What is notable about the findings is that the
meetings that took place were-only 'l5 minutes in. length.

Taken together these findings provide new insights for
increasing training transfer and offer new. opportunities
for future research. However, the study is not without

limitations.

Limitations

Clearly, this study had several limiting factors.
First, although participants were assured of
confidentiality, they were required to put their name on
each of the surveys in order to link the data from each of
. the instruments ‘together for 'data ‘analysis. Participants
may have feared that superviSors would see the responses
causing inflation - of the ratihgs, particularly on .the work
environment measure.

The content of the training- itself may have also been

a limiting factor in the study.:@ The skills measured did
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examined the relationship between the work environment and
transfer of training. In 1997, Ford and Weissbein reported
on nine additional studies on the topic. This is
encouraging, as this would indicate research efforts in
this area have more than doubled in ten years. The current
study provides the foundation for new directions in future
~research.

The significant interactions found in this study
between support variables and rehire status, would suggest
that the relationship between a trainee’s length of service
and training transfer warrants further examination. For
the new hire group, the lack of exposure or experience with
tasks may have made the support variables a more important
factor in training transfer than for the rehired group. It
would be important to know if the type or frequency of
support for trainees needs to differ dependent on their
familiarity or exposure to the new task being learned.

Other wvariables that may moderate the relationship
between supervisor and peer support and training transfer
should be examined. While this study found no significant
effect of frequency of contact as a moderator, another
moderator to bé considered is the perceived credibility of

the source of support. Ilgen, et al. (1979) contend that
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the source ofvfeedbaék mayvbe.thé most‘important'influence
on the extentutO‘which the feedback’is accepted. They
posited that, in part{ this influence was attributed to the
degree of credibility the‘recipients attribute to the
sdurce. It is quite possible that in some.work'
environments peeré may be seen asvmore credible than
supervisors, thus explaining findings from previous étudies.
that show higher éorrelations with peers thaﬁ superviso;s'
with transfer of ﬁraining.

As the general méans efficacy scale was found to be
significahtly correlated with the transfer of training,
further exploration of its use as a'measure of transfer
‘climéte might.yiéldlinférésting results. An expansion Qf
the transfer climate work done by Rouillier and Goldstein
(1993) and Holton et 5'>a'1.."'--(1~99":7) could be realized by
employing the GMES és a measure of transfer climate.
Measures of tréﬁsfer climége found in the literature have
been inconsistent concerning‘the factors that comprise the
climate (ﬁouilliér;&‘Goldsté£n, 1993; Holton et al., 1997).
The use of the GMES as a climéte measure could extend
research in this area.

Finally, a statistical approach allowing for the

examination of several work environment wvariables in the
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same model, such as can be accomplished with structural
equation modeling, would pfovide a more comprehensive
perspective on the variableé and their impact on transfer.
In today’s competitive business environment, one of
the only advantages an organization has is the skill of a
well trained workforce. Themes emerging from the transfer
literature, and supported by this study, would suggest that
organizations can maximize their training investment and
increase the skills of their workforce by creating work
environments that are conducive to transfer. It is
incumbent upon researchers to provide the prescriptive

means by which these work environments are created.
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APPENDIX A

MOTIVATIONAL INFLUENCES ON

TRAINING EFFECTIVENESS
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Motivational Influences on Training Effectiveness

(fErom Noe, 1986, p. 738)
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APPENDIX B

MODEL OF THE TRANSFER PROCESS
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(from Baldwin and Ford,

Model of the Transfer Process

1988, p. 65)
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APPENDIX C

PRE AND POST TEST
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Name:

Unit;

'TEST YOUR KNOWLEDGE

To help you get the most out of the Student Recreation Center Orientation Training
Program, please take a moment and answer the following questions. Don’t worry if there
is something you don’t know, that’s why you’re in this training! This will help you
assess your level of knowledge and guide your attention to topics of the training with
which you may be unfamiliar.

Core Items

1. What are three behaviors that an SRC employee must demonstrate to be successful in
their job?

2. List three types of recreational programming offered by the SRC

3. List three things you need to do to be in compliance with the SRC dress code.

4. Who is allowed behind the front counter of the SRC?

Any staff member wearing a staff shirt.
Counter clerks

Supervisors only

All of the above

e o
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5. When using the SRC Emergency Code System, emergencies involving sprains, strains
or bodily fluids are: '

Code Red

Code Orange
Code Blue

None of the above

oo

6. Which two radio channels does the SRC use?

a. land?2
b. 2and 3
c. 3and4

d. None of the above

7. What form do you need to fill out if your report to work late?

8. What are the 4 steps of good customer service?

9. What are the 4 steps in dealing with a disgruntled customer?

S

10. What do you need in order to clock in for your shift?
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Unit Specific Items — Building Stewards

11. How often are bathroom cleanliness checks conducted?

oo

Every 15 minutes
Every 30 minutes
Every 60 minutes
Once a day

12. It is permissible to site in the storage room behind the front counter

e o e

To complete paperwork

When there are not many people in the SRC
Any time

Never

13. At what time should you start the closing procedure?

SIS =

At least 15 minutes before closing.
One hour before closing.

45 minutes before closing.

All of the above.

14. When making your rounds, you must look for:

Appropriate footwear worn on wooden floors.

a
b. Food or drink in the gymnasium.
C.

d. All of the above

Damage to the facility.

15. List three things that should be done for clean up after a special event.

oo o

Insure bleachers remain in place.
Mop tarps.

Sweep the gym floors.

All of the above.

BandC
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Unit Specific Items — Outdoor Excursions
11. The main job of the staff is to ensure a fun time is had by all.

e. True
f. False

12. Every element must be spotted.

a. True
b. False

13. Before anyone can participate in the program they must have a

14. Before a climber may climb, they must ask for

15. A belayer must have an anchor when the climber out weights the belayer by more
than pounds.
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Unit Specific Items - Front Counter
11. You must check the shoes of customers checking out:

Ping-pong rackets »

a.

b. Squash goggles
c. Basketballs

d. All of the above
e. AandC

12. Front counter staff complete transactions for:

a. Outdoor excursions
b. SRC memberships
c. Leisure Line classes
d. BandC

e. All of the above

13. Front counter staff may leave the front counter

to deliver urgent messages to members of SRC management.
only if there is coverage for the front counter.

at no time during their shift.

to assist customers when necessary.

pp o

14. You may study while working at the front counter
a. for up to one hour during your shift.
b. only if there are not any customers.

c. atno time.

15. An individual may use which of the following as collateral for equipment check out.

a. Driver’s License

b. Student L.D.

c. Twenty-five dollar deposit
d. All of the above
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Unit Specific Items - Intramurals Site Staff

11. What other forms of ID are acceptable for faculty/staff members to use when
checking in for a game?

Current drivers license

Current drivers license and pay stub

Passport and Verification of Employment

Passport

Band C

oo o

12. What is NOT an approved form of clothing?
a. Sweatpants
b. Soft Headband
c. Wedding band
d. Sleeveless shirt

13. Choose the correct statement:
a. Penalties in football are assessed to the individual and recorded as such.
b. Statistics on free throws are not important.
c. The running score is the most important aspect of each score sheet.
d. There are no statistics to keep for volleyball.

14. If everything in a night went well, with not ejections or injuries, then there is
something to report on the back of the Daily Report Form.

a. True

b. False

15. If football games are scheduled to start at 6:40pm and you are the Site Supervisor,
how long before game time should you be at the field level setting up?

a. 15 minutes
b. 30 minutes
c. 45 minutes
d. 60 minutes
e. 75 minutes
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Unit Specific Items - Intramurals Head Officials

11. It is your responsibility to watch the game officials for the 7:00pm game if you have a
game at 8:00pm and want to talk with your teammates.

a. True
b. False

12. The daily evaluation on the Daily Report should be completed:

RO o

Every other day
Every day
Every hour
Once a week

13. As the head official observing a game, you notice that a participant is playing while
wearing denim pants with pockets. You:

a.
b.

Stop the game immediately.

At the next stoppage of play inform him/her that those pants are not allowed in
Intramural Sports play.

At the next stoppage of play inform the lead official that there is a participant with
illegal pants on and to take care of the situation.

Don’t bother any one

At the next stoppage of play inform the lead official that there is a participant with
illegal pants on assist that official with informing the participant of the attire
policy.

14. You notice an official making a bad call while being out of position. You:

a.
b.
C.

d.

Just chalk it up to being a bad official.

Make a report to insure that official does not work again.

At the next stoppage of play inform that official of the error and attempt to make
it into a learning experience.

Wait for the end of the game/half time, ask the official for their interpretation of
the play, and present an alternate approach to officiating similar experiences.

15. A participant is laying into one of your officials for making a bad call just after half

time,

a.
b.
c.

d.

You watched the play and the call was questionable. What do you do?

Step in right away and say the official is wrong

Nothing.

Observe the situation to make sure the official can continue to officiate, removing
the official from the game if necessary.

Observe the situation to make sure the comments do not get out of control,
assisting in controlling the participant if necessary.

Step in right away and say the participant should walk away.
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Unit Specific Items - Intramurals Office Managers

11. Do you have the authority to make decisions regarding weather conditions?

a. Yes
b. No

12. What is the first thing you do when your office shift begins?

a.
b.
c.

d.

Check to make sure the computer is on. Then check my email.

Check to make sure the computer is on.

Check the report bins to make sure the reports from the previous night have been
input and filed.

Look through the score sheets from the previous nights to see who won.

13. What is one of the last things you should do before you close the office at 6:00pm?

a.
b.
c.
d.

c.

Submit a Spectator List to the Front Counter

Make sure there is no one in the office.

Make sure the game sheets for the current night are printed and placed in the
appropriate notebooks.

Make sure all large pieces of paper or trash are in the correct places, empting the
correct receptacles when necessary.

All of the above.

14. A team is submitting a roster for basketball with 12 names on the list. The waiver is
signed, the manager information is completed, but 8 of the 12 names are missing
information. What is the correct procedure?

a.

Return the roster to the team representative turning in the form, inform him/her
that there is not enough player information and that they need one more player’s
information and the whole form will be acceptable.

Give the team a time slot anyway because the minimum number of players
necessary for basketball is four.

Shred the form and tell them to fill out another one.

Return the roster to the team representative turning in the form, inform him/her
that there is not enough player information and that they need one more player’s
information and only those five players will be allowed to play until the other
team members come in and complete the rest of the information.

15. A participant calls on the phone and begins to complain about the officiating in last
night’s game. What do you do?

a.

b.

C.

d.

Tell them we do our best to get qualified officials.

Tell them there is nothing you can do and hang up.

Tell them there is an Official’s Evaluation form online that is sent directly to the
Coordinator of Officials.

Tell them nothing can be completed over the phone and they must come into the
office. ' o
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Unit Specific Items — Weight Room
11. The use of a towel in the weight room is
a. recommended, but not mandatory.
b. mandatory.
c. up to the customer.
12. Backpacks may be brought into the weight room
a. if they are secured away from the equipment.
b. if they are kept with the customer in order to reduce the possibility of theft.

¢. under no circumstances.

13. When administering CPR, the compression-to-breath ratio is

a. 5:1
b. 152
c. 15:1

14. When spotting a flat bench dumbbell press, the point where you offer assistance is
a. atthe elbows.
b. atthe wrists. :
c. at the dumbbell handle.
15. When cleaning the équii)ment -
a. only the pads need to be cleaned daily.

b. only the upholstery needs to be cleaned daily.
c. pads and upholstery need to be cleaned weekly.
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Unit Specific Items — Maintenance
11. Before mopping a floor, what should you bring out first?
a. Mop and bucket
b. Wet floor signs
c. Caution tape to section off the area being mopped
12. When changing lights, where does the old fluorescent tube get placed?
a. Round barrel provided by EH & S
b. Round barrel provided by Physical Plant
c. Inthe trash
13. What should you check out oat the front counter after you punch in?
a. Cleaning equipment
b. Radio
c. Uniform
14. What should you do before you get ready to leave?
a. Make sure all tools and work area are picked up
b. Clock out
¢. Return your uniform
15. When do you wear your uniform?
a. Only when there are patrons in the SRC

b. At your discretion
c. Atall times when you are on the clock
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Training Effectiveness Study

INFORMED CONSENT

You are invited to participate in a study designed to investigate why training is effective.
This study is being conduct by Sue Anderson under the supervision of Dr. Janelle Gilbert,
Professor of Industrial/Organizational Psychology. This study has been approved by the
Department of Psychology Institutional Review Board Sub-Committee of the California
State University, San Bernardino, and this consent form should bear a copy of the official
Psychology IRB stamp of approval.

Each year U.S. organizations spend over $50 billion on formal training programs. In an
effort to improve our understanding of why training works or fails, I am conducting a
study on some factors that can influence training effectiveness. In this study you will be
asked to respond to two surveys. The Skill Usage survey, should take about 5 to 10
minutes to complete. The Transfer of Training Climate Survey should take about 5 to 10
minutes to complete. All data will be reported in group form only. There are no
immediate or long-range risks to participants in this study, nor direct benefit for your
participation. You may receive the group results of this study upon completion on
January 2005 by contacting Sue Anderson at (909) 880-5587.

Your participation in this study is totally voluntary. You are free not to answer any
question and withdraw at any time during this study without penalty. When you have
completed the Skill Usage survey and Transfer of Training Climate Survey, you will
receive a debriefing statement describing the study in more detail. In order to ensure the
validity of the study, we ask that you not discuss this study with other students or
participants.

If you have any questions or concerns about this study, please feel free to contact
Dr. Janelle Gilbert at (909) 880-5587.

By placing a check mark in the box below, I acknowledge that I have been informed of,
and that I understand, the nature and purpose of this study, and I freely consent to
participate. I also acknowledge that I am at least 18 years of age.

Place a check mark here

Today date: -
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DEBRIEFING STATEMENT
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DEBRIEFING STATEMENT

Thank you for taking the time to participate in this study. The purpose of this study was
to gain a better understanding of how peers and supervisors encourage or inhibit
employees’ use of skills learned in training. If you have any questions regarding the
nature of this study or would like to receive a copy of the results when they become
available, please contact Sue Anderson or Dr. Janelle Gilbert at (909) 880-5587. The
results of the study will be reported in group form only.
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SKILL TRANSFER SURVEY
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Skill Transfer Survey — Instructions to Supervisors

The attached surveys ask you to respond to statements about your employee’s use of the
skills they learned in the Student Recreation Center Orientation Training. Please
complete one survey for each employee you supervise.

Before starting each survey, think about the typical work behavior you have seen in your
observations of the employee.

Thank you for your time in completing these surveys. When you are finished, please put
them in the manila envelope, seal it, and return it to the Director.
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Skill Transfer Survey
Supervisor Version - Summarized

Name of Employee:

Unit:

Using the following scale, mark one response for each statement:
5 — Almost always

4 - Usually
3 — Sometimes
2 — Seldom

1 — Almost Never
Items from General Training

This employee. . .

1. wears the SRC uniform appropriately; staff shirt tucked 2 3 45
in, closed-toed tennis shoes, appropriate pants/shorts.

2. smiles, makes eye contact and acknowledges SRC 2 3 45
customers within their area

3. uses the 4 steps of good customer service when dealing 2 3 45
with customers

4. uses appropriate radio etiquette by stating their location, 2 3 45
the location of the person they are calling and
completing the call by stating “over”.

5. completes the Hours Report Form when reporting to 2 3 45
work late.

Unit Specific - Front Counter

6. answers the phone by saying, “Student Recreation 2 3 45
Center, this is “name”, may I help you?”

7. allows only those individuals with SRC L.D. or Leisure 2 3 45
Line LD. to enter the facility.

8. checks the shoes of customers when equipment is 2 3 45
checked out.

9. uses appropriate procedures when operating cash 2 3 45
register.

10. enforces the SRC admission policies in a firm and 2 3 45

friendly manner when customers question regulations
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Unit Specific - Weight Room

6. enforces the towel rule. 1 2 3 45
7. enforces the backpack policy. 1 2 3 45
8. can explain CPR procedure. 1 2 3 45
9. can explain spotting techniques. 1 2 3 4 5
10. cleans equipment appropriately and in a timely manner. 1 2 3 45
Unit Specific - Maintenance
6. maintains his/her tools in working order. 1 2 3 4 5
7. completes all phases of tasks and takes no short cuts. 1 2 3 4 5
8. places burned out fluorescent tubes in the barrel providedby |1 2 3 4 5
EH&S.
9. cleans up all tools before leaving work. 1 2 3 45
10. checks out a radio when checking in for work. 1 2 3 4 5
Unit Specific - Building Stewards
6. wears appropriate attire dependent upon the event. 1 2 3 45
7. sets up bleachers and mats according to procedures. 1 2 3 45
8. completes headcounts on time. 1 2 3 4 5
9. mops tarps and sweeps the gym floor after events. 1 2 3 4 5
10. monitors proper attire. 1 2 3 45
Unit Specific — Intramural — Head Officials
6. provides appropriate training information to subordinate 1 2 3 45
officials.
7. routinely and efficiently completes official’s evalutions. 1 2 3 4 5
8. enforces the attire policy. 1 2 3 45
9. follows appropriate procedures for dealing with disgruntled 1 2 3 45
participants.

1 2 3 435

10. provides as much motivation as training to subordinate
officials. ‘
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Unit Specific — Intramural — Office Managers

6. provide appropriate information to interested customers.

7. finish daily tasks efficiently and completely.

8. maintain office cleanliness.

9. receive all paperwork from teams and participants before
allowing participation.
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10. follow appropriate procedures for dealing with disgruntled
customers.

I

Unit Specific — Intramural — Site Staff

6. check all participant ID’s before allowing him/her to
participate.

I

7. enforce participant attire policy.

8. complete score sheets properly per sport.

9. complete all required paperwork.

10. accomplish tasks without delaying event starting times.
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Unit Specific - Excursions

6. hands out itinerary and checklist when customer signs up for
trip.

7. can explain the use of all outdoor equipment and fit it to the
customer.

8. follows appropriate procedures when processing phone
reservations, refunds, and credits.

9. allows only individuals with UCR ID or Leisure Line ID to
enter the Outdoor complex.

10. answers the phone by saying “Outdoor Excursions, this is
__,canIhelp you?”
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APPENDIX G

PARTICIPANT INSTRUCTIONS FOR

SKILL TRANSFER MEASURE
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Transfer Behavior Sﬁrvéy - Instructions to Participants

The attached survey asks you to respond to statements about your use of the skills you
learned in the Student Recreation Center Orientation Training. The information you
provide will be used to determine the effectiveness of the training program.

Before starting the survey, think about your typical work behavior, then respond to each
statement using the scale provided. Your supervisor will also be surveyed as to your use
of the skills you learned in training. Your supervisor will use this survey also.

NOTE: Please be sure to include your name on the survey. The information you
provide will be seen only by the researcher and only after your name has been
removed and replaced with a numerical code. The confidentiality of your answers
will be maintained.

Thank you for your time in completing this survey. When you are finished, please put
the survey in the envelope and place it in the box provided. '
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APPENDIX H

WORK ENVIRONMENT SURVEY
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Work Environment Survey — Instructions to Participants

The attached survey asks you to réspond to statements about the behavior of the people in
your work environment. Before starting the survey, think about your interactions with
your peers and supervisor, (your supervisor’s name has been filled in on the form), then
respond to each statement using the scale provided.

NOTE: Please be sure to include your name on the survey. The information you
provide will be seen only by the researcher and only after your name has been
removed and replaced with a numerical code. The confidentiality of your answers
will be maintained. ’

Thank you for your time in completing this survey. When you are finished, please put
the survey in the envelope and place it in the box provided.
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Name:

Unit:

Using the following scale, mark one response for each statement:
5 — Almost always

4 - Usually
3 — Sometimes
2 — Seldom

1 — Almost Never

1. My supervisor helps me when I ask him/her for advice about 2 4
how to use the skills taught in training.

2. My peers give me extra time to complete tasks that require 2 4
skills taught in training.

3. My supervisor is willing to adjust my workload if I need extra 2 4
time to complete tasks that require skills taught in training

4. My peers encourage my efforts to incorporate new procedures 2 4
that I have learned in training.

5. During my shift, I spend my work time with my supervisor. 2 4
6. My peers offer me opportunities to use new skills I learned in 2 4
training.

7. My supervisor is tolerant of changes that I initiate as a result of 2 4
learning new training skills.

8. My peers reward me for using new skills taught in training. 2 4
9. My supervisor insures that the physical working conditions of 2 4
the Student Recreation Center create a productive and positive

work environment.

10. During my shift, I spend my work time with my peers. 2 4
11. My supervisor is tolerant of mistakes I make as a result of 2 4
using new skills learned in training.

12. My peers attend training and try to use new skills in their jobs. 2 4
13. My supervisor offers me opportunities to use new skills I 2 4
learned in training.

14. My peers offer advice on-how to deal with barriers I may face 2 4
in using my new skills.

15. I talk with my supervisor about my job. 2 4
16. My peers believe in the importance of training. 2 4
17. My supervisor gives me constructive feedback when I try out 2 4
new skills or behaviors learned in training.

18. My peers share tools and materlals I need to use the skills 2 4
learned in training.

19. My supervisor offers adv1ce on how to deal with barriers I 2 4

may face in using my new skills.
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20. My peers observe me completing my work assignments. 1 2 3 45

21. My supervisor encourages my efforts to use new procedures 1 2 3 45

that I have learned in training.

22. My peers help me when I ask them for advice about how to 1 2 3 45

use the skills taught in training. '

23. My supervisor provides me with the tools and materials Ineed | 1 2 3 4 5

to use the skills learned in training.

24. My peers can provide me with information about procedures 1 2 3 45

learned in training.

25. My supervisor observes me completing my work assignments. | 1 2 3 4 5

26. My peers are tolerant of mistakes I make as a result of using 1 2 3 45

new training skills.

27. My supervisor rewards me for using new skills on the jobthat | 1 2 3 4 5

I learned in training.

28. My peers seem to care whether I use skills taught in training. 1 2 3 4 5

29. My supervisor staffs my shift with sufficient personnel to 1 2 3 45

complete the assigned work.

30. My peers can tell me where to find answers to my questionsif [ 1 2 3 4 5

they don’t know.

31. My supervisor can provide me with information about 1 2 3 45

procedures I learned in training.

32. I talk with my peers about my job. 1 2 3 45

33. My supervisor seems to care whether I use skills taught in 1 2 3 45

training.

34. My peers complete their own work assignments. 1 2 3 4 5

35. My supervisor actively practices those skills taught in the 1 2 3 45

Student Recreation Center’s training course.

36. My peers show respect for the Student Recreation Center 1 2 3 45

facilities.

37. My supervisor believes that training is important. 1 2 3 45

38. My peers already use the skills taught in the training I 1 2 3 4 5

attended.

39. My supervisor knows where to find information about my 1 2 3 45

questions if he/she doesn’t know the answer.

40. Our group is united in trying to reach its goals for 1 2 3 4 5

performance.

41. We all take responsibility for poor performance by our group. |1 2 3 4 5

42. If members have problems during group activities, everyone 1 2 3 45

wants to help them so we can work together again.

43. My group does what is necessary to complete a difficulttask {1 2 3 4 5

or assignment successfully.

44. My group emphasizes accomplishing specific group tasks. 1 2 3 45
1 2 3 45

45. Work is often given to me with unreasonably quick deadlines.
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46. My supervisor provides me with énough time to complete the tasks
I am required to do.

47. 1 have adequate time to do my job

N

I

W

48, Current information is often difficult to get at the time I need it to
do my job.

N

N

49. 1 frequently find myself without the proper instructions or necessary
direction I need to do my job.

50. Supervisors in this organization take the time to let employees
know when they are doing a good job.

[\

I

51. Information about how well I do my job is readily available.

52. I receive informational feedback about my performance.

53. This organization provides adequate training for its employees.

54. This organization has many training opportunities for its employees

55. 1 can count on my team members to pull their weight whenever we
. are working on a team project
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56. My team pulls together.

57. T have confidence in my coworkers’ abilities.

58. Managers are accessible when problems arise.

59. My supervisor has an open-door policy and sticks to it.

60. If employees need to report a problem, management is there to
listen.
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APPENDIX T

DESCRIPTION OF SCALES USED IN THE

WORK ENVIRONMENT SURVEY
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Des'cription of Scales Used in the Work Environment Survey

Number of :
Scale Items - Sample Item
Cohesion 5 We all take responsibility for poor
performance by our group.
General Means Efficacy 16 I have adequate time to do my job.
Frequency of Contact
with supervisor 3 I talk with my supervisor about my
job.
Frequency of Contact
with peer 3 During my work shift, I spend my
time with my peers.
Peer Opportunity to Use 8 My peers offer me opportunities to
use new skills I learned in training.
Peer Support 8 My peers seem to care whether I use
skills taught in training.
Supervisor Opportunity to
Use - 8 My supervisor provides me with the
tools and materials I need to use
the skills learned in training.
Supervisor Support 9 My supervisor gives me constructive

., 93« .

feedback when I try out new skills
or behaviors learned in training.



APPENDIX J

DEMOGRAPHIC SURVEY
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Background Information

Please provide the following information so your responses can be matched across
surveys. Your responses will be kept in complete confidence and no individual responses
will be released.

1. Name - Date

2. Work Unit

3. Job Title

4. Superviéor

5. Female ___‘Male
6. Have you worked at the Student Recreation Center previously? ___ Yes ___No
If yes, please complete the following: Start date End date
7. Work Shift: ___ Mornings
Afternoons
Evenings
___ Weekends

8. How many hours per week do you work?
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APPENDIX K

DESCRIPTIVE STATISTICS AND

RELIABILITIES FOR VARIABLES
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Descriptive Statistics and Reliabilities for Variables

Scale M SD Alpha

Supervisor Support 4.51 522 .892
Supervisor Opportunity to Use 4.57 487 847
Peer Support 4.11 .654 .869
Peer Opportunity to Use 4.32 594 841
Frequency of Contact-Supervisor 3.54 .860 .665
Frequency of Contact-Peer 4.04 734 .618
Learning Score 10.80 5.19 --

Cohesion 4.35 .688 .856
General Means Efficacy 4.12 516 .808
Supervisor 1 Rating 4.57 .390 .832
Supervisor 2 Rating 4.46 431 .873
Employee Self-Rating 4.49 .398 .627
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APPENDIX L

INTERCORRELATIONS MATRIX FOR VARIABLES
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66

Intercorrelations Matrix for Variables

Variables 1 2 3 4 5 6 7 8 9 10 11 12
Supervisor Support (1) 1.000
Supervisor Opportunity to Use (2) 851* 1.000
Peer Support (3) .738* .648* 1.000
Peer Opportunity to Use (4) 714* 691%* .842% 1.000
Frequency of Contact-Supervisor (5) A31% 311 430* 2487 1.000
Frequency of Contact-Peer (6) 486%* 432% 619% 583* 364* 1.000
Learning Score (7) 228 273% 193 139 218 067 1.000
Cohesion (8) .592* .544* .563* .688* .185 .333* 200 1.000
General Means Efficacy (9) 607* S597* .602* .643* .189 318 250% .684*  1.000 .
Supervisor 1 Rating (10) .328* A405% 231t 200 .085 .094 A19% 278+ 294*  1.000
Supervisor 2 Rating (11) - 212 253+ J17 .109 248t .046 129 .170 011 366*  1.000
439% 375* .350% 391* 378* .082 320% 267+ 162 222 1.000

Employee Self-Rating (12) ) S525%

t p<.05 *p<.01



APPENDIX M

HIERARCHICAL REGRESSION OF LEARNING

AND SUPERVISOR SUPPORT VARIABLES

ON TRANSFER OF TRAINING
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Hierarchical Regression of Learning and Supervisor Support Variables on

Transfer of Training (N=66)

Variable R RZ change B
First Block
Learning Score . 419 A75%* 027**
Second Block
Supervisor Support .505 .080* 210*

*p<.05*p<.01
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APPENDIX N

HIERARCHICAL REGRESSION OF LEARNING AND SUPERVISOR

OPPORTUNITY TO USE VARIABLES ON

TRANSFER OF TRAINING

102



Hierarchical Regression of Learning and Supervisor Opportunity

To Use Variables on Transfer of Training (N=66)

Variable R R’ change B
First Block
Learning Score 419 175%* .024%*
Second Block
Supervisor Opportunity Use 565 .143%% 320%*

*p<.05 **p<.01
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APPENDIX O

HIERARCHICAL REGRESSICON OF LEARNING AND PEER

SUPPORT VARIABLES ON TRANSFER OF TRAINING
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Hierarchical Regression of Learning and Peer Support Variables on

Transfer of Training (N=66)

Variable R R? change B
First Block
Learning Score ' 419 A75%%* 029%*
Second Block
Peer Support 474 .049* .139%

*p<.05 **p<.01
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APPENDIX P

HIERARCHICAL REGRESSION OF LEARNING AND PEER

OPPORTUNITY TO USE VARIABLES ON

TRANSFER OF TRAINING
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Hierarchical Regression of Learning and Peer Opportunity to Use

Variables on Transfer of Training (N=66)

Variable R R’ change B
First Block
Learning Score 419 175%* .030%*
Second Block
Peer Opportunity to Use 466 042 138

*p <.05 **p < .01
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APPENDIX Q

HIERARCHICAL REGRESSION OF FREQUENCY OF CONTACT

AND SUPPORT VARIABLES ON TRANSFER OF TRAINING
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Hierarchical Regression of Frequency of Contact and Support Variables

on Transfer of Training (N=76)

Variable R R? change B
First Block
Frequency of Contact Supervisor .106 011 .025
Frequency of Contact Peer .038
Second Block
Supervisor Support 438 181%* -.104
Supervisor Opportunity to Use A56%*
Peer Support 116
Peer Opportunity to Use -.203

*p < .05 **p < .01

109



APPENDIX R

COMPARISON OF LEARNING AND SUPPORT EFFECT SIZES

FOR SELF-ASSESSMENT AND SUPERVISOR RATINGS
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Comparison of Learning and Support Effect Sizes for Self-Assessment and

Supervisor Ratings
Supervisor Rating as DV Self-Assessment as DV

Variable R? change R? change
Learning | 175%* .007
Supervisor Support : .080* 232%%*
Supervisor Opportunity to Use 143%* A77#*
Peer Support .049 .106%*
Peer Opportunity to Use 042 105%*

*p<.05 *p<.01
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APPENDIX S

CORRELATION TABLE FOR SUPPORT VARIABLES

AND REHIRE STATUS
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Correlation Table for Support Variables and Rehire Status

Rehire Status — No

Variable (New Employees) Rehire Status - Yes
Supervisor Support S510%* .353%
Supervisor Opportunity to Use .682%* 449%
Peer Support .343 201
Peer Opportunity to Use 391%* .184

*p<.05 ¥*p < 01
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APPENDIX T

HIERARCHICAL REGRESSION OF LEARNING, GENERAL

MEANS EFFICACY, AND SUPERVISOR VARIABLES

ON TRANSFER OF TRAINING
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Hierarchical Regression of Learning, General Means Efficacy, and

Supervisor Variables on Transfer of Training (N=76)

Variable R R? change B
First Block
Learning Score 419 AT75%* 032%%*
Second Block
General Means Efficacy 520 .095%* 239%%*
Third Block
Supervisor Support 584 .070* -.162
Supervisor Opportunity to Use .399*

*p<.05**p<.01
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APPENDIX U

REGRESSION OF SUPPORT VARIABLES AND GENERAL

MEANS EFFICACY ON TRANSFER OF TRAINING
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Regression of Support Variables and General Means Efficacy on

Transfer of Training (N=76)

Variables R R? change B
Supervisor Support 439 .193%* -.057
Supervisor Opportunity to Use 416*
Peer Support .060
Peer Opportunity to Use -.186

General Means Efficacy 112

*p<.05 **p < .01
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