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CHAPTER I  

INTRODUCTION 

 

Schools as part of the global economy world which particularly deal with 

knowledge both as product and process are, by design, highly demanded to 

efficiently share and transfer knowledge to produce future knowledge workers 

out of the students they have. There has been a vast number of research related 

to how students learn. However, as Allison Gulamhussein  (Gulamhussein 2013, 

1) stated in her research report, unfortunately “We often ask questions about how 

students learn, but not often about how teachers learn.” She suggested for schools 

to consider how their teachers learn and adopt new techniques for instruction and 

then design the teacher trainings accordingly. 

In this era of globalization with heightened competition and the rapid 

development of information technology, individual and organizational successes 

are mainly determined by the intellectual assets they possess. The ability of an 

organization to develop and use the skills of their workforce is the key source of 

competitiveness (Donovan, Hannigas and Crowe 2001, 221). Since work has 

become increasingly knowledge based, investing in intangible assets, especially 

human capital, has become a common core strategy for competitive advantage 

(Cheng and Hampson 2008, 327). More and more practitioners support the 

notion that organizations should spend more resources on training their 

employees in order to improve their competencies at work. Nonaka and 

Szulanski are two among many scholars who believe that knowledge is essential 

for the competitiveness of an organization. In his groundbreaking 1991 article, 

Knowledge-creating Company, Nonaka (Nonaka 2007, 162) was convinced that 
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knowledge is the source of lasting competitive advantage for organizations in the 

economy world. Szulanski (Szulanski, Sticky Knowledge: Barriers to Knowing 

in the Firm 2003, 27) stated that the ability of an organization to transfer best 

practices internally is critical to build its competitive advantage. However, an 

organization’s best practices could be difficult to imitate even internally. 

Chapter 1 covers the background of the study, the statement of the 

problem, the purposes of the study and the research questions which are central 

to the study. The scope of the study, the significance of the study and the thesis 

overview are also included in this chapter.  

 

1.1 Background of the Study 

Beatrice Avalos (Avalos 2011, 10), who explored the studies on 

professional development of teachers within the period of 2000-2010, claimed 

that at the heart of those studies is the understanding that professional 

development is about teachers learning, learning how to learn, and 

transforming their knowledge into practice for the benefit of their students’ 

growth.  She emphasized that teacher professional learning is a complex 

process, which requires cognitive and emotional involvement of teachers 

individually and collectively. Organizations around the world stimulate people 

to take responsibility for their own development (Cromwell and Kolb 2004). 

Stimulation of self-development should take place especially in educational 

institutions. Individually, teachers need to develop their practice which in turn 

will enable them to help their students to succeed. Collectively and 

organizationally, schools support this endeavor by providing professional 

development. Under the broad umbrella of professional development are 
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everything from one-time workshops to online research, coaching, and 

collaborative time teachers spend with each other in professional learning 

communities (The Boston Consulting Group 2014, 13).  

Professional development (PD) has always been an essential part of the 

education profession. PD that is well-designed helps teachers to master content, 

improve teaching skills, evaluate their own performance, and address changes 

that are needed in the teaching field (Darling-Hammond, Wei, et al., 

Professional Learning in The Learning Profession 2009, 7). However, PD that 

exposes teachers to a concept or providing basic knowledge about teaching 

methodology is no longer sufficient. PD for teachers nowadays needs to show 

a change in teachers’ teaching practices that leads to increases in student 

learning (Gulamhussein 2013, 6). In their study which examine the factors of 

work-environment support that affect the transfer of supervisory skills training 

to the workplace, Cromwell and Kolb found that organizations spend a lot of 

time and money in training (Cromwell and Kolb 2004, 450). Some other prior 

studies supported this claim, including Corcoran (Corcoran 1995, 3), The 

Hechinger Report (Mader 2015), Odden, et.al (Odden, et al. 2002, 57), 

Desimone ( (Desimone, et al. 2002, 82), and The New Teacher Project-TNTP 

(The New Teacher Project 2015, 2).  Unfortunately, the vast amount of training 

investment has been wasted due to the poor transfer of learning (Cheng and 

Hampson 2008, 328). Baldwin and Ford estimated that only as little as 10 

percent of training investment was paid off in performance improvements 

resulting from the transfer of learned knowledge, skills, and abilities to the job 

(Baldwin and Ford 1988, 63).  This called the attention of researchers to 

conduct some studies to reveal the factors of the transfer process. Among those 
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researchers are Baldwin and Ford (Baldwin and Ford 1988), Klein, Noe and 

Wang (Klein, Noe and Wang 2006), Holton and associates (Holton, et al. 2006) 

and Kathe Schneider (Schneider 2014). 

In School XYZ, which is subject to this research, teachers are given at 

least one PD, either external or internal, in every 3-6 months or so. New 

teachers are required to undergo standard competency trainings for adjustment 

to the school, while existing teachers are provided with at least one PD per 

term. All PD programs are organized by a division called Corporate Learning 

and Development (CL&D). This division deals with everything regarding PD 

from planning to evaluation, from identifying needs to scouting suitable 

programs and facilitators to executing the PD events. The process of PD in 

general is described in Figure 1.  

The process starts with learning needs analysis or commonly known as 

training needs analysis (TNA) initiated and conducted by the CL&D. Once the 

learning needs are identified, they start looking for the learning programs that 

would meet the learning needs, whether it be for new teachers to meet the core 

competencies as required by the school and to cope with their job description 

or for work units to develop the unit’s performance or for any existing teachers 

to meet their individual developmental needs in keeping their performance 

high. In acquiring the learning solutions, CL&D implements the ADDIE model 

of instructional systems design. They propose the learning solutions to the 

school principal for his/her approval. Included in this proposal are the targeted 

needs and objectives of the learning program, the content, the facilitators, the 

audience (participants), the time and place, as well as the evaluation plan. When 
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a learning solution is approved, then CL&D will implement it, followed by a 

measurement of the impact of learning. 

 

 

 

 

 

 

 

 

 

 

The PD programs provided are categorized into two: 

1) Learning system programs 

Included in this category are programs that are readily developed, 

trainings and workshops with certain curriculum or modules which are 

designed for employees in particular roles. An example of this learning 

system program is the Standard Competency Trainings (SCT) which 

comprise a series of five trainings for all newly recruited teachers. The 

five trainings in SCT are teaching strategies training, classroom 

management training, lesson planning training, assessment design 

training, and  basic counseling training. Another example is mentoring 

program which is specifically designed for new leaders in the school. 

 

 

Figure 1.1 

The Learning Value Chain describing the process of Professional 

Development in the School XYZ (created based on the 

information from CL&D) 

Learning 
Needs 

Diagnosis

•Core Competency Analysis (CCA)

•Developmental Needs Analysis (DNA)

•Training Needs Analysis (TNA)

Acquiring 
Learning 
Solutions

•using ADDIE instructional systems design model 
(analyse, design, develop, implement and 
evaluate)

Delivery and 
Deployment

•Deliver the program

•Deploy 

Learning 
Impact 

Measurement

•Based on Kirkpatrick's model of training 
evaluation with four levels of evaluation: 
reaction, learning, behaviour and results
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2) Reactive Trainings 

This category comprises all kinds of intervention PD which are 

conditional or case to case basis. Included in this category are the 

following: 

a) Workshops by External Trainers or Internal Facilitators 

External trainers hired by the school are highly qualified 

professionals from both domestic and international institutions. 

Internal facilitators are usually senior and highly qualified teachers 

or leaders from the school itself or from its sister schools. 

Involvement in these formal PD programs is compulsory. The 

management assigned teachers based on their subject specialty or 

based on the teachers’ needs as evaluated by the management.  

b) Sharing Sessions 

A sharing session is a program wherein teachers share their learning 

to their colleagues after joining an external PD. It is compulsory as 

part of the requirement for joining an external PD sponsored by the 

school. Other than that, teachers may also propose to conduct a 

sharing session about an area they master. 

c) Coaching Program  

The coaching program is designed to help new or any teachers to 

improve in their areas of need by learning from other teachers who 

are considered to be qualified by the school management. A new 

teacher or teacher in need of development (coachee) is assigned to 

a coach (a qualified teacher). They schedule their own one-on-one 

sessions to discuss areas to improve. Their discussion sessions and 
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progress are recorded. The coaches are to guide, drill, coach, follow 

the progress of the coachees, and keep track of the entire process. 

At the end of the program, the coaches report the process and results 

to the management. Coaches are given credits and rewarded for 

their coachees improvement. Involvement in this program is 

compulsory for the coachees as assigned by the management and 

more voluntary for the coaches. 

d) Buddy Program 

The buddy program is a program where in a senior teacher is 

assigned to be the ‘go to’ person for a new teacher. It is assigned 

mainly to assist new teachers in adjusting to the school’s procedures 

and culture. New teachers’ involvement in the buddy program is 

compulsory as assigned by the management, while for the senior 

teachers, it is voluntary.  

e) Individually-Initiated PD 

Teachers may propose to conduct a workshop/training on a certain 

topic for their colleagues. If the topic proposed suits the need of the 

teachers, CLD Division will organize the workshop for 

appropriately targeted teachers to join it. Teachers may also 

proposed to join a workshop/seminar out of school. The approval 

for joining an external PD proposed by a teacher is based on the 

proximity of the PD content to the teacher’s area of work as well as 

teacher’s development need(s). Upon returning from an external 

PD, the teacher is obliged to conduct a sharing session for his 

colleagues in school. 
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At the end of every professional development program, CL&D 

conducts learning impact measurement as reflected in the last step of the 

process of professional development in Figure 1. Measuring and evaluating 

the learning impact of a professional development program is necessary in 

order to better understand its effects and to improve it in the future. The 

learning impact measurement conducted by CL&D is called the Six Circles of 

Evaluation and shown in Figure 1.2.  

 

 

 

 

 

 

 

 

 

 

The Six Circles of Learning is an adaptation of Kirkpatrick’s model of 

learning evaluation. Figures 1.3a and 1.3b explain each level of evaluation and 

how they are adapted for implementation by CL&D.  

All (100%) trainings provided by CL&D are evaluated for learners’ 

satisfaction of the conditions of their learning experiences, which include 

satisfaction related to the content, the trainer(s) and his content delivery, as well 

as the environment of training. Only 50% of trainings are evaluated for the level 

of knowledge/skills acquired by learners. Unfortunately, only 30% of all 

Figure 1.2 – The Six Circles of Learning Evaluation 

Adapted from CL&D School XYZ 
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trainings provided are measured for its effect to change learners’ behaviour, 

e.g. teaching practices. Even lower percentages of trainings (10% and 20%) are 

evaluated for their impact on the organization. 

 

 

 

 

 

 

 

 

 

 

 

 

1.2 Identification of Problems 

In School XYZ, which is subject to this study, the amount and types of 

PD programs varied to meet the professional development needs of the 

teachers. Despite the great amount and various PDs provided by the School to 

Level 4: 
Results 

Return of investment:  
Did organization get any returns? 

Unit Performance results: 
Did units improve? 

Job Impact: 
Did the learning matter? 

Level 3: 
Behavior 

Behavior Change: 
Did learners use their learning in their work? 

Level 2: 
Learning 

Knowledge/Skill Test: 
Did learners learn it? 

Level 1: 
Reaction 

Conditions of Learning: 
Did learners like their learning experience? 

Figure 1.3a - Kirkpatrick’s Model of Learning Evaluation (Kirkpatrick 

and Kirkpatrick 2015, 4) 

Figure 1.3b – The adaptation of Kirkpatrick’s Learning Evaluation 
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meet the various needs of the teachers, the short-term results of learning 

transfer by the teachers are often times not as expected.   

In order to learn more about the learning transfer situation in the subject 

school, the researcher conducted informal intensive discussions with the 

school’s Executive Committee, which consists of the Principal, Vice principals, 

and Coordinators, as well as with some members of the school’s Managing 

Committee which consists of the subject heads. Subject Heads are people in 

charge of the content of the different subjects as well as the quality of 

documents such as work plans, lesson plans, assessments, etc. They oversee 

teachers’ teaching practices to ensure quality. Based on their observations on 

teachers’ classroom teaching, they had been able to identify gaps in teaching 

practices such as classroom management, teaching methods and strategies, and 

formative assessment, which had been intervened with some PDs before. The 

Executive Committee members agreed to that. Their own observations 

appeared to support the Subject Heads’ findings. These findings led the 

Executive Committee to thinking that transfer of learning had not taken place 

as much as expected. There was even a number of teachers who seemed to 

remain in the same (low) level of performance and kept using the same 

practices that had proven to fail them in their work.  

The researcher looked into some documents to support the claim that 

transfer of learning often does not happen as expected. There was a training on 

Bloom’s taxonomy of cognitive domain on December 11, 2017. One of the 

objectives was for participants to be able to create and use higher order thinking 

questions (analyzing, evaluating and creating types of questions) to help 

students develop their thinking skills. The participants were 28 subject 
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specialist teachers of Social Studies and Bahasa Indonesia. At the end of the 

workshop, participants were assigned to incorporate higher order thinking 

questions in their lesson plans and were expected to continue doing so. The 

researcher looked in to the key inquiry questions in the lesson plans they made 

within a week after the workshop. The results indicate a support to the school 

leaders’ claim that transfer of learning did not meet the school expectation as 

only seven (25%) teachers out of 28 who applied Bloom’s Taxonomy higher 

order thinking properly in their key questions in lesson plans. Yet, contrary to 

the school’s management concern about the lack of learning transfer, teachers 

keep on asking for more PDs and even asking for the same PDs they have been 

given before. 

Another concern raised by the school management is that based on their 

formal and informal observations on teachers’ teaching, there seem to be a 

tendency that teachers who teach ‘more academic’ subjects – subjects with 

highly structured and well-developed curricula such Math, English, Science, 

Bahasa Indonesia, Social Studies, etc. – are more likely to transfer their 

learning due to the structured nature of their subjects, while subjects that are 

‘less academic’ – subjects that are more practical with less structure and more 

flexible competency-based curricula such as Music, Visual Arts, Physical 

Education, Mandarin, ICT, etc. – are less likely to transfer their learning. 

However, the school management realizes that this concern needed to be 

further studied to make a stronger argument. 

While the school management expects that PD programs bring changes 

of behaviors on teachers, only 30% of all the PD programs provided by CL&D 

were measured for the change of behaviors. Unfortunately, the 30% 



12 

 

measurement of change of behaviors was conducted in other business units 

under the same foundation with the school and none was conducted in the 

school. 

Again, as Avalos (Avalos 2011, 17) suggested, teacher professional 

learning is a complex process, which requires the involvement of teachers 

individually and collectively. Realizing that the entire process of teachers’ 

learning and expected transfer of learning take place within the school 

environment and ideally, should be supported by the school culture, school 

management in general needs to constantly study its learning transfer system 

to be able to manage its professional development programs in such a way to 

support the transfer of learning into teachers’ teaching practices.  

 

1.3 Scope of the Study 

This research was focused on one school. The transfer of learning 

measured was based on a series of training on Bloom’s Taxonomy of cognitive 

domain given to 53 subject specialist teachers of Social Studies/Civics, Bahasa 

Indonesia, Mandarin, Visual Art, Music, Physical Education, and Information 

and communication technology (ICT). In teaching their subjects, teachers are 

expected to provide the opportunities for students to develop their thinking 

skills toward the higher order.  

This research addressed the concerns of the subject school’s 

management about the lack of transfer of learning by the teachers by finding 

out what hindered teachers’ transfer of their learning into their work as well as 

ways to overcome these hindrances. It also tried to find a statistical evident 
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about whether there was a difference in teachers’ potential to transfer their 

learning due to the difference in the type of subject they taught. 

The questions to be answered through this research are:  

1) Is there a relationship between the subject teachers teach – whether it 

be highly academic or less academic – with the teachers’ likeliness to 

transfer their learning into their teaching practices? 

2) Which factor of training input has the most dominant relationship with 

teachers’ likeliness to transfer their learning into their teaching 

practices? 

3) Which factors can potentially become the barriers to a successful 

transfer of learning into teaching practices? 

4) Which factors can potentially become the enablers to a successful 

transfer of learning into teaching practices?  

5) How can the barriers and enablers be managed to optimize the transfer 

of learning? 

 

1.4 Purpose of the Study 

 

As an organization, School XYZ expects its teachers to be able to 

transfer their learning to bring improvement on their teaching practices, 

which in turn will result in student development and increase in their learning 

outcomes. On the business aspect, the School certainly wishes to enhance the 

return of investment on PD programs. Identifying and evaluating all the factors 

that affect teachers’ transfer of learning will allow the School to improve its 

future trainings. Identifying the barriers and enablers to the transfer of learning 
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is the first step that will allow the School to intervene and eliminate the factors 

inhibiting transfer, while maintaining the enabling factors. 

Taking into consideration the School’s circumstances related to transfer 

of learning, this research serves five purposes: 

1) To investigate whether any of the transfer factors has a more 

dominant relationship with teachers’ likeliness to transfer their 

learning to their work; 

2) To investigate whether the type of subject teachers teach has a 

relationship with teachers’ likeliness to transfer their learning;  

3) To identify the barriers to the transfer of learning; 

4) To identify the enablers to the transfer of learning; 

5) To find ways to overcome the transfer barriers and employ enablers 

to make professional development programs more effective and 

transfer systems better support the teachers’ in transferring their 

learning. 

 

1.5 Significance of the Study 

 
Upon reviewing the concept of transfer of learning, Subedi (Subedi, 

Emerging Trends of Research on Transfer of Learning 2004, 591) highlights 

that transfer is a key concept in adult learning theories. This is because most 

education and training aspire to transfer wherein the end goals will only be 

considered as achieved when transfer occurs.  
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 1.5.1 Theoretical Significance 

Just Gulamhussein  (Gulamhussein 2013, 1) stated, “We often ask 

questions about how students learn, but not often about how teachers learn,”  

the researcher figured out that finding references and past studies on teachers’ 

learning transfer, especially in Indonesia, was not easy. Thus, it is hoped that 

this research will contribute to enriching the references in this matter as well as 

provide a basis for future and further studies related to learning transfer and 

transfer system in schools and other types of organisations.  

 

 1.5.2  Practical Significance 

 
Identifying the barriers that exist in the transfer of learning is 

important in order to bolster the teachers’ teaching quality, specifically by 

changing their teaching practices such that will lead to students learning and 

achieving more. Teachers will have an insight about their own potential to 

transfer their learning, thus will be able to work on the barriers that come from 

the learner characteristics aspect.  

Identifying both the barriers and enablers to learning transfer will 

provide school management with an insight which will enable them to look for 

ways to improve its learning transfer system by removing the hindrances and 

optimizing the enablers. When the barriers have been removed and enablers 

are employed optimally, the overall transfer system in the school will be able 

to fully support teachers to transfer learning. When PD programs are effective 

and the transfer system is functional, the school will be able to prevent wasting 

of resources – money, time, and energy – on ineffective PD programs. 

Moreover, the school can expect the change of behavior in teachers and the 

return of investment eventually. 
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1.6  Thesis Overview 

This thesis consists of five chapters. Chapter One discusses the 

background of the research including the conditions of learning transfer and 

the perceived problems excerpted from the information collected through 

formal and informal interviews and discussions with the school 

management. The existing transfer system described in detail in this chapter 

was excerpted from the information shared by the school’s learning and 

development department (CL&D). The comprehensive details of the 

learning transfer condition in the subject school provides a good basis to 

understanding the learning transfer problems and hence the significance of 

this study.  

. Chapter Two introduces the theories that support the transfer of 

learning. Two theories considered to be the basis for this study are Baldwin 

and Ford’s transfer of learning and Knowles’ Andragogy theories. Baldwin 

and Ford rule three factors as the determinant for teachers’ learning transfer. 

The three factors are learner characteristics, training design, and work 

environment. They provide a transfer of learning model which gives a 

framework to this study. Knowles’ andragogy provides a point of view that 

differ adult learning from child learning, which makes adult learning easier to 

understand.  

Chapter Three explains the methods applied in this research. Mixed 

methods design was employed. Qualitative data from interviews with the 

school’s management was used to generate the hypotheses, while quantitative 

method was used to test them. Qualitative data from open-ended questions 
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given to the research subjects was also used to complement the qualitative 

findings.  

Chapter Four presents the statistical results of the quantitative data 

analysis as well as the results of the qualitative data analysis. The descriptive 

statistics returned the highest mean score for  training design factor (4.05 out 

of 5), which indicates this factor as the enabler, followed by learner 

characteristics factor (3.98 out of 5) as a weak enabler, and lastly, work 

environment factor (3.4 our of 5) that tends to be a barrier. 

Finally, Chapter Five provides the conclusions based on the findings. 

Learner characteristics factor has the strongest relationship with teachers’ 

learning transfer with correlation coefficient of 0,93. Meanwhile, training 

design and work environment factors have equally strong relationships with 

teachers’ learning transfer as both returned a correlation coefficient of 0.8. 

There are recommendations for the improvement of learning transfer both for 

the teachers and the management of the subject school. The recommendations 

come either from theoretical basis, expert opinions, findings from past 

research, or respondents’ feedback. 

 

 




