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ABSTRACT

The main objective of this research is to investigate the moderating effect of social
network in terms of the interaction between trainees and primary stakeholders to establish
its influence on training transfer determinants and Malay women owners of small
businesses’ goal setting. The majority of the studies on training transfer have focused on
the individual and situational factors in contributing towards training transfer but a very
small number concentrated on the role of social network especially among Malay women
owners of small businesses. The instrument used for this research is a modification of
Training Transfer Model by Baldwin and Ford (1988) and Model of Excellence by
McLagan and Bedrick (1983). Three factors: training content, training delivery and
opportunity to use as training transfer determinants were taken from the Model of
Training Transfer and trainer competency, which was taken from Model of Excellence,
formed the conceptual framework for this research. Social network as moderating
variable was added in this framework. Interaction of Social Network before, during, after
and four months after training between trainees with organizer, trainer and colleagues
were included as part of the items asked in the questionnaire. Women attending basic
training programs organized by INSKEN (National Institute of Entrepreneurs), MARA
(Council of Trust for Bumiputera) and JPW (Department of Women Development) were
selected as the respondents for this research. Multiple and hierarchical regressions were
used to analyze the data. The findings have confirmed that the interactions between the
trainees that exist in the network structure do play a very important role in enhancing
training transfer and helping trainees to achieve their goal setting.
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CHAPTER ONE
INTRODUCTION

This chapter outlines the background and rationale for the study. First, it gives
an overview of human resource development and emphasizes on one of the
components that is training and development. Second, it details the significance of
social network and training transfer determinants among Malay women owners of

small businesses and justifies the problems that lead to this research.

1.1 BACKGROUND OF THE STUDY

Swanson and Holton (2001, p. 4) have defined human resource development
“as a process of developing and/or unleashing human expertise through organizational
development and personnel training and development for improving performance.”
One of the components in human resource development is training and development.

Training refers to “a planned effort by a company to facilitate learning of job-
related competencies, knowledge, skills and behavior by employees.” On the other
hand, development is similar to training except it tends to be more future-focused.
Through training and development, human resource personnel need to ensure that
employees receive the right training programs in order to contribute towards
organizational and individual performance. In addition, the right training programs
can help the organization fulfill its vision and mission (Aminuddin, 2008).

As emphasized by Au, Altman and Roussel (2008), training has become one of
the essential elements that contribute to organizational success. Through suitable and
planned approaches to training, focusing on skills and knowledge development among
employees, improvement on the productivity among the workers can be achieved. The
government acknowledged the importance of human resource as an asset in the rapid
growth of the economy, and placed a great emphasis on the expansion and investment
in education and training when announcing the 6 Malaysian Plan (1991). This effort
was continued in the 10" Malaysian Plan, whereby skill training was given a “special
emphasis on developing human capital in order to meet the industry’s requirement and
drive productivity improvements to move up the value chain” (Tenth Malaysian Plan,

2011). The government hoped that this effort can help the nation produce
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