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Abstract: Training has been an area of researcher’s interest for several decades. Researchers have focused on
understanding the complexity of the process and identifying the factors to acknowledge their impact on training
process. However, agriculture trainings have had the least progress as the emphasis has been laid only on gain in
knowledge as a result of training and its application. Such trainings have failed to incorporate other imperative
elements that attribute towards a successful transfer of training. The key however is to identify generic factors that
contribute in the gain in knowledge and application. This review paper suggests the role of different factors that
should be incorporated in the agricultural trainings. The paper facilitates a new direction for studying the transfer
of training in all together a different setting and suggest directions for future research investigations.

Index Terms - Training, Transfer of training, Trainee characteristics, Trainer characteristics, Training design,
Environmental conditions.

I.LINTRODUCTION

Ajayi (1995) stated that training is acquisition of the best way of utilizing knowledge and skill. Training is the
process of acquiring knowledge, skill and ability, building competency through informing and educating people
to help them become qualified and proficient in performing their duties. It is an initiative that improves and hones
human skills in their way of thinking and execution to max out the potential (Khan et al. 2015). Institutions earmark
huge amounts which are dedicated solely for training individuals so as to build desired workforce essential for
survival. In India the corporate spending on training amounts up to 200 crore annually (Pareek and Lynton 2011).
This realization of the significance of training has led India towards formation of the Ministry of Human Resource
Development in 1985 (Rao 2004). The prominence of the subject transfer of training is evident from the scholarly
interest in regular publications (Baldwin and Ford 1988, Ford and Weissbein 1997, Cheng and Ho 2001, Russ-Eft
2002, Bates 2003, Alvarez et al. 2004, Merriam and Leahy 2005, Bruke and Hutchins 2007, Cheng and Hampson
2008, Blume et al. 2010, Grossman and Salas 2011).

The need for training, the need for skills, knowledge and attitude helps individual trounce their problems and also
avoids creating problem situation. A tool that aims to bridge gaps of deficiencies in an individual, leading to
empowerment. It is a well-planned and organised activity that is designed to bring a change in knowledge, skill
and ability. The bridging of deficiencies gaps with respect to skills, knowledge and attitude and its application in
the workplace is known as transfer of training. Through training an individual gets the opportunity to learn after
which the learnt knowledge is generalised and applied to jobs, this entire process of generalisation and application
is known as transfer of training. Extending the understanding of transfer of training, the concept of positive transfer
is the extent to which trainee are able to apply their learning to their workplace. The result of transfer of training
is evident through results in the form of higher productivity, improved work quality, increased motivation and
commitment, higher morale and teamwork, and fewer errors summing up to a competitive advantage (Salas et al.
2006). Individuals’ who attended formal and non-formal education and training programmes are more likely to
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operate efficiently, become aware, accept changes or practices for better and advance their attitude (Kilpatrick
19973, 1996a).

The success of training is dependent on various influential factors that potentially determines the success of
training. Training success or outcome can be evaluated by methodological means. Various evaluation models have
been accounted for from past research one of which is Kirkpatrick model, being one of the simplest and most cited
techniques to measure learning in terms of attitudinal, cognitive and behavioural learning. All the levels of the
technique are related to each other. An expansion of this model was given by Tannenbaum et al. (1993) who added
post training attitudes and divided behaviour into training performance and transfer performance. Learning is
related to training performance, training performance is related to transfer performance and transfer performance
is related to results. Another model of evaluation was proposed by Holton (1996), who included learning transfer
and result in his technique. The reason reaction was excluded from the technique was because it was not considered
a primary outcome of training but a mediating factor between trainee motivation and actual learning. Baldwin and
Ford (1988) in Merriam and Leahy 2005 developed three set of factors to influence training. These factors are
professional/ trainee characteristics including ability, motivation and personality (b) content and design of the
training and c) work environment which includes the opportunity to use the new innovation and support. Similar
to this model Geilen (1996) in Lim and Johnson 2002 came forward with training design, training characteristics
and work environment. Hucynski and Lewis (1980) in Lim and Johnson (2002) developed the model to show the
relationship of the content of the training, individual motivation and work environment. The above listed research
and various models on training are confined to a particular sectoral application. Other sectors fail to acknowledge
a holistic view essential for training design and evaluation, agriculture is one of those sectors. Training plays a
very important part in the growth and development of farmers and the sector. Agricultural trainings are
disseminated through various channels and streams with involvement of various government and non-government
organisations. The sole objective of these training is to educate and empower the farmers for their betterment. The
drawback to such training is their failure to consider an integrated view. Agricultural trainings are still evaluated
with a lopsided view and a holistic view is still ignored. This review aims primarily to facilitate future training
practitioners in the field of agriculture to acknowledge the bearing of these factors in training success and also
incorporate these elements in their assessment criteria.

I1.Predictors of training effectiveness

Various studies have acknowledged the factors that affect transfer of training. In a study of Hutchins et al. (2013)
motivation to transfer, training design, transfer performance expectations (better job performance on transfer of
learning) were the strongest predictors of intent of transfer. A similar set of factors that is training design,
performance self-efficacy, training retention and feedback were reported by (Velada 2007). Miiro et al. (2012)
reported that personal capacity to transfer, training design, supervisor support and feedback were significant
predictors of transfer. Muthoni and Miiro (2016) found personal capacity to be an important factor for transfer of
training with additional factors such as motivation to transfer, training design, supervisor support, peer support,
openness to change within the organisation, self-efficacy and positive feedback responsible to enhance transfer.
According to Devos et al. (2007) factors that predict transfer of training are learner readiness, transfer design,
transfer performance expectations, performance outcome expectation, motivation to transfer, self-efficacy and
opportunity to transfer. Bates et al. (2007) motivation to transfer, personal outcomes, personal capacity to transfer
(Extent to which individuals have time, energy, mental space in their work lives to make changes), content validity,
peer support and learner readiness as significant predictors.

Various theoretical models that have focussed upon important factors affecting transfer of training have been laid
down. Even with such extensive research the extent of successful transfer of learning to the workplace remains
limited. Therefore, it becomes imperative to develop an awareness and understanding of the catalysts and to
incorporate these factors that impact training. From the reader's comprehension point of view the catalyst
antecedents can be explained further.

2.1 Trainee characteristics

Studies have reported trainee characteristics to have an influence on the transfer process. Amongst trainee
characteristics motivation to transfer, self-efficacy and personality have been found to influence the transfer of
training process directly and indirectly (Kontoghiorghes 2004, Cheng and Ho 2001).

2.2 Motivation is the persistent effort in learning oriented activities before, during and after Robbin and Judge
(2009). It is a process that accounts for an individual’s intensity, direction and persistence of effort toward
accomplishment of a specific goal. Intrinsic and extrinsic factors of motivation both have been found to influence
training transfer (Rouiller and Goldstein 1993, Santos and Stuart 2003, Taylor et al. 2005, Tracey et al. 1995) but
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intrinsic motivation is favoured over extrinsic as trainee with intrinsic factors of motivation have high level of
motivation to attend and learn. Also, extrinsic factors are not related to the pre-training motivation. In training
process motivation can be further divided into two part that are motivation to learn and motivation to transfer.
Grossman and Salas (2011) confirmed that motivation to learn is a very important predictor of effective transfer
of training, together with motivation to transfer.

2.3 Motivation to learn is the wish or desire to learn the content of the training (Noe, 1986) without which it is
difficult to acquire knowledge from training. Motivation to learn was reported in studies in military settings to
have an impact on training effectiveness (Noe 1986). Studies have shown learning motivation to have a moderate
effect on the reaction and learning. Anxiety and self-efficacy have the largest effect on motivation to learn (Colquitt
et al. 2002). Trainee motivation to learn was significantly related to facts or information stored in the memory and
skill acquisition (Colquitt et al. 2000). Best results were obtained when the trainee is motivated and has a positive
reaction to the training. Therefore, it becomes important to ensure that an individual is motivated to learn.

2.4 Motivation to transfer on the other hand is the intent of an individual to transfer his learning to work
environment. Motivation to transfer will determine the extent to which an individual transfers his knowledge, skill
and attitude to his workplace. Axtell et al. (1997) found motivation to transfer a significant predictor of positive
transfer. Studies have found motivation to transfer being influenced by motivation to learn (Kontoghiorghes 2002)
self-efficacy (Machin and Fogarty 2004), utility reactions (Ruona et al. 2002), or transfer climate factors (Seyler
etal. 1998). Motivation to transfer is affected by the perception of the trainee regarding the relevance of the training
and opportunities to use the learning on the job (Tracey et al. 1995)

2.5 Adult learning assumes that adults must know the reason for learning before actually learning it, should have
the freedom to make their own decisions and will learn things based on a belief of application to their situation
(Knowles 1990). Learning for an adult is contingent upon various factors such as fear of failure, greater expectation
of transfer of learning, diminishing speed of retention, physical, life experience, possession of different self-image.
Adults should be included in the planning and implementation of their learning as they tend to have a self-image
of being self-directing responsible, mature and independent learner. Similarly, every individual has his life
experiences and that should be used as a base for new learning. Mediums such as group discussion, debates,
demonstrations, role-plays and group projects should be used to incorporate learning. Holding on to past
experiences can also impede the new learning. Older individuals may be less confident intheir ability to learn a
new technology and would only devote effort if they can see positive expectations that the skills are achievable.
The factors that affect the adult learning also have an impact on transfer of training.

Personality traits

2.6 Self-efficacy is the judgement one makes about his competency to perform a task (Gist et al. 1989, Bandura
1982). Self-efficacy is an important determinant of motivation to transfer (Madagamage et al. 2014, Chiaburu et
al. 2010 and Ford et al. 1992). Countless studies have shown relationship between pre-training self-efficacy and
training mastery (Harrison et al. 1997, Hollady and Quinones 2003, Mathieu et al. 1993). It has its importance in
the transfer process because individual with high level of self-efficacy are likely to exert considerable effort than
those with low self-efficacy. It is also a predictor of future performance of an individual. Self-efficacy depends on
the past experiences related to that task. Various strategies have been suggested to increase self-efficacy. Vicarious
learning, verbal persuasion and performance accomplishment during practice of skills are few of the strategies
outlined to improve self-efficacy. Self-efficacy is significantly related to reduction in absenteeism (Frayne and
Latham 1987, Latham and Frayne 1989), acquisition of skills (Gist et al. 1989, Martocchio and Webster 1991) and
idea generation (Gist 1989) Self-efficacy has been related to coping and perseverance at difficult obstacles
(Bandura, 1986) with complex interpersonal tasks which requires mobilization of intellectual resources.
Individuals with low self-efficacy are more angry, frustrated and anxious which was reported in case of learning
to use a software program (Gist et al. 1989, Martocchio and Webster 1991). Individuals with prior task experience
make attributions about the causes of past performance to ability, luck, effort, problem difficulty (Kelley and
Michela 1980) which influences the subsequent perception and performance. Those with high self-efficacy
attribute their failure to bad luck or insufficient effort which might lead to difficulty in retaining skills. Whereas
on the other hand lack of ability is attributed to individuals with low self-efficacy. Self-efficacy and expectancy
are linked to motivation. An individual’s belief to execute a task successfully and the return or outcome expected
from that performance may influence the motivation to learn.

IJCRT2303277 | International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org c482


http://www.ijcrt.org/

www.ijcrt.org © 2023 IJCRT | Volume 11, Issue 3 March 2023 | ISSN: 2320-2882

2.7 Ability to retain/ Retention ability/ Trainees retention ability

For a training to be successful the skill should be learnt and retained (Baldwin and Ford 1988). Retention is similar
to cognitive ability to retain the knowledge, skill and abilities learnt in a training program for successful transfer
(Velada et al. 2007). Retention is maintenance and generalization of training to workplace (Baldwin and Ford
1988) but as time passes by the trainee become incapable and less interested in keeping and utilizing the knowledge
(Velada et al. 2007). Igbal and Dastgeer (2017) found that those individuals who are high on retention are likely
to be more motivated to transfer leading towards a higher transfer of training. Recall shortly after learning will
reduce the amount of forgetting and recalling it further after a period of time further facilitates retention.

2.8 Dispositional variables

An individual’s dispositional variables can also affect the trainee motivation (Herold et al. 2002), variables such
as anxiety which is negatively correlated with training transfer and reduced training motivation (Colquitt et al.
2000, Webster and Martocchio 1993). Negative affectivity which is negative emotions are significant predictor of
post training transfer implementation intentions (Machin and Fogarty 2004). Herold et al. (2002) stated that
trainees with openness to experience will capitalize better on previous success form training and will learn faster.

2.9 Openness to experience and extrovert: The individuals with openness to experience are intellectually curious,
flexibly accept change and adopt. The trainees who are extroverted are likely to perform better (Barrick and Mount
1991) as extroversion influences their motivation to learn and improve their performance (Naquin and Holton
2002). Lemke et al. (1974) suggested that better learning happens when there is a heterogeneous group than
homogeneous as extroverts’ presence would help low ability trainees. Conscientiousness has been shown to impact
training proficiency (Barrick and Mount 1991) as well as trainee’s confidence to learn (Martocchion and Judge
1997). However, in another study conscientiousness is found to be moderately correlated to transfer but did not
impact every training outcome, including skill acquisition (Colquitt 2000).

2.10 Perceived value of training

Utility reaction is more associated with transfer than emotional reactions (Alliger et al. 1997). Individuals who
believe in the utility of training and perceive training to be relevant are more likely to apply the skills learned in
training (Baumgartel et al. 1984, Axtell et al. 1997). The perceived value of the training can be influenced by the
credibility of the new skills, recognized need, belief that application of the learning will advance performance and
practicality of the new skills (Ruona et al. 2002, Warr and Bunce 1995, Yelon et al. 2004).

2.11 Locus of control

The trainees with internal locus of control are more motivated to learn (Colquitt et al. 2000), likely to apply skill
to work (Baumgartel et al. 1984) and exhibit high level of transfer when using post training intervention (Tziner
et al. 1991). Therefore, locus of control becomes an addition to all other factors.

2.12 Socio economic variables

Vast literature has noted the influence of socio-economic variables on training and adoption decision (Rogers
2003, Pattanayak et al. 2003). Singh (2010) in his study reported age to have a significant influence on individual
adoption. Older individual is lesser likely to have training needs than the younger one as they are less inquisitive
and don’t want to learn (Adesoji 2006, Ajayi 1995). Trainees above the age group of 35 years were found to be
much unwilling to learn a new topic or method and rather they expect to continue with older methods with little
alteration (Chandra et al. 2018). However the findings in other study by Adesina and Froson (1995) were opposite
which noted older individuals to be more risk- averse than young farmers which makes the older ones more flexible
and likely to adopt the technology.

Singh (2010) in his study reported that education and family income had a significant influence on the
adoption. Having attained formal education has an influence on the adoption of innovation process. Farmers who
are away from education feel threatened by formal training environment (Grannall 1995, Johnson et al. 1996).
Sarker (2009) through logit model identified education of the farmer and the number of extension services received
to be significant for adoption of organic agriculture. Khan (2017) in his research found that education is positively
related to effectiveness of technology transfer meaning thereby high effectiveness is achieved with educated
farmers than less educated or illiterate farmers. Similar results have been observed in (Rashid and Islam 2016,
Kafura et al. 2016). Adesoji et al. (2006) found a negative but a significant relation between training needs and
number of years of formal education implying more training needs of farmers if the years of formal education are
less. Meagy (2013) found a significant positive relationship between education and perception on farmer’s
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information needs assessment program. The farmers who held primary and secondary education were more likely
to believe the program to be effective than illiterate ones.

The size of farmers household is also noted to be related to training. Larger the size of household the more their
training needs as most farmers look for ways to get enough money. The farmers who have a significant farm
holding are likely to take advantage of the technology (Alamu et al. 2002). However findings of Meagy (2013)
reported farmers who held small farm size were more motivated to identify problems and find solutions than big
farmers. Annual income was also related to the perception. The farmers with medium income participated more in
comparison to low-income farmers. The number of trainings attended in past by farmers has impact on training
effectiveness. The more the trainings attended in the past higher are the training needs in order to fulfil the current

gaps.

Agholor et al. (2013) gender also had an influence on the perception of effectiveness, female perception
on the effectiveness of the extension delivery appears to have overall satisfaction than males. This is particularly
correct for timely delivery, relevance, accuracy and ease of understanding of information. Davis (2006) gender has
an influence on perception about extension programme delivery.

I11. Trainer characteristics

Returns on training investment is determined by the effectiveness of the trainer (Galbraith 1998) and there is still
paucity of research evidence as to what qualification and skills are required from a trainer (Ye 2000). A few
attributes of trainers mentioned in the past research has an effect on the quality of training. The characteristics of
the trainer identified as result of plethora of research studies are as follows providing feedback (Olson 1994, Jacobs
1987, Wlodkowski 1993, Heinzman et al. 1980), listening (Stolovich 1999), learning environment (Olson and
Pachnowski 1998, Olson 1994, questioning (Galbraith 1998, Olson 1994), communication skills (Olson 1994,
Towler and Dipboye 2001), relationship with trainees (Jacobs 1987, Knox 1979, 1986), knowledge of content
(Olson 1994, Knowles 1980), ability to use teaching aids/media (Olson 1994, Jacobs 1987, Grabowski 1976) and
problem solving (Bernstein et al. 1957). Identified excellent trainers had a teaching experience of 20 years (Leach
1991), whereas those with less than two years of experience in training weren’t rated as excellent (Leach 1996).
Effectiveness of the trainer is contingent upon the suitable qualification and experience for the role (Lindeman
1938, Knowles 1980, DiGeorgio 1982, Draves 1984, Hiemstra and Sisco 1990, Olson 1993, Birkenholz 1999,
Thompson 2001, Walter 2002). Gauld and Miller (2004) in his study found that trainers with less than two years
of experience rated themselves as less than satisfactory or poor. In the same study it was found that 73 per cent of
trainers with less than 2 years and 69 per cent with less than 5 years of experience in training position considered
excellent knowledge to be needed for effectiveness of role and 43 per cent with more than 10 years and 31 per cent
with over 15 years of experience thought the opposite. Lieb (2001) cited four critical elements which should be
possessed by trainers for effective learning of trainee which are motivation, reinforcement, retention and
transference. Motivation is considered as the truest measure of teaching effectiveness. The teacher with a high
degree of presence (physical movement, nonverbal behaviour, lesson pace, and voice quality) is visually and
auditorally dynamic (Ishler et al., 1988). A trainer can facilitate learning using competencies such as adjustment
to right way of performance which is reinforcement, demonstrate correct performance by practise that helps in
retention and use of similarity, association, degree of original learning and critical attribute element for
transference to the work place. Galbraith (1998) pointed to questioning as the most influential teaching
competency, Stolovich (1999) considered listening to be influential as it helps in redirecting learners’ attention or
deepen their thinking and Wlodkowski (1993) considered feedback as the most important competency. A trainer
can try and speak loudly and distinctly, write unusual words, names and strange expressions, use facial expressions
and gestures to improve communication, repeat questions, modulate their pitch and encouraging those who cannot
hear to speak out which will improve the quality of training (Kennedy 2003).

Ghosh (2015) found correlation between clarity in giving instructions and ability to use teaching aids effectively,
participants comprehend better when teaching aids are used and an effective trainer is one who uses such aids with
dexterity. A trainer should use his interpersonal skills, encourage participants to clarify their queries and should
possess knowledge regarding the same. In the same study it was reported that trainee perceive greater satisfaction
from a programme where the trainer has sound knowledge of the subject matter.

A credible instructor is noted to increase the chances of valuable training and reduce the risk of abandonment by
the farmers (Kilpatrick and Rosenblatt 1998). Ifenkwe (2012) the factor like age, formal education, previous job
experience, rural upbringing and reasons for joining extension service of the trainer were positively correlated to
the field performance. For an extension system to perform successfully it is imperative to have a well-trained staff
otherwise it would create hindrance in planning and implementation of effective educational program and
technology transfer (Chizari et al. 1998). Educational needs and obstacles faced by the extension agents is a
responsibility of an extension manger (Swanson 1990) According to Aphunu and Otoikhian (2008) extension
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agents should be regularly trained in areas of adult learning principles so that it adds to their knowledge and
enhance their effectiveness. Insufficient funds, time and motivators were obstacles perceived by agriculture
educator in developing and delivering adult education programs (Chizari and Taylor 1991). Trainers should
consistently learn to generate new ideas. In a research study Chi and Yamada (2002) identified factors such as
credibility, good relation with farmers, intelligence, emphatic ability, sincerity, resourcefulness, ability to
communicate with farmers, persuasiveness and development oriented essential for effective extension service.
Trainers should try to use collaborative interaction to plan and organise, cultivate a climate for learning and
encourage people to work together which is a cooperative communication style.

According to Reid and Johnstone (1999) approachability, clarity, depth of knowledge, interaction, interest and
organisation are six components to good teaching. Feldman (1976) pointed out an effective instructor to be
knowledgeable in terms of content, enthusiastic and well prepared and organised for the class. Aschenbrener et al.
(2010) in his study reported enthusiasm to be the construct for creative teaching. Also, effective teaching and
creative teaching as perceived by the students to be positively correlated. There was a significant relationship
between years of experience and instructors' creative teaching behaviour.

IVV.Training design

Training design and delivery is a strong predictor of transfer. A training design would include dimensions such as
well-planned and organised sessions that use interactive approaches and provide a conducive environment for
learning. Grossman and Salas (2011) pointed towards the resemblance of both training environment and work
environment to facilitate transfer. According to Salas et al. (2006), the training should be organized in such a way
that the trainers are well prepared in terms of the content to be delivered and the training methods used should
enable trainees to easily relate the content to their situation.

Feedback, reinforcement and remediation opportunities for learning mastery resulted in higher transfer to work
task. Interactive training sessions that allows flow of information from fellow participants and experts encourages
two way participatory learning (Kilpatrick and Rosenblatt 1998) Cognitive or mental rehearsal and behavioural
practice strategies during training are positively correlated with transfer (Holladay and Quinones 2003, Warr and
Allan 1998) Overlearning is an example of design strategy where a practice is repeated over and over even after
its successful demonstration. This strategy helped in learner retention (Driskell et al. 1992) but overlearning had
no significant relationship with intention to transfer skills. For a cognitive task effects of overlearning are strongest
immediately after training and wears off after 38 days. A study has reported that a learner might experience
cognitive overload with too much of irrelevant information to understand and interpret which decreases the
learning and transfer outcome (van Merrienboer 1997) Another form of learning is active learning where the
trainee is involved in the course material through the medium of activities (Myers and Jones 1993, Silberman 1998,
Silberman and Auerbach 2006) which holds the adults attention (Middendorf and Kalish 1996, Stuart and
Rutherford 1978). Active learning has been found to increase learning and reduce negative outcomes (Burke et al.
2006).

Error based examples is another instructional strategy where trainees are proposed with what can go wrong if the
training skills are not applied back on the job. This form of negative pre training helps increase the trainee
performance by increasing the perceived instrumentality of training (Smith-Jentsch et al. 1996).
Self-management strategies work to equip trainees with necessary skills to help them transfer successfully back to
the workplace, such as the use of self-generated positive feedback. Having trainees set specific, but challenging
goals (Brown, 2005, Locke et al., 1981, Richman-Hirsch, 2001, Wexley and Baldwin, 1986), use action plans
(Broad and Sullivan, 2002, Foxon, 1997), and engage in self-regulatory/management behaviors (Frayne and
Latham, 1987, Gist et al. 1990, Latham and Frayne, 1989) have found conceptual and empirical support for direct
and indirect effects on trainee transfer.

The type of delivery method and media used by the trainer has an impact of training effectiveness. One of the
study reported that effectiveness of a delivery method depends upon the audience’s maturity, education level
background and objectives (Obahayujie and Hilison 1988). Zeitlyn (1992) pointed out the importance of training
materials and use of appropriate media for trainers in communication as not all adult or all individuals prefer to
learn in a similar ways (Knowles 1990) which makes varied ways to deliver training a recommendation (Kilpatrick
1996a, 1997b). Chizari (1998) in his study found result demonstration and formal group meeting to be the most
efficient medium of extension education teaching. Demonstration of concepts is one of the recommended methods
that helps facilitate adoption (Leeuwis 2004). Pamphlets, leaflets and posters are very valuable training materials
in delivery, likewise the use of audio-visual aids. Youdeowei and Kwarteng (1995) laid down the importance of
audio-visual aids in making the learning process more interactive, guides trainees and trainers during training,
serve as reference during and after training, facilitate learning by using illustrations, make learning interesting by
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attracting and holding attention of trainees especially visual aids, convey messages which can be easily understood.
All points to how important these aids are in effective training programmes.

Extended courses are perceived as generic in nature and those not specific to individual need Grannall (1995) are
avoided as the information is perceived to be a waste of time. (Falk et al. 1997) that training programmes are time
consuming process which provides a lot of information, but not all is of use. Martin (1999) adult motivation to
participate and their level of satisfaction depend upon the relevance of the programme and important content.
Content relevance means that the training goals and material should be relevant to the transfer task (Bates 2003)
Theory of identical element helps in creating proximity with the training and transfer task. Axtell et al. (2007)
found content relevance to be correlated to the transfer immediately after and at the one-month mark after training.

V.Environmental factor

Work environment factors have been considered important in the transfer of training in many contexts (Vignoli et
al. 2018). All those situations that are either in favour or against the transfer of learning is called transfer climate
(Rouiller and Goldstein 1993). A positive transfer climate consists of cues for applying skills, results for using and
remedying if not used, support from peer and superior in form of incentives and feedback. Work environment
consists of the opportunity to practise new innovation, incentives to transfer learning and support from institutions.
Opportunity to practise is facilitated by the availability of resources at workplace (Merriam and Leahy 2005).
Sseguya (2018) established work environment factors, specifically support from peers, extension staff/ supervisors
and local institutions as significant predictors of transfer of training. (Facteau et al. 1995) also reported peer support
to influence trainee transfer. A number of previous studies notably Salas et al. (2006), Blume et al. (2010),
Grossman and Salas (2011), and Gil et al. (2016) suggest the importance of support to trainees as an important
factor for transfer of training. Lim and Johnson (2002) in their studies of trainee perception found opportunity to
use new innovation to job as a primary reason for transfer of learning and other factors such as lack of
understanding, lack of equipment to use for the technology and difficulty in using the technologies at work places
(Lim and Johnson, 2002). Positive transfer is limited in case there is no opportunity to use the learning (Brinkerhoff
and Montesino 1995, Gaudine and Saks 2004, Lim and Morris 2006) Accountability is another variable under
work environment which, though understudied is expecting the trainee to apply his learning to workplace and then
holding them responsible for their actions (Brinkerhoff and Montesino 1995, Kontoghiorghes 2002) which makes
trainee feel the importance of training (Baldwin et al. 1991).

Another facet to environmental factors reported by Kennedy (2003) was that individuals experience physical
discomfort and fatigue due to inadequate furniture, heating, air conditioning, ventilation. Refreshments and regular
breaks also help the learner relax and perform better. A classroom with proper lighting, walls painted in soft shades,
windows with binds or curtains will help in visual clarity to learner. Discussing new learning, participating in
training, encouraging and coaching in the application of skills are behaviours in a manager that helps in positive
transfer (McSherry and Taylor 1994, Smith-Jentsch et al. 2001, Tannenbaum et al. 1998). From farmers
perspective availability of agricultural inputs or implements or support from extension agents by visits to farm can
help snowball the transfer process. Govt of Malaysia 2006 Tools and equipment, timely availability and financial
support are some characteristics of work environment that influence the motivation to learn and transfer. Lack of
loan facilities and lack of money to purchase useful agricultural input affects the transfer. In the same study it was
found that majority farmers and extension agents agreed insufficient funds to be a barrier for extension service.
Similar factors were reported by Agbamu (2005) who stated inadequacy, instability of funds and poor logistics to
affect extension services in Nigeria. Omotayo (2004) stated inadequate funds had led to virtual collapse of research
and extension institutions in Nigeria. Naik et al. (2019) high cost of seeds, fertilizers and insecticides were
constraints faced by farmers as agriculture dealers are mostly profit oriented. Farmers association to a professional
organisation is another factor that makes them more predisposed to acquiring information, attending seminars and
adoption of technology (Nzomoi et al. 2007).

VI1.Conclusion:

All the above discussed factors are reported to be significant in the transfer of training. From the agriculture sector's
point of view, training will have a higher probability of being successful when the above discussed factors are
considered in designing and in evaluation of a training programme. A panoramic view should be encouraged to
create generic training programs irrespective of a sector. Elements of the trainee characteristics such as impact of
self-efficacy, motivation to learn, motivation to transfer, locus of control, retention etc. should be given due
attention for their role and impact in training. Similarly, antecedents covered in training design, work environment
that contribute or hinder in the smooth transfer of training during and post-training should be given due
consideration. For effective dissemination it is important that the selection of trainer is done carefully as an
effective trainer would displays good listening skills, good communication, knowledge about the subject matter,
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teaching aid savvy and many more such abilities and to identify and select the best suited trainer will ensure the
success in training. A successful transfer would mean development by bridging discrepancies and lead to
favourable outcomes/situations for the individual as well as the economy. The goal is to extract the strongest most
cited variables as it is not possible to incorporate every factor that has a bearing on the transfer of training. The
research finally adds to the understanding of researchers with evidence suggesting the role of these factors and
acting as a basic guideline in determining the important antecedents with regards to transfer of training.
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