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ABSTRACT 
 

Small and Medium enterprises (SMEs) of China are developing rapidly within 

decades, in which hotel industry have attained great achievements. As part of service 

industry, human resource development, especially training, is very significant, 

because it directly relates to the service quality. Therefore, factors influencing the 

training effectiveness of SMEs based on hotel sector were discussed in this paper. 

The first part is the background information of this study, and then relative 

literatures were stated to support the analysis. In this study, five categories of factors 

were presented and how they impact the learning performance and transfer 

performance was shown by descriptive statistics analysis, correlation analysis, partial 

correlation analysis, Leavene’s test, independent-samples T-test, one-way ANOVA 
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analysis, Brown-Forsythe test, regression analysis, and inferential statistics. Later, a 

study of Beijing hotel industry and a survey with more 378 samples supported the 

previous study. Finally, personal recommendation and limitation of this paper was 

discussed. 

It is proved that educational level, business length, trainee motivation, training 

need, training design, training implementation, continuous learning culture, and 

support from supervisors and peers influence learning performance directly, and 

indirectly impact transfer performance through learning performance. Furthermore, 

training need, training design, training implementation, and educational level 

directly affect learning performance. In addition, all of the influence is positive. 

Finding out dominant factors that affecting training effectiveness of SMEs focusing 

hotel sector in Beijing, China, is a vital significant on improving the training 

effectiveness. It is significant to small and medium hotels, specialists, organizations 

paying attention to the training effectiveness, and the future study, even may have 

great contributions to other industries. 

 

Key words: Human Resource, Human Resource Development, Training, 

Training Effectiveness, Training Motivation, Organization Characteristics, Work 

Environment, Learning Performance, Transfer Performance. 
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Chapter 1                                                  

Introduction 

There are many factors influence the training effectiveness in SMEs, and it is hard 

to control the cause and effect due to the limitations, such as financing, time, and 

human resource. The objectives of this study are to investigate and explore the 

dominant factors that influencing the training effectiveness in SMEs in Beijing, China. 

Furthermore, this study focused on SMEs based on the hotel sector. The topics in 

Chapter 1 are as follows: 

 

1.1 Background of the research 

1.2 Statement of the problems 

1.3 Significance of the study 

1.4 Research objectives 

1.5 Research questions 

1.6 Operation definitions 
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1.1 Background of the research 

Along with reform and open up, the emergence of self-employed enterprises in 

the city, and establishment of township and village enterprises out of the city, 

ushered in a great development of Chinese SMEs (Zhuojia, 2009). They exist in 

every sector of the economy and play an important role. About half the SMEs in 

Asia-Pacific Economic Cooperation (APEC) are in Indonesia and China (Chris, 

2001).  

SEMs have a huge contribution to the national economic. According to the new 

Chinese enterprise sizing standards and the second economic census data, Chinese 

SMEs account for 99.7% of the total number of national enterprises, and micro and 

small enterprises account for 97.3%. SMEs create as much as 60% of the GDP (gross 

domestic product), 59% of the tax, 60% of the import and export. They provide 80% 

of jobs in cities and towns (Communication Information News, 2013). SMEs are one 

of the main bodies creating social wealth in China and the main force solving the 

problem of the people's employment. It is smoothly driving the development of 

national economy, and becoming an essential power to promote social harmony. 

SMEs are significant to economic upgrade. Especially the global uncertainties have 

been increasing, which will lead to slow Chinese economic growth and the relatively 

serious employment situation (Guangyao, 2013). Therefore, SMEs are playing an 

increasingly important role in society and promotion of the urbanization process, and 

remarkably contributing to the Chinese economic performance. SMEs are an 

indispensable force for achieving the technological innovation and adjusting the 
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industrial structure in China (Ping, 2013). 

China market report center (2013) showed that China is increasingly becoming a 

component of the international tourism in the process of world economic integration, 

and a series of friendly diplomatic activities are effectively promoting the 

development of the international tourism regional cooperation. It was shown that the 

market outlook of hospitality industry will be good because of the steady 

development of Asia-pacific economy. In 30 years of study and exploration, Chinese 

hospitality industry has been developing and maturing, the prospect would be good 

(China market report center, 2013). According to World Trade Organization (WTO) 

reports, China will be one of the most attractive destinations by 2020 (He, 2000).  

From the domestic environmental perspective, the improvement of the national 

educational level and the population quality, the adjustment of holiday system, 

especially the gradual implementation of paid vacation makes people pay more 

attention to the quality of life, and consume more rationally (Wei, 2014). According 

to the prospect from McKinsey (2009), the amount of Chinese wealthy family would 

increase to 4.4 million in 2015 from 1.6 million in 2008.  

In 2013, China's tourism income amounted to 2.95 trillion Yuan (¥), and 

year-on-year growth was 14.0% (Department of Policies and Laws of China 

National Tourism Administration, 2014). The China Tourism Academy (2015) 

predicted that they will be up to ¥3.9 trillion and 14.7% separately in 2015. The 12th 

Five-year Plan of the People's Republic of China for national economic and social 

development program showed that the growth of tourism revenue will be 10%, 
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which is higher than the growth of national GDP which is 7% intended target 

(Xinhua News Agency, 2011). The Hotel Sector as a part of the tourism industry will 

become more important.  

 

1.2 Statement of the problems 

SMEs require for less investment and are easy to be put into production, which 

lead to rush headlong into the action. Huge number of SMEs means intensified 

competition. But SMEs are difficult to attract high-quality talents urgently needed 

who adapt to their own development because of the weak competitive position and 

limited competitive resources. The turnover is on the high level (Yushui, 2013). 

Comparing with the large-scale enterprises, the quality of employees in SMEs is 

lower generally. Family-based management structure is adopted by most of SMEs 

instead of scientific management mode (Yongxia, 2013). All of the above situations 

limit the survival and development of SMEs. They need to improve the level of 

employees and managers by training.  

The year of 2015 is the last year of protection period after joining WTO (Cook, 

2007). With the globalization, SMEs are facing more challenges, especially fiercer 

competition. Gerald (2000) regarded training as an important component to 

competitive success and enterprise strategy.  

David, Steve and John (2006) found out 70% of respondents indicated a positive 

impact on increasing confidence in the workplace in a survey with 1000 respondents. 

Clarke (1991) deemed that managers attaining a specified standard of management 
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skills improve their skill levels and the UK’s (United Kingdom’s) ability to compete 

in international market. Westhead and Storey (1996) suggested that some 

management training and development may be effective in enhancing performance, 

even though there is lack of methodologically well-conducted research evidence to 

demonstrate the beneficial impact of management training and development on 

SMEs. Previous research results have consistently found that SME training 

implementation result in better company performance (De Kok, 2002; Ng and Siu, 

2004; Garci’a, 2005; Mako, 2005). To SME FDI (Foreign direct investment), 

Nai-Wen et al. (2008) further found that the implementation of FDI-related training 

program is positively related to SME performance. It can be said that more and more 

scholars recognize and emphasize the benefit of training.  

Storey (2004) and Beaver and Huthchings (2005) advised SMEs to develop their 

international capability and human resource by training, but employees in SMEs 

receive less training than larger ones (Westhead and Store, 1997).  

In micro or small firms, the business founders and relatives of the business 

founders rarely have experience of training and development (Handy, 1987). They 

are reluctant to invest in formal training programs. An off-the-job training will 

probably result in losing output directly and significantly (Curran et al., 1997).  

The low training effectiveness is another reason of the negative attitude. In the 

United States, only 10-15% of training content is applied to job (Sevilla and Well, 

1988). American industries spend ten billion U.S. dollars (American dollars) on 

employee training, but there is only 10% of learning performance was transferred to 
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workplace (Georgenson, 1982). Even though a lot of training programs are 

implemented, the training effectiveness does not achieve the expected goals 

(Junchuan et al., 2001; Zhao, 2012). The problem of lots implementation but a little 

application is universal (Junchuan et al., 2001). According to the investigation and 

statistics in 2006, only 3% of enterprises agreed that training has great impact on the 

improvement of employee performance (Times Bright CroSuccess, 2013a). Only 

10%-20% of the training content is transferred in most enterprises (Times Bright 

CroSuccess, 2014b). The problem of improving training transfer has been troubling 

hotel management (Yan, 2008). 

The training budget accounts for less than 1% of the annual gross income of the 

previous year in most of the SMEs in Thailand (Thassanabanjong et al., 2009). This 

data is 1%-3% (even 7%) in international majors, and the average level is 1.5%. 

However, it is less than 0.1%, even 0.5% in many Chinese firms (CHINAHRD, 

2014). Westhead and Store (1997) deemed that business owners predict that the cost 

will exceed the benefit derived from it, which is why they provide a 

less-than-optional level of training. On the other hand, high training cost because of 

high turnover rate and unsatisfactory of training effectiveness restricts the 

enthusiasm of SMEs (Antonios, 2011). All of these lead to the indifference to 

training, with the addition of the oneness of training content and method, so training 

cannot attract the employees. Even though David et al. (2006) believed that the 

training programs a firm can offer was becoming a major interest area for employers 

and employees, more evidences about the training effectiveness are needed to push 
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the business owners change their opinion about training.  

Dong (2012) argued that SMEs in the real economy are not only facing razor-thin 

profits and a soaring production cost, but they are also facing financing difficulties 

too. Many of them are fighting for survival (Lauren, 2009), so some of the managers 

only pay attention to profit for today instead of the training and development of 

human resource for future. Some SMEs may not have sufficient resources or 

manpower to conduct their own professional trainings (Nai-Wen et al., 2008). Most 

of them provide limited financial resources for training or lack professional 

(Antonios, 2011; Tung-Chun, 2001). HRM is vital to maintain and enhance the 

business’ competitiveness for surviving (Siengthai and Bechter, 2004). Considering 

the disadvantage of SMEs’ training and the importance to SMEs, efficiently 

controlling the dominant factors that influence the training effectiveness is very 

meaningful. Because service industries are more dynamic than manufacturing, 

further training is more common in the service sector (Nai-Wen, 2008). 

Until now, the literatures concentrated on the factors influencing the training 

effectiveness, training success, and transfer of training, or only focus on an 

enterprise (Nurhazani and Issam, 2012; Vasiliki, 2012; Junchuan et al., 2001; 

Xinyuan, et al., 2004), a special field (Hyochang et al., 2006), or overseas (Dan and 

Amanuel, 2005). There is no study that pays attention to SMEs in China, especially 

focuses on the Hotel Industry, although it has its own distinct characteristics. This 

study tried to fill in the gap by testing whether the hypotheses about various factors 

that get from prior studies are supported or not in this special field.  
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1.3 Significance of the study  

1) The findings are useful for the organizations that pay attention to the factors 

influencing the training effectiveness in SMEs. 

2) The findings are useful for the SMEs that try to improve training 

effectiveness with low cost by providing the knowledge about what dominant 

factors influence the training effectiveness. 

3) The findings are useful for the specialists who want to improve the training 

effectiveness. 

4) The finding could be useful for the future studies that research the factors 

influencing the training effectiveness.  

 

1.4 Research objectives 

1) To evaluate the dominant factors influence the learning performance of 

SMEs that focus on the Hotel Sector in Beijing, China, and how they work. 

2) To identify the dominant factors influencing the transfer performance of 

SMEs that focus on the Hotel Sector in Beijing, China, and how they work.  

3) To investigate the relationship between learning performance and transfer 

performance. 

 

1.5 Research questions 

1) What dominant factors influence the transfer performance of SMEs in 

Beijing hotel sector, and how do they work. 



9 
 

2) What dominant factors influence the learning performance of SMEs in 

Beijing hotel sector, and how do they work. 

3) What the relationship between learning performance and transfer 

performance is. 

 

1.6 Expected Benefits 

The key benefits expected from this study can be spelled out as follows: 

1) This study will be a major contribution to the literature of dominant factors 

influencing training effectiveness of SMEs which is focus on hotel sector. 

2) The results and analysis of this study will be instrumental for the 

management, supervisors, specialist, training instruments, decision-makers 

in government, and scholars in making assessments of SMEs in Myanmar. 

3) The findings from this study will be able to highlight the specific nature of 

SMEs which is focus on hotel sector. 

 

1.7 Operation definitions 

1) SMEs in the hotel sector 

SMEs in the hotel sector are the hotels that the number of employees is less than 

300, or business income is less than ¥100 million. In addition, the number of 

employees is equal or more than ten, and business income is equal or more than ¥1 

million (Finance Division of Ministry of Industry and Information Technology of the 

People’s Republic of China, 2012). 
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2) Training effectiveness 

Training effectiveness is defined as the extent to which individuals considered 

they had acquired and apply what they have gained in the training to the job, which 

is evaluated by learning performance and transfer performance (Business Dictionary, 

2015a; Baldwin and Ford, 1988; Xiao, 1996; Junchuan et al., 2001).  

3) Learning performance 

Learning performance is referred as the perceived degree that trainees master 

what they have learned in the training (Business Dictionary, 2015b; Baldwin and 

ford, 1988). 

4) Transfer performance 

Training transfer is defined as the perceived degree that trainees apply what they 

have gained in the training to their job (Baldwin and ford, 1988; Friesen and Kaye, 

2009).  

5) Training need  

Training needs are caused from the distance of incumbent between the actual 

need and existing capabilities about a specific work. That is, required job 

performance minus the actual work performance equal to training needs (Baidu 

Encyclopedia, 2015a). The perceived degree of how much the training meets the 

trainee’s need is used in this study. 

6) Training design 

Training design is trainees’ perceptions of the practice that creates instructional 

experiences which make the acquisition of knowledge and skill more efficient, 
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effective, and appealing (Wikipedia, 2015a; Sharon, 2015).  

7) Training implementation 

Training implementation is defined as trainees’ perception of whether training 

program has been put into effect according to training object, and it only focuses on 

the carrying-out of the training (Naukrihub, 2015).  

8) Training assessment  

Training assessment is referred as trainee’s perception of whether an appropriate 

post-program training assessment and evaluation has been conducted (Xinyuan, et 

al., 2004).  

9) Motivation 

A motivation is defined as the special desire of participants to learn the contents 

of the training program and apply them to the job assignment (Noe and Schmitt, 

1986), and the degree of the trainees’ willingness to make efforts to improve their 

performance of training and work (Robinson, 1985). 

10) Work environment 

Work environment is referred as organizational policies or behaviors that support 

and encourage training acquisition and the application of acquired skill and 

knowledge at the work spot (Xinyuan et al., 2004). 

11) Continuous-learning culture 

Continuous-learning culture is trainees’ perception of whether organization wide 

concerns, values, believes, and expects that general knowledge acquisition and 

application are important (Tracey et al., 1995).  



 
 

Chapter 2                                                   

Literature review 

The training effectiveness is the objective pursued by a training program, and its 

ultimate goal is to improve the performance of organization by improving individual 

job performance. So the knowledge, skills and behaviors learned and practiced in the 

training have to be transferred to the workplace (Holton and Baldwin, 2003). This 

chapter concentrated on exploring the dominant factors may influence the learning 

performance and transfer performance by summarizing the previous researches and 

develop hypotheses basing on the factors. At last, it established the conceptual 

framework. This chapter structure is organized as follows: 

2.1 SME 

   2.1.1 Definition of SME 

2.1.2 Characteristics of SMEs and the situation of training 

2.2 Theories 

2.2.1 Kirkpatrick four-level evaluation model 

2.2.2 Baldwin and Ford's model 

2.3 Training effectiveness 

2.4 Designing factors influencing training effectiveness 

2.4.1 Training  

 Training need 

 Training design 

 Training implementation



13 
 

 Training assessment  

2.4.2 Demographics 

 Gender 

 Age 

 Marital status 

 Educational level 

 Working experience 

2.4.3 Trainee motivation 

2.4.4 Organization characteristics 

 Location of the hotel 

 Hotel size 

 Ownership form  

 Business length 

 Specific department/personnel 

2.4.5 Work environment 

 Continuous learning culture  

 Support 

2.5 Conceptual framework 
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2.1 SME 

2.1.1 Definition of SME 

Different countries have different standards to identify the SME. They vary from 

those used for policy or program purposes, and vary by industry. The most common 

criterion is the number employed, but capitalization, assets, sales or turnover and 

production capacity are also used by various economies (Chris, 2001). The most 

common definition standard is less than 100 employees (Chris, 2001).  

In South Africa, SMEs are enterprises with one or more of the characteristics that 

fewer than 200 employees, annual turnover of less than 64 rand (R) million, capital 

assets of less than R10 million, and direct managerial involvement by owners (Du 

and Strydom, 2009). 

 
Table 2.1 Definitions of SMEs 

 
Manufacturing & 
non-exporting services firms 

Exporting services firms 
Farms 

Most High value 

Number of 
employees 

< 500 < 500 < 500 < 500 

Revenue Not applicable ≤ $7 million ≤ $25 million < $250,000 

Defining 
institution 

SBA Advocacya
 

SBA / SBA 
Advocacyb 

SBA / SBA 
Advocacyb 

USDA 

(Adapted from United States International Trade Commission, 2010, p. 1-3) 

Note: 
a. SBA Advocacy: SBA’s Office of Advocacy. 
b. Revenue parameters established by SBA; employee number established by SBA Advocacy for 
research purposes. 
 

There is no universally accepted definition of an SME within the U.S. 

government. Above definition standard (Table 2.1) was established by the U.S. 

Department of Commerce (Commerce), the U.S. Small Business Administration 
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(SBA), and the U.S. Department of Agriculture (USDA).  

The thresholds used in European Union are shown in the following Table 2.2. 

 
Table 2.2 New thresholds 

Enterprise category 
Headcount: Annual staff 
headcount 

Annual turnover Annual balance sheet total 

Medium-sized ＜250 ≤ Euro (€) 50 million ≤ €43 million 

Small ＜50 ≤ €10 million ≤ €10 million 

Micro ＜10 ≤ €2 million ≤ €2 million 

(Adapted from European Commission, 2005, p.14) 

 

In China, thresholds are established based on staff headcount, turnover, and 

balance sheet total as the one established by European commission, in addition, the 

characteristics are considered. In lodging and restaurant industry, the enterprises that 

have employs less than 300, or business income which is less than ￥100 million, 

are micro, small and medium-sized enterprises. Medium-sized enterprises should 

meet standards that numbers of employs are equal to or more than 100, and business 

income which is equal or more than ￥20 million; Small-sized enterprises should 

meet standards that of employs are equal to or more than ten, and business income is 

equal or more than ￥1 million; Micro-sized enterprises should meet standards that 

of employs are less than ten, and business income is less than ￥1 million (The 

national statistics and the ministry of finance, 2011). Considering the research 

objects are the SMEs in hotel sector in China, this definition standard is used.  

Most of micro-enterprises have not yet reached a stage that training is needed, 

what they need first are specialist assistance with business planning (Boocock et al., 

1998). The smallest SMEs are often reluctant to fund any kind of training at all 
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(Nai-Wen, 2008). This study did not cover the micro-enterprises.  

There is no unified international definition standard of hotel size depending on 

the rooms. The following one is used in academia (Shantinami, 2010):  

Classification       Number of Rooms 

 Small hotel                         1-25 rooms 

 Medium                             26-99 rooms 

 Big/large hotel                   100-299 rooms 

 Very big/large hotel          300-up rooms 

The thresholds are adopted by Ahmed (2002) as follows: 

Classification  Number of Sleeping Rooms 

 Small      1 to 150 

 Medium            151 to 400 

 Large      401 to 1,500 

 Mega      1,501 and over 

In China, no unified standard is established by authority. The classification 

always bases on the number of rooms, floor space, and the sales volume and net 

income. The number of rooms is the main measuring standard, and the following 

thresholds are used (Xiangmin, 2005).  

Classification       Number of Rooms 

 Small          less than 300 (or 200) 

 Medium         300 to 600 (or 200 to 700) 

 Large            more than 600 (or 700) 
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This study concentrates on the SMEs in hotel sector in China, so the Chinese 

definition standard is adopted here, which means only when the number of rooms is 

equal or less than 600, the hotels will be considered. 

2.1.2 Characteristics of SMEs and the situation of training 

SMEs are more labor intensive than their larger counterparts (Miller, 1987). 

SMEs have limited resources, cannot afford the employment of highly specialized 

employees, and do not change managers as frequent as larger counterparts (Michael 

et al., 2006). SMEs are rather flexible in nature and tend to perform activities with 

low-cost structures (Jose´, 2007). Family-run businesses exist in most of the SMEs, 

and they emphasis loyalty, care and nurturing of members, which is different from 

the ‘nominal’ business emphasizing performance and results (Meredith and Abbott, 

1984).  

Family-run SMEs place less emphasis on training (García Pérez de Lema and 

Duréndez, 2007; Reid and Adams, 2001). Owners or managers in small enterprises 

play a critical role make decision about the provision of job-related formal training 

(Matlay, 1996). SMEs are reluctant to invest in training, and they provide less formal 

training than their larger counterparts (Gallo et al., 2004; Australian Bureau of 

Statistics, 2002). There is no formal structure for HRM in SMEs usually, and 

training budget is a significant matter for SMEs (Thassanabanjong et al., 2009; 

Blumentritt, 2006). The financial limitations to SMEs lead to that they are in a 

disadvantage when accessing resources and capabilities (Ferna´ndez and Nieto, 2005; 

Ward, 1998). In SMEs, it is a difficulty to spare employees to attend training during 
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work hours (Macdonald et al., 2007).  

 

2.2 Theories  

There are many theories that attempt to evaluate the training effectiveness and 

its influencing factors, but two conceptual theories seem to be more prominent. 

These two theories are shown as two influential models as follows. 

2.2.1 Kirkpatrick four-level evaluation model 

Kirkpatrick four-level evaluation model is a very popular tool to assess training 

effectiveness, which includes four levels consisting of reaction, learning, behavior 

and results (Kirkpatrick, 1959, 1987, 1996). Kirkpatrick (1996) defined these four 

levels as follows: 

Reaction is a measure of how participants feel about the various aspects of a 

training program, which includes the topic, speaker, schedule, and so on. Learning is 

a measure of the knowledge acquired, skills improved, or attitudes changed due to 

the training. Behavior is a measure of the extent to which participants change their 

on-the-job behavior because of training. The behavior level commonly referred to as 

transfer of training. Results as the highest level is a measure of the final results that 

occur due to training, including increased sales, higher productivity, bigger profits, 

reduced costs, less employee turnover, and improved quality. 

Evaluation becomes more difficult, complicated, expensive, important, and 

meaningful from level one to level four.  

This model was widely used in the later studies (Baldwin and Ford, 1988; 
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Hamid et al., 2012).  

2.2.2 Baldwin and Ford's model 

Baldwin and Ford (1988) proved a Model of the Transfer Process, which was 

updated by Ford and Weissbein (1997), but kept the previous items and structure of 

the model.  

They stated training outcomes by learning and the retention, and regarded 

generalization and maintenance. Training generalization is the adaptation of trained 

knowledge and skills to a more complex task situation. Training maintenance is the 

reproduction of trained skills in a new setting (Ford et al., 1992). In addition, 

training-input factors consist of training design, trainee characteristics, and 

work-environment characteristics. The major training-design factors include learning 

principles, the sequencing of training material, and the job relevance of the training 

content. Trainee characteristics are incorporation of ability or skill, motivation, and 

personality factors. Work-environment characteristics consist of climatic factors such 

as support from supervisors and peers, and constraint and opportunities to perform 

learned behaviors on the job.  

In the transfer process, the training design only influences learning and 

retention, but trainee characteristics and work environment can affect both learning 

and retention, and generalization and maintenance. At last, learning and retention can 

influence generalization and maintenance too. 

    The model was widely applied for later studies about the training effectiveness 

(Vasiliki and Maria, 2012; Hyochang et al., 2006; Dan and Amanuel, 2005; Hamid et 
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al., 2012). 

 

2.3 Training effectiveness 

Scholars pointed out the importance of evaluating training effectiveness (Alliger, 

1997; Carnevale and Schulz, 1990a). According to Kirkpatrick’s four-level 

evaluation model (Kirkpatrick, 1959, 1987, 1996), reaction dimension can evaluate 

the usefulness of training to the job from trainees’ perceptions, because it focuses on 

the feeling and impressions of trainees to trainings (Cascio, 1991). Alliger and Janak 

(1989) concluded that there was no relationship between trainee reaction and other 

levels, but their study only focused on a small number of studies. Learning 

dimension is measuring training outcomes objectively and quantifiably, but it is not a 

sufficient prerequisite to change behavior (Tannenbaum and Yukl, 1992). The 

dimension related to behaviors, even results needs to be considered when the transfer 

is evaluated (Ford et al., 1992; Noe, 1986; Thayer and Teachout, 1993). However, 

the evaluation of the results level almost needs the participation of each department. 

It is a big challenge to the trainings in SMEs. In addition, there was apparent lack of 

change in Level 4 of Kirkpatrick model since the level of effort and potential 

complexities involved have probably precluded much more work at Level 4 

(Carnevale and Schultz, 1990b; Olsen, 1996; James, 1998). This level was not 

considered in this study. 

It is found that most of the studies about training evaluation focused on trainee 

reactions and the degree of learning (Tracey et al., 1995). However, the 
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implementation of the training program is to improve performance of enterprise. 

Behavior dimension should concentrate on actual on-the-job performance. Severin 

(1952) proved that the performance on end-of-training did not mean the future 

performance on-the-job. Georgenson’s (1982) estimated that 10% of training 

resulted in a behavioral change. Saks’ (2002) suggested that around 40% of trainees 

failed to transfer immediately after training, and 70% faltered in transfer one year 

after the program. Applying the gain from training has more practical significance. 

In other words, the change of behavior is more valuable. Measuring the changes of 

job performance and relating these changes to measuring the achievement of 

learning goals are more appropriate evaluation (Kreiger et al., 1993). Learning 

performance only is the initial goal, and transfer performance is the ultimate goal. 

Baldwin and Ford (1988), and Ford and Weissbein (1997) assessed training 

effectiveness by learning and retention which is regarded as training outputs, and 

generalization and maintenance which is regarded as conditions of transfer. In this 

study, the training outputs and conditions of transfer are modified to training 

performance and transfer performance separately.  

Baldwin and Ford (1988), and Ford and Weissbein (1997) believed that learning 

and retention have direct effects on generalization and maintenance. This model was 

used by Vasiliki and Maria (2012), Hyochang et al., (2006), Dan and Amanuel 

(2005), and Haid et al., (2012). Even though some study found that there is 

no-significant relationship between training performance and transfer outcomes, 

more researches illustrated that there is significant and positive relationship between 
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them (Eddie and Danny, 2001). Hyochang et al. (2006) proved that the higher 

trainees’ learning performance led to the higher their transfer performance, which is 

supported by the results of frequency at Kirkpatrick’s four level of training 

evaluation-study comparison that there was higher transfer when learning is higher 

(Carnevale and Schultz, 1990a; Olsen, 1996; James, 1998). Based on the conclusions 

above, it is hypothesized:  

H1: Learning performance significantly influences transfer performance. 

However, Xinyuan et al. (2004) indicated that most of the researches on training 

effectiveness were based on the perspective of manager or trainer, and it is important 

to consider a frontline employee’s perspective when evaluating the factors impacting 

training effectiveness, because frontline employees could be regarded as the internal 

customers, if the training was considered to be a service provided by an organization 

to its employees. Morgan and Casper (2000) agreed with this opinion. They 

suggested that training design and improvement of training efforts could get amount 

of input from the trainee’s responses. What was more important was trainee’s 

reaction, which was a potential predictor of training effectiveness. Employee’s 

perspective was adopted when evaluate the training effective in this study. 

 

2.4 Designing factors influencing training effectiveness 

According to the review of related prior research, five factor groups were 

identified that influencing training effectiveness: 

 1) Training need (Hyochang et al., 2006), training design (Timothy and J. Kevin, 
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1988; Hyochang et al., 2006), training implementation (Junchuan et al., 2001; 

Xinyuan et al., 2004) and training assessment (Junchuan et al., 2001; Xinyuan et al., 

2004) constitute group of training process related factors.  

2) Demographics, for example, age, gender, educational level, personality, and 

experience (Chang, 1997; Chou 2001; Duff et al., 2004; Ibrahim 2004; Chiaburu and 

Marinova, 2005; Petty et al., 2007; Chimote, 2010; Nurhazani and Issam 2012);  

3) Trainee motivation (Timothy and J. Kevin, 1988; Dan and Amanuel, 2005; 

Hyochang et al., 2006; Vasiliki, 2012; Hamid et al., 2012);  

4) Organization characteristics, such as, location, employer size, industry, 

organization with HR department or not, subsidiary or not, and business length (The 

Cambridge Small Business Research Center 1992; Elias and Healey, 1994; Baldwin 

and Johnson., 1995; Welch, 1996; Westhead, 1997; Storey and Westhead, 1997; 

Westhead, 1997; Intan et al., 2011; Paul, 2011; National Centre for Vocational 

Education Research, 2013);  

5) Continuous learning culture (Dan and Amanuel, 2005; Hyochang et al., 2006; 

Nurhazani and Issam, 2012), and support (Xinyuan et al., 2004; Dan and Amanuel, 

2005; Nurhazani and Issam, 2012; Hyochang and Vasiliki, 2012) constitute the factor 

group of work environment.  

Baldwin and Ford (1988) introduced training process only influence the learning 

performance, but personal characteristics and organizational environments influence 

both of learning performance and transfer performance. Based on the prior 

researches, Hypotheses of this study were got. 
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2.4.1 Training  

Salem (2014) proved that the nature of training was significantly correlated with 

training outcome. Tracey and Tews (1995) deemed opinions to training concentrated 

on three points constantly: firstly, evaluate training need formally and systematically; 

secondly, implement training by appropriate method, basing on training need; thirdly, 

evaluate training program comprehensively according to different indexes and 

strategy. When the curriculum is considered, the factors include objective, content, 

material, method, strategy, assessment, organization, time, place, and quality of 

instructor and trainee (Ministry of labor and social security, and China association of 

worker education and vocational training, 2008). 

A long-standing principle (McGehee and Thayer, 1961) showed that trainers must 

first assess the cause of a performance situation to ensure an appropriate intervention 

is employed. Accuracy of training need is the foundation of training, because it 

decides whether or not the critical problems are, which are going to be solved. 

Task-related content influences learning performance directly and transfer 

performance further (Hyochang et al., 2006). Identify training needs exactly will be 

very meaningful to supply right training content in the training design.  

Training design is mainly described as training content (Kirwan, 2009). Divens 

and Johnson (2003) suggested that training content had to be refined and improved. 

Design of training which only focuses on content has a positive impact on learning 

and acquisition (Vasiliki, 2012). The more it related training content to actual work 

practices, the more it will lead to better learning performance. A better application of 
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the knowledge and skill gained from training program always results from practical 

contents (Alliger et al., 1997). Axtell et al. (1997) found that the content validity of 

the training information was highly correlated to transfer. Ford and Wroten (1984) 

gave the suggestion that evaluating the contents to get the relatedness of a training 

program with the actual need and context, then, according to the result, redesigning 

the training to improve its matching to actual working practices. Siti Fardaniah and 

Shamsuddin (2011) list training design (nature of training) and the relevance of 

training to job and career as important training motivators too. Actually, training 

design includes more than this very much. Methods of instruction and the situations 

in which those methods should be used, need to be considered (Reigeluth, 1999). 

Bramley (1991) deemed that more similarity to an actual work environment led to 

more job performance after training. Sanderson (1994) indicated that training 

characteristics prosper the trainee’s learning and affect the overall training program. 

Especially to the skill training, choosing workplace was more helpful than in training 

room or meeting room.  

Even though there is difference about what were included in the training design, 

the importance of training design is shown according to the above studies. A good 

design is the precondition of implementing training well. 

In the process of training implementation, trainers need to teach the trainees in 

accordance of their aptitude which is about the trainee’s learning capability and 

learning attitude (Junchuan et al., 2001).  

Training implementation is very important to deliver the right training which 
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means matching the training need. Even though the training need is gained exactly 

and the training is designed appropriately, the training effectiveness cannot be 

guaranteed if there is lack good implementation. The whole training program will 

fail if one wrong step happened.  

Junchuan et al. (2001) proved the assessment of interaction had more impact on 

training effectiveness than trainee character. They showed that the components of the 

interactive assessment were the assessment of the trainees by the trainer, the 

assessment of the training program by trainees, and the assessment of the training 

program by trainer. The assessment can confirm whether a training program has 

achieved the object set in advance or not. The relationship among them is shown in 

following Figure 2.1:  

 

 

 

 

Figure 2.1 Relationship among trainer, trainee, program  
(Adapted from Junchuan et al., 2001, p.42) 

 

The interactive assessment is an incentive to the trainer and trainees, and can 

motivate their enthusiasm. Training is a dynamic process. Each assessment and 

suggestion can help the hotel improve before implementing another new training 

program. 

Xinyuan et al. (2004) found hotel management was interested in assessing the 

outcome of training. If assessment moves to trainees’ application during their work, 

 
Training program 

Trainer Trainee 
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it will directly influence the transfer performance further.  

In conclusion, training need, training design, training implementation and training 

assessment have influence on learning performance. Training directly influence 

learning performance, and indirectly influence transfer performance by learning 

performance (Baldwin and Ford, 1988; Ford and Weissbein, 1997). So, it is 

hypothesized: 

H2: Training process related factors significantly influence learning performance.  

H2-1: Training need significantly influences learning performance. 

  H2-2: Training design significantly influences learning performance. 

H2-3: Training implementation significantly influences learning performance. 

  H2-4: Training assessment significantly influences learning performance. 

2.4.2 Demographics 

It is difficult to find a consistent relationship between demographics and training 

effectiveness. Age and gender do not influence attitude factor (Chang, 1997), and the 

perception of trainees toward reaction, learning, behavior, and outcome in judging 

the efficacy of training program (Chimote, 2010). However, Scott et al. (1993) found 

that older trainees and females demonstrated better academic performance than 

younger trainees and males. Petty et al. (2007) indicated that the gender had no 

effect on the perception of trainees toward organization support, supervisor support, 

peer support, motivation, and self efficacy, which influenced the training program 

effectiveness while the age influenced motivation and self efficacy factors. Chou 

(2001) found that gender would interact and impact training methods on the role of 
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training effectiveness. Trainees with a high degree of educational level tend to be 

more motivated learners and accomplish more (Chiaburu and Marinova, 2005). 

However, Ibrahim (2004) indicated that educational level did not have any effect on 

training effectiveness.  

Duff et al. (2004) found that age, gender, personality and prior educational 

achievement were significant determinants of the individual’s orientation to learning. 

However, Nurhazani and Issam (2012) revealed that age, gender, and education did 

not affect the factors that influence the training effectiveness, but experience affected 

the factors of opportunity to perform and reward system. Petty et al. (2007) explored 

that experience could influence perception of trainees toward organization support, 

supervisor support, peer support and motivation. Salem (2014) collected information 

of age, gender, educational level, career experience, and so on, when the executive 

influence on the employee training effectiveness in Saudi SME Firms was studied. 

So, it is hypothesized as follows: 

H3: Demographics significantly influence learning performance. 

H3-1: There is significant difference between genders in terms of learning 

performance. 

H3-2: There is significant difference among age groups in terms of learning 

performance.  

H3-3: There is significant difference between marital statuses in terms of 

learning performance. 

H3-4: There is significant difference among educational levels in terms of 
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learning performance. 

H3-5: There is significant difference among working years in terms of learning 

performance.  

H4: Demographics significantly influence transfer performance. 

H4-1: There is significant difference between genders in terms of transfer 

performance. 

H4-2: There is significant difference among age groups in terms of transfer 

performance.  

H4-3: There is significant difference between marital statuses in terms of 

transfer performance. 

H4-4: There is significant difference among educational levels in terms of 

transfer performance. 

H4-5: There is significant difference among working years in terms of transfer 

performance.  

2.4.3 Trainee motivation 

Trainees’ characteristics may directly influence training transfer (Baldwin and 

Ford, 1988). Baldwin and Ford (1988), and Ford and Weissbein (1997) evaluated 

trainee characteristics from ability, personality, and motivation. Desinmone and 

Harris (1998) indicated that ability and motivation of trainee determined trainability.  

Vasiliki and Maria (2012) focused on more factors, for instance, motivation to 

learn and transfer training contents, motivation from work, opportunity to use 

training, personal career goals and organizational commitment. Hamid et al. (2012) 
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classified six categories of trainee characteristics influence transfer: (1) ability; (2) 

motivation; (3) self-efficacy; (4) job attitudes and commitments; (5) personality, 

interest, expectation; (6) goal-orientation. Xinyuan et al. (2006) proved motivation 

was the most important factor influencing training effectiveness of E-learning. 

Vasiliki (2012) got a similar conclusion, and regarded motivation as a very strong 

factor. Quinones (1995) also treated motivation to learn as a key variable linking 

pretraining characteristics and training outcomes. Noe (1986) reported that 

motivation to learn has potentially substantial impact on training effectiveness. 

Furthermore, Mathieu et al. (1992) proved that there was a positive relationship 

between trainee reactions and the motivation to learning. Karthik (2004) only 

concerned employee’s perception of the abilities and attitudes of their peers and 

colleagues. So, only motivation will be evaluated on the perspective of trainees in 

this study, and the hypotheses are as follows: 

H5: Trainee motivation significantly influences learning performance. 

H6: Trainee motivation significantly influences transfer performance. 

2.4.4 Organization characteristics 

Employer characteristics which composes of state, employer size and industry are 

tested when consider the use of training (National Centre for Vocational Education 

Research, 2013). It is found that the location of an employer associates with the 

provision of job-related formal training (Baldwin and Johnson, 1995). Westhead 

(1997) stated employers located in the North and South West of England more likely 

provided some job-related formal training.  
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Larger enterprises tend to provide more systematic and structured training (Cooke, 

2004; Venter, 2003; Warner, 2009). The Cambridge Small Business Research Center 

(1992) observed that smaller firms were more significantly likely to provide some of 

their employees with external training. Welch (1996), and Storey and Westhead 

(1997) held the same idea. The company size caused the internal barriers, such as the 

scarcity of labor, the lack of financial assets and time, which negatively impact 

training effectiveness (Marlow 1998; Matlay 1999; Kitching and Blackburn 2002; 

Luong, 2015). In addition, the specific department or personnel will exist, only when 

the hotel as big as a certain size. It is impossible that there is specific training 

department in a hotel with five employees.  

A designed HR position is considered when test training in Thai SMEs 

(Thassanabanjong et al., 2009). Intan et al. (2011) found that there were significant 

differences between organizations with HR department and organizations without 

HR department in terms of employees’ training and development. However, SMEs 

had fewer training departments and budget (Paul, 2011). The subsidiary of an 

organization may have a more refined division of labor than an independent 

organization (Elias and Healey, 1994).  

In addition, new businesses may utilize newer technologies and have higher skill 

requirements (Baldwin and Johnson, 1995), so they are more likely to be training 

providers (Elias and Healey, 1994; Westhead, 1997).  

According to the prior researches above, the hypotheses are as follows: 

H7: Organization characteristics significantly influence learning performance. 
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H7-1: There is significant difference between locations in terms of learning 

performance. 

H7-2: There is significant difference among business lengths in terms of 

learning performance. 

H7-3: There is significant difference among number of rooms in terms of 

learning performance.  

H7-4: There is significant difference among number of employees in terms of 

learning performance.  

H7-5: There is significant difference between applications of specific 

department or personnel in terms of learning performance.  

H8: Organization characteristics significantly influences transfer performance. 

H8-1: There is significant difference between locations in terms of transfer 

performance. 

H8-2: There is significant difference among business lengths in terms of 

transfer performance. 

H8-3: There is significant difference among number of rooms in terms of 

transfer performance. 

H8-4: There is significant difference among number of employees in terms of 

transfer performance. 

H8-5: There is significant difference between applications of specific 

department or personnel in terms of transfer performance. 
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2.4.5 Work environment 

Lee (1995) proved that the organizational environment affected training 

effectiveness. Vasiliki and Maria (2012), and Nikandrou el al. (2009) stated working 

climate or organizational characteristics as supervisors’ and colleagues’ support. 

Xinyuan et al. (2004) regarded the work environment as organizational policies that 

supported and encouraged training acquisition and application. Nurhazani and Issam 

(2012) only focused on work environment which consisted of social support, 

opportunity to perform, reward system, and organizational culture. This study only 

concentrates on continuous learning culture and supports from supervisors and 

colleagues. 

Hyochang et al. (2006) proved that a consistent learning environment influenced 

learning performance significantly, but rather transfer performance in E-learning 

field. Employees perceive that the organization supports continuous-learning, which 

leads to more motivation to participate training (London and Mone, 1999).  

Organization system, for instance, assessment system and reward system, directly 

influences the enthusiasm of employees participating in training and applying the 

content learned. The reward system drives trainee acquiring knowledge and new 

skill (Noe, 1986), and applying them further (Tanneubaum and Yuki, 1992). If the 

reward institution links with the performance and application of training, employees 

will tend to learn and apply what they gain, and improve and innovate it constantly 

(Junchuan et al., 2001).  

The continuous learning culture can provide a supporting environment for 
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training. Tracey et al. (1995) provided continuous learning culture as a new 

definition. It is important to acquire and apply the knowledge and skill gained in 

training (Burke and Baldwin, 1999; Jefferey al. (1995). Elangovan and Karakowsky 

(1999) indicated that continuous learning culture directly influenced training transfer. 

Not only organization atmosphere, but also management support directly influences 

training effectiveness (Baldwin and Ford, 1988).  

Social support, especially from senior managers and supervisors is an important 

ingredient of effective training (Lim et al., 2007). Knowledge interaction between 

senior managers and employees influences the application very much (Noe, 1986; 

Xinyuan et al., 2004). Hyochang et al. (2006) proved support from supervisors 

directly related to transfer performance. In addition, immediate supervisors affect the 

training motivation of their subordinates very much too (Weiss et al., 1980; Clark et 

al., 1993; Jeffrey et al., 1995), and the motivation will further affect the training 

effectiveness.).  

Management can directly affect the opportunity of participating training and work 

pressure. The opportunities to perform trained skills led to different performance 

further (Ford et al., 1992). Too much work pressure will run the employee off his/her 

feet every day and no time is left to study and complete application carefully 

(Junchuan et al., 2001). Training will lose its benefit if the application never 

happened (Xinyuan et al., 2004). Clark (2002) found that the workload and time 

pressure might be the main constraints to perform the trained skill. Most of time, all 

above are controlled by management. The attitude of management to training 
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effectiveness is very important. Vasiliki (2012) pointed out that support from 

colleagues and supervisors as working climate is an important factor influence 

training effectiveness. 

According to all above, we forward the hypotheses as follows: 

H9: Work environment significantly influences learning performance. 

  H9-1: Continuous learning performance significantly influences learning 

performance. 

  H9-2: Support significantly influences learning performance. 

H10: Work environment significantly influences transfer performance. 

  H10-1: Continuous learning performance significantly influences transfer 

performance. 

  H10-2: Support significantly influences transfer performance. 

 

2.5 Conceptual framework 

The very common research about the training effectiveness was done by Baldwin 

and Ford (1988), which was updated by Ford and Weissbein (1997). They 

established a model as follow:  
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Figure 2.2 Baldwin and Ford's model  

(Source: Ford and Weissbein, 1997, p.24) 
 

Hyochang et al. (2007) and Vasilici and Maria (2012) set up a new model in their 

research, which followed the model established by Baldwin and Ford, but they 

modified to adapt to their research. 

Junchuan et al. (2001) divided the factors influence training effectiveness to 

internal factors which focus on training process and external factors which are 

beyond training process. The former ones include training preparation (training 

content, objective establishment, and so on) and training implementation (trainer 

teaching, training material, training method, training design, and so on); the latter 

ones are working environment (e.g.: stimulation from organizational system), 

interactive assessment, trainee’s characteristics (e.g.: learning attitude). They found 

that internal factors mainly influenced learning process, but external factors can 

influence not only the learning process, but also the applying process. On the other 
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hand, Tracey and Tews (1995) deemed that the recognition to training mainly come 

from the assessment of training need, training implementation, training assessment. 

Osman (2010) regarded the factors resulting from the employees as internal 

factors, and regarded the factors beyond the control of the employees as external 

factors. The latter was divided into two parts which are the one relating to the job 

(manager support, job specifications) and the other one relating to the organization 

(organizational culture).  

According to the prior researches, especially the model built by Ford et al. (1988, 

1997), factors influencing the training effectiveness of SMEs were got. Considering 

the characteristics of SMEs, the factors incorporate appropriate variables for SMEs 

in the hotel sector in China. These factors were considered more systematically, for 

example, demographics about respondents and hotels were tested, and training 

dimension included more than training design, comparing Baldwin and Ford’s model. 

The framework of our hypotheses is expanded as follow (Figure 2.3).  

In this framework, the training effectiveness is evaluated by learning performance 

and transfer performance. Factors needing to be evaluated are divided to five 

categories: demographics which include gender, age, marital status, educational level, 

and working years; trainee motivation; training which consists of training need, 

training design, training implementation, and training assessment; organization 

characteristics which are constituted by location of the hotel, hotel size, specific 

department or personnel, ownership form, and business length; work environment 

composes of continuous learning culture and support.  
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Figure 2.3 Conceptual framework 
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Chapter 3                                                    

Research methodology 

This paper will use quantitative research. 420 questionnaires were distributed to 

the objective group that was composed of trainees who had joined the training 

program. The topics of the methodology approach are is list as follows: 

3.1 Research design 

3.2 Population and sample 

3.2.1 Population size 

3.2.2 Sampling strategy 

3.3 Pretest of research instrument 

  3.3.1 Reliability test  

  3.3.2 Validity test 

3.4 Data collection  

3.4.1 Tools 

3.4.2 Plan 

3.5 Data analysis 
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3.1 Research design   

   Considering limitations from the time, finance, and human resource, this study 

focused on Hotel Sector in Beijing, and researched by five parts to assess what 

dominant factors influence the learning and transfer performance in this field, and 

how they work. Firstly, the study involves research review related books, literatures, 

journals, publications, and so on. Secondly, the study uses the quantitative method. 

Thirdly, the study involves collection of primary data via sampling survey in 

questionnaires distributing to trainees by the help from their department and human 

resource department of organization. Fourthly, the pretest of research instrument 

about the validity and reliability were carried out. Finally, the collected data was 

analyzed through descriptive statistics analysis, correlation analysis, Leavene’s test, 

independent-samples T-test, one-way ANOVA analysis, and Scheffe’s test, 

Brown-Forsythe test, Tamhane’s T2 test, partial correlation analysis, and regression 

analysis. 

   The design of questionnaires is according to the conceptual framework, and most 

of the questions are gathered or modified from previous studies. 

   There are three pairs of independent variable and dependent variables. In the first 

one, the independent variable (IV) is learning performance (LP), and the dependent 

variable (DV) is transfer performance (TP) (Figure 3.1). In the second one, 

independent variables are demographics, trainee motivation, training, organization 

characteristics, and work environment; the dependent variable is learning 

performance (Figure 3.2). In the third one, the independent variables are 
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demographics, trainee motivation, organization characteristics and work 

environment, and the dependent variable is transfer performance (Figure 3.3). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

All the above efforts were transferred to the following ten hypotheses: 

H1: Learning performance significantly influences transfer performance. 

H2: Training process related factors significantly influence learning performance.  

Learning performance 

 

Transfer performance 

Independent variable Dependent variable 

Figure 3.1 Relation model: LP & TP 

Figure 3.2 Relation model: 5 IV & LP 

Learning performance 
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Trainee motivation 
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Figure 3.3 Relation model: 4 IV & TP 
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H2-1: Training need significantly influences learning performance. 

  H2-2: Training design significantly influences learning performance. 

H2-3: Training implementation significantly influences learning performance. 

  H2-4: Training assessment significantly influences learning performance. 

H3: Demographics significantly influence learning performance. 

H3-1: There is significant difference between genders in terms of learning 

performance. 

H3-2: There is significant difference among age groups in terms of learning 

performance.  

H3-3: There is significant difference between marital statuses in terms of 

learning performance. 

H3-4: There is significant difference among educational levels in terms of 

learning performance. 

H3-5: There is significant difference among working years in terms of learning 

performance.  

H4: Demographics significantly influence transfer performance. 

H4-1: There is significant difference between genders in terms of transfer 

performance. 

H4-2: There is significant difference among age groups in terms of transfer 

performance.  

H4-3: There is significant difference between marital statuses in terms of 

transfer performance. 
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H4-4: There is significant difference among educational levels in terms of 

transfer performance. 

H4-5: There is significant difference among working years in terms of transfer 

performance.  

H5: Trainee motivation significantly influences learning performance. 

H6: Trainee motivation significantly influences transfer performance. 

H7: Organization characteristics significantly influence learning performance. 

H7-1: There is significant difference between locations in terms of learning 

performance. 

H7-2: There is significant difference among business lengths in terms of 

learning performance. 

H7-3: There is significant difference among number of rooms in terms of 

learning performance.  

H7-4: There is significant difference among number of employees in terms of 

learning performance.  

H7-5: There is significant difference between applications of specific 

department or personnel in terms of learning performance.  

H8: Organization characteristics significantly influences transfer performance. 

H8-1: There is significant difference between locations in terms of transfer 

performance. 

H8-2: There is significant difference among business lengths in terms of 

transfer performance. 
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H8-3: There is significant difference among number of rooms in terms of 

transfer performance. 

H8-4: There is significant difference among number of employees in terms of 

transfer performance. 

H8-5: There is significant difference between applications of specific 

department or personnel in terms of transfer performance. 

H9: Work environment significantly influences learning performance. 

  H9-1: Continuous learning performance significantly influences learning 

performance. 

  H9-2: Support significantly influences learning performance. 

H10: Work environment significantly influences transfer performance. 

  H10-1: Continuous learning performance significantly influences transfer 

performance. 

  H10-2: Support significantly influences transfer performance. 

 

3.2 Population and sample 

3.2.1 Population  

This study is applied to examine dominant factors influencing the training 

effectiveness of SMEs in Beijing, China, which focuses on the Hotel Sector.  

The population is the employees who work in small and medium hotels 

according to the data from National Bureau of Statistics of China. The population is 

150,808 (http://data.stats.gov.cn/workspace/index?m=fsnd).  
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3.2.2 Sampling strategy 

According to formula by Yamane (1973), the sample size of this study was 

calculated as follow: 

n= 21 Ne
N

+
, where, 

n= the size of the sample, 

N=the population, 

e²=probability of error. 

   So, with e=5%, the sample size for the study is: 

 n= 205.0808,1501
808,150
×+

 

 n=377.02 ≈ 378 

   So, the sample size is around 400 respondents when N=150,808, e=0.05 (at least 

95% confidence level). It was considered that 378 trainees adequate to present the 

total population of hotel sector’s SMEs in Beijing, China. Considering the invalid 

questionnaires that might exist, 400 questionnaires were distributed to ensure the 

valid questionnaires collected back are more than 378.  

   There are 16 districts in Beijing, so these 400 respondents were divided into 16 

groups. In order to ensure the coverage, they were selected in each district basing on 

the percentage of the respondents’ distribution in each district (Table 3.1). The 

respondents were selected randomly in this study. Data collection was questionnaire, 

and the hotels were visited one by one.  

   As mentioned above, this research adopted the trainee’s perspective. Majority of 

non-managerial employees are the passive receivers. They have no chance to choose 

the training and have to accept what has been arranged to them. However, their 
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perception can influence the learning performance and transfer performance, even 

the activeness of training participation in the future. Thus, non-managerial 

employees were determined to be the respondents.  

 

Table 3.1 Distribution of the employees working in SMEs of the hotel in Beijing 

No. District 
The amount of 

hotel 
The amount of 

employees 
Percentage 

of employees 
Sub-sample 

size 

1 Chaoang District 809 102,080 24.22% 97 

2 Dongcheng District 394 86,068 20.42% 82 

3 Haidian District 696 76,303 18.10% 72 

4 Xicheng District 473 50,789 12.05% 48 

5 Daxing District 85 22,791 5.41% 22 

6 Fengtai District 264 20,655 4.90% 20 

7 Shunyi District 88 18,042 4.28% 17 

8 Changping District 95 13,486 3.20% 13 

9 Shijingshan District 51 6,589 1.56% 6 

10 Huairou District 57 4,382 1.04% 4 

11 Fangshan District 61 4,053 0.96% 4 

12 Tongzhou District 44 4,029 0.96% 4 

13 Mentougou District 34 3,888 0.92% 4 

14 Miyun District 31 3,154 0.75% 3 

15 Pinggu District 31 2,620 0.62% 2 

16 Yanqing District 29 2,553 0.61% 2 

  Total 3,242 421,482 100.00% 400 

(Source: Beijing statistical information net) 

 

3.3 Pretest of research instrument 

   Accurateness and correctness of the developed scales and measurement variables 

is critical (Sekaran and Bougie, 2010). Punch (2005) regarded reliability and validity 

as main technical criteria for developing a measuring instrument. The results are 

considered right when a measure is valid and reliable. The pretest was carried out 
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and the scales frequently used by researchers were borrowed to ensure that the 

survey instrument is easy to understand for the respondents by evaluating its validity 

and reliability. 30 employees working in the SMEs of hotels in Beijing, China, were 

investigated during the middle ten-day of July, 2015. 

3.3.1 Reliability test 

   Reliability refers to the extent to which measurement of the particular test are 

repeatable, and is a scale to measure the quality of an important indicator. The 

analysis on reliability is called reliability analysis (Armor, 1974; Malhotra and Birks, 

1999). The reliability test is a process to indicate the correlation among items in each 

set variables. Retest reliability test and the Cronbach’s alpha coefficient were 

implemented here. The value of Cronbach’s Alpha is ranged from zero to one. Zero 

means there is no internal reliability, and one represents that there is perfect internal 

reliability. A commonly accepted rule of thumb for showing internal consistency is 

as follows (George and Mallery, 2003): 

       α ≥ 0.9, excellent 

       0.9 > α≥ 0.8, good 

       0.8 > α≥ 0.7, acceptable 

       0.7 > α≥ 0.6, questionable 

       0.6 > α≥ 0.5, poor 

       0.5 > α, unacceptable 

   It was followed in this study, and 0.7 is the cutoff value for being acceptable and 

reliable according to the suggestion from previous researches (Cronbach, 1951; Ebel, 
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1951; Nunnally and Bernstein, 1994). The results of pretest and final are shown as 

below: 

 

Table 3.2 Reliability test by Cronbach’s Alpha 

No. Variables Amount of items Cronbach’s Alpha 

Pretest Final 

     

1 Training 4 0.930 0.900 

 Training need 3 0.821 0.787 

 Training design 5 0.890 0.841 

 Training implementation 6 0.900 0.889 

 Training assessment 4 0.856 0.842 

2 Work environment 2 0.937 0.875 

 Continuous learning performance 6 0.883 0.885 

 Support 6 0.948 0.886 

3 Trainee motivation 7 0.860 0.845 

4 Learning performance 3 0.734 0.784 

5 Transfer performance 4 0.800 0.866 

    

According to the results in above Table 3.2, Cronbach’s alpha of the pretest 

ranged from 0.734 to 0.948, and the final test one is 0.784 to 0.900. The Cronbach’s 

alphas of learning performance in pretest, and learning performance and transfer 

performance in final test, are in the range of 0.7-0.8, which means it is acceptable. 

All other alphas are more than 0.8, which means they are in the good level. Thus, the 

questionnaire can produce consistent results.  

3.3.2 Validity test 

Validity is an integrated evaluative judgment of the degree to which empirical 

evidence and theoretical rationales support the adequacy and appropriateness of 

inferences and actions based on test scores or other modes of assessment (Messick, 
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1989). It is also defined that validity is the degree to which a test actually measure 

and capture a construct (McDaniel and Gates, 2012).  

There are three main types of validity, which are content validity, construct 

validity, and criterion validity (Guion, 1980; Brown, 1996).  

Content validity refers to the extent to which a measure represents all facets of a 

given social construct. It is very helpful that evaluating whether test items assess 

defined content by recognized subject matter experts (Wikipedia, 2015b), 

furthermore, more number of items used for measuring the concept leads to higher 

content validity of the scale (McDaniel and Gates, 2006; Sekaran and Bougie, 2010; 

Churchill et al., 2013).  

Construct validity is the degree to which a test measures what it claims, or 

purports, to be measuring (Brown, 1996; Cronbach and Meehl, 1995; Polit DF Beck 

CT, 2012). It is defined as the overarching concern of validity research in modern 

validity theory (Messick, 1995; Schotte et al., 1997). Construct validity consists of 

convergent validity and discriminant validity. Convergent validity refers to the 

degree to which two measures of constructs that theoretically should be related, are 

in fact related. In contrast discriminant validity tests whether concepts or 

measurements that are supposed to be unrelated are, in fact, unrelated (Campbell, 

1995). Multitrait-multimethod matrix (MTMM), factor analysis and structural 

equation modeling (SEM) are the methods used for testing the construct validity. 

Criterion validity evidence involves the correlation between the test and a 

criterion variable (or variables) taken as representative of the construct (Wikipedia, 

https://en.wikipedia.org/wiki/Social_construct
https://en.wikipedia.org/wiki/Convergent_validity
https://en.wikipedia.org/wiki/Discriminant_validity
https://en.wikipedia.org/wiki/Multitrait-multimethod_matrix
https://en.wikipedia.org/wiki/Factor_analysis
https://en.wikipedia.org/wiki/Structural_equation_modeling
https://en.wikipedia.org/wiki/Structural_equation_modeling
https://en.wikipedia.org/wiki/Criterion_validity
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2015c).  

There are three steps to test the validity of questionnaires. 

 First of all, expert judgment method which is an approach for soliciting 

informed opinions from individuals with particular expertise was applied (Smit and 

Wandel, 2006). The specialists in the area of human resource development or 

management in hotel industry were asked to evaluate whether the factors influence 

the training effectiveness.  

Then, professionals of English and Chinese language were invited to evaluate the 

quality of the translation between two versions. 

Finally, the 30 employees were asked to fill out the questionnaires and to give 

suggestion about any item that could be ambiguous or hard to understand or difficult 

to answer. The time respondents took were test in the same time. 

There are 49 questions in total, and the average time needed to finish the 

questionnaire is seven minutes, which is regarded as acceptable (Paul, 2010).  

Basing on comments and suggestions from each step of validity test, some items 

in the questionnaires were modified or eliminated or added, and then move on to the 

next step. The degree of content validity, language accuracy, and question clarity was 

improved. The final version of the questionnaires is shown in Appendix. 

 

3.4 Data collection 

3.4.1 Tools 

The questionnaires were designed according to the conceptual framework and 
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divided into six parts. The first part is demographic which is designed to gather the 

basic personal information. The second part is designed to gather the training data of 

the training program, in which involves training need, training design, training 

implementation, training assessment.  The third part is about the work environment, 

which includes continuous learning culture and support from colleagues or 

management. The fourth part focuses on trainee motivation. The fifth part is about 

learning performance. The last part is related to transfer performance.  

The types and designs of questionnaires depend on the studies that have been 

carried out. It focuses on the perception of the training factors and training 

effectiveness from trainees. It was designed in English first and then translated into 

Chinese by the author, so that the respondent found that it was easy to understand the 

content, and they could finish the survey more smoothly and accurately. 

Part 1: Demographic (Table 3.3) 

  

Table 3.3 Demographic 

No. Items References 

(1) Gender 

Vimala and Yanan (2011) 

(2) Age 

(3) Marital status (Single or Married) 

(4) Educational level 

(5) Working years 

    

   This part gains the basic information of the respondent. There are five questions 

including gender, age, educational level, and working years. The gender and marital 

status are nominal scale; the others are ordinal scales. 

   From the second part to the fifth part, all of the questions are measured with the 
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five point Likert-type scale (Strongly Disagree=1, Disagree=2, Neutral =3, Agree=4, 

Strongly Agree=5). 

Part 2: Training (Table 3.4) 

 

Table 3.4 Training 

No. Items References 

 1. Training need  

(1) The needs assessment was conducted before training every time. 

Tun-chun (2001), 
Swaminathan and Gowri (2011), 
Xinyuan et al. (2004) 

(2) 
The information gained from the training program is what I 
need in the job assignment. 

(3) 
What the training provided was appropriately matched with 
training needs of our job. 

 2 .Training design  

(4) There are clear objectives for training. 
Tun-chun (2001), 
Hyochang et al. (2006), 
Scott et al. (1993), 
Xinyuan et al. (2004), 
Akhila et al. (2011) 

(5) 
The training content is helpful in performing the job-related 
task. 

(6) I feel the material used in training is appropriate me. 

(7) Training adopted appropriate pedagogical methods. 

(8) The time allotted for the course is appropriate. 

 3.Training implementation  

(9) Instructor’s knowledge about the subject is knowledgeable. 

Akhila et al. (2011), 
Xinyuan et al. (2004), 
Osman (2010), 
Swaminathan and Gowri (2011) 

(10) We have good interaction with the trainer. 

(11) The training was organized well. 

(12) Instructor has a positive attitude. 

(13) Teaching style of the trainer is popular. 

(14) I feel comfortable with the training environment. 

 4. Training assessment  

(15) I was evaluated after the training program. Swaminathan and Gowri (2011), 
Xinyuan et al. (2004), 
Tun-chun (2001) 

(16) Training program was evaluated strictly. 

(17) The training result will be put into my file in the hotel. 

   The second part is related to the training process, which composed of four 

dimensions. The questionnaires of four dimensions scale are mainly based on the 

previous study.  
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   There were twenty-one questions in this part, of which, three questions for the 

training need dimension, five questions for the training design, six questions for the 

training implementation, and three questions for the training assessment. 

Part 3: Work environment (Table 3.5) 

   The third part is the work environment. This variable is divided in to two 

dimensions, which are continuous learning culture and support from management 

and peers. They are evaluated six questions and five questions respectively. In other 

words, there are 11 questions in total.  

 

Table 3.5 Work environment 

No. Items References 

 1. Continuous learning culture  

(1) 
Management openly expresses their support to continuous 
learning. 

Tracey et al. (1995), 
Tung-Chun (2001) 

(2) Job assignments are made in the employee’s area of interest. 

(3) Job assignment is designed to promote personal development. 

(4) 
Job assignments are challenges that stretch employees’ knowledge 
to the limit. 

(5) 
There is a performance appraisal system that ties financial rewards 
to competence. 

(6) 
I feel the training expenditures almost never cut down even though 
during business downturn or economic recessions. 

 2. Support  

(7) 
My supervisor views employee development as an important 
aspect of his/her job. 

Jane (1998),  
Dan and Amanuel (2005), 
Noe and Schmitt (1986) 

(8) 
My supervisor creates conditions to me to apply what I learned in 
the training program. 

(9) 
My supervisor lets me know how well I am performing during the 
application. 

(10) My supervisor provides me with the time when I join the training. 

(11) 
It will be easy for me to apply my skills because of the relations 
with my peers.  
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Part 4: Trainee motivation (Table 3.6) 

   The fourth part is related to trainee, which includes two dimensions. There are 

six questions for motivation. 

 

Table 3.6 Trainee motivation 

No. Items References 

(1) 
I do not seem capable of dealing with most problems that come up 
in my career. 

Kossek et al. (1998), 
Hyochang et al. (2006), 
Dan and Amanuel (2005), 
Noe and Schmitt (1986),   
Pugh and Bergin (2006) 

(2) I think training is a good chance to improve my task ability. 

(3) 
Increasing my capability through training will help me perform my 
job better. 

(4) 
Increasing my capability through training will help me obtain a 
salary increase. 

(5) I will try to learn as much as I can. 

(6) 
I want to apply what I learned into my job assignment as soon as I 
can. 

 

Part 5: Learning performance (Table 3.7) 

   The fifth part is learning performance. It covers two questions. 

 

Table 3.7 Learning performance 

No. Items References 

   
(1) I have understood all of what was taught in the 

training program. 
Lee (1995), W Leslie (2012),  
The Ministry of Labor and Social Security, 
& China association of worker education 
and vocational training (2008) 

(2) I believe that I’ve learned better than the others. 

(3) I got new ideas to deal with the job assignment.  

 

Part 6: Transfer performance (Table 3.8) 

   The last part is transfer performance, and evaluated by three questions. 
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Table 3.8 Transfer performance 

No. Items References 

(1) I feel I am using what I learned from the training in my daily work. 

Rouiller and Goldstein  (1993),  
Xiao (1996), Gist et al. (1991) 

(2) 
I can accomplish the job tasks better by using new knowledge 
acquired from the training course. 

(3) I have monitored my progress in the use of what I learned. 

 

Part 7: Organization characteristics (Table 3.9) 

   This part gains the basic information of the hotel investigated. There are items 

including location, business length, number of rooms, number of employees, and 

specific department (dep.) or personnel. The items of location and specific 

department (dep.) or personnel are nominal scale, and others are ordinal scales. 

 

Table 3.9 Organization characteristics 

No. Items References 

(1) Size Baldwin and Johnson (1995), 
National centre for vocational education 
research (2013), 
Intan et al. (2011), Elias and Healey (1994) 

(2) Location 
(3) Business length 

(4) Specific department (dep.) / personnel 

   

3.4.2 Plan 

On door to door basis, 41% of the hotels were randomly visited. The research 

sought help from well-connected friends who could reach to the respondents, which 

made the other 59% of the hotels invested. Questionnaires were randomly sent out to 

the respondents from 16 districts of Beijing. The completed survey forms were 

collected directly.  

According to the previous analysis, for the purpose of getting the general result, 

the respondents were non-managerial employees in each district who were working 
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in small and medium hotels, and had joined a training program at least in Beijing, 

China, were selected here. This study used quota sampling and simple random 

sampling. However, the quota is the distribution of the respondents, rather than the 

hotels. In other words, if it is possible that the researcher can collect back enough 

quality questionnaires by visiting only one hotel, but, comparatively, more hotels 

were visited if more respondents distribute that district (Table 3.10). 

 

Table 3.10 Distribution of the visited hotels 

No. District 
The amount of 

employees 
Percentage of 

employees 
Sub-sample 

size 
Visited hotels 

1 Chaoang District 102,080 24.22% 97 4 

2 Dongcheng District 86,068 20.42% 82 8 

3 Haidian District 76,303 18.10% 72 8 

4 Xicheng District 50,789 12.05% 48 5 

5 Daxing District 22,791 5.41% 22 2 

6 Fengtai District 20,655 4.90% 20 4 

7 Shunyi District 18,042 4.28% 17 1 

8 Changping District 13,486 3.20% 13 2 

9 Shijingshan District 6,589 1.56% 6 2 

10 Huairou District 4,382 1.04% 4 1 

11 Fangshan District 4,053 0.96% 4 3 

12 Tongzhou District 4,029 0.96% 4 1 

13 Mentougou District 3,888 0.92% 4 1 

14 Miyun District 3,154 0.75% 3 1 

15 Pinggu District 2,620 0.62% 2 2 

16 Yanqing District 2,553 0.61% 2 1 

  Total 421,482 100.00% 400 46 

 

The information about the size of the hotel and whether there is a specific 

position to organize and implement employee training were collected by the 

instrument in Appendix 2 and Appendix 4. Whether they influence training 

effectiveness was tested.  
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The empirical data was mainly collected between 10 August and 10 September, 

2015. 

 

3.5 Data analysis 

The score on a 5-point Likert-type scale was used in this study.  

According to the calculate formula which is to find the level of opinion: 

(Highest point –lowest point) / scale point  

= (5-1)/5 = 0.8  

So, the scale ranges are shown in Table 3.11. 

 

Table 3.11 Scale ranges 

4.21 – 5.00 Strongly agree 

3.41 – 4.20 Agree 

2.61 – 3.40 Neutral 

1.81 – 2.60 Disagree 

1.00 – 1.80 Strongly disagree 

 

The collected data was analyzed through the following methodologies. 

Descriptive analysis, Leavene’s test, independent-samples T-test, one-way 

ANOVA analysis, Scheffe’s test, Brown-Forsythe test and Tamhane’s T2 test were 

used for analyzing the personal information and hotel information (Sadegh and 

Azadeh, 2012). The information was shown into frequency and proportion 

respectively in the table first, then the factors were described one by one (William, 

2003). At last, dominant factors about personal and hotels were got. 

Descriptive analysis was used for analyzing the level of agreement. 
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   Correlation analysis was used for testing whether there were close relationship 

between independent variables and dependent variables. The factors did not 

significantly influence the dependent variables were rejected. Pearson correlation 

coefficient (R) and the Probability (P) were used in the study (Iman, 2013; James, 

1996; Anderson et al, 2013).  

   Based on the result of correlation analysis, partial correlation analysis, and 

regression analysis mainly were used to finally get the dominant factors, and test 

how these factors influenced the dependent variables (New York University; Dan 

and Amanuel, 2005; Nurhazani and Issam, 2012; Xinyuan et al., 2004).  

   Inferential statistics was used basing on the results of hypotheses test. The factors 

do not significantly influence training effectiveness were rejected, and the dominant 

factors were found finally.  

 

 

 

 

 



 
 

Chapter 4                                                        

Data analysis and results 

Data analysis is considered to be the most important part of the research process. 

The objective of this chapter is to analyze and interpret detailed information acquired 

from the questionnaire survey which is based on the conceptual framework of the 

study in order to answer the research objectives. The analysis result is presented in 

this chapter. The descriptive statistics, correlation analysis, Leavene’s test, partial 

correlation analysis, independent-samples T-test, one-way ANOVA analysis, 

Scheffe’s test, Brown-Forsythe test, Tamhane’s T2 test, and regression analysis were 

adopted to analysis the data from 378 valid questionnaires. In this chapter, the results 

of the data analyses consist in four parts as follows: 

4.1 Summary of the demographic information 

4.2 Level of agreement analysis of the sample data  

4.3 Data analysis and findings 

   4.3.1 Correlation analysis 

4.3.2 Hypothesis testing 

4.3.3 Summary of the hypothesis testing result 
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4.1 Summary the demographic information by using descriptive analysis 

 

Table 4.1 Distribution of the qualified returned questionnaires 

 

The 400 questionnaires were issued to the non-managerial employees who are 

working in small and medium hotels in 16 districts distributed through Beijing. 

Three hundred seventy eight qualified returned questionnaires were recruited. The 

distribution list is in the above Table 4.1. It is found that 308 respondents are from 

the hotels in downtown, and the rest are from the hotels in suburb. The demographic 

No. Location District 
The amount of 

employees 
Percentage 

Sub-sample 
size 

1 

Downtown 

Dongcheng District 86,068 20.42% 77 

2 Xicheng District 50,789 12.05% 46 

3 Chaoang District 102,080 24.22% 92 

4 Haidian District 76,303 18.10% 68 

5 Fengtai District 20,655 4.90% 19 

6 Shijingshan District 6,589 1.56% 6 

 Total  342,484 81.25% 308 

7 

Suburb 

Daxing District 22,791 5.41% 20 

8 Shunyi District 18,042 4.28% 16 

9 Changping District 13,486 3.20% 12 

10 Huairou District 4,382 1.04% 4 

11 Fangshan District 4,053 0.96% 4 

12 Tongzhou District 4,029 0.96% 4 

13 Mentougou District 3,888 0.92% 3 

14 Miyun District 3,154 0.75% 3 

15 Pinggu District 2,620 0.62% 2 

16 Yanqing District 2,553 0.61% 2 

 Total  78,998 18.75 70 

Total   421,482 100.00% 378 
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detail of the 378 respondents and the 46 hotels was divided into two parts: frequency 

and percent in which were listed below Table 4.2. 

 

Table 4.2 Demographic of respondents 

 

In the above Table 4.2, there are five items which are gender, age, marital status, 

educational level, and working years. 

Gender: The table illustrates that the gender of the respondents contains 132 

male and 246 female which equals to 34.9% of all respondents for male and 65.1% 

for female.  

Age: It was divided in to six groups. The majority of the respondents are 23-27 

years old, which has 129 or 34.1% respondents. The second most group is 18-22 

Demographic Frequency Percent 

Gender 
Male  132 34.9 

Female  246 65.1 

Age 

18-22  106 28.0 

23-27  129 34.1 

28-32  58 15.3 

33-37  31 8.2 

38-42  26 6.9 

Over 42 years old  28 7.4 

Marital status 
Single  211 55.8 

Married  167 44.2 

Educational level 

Under high school  76 20.1 

High school  129 34.1 

Associate, bachelor  169 44.7 

Master  4 1.1 

Working years 

Below 3 years  142 37.6 

3-6 years  129 34.1 

7-10 years  50 13.2 

11-14 years  18 4.8 

Over 14 years  39 10.3 
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years old which is equal to 28.0%. The third group is 28-32 years old which accounts 

for 15.3% of the respondents. The fourth group and fifth group are 33-37 years old 

and over 42 years old separately. The last group is the respondents who are 38-42 

years old, which has 26 respondents and equals to 6.9%. 

Marital status: The marital status includes single and married. Two hundred and 

eleven respondents are single and it equals to 55.8%. One hundred and sixty-seven 

respondents are married and it is equals to 44.2%. 

Educational level: The majority of the educational level of respondents is 

bachelor degree which has 169 respondents with 44.7%. One hundred and 

twenty-nine and 34.1% respondents are with high school diploma, which ranked as 

second group. The third group is under high school and has 76 respondents with 

20.1%. Only four and 1.1% of respondents graduated a master degree. In addition, 

there is no respondent with over master degree. 

Working years: There are 142 or 37.6% of the respondents who was in the 

biggest group working less than three years. The second biggest group consists in the 

respondents working 3-6 years, which has 129 or 34.1% respondents. The third 

group and fourth group are the respondents who working 7-10 years and over 14 

years respectively. At last, there are only 18 or 4.8% respondents working 11-14 

years. 

 

 

 
 



63 
 

Table 4.3 Organization characteristics 

 

In above Table 4.3, there are five items which are location, business length, 

number of rooms, number of employees, and specific department or personnel. 

Location: There are 284 or 75.1% respondents distributed in hotels in downtown 

of Beijing. The left ones are in suburbs which accounts for 24.1%. 

Business length: The majority of the business length of the hotels the 

respondents coming from is more than nine years. There are 207 respondents with 

44.7%. The second most group is 4-6 years which is equal to 25.4%. The third group 

is less than four years and has 42 respondents with 11.1%. The last group is 7-9 

years, which has 30 respondents with 7.9%.  

Number of rooms: The majority of the respondents come from the hotels with 

51-299 rooms, which has 265 respondents with 70.1%. There are 63 or 16.7% 

respondents coming from the hotels with 300-600 rooms. The last group is the ones 

from the hotels less than 51 rooms, which has 50 or 13.2% respondents 

Demographic Frequency Percent 

Location 
Downtown 284 75.1 

Suburbs 91 24.1 

Business length (year) 

＜4 42 11.1 

4-6 96 25.4 

7-9 30 7.9 

＞9 207 54.8 

Number of rooms (R) 

＜51 50 13.2 

51-299 265 70.1 

300-600 63 16.7 

Number of employees (E) 
10-99 195 51.6 

100-299 183 48.4 

Specific department / personnel 
Exist 225 59.5 

Null 153 40.5 



64 
 

Number of employees: The 195 or 51.6% respondents come from the hotels with 

10-99 employees, and 48.4% of them come from the hotels with 100-299 employees. 

The proportion of each group is almost in the same level. 

Specific department / personnel: The table illustrates that 225 or 59.5% 

respondents are from the hotels with specific department or personnel. The left part 

comes from the hotels that there is no specific department or personnel, which has 

153 respondents with 40.5%  

 

4.2 Level of agreement analysis of the sample data  

The level of agreement from respondents on training, work environment, trainee 

motivation, learning performance and transfer performance is shown in the below 

Table 4.4.  

The mean of agreement of respondent for each item indicates the level of agree 

of that item, which Std. deviation (S.D.) indicates the standard deviation of 

importance. Since the means of all variables range from 3.41 to 4.20, they are 

described as agree.  

The training is ranked with the mean score of 3.661and S.D. of 0.706, which is 

considered as agree. This independent variable distributed four items which are 

training need, training design, training implementation, and training assessment. The 

mean of the training need is 3.620 and S.D. is 0.864. The mean of the training design 

is 3.706 and S.D. is 0.746. The mean of the training implementation is are 3.727 and 

S.D. is 0.746. The mean of the training assessment is 3.535 and S.D. is 0.886.  



65 
 

 

Table 4.4 Level of agreement 

Note: Std. is standard. 
 

Therefore, each of them is considered as agree. 

The data are presented in terms of mean and standard deviation of respondents. It 

can be seen that there is one independent variable shows most important level to 

training effectiveness which is evaluated by learning performance and transfer 

performance. The variable is work environment with the mean of 3.739 out of five 

scales. The work environment is divided into two dimensions, which are continuous 

learning culture and support. The continuous learning culture has the mean as 3.667 

and S.D. as 0.745. The support has the mean as 3.800 and S.D. as 0.768, which is 

considered as agree. 

The last variable is trainee motivation which has the mean with 3.691 and S.D. 

with 0.707, so it is considered as agree. 

Learning performance which has the mean of 3.676 and S.D. of 0.749 is 

Item Mean Std. Deviation Level of Agreement 

Training 3.661 0.706 Agree 

Training need 3.620 0.864 Agree 
Training design 3.706 0.746 Agree 

Training implementation 3.727 0.746 Agree 

Training assessment 3.535 0.886 Agree 

Work environment 3.739 0.713 Agree 

Continuous learning culture 3.677 0.745 Agree 
Support 3.800 0.768 Agree 

Trainee motivation 3.691 0.707 Agree 

Learning performance 3.676 0.749 Agree 

Transfer performance 3.746 0.776 Agree 

Training effectiveness 3.71 0.699 Agree 
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considered as agree too. 

The independent variables transfer performance was considered as agree, which 

has the mean as 3.746 and S.D. as 0.776. In addition, training effectiveness having 

the mean of 3.71 and S.D. of 0.699 is considered as agree. 

 

4.3 Data analysis and findings 

The data analysis consisted of correlation analysis, hypothesis test and summary 

of the hypothesis results. 

4.3.1 Correlation analysis 

“Correlation” is a statistical technique which can show whether and how strongly 

pairs of variables are related. It was used for testing whether there were close 

relationship between training need, training design, training implementation, training 

assessment, continuous learning culture, support, trainee motivation, learning 

performance and transfer performance. Pearson correlation coefficient (R) and the 

Probability (P) were used in the study. 

The R reflects the degree of linear relationship between two kinds of variables. It 

ranges from -1 to +1. If R is positive, it means that one variable gets larger as the 

other one gets larger. If R is negative, it means that one variable gets larger as the 

other one gets smaller. +1 is a perfect positive (increasing linear relationship), while 

-1 is a perfect negative (decreasing linear relationship). If R is zero, no correlation 

exists there (Iman, 2013). Correlation is an effect size and so we can verbally 

describe the strength of the correlation using the guide that James (1996) suggested 
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for the absolute value of R: 

 0.00 ≤ |R| ≤ 0.19, very weak correlation  

 0.20 ≤ |R| ≤ 0.39, weak correlation  

 0.40 ≤ |R| ≤ 0.59, moderate correlation 

 0.60 ≤ |R| ≤ 0.79, strong correlation  

 0.80 ≤ |R| ≤ 1.0, very strong correlation  

The P values range from zero to one as follows (Anderson et al, 2013):  

 P = 0.050, the threshold of statistical significance  

 0.000 ≤ P ≤ 0.050, strong significance  

 0.050 ≤ P ≤ 1.000, no significance  

The correlation matrix is summarized in the Table 4.5 as follow: 

 

Table 4.5 Correlation matrix 

Note:  
1. ** Correlation is significant at the 0.01 level (2 tailed) 
2. TN = Training need, TD = Training design, TI = Training implementation,  
  TA = Training assessment, CLC = Continuous learning culture, Su = Support,  
  TM = Trainee motivation, LP = Learning performance, TP = Transfer performance. 

 

The correlation matrix proved that all the variables were related significantly 

 TN TD TI TA CL Su TM LP TP 

TN 1         

TD 0.724** 1        

TI 0.645** 0.773** 1       

TA 0.617** 0.666** 0.675** 1      

CLC 0.618** 0.675** 0.684** 0.649** 1     

Su 0.565** 0.611** 0.655** 0.592** 0.778** 1    

TM 0.504** 0.494** 0.462** 0.436** 0.532** 0.517** 1   

LP 0.514** 0.525** 0.524** 0.451** 0.521** 0.497** 0.630** 1  

TP 0.598** 0.595** 0.602** 0.516** 0.614** 0.604** 0.680** 0.682** 1 
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with each other, which provides an adequate basis that the multiple regression 

analysis can be taken to find what kind of relationship between each dependent 

variables and dependent variable.  

4.3.2 Hypothesis testing 

The hypothesis of H1, H2, H5, H6, H9 and H10 were tested by Leavene’s test, 

partial correlation analysis and regression analysis. R square (R²) and adjusted R 

(△R²) square were used for testing how much the independent variables contributed 

to the variance in dependent variables separately. F value was used to test the 

significance of the model as a whole. t values are used to test whether there is a 

significant linear relation between each explanatory variable and the 

explained variable.  

In addition, the cumulative probability of standardized residual figure and 

Durbin-Watson test were used to test the whether the regression equation can reflect 

the characteristics and change rule of explained variables. The judgment standards of 

observed value (DW) are as follows (Wei Xue, 2006): 

DW = 4, perfect negative autocorrelation 

DW= (2, 4), negative autocorrelation 

DW =2, no autocorrelation 

DW = (0, 2), positive autocorrelation 

DW = 0, perfect positive autocorrelation 

The range of 1.5＜DW＜2.5 is assumed that independence is satisfied (Iqbal, 

2008).  
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Silvey (1969) reported that the problem of multicollinearity has remained the 

center of attraction in the literature of linear regression analysis for a long time. It 

arises when the explanatory variables in the linear regression model are correlated 

and thus one or more columns of the design matrix form a ‘near’ linear combination 

with other columns. It inflates the variance of ordinary least squares estimator, in 

other words, the small errors in input may cause large errors in the output (Wissmann 

et al., 2007).  

Tolerance (Toli), variance inflation factor VIF and condition index (ki) were used 

to test whether there is significant linear relationship among explanatory variables.  

The value range of Tolerance is 0~1. There is stronger multicollinearity when the 

value of tolerance is closer to zero, on the contrary, there is weaker multicollinearity 

when the value of tolerance is closer to one (Wei Xue, 2006).  

As the reciprocal of tolerance, there is weaker multicollinearity when the value 

of VIF is closer to one, and there is stronger multicollinearity when the value of VIF 

is bigger (Wei Xue, 2006). In addition, it is widely accepted as follow (Baidu 

encyclopedia, 2015b): 

0<VIF<10，no multicollinearity 

10≤VIF<100，strong multicollinearity 

VIF≥100，serious multicollinearity 

To condition index, the guide that Wei Xue (2006) suggested is used in this 

study: 
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0 ≤ ki ＜ 30, weak multicollinearity  

 30 ≤ ki ＜ 100, strong multicollinearity  

ki ≥ 100, very strong multicollinearity 

In addition, H3 and H4 were tested by Leavene’s test, independent-samples 

T-test, one-way ANOVA analysis, and Scheffe’s test. H7 and H8 were tested by 

Leavene’s test, independent-samples T-test, one-way ANOVA analysis, and 

Brown-Forsythe test, and Tamhane’s T2 test. 

 H1：Learning performance significantly influences the transfer performance. 

To investigate the influence of learning performance as the independent variable 

on transfer performance as the dependent variable, the regression analysis was used 

for testing the hypothesis.  

 

Table 4.6 Regression of transfer performance on learning performance (1) 

 

The results are reported in above Table 4.6, the regression was statistically 

significant (F=326.878, P＜0.05), and learning performance could explain 46.5% (R

²=0.465) of the variation of the transfer performance. It was found that there almost 

is a Gaussian distribution (Normal distribution) with zero mean about residuals in 

below Figure 4.1. Basing the results in following Table 4.7, the reasonable regression 

equation for transfer performance is 

       TP=1.147+0.707LP 

TP is transfer performance, and LP is learning performance. 

Model Name R R² F P-value 

Linear 0.682 0.465 326.878 0.000 
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In a word, learning performance positively affects the transfer performance, 

because B=0.707, which is more than zero. 

 

Table 4.7 Regression of transfer performance on learning performance (2) 

 

 
Figure 4.1 Cumulative probability of standardized residual (Regress transfer 

performance on learning performance) 
 

H2: Training process related factors significantly influence the learning 

performance. 

H2-1: Training need significantly influences learning performance. 

  H2-2: Training design significantly influences learning performance. 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t P-value 

B Std. Error Beta 

(Constant) 1.147 0.147  7.823 0.000 

Learning performance 0.707 0.039 0.682 18.080 0.000 
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H2-3: Training implementation significantly influences learning performance. 

  H2-4: Training assessment significantly influences learning performance. 

To examine how the training factors influence the learning performance, multiple 

regression analysis was carried out between the learning performance scores and the 

predictor variables. The predictor variables were training need, training design, 

training implementation, and training assessment. In addition, partial correlation 

analysis was used for testing this group of hypotheses too. 

 

Table 4.8 Regression of learning performance on training (1) 

Note: 
a. Predictors: (Constant), training design 

b. Predictors: (Constant), training design, training need 

c. Predictors: (Constant), training design, training need, training implementation 
 

According to the results above (Table 4.8), because the R²and adjusted R²

increased from Model 1 to Model 3, and the standard error of the estimate decreased 

accordingly, Model 3 has the best goodness of fit (0.336＞0.313＞0.275, 0.331＞

0.309＞0.274), so Model 3 was chosen. The results about the Model 3 would be 

used for analysis. The training assessment was removed according to the results of 

partial correlation (r=0.036, P=0.486) shown in above Table 4.9. It proved the results 

of correlation analysis that the Pearson correlation coefficient of training assessment 

to both learning performance and transfer performance are lowest, comparing 

Model 
Name 

R² 
Adjusted 

R² 
Std. Error of 
the Estimate 

F P-value Durbin-Wat
son 

1 0.275a 0.274 0.63827 142.936 0.000 

1.873 2 0.313b 0.309 0.62230 85.459 0.000 

3 0.336c 0.331 0.61260 63.110 0.000 
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training need, training design, and training implementation to learning performance 

and transfer performance. They are 0.451 and 0.516 respectively (Table 4.5).  

 

Table 4.9 Partial correlation 

 

According to the results in Table 4.8, the regression equation of Model 3 was 

statistically significant (F=63.110, P＜0.05).  

The regression equation can explain the change rule of the explained variables 

well because the DW is very close to two (DW=1.873), and within the range (1.5

＜DW＜2.5). In addition, it is found that the residuals almost appear a Gaussian 

distribution with zero mean in following Figure 4.2.  

As shown in below Table 4.10, the tolerances of training implementation, 

training need, and training design is nether closes to zero very much, nor closes to 

one. However, each VIF is less than ten, and every condition index is less than 30, so 

there is weak multicollinearity.  

According to the value and significance of F, results of residual analysis and 

multicorllinearity test, it can be concluded that the regression equation of Model 3 is 

appreciate to explain the leaner relationship between learning performance and all of 

Variables Control for r P-value 

Training assessment 
Training need, training design,  
training implementation 

0.036 0.486 

Training need 
Training, design, training assessment, 
training implementation, 

0.179 0.000 

Training design 
Training implementation,  
training assessment, training need 

0.104 0.044 

Training implementation 
Training assessment, training need,  
training design 

0.161 0.002 
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the explanatory variables which were training implementation, training design, and 

training need.  

 

 
Figure 4.2 Cumulative probability of standardized residual (Regress learning 

performance on training) 
 

The results of the test about each independent variable in Model 3 were shown in 

Table 4.10. 

Considering the value of T-test in Table 4.10, t value of training implementation 

is 3.6000 and the P-value is 0.000 which is below the level of significance or the 

alpha level (α=0.05) for the hypothesis test. The relationship between training 

implementation and learning performance was β=0.245. 

The t value of training need is 3.818, and the P-value is 0.000 which is less than 

0.05. The relationship between training need and learning performance was β
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=0.206. 

The last t value is 2.189, and the P= 0.029 which less than 0.05. The relationship 

between training design and learning performance was β=0.165. 

According to the value of standardized coefficients, training implementation is 

the most important variable influencing the learning performance, and followed by 

training need and training design (0.244＞0.238＞0.164).  

The reasonable regression equation for learning performance is  

       LP=1.408+0.245TI+0.206TN+0.165TD 

LP is learning performance, TI is training implementation, TN is training need, 

and TD is training design. 

In conclusion, training implementation, training need, and training design had 

significantly positive influence on the learning performance. In other words, there 

will be the better learning performance if better training need, training design, 

training implementation are supplied. The variable of training assessment was 

rejected in this study. 
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Table 4.10 Regression of training on learning performance (2) 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients t P-value 

Collinearity Statistics Condition 
Index 

Model B Std. Error Beta Tolerance VIF 

1 
(Constant) 1.723 0.167  10.340 0.000   1.000 

Training Design 0.527 0.044 0.525 11.956 0.000 1.000 1.000 10.053 

2 

(Constant) 1.599 0.165  9.705 0.000   1.000 

Training Design 0.323 0.062 0.321 5.177 0.000 0.476 2.102 10.254 

Training Need 0.244 0.054 0.281 4.533 0.000 0.476 2.102 15.753 

3 

(Constant) 1.408 0.171  8.250 0.000   1.000 

Training Implementation 0.245 0.068 0.244 3.600 0.000 0.387 2.583 21.834 

Training Need 0.206 0.054 0.238 3.818 0.000 0.458 2.184 15.696 

Training Design 0.165 0.075 0.164 2.189 0.029 0.315 3.172 11.822 
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H3: Demographics significantly influence the learning performance. 

H3-1: There is significant difference between genders in terms of learning 

performance. 

H3-2: There is significant difference among age groups in terms of learning 

performance.  

H3-3: There is significant difference between marital statuses in terms of 

learning performance. 

H3-4: There is significant difference among educational levels in terms of 

learning performance. 

H3-5: There is significant difference among working years in terms of learning 

performance.  

Leavene’s test was used for testing whether variances are equal or not. 

Independent-samples T-test was used for testing whether the gender and marital 

status significantly influence the learning performance. One-way ANOVA analysis 

and Scheffe’s test were used for testing whether age, educational level, and working 

years significantly influence the learning performance. 

 

Table 4.11 Influence of gender on learning performance (Group statistics) 

 

From the above Table 4.11, it can be observed that, in the gender, the number of 

male respondents was 132 and the number of female respondents was 246. The male 

 N Mean Std. Deviation Std. Error Mean 

Male 132 3.6970 0.83646 0.07280 
Female 246 3.6653 0.69888 0.04456 
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respondents averaged 3.70 (S.D.=0.84) and the female respondents averaged 3.67 

(S.D.=0.70), which means that learning performance of male was better than female 

by comparing the mean of two groups. However, the further test is needed to make 

sure the difference is because of the sampling error or system. 

According to the results in the below Table 4.12, the variances of these two 

groups were same (F=3.451, P＞0.05). Therefore, the results in the fourth column 

were used. Because t=0.391 and P＞0.05, there was no significance difference 

between the means of two groups, which means gender is not one of the dominant 

factors influencing the learning performance. In addition, zero was in the 95% 

confidence interval of the difference (-0.12739, 0.19070), which supported the result 

from other side.  

 

Table 4.12 Influence of gender on learning performance (T-test) 

 

According to the following Table 4.13 about marital status, there were 211 single 

respondents and 167 married ones. The former averaged 3.675 (S.D.=0.71) and the 

 The score of learning performance 

 
Equal variances 

assumed 
Equal variances 

not assumed 

Levene’s test for 
equality of variances 

F  3.451  

P-value  0.064  

T-test of means 

t  0.391 0.371 

df  376 230.248 

P-value (Two tailed)  0.696 0.711 

Mean Difference  0.03166 0.03166 

Std. Error Difference  0.08089 0.08536 

95% Confidence Interval 
of the Difference 

Lower -0.12739 -0.13652 

Upper 0.19070 0.19984 
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latter averaged 3.679 (S.D.=0.80), which means that learning performance was 

almost same between the two groups. However, the statistic significance is needed to 

test further.  

 
Table 4.13 Influence of marital status on learning performance (Group statistics) 

 
 

Table 4.14 Influence of marital status on learning performance (T-test) 

 

From the above Table 4.14, the variances of these two groups are equal (F=1.948, 

Sig＞ 0.05). Therefore, the results in the fourth column are used. Learning 

performance had no difference on marital status (t=-0.052, P＞0.05). In addition, 

zero is in the 95% confidence interval of the difference (-0.15678, 0.14863), which 

supported the result from other side.  

To analyze the influence of age, educational level, and working years on learning 

 N Mean Std. Deviation Std. Error Mean 

Single 211 3.6746 0.70856 0.04878 
Married 167 3.6786 0.79901 0.06183 

 The score of learning performance 

 
Equal variances 

assumed 
Equal variances 

not assumed 

Levene’s test for 
equality of variances 

F  1.948  

P-value  0.164  

T-test of means 

t  -0.052 -0.052 

df  376 334.513 

P-value (Two tailed)  0.958 0.959 

Mean Difference  -0.00408 -0.00408 

Std. Error Difference  0.07766 0.07875 

95% Confidence Interval 
of the Difference 

Lower -0.15678 -0.15899 

Upper 0.14863 0.15084 
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performance, Levene’s test was used to decide whether one-way ANOVA analysis or 

Brown-Forsythe test should be used for this hypothesis. Brown-Forsythe test was 

used when homogeneity of variances showed that the P-value less than 0.05, 

otherwise, one-way ANOVA analysis was used.  

 

Table 4.15 Levene’s test of Homogeneity of Variances 

 

As showed in above Table 4.15, the variances of age, educational level, and 

working years are equal, because all of their P-value are higher than 0.05. Therefore, 

one-way ANOVA analysis was used for testing the influence of age, educational level, 

and working years on learning performance.  

 
Table 4.16 One-way ANOVA of age groups on learning performance variable 

 

As shown in above Table 4.16, the value of F is 0.0255 and the P-value is 0.937 

that is more than 0.05. There is no significant difference of learning performance 

based on age. 

 
 

Variable 
Learning performance 

Levene’s statistic P-value 

Age 2.016 0.076 
Educational level 1.655 0.176 
Working years 1.392 0.236 

Age Mean Statistics P-value 

18-22 3.6447 

F=0.255 0.937 

23-27 3.6977 

28-32 3.6954 

33-37 3.7419 

38-42 3.7051 

Over 42 years old 3.5595 
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Table 4.17 One-way ANOVA of educational level on learning performance variable 

 

It is observed from the results in above Table 4.17 that there are significant 

differences among the respondent’s educational level regarding the learning 

performance (F=3.441, P＜0.05). In other words, the results showed that educational 

level significantly influenced learning performance. The respondents with associate 

degree or bachelor had higher learning performance. 

 

Table 4.18 Scheffe’s test of educational level 

Educational level Mean Difference Comparison Educational level P-Value 

Under high school -0.12712 ＜ High school 0.705 
 -0.30715* ＜ Associate, bachelor 0.031 

 -0.00439 ＜ Master 1.000 

High school 0.12712 ＞ Under high school 0.705 

 -0.18002 ＜ Associate, bachelor 0.232 

 0.12274 ＞ Master 0.991 

Associate, bachelor 0.30715* ＞ Under high school 0.031 

 0.18002 ＞ High school 0.232 

 0.30276 ＞ Master 0.885 

Master 0.00439 ＞ Under high school 1.000 

 -0.12274 ＜ High school 0.991 

 -0.30276 ＜ Associate, bachelor 0.885 

.Note: *: The mean difference is significant at the 0.05 level 

 

Scheffe’s test was used to analysis which educational level can impact learning 

performance more, on the contrary, which one can affect less. The results in above 

Table 4.18 show that the mean of under high school level is significantly different 

Educational level Mean Statistics P-value 

Under high school 3.4956 

F=3.441 0.017 
High school 3.6227 

Associate, bachelor 3.8028 

Master 3.5000 
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from the mean of associate and bachelor level, and the later is higher. Thus, the 

training supplying to the employees with associate or bachelor degree more probably 

get best performance. In contrast, the employees with under high school degree more 

probably get the worst performance.  

 

Table 4.19 Curve estimation of regressing educational level on learning performance 

Equation Model Summary Parameter Estimates 

 R² F P-value Constant B1 B2 B3 

Linear 0.023 8.827 0.003 3.494 0.144   

Quadratic 0.023 4.482 0.012 3.477 0.205 -0.027  

Cubic 0.027 3.441 0.017 3.496 -0.078 0.294 -0.089 

Compound 0.018 6.870 0.009 3.412 1.040   

Growth 0.018 6.870 0.009 1.227 0.040   

Exponential 0.018 6.870 0.009 3.412 0.040   

Logistic 0.018 6.870 0.009 0.293 0.961   

    

To find what kind of relationship between educational level and learning 

performance, regression test with dummy variables was used by following steps: 

firstly, find the fit regression method by curve estimation. According to the results in 

above Table 4.19, even though all of the equations in the table can be used, linear 

equation was preferentially chosen in this study. Secondly, test the relationship by 

linear equation. According to the result in Table 4.19, the reasonable regression 

equation for transfer performance is 

       LP=3.494+0.144EL 

LP is learning performance, and EL is educational level. 

Thus, educational level positively affects learning performance, because 

B=0.144, which is more than zero. 
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Table 4.20 One-way ANOVA of working years on learning performance variable 

 

The results in above Table 4.20 indicated that there is no significant difference of 

learning performance based on working years (F=1.467, P＞0.05).  

In summary, demographic factors, except educational level, have no significant 

influence on learning performance. Whether gender, age, marital status, working 

years were different or not, these factors didn’t affect the learning performance. 

H4: Demographics significantly influence the transfer performance. 

H4-1: There is significant difference between genders in terms of transfer 

performance. 

H4-2: There is significant difference among age groups in terms of transfer 

performance.  

H4-3: There is significant difference between marital statuses in terms of 

transfer performance. 

H4-4: There is significant difference among educational levels in terms of 

transfer performance. 

H4-5: There is significant difference among working years in terms of transfer 

performance.  

Leavene’s test was used for testing whether variances were equal or not. 

Working years Mean Statistics P-value 

Below 3 years 3.5751 

F=1.467 0.212 

3-6 years 3.7519 

7-10 years 3.7333 

11-14 years 3.8889 

Over 14 years 3.6239 
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Independent-samples T-test was used for testing whether the gender and marital 

status influence the transfer performance. One-way ANOVA analysis was used for 

testing whether age, educational level, and working years significantly influence the 

transfer performance. 

 
Table 4.21 Influence of gender on transfer performance (Group statistics) 

 

In above Table 4.21, it was found that male respondents averaged 3.7462 (S.D. = 

0.88) and the female ones averaged 3.7459 (S.D. = 0.72), which means that transfer 

performance almost was same between the two groups.  

 
Table 4.22 Influence of gender on transfer performance (T-test) 

 

The above Table 4.22 shows results of the T-test as a further test, the variances of 

these two groups were not same (F=4.558, P＜0.05). According to the results about 

the equal variances not assumed, there was no significance difference between the 

 N Mean Std. Deviation Std. Error Mean 

Male 132 3.7462 0.87860 0.07647 

Female 246 3.7459 0.71713 0.04572 

 The score of transfer performance 

 
Equal variances 

assumed 

Equal variances 

not assumed 

Levene’s test for 

equality of variances 
F   4.558 

P-value   0.033 

T-test of means 

t  0.003 0.003 

df  376 225.960 

P-value (Two tailed)  0.997 0.998 

Mean Difference  0.00028 0.00028 

Std. Error Difference  0.08385 0.08910 

95% Confidence Interval 

of the Difference 

Lower -0.16460 -0.17529 

Upper 0.16516 0.17585 
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means of two groups (t=0.003, P＞0.05). In addition, zero was in the 95% 

confidence interval of the difference (-0.17529, 0.17585), which supported the result 

from other side. 

 

Table 4.23 Influence of marital status on transfer performance (Group statistics) 

 

As shown in above Table 4.23, the 211 single respondents averaged 3.77 (S.D. = 

0.77), and 3.71 (S.D. = 0.79) averaged by married respondents. It seems that transfer 

performance of single respondents was better than married respondents.  

 

Table 4.24 Influence of marital status on transfer performance (T-test) 

 

The above Table 4.24 detailed results of the T-test which is to test further, the 

variances of these two groups were same (F=0.074, Sig＞0.05). t value was 0.712, 

and the P-value is 0.477 which is more than the level of significance or the alpha 

 N Mean Std. Deviation Std. Error Mean 

Single 211 3.7713 0.76696 0.05280 

Married 167 3.7141 0.78879 0.06104 

 
The score of transfer performance 

 
Equal variances 

assumed 

Equal variances 

not assumed 

Levene’s test for 

equality of variances 
F  0.074  

P-value      0.786  

T-test of means 

t      0.712 0.709 

df  376 351.707 

P-value (Two tailed)  0.477 0.479 

Mean Difference  0.05726 0.05726 

Std. Error Difference  0.08044 0.08071 

95% Confidence Interval of 

the Difference 

Lower -0.10092 -0.10147 

Upper 0.21543 0.21598 
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level (α= 0.05) for the hypothesis test. Zero is in the 95% confidence interval of the 

difference (-0.10092, 0.21543), which supported the result from another point of 

view.  

Levene’s test was used to decide whether one-way ANOVA analysis or 

Brown-Forsythe test should be used for analyzing the influence of age, educational 

level, and working years on transfer performance. If the variances are not equal (P＜

0.05), Brown-Forsythe test was used, otherwise, instead of one-way ANOVA analysis.  

 
Table 4.25 Levene’s test of Homogeneity of Variances 

 

According to the results in above Table 4.25, one-way ANOVA analysis was used 

for testing the influence of age, educational level, and working years on transfer 

performance, for the P-value was more than 0.05.  

 

Table 4.26 One-way ANOVA of age groups on transfer performance variable 

 

As shown in above Table 4.26, the value of F is 0.882 and the P-value is 0.493 

which is more than 0.05. There is no significant difference of transfer performance 

Variable 
Transfer performance 

Levene’s statistic P-value 

Age 0.896 0.484 

Educational level 1.183 0.316 

Working years 0.470 0.758 

Age Mean Statistics P-value 

18-22 3.7547 

F=0.882 0.493 

23-27 3.8314 

28-32 3.5776 

33-37 3.7258 

38-42 3.7019 

Over 42 years old 3.7321 
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based on age. 

 
Table 4.27 One-way ANOVA of educational level on transfer performance variable 

 

It is observed from the results in above Table 4.27 that there are no significant 

differences among the respondent’s educational level regarding transfer performance 

(F=0.610, P＞0.05).  

 
Table 4.28 One-way ANOVA of working years on transfer performance variable 

 

Above Table 4.28 illustrated that there is no significant difference of transfer 

performance based on working years (F=0.360, P＞0.05).  

In summary, all of demographic factors in this study had no significant influence 

on transfer performance. Whether gender, age, marital status, educational level, 

working years were different or not, these factors didn’t affect the transfer 

performance. 

H5: Trainee motivation significantly influences the learning performance. 

In order to test the hypothesis regarding to the influence of trainee motivation on 

Educational level Mean Statistics P-value 

Under high school 3.6447 

F=0.610 0.609 
High school 3.7481 

Associate, bachelor 3.7899 

Master 3.7500 

Working years Mean Statistics P-value 

Below 3 years 3.7465 

F=0.360 0.837 

3-6 years 3.7771 

7-10 years 3.6300 

11-14 years 3.8056 

Over 14 years 3.7628 



88 
 

learning performance, the regression analysis was used in this study. 

 
Table 4.29 Regression of learning performance on trainee motivation (1) 

 
 

 
Figure 4.3 Cumulative probability of standardized residual (Regress learning 

performance on trainee motivation) 
 

 
Table 4.30 Regression of learning performance on trainee motivation (2) 

 

As shown in above Table 4.29, the test results indicated a significant p value (P＜

Model Name R R² F P-value 
Linear 0.630 0.396 246.999 0.000 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t P-value 

B Std. Error Beta 

(Constant) 1.214 0.160  7.606 0.000 

Trainee motivation 0.667 0.042 0.630 15.716 0.000 
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0.05), and the trainee motivation can explain 39.6% (R²=0.396) of the variation of the 

learning performance.  

It is found that the residuals almost appear a Gaussian distribution with zero mean 

in above Figure 4.3. As shown in above Table 4.30, the reasonable regression 

equation for learning performance is 

       LP=1.214+0.667TM 

LP is learning performance, and TM is trainee motivation. 

In conclusion, trainee motivation positively affects the learning performance, 

because B=0.667, which is more than zero. 

H6: Trainee motivation significantly influences the transfer performance. 

The regression analysis was used for testing the influence of trainee motivation 

on transfer performance in this study. 

 
Table 4.31 Regression of transfer performance on trainee motivation (1)  

 

Above Table 4.31 represents the results of regression model, which indicated that 

a significant linear relationship exists between trainee motivation and transfer 

performance (P＜0.05), and the trainee motivation can explain 46.3% (R²=0.463) of 

the variation of the transfer performance.  

Below Figure 4.4 illustrates that the residuals almost appear a Gaussian 

distribution with zero mean. According to the results in following Table 4.32, the 

reasonable regression equation for transfer performance is  

Model Name R R² F P-value 

Linear 0.680 0.463 323.754 0.000 
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       TP=0.988+0.747TM 

TP is transfer performance, and TM is trainee motivation. 

In conclusion, trainee motivation positively affects the transfer performance, 

because B=0.667, which is more than zero. 

 

 
Figure 4.4 Cumulative probability of standardized residual (Regress transfer 

performance on trainee motivation) 
 
 

Table 4.32 Regression of transfer performance on trainee motivation (2) 

 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t P-value 

B Std. Error Beta 

(Constant) 0.988 0.156  6.335 0.000 

Trainee motivation 0.747 0.042 0.680 17.993 0.000 
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H7. Organization characteristics significantly influence the learning 

performance. 

H7-1: There is significant difference between locations in terms of learning 

performance. 

H7-2: There is significant difference among business lengths in terms of 

learning performance. 

H7-3: There is significant difference among number of rooms in terms of 

learning performance.  

H7-4: There is significant difference among number of employees in terms of 

learning performance.  

H7-5: There is significant difference between applications of specific 

department or personnel in terms of learning performance.  

Levene’s test was used for testing the equality of variances. Independent-samples 

T-test was used to test whether the location and the availability of specific 

department or personnel influence the learning performance. Brown-Forsythe test 

was used for testing whether business length and number of employees significantly 

influenced the learning performance. One-way ANOVA analysis was used for testing 

the relationship between the number of rooms and the number of learning 

performance. 

From the below Table 4.33, it can be observed that in the location, the number of 

respondents working in the hotels in downtown was 288 and the number of 

respondents working in the hotels in suburbs was 90. The respondents from the 
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hotels located in downtown averaged 3.70 (S.D.=0.78) and the ones from the hotels 

in the suburbs averaged 3.61 (S.D.=0.64), which means that learning performance in 

downtown is better than in suburbs. However, the further test is needed to make sure 

the difference is because of the sampling error or system. 

 
Table 4.33 Influence of location on learning performance (Group statistics) 

 
 

Table 4.34 Influence of location on learning performance (T-test) 

 

According to the results in the above Table 4.34, the variances of these two 

groups were not same (F=5.487, P＜0.05). Therefore, the results in the fifth column 

were used. Because t=1.053 and P＞0.05, there was no significant difference 

between the means of two groups, which means location is not one of the dominant 

factors influencing the learning performance. In addition, zero was in the 95% 

confidence interval of the difference (-0.07486, 0.24616), which supported the result 

 N Mean Std. Deviation Std. Error Mean 

Downtown 288 3.6968 0.78053 0.04599 

Suburbs 90 3.6111 0.63649 0.06709 

 The score of learning performance 

 
Equal variances 

assumed 

Equal variances not 

assumed 

Levene’s test for 

equality of variances 

F   5.487 

P-value   0.020 

T-test of means 

t  0.947 1.053 

df  376 179.981 

P-value (Two tailed)  0.344 0.294 

Mean Difference  0.08565 0.08565 

Std. Error Difference  0.09044 0.08134 

95% Confidence Interval 

of the Difference 

Lower -0.09219 -0.07486 

Upper 0.26349. 0.24616 
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from another perspective.  

 
Table 4.35 Influence of availability of specific department / personnel on learning 
performance (Group statistics) 

 

According to the above Table 4.35 about availability of a specific department or 

personnel, there are 225 respondents in the hotels with a specific department or 

personnel, and instead of 153 in the hotels without a specific department or 

personnel. The former averaged was 3.69 (S.D.=0.82) and the latter averaged was 

3.65 (S.D.=0.63), which means that learning performance in hotels with specific 

department or personnel was better than without it. However, the statistic 

significance is needed to test further.  

From the following Table 4.36, the variances of these two groups are not same 

(F=15.505, Sig＜0.05). Therefore, the results in the fifth column are used. Learning 

performance has no difference on availability of specific department or personnel 

(t=0.610, P＞0.05). In addition, zero is in the 95% confidence interval of the 

difference (-0.10123, 0.19239), which supported the result from another point of 

view. 

To analyze business length, number of rooms, and number of employees, 

Levene’s test was used for deciding whether one-way ANOVA analysis or 

Brown-Forsythe test should be used in this hypothesis. Brown-Forsythe test was 

used when homogeneity of variances showed P-value less than 0.05, or else, 

 N Mean Std. Deviation Std. Error Mean 

Exist 225 3.6948 0.82237 0.05482 

Null 153 3.6492 0.62687 0.05068 
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one-way ANOVA analysis was used.  

 
Table 4.36 Influence of availability of specific department / personnel on learning 

performance (T-test) 

 
 

Table 4.37 Levene’s test of Homogeneity of Variances 

 

According to the results in above Table 4.37, Brown-Forsythe test was used for 

testing the influence of business length and number of employees on learning 

performance (P＜0.05), and one-way ANOVA analysis was used for testing the 

influence of number of rooms (P＞0.05).  

As shown in following Table 4.38, the value of F is 4.939 and the P-value is 

0.003 which is less than 0.05. There was significant difference of learning 

performance based on business length. In other words, the results showed that 

 The score of learning performance 

 
Equal variances 

assumed 

Equal variances 

not assumed 

Levene’s test for 

equality of variances 
F   15.505 

P-value   0.000 

T-test of means 

t  0.580 0.610 

df  376 371.078 

P-value (Two tailed)  0.562 0.542 

Mean Difference  0.04558 0.04558 

Std. Error Difference  0.07854 0.07466 

95% Confidence Interval 

of the Difference 

Lower -0.10885 -0.10123 

Upper 0.20001 0.19239 

Variable 
Learning performance 

Levene’s statistic P-value 

Business length 6.042 0.001 

Number of rooms 0.303 0.739 

Number of employees 8.656 0.003 
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business length significantly influenced learning performance.  

 
Table 4.38 Brown-Forsythe test of Business length on learning performance variable 

 
 

Table 4.39 Tamhane’s T2 test of business length (Learning performance) 

 

According to the results in above Table 4.37, because the variances of business 

length were equal (P＜0.05), Tamhane test was used for evaluating how much the 

learning performance is influenced by difference business length. The results were 

shown in above Table 4.39. The mean of hotels operating less than four years was 

significantly different from the mean of hotels operating between four and six years. 

The mean of hotels operating more than nine years is significantly different from 

Business length Mean Statistics P-value 

＜4 3.7698 

Brown-Forsythe 
F=4.939 

0.003 
4-6 3.5035 

7-9 3.4706 

＞9 3.7718 

Business length Mean Difference Comparison Business length P-Value 

＜4 0.26637* ＞ 4-6 0.039 
 0.29925 ＞ 7-9 0.240 

 -0.00200 ＜ ＞9 1.000 

4-6 -0.26637* ＜ ＜4 0.039 
 0.03288 ＞ 7-9 1.000 

 -0.26837* ＜ ＞9 0.018 

7-9 -0.29925 ＜ ＜4 0.240 
 -0.03288 ＜ 4-6 1.000 

 -0.30126 ＜ ＞9 0.206 

＞9 0.00200 ＞ ＜4 1.000 
 0.26837* ＞ 4-6 0.018 

 0.30126 ＞ 7-9 0.206 

Note: *: The mean difference is significant at the 0.05 level. 
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mean of the hotels operating between four and six years. Thus, training in the hotels 

operating more than nine years, or less than four years, more probably gets better 

performance. On contrast, the training in the hotels operating four to six years more 

probably gets the worst performance.  

 

Table 4.40 Curve estimation of regressing business length on learning performance 

Equation Model Summary Parameter Estimates 

 R² F P-value Constant B1 B2 B3 

Linear 0.008 3.092 0.079 3.551 0.061   

Quadratic 0.031 5.974 0.003 3.776 -0.420 0.139  

Cubic 0.031 3.989 0.008 3.770 -0.350 0.066 0.017 

Compound 0.003 0.980 0.323 3.509 1.011   

Growth 0.003 0.980 0.323 1.255 0.011   

Exponential 0.003 0.980 0.323 3.509 0.011   

Logistic 0.003 0.980 0.323 0.285 0.989   

    

Regression test with dummy variables was used for investigating what kind of 

relationship between business length and learning performance. According to results 

in above Table 4.40, there was not a significant linear relationship between business 

length and learning performance (P＞0.05), however, the quadratic equation had the 

smallest P value (P=0.003). In addition, it can explain highest percentage of the 

variation of the learning performance when compare to other equations (R²=0.031). 

Thus, quadratic equation was used here. The reasonable regression equation for 

transfer performance is 

       LP=3.776-0.420BL+0.139BL² 

LP is learning performance, and BL is business length. 

In a word, educational level positively affects learning performance, because 
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B2=0.139, which is more than zero. 

It is observed from the results in below Table 4.41 that there are no significant 

differences among the respondent working in hotels with different number of rooms, 

regarding the learning performance (F=1.400, P＞0.05). 

 
Table 4.41 One-way ANOVA of number of rooms on learning performance variable 

 
 

Table 4.42 Brown-Forsythe test of number of employees on learning performance 
variable 

 

Above Table 4.42 illustrated that there was no significant difference of learning 

performance based on number of employees (F=0.360, P＞0.05). 

In summary, hotel factors, except business length, have no significant influence 

on the learning performance. Whether location, number of rooms, number of 

employees, and availability of specific department or personnel, are different or not, 

there is no difference on the learning performance. 

H8. Organization characteristics significantly influence the transfer 

performance. 

H8-1: There is significant difference between locations in terms of transfer 

performance. 

Number of rooms Mean Statistics P-value 

＜51 3.5667 

F=1.400 0.248 51-299 3.6679 

300-600 3.7989 

Number of employees Mean Statistics P-value 

10-99 3.6735 Brown-Forsythe 
F=.006 

0.939 
100-300 3.6794 
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H8-2: There is significant difference among business lengths in terms of 

transfer performance. 

H8-3: There is significant difference among number of rooms in terms of 

transfer performance. 

H8-4: There is significant difference among number of employees in terms of 

transfer performance. 

H8-5: There is significant difference between applications of specific 

department or personnel in terms of transfer performance. 

Levene’s test was used for testing whether variances were equal or not. 

Independent-samples T-test was used to test whether the location and the availability 

of specific department or personnel influence the transfer performance. 

Brown-Forsythe test was used for testing whether business length and number of 

rooms significantly influenced the learning performance. One-way ANOVA analysis 

was used for testing the relationship between the number of employees and the 

number of learning performance.  

In following Table 4.43, it is found that respondents working in the hotels in 

downtown averaged 3.75 (S.D.=0.83) and the ones from the hotels in the suburbs 

averaged 3.74 (S.D.=0.56), which means that transfer performance in downtown was 

better than in suburbs a little bit.  
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Table 4.43 Influence of location on transfer performance (Group statistics) 

 

The below Table 4.44 shows results of the T-test which is to test further, the 

variances of these two groups were not same (F=17.992, P＜0.05). According to the 

results about the equal variances not assumed, there was no significance difference 

between the means of two groups (t=0.123, P＞0.05). In addition, zero was in the 95% 

confidence interval of the difference (-0.1413, 0.16006), which supported the result 

from another perspective. 

 
Table 4.44 Influence of location on transfer performance (T-test) 

 

As shown in following Table 4.45, the 288 respondents wording in the hotels 

with a specific department or personnel averaged 3.76 (S.D.= 0.83), and instead of 

3.72 (S.D.=0.69) averaged by who in the hotels without a specific department or 

personnel. It seems that transfer performance in hotels without specific department 

or personnel was better than with it.  

 N Mean Std. Deviation Std. Error Mean 

Downtown 288 3.7483 0.83400 0.04914 

Suburbs 90 3.7389 0.55576 0.05858 

 The score of transfer performance 

 
Equal variances 

assumed 

Equal variances 

not assumed 

Levene’s test for 

equality of variances 
F   17.992 

P-value   0.000 

T-test of means 

t  0.100 0.123 

df  376 223.950 

P-value (Two tailed)  0.920 0.903 

Mean Difference  0.00938 0.00938 

Std. Error Difference  0.09385 0.07647 

95% Confidence Interval 

of the Difference 

Lower -0.17517 -0.14131 

Upper 0.19392 0.16006 
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Table 4.45 Influence of availability of specific department / personnel on transfer 

performance (Group statistics) 

 
 

Table 4.46 Influence of availability of specific department / personnel on transfer 
performance (T-test) 

 

The above Table 4.46 detailed results of the T-test as a further test, the variances 

of these two groups were not same (F=15.505, Sig＜0.05). t value is 0.544, and the 

P-value is 0.587 which is more than the level of significant or the alpha level (α= 

0.05) for the hypothesis test. Zero is in the 95% confidence interval of the difference 

(-0.11169, 0.1971), which supported the result from another point of view.  

Levene’s test was used to decide one-way ANOVA analysis or Brown-Forsythe 

test should be used for finding whether business length, number of rooms, and 

number of employees significantly influenced learning performance or not. 

Brown-Forsythe test was used when homogeneity of variances showed P-value less 

 N Mean Std. Deviation Std. Error Mean 

Exist 225 3.7633 0.83207 0.05547 

Null 153 3.7206 0.68761 0.05559 

 The score of transfer performance 

 
Equal variances 

assumed 

Equal variances 

not assumed 

Levene’s test for 

equality of variances 
F   8.511 

P-value   0.004 

T-test of means 

t  0.525 0.544 

df  376 361.914 

P-value (Two tailed)  0.600 0.587 

Mean Difference  0.04275 0.04275 

Std. Error Difference  0.08141 0.07853 

95% Confidence Interval 

of the Difference 

Lower -0.11733 -0.11169 

Upper 0.20282 0.1971 
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than 0.05, otherwise, one-way ANOVA analysis was used.  

As showed in below Table 4.47, Brown-Forsythe test was used for testing the 

influence of business length and number of rooms on transfer performance (P＜0.05). 

One-way ANOVA analysis was used for testing number of employees (P＞0.05).  

 
Table 4.47 Levene’s test of Homogeneity of Variances 

 
 

Table 4.48 Brown-Forsythe test of Business length on transfer performance variable 

 

As shown in above Table 4.48, the value of F is 3.790 and the P-value is 0.012 

which is less than 0.05. There was significant difference of transfer performance 

based on business length. In other words, the results showed that business length 

significantly influenced transfer performance. The respondents working in hotels 

operating more than nine years or less than four years had higher learning 

performance than other two groups. 

According to the results in below Table 4.49, Tamhane test was used for 

evaluating the degree of influence that business length on learning performance 

because of the unequal variances of business length (P＜0.05). The results were 

Variable 
Learning performance 

Levene’s statistic P-value 

Business length 8.099 0.000 

Number of rooms 4.511 0.012 

Number of employees 0.031 0.860 

Business length Mean Statistics P-value 

＜4 3.8810 

Brown-Forsythe 
F=3.790 

0.012 
4-6 3.6068 

7-9 3.5221 

＞9 3.8204 
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shown in Table 4.49. The mean of hotels operating less than four years was 

significantly different from the mean of hotels operating between four and six years. 

Thus, training in the hotels operating less than four years, more probably get best 

performance. On contrast, the training in the hotels operating four to six years more 

probably gets the worst performance.  

 
Table 4.49 Tamhane’s T2 test of business length (Transfer performance) 

Note: *: The mean difference is significant at the 0.05 level. 
 
 
Table 4.50 Curve estimation of regressing business length on transfer performance 

 

Business length Mean Difference Comparison Business length P-value 

＜4 0.27418* ＞ 4-6 0.026 

 0.35889 ＞ 7-9 0.139 

 0.06056 ＞ ＞9 0.982 

4-6 -0.27418* ＜ ＜4 0.026 

 0.08471 ＞ 7-9 0.995 

 -0.21362 ＜ ＞9 0.118 

7-9 -0.35889 ＜ ＜4 0.139 

 -0.08471 ＜ 4-6 0.995 

 -0.29833 ＜ ＞9 0.298 

＞9 -0.06056 ＜ ＜4 0.982 

 0.21362 ＞ 4-6 0.118 

 0.29833 ＞ 7-9 0.298 

Equation Model Summary Parameter Estimates 

 R² F P-value Constant B1 B2 B3 

Linear 0.003 1.068 0.302 3.669 0.037   

Quadratic 0.024 4.544 0.011 3.893 -0.440 0.138  

Cubic 0.024 3.077 0.028 3.881 -0.304 -0.002 0.032 

Compound 0.000 0.065 0.799 3.630 1.003   

Growth 0.000 0.065 0.799 1.289 0.003   

Exponential 0.000 0.065 0.799 3.630 0.003   

Logistic 0.000 0.065 0.799 0.275 0.997   
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Regression test with dummy variables was used for investigating what kind of 

relationship between business length and transfer performance. According to results 

in above Table 4.50, Linear equation is not appreciate to evaluate the relationship 

between business length and transfer performance (P＞0.05), but the quadratic 

equation has the smallest P-value (P=0.011). In addition, it can explain most 

variation of the learning performance, compared to other equations (R²=0.024). 

Thus, quadratic equation was chosen. The reasonable regression equation for transfer 

performance is 

       TP=3.893-0.440BL+0.138BL² 

TP is transfer performance, and BL is business length. 

In a word, business length positively affects transfer performance, because 

B2=0.138, which is more than zero. 

It is observed from the results in below Table 4.51 that there was no significant 

difference among the respondent working in hotels with different number of rooms, 

regarding the transfer performance (F=1.876, P＞0.05). 

 
Table 4.51 Brown-Forsythe test of Number of rooms on transfer performance 

variable 

 

Table 4.52 illustrated that there was no significant difference of transfer 

performance based on number of employees (F=0.038, P＞0.05). 

 

Number of rooms Mean Statistics P-value 

＜51 3.5350 
Brown-Forsythe 

F=1.876 
0.157 51-299 3.7736 

300-600 3.7976 
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Table 4. 52 One-way ANOVA of Number of employees on transfer performance 
variable 

 

In summary, hotel factors, except business length, have no significant influence on 

transfer performance. Whether location, number of rooms, number of employees and 

availability of specific department or personnel, are different or not, there is no 

difference on the transfer performance. 

H9. Work environment significantly influences the learning performance. 

  H9-1: Continuous learning performance significantly influences learning 

performance. 

  H9-2: Support significantly influences learning performance. 

To determine to what extend the work environment influence the learning 

performance, multiple regression analysis was used. The predictor variables were 

continuous learning culture and support from supervisor and colleague.  

 
Table 4.53 Regression of learning performance on work environment (1) 

Note: 
a. Predictors: (Constant), continuous learning culture  
b. Predictors: (Constant), continuous learning culture, support 

 

As shown in above Table 4.53, the R²of Model 2 increased to 0.293 from 0.272, 

compared to Model 1, and the standard error of the estimate decreased accordingly. In 

Number of employees Mean Statistics P-value 

10-99 3.7385 
F=0.038 0.845 

100-300 3.7541 

Model 
Name 

R² 
Adjusted 

R² 
Std. Error of 
the Estimate 

F P-value Durbin-Watson 

1 0.272a 0.270 0.63986 140.361 0.000 
1.798 

2 0.293b 0.289 0.63132 77.712 0.000 
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addition, adjusted R²increased too. Thus, Model 2 has better goodness of fit (0.293＞

0.272, 0.289＞0.270), so Model 2 was chosen. The results about the Model 2 would 

be used.  

According to the results in Table 4.53, it can be conducted that work environment 

influenced the learning performance and significantly contribute to the R²value  

(F=77.712, P＜0.05).  

The regression equation can explain the change rule of the explained variables 

well because the DW is very close to two (DW=1.798) , and within the range (1.5＜

DW＜2.5). In addition, it is found that the residuals almost appear a Gaussian 

distribution with zero mean in below Figure 4.5.  

 
Figure 4.5 Cumulative probability of standardized residual (Regress learning 

performance on work environment) 
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As shown in following Table 4.54, the both results of tolerance are neither very 

close to zero, nor close to one. However, each VIF is less than ten, and every 

condition index is less than 30, so there is weak multicollinearity.  

According to the value and significance of F, results of residual analysis and 

multicorllinearity test, it can be concluded that the regression equation of Model 2 is 

appreciate to explain the leaner relationship between learning performance and all of 

the explanatory variables, which were continuous learning culture, and support.  

The results of the test about each independent variable in Model 2 were shown in 

Table 4.54. Continuous learning culture (t=4.934, P＜0.05), and support (t=3.353, 

P＜0.05) contributed to learning performance. According to the value of 

standardized coefficients, continuous learning culture is more important than 

support, considering the influence on the learning performance (0.341＞0.232).  

The reasonable regression equation for learning performance is  

       LP=1.557+0.343CLC+0.226Su 

LP is learning performance, CLC is continuous learning culture, and Su is 

support. 

In conclusion, continuous learning culture, and support had significantly positive 

influence on the learning performance.  
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Table 4.54 Regression of learning performance on work environment (2) 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients t P-value 

Collinearity Statistics 
Condition Index 

Model B Std. Error Beta Tolerance VIF 

1 
(Constant) 1.750 0.166  10.546 0.000  1.000 1.000 

Continuous Learning Culture 0.524 0.044 0.521 11.847 0.000 1.000  9.983 

2 

(Constant) 1.557 0.173  8.978 0.000  2.534 1.000 

Continuous Learning Culture 0.343 0.069 0.341 4.934 0.000 0.395 2.534 11.235 

Support 0.226 0.067 0.232 3.353 0.001 0.395 1.000 18.459 
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  H10. Work environment significantly influences the transfer performance. 

  H10-1: Continuous learning performance significantly influences transfer 

performance. 

  H10-2: Support significantly influences transfer performance. 

To examine how the work environment influenced the transfer performance, 

multiple regression analysis was carried out to test the relationship between transfer 

performance scores and the predictor variables which were continuous learning 

culture and support from supervisor and colleague. 

 
Table 4.55 Regression of transfer performance on work environment (1) 

Note: 
a. Predictors: (Constant), continuous learning culture  
b. Predictors: (Constant), continuous learning culture, support 

 

As illustrated in above Table 4.55, the R²and adjusted R² in Model 2 increased, 

and the standard error of the estimate decreased accordingly, compared Model 1, 

which implied that Model 2 has better goodness of fit (0.417＞0.377, 0.414＞0.375), 

so Model 2 was chosen. The results about the Model 2 would be used for analysis in 

above Table 4.55.  

The regression equation of Model 2 was statistically significant (F=134.057, P

＜0.05). The regression equation can explain the change rule of the explained 

variables well because the DW is very close to two (DW=1.962) , and within the 

Model 
Name 

R² 
Adjusted 

R² 

Std. Error 
of the 

Estimate 
F P-value Durbin-Watson 

1 0.377a 0.375 0.61366 227.112 0.000 
1.962 

2 0.417b 0.414 0.59427 134.057 0.000 
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range (1.5＜DW＜2.5). In addition, it is found that the residuals almost appear a 

Gaussian distribution with zero mean in following Figure 4.6.  

 
Figure 4.6 Cumulative probability of standardized residual (Regress transfer 

performance on work environment) 
 

As shown in following Table 4.56, each tolerance is neither close to zero, nor 

close to one. However, each VIF is less than ten, and every condition index is less 

than 30, so there is weak multicollinearity.  

Overall, the regression equation of Model 2 is appreciate to explain the leaner 

relationship between transfer performance and all of the explanatory variables which 

were continuous learning culture, and support. 

Continuous learning culture (t=5.813, P＜0.05), and support (t=5.093, P＜0.05) 

were statistically significant, according to the results of T-test to Model 2 in Table 
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4.56. Continuous learning culture had more influence on transfer performance than 

support (0.365＞0.320). Thus, the reasonable regression equation for transfer 

performance is  

       TP=1.121+0.380CLC+0.323Su 

   TP is transfer performance, CLC is continuous learning culture, and Su is 

support. 

In conclusion, continuous learning culture, and support had significantly positive 

influence on the transfer performance.  
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Table 4. 56 Regression of transfer performance on work environment (2) 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients t P-value 

Collinearity Statistics 
Condition Index 

Model B Std. Error Beta Tolerance VIF 

1 
(Constant) 1.396 0.159  8.771 0.000   1.000 

Continuous Learning Culture 0.639 0.042 0.614 15.070 0.000 1.000 1.000 9.983 

2 

(Constant) 1.121 0.163  6.863 0.000   1.000 

Continuous Learning Culture 0.380 0.065 0.365 5.813 0.000 0.395 2.534 11.235 

Support 0.323 0.063 0.320 5.093 0.000 0.395 2.534 18.459 
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4.3.3 Summary of the hypothesis testing results 

The results of the hypothesis testing are shown in the following Table 4.57.  

Training need, training design, training implementation, trainee motivation, 

continuous learning culture, and support from supervisors and peers had 

significantly positive influence on the learning performance. In addition, educational 

level and business length significantly affected the learning performance too.  

Learning performance, trainee motivation, continuous learning culture, and 

support from supervisors and peers had significantly positive influence on the 

learning performance. In addition, business length significantly affected the transfer 

performance too. 

   Based on the hypothesis testing results, the conceptual framework was modified 

as follow (Figure 4.6).  
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Table 4. 57 Summary of the hypothesis testing results 
Item Hypothesis Result 

H1 Learning performance significantly influences transfer performance. Accepted 

H2 

H2: Training process related factors significantly influence learning performance. Rejected 

H2-1: Training need significantly influences learning performance. Accepted 

H2-2: Training design significantly influences learning performance. Accepted 

H2-3: Training implementation significantly influences learning performance. Accepted 

H2-4: Training assessment significantly influences learning performance. Rejected 

H3 

H3: Demographics significantly influence learning performance. Rejected 

H3-1:  There is significant difference between genders in terms of learning performance. Rejected 

H3-2:  There is significant difference among age groups in terms of learning performance. Rejected 

H3-3: There is significant difference between marital statuses in terms of learning performance. Rejected 

H3-4:  There is significant difference among educational levels in terms of learning performance. Accepted 

H3-5:  There is significant difference among working years in terms of learning performance. Rejected 

H4 

H4: Demographics significantly influence transfer performance. Rejected 

H4-1:  There is significant difference between genders in terms of transfer performance. Rejected 

H4-2:  There is significant difference among age groups in terms of transfer performance. Rejected 

H4-3: There is significant difference between marital statuses in terms of transfer performance. Rejected 

H4-4:  There is significant difference among educational levels in terms of transfer performance. Rejected 

H4-5:  There is significant difference among working years in terms of transfer performance. Rejected 

H5 Trainee motivation significantly influences learning performance. Accepted 

H6 Trainee motivation significantly influences transfer performance. Accepted 

H7 

H7: Organization characteristics significantly influence learning performance. Rejected 

H7-1:  There is significant difference between locations in terms of learning performance. Rejected 

H7-2:  There is significant difference among business lengths in terms of learning 
performance. Accepted 

H7-3: There is significant difference among number of rooms in terms of learning performance.  Rejected 

H7-4:  There is significant difference among number of employees in terms of learning performance. Rejected 

H7-5:  There is significant difference between applications of specific department or 
personnel in terms of learning performance. Rejected 

H8 

H8: Organization characteristics significantly influences transfer performance. Rejected 

H8-1:  There is significant difference between locations in terms of transfer performance. Rejected 

H8-2:  There is significant difference among business lengths in terms of transfer 
performance. Accepted 

H8-3: There is significant difference among number of rooms in terms of transfer performance. Rejected 

H8-4:  There is significant difference among number of employees in terms of transfer 
performance. Rejected 

H8-5: There is significant difference between applications of specific department or personnel 
in terms of transfer performance. Rejected 

H9 

H9: Work environment significantly influences learning performance. Accepted 

H9-1: Continuous learning culture significantly influences learning performance. Accepted 

H9-2: Support significantly influences learning performance. Accepted 

H10 

H10: Work environment significantly influences transfer performance. Accepted 

H10-1: Continuous learning culture significantly influences transfer performance. Accepted 

H10-2: Support significantly influences transfer performance. Accepted 
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Figure 3. 4 Modified model 
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Chapter 5                                                  
Conclusion, discussion, and recommendation 

   The results report in chapter 4 is further discussed in the chapter. The objective is 

to present the result of the research, summary, discussion of the findings, and 

recommendation. This chapter includes five follow sections: 

  5.1 Conclusion 

  5.2 Discussion 

  5.3 Contributions of the study 

  5.4 Limitation of the study 

  5.5 Recommendations for the future research  
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5.1 Conclusion  

The objective of this study is to investigate the dominant factors influencing the 

training effectiveness of SMEs that focus on the Hotel Sector in Beijing, China, and 

how they work. The training effectiveness was evaluated by learning performance 

and transfer performance. The factors tested were demographics, trainee motivation, 

training, organization characteristics and work environment. Regarded as the factor 

possibly influencing transfer performance, learning performance was tested as 

independent variable further. Three hundred and seventy-eight qualified returned 

questionnaires were received. 

 The data was analyzed by Leavene’s test, partial correlation analysis, regression 

analysis, independent-samples T-test, one-way ANOVA analysis, Scheffe’s test, 

Brown-Forsythe test, and Tamhane’s T2 test.  

 According to the research conducted in the study, the research conclusions and 

findings were summarized as follows: 

   Training 

   Training factor consisted of four variables, which were training need, training 

design, training implementation, training assessment. According to the results of data 

analysis on agreement level, training need (Mean=3.620, SD=0.864), training design 

(Mean=3.706, SD=0.746), training implementation (Mean=3.727, SD=0.746), and 

training assessment (Mean=3.592, SD=0.855), are all agreed. Thus, training factor 

(Mean=3.661, SD=0.706) was at agree level. 
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   Demographics 

   The majority of respondents were 23-27 years old single female with associate or 

bachelor degree, who had worked in hotel industry below three years, which was 

followed by the 18-22 years old with high school degree ones that have worked 3-6 

years. 

   Trainee motivation 

   As the respondents were trainee in same time, trainee motivation was evaluated 

directly. The mean of their feeling to this factor or variable is 3.691 (SD=0.707), 

which was shown at the agree level. 

   Organization characteristics 

   The majority of the respondents were working in the hotels with 51-299 rooms 

and 10-99 employees in downtown. In addition, the hotels without specific 

department or personnel, and had operated more than nine years.  

   Work environment 

   The Factor of work environment included two variables, which were continuous 

learning culture and support from supervisors and peers. According to the results of 

data analysis on agreement level, both continuous learning culture (Mean=3.677, 

SD=0.745) and support (Mean=3.800, SD=0.768) at agree level. Finally, work 

environment factor (Mean=3.739, SD=0.713) was at agree level. 

   Training effectiveness 

   Training effectiveness consisted of learning performance and transfer 

performance. According to the results of data analysis on agreement level, both 
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learning performance (Mean=3.676, SD=0.749) and transfer performance 

(Mean=3.746, SD=0.776) were shown at the agree level.  

   It was found that training need, training design, training implementation, training 

assessment, continuous learning performance, support, trainee motivation, learning 

performance and transfer performance significantly correlated with each other. The 

further test to variables used for testing each of the factors was taken, hypothesis by 

hypothesis. 

   The first Hypothesis 

   The objective of hypothesis is to identify the influence of learning performance 

on transfer performance in SMEs, which focused on hotel sector in Beijing, China. 

There are different factors that affect transfer performance. Learning performance 

was chosen to test whether it affects transfer performance or not.  

   The results showed that learning performance positively influenced transfer 

performance. Learning performance is the precondition of transfer performance. 

Better transfer performance will only be possible if better learning performance is 

achieved. 

   The second group of Hypotheses (2.1-2.4)  

   The objective of hypotheses is to identify the influence of training on learning 

performance in SMEs, which focused on hotel sector in Beijing, China. There are 

different factors that affect learning performance. Training was chosen to test 

whether they affect learning performance.  

   The results showed that training had positive influence on learning performance.   



119 
 

The hypothesis of training test showed that training need, training design, and 

training implementation positively influenced learning performance. Training 

implementation has the strongest impact, which followed by training need and 

training design. However, the variable of training assessment didn’t work well and 

had been removed.  

   The third and fourth group of Hypotheses (3.1-3.5, 4.1-4.5) 

   The objective of hypotheses is to identify the influence of demographics on 

training effectiveness evaluated by learning performance and transfer performance in 

SMEs, which focused on hotel sector in Beijing, China. There are different factors 

which affect training effectiveness. Five variables about demographic were chosen to 

test whether they affect training effectiveness or not, even though Salem (2014) test 

more factors.  

   The results showed that demographics didn’t affect learning performance a lot. 

Only educational level was proved it had positive influence on learning performance. 

Gender, age, marital status, working years had been removed. In addition, all of the 

demographic factors in this study had no significant influence on transfer 

performance. Thus, whether trainee’s gender, age, marital status, educational level, 

and working years are different or not, training effectiveness has no difference. 

   The fifth and sixth Hypotheses  

   The objective of hypotheses is to identify the influence of trainee motivation on 

training effectiveness evaluated by learning performance and transfer performance in 

SMEs, which focused on hotel sector in Beijing, China. There are different factors 
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about trainee’s characteristics which affect training effectiveness. Trainee motivation 

was chosen to test whether they affect learning performance or not. The trainee 

motivation was test directly, then, the relationship between trainee motivation and 

training effectiveness was shown by the test results.  

   The hypothesis of trainee motivation showed that it had positive influence on 

learning performance and transfer performance. Thus, if the trainees have stronger 

motivation to study and use what they have learned in the training, better learning 

performance and transfer performance will be achieved. 

   The seventh and eighth group of Hypotheses (7.1-7.4, 8.1-8.4) 

   The objective of hypotheses is to identify the influence of organization 

characteristics on training effectiveness evaluated by learning performance and 

transfer performance in SMEs, which focused on hotel sector in Beijing, China. 

There are different factors that affect training effectiveness. Variables about 

organization characteristics were chosen to test whether they affect learning 

performance.  

   The results showed that only business length was proved to have positive 

influence on training effectiveness. Location, number of rooms, number of 

employees, and availability of specific department or personnel were removed, 

which means whether these four factors are different or not, training effectiveness 

has no difference. 

   The ninth and tenth group of Hypotheses (9.1-9.2, 10.1-10.2) 

   The objective of hypothesis is to identify the influence of work environment on 
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training effectiveness evaluated by learning performance and transfer performance in 

SMEs, which focused on hotel sector in Beijing, China. There are different factors 

which affect training effectiveness. Work environment was chosen to test whether 

they affect learning performance.  

   The results showed that both group of the variables positively affected training 

effectiveness. In addition, continuous learning culture had more influence on training 

effectiveness.  

  

5.2 Discussion 

This study sought to systematically evaluate how training, demographic, trainee 

motivation, organization characteristics, and work environment influence the 

learning performance and transfer performance of SMEs, which focus on the Hotel 

Sector in Beijing, China, and how they work. It is different from the previous 

studies.  

Previous studies only focused on one or some factors. Dan and Amanuel (2005), 

and Homklin et al. (2013) paid attention on individual and contextual factors. 

Xinyuan et al. (2004) tested the internal factors including training preparation and 

training implementation, and the external factors consisting of training assessment, 

individual characteristics, and work environment. Vasiliki and Maria (2012) paid 

attention on trainee characteristics, training design, and work environment, and 

Nurhazani and Issam (2012) only focused on the later one. Vimala and Yanan (2011) 

concerned on types of training, training environment and work environment. Some 
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studies did not group the factors (Junchuan et al., 2001; Hyochang et al., 2006; 

Hamid et al., 2012). This study is a synthesis of them.  

Different authors treated the factors in different position. For instance, Dan and 

Amanuel (2005) proved that continuous learning culture and supervisor support 

indirectly influence training maintenance by training motivation, however, Junchuan 

et al., (2001), Xinyuan et al. (2004), Hyochang et al. (2006), Hamid et al. (2012), 

and Nurhazani and Issam (2012) treated them in the same level. The later one was 

followed in this study. 

The previous researches evaluated training effectiveness by different factors, or 

only concern a part. Dan and Amanuel (2005) tested it by post-training declarative 

knowledge, training transfer, training generation, and training maintenance. Xinyuan 

et al. (2004) paid attention on the perceived new knowledge having been acquired 

and the intent of applying the learning. Hamid et al. (2012) only focused on the 

transfer of the training. This study simplified to two very important factors which is 

learning performance and transfer performance, which supported the method of 

Hyochang et al. (2006). In addition, it tested the relationship between learning 

performance and transfer performance further. The results were generally consistent 

with conclusions gained in previous studies.  

5.2.1 Training effectiveness  

In this study, training effectiveness was evaluated by learning performance and 

transfer performance, basing on Baldwin and Ford’s model (Baldwin and Ford, 1988) 

and Kirkpatrick four-level evaluation model (Kirkpatrick, 1959, 1987, 1996), and 
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considering the actual disadvantage of SMEs when they access resource and 

capability because of the financial limitation (Ferna´ndez and Nieto, 2005). It is 

difficult for them to afford the complex evaluation method, considering the lack of 

human resource and finance support. This study regarded learning and retention in 

Baldwin and Ford’s model and reaction level and learning level in Kirkpatrick 

four-level model as learning performance, at same time, it regarded generalization 

and maintenance in Baldwin and Ford’s model and behavior level in Kirkpatrick 

four-level model as transfer performance. The highest level of result level in 

Kirkpatrick four-level model was not evaluated in this study, as more complex 

methods and professional talents required.  

Training effectiveness had the mean of 3.71 out of five scores. This result is 

higher than the finding by Weihua and Yiyang (2008) that was 3.68 and focused on 

E-learning, but lower than the finding by Sharon and Christine, (2013), which was 

5.43 out of seven scores in SMEs, and it is 3.87 if transferred 5-point from 7-point. 

   This finding corroborated that learning performance positively influenced 

transfer performance in SMEs of hotel sector in Beijing, China. Furthermore, the 

value B of learning performance is 0.707, which means transfer performance will 

increase by 0.707 units when learning performance increase by one unit. As the 

precondition of transfer performance, learning performance affects transfer 

performance directly. In other words, transfer happens only when training content 

has been acquired. If trainees have not gained the content from the training, nothing 

can be applied into the workplace. It is easier to understand the importance of 
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learning performance to transfer performance. As prerequisite of transfer, improving 

learning performance is very significant to improve transfer performance.  

Trainees will transfer what they have learnt in most cases (Vasiliki and Efstathiou, 

2012). The previous studies found that higher trainees’ learning performance resulted 

in higher transfer performance (Baldwin and Ford, 1988; Ford and Weissbin, 1997; 

Hyochang, et al., 2006), which is supported by this study.  

5.2.2 Training  

   As the foundation of training, training need was evaluated in the study, because it 

decides whether the critical problems need to be solved, and who should attend the 

training.  

   The finding showed that training need has positive effect on learning 

performance, which proved its importance to learning performance. Furthermore, 

training need is the second important variables of the training factors influencing 

learning performance, comparing training design, training implementation, and 

training assessment. 

Exactly identifying training needs is very meaningful to supply right training 

content and make sure what objectives should be or what kind of approach should be 

used in the training implementation. Some phenomenon is not the real training need 

or not the problems can be solved by training. For instance, front-line employees do 

not communicate with customers. The reasons may be they do not know how to 

communicate, may be they do not think they need to communicate with customer in 

that situation, may be they are scared communication, and the like. If the reason is 
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the first one, the content about how to communicate with customer should be 

supplied. If the reason is the second one, the content should be more about the 

importance the communication with the customer, and communication is needed in 

what kind of situation. If the reason is last one, what they need is encourage or an 

environment of active communication to involve them. The previous studies did not 

roundly test training need as the important dimension of training. 

   Training design determined the training content, training material, training 

instrument, training method, trainer, training place, training time, and the like. It is 

an extraordinary link to complete an efficient training. 

   The finding of this study proved that training design has positive influence on 

learning performance. Not only content was used for evaluating training design, but 

also training objectives, material, pedagogical methods, the length of the course were 

considered. Considering content is only an important part of training design, more 

factors should be included when evaluate training design, like Reigeluth (1999) 

suggested that the methods of instruction and the situations in which those methods 

should be used need to be considered. Bramley (1991) deemed that the training 

program more probably succeeds if it accomplishes in a similar environment to 

actual work surrounding and conditions. Indira (2008) found that 55% of participants 

consider that training characteristics, such as training contents, training methods, 

training material and trainer, influence the formative reaction in training. Thus, 

content is not the only aspect should be evaluated if the more authentic result is 

wanted. Training design was tested more comprehensively in this study, and degree 
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of influence was considered here. However, it is found that training design works 

least comparing the training need and training complementation, except training 

assessment for no significant value. 

Training design is mainly described as training content (Kirwan, 2009). Content 

has a positive impact on learning and acquisition, especially when it more related 

with actual context or job (Ford and Wroten, 1984; Alliger et al., 1997; Hyochang et 

al., 2006; Siti and Shamsuddin 2011; Vasiliki, 2012; Vasiliki, 2012). Basarab Sr. and 

Root (1992) revealed that training contents, trainer, training material and training 

environment significantly influence the training program. Iqbal, (2011) proved that 

training methods, trainer, training management, training environment, and training 

material have significant positive impact on reaction in training and learning. 

However, the measurement as comprehensive as above papers is not enough in 

comparing its importance. This study evaluated training design not only by training 

content, training material, training methods, but also training time, objective. These 

five items used appeared positive impact, which partially support the previous 

studies. In addition, this research evaluated trainer, training management, training 

environment on training implementation part, because it more plays a role during 

process of training implementation. It finished a comprehensive measurement about 

the influence of training design on training effectiveness.  

   Training implementation is a critical step delivery the content, the training 

effectiveness is directly impacted by training implementation.  

   It is found that training implementation positively affects learning performance, 



127 
 

and it works as the most important variable, comparing training need, training 

design, and training assessment. In the process of training implementation, trainers 

need to teach the trainees in accordance of their aptitude which is about the trainee’s 

learning capability and learning attitude (Junchuan et al., 2001). Trainer is more 

considered in this link. Thus, knowledge about the subject, attitude of the instructor, 

teaching style, and interaction were considered the in this study. In addition, the 

organization of the training and training environment were tested. Even though 

implementation is evaluated in the practice, there are not abundant researches 

systematically testing its influence on training effectiveness. 

   The assessment of interaction which aimed to trainee and training program by 

trainer and trainee has more impact on training effectiveness than trainee character 

(Junchuan et al., 2001). The interactive assessment can be an incentive of getting 

better learning performance and applying what has been learned. The objects of the 

assessment is stimulating harder work from trainer or trainee.  

The finding revealed that training assessment does not have significant impact on 

learning performance. The reason could be that training assessment is not that 

efficient because of the lack of professionals. In other words, the right method might 

not have been used, or right part is not assessed. For instant, when a skill is taught, 

only evaluating the standard on the paper is not matched with the objective of 

applying the new skill to the work place. It is difficult for them to afford the complex 

evaluation method, considering the lack of human resource and finance support. The 

more important thing is how to use the test results, which will connect with the 
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continuous learning culture such as the reward system, even the promotion system. 

Otherwise, training assessment cannot well stimulate training effectiveness. 

   Xinyuan et al. (2006) found that training assessment has a significant influence 

on training effectiveness, but training implementation does not work. It is completely 

argued by the finding of this study. However, Junchuan et al. (2001) proved training 

implementation and training assessment positively influence training effectiveness, 

which is partially supported by the finding in this study.  

   Salem (2014) deemed that the nature of training is significantly correlated with 

training outcome. Nevertheless, this study proved that only training need, training 

design, training implementation have positive impact on learning performance, and 

training assessment does not work significantly. 

5.2.3 Demographics 

   Considering the previous studies (Scott et al., 1993; Chang, 1997; Chou, 2001; 

Duff et al., 2004; Ibrahim, 2004; Chiaburu and Marinova, 2005; Chimote, 2010; 

Nurhazani and Issam, 2012), gender, age, marital status, educational level, and 

working years were chosen as independent variables about demographic to test 

whether they affect training effectiveness or not, even though Salem (2014) test 

more factors. 

   This study was driven by an interest in finding out if the demographics have 

impact on learning performance and transfer performance separately. Generally, the 

result did not support the proposed hypothesis. Gender, age, marital status, working 

years does not significantly impact learning performance, and only educational level 
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has significant influence on learning performance. It is considered that the higher 

educational level means higher ability to accept new knowledge or technology. 

However, the education level does not significantly affect the transfer performance 

further. When trainees get the content, the application is more likely impact by work 

environment or their own motivation. In addition, all of the demographic factors in 

this study have no significant influence on transfer performance. This finding 

supports the research of Chiaburu and Marinova (2005) more or less. 

   The study revealed that gender did not significantly influence learning 

performance and transfer performance. It could be that the nature of the skills does 

not differentiate between male and female in terms of learning and application. 

Another reason could be there is no difference between male and female in 

importance of the training programs and the need to acquire new skills and gain new 

information (Nurhazani and Issam, 2012).  

   The age did not appear to have any impact on learning performance and transfer 

performance. It could be due to the similar degree level of desire to acquire the skill 

that will help the trainees to perform their work. It also could be that trainees in 

different age groups have no significant difference in understanding the importance 

to cope with the development in the hotel industry especially in some skills and 

knowledge related to the customers (Nurhazani and Issam, 2012). Another reason 

could be that there is not advantage to an age level to master the knowledge and 

skills used in the job.  

With regard to marital status, there was no significant difference in learning 
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performance and transfer performance. Marriage probably leads to more energy and 

time shared by the family, especially the family with children. However, it does not 

happen according to the result of this study. It is known that the supply of human 

resource in Chinese hotels cannot meet the demand, especially the grass-roots staffs 

as the majority of the employees (66 test, 2015). Abundant employees are not 

natives, so they do not live with their families, instead of living in the hotel 

dormitory. Thus, there is no significant disadvantage to married staffs. 

The finding of this study indicated that there was no significant difference in 

learning performance and transfer performance in term of working years. It could be 

due to the different knowledge or skill standard in different hotels because of the 

different customers focused on and the new knowledge and skill are needed for the 

improvement pressure of the service from the customers, so there is no adequate 

advantage to the staff having experience. 

There are no consistent results gained by previous researches. 

Nitrini et al. (2008) found that there is significant negative correlation 

between age and learning performance, but Scott et al. (1993) found a positive 

relation.  

Chou (2001) found that gender would interact and impact training methods on 

the role of training effectiveness. Scott et al. (1993) further discovered that females 

demonstrated better academic performance than males.  

Duff et al. (2004) found that age, gender, and prior education achievement are 

significant determinants of an individual’s orientation to learning, and they 
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significantly influence GPA. Ignatius (2011) proved that age, marital status, 

educational level influence training effectiveness. 

Vimala and Yanan (2011) and Sutherland (2009) found that only length of work 

experience influences training effectiveness, otherwise, gender, age, marital status, 

and educational level do not works significantly. 

However, Chang (1997) and Sutherland (2009) argued that age and gender do not 

influence attitude factor. According to grade-point average (GPA), Duff et al. (2004) 

further argued that age, gender and educational level do not affect academic 

performance, which is supported by the finding of this study. Even though, Ibrahim 

(2004) indicated that educational level did not have any effect on training 

effectiveness, Chiaburu and Marinova (2005) revealed that trainees with a high 

degree of education level tend to get better learning performance, which supported 

by this paper.  

5.2.4 Trainee motivation 

   Baldwin and Ford (1988) deemed that trainees’ characteristics may directly 

influence training transfer. Trainee motivation was regard as very important factor of 

trainee characteristics to test in previous researches (Xinyuan et al., 2006; Vasiliki 

and Maria, 2012; Hamid et al., 2012; Vasiliki, 2012). The training motivation is the 

factor which had significant influence to the training effectiveness (Noe and Wilk, 

1993; Tai, 2006; Hyochang et al., 2006; Punia and Kant, 2013). The motivation is 

the only factor used to test the influence of trainees’ characteristics on training 

effectiveness in this research. 
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   This paper found that trainee motivation has positive influence on learning 

performance and transfer performance. The motivation decides the initiative to learn 

and transfer, which can affect the performance. Generally, more motivation will lead 

to better learning performance and transfer performance. On the contrary, the low 

level of motivation towards learning and training is the barrier to improve training 

effectiveness. Thus, if the employees are fully motivated towards training program, 

they will pay full attention and there will be more chances for success of training 

program (Punia and Saurabh, 2013). 

The prior studies found that the improvement of trainee motivation leads to 

better training outcomes (State et al., 1993; Hamid et al., 2012; Homklin et al., 

2013), which is supported by this study. 

5.2.5 Organization characteristics 

Considering the previous studies (Intan et al., 2011; National Centre for 

Vocational Education Research, 2013), there are four factors were chosen to test 

whether organization characteristics influence training effectiveness or not, which 

are location, business length, specific department or personnel. The employer size 

was evaluated by number of rooms and employees.  

It is proved that only business length has positive influence on training 

effectiveness that evaluated by learning performance and transfer performance. 

Other factors, such as location, number of rooms, number of employees, and 

availability of specific department or personnel, have no difference on learning 

performance and transfer performance. 
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If the location can influence training effectiveness, it could be due to the different 

kind hotels. It was considered that the hotels in the downtown more probably are 

business hotels, and the hotels in the suburbs more probably are resorts or family 

hotels. The business people have more standard requirement to the service and 

facilities, and holiday-makers have more requirement about comfort, relaxation, 

even diverse environment. It was considered different requirement leads to different 

attention paid to training by the hotels. However, the findings did not support this 

sub-hypothesis. It could be the requirement or expectation between the business 

people and holiday-makers to small and medium hotels is not that different. 

The knowledge and skills needed in the hotel are not too difficult to train by the 

general person. Most of the training can be done by the sophisticated staff and the 

management because most of the management in the hotels is promoted from the 

junior staff, and only some training contents such as psychology, attitude, 

sophisticated hotel management knowledge, need to send trainees to the training 

organization or invite professionals to the hotel to implement training. In other words, 

training is not a costly item basically. Thus, hotel size which is classified by number 

of rooms and number of employees does not significantly influence the training 

effectiveness.  

According to the results of Likert scale test, there is difference of learning 

performance (3.6948, 3.6492) and transfer performance (3.7633, 3.7206) considering 

the availability of specific department or personnel (Table 4.35, Table 4.45), the 

respondents coming from the hotels with specific department or personnel scored 
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higher mean. However, it appears not significant when test further by 

Brown-Forsythe test. It could be that the specific department or personnel does not 

work well. The reason could be the lack of professionals because of the limitation of 

financial resource (Antonios, 2011; Tung-Chun, 2001), which cause the department 

or personnel cannot well play a role.     

There are no concordant results gained by previous researches. 

The location of employer has influence on the provision of job-related formal 

training (Baldwin and Johnson, 1995; Westhead, 1997). Larger enterprises tends to 

provide more systematic and structured training (Gonzi et al., 1995), smaller firms 

are more significantly likely to provide some of their employees with external 

training (Cambridge Small Business Research Center, 1992; Welch, 1996; Storey 

and Westhead, 1997). Intan et al. (2011) found that there are significant differences 

between organizations with HR department and organizations without HR 

department in terms of employees’ training and development. In addition, new 

businesses are more likely to be training providers (Elias and Healey, 1994; 

Westhead, 1997). All above relationship did not happened in SMEs based on hotel 

sector in Beijing, China. It is valuable to research further and to try to reveal the 

reasons. 

5.2.6 Work environment 

The findings proved that continuous learning culture and support from 

supervisors and peers positively affected training effectiveness evaluated by learning 

performance and transfer performance. Furthermore, it is found that continuous 
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learning culture has more influence on training effectiveness. That means, improving 

training effectiveness by building better continuous learning culture is more efficient 

to improve training effectiveness.  

As an important aspect of continuous learning culture, organization system, such 

as adequate compensation and reward systems, directly influences the enthusiasm of 

employees’ participating in training and applying the content learned. The reward 

system drives trainee acquiring knowledge and new skill (Noe, 1986), and applying 

them further (Tanneubaum and Yuki, 1992). A good learning performance and 

transfer performance will be achieved if the reward institute links with the 

performance and application of training (Junchuan et al., 2001). Continuous learning 

culture has significant impact on training or application rate (Tracey et al., 1995; 

Elangovan and Karakowsky, 1999). This study further proved that there is positive 

impact. 

The support from management impacts training budget, number of training hours, 

proportion of training coverage, opportunity to apply the new knowledge and skill, 

and whether they can focus on training or not, so the support can significantly 

influence training effectiveness. It is proved that immediate supervisors affect the 

training motivation of their subordinates very much (Jefferey et al., 1995; Weiss et 

al., 1980), and the motivation will further affect the training effectiveness (Clark et 

al., 1993; Jefferey et al., 1995).  

Bruke and Hutchins (2008) and Colquitt et al. (2000) emphasized the importance 

of managerial support, peer encouragement for using training on-the-job. There is 
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strong relationship between management support and training effectiveness 

(Tun-chun, 2001).  

     In online learning, consistent learning environment and support from 

supervisors only affect learning performance, but not transfer performance 

(Hyochang et al., 2006). Supervisors directly related to transfer performance (Birdi 

and Kamal, 2005; Hyochang et al., 2006), but peer support enhances learning 

transfer (Jefferey et al., 1995; Xinyuan et al., 2004). Nurhazani and Issam (2012) 

deemed that rewards system and social support from top management and 

supervisors make positive contribution to training effectiveness. It is found that 

organizational environment affects training effectiveness (Lee, 1995; Junchuan et al., 

2001). Above findings are partially even completely supported by this paper. 

   This study only focused on reaction level, learning level, and behavior level. 

There are some researches paying attention to the higher level of results level. It was 

found that work environment enhances individual performance (Vimala and Yanan, 

2011), even firm performance (Baldwin and Ford, 1988; Kongoghiorghes, 2001; 

Lim and Morris, 2006). Jayawarna et al. (2007) found that management 

development activities positively impact performance of manufacturing SMEs. 

 

5.3 Contributions of the study 

   In this part, this paper will inform recommendation for the study to small or 

medium hotels, specialists, related organizations paying attention to hotel training, 

and academic research, according to the dominant factors influencing training 
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effectiveness.  

   A critical aspect to successful training is the financial support, but the size is one 

of the factors that training budget can depend on (Daly, 2002; Echols, 2005). 

Financial limitations are disadvantage to SMEs (Ferna´ndez and Nieto, 2005; Ward, 

1998). Thus, it is very significant to achieve a good training effectiveness with low 

cost in small and medium hotels. Well controlling the factors above is very important 

to specialists too, no matter they are working in the small and medium hotels or 

training institutions, even independent trainer.  

The demographics of respondents and hotels, trainee, training, and work 

environment were test systematically test. It is a synthesis of the factors in the 

previous researches, which makes sense to consider the factors more systematically 

and comprehensively when the study try to get the dominant factors in a situation. 

The study found that educational level, business length, trainee motivation, 

training need, training design, training implementation, continuous learning culture, 

and support from supervisors and peers influence learning performance directly, and 

indirectly impact transfer performance through learning performance. However, 

training need, training design, training implementation, and educational level only 

directly affect learning performance, but they cannot directly influence transfer 

performance through learning performance. In addition, all of the influence is 

positive. These findings are significant to small and medium hotels, specialists, 

organizations paying attention to the training effectiveness, even the future study.  

The training effectiveness will be improved when hotels can do as follows: 
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Assess training need with appropriate method to find out the right training need 

accurately. Training need is the precondition of an efficient training, because it 

decides what should be supplied in the training and who should get the training.  

Supply the right content by appropriate approach in an applicable environment. 

For instance, the content matches to actual working practices, the approach can 

interactive well to achieve a good participation of the trainees, and supply the skill 

training in the workplace. In addition, a right trainer is very important too, because 

he or she guarantees good implement of training. 

Organize the training well in a good training environment, interact well in the 

training, and attract attention of the trainees. Before the training, the trainer needs to 

make sure that the tools or instrument is available, and they can work. In addition, 

the qualified handout should be prepared. The training can be well publicized in 

advance. The trainer should pay attention to every trainee, and solve the problems in 

time during the training. Keeping a good interaction in the training is helpful to 

attract attention from the trainees, so developing more method of interaction is 

significant to trainer.  

The hotel can develop an organization system, for example, the performance 

appraisal system can tie financial reward to competence. The executive management 

can openly express support to continuous learning. Immediate supervisor can 

distribute the challenging job assignment that employee is interest in to them. At last, 

the hotel can keep the training budget in a suitable level. 

The hotel should make sure that the management view employee development as 
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an important aspect of their job. Management team should emphasize training 

opportunity because it will increase job performance when enough training is given. 

The supervisors could initiate contact with trainees before training to encourage the 

attendance and acquire the new knowledge and skills. The immediate supervisors 

supply time for trainee to attend training, and condition to apply what the trainee 

learned. Beyond that, the immediate supervisor feedback about the application of 

trainee is helpful to improve transfer performance. In addition, hotels can create a 

climate that employee support the trainees attend the training and apply what they 

learned. 

It is possible to improve transfer performance depending on improving learning 

performance. Considering the relationship between learning performance and 

transfer performance, the variables affecting learning performance should be pay 

more attention. 

   As a result, if these factors are considered, its chances of training success will be 

increased. 

In addition, the respondents with associate degree or bachelor have higher 

learning performance, and followed by respondents with high school degree, master 

degree, and under high school degree. Therefore, the training will be more efficient 

if it supply to this group of employees, and followed by high school degree. 

   Beside the above recommendations to hotels and specialists, there are other 

factor should be paid attention to by organization, or institution, even government, 

such as business length. The study found that business length significantly affects 
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learning performance and transfer performance. Specifically, hotels operated more 

than nine years can provide the best learning performance, and followed by the 

hotels operated less than four years and 4-6 years. The hotels operated 7-9 years got 

the worst transfer performance. To transfer performance, the hotels operated less 

than four years and more than nine years got the best transfer performance, and the 

hotels operated 7-9 years and 4-6 years got the worst transfer performance. It is 

found that the hotels operated less than four years got the best training effectiveness, 

and the ones operated 7-9 years got the worst training effectiveness, no matter in 

learning performance dimension or transfer performance dimension. Thus, it is not 

efficient to supply support to this group to improve the training effectiveness of the 

hotels. The support should be supply to the hotels operated less than four years 

instead.  

   Thus, the dominant factors, especially demographics and hotel characteristics, 

are meaningful to the government. It is meaningful to the government to make 

decision, when considered what kind of business will be more efficient when 

training supplied to. 

The dominant factors were found. Therefore, it is important for the management 

to consider the factors and characteristics of individuals before setting up the goals 

when design training. The findings of the dominant factors provide gist to specialist 

and the organizations paying attention to the relative topic to improve training 

effectiveness, in other words, increase the success of trainings by control the 

dominant factors well. 
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   The findings support some previous studies, and give some new idea about 

academic field. The findings of this study provide major contributions to knowledge 

as follows: 

   It evaluated the training effectiveness via learning performance and transfer 

performance, in other words, application was considered further, which is significant 

to the practice of enterprise training. The factors that probably impact training 

effectiveness, such as demographic, organization characteristics, training, trainee 

motivation, and work environment, were roundly considered. Moreover, learning 

performance was tested to try to find its relationship with transfer performance. This 

study is the first to find dominant factors influencing training effectiveness in SMEs 

of hotel sector in Beijing, China, and proved that some findings of previous studies 

happened in Beijing hotels (SMEs). The findings provide precondition for the further 

study about one dimension. 

 

5.4 Limitation of the study 

   The limitation is explained in the process of completing the study as follows: 

   There is limitation from generalization. The study only focus on the hotel sector, 

it cannot respondent the situation of hotels in other industries. The data were 

collected from the hotels in the Beijing that is one of the 

municipalities directly under the central government. However, there are 23 

provinces, four municipalities directly under the central government, two special 

administrative regions and five autonomous regions. The provinces and autonomous 
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regions are constituted of 283 cities in total. There will be limitation that generalizes 

the results got according to the data only collected in Beijing, because the data 

cannot represent the actual perception of the whole Chinese trainees working in 

SMEs of hotel sector.  

   In addition, 70.1% hotels chosen are with 51-200 rooms, and only 29.9% the 

data from the hotels with less 51 rooms and 300-600 rooms. It would have impact on 

the accuracy of the study. 

The data collection was done from August to September in 2015, which means 

that results of this study only can explain the situation of this period. In China, 

training industrialization started in 1997 and is still in the ascendant now (Party 

building of enterprise daily, 2012). Training will improve quickly in the future, and 

the dominant factors will change accordingly. 

   Answers from the questionnaires might be distorted. It is a large amount of 

questions to some respondents, and they did not answer carefully. In addition, the 

sampling groups came from various backgrounds, which might impact the data 

collection. Some respondents could understand the questionnaires well, but some 

respondents needed more explanations. Therefore, the answer might be distorted. 

   In addition, the variables used for evaluating the hypotheses are only part 

dimensions chosen the systematic measurement built by previous researchers, which 

will increase or decrease the score of each variable. 
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5.5 Recommendations for the future research  

   For future research, the researcher recommends further investigation into the 

topic. Given the current findings concerning training effectiveness, further studies 

can do more on following points: 

   This study only focused on hotel sectors in Beijing to evaluate every aspects of 

training. To generalize well, future research can collect data from more industries 

and areas or other one area, and collect data from the different size of organization 

by proportion.  

   To deeply evaluate the variable, future research can focus on one of the variable 

used in this study with more systematic dimensions, even one dimension of the 

variable. For example, training has different duration and types of knowledge or 

skills delivery. Such variables can be considered in the future research. The 

assessment of training effectiveness can do more in the higher level, for instance, the 

results level in Kirkpatrick four-level evaluation model (Kirkpatrick, 1959, 187, 

1996) or the generalization and maintenance in Baldwin and Ford’s model (Baldwin 

and Ford, 1988).  

   This study is from trainee’s perspective. The supervisor’s perspective and peer’s 

perspective can be considered, even exam score can be used for testing the variables, 

especially the training effective part. Exam score is very appreciate method to testing 

the learning performance.
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Appendix 1: Questionnaire in English 

Questionnaire 

A research is being undertaken to learn more about Dominant factors influencing the 

training effectiveness of SMEs in the hotel sector. Your kindness in answering each of the 

questions below will be helpful to improve the training effectiveness of SMEs in the hotel 

sector in Beijing.  

Please respond to each question. The format of requested responses varies by question and 

may checking √ in the relevant □ or for some questions are requested to indicate your 

perception level as a scale ranging from 1 to 5. This questionnaire has 6 parts: 

Part 1: Personal Information 

Part 2: Training 

Part 3: Work environment 

Part 4: Trainee motivation 

Part 5: Learning performance 

Part 6: Transfer performance 

Part 1: Personal information 

Note: please check √ in the □ that related with your answer. 

1. Gender □ Male □ Female 

2. Age 
□ 18-22 □ 23-27 □ 28-32 □ 33-37  

□ 38-42 □ over 42 years old 

3. Marital status □ Single □ Married 

4. Educational level 
□ Under high school □ High school □Associate, bachelor  

□ Master □ over Master degree 

5. Working years 
□ Below 3 years □ 3-6 years □ 7-10 years  

□ 11-14 years □ Over 14 years 

From the part 2 to part 6, please indicate your perception level as a scale ranging from 1 

to 5, in which by checking √ in the box. Each statement is measured by a 5-point Likert 

scale: 1=strongly disagree; 2=disagree; 3= neutral; 4= agree; 5=strongly agree. 
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Part 2: Training 

Dimension Statement (item) 1 2 3 4 5 

Training need 

1. The needs assessment was conducted before training 

every time. 
     

2. The information gained from the training program is 

what I need in the job assignment. 
     

3. What the training provided was appropriately 

matched with training needs of our job. 
     

Training design 

4. There are clear objectives for training.      

5. The training content is helpful in performing the 

job-related task. 
     

6. I feel the material used in training is appropriate me.      

7. Training adopted appropriate pedagogical methods.      

8. The time allotted for the course is appropriate.      

Training 

implementation 

9. Instructor’s knowledge about the subject is 

knowledgeable. 
     

10. Instructor has a positive attitude.      

11. Teaching style of the instructor is popular.      

12. We have good interaction with the instructor.      

13. The training was organized well.      

14. I feel comfortable with the training environment.      

Training 

assessment 

15. I was evaluated after the training program.      

16. Training program was evaluated strictly.      

17. The training result will be put into my file in the 

hotel. 
     

Training 18. The training in my hotel is nice.      
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Part 3: Work environment 

Dimension Statement (item) 1 2 3 4 5 

Continuous 

learning culture 

1. Management openly expresses their support to 

continuous learning. 
     

2. Job assignments are made in the employee’s area 

of interest. 
     

3. Job assignment is designed to promote personal 

development. 
     

4. Job assignments are challenges that stretch 

employees’ knowledge to the limit. 
     

5. There is a performance appraisal system that ties 

financial rewards to competence. 
     

6. I feel the training expenditures almost never cut 

down even though during business downturn or 

economic recessions. 

     

Support 

7. My supervisor views employee development as an 

important aspect of his/her job. 
     

8. My supervisor provides me with the time when I 

join the training. 
     

9. My supervisor creates conditions to me to apply 

what I learned in the training program. 
     

10. My supervisor lets me know how well I am 

performing during the application. 
     

11. It will be easy for me to apply what I learned in 

the training program, because of the support from my 

peers.  

     

12. The work environment is good for training.      
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Part 4: Trainee motivation 

Statement (item) 1 2 3 4 5 

1. I do not seem capable of dealing with most problems that come up in job 

assignment. 
     

2. I think training is a good chance to improve my task ability.      

3. Increasing my capability through training will help me perform my job 

better. 
     

4. Increasing my capability through training will help me obtain a salary 

increase. 
     

5. I will try to learn as much as I can.      

6. I want to apply what I learned into my job assignment as soon as I can.      

7. I have strong motivation to join training.      

 

Part 5: Learning performance 

Statement (item) 1 2 3 4 5 

1. I have understood all of what was taught in the training program.      

2. I believe that I’ve learned better than the others.      

3. I got new ideas to deal with the job assignment because of being trained 

through.  

     

 

Part 6: Transfer performance 

Statement (item) 1 2 3 4 5 

1. I can accomplish the job tasks better by using what acquired from the 

training program. 
     

2. I feel I am using what I learned from the training in my daily work.      

3. I have monitored my progress in the use of what I learned.      

4. I feel I have learned and applied what was trained.      
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Appendix 2: Organization characteristics in English 

No. Name Location Business length 
(year) 

No. of rooms ① No. of employees Specific 
dep./ personnel 

1  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

2  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

3  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

4  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

5  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

6  □Downtown 
□Suburbs 

□＜4 □4-6 
□7-9 □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□Exist 
□Null 

Source:  
①Xiangmin, 2005, p.5; Minqing PSB (public security bureau), 2010. 
②http://www.ehow.com/about_5598328_types-hotel-ownership.html 
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Appendix 3: Questionnaire in Chinese 

调查问卷 

这是一项研究关于影响中小企业（酒店行业）培训效果主要因素的调查问卷。

您对每个问题的回答将对提升北京中小企业（酒店行业）的培训效果做出贡献。 

请认真回答以下每个问题。回答方式随着问题不同有所变化，部分问题需要您

在相应选项的“□”前打“√”，另一部分问题需要您选择最能体现您感知强度的

数字（1-5）。此调查问卷共包含6个部分： 

第一部分：个人信息 

第二部分：培训本身 

第三部分：工作环境 

第四部分：受训者动机 

第五部分：学习效果 

第六部分：转换效果 

第一部分：个人信息 

注：请在相应选项前的“□”处打“√”。 

1. 性别 □男  □女 

2. 年龄 
□18-22 岁  □23-27 岁  □28-32 岁   

□33-37 岁  □38-42 岁  □＞42 岁 

3. 婚姻状况 □单身  □已婚 

4. 最高学历 □高中以下  □高中  □大专、本科  □硕士  □高于硕士 

5. 工作经验 □＜3 年  □3-6 年  □7-10 年  □11-14 年  □＞14 年 

 

 

 

 

 

 



172 
 

请选择2-6部分中各问题最能体现您感知强度的数字（1-5），并在对应数字的

空格处打√。每个描述用李克特5分量表法测量：1=非常不同意，2=不同意，3=

一般，4=同意，5=非常同意。 

第二部分：培训本身 

维度 描述 1 2 3 4 5 

培训需求 

1. 在我的记忆中，每次培训前均有人进行培训需求

评估。 
     

2. 我在培训中所学正是我完成工作任务所需要的。      

3. 我在培训中所学恰好符合我们工作的培训需求。      

培训设计 

4. 我觉得培训的目标很明确。      

5. 我觉得培训内容对完成工作任务非常有帮助。      

6. 我觉得培训中使用的材料非常适合我。      

7. 我觉得培训采用了合适的教学方法。      

8. 我认为培训的时间长度很合适。      

培训实施 

9. 我感觉讲师对培训主题有丰富的知识储备。      

10. 我觉得讲师的态度非常积极。      

11. 讲师的教学风格很受大家欢迎。      

12. 我们和讲师有良好的互动。      

13. 我认为培训的组织工作做的很好。      

14. 我感觉培训环境很舒服。      

培训评估 

15. 我在培训结束后被评估。      

16. 我感到培训项目被严格评估。      

17. 培训结果将被记入我在酒店的档案。      

培训本身 18. 我认为我们酒店的培训很棒。      
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第三部分：工作环境 

维度 描述 1 2 3 4 5 

持续学习的 

组织文化 

1. 管理人员曾公开表示他们对持续学习的支持。      

2. 员工接受的工作任务正是其感兴趣的领域。      

3. 分配给员工的工作任务能促进个人发展。      

4. 工作任务具有挑战性，使员工知识被延展到极

限。 
     

5. 相应的绩效评估制度将物质奖励和能力挂钩。      

6. 即使在酒店业务不景气或经济衰退的时期，我

也从来没觉得培训费用被削减。 
     

支持 

7. 我的上级视员工发展为她/他工作中很重要的一

个方面。 
     

8. 当我参加培训的时候，我的上级为我提供时间

支持。 
     

9. 我的上级为我创造应用培训所学的条件。      

10. 我的上级将我的应用表现反馈给我。      

11. 由于同事的支持，应用培训所学对我而言是件

容易的事。  
     

12. 我们酒店的工作环境很利于培训。      
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第四部分：受训者动机 

描述 1 2 3 4 5 

1. 我没有足够的能力应对出现在我工作任务中的各种问题。      

2. 我认为培训是提升工作能力的一个好机会。      

3. 由于培训而带来的能力提升可以帮助我有更好的工作表现。      

4. 由于培训而带来的能力提升可以帮助我获得加薪机会。      

5. 我将尽我所能地多学东西。      

6. 我想尽快将我所学运用到工作中。      

7. 我参加培训的动机很强。      

 

第五部分：学习效果 

描述 1 2 3 4 5 

1. 我已经理解了培训中所讲授的所有内容。      

2. 我认为我学的比其他人好。      

3. 培训使我获得了新想法，这帮我更好地完成工作的。      

 

第六部分：转化能力 

描述 1 2 3 4 5 

1. 通过使用培训所学，我能更好地完成工作。      

2. 我正在日常工作中使用我的培训所学。       

3. 我已经发现我在使用培训所学上的进步。       

4. 我认为我已经学到并应用了受训内容。      
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Appendix 4: Organization characteristics in Chinese 

序号 酒店名称 位置 经营年限（年） 房间数量① 员工数量 专设部门/人员 

1  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

2  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

3  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

4  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

5  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

6  
□市区 
□郊区 

□＜4  □4-6  
□7-9  □＞9 

□＜51 
□51-299 
□300-600 

□10-99 
□100-300 

□是 
□否 

Source:  
①Xiangmin, 2005, p.5; Minqing PSB (public security bureau), 2010. 
②http://www.ehow.com/about_5598328_types-hotel-ownership.html 
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