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Abstract: Education and training are the most crucial activities in an organization for human resource 

development. To conduct training for employees, a company must spend many costs; thus the employees are 

expected to conduct transfer of training. There is a problem then, namely teachers in Bali province that have 

joined training of 2013 Curriculum cannot maximally conduct the transfer of training. In implementing results of 

the training, it is necessary for career commitment and motivation to transfer the training results by participants. 

There are 740 elementary school teachers as the research population seen as the targets of 2013 Curriculum in 

2016, with there are 260 first class and fourth class teachers as the samples that are distributed in all regencies in 

Bali province. Data analysis uses Partial Least Square Path Modeling (SEM PLS) model and processed by 

SmartPLS version 3.2.6. These research results find out positive and significant correlation between career 

commitment and autonomous motivation to transfer; autonomous motivation to transfer and transfer of training; 

career commitment and controlled motivation to transfer; as well as controlled motivation to transfer and transfer 

of training. However, there are also insignificant correlation between career commitment and transfer of training. 

This research also finds out two full mediation correlation of indirect correlation hypotheses, namely: autonomous 

motivation to transfer as a full mediation between career commitment and transfer of training variables, as well as 

controlled motivation to transfer as a full mediation on the correlation of career commitment and transfer of 

training. In this research, there is also description of discussion, research limitation and recommendations for 

future research. 

Keywords: Career Commitment, autonomous motivation to transfer, Controlled Motivation to Transfer, Transfer 

of Training. 

1.   INTRODUCTION 

Education and training activities in human resource development are seen as the most crucial activity in an organization. 

Bhatti and Kaur (2009) stated that training is one of the most important techniques and can be reliable to improve 

organization and employee performance. A company should spend much cost to conduct training for its employees with 
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expectation that they who have joined the training can transfer training results into their works (Tziner et al., 2007). The 

importance of training for an organization can be seen from the amount of funds spent by an organization for human 

resource training and development cost. American Society for Training and Development (ASTD) in 2008 shown data 

that organizations in United States spent training cost averagely by US$ 1.068 per employee (Paradise, 2009). There were 

different data shown by Miller (2014), stating that organizations in United States provided training funds for their 

employees averagely by US$ 1.208 per employee. Hoover Organization shown that United States companies have 

invested their funds by US$ 70,6 billion each year for training program (trainingmag.com, 2015). In Indonesia, data 

shown that human resource training and development cost spent by banking world reached four until six percent of 

overall banking operational costs (Wibawanti, 2015). Specifically, Gajah Tunggal Ltd. Spent human resource training and 

development cost by Rp. 2,4 billion in 2015 (http://www.gt-tires.com).  

Investment in the field of human resource training and development also can be seen in education world in Indonesia. As 

can be seen in page beritasatu.com, budget for regional teacher training in the framework of 2013 Curriculum 

implementation reached Rp. 500 billion per year (www.beritasatu.com., 2013). Ministry of Education and Culture, in its 

release on organizational website, also stated that Ministry of Education and Culture of the Republic of Indonesia 

prepared budget by Rp. 865 billion for career training and development for 451 thousand teachers 

(www.kemdikbud.go.id. 2016). The data show the importance of human resource training and development concept for 

the organization. The organization expects that the investment for human resource training and development program can 

improve the employee knowledge, ability and skills so that they can do their tasks effectively and efficiently (Satterfield 

and Hughes, 2007). Employees with ability to do their tasks effectively and efficiently can improve their performance and 

productivity, and ultimately can improve organizational performance in a whole (Tharenou et al., 2007). The main 

requirement for the success of investment on human resource training and development aspect is by ensuring that 

employees use their knowledge obtained from training places in their daily works, or can be called as transfer of training 

concept (Baldwin and Ford, 1988).  

Transfer of training is defined by a process of knowledge, skills and attitude implementation into working world by 

trainees requiring generalization of training results into work and perseverance context from time to time in order to 

improve employee performance (Velada et.al., 2007).  Holton et al., (1997) said that transfer of training is knowledge, 

skills and attitude implementation into real work context. An effective Transfer of training is expected to be able to meet 

two conditions. The first condition is called as a generalization, in which employees can bring the materials learned in the 

training and apply it to the work context in which they work. The second condition is called as maintenance, in which 

employees can understand and remember any training materials for long periods of time, and use them as necessary in an 

unlimited manner (Mathis and Jackson, 2000). These two conditions are an absolute requirement that must be achieved if 

an organization wants to achieve maximum results of human resource training and development programs, and will 

ultimately impact on improving work management effectiveness, productivity and employee performance (Laker and 

Powell, 2011; Velada et al., 2007). 

High level of investment by an organization cannot directly be along with high level of return on training and 

development investment (RoTDI). Organization often complaints for low level of training program effectiveness that is 

caused by yet maximal trainees in implementing their knowledge obtained from the training process into work place. Ng 

(2016), in his research in Department of Health Malaysia, stated that minimum employee ability to apply new knowledge 

into work place contributed to high level of operational costs by an organization. Georgenson (1982) said that only 10 

percent of the learning in the training places can be applied in real workplace. So, if the amount of investment in aspects 

of training and human resource development is Rp. 100,000,000 per year, assuming only 10 percent can be applied in the 

workplace, the cost of the training program will be wasted around Rp. 90,000,000. This is confirmed by Devos et al., 

(2007) estimating that less than 20 percent of the knowledge and skills acquired in training programs are used in daily 

work. Low absorption rate can also be seen in other issues, such as employee complaints stating that training programs 

conducted by the organizations they work for are just formalities programs that aim to spend organizational annual budget 

(Arismunandar and Ratnawati, 2012). 

2.   PROBLEM STATEMENT 

There are transfer problems found in Indonesia. In the world of education, Rohman (2017), on evaluative research 

focusing on the implementation of the 2013 Curriculum stated that teachers have not maximally implemented the 2013 

Curriculum when the teachers have been given various training programs. Education Balance in Bali Province in 2016 



International Journal of Management and Commerce Innovations  ISSN 2348-7585 (Online) 
Vol. 6, Issue 1, pp: (1592-1605), Month: April - September 2018, Available at: www.researchpublish.com 

 

Page | 1594  
Research Publish Journals 

showed data that primary school teachers have the largest number, namely 22,552 people out of a total of 49,115 people; 

they only have a competency score by 57.27 which it should be by 70. This competency achievement is the lowest score 

compared to teachers at different levels (http://www2.pdsp.kemdikbud.go.id ). These issues indicate a fact that the 

concept of transfer of training still considers as a major threat to organizations and individuals who want to get the 

maximum results of a training program. Therefore, it is necessary to do further research that is able to explore any main 

factors that can help employees and organizations improve their training transfer ability. But in reality, there is imbalance 

spent costs and implementation of training results into workplace. There is not maximum implementation of training 

results in workplace, due to support from other factors affecting on the implementation of training results. Other factors 

include career commitment and motivation to transfer. These factors can provide direct or indirect support to transfer of 

training. Any given support will affect on the transfer of training so that it can improve organizational performance. 

Baldwin and Ford (1988), in their research model referred to by many studies on the transfer of training literature, stated 

that there are three main factors affecting on the transfer of training, namely: trainees' characteristics, design of training 

programs, and work environment. However, out of all these three factors, only the trainees' characteristics and work 

environment have direct effects on the transfer of training. This is also supported by literature studies conducted by 

several researchers (Blume et al., 2010; Cheng and Hampson, 2008; Cheng and Ho, 2001; Colquitt, LePine, and Noe, 

2000; Holton, Bates and Ruona, 2000) emphasizing the importance of advanced studies in stressing workplace factors 

(such as: supervisory support, co-worker support, training skills) and trainees' characteristics (such as: commitment to 

career design, motivation to transfer) at the time they explore the transfer performance of trainees. 

Previously presented researches show that the transfer of training results into workplace can be affected by internal 

factors, namely career commitment and transfer motivation as well as external factors such as supervisory support and co-

worker support. However, there are still weaknesses and gaps in the literature (research gaps) that can hinder the 

development of academic and practitioners' understanding on the concept of transfer of training results into workplace.  

The first research gaps are related to the role of transfer motivation. Most previous researches have explored the variables 

of transfer motivation as a construct, but in reality transfer motivation can be seen from the perspective of self-motivation 

(autonomous motivation to transfer) and motivation arising from the necessity of an individual to do something 

(controlled motivation to transfer).  

The second research gaps are related to modeling transformation process input (career commitment) into output (transfer 

of training) by involving autonomous and controlled motivation to transfer variables as an explanatory variable in the 

process. As can be seen in previous researches, the variable of commitment to career ladder of trainees can affect on the 

transfer of training, but there is no research that describes the processes in those relationships. 

3.   PURPOSE OF THE STUDY 

The purpose of this study is to determine transfer of training in Bali Province, Indonesia through role of autonomous and 

controlled motivation to transfer mediations of correlation between career commitment and Transfer of Training. 

4.   LITERATURE REVIEW 

4.1. Transfer of training: 

Holton et al., (1997) said that transfer of training is the implementation of employee knowledge, skills, behavior and 

attitude in real work context. Transfer of training is defined as an implementation process of knowledge, skills, behavior 

and attitude into work world by employees; this requires generalization of training results into work and perseverance 

contexts from time to time in the framework to improve employee performance (Velada et al., 2007). Abdulah and Suring 

(2010) defined transfer of training as the implementation of knowledge and skills in an effective and sustainable manner 

that are obtained in training by employees for their works, both within and inside the works. Kaswan (2012) also defines 

transfer of training as use of knowledge, skills and behavior that are learned in training at work. 

 Effective transfer of training must meet two conditions; First: employees can bring in the material learned in the training 

and apply it to the work context in which they work; Second: employees can continue to use the material they are learning 

for a long time (Mathis and Jackson, 2011). According to Baldwin and Huang (2010), the transfer of training historically 

involves two main processes: 1) generalization; the extent to which the knowledge and skills acquired in the lesson are 

applied to the various settings, people, and / or situations of the trained persons; and, 2) maintenance; the extent to which 

the result changes of the learning experience can persist from time to time. To examine the study on transfer of training by 
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Baldwin and Ford (1988), it should build a general transfer of training model, which is this model can be a reference for 

researchers in the field of transfer of training. 

Various empirical studies have been conducted by experts related to the transfer of training. From the previous decade, 

many experts have revealed factors that may affect on the implementation of training results into workplace. 

Implementation of training results into workplace is affected by employee characteristics (Nikandrou et al., 2009; Tabiu, 

2015; Yu Wen, 2014; Maung, 2014; Madagame, 2014). Implementation of training results into workplace is also affected 

by training design (Noe, 2003; Velada et al., 2007). In addition to trainees' characteristics and design of training, 

workplace environment also greatly affects on whether employees can apply training results obtained at the training site to 

the workplace (Russ-Eft, 2002; Velada, 2007; Bosche et al., 2010; Hua, 2013; Bhatii and Hoe, 2012). 

4.2. Career Commitment:  

There are some researchers expressing the importance of career commitment in improving motivation to transfer training 

results so that any learned by the employees can be implemented in workplace. Kasemsap, (2013) conducted a 

quantitative research by distributing an instrument to 594 operational employees from seven oil distillation factories in 

Thailand, it found out that career commitment positively mediates correlation of learning motivation and transfer of 

training results. 

A research conducted by Madagame et al.,(2014) on 152 administrative personnel in Sri Langka; it found out that career 

commitment had no significant effects on transfer motivation. Jones in 2006 in his research focusing on literature review 

and empirical study related to career commitment found out seven factors supporting organizational leaders to improve 

the career commitment. These seven factors are formation of workplace, collegiality, job satisfaction, feedback, strong 

support of employees, internal control locus, remuneration; all of which have a direct link to career and organizational 

commitment.  

4.3. Social Support: 

In implementing training results, it is necessary to consider social support. Kudisch et al., (1995) defined four 

main sources of social supports, namely: supervisory, co-workers, supervisory and top management. In this 

research, social support is focuses on supervisory support and co-worker support.  

Supervisory support as one of the social supports on workplace can affect on improved performance of transfer of 

training. Supervisory support is defined as a situation in which supervisors give supports for the implementation of 

training results into workplace and use it in an sustainable manner in workplace (Russ-Eft, 2002; Nagy & Mullins,2005). 

Supervisory support can affect on transfer of training since at the time of transfer of training, it is necessary for 

cooperation and coordination between employees and supervisors. Nijman (2004) defined supervisory support as 

supervisors' procedure to optimize use of employee knowledge, skills and attitude that are learned from training in 

workplace. From different definitions above, this research can conclude that supervisory support is the procedure used by 

supervisory to strengthen employee in using training results that are learned from training, either knowledge, skills and 

behavior into workplace. 

Social network theory mentions that formal or informal relations can be seen as reflection or description of inter-people 

cooperation and coordination based on active and reciprocity social bindings (Barnes,1954). To ensure that employees are 

able to implement training results in workplace, it is not only required supervisory support, but it also requires co-worker 

support.  

Co-worker support is defined as the extent to which co-workers can affect on the employees to implement training results 

into workplace and use it in a sustainable manner in workplace (Nijman et al., 2016). Co-workers will be able to influence 

the transfer of training if they work together to provide support and encouragement to employees in using new learning 

gained during the training into their work. Co-worker support is generally defined as coworker encouragement to use new 

training results in the workplace (Bossche el al., 2010). From the above definitions, this study concludes co-worker 

support as the support provided by co-workers to use the results of training to the workplace and use it on an ongoing 

basis. 

Ng (2011) in his research on the effect of superior and co-worker support in transfer of training stated that superior ability 

to allocate adequate guidance and time to implement training results create positive transfer of training results. Ling et al., 

(2011) stated that supervisory support has significant effects on transfer of training results. Similarly, Bhatii and Hoe 



International Journal of Management and Commerce Innovations  ISSN 2348-7585 (Online) 
Vol. 6, Issue 1, pp: (1592-1605), Month: April - September 2018, Available at: www.researchpublish.com 

 

Page | 1596  
Research Publish Journals 

(2012) stated that support from superiors is important in transfer of training and skill maintenance. From some previous 

research results, they indicate that support from superiors is important in transfer of training, because superiors can 

explain the role and value of training and development within the organization. This can motivate employees to attend 

training and transfer of training results into work. 

Burke and Hutchins (2007) argued that co-worker support has a more consistent relationship in the application of training 

results than the superiors' support. Chiaburu (2010) in his research found out that support from coworkers had significant 

effects on the ability of employees to apply training results in the workplace. There is also same thing stated by Van Den 

Bossche et al (2010) who found out that coworker support in the form of feedback greatly determines employees' ability 

to apply what they learned in training into workplace. The above results show the importance of coworker support to the 

transfer of training results, as co-workers can provide support and encouragement to employees to transfer any training 

results. 

4.4. Transfer Motivation:  

There are some experts stating definitions of transfer motivation, among others are motivation to transfer (hereinafter 

called as motivation to transfer) that is defined as individual willingness to utilize and relate knowledge and skills that are 

learned in training program into workplace (Noe and Schmiit,1986; Wexley and Latham, 1991).  Following definition of 

motivation to transfer is according to Gegenfurtner et al., (2009), stating it as an attitude to content of training, relatedness 

and instructional satisfaction. 

Previous description illustrates motivation to transfer as employee willingness to use knowledge and skills that are learned 

in training program into workplace. To support the transfer of training is necessary to understand individual preference to 

select any procedure to implement their knowledge, skills and attitude in their workplace. Definition of motivation to 

transfer is general applicable definition but there are still any significant differences when there is a shift of discussion to 

more specific one, namely concept of motivation to transfer from oneself (autonomous motivation to transfer) and 

motivation to transfer by requirement or support from outside to conduct it (controlled motivation to transfer).  

Autonomous motivation to transfer is closely related to trainee attitude towards content of training; meanwhile controlled 

motivation is related to any factors outside the trainees giving them motivation to conduct any requirements in workplace- 

Gegenfurtner et al., (2009). Autonomous motivation to transfer can be defined as willingness within oneself to 

implement training results and use it in a sustainable manner in workplace because the implementation is well-

adjusted to any values believed by the person. 

Controlled motivation to transfer can be defined as a willingness to implement training results caused by stimuli 

from trainee environment. Such stimuli can be in the from of rewards or extern sanctions (Larose & Senécal, 2007).  

Motivation to transfer concept in general uses expectancy theory expressed by Vroom (1964). Vroom (1964) described 

expectancy as a trust moment directing employees to act, and the actions can give results for the employees. Expectancy 

theory is a condition in which one person in this case an employee can be in an absolute path since they have expectancy 

or results as their behavior. They will be motivated to determine any most affecting behavior on their achievement of 

expectancy. An employee has expectancy on rewards in the form of money and other valuable things, or high 

performance will improve work satisfaction or career improvement. This can be considered as employee objectives. By 

the expected rewards, they will transfer their training results in workplace. Employees will implement knowledge, skills 

and ethics after joining training, since these will improve their outcomes in the forms of rewards, work satisfaction, 

promotion and others. 

Controlled motivation that is supported by X theory expressed by Mc.Gregor  (1960) is an extern factor having ability to 

affect on the employees to implement their training results. Extern factors can be in the forms of sanctions, rewards, 

guidance and direction to motivate employees to practice or implement their training results. 

Mc Clelland (1961) as a motivational theorist (autonomous) stated that a person has a motivation if the person has a desire 

to achieve better than others. The need for achievement is an encouragement to outperform other employee achievement. 

Internal factors can be in the forms of willingness to accept relatively high risk, desire to obtain feedback about the work, 

desire to obtain responsibility in solving the problem. 

Gegenfurtner et al., (2009) stated that transfer motivation is influenced by employee attitude and instructional satisfaction. 

Understanding on organizational objectives is one part of employee attitude. Understanding on organizational objectives 

directs employees to work on target. Achieving targets provide instructional satisfaction to employees. 
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Some thoughts of Gegenfurtner et al. (2009) are in line with Madagamage's (2014) thought that self-efficacy is the 

determinant factor of motivation to transfer, and opportunity to perform affects on motivation to transfer. Thus, it is 

necessary to establish a condition that allows workers to apply any training results. By giving opportunities to apply the 

training results, then there will be motivation to transfer within the employees. While Madagamage (2014) also stated that 

awareness of strategic linkages, accountability, and career commitment, and supervisory support have no effect on 

motivation to transfer. By these latest findings, it is necessary to conduct any tests on other workplaces concerning 

awareness of strategic linkages, accountability, and career commitment, as well as supervisory support. 

Social support, one of which is supervisory support, does not directly affect on transfer of training but indirectly affect 

through trainees' motivation to transfer any training results (Gegenfutner et al., 2009). Massenberg et al. (2015) found out 

that motivation to transfer can improve the transfer of training and function as mediation in the relationship of social 

support and transfer of training results. Thus, supervisory support affects on motivation. While on the other hand 

Gegenfurtner et al. (2009) found out that there are two types of motivation that affect on the transfer of training, namely 

controlled motivation to transfer which more dominantly affect on the transfer compared to autonomous motivation to 

transfer, which makes this research more interesting to do. 

5.   HYPOTHESES OF THE STUDY 

Based on the literature reviewed of this research will discusses five hypotheses based on the research model. 

Hypothesis (H1) : stating that career commitment affects positively and significantly on autonomous motivation to 

transfer; 2
nd

  

Hypothesis (H2) : stating that autonomous motivation to transfer affects positively and significantly on transfer of 

Training;  

Hypothesis (H3) : stating that career commitment affects positively and significantly on controlled motivation to transfer;  

Hypothesis (H4) : stating that Controlled motivation to transfer affects positively and significantly on transfer of training;  

Hypothesis (H5) : stating that career commitment affects positively and insignificantly on transfer of transfer; 

6.   RESEARCH METHODOLOGY 

This research was conducted on elementary school teachers in Bali Province, Indonesia with sample criterion is the 

elementary school teachers as the target of 2013 curriculum implementation, namely there are 740 people with 10 percent 

sampling error rate, hence there are 260 teachers are the research samples. The respondents in this research are the first 

and fourth grade teachers who have attended training in 2013 in 2016. These teachers are predicted to be able to answer 

any research instruments related to this research. 

The data are analyzed using Partial Least Square Path Modeling (SEM PLS) model and processed with SmartPLS version 

3.2.6. Conceptual frameworks can be described in figure 1. 

 

Figure 1: Role of mediation of Autonomous and Controlled motivation to transfer in Correlation of Career Commitment and 

Transfer of Training 

Construct Validity and Reliability Test : Before the data are used, there is previously conducted testing to determine 

whether the data used are valid and reliable. To test the validity, outer model testing results in Table 1 indicate that all 

items have outer loading more than 0,50, so that all of the times can be used.  
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Table 1: Outer Loading Results 

Career Commitment X1 
Autonomous Motivation 

To Transfer (Y1) 

Controlled Motivation 

To Transfer (Y2) 

Transfer Of Training 

(Y3) 

X1.1 0,691 Y1.1 0,826 Y2.1 0,667 Y3.1 0,814 

X1.2 0,848 Y1.2 0,675 Y2.2 0,659 Y3.2 0,566 

X1.3 0,855 Y1.3 0,766 Y2.3 0,783 Y3.3 0,843 

X1.4 0,819 Y1.4  0,611 Y2.4 0,713 Y3.4 0,831 

X1.5 0,785      Y2.5  0,722 Y3.5 0,887 

    Y2.6 0,728   

While the results of reliability testing on the research data in table 2 shows that all constructs have coefficient of 

cronbach's alpha more than 0.60, composite reliability coefficient more than 0.70, and AVE and communality coefficients 

more than 0.50. Thus, all measurement models used in this study already have high validity and reliability. 

Table 2: Convergent Validity Test Results 

Konstruk 
Koefisien Alpha 

Cronbach 

Composite 

Reliability 
AVE Communality 

Results 

Information  

Career Commitment 0,859 0,900 0,802 0,643 Reliable 

Autonomous Motivation To Transfer 0,735 0,813 0,724 0,524 Reliable 

Controlled Motivation To Transfer 0,810 0,861 0,713 0,509 Reliable 

Transfer Of Training 0,852 0,895 0,796 0,634 Reliable 

7.   RESEARCH RESULT AND DISCUSSION 

Based on the data processing results, hypotheses of this research results as shown in Table 3. 

Table 3: Testing Result of Path Coefficient in Inner Model 

Hubungan Path Coefficient  t- statistics p Information  

CC -- > AMT 0.652 14.938
*
 0.000 Positive significant  

CC -- > CMT 0.503 9.782
*
 0.000 Positive significant 

CC -- > TT 0.007 0.160
ns

 0.873 Positive insignificant 

AMT -- > TT 0.392 6.918
*
 0.000 Positive significant 

CMT-- > TT 0.253 4.701
*
 0.000 Positive significant 

  Notes : ns = p>0,05;  * = p<0,05 

These research findings find out four significant correlation out of five hypotheses proposed related to the direct 

correlation, namely correlation of career commitment on autonomous motivation to transfer, correlation of autonomous 

motivation to transfer on transfer of transfer, correlation of career commitment on controlled motivation to transfer, 

correlation of controlled motivation to transfer on transfer of  transfer. In this research, it also finds out indirect correlation 

between career commitment and transfer of training. 

Table 4: Testing Result of Path Coefficient in Inner Model 

Model Path Coefficient t- statistics P Notes  

a  CC -- > AMT 0.652 14.938
*
 0.000 Significant a,b significant, meanwhile 

c insignificant = full 

mediation 
b  AMT -- > TT 0.392 6.918

*
 0.000 Significant 

c  CC -- > TT 0.007 0.160
ns

 0.873 Insignificant 

     

a  CC -- > CMT 0.503 9.782
*
 0.000 significant a,b significant, meanwhile 

c insignificant = full 

mediation 
b CMT-- > TT 0.253 4.701

*
 0.000 significant 

c CC -- > TT 0.007 0.160
ns

 0.873 Insignificant 

      

Source: Processed data 2018 

In this research, it also finds out two variables serving as full mediation, namely autonomous motivation to transfer 

serving as full mediation in the correlation of career commitment and transfer of training, and the controlled motivation to 

transfer variable serving as full mediation in the correlation of career commitment and transfer of training. 
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Furthermore, it can be explained in more detail results of hypothesis test based on result of path coefficient test in table 3 

as follows: 

1
st
 Hypothesis (H1) is acceptable: This inter-variable correlation has coefficient with positive direction. Calculation 

results show path coefficient by 0,652, t-statistic by 14.938 and p value by 0,000 (p>0,05); this means that career 

commitment affects significantly on autonomous motivation to transfer. This result is also proven by mean perception 

index of career commitment variable in a whole which it is categorized in very good index. Also, respondent responses on 

any proposed indicators obtain the answer with mean by 62,96 percent meaning that it is categorized in good category.  

Based on the five proposed indicators on this variable, it can be seen that all of the proposed items obtain high answers. In 

the competency improvement indicator, it is obtained the highest mean by 6.46 percent with answers on a scale of five to 

seven; this illustrates that teachers can understand that competence improvement is a key component in order to increase 

their career commitment. Similarly, in the indicators of positive self-assessment, challenging, career awareness, having a 

career path obtain the answers given by respondents with a scale of five to seven; this shows that career commitment has 

been believed to increase autonomous motivation to transfer. This indicates that career commitment is well understood to 

improve autonomous motivation to transfer. 

However, the hypothesis stating that better career commitment by the employees will lead to better autonomous 

motivation to transfer is acceptable. It means that career commitment can improve teachers' autonomous motivation to 

transfer. 

These research findings are not in line with a research done by Madagamage et al. (2014) that found out that career 

commitment has significant effects on transfer motivation. Because in this study, the first and fourth grade teachers in 

Bali who have attended the training, confirm that their career commitment has supported autonomous motivation to 

transfer. 

2
nd

 Hypothesis (H2) is acceptable: This inter-variable correlation has coefficient with positive direction. Calculation 

results show path coefficient by 0,392, t-statistic by 6.918 and p value by 0,000 (p>0,05); this means that autonomous 

motivation to transfer affects significantly on transfer of training. This result also means that good autonomous motivation 

to transfer can directly support transfer of training. 

These research findings are in line with a research done by Gegenfurtner et al. (2009) stating that autonomous motivation 

to transfer is stated by one willingness to implement training results and use it in a sustainable manner in workplace 

since the implementation is well-adjusted to any values believed by the person. 

3
rd

 Hypothesis (H3) is acceptable: This inter-variable correlation has coefficient with positive direction. Calculation 

results show path coefficient by 0, 503, t-statistic by 9.782 and p value by 0,000 (p>0,05); this means that career 

commitment affects significantly on controlled motivation to transfer. This result is also proven by mean perception index 

of controlled motivation to transfer variable in a whole which it is categorized in good index. Also, respondent responses 

on any proposed indicators obtain the answer with mean by 6.07 percent meaning that it is categorized in good category.  

Based on the six proposed indicators on this variable, it can be seen that all of the proposed items obtain good answers. In 

the indicator of implementation of training result by support from outside, it is obtained the appreciation by 6.21 percent 

with answers on a scale of four to seven; this illustrates that teachers has perception that that controlled motivation to 

transfer components in affecting the transfer are reward and punishment given by other parties compared to other 

indicator.  

 However, the hypothesis stating that better understanding of support from outside will lead to better transfer of training is 

acceptable. It means that controlled motivation to transfer  can improve teachers' transfer of training. 

4
th

 Hypothesis (H4) is acceptable: This inter-variable correlation has coefficient with positive direction. Calculation 

results show path coefficient by 0,253, t-statistic by 4.701 and p value by 0,000 (p>0,05); this means that controlled 

motivation to transfer affects significantly on transfer of training. This result is also proven by mean perception index of 

controlled motivation to transfer variable in a whole which it is categorized in good index. Also, respondent responses on 

any proposed indicators obtain the answer with mean by 6.07 percent meaning that it is categorized in good category.  

Based on the six proposed indicators on this variable, it can be seen that all of the proposed items obtain good answers. In 

the indicator of implementation of training result by support from outside, it is obtained the appreciation by 6.21 percent 

with answers on a scale of four to seven; this illustrates that teachers has perception that that controlled motivation to 
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transfer components in affecting the transfer are reward and punishment given by other parties compared to other 

indicator.  

However, the hypothesis stating that better understanding of support from outside will lead to better transfer of training is 

acceptable. It means that controlled motivation to transfer  can improve teachers' transfer of training. 

These research results are in line with empirical study by experts such as, Chiaburu and Lindsay (2008), Gegenfurtner et 

al. (2009), as well as Bhatti and Kaur (2010) stating that motivation to transfer affects on transfer of training. In this 

research, it reveals a fact that controlled motivation to transfer affects on the first grade and four grade teachers that have 

joined the training to implement training results in their teaching and learning process in the school. 

5
th

 Hypothesis (H5) is rejected: Determining the descriptive analysis of first and fourth grade elementary school teachers 

in Bali, they give very good responses to the career commitment variable. In the descriptive analysis stating five 

indicators, the five indicators obtain very good responses from the first and fourth grade teachers. Thus, the whole 

teachers acknowledge that they have excellent career commitments. 

Similarly, the transfer of training variable also gives five indicators. The five indicators of transfer of training obtain good 

response from the first and fourth grade teachers. Thus, it means that the first grade and fourth grade teachers declare 

themselves that after the training, they have done good transfer of training in teaching and learning process at school. 

This inter-variable correlation has coefficient with positive direction. Calculation results show path coefficient by 0,007, 

t-statistic by 0.160 and p value by 0.873 (p>0,05); this means that career commitment affects insignificantly on transfer of 

training. This result also illustrates that the hypothesis stating that career commitment affects on the transfer of training is 

rejected. 

These research results are inconsistent with empirical study by experts such as, Cheng and Ho (2001), and Kasemsap 

(2013) stating that career commitment affects on transfer of training. In this research, it reveals a fact that career 

commitment by a teacher that has joined the training does not affect on the willingness to implement training results in 

their teaching and learning process at school. 

6
th

 Hypothesis (H6) is acceptable; The hypothesis testing show that there is full mediation of the correlation between 

career commitment and transfer of training through autonomous motivation to transfer. Thus, it can describe that effects 

of career commitment on transfer of training can cause the emergence of mediation variable of autonomous motivation to 

transfer. Statistic analysis results can be used as this research base to accept the sixth hypothesis stating that the 

correlation of career commitment and transfer of training is mediated by autonomous motivation to transfer. 

This finding is in line with a research conducted by Gegenfutner et al. (2009) stating that there are positive and significant 

correlation between autonomous motivation to transfer and transfer of training. Kasemsap (2013) in his research also 

found out that there is a correlation between career commitment and motivation to transfer of training. 

7
th

 Hypothesis (H7) is acceptable, The hypothesis testing show that there is full mediation of the correlation between 

career commitment and transfer of training through controlled motivation to transfer. Thus, it can describe that effects of 

career commitment on transfer of training can cause the emergence of mediation variable of controlled motivation to 

transfer. Statistic analysis results can be used as this research base to accept the sevent hypothesis stating that the 

correlation of career commitment and transfer of training is mediated by controlled motivation to transfer. 

This finding is in line with a research conducted by Gegenfutner et al. (2009) stating that there are positive and significant 

correlation between controlled motivation to transfer and transfer of training. Kasemsap (2013) in his research also found 

out that there is a correlation between career commitment and motivation to transfer of training. 

8.   CONSLUSION AND RECOMMENDATION 

These research analysis results obtain that career commitment affects positively and significantly on autonomous 

motivation to transfer. This result means that higher teacher career commitment will also lead to higher autonomous 

motivation to transfer ; career commitment affects positively and significantly on controlled motivation to transfer. This 

research result also means that higher teacher career commitment will also lead to improved controlled motivation to 

transfer at school. This research result also means that higher Autonomous motivation to transfer will also lead to higher 

teacher transfer of training at school; Controlled motivation to transfer affects positively and significantly on transfer of 

training. This research result also means that higher Controlled  motivation to transfer  will also lead to higher transfer of 
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training by teachers at school; Autonomous motivation to transfer mediates the correlation between career commitment 

and transfer of training. Autonomous motivation to transfer here serves as a full mediation, which strongly affects on the 

career commitment and transfer of training. Controlled motivation to transfer serves to mediate the correlation between 

career commitment and transfer of training. Controlled motivation to here serves as a full mediation which strongly 

affects on the career commitment and transfer of training. 

9.   RESEARCH LIMITATIONS 

This research uses perception method in measuring the transfer of training, so that there can be any bias in its 

measurement. Also, the respondents participating in this research are elementary school teachers who have joined the 

training of 2013 Curriculum in 2016 so that there can be greater enough possibility of mono response bias. This research 

is conducted on elementary school teachers who have joined the training of 2013 Curriculum in 2016. In fact, the training 

of 2013 Curriculum was started to be done in 2013 for all levels of education units. The use of indicators of each variable 

is very limited such as the variable used for transfer of training only uses five indicators, in which we know that according 

to theory and previous research results, there are more than five indicators. This can affect on the results of transfer of 

training. 

10.   FUTURE RESEARCH 

It is recommended for any further research to use respondents from any teachers who have joined the training of 2013 

Curriculum in 2013 until 2017 in all levels of education units, so that the results can be generalized. Also, in making 

assessment on supervisory support, it can use broader indicators. This indicator addition later will provide different 

illustration or more effects on transfer of training in an overall manner. 
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