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Abstract

The purpose of this research was to identify and rank the organizational
transition path using the fuzzy Vicor method in the province’s gas company. It
was done with the support of "Central Gas Company". The study is mixed in
nature and functional in purpose. A total of 250 studies were reviewed, 70 of
which were selected for implementation of organizational transfer. After
validation, in the second stage, a questionnaire was prepared and provided to the
gas company. Then, according to the opinions of the personnel, they were ranked
and weighted using MATLAB software. The statistical population of the research
in the first stage included documents from the Islamic World Citation Database,
Academic Jihad and Migiran, Google Scholar, and the Direct site. The statistical
population in the second stage included managers, learners, and teachers of the
gas company, and purposive sampling was used. The example in the first stage of
all the documents in the second field question was the organizational transfer,
and in the stage of the experts of the gas company. The CVR index was used to
ensure the validity of the items. The findings showed that organizational transfer
includes the following: 1. lack of educational and managerial quality of trainers, 2.
lack of existing culture in the organization, 3. lack of transformative and
supportive management, 4. large volume of job duties, 5. lack of desirability of the
quality of the educational content provided, 6. unfavorable evaluation of the
course, 7. lack of supervision or incorrect supervision of the efficiency of the
educational course, 8. improper timing of training courses, and 9.
unpreparedness of the learner. The MATLAB output after ranking the indicators
showed that the first five indicators are the most important transfer software in
the central province company.
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Extended abstract

1. Introduction

From a cognitive perspective, learning
transfer is a dynamic and complex
phenomenon, and there is agreement
among theorists on how learners apply
knowledge and skills learned at work, and
how learned behavior is generalized to
work situations and maintained
throughout work. It is also helpful when
facing a problem or a new situation. In this
regard, based on Baldwin and Ford's
conceptual model, barriers to learning
transfer can be found in the areas of

learner characteristics, educational
program characteristics, and work
environment characteristics, which

should be resolved (Blume, Ford, &
Baldwin, 2010). People in organizations
participate in training courses to improve
their professional performance by using
the skills they learn, and the ultimate
training goals will not be achieved if they
are not transferred. Therefore, it is
necessary to identify and remove
obstacles to the transfer of learning in the
organization. The problem of learning
transfer occurs when there is a gap
between what learners learn and when
they try to apply what they learn, which
should be addressed as soon as possible.
The concept of learning transfer is the
degree to which the knowledge, skills, and
abilities acquired in a training program
lead to a lasting change in how work tasks
are performed. Identifying the factors that
encourage or prevent employees from
transferring knowledge and creating
benefits for employees and the
organization is one of the basic priorities
of today's organizations. Suppose the
factors affecting the transfer of education
are not considered in the design of
training courses and are not carried out

according to the organization's goals. In
that case, the training cannot reach the
organization's goals, and by neglecting the
factors that affect the training, the
transfer of training costs a lot. The time
spent and energy spent in those classes
are wasted. Also, not taking into account
the factors affecting the training transfer
makes the courses ineffective, and a small
part of the training is transferred to the
workplace, and the rest of the training is
forgotten. Although the main goal of
organizational training is to transfer
learning to the work environment, many
researchers have pointed out that not
much transfer of learning has occurred,
and organizations have not achieved the
expected results. So, first of all, it is
necessary to find out what strengthens or
hinders the learning of an individual, a
group, or the whole organization. On the
other hand, it is necessary to discover the
things that strengthen, slow down, or
prevent learning from an individual, then
improve learning transfer by removing
barriers and strengthening facilitators.

2. Research Methods

In the first stage, using the studies
conducted in the field of organizational
learning, selection, and barriers that
hinder the transfer of organizational
learning were extracted, summarized, and
classified. In the second stage, a
researcher-made  questionnaire  was
prepared and made available to managers,
learners, and teachers of the company.
Then, using multi-criteria decisions of the
fuzzy Vicor type, the learning transfer
barriers were ranked and weighted
according to the received answers of the
gas company personnel. The statistical
population of the research in the first
stage includes all available documents and
studies conducted in the last two decades
by using research in the sources of the

Fatemeh Sadat Joneid, Sirus Mansoori, Mohsen Bagheri, Mahrokh Sadat Shafiei. Identifying and Ranking Barriers to
Organizational Learning Transfer Using the Fuzzy Vikor Method (Case Study: Markazi Province Gas Company)



Journal of Sustainable Human Resource Management

Islamic World  Citation  Database,
Academic Jihad, and Migiran, and foreign
databases such as Google Scholar and
Science Direct. A total of 250 were
examined, 70 of which were selected for
the study. The statistical population in the
second stage included the managers,
learners, and teachers of the Gas Company
of Central Province. In this research,
purposeful sampling was used. In the first
stage, the sample included all the available
documents in the field of organizational
learning and barriers to the transfer of
organizational learning, and in the second
stage, it included a number of expert
managers, learners, and instructors from
the Markazi Province Gas Company. The
sample selection criteria in the first stage
were the documents that introduced the
indicators of "organizational training" and
"barriers to the transfer of organizational
learning". The criterion for selecting the
sample in the second stage was the
opinion of the training officer of Central
Province Gas Company. The data
collection tool in the first stage was a
checklist and a questionnaire of 9
indicators of organizational learning
transfer obstacles prepared by the
researcher in the second stage. Collecting
sources and documents to extract
organizational learning transfer obstacles
and prepare a checklist continued until it
reached theoretical saturation (when new
documents have no new content for the
researcher), and continued. Then, the
main and final obstacles were extracted by
putting the themes together and removing
recurring themes and factors if necessary.
To ensure the validity of the received
items, the Lavshe index (CVR) was used,
the research tool was finalized, and finally,
the items were converted into a
questionnaire. After the validation of the
components, one of the obstacles (lack of
coordination of different organization

units) was removed, and the rest were
confirmed as they did not have enough
validity according to the Lavshe index
(CVR) from the educational experts’ point
of view. Then the questionnaire was
designed by the researcher and included
qualitative options for each question from
"very little" to "very much". In order to rate
the barriers to learning transfer, three
groups, including managers of gas
companies, trainees participating in
training courses, and instructors of
training courses, were selected as
participants to answer the survey.
Respondents had to mark one of the
options "too little" or "too much"
depending on the content of each
question. Then, the qualitative options
chosen by the participants were entered
as fuzzy numbers in the dedicated Vicor
Fuzzy software called MATLAB. In fact, in
the second stage after designing the
questionnaire, the participants expressed
their opinions in the form of fuzzy
numbers. Then, this software ranked the
barriers to learning transfer in the central
gas company.

3. Results

The findings showed that the barriers to
the transfer of organizational learning in
the gas company include: 1. lack of
educational and managerial quality of
trainers, 2. lack of learning culture in the
organization, 3. lack of transformative and
supportive management, 4. large volume
of job duties, 5. lack of desirability of the
quality of the educational content
provided, 6. unfavorable evaluation of the
course, 7. lack of supervision or improper
supervision of the efficiency of the
educational course, 8. improper timing of
training courses, and 9. unpreparedness of
the learner.
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The output of MATLAB software after
ranking the indicators showed that the
first five indicators are the most
prominent barriers to learning transfer in
Markazi Province Gas Company.

4. Conclusion

According to the opinions of managers,
lecturers, and expert learners of this
organization, the first and most obvious
obstacle to transfer learning in the Gas
Company of Central Province was the lack
of educational and managerial quality of
course instructors. When the teachers are
not cognitively prepared for the training
course’s goals and are unaware of the
educational content necessary to achieve
those goals in the field of educational tools
and materials, they also do not have the
necessary knowledge and appropriate
educational methods to add quality to the
teaching-learning process and stability.
Even if the lecturers who are selected for
organizational training  are only
knowledgeable about educational goals
and content, resources, and teaching style,
the process of transferring learning to the
job field in the organization may not be
done well because the instructors’
knowledge is not enough. In addition to
strong knowledge, they must also be able
to organize the teaching-learning process
in terms of skills and performance and
present the content of the course in a way
that is  attractive for learners,
understandable, and efficient for transfer
to their career field. The organization's
lack of a learning culture was the second
obstacle to transfer learning in Markazi
Province Gas Company. In this regard, the
lack of a common goal is central, because
if there is a common goal among all the
employees of an organization, then
instead of individual thinking, a collective
attitude and spirit will be formed in the
organization, employees’ desire to

establish constructive interaction with
colleagues will be increased, and the
organization's interests will be preferred
over individual interests, so the human
resources department will not want to
change and move to a position where they
can receive more benefits. Still, they want
to work in a position where they are more
capable and can  progress. The
organization should have a more
facilitating role. Therefore, the same
common goal disciplines and commits all
personnel (managers and employees).
When people's commitment comes to
work, they will gradually become dynamic
and innovative so that they can achieve the
clear vision they have imagined for the
organization in a shorter time and with
more quality. The possibility of change in
the organization and paying attention to
all opportunities and short-term priorities
appears as examples of efforts to realize
that common ideal. The third obstacle to
the transfer of learning in Markazi
Province Gas Company was the lack of

transformational and supportive
management. Since the organization's
managers are considered the main

decision makers for preparing and holding
training courses for the employees, it is
necessary to be learners themselves so
that they can well recognize the needs of
the employees and the organization and
prepare practical courses to solve them.
Otherwise, the courses will not be useful,
and the employees will not be willing to
participate, and naturally, learning will not
be transferred to the workplace. In
addition, managers should have a positive
attitude towards training and believe that
the organization will be successful when
the training needs are deeply understood,
enough money is spent on training, and all
the employees are willing to try to improve
the organization. Try to update your
knowledge along with the changes in the
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environment and the needs of the
organization. When such an attitude is
formed in the organization’s managers,
they will not pay superficial attention to
the challenges of the organization; they
will consider sufficient budget and space
to hold training courses, they will give
freedom of action to present and apply
constructive ideas to the employees, only
meritocracy, and they will set criteria for
selecting  employees and  support
successful employees. As a result, they will
have no resistance to changing the
organization's affairs and become the
pioneers of fruitful changes. The fourth
obstacle to transfer learning in Markazi
Province Gas Company was the large
volume of job duties and their challenge.
Each employee's scope of work should be
flexible enough to allow them time to
attend courses and not be so overloaded
that they cannot learn new things without
abandoning or limiting their regular
duties. The fifth obstacle to transferring
learning in Markazi Province Gas
Company was the desirability of the
quality of the content presented in the
course. If the prepared content lacks any

of these features, learning transfer will be
hindered.
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