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Literature category identification and justification


The proposed research topic considered by this paper is the impact of multicultural environments on learning effectiveness, with a focus on workplace behaviour and performance. As such three literature categories of parent theories as defined by Perry (1998), to provide a broader understanding of the contributing fields of study, were identified:

· Training transfer: To understand how multicultural environments may impact learning effectiveness and changes in workplace behaviour and performance, it is necessary to understand the dynamics of transfer of workplace training in general. 

· Diversity and its impact on group performance: An understanding of diversity and its impact on group dynamics and performance as a whole may help provide further insight on the impact of multicultural environments on learning effectiveness.

· Cultural Learning Styles: Considering that the topic concerns multicultural environments and learning effectiveness, it is important to consider prior research on how culture impacts the way people learn.
Completed literature sorting grid with summary statements
	
	Training Transfer
	Diversity and its impact on group performance
	Cultural Learning Styles

	What do we know?
	A transfer problem exists, where not all training is then put into practice.
3 categories of variables that influence the effectiveness of training transfer are trainee characteristics, training design, and the workplace environment.

Cognitive ability has a strong relationship to transfer.
	Homogenous groups, at least initially, experience less conflict, faster communication and interact more frequently.

How diversity is perceived will impact group effectiveness.
	Culture is a strong socialisation tool that impacts cognitive processes and preferences.

Diversity in instruction is needed to account for differences in cultural learning style preferences.

	What do we think we know?
	Influenced by a variety of factors, trainee motivation and intention influences training transfer.

Organisational support provides a conducive work environment for transfer.
	Diversity can increase a group’s cognitive ability under the right conditions.

When diversity is perceived as a resource for learning, diversity can positively affect outcomes.
	Culture is not static and is influenced by experience.



	What it is that we don’t know?
	Although support is important, studies show mixed impact of the different elements of this support.

A limited number of strong relationships between trainee characteristics, training design, and the workplace environment; and training transfer exist.
	While perception is important, it is unsure whether positive perception are enough to overcome fundamental differences.
	The influence of cultural learning styles where there is no dominant home culture remains a question.


Training Transfer: What do we know?


A large number of studies identify the existence of a training transfer problem. Although they vary in their estimates on how much training actually translates to workplace application, they agree that training investment is not leading to all the desired performance outcomes (Burke & Hutchins, 2007; Velada, Caetano, Michel, Lyons & Kavanagh, 2007; Bhatti & Kaur, 2010; Grossman & Salas, 2011; Schindler & Burkholder, 2014). 

Summary statement: A transfer problem exists, where not all training is then put into practice.

Recognizing that a transfer problem exists, literature has focused on identifying variables that have a relationship to training transfer. In general studies agree that three significant categories are individual (trainee) characteristics, training (intervention) design, and the work environment (Velada et al, 2007; Burke & Hutchins, 2007; Grossman & Salas, 2011).

Summary statement: 3 categories of variables that influence the effectiveness of training transfer are trainee characteristics, training design, and the workplace environment.


Cognitive ability is seen to have a significant relationship with transfer ability (Burke & Hutchins, 2007; Blume, Ford, Baldwin & Huang, 2010). Cognitive ability is not only linked to initial ability to learn, but also the ability to retain learning which is seen to have a positive impact on training transfer (Velada et al, 2007).
Summary statement: Cognitive ability has a strong relationship to transfer.

Training Transfer: What Do We Think We Know?


It is generally agreed that motivation impacts transfer behaviour (Axtel, Maitlis & Yearta, 1997), but this motivation is impacted by a variety of factors. Research results on the strength of these various relationships are mixed. For example, studies suggest that training that is relevant to the job and perceived to be useful increases motivation to transfer (Bhatti & Kaur, 2010; Diamantidis & Chatzoglou, 2014). This is connected to the idea of self-efficacy, or the trainees’ belief in their ability to perform what is trained, which has large support as a predictor of transfer in literature (Burke & Hutchins, 2007, Ellington & Dierdorff, 2014), but some studies have not identified a strong link to transfer (Axtel et al, 1997). Links between motivation to learn and transfer are an area where further research would be of benefit (Burke & Hutchins, 2007).

Summary statement: Influenced by a variety of factors, trainee motivation and intention influences training transfer.


Organisational support being conducive to training transfer is a well-researched area of the work environment (Blume et al, 2010). Pham, Segers & Gijselaers (2013) identified that what happened in the work environment over time was more important than what happened immediately after training. However understanding organisational support is difficult as it is a broad construct which is made up by many things (Cheng & Hampson, 2008). Important elements include supervisor support and peer support, but researchers disagree about the strength of these relationships. Burke & Hutchins (2007) identified that peer support played a stronger role than supervisor support, while Grossman & Salas (2011) identified that there is little evidence to support whether one type of support is better than the other. 

Summary statement: Organisational support provides a conducive work environment for transfer.

Training Transfer: What It Is We Don’t Know?


Perhaps the biggest area where results are mixed in research is that of supervisor support, with studies like Schnidler & Burkholder’s (2014) study in a large US educational institution finding a significant positive relationship, while a study of a large Portuguese grocery company found no significant relationship (Velada et al, 2007). Ghosh, Chauhan & Rai (2015) argue that the impact of supervisor support is contextual and has no definitive impact on transfer. Supervisor support may also have a complex relationship with peer support, as depending on the social groups trainees refer to, they may either value or devalue supervisor support (Cheng & Hampson, 2008). Furthermore the impact of lack of support may not be universally negative. Neilsen, Randall & Christensen (2015) suggests that depending on mental models adopted by trainees, lack of support can be perceived as either a constraint or an opportunity. 

Summary Statement: Although support is important, studies show mixed impact of the different elements of this support.


Meta-analytical studies suggest that there are a limited number of strong relationships between the variables identified in past research and training transfer (Blume et al, 2010). This may be an indication that other variables still need to be considered. As examples, trainer expressiveness has been researched with links suggested between expressiveness, engagement and motivation to transfer (Rangel, Chung, Harris, Carpenter, Chiaburu & Moore, 2015), while Lim (2000) also suggests that cultural differences may affect transfer, as differences in language, societal values, learning styles and technical differences may impact the cognitive abilities which are vital to training transfer.

Summary statement: A limited number of strong relationships between trainee characteristics, training design, and the workplace environment; and training transfer exist.
Diversity & Its Impact of Group Performance: What Do We Know?

Literature suggests that homogenous groups have several advantages in working together as they experience less conflict, faster communication and are more likely to interact with each other of a frequent basis (Lim & Liu, 2006). Studies have shown that greater demographic diversity in group membership can increase uncertainty and anxiety (Lim & Liu, 2006), which in turn hampers communication and social integration (Gibson & Vermueulen, 2003). A common argument in favour of heterogeneous groups is that these groups can tap into greater cognitive resources (Ely & Thomas, 2001), however in order to do so groups must first overcome initial barriers to effective interaction. Watson, Kumar & Michaelsen’s (1993) study showed that initially homogenous groups worked more effectively than heterogeneous groups, but over time heterogeneous group performance caught up to homogenous group performance and performed better in some respects like problem identification and solution generation.

Summary Statement: Homogenous groups, at least initially, experience less conflict, faster communication and interact more frequently.


In order to gain advantage from the greater cognitive resources of heterogeneous groups, perception of diversity plays an important role. Studies have identified that positive diversity management relies on team members and the organisation viewing diversity in a positive manner (Luijters, van der Zee & Otten, 2008; Ely & Thomas, 2001). In learning environments, how diversity is perceived and approached can either lead to cultural synergy or cultural misunderstanding (Barmeyer, 2004).

Summary Statement: How diversity is perceived will impact group effectiveness.

Diversity and Its Impact on Group Performance: What We Think We Know?


Past research has shown mixed results as to whether in practice greater diversity increases or decreases cognitive ability (Pelled, 1996). A criticism of the effectiveness of group heterogeneity is that it increases conflict, which in the case of affective or emotionally driven conflict may impair group performances, but substantive conflict can help challenge and test ideas for better results (Pelled, 1996). Gibson & Vermuelen (2003) also suggest that in some cases unity can arise from the fact that everyone is unique. Although not a workplace study, a study of high school students in Hong Kong showed that group heterogeneity was not a factor influencing performance, but quality group processes which encouraged equal participation and accountability were (Cheng, Lam & Chan, 2008). 

Summary Statement: Diversity can increase a group’s cognitive ability under the right conditions.


If diversity is perceived as an opportunity to learn from differences, groups are more likely to experience greater benefits from diverse groups (Ely & Thomas al, 2001). In Ely & Thomas’ (2001) study they found that when diversity was perceived as beneficial to learning, as opposed to being beneficial for representative purposes or for overcoming past transgressions, teams were more effective, highlighting the importance of intent behind perceptions.

Summary Statement: When diversity is perceived as a resource for learning, diversity can positively affect outcomes.

Diversity and Its Impact on Group Performance: What We Don’t Know?


While positive perceptions of diversity are important, Luijters et al (2008) ask whether simply perceiving a benefit for the group is enough to overcome potentially fundamental cultural differences within the group. Potentially no amount of positive diversity management can overcome the traditional difficulties identified in heterogeneous groups.

Summary statement: While perception is important, it is unsure whether positive perception is enough to overcome fundamental differences.

Cultural Learning Styles: What We Know?

Hofstede (1984) defined culture as “the collective programming of the mind which distinguishes members of one human group from another”. Culture acts as a strong socialisation tool which impacts how people process information and their cognitive processes (Joy & Kolb, 2009). As culture impacts information processing and mental models, it therefore impacts people’s learning styles (De Vita, 2001). Examples of this include Joy & Kolb’s (2009) use of the GLOBE model to identify differences in cultural learning preferences for abstract conceptulalisation and concrete experience; Asian students having a stronger preference for group learning in Australian universities when compared to home students (Rambruth & McCormick, 2001); and differences between Taiwanese and Kuwaiti students’ language learning preferences (Wu & Alrabah, 2009). Regardless of the cultural or learning style models used, a significant body of research supports the fact that culture impacts how people think and their preferred learning styles.

Summary Statement: Culture is a strong socialisation tool that impacts cognitive processes and preferences.


Research has shown the importance of multi-style delivery (De Vita, 2001), and Barmeyer (2004) finds that effective teaching practice needs to take into account all learning preferences to be effective. This is an important part of training design, where cultural backgrounds need to be considered to successfully meet learning objectives (Economides, 2008; Sinclair, 2014).

Summary Statement: Diversity in instruction is needed to account for differences in cultural learning style preferences.

Cultural Learning Styles: What We Think We Know?

It is important to recognise that culture is not static to avoid overgeneralisation, however this adds to the complexity of understanding culture’s influence on learning. As Guiterrez & Rogoff (2003) suggests a cultural-historical view is needed as different groups have had different experiences over time that impact their learning styles. Bermeyer (2004) also suggests that individual learning styles are influenced by socialisation. However this socialisation does not come from ethnicity alone, as other factors may influence learning style, such as the example given by Joy & Kolb (2009) who suggest that cultural influences may reduce over time as people are socialised into new contexts such as a new profession with its own beliefs around learning. 

Summary Statement: Culture is not static and is influenced by experience.

Cultural Learning Styles: What We Don’t Know?

A large number of studies focus on a comparison of home country learners and those from abroad, for example the studies of De Vita (2001) and Rambruth & McCormick (2001) in university settings. However little is known about the impact of cultural learning styles where there is no dominant home culture. 

Summary Statement: The influence of cultural learning styles where there is no dominant home culture remains a question.
Research question statement and justification


Based on the above literature sorting grid, the proposed research question is: How does cultural diversity act as a moderator and/or mediator in the relationship between trainee characteristics, training design and work environment; and training transfer in the State of Qatar? 

As identified by Baron & Kenny (1986), moderating variables influence the strength of predictor variables to dependent variables, and mediating variables explain the relationship between these variables. A number of questions about these relationships arise when considering past research on training transfer, diversity and cultural learning styles. Cognitive ability is identified as a major predictor of training transfer (Blume et al, 2010), while research on culture shows it to be a major socialisation tool impacting cognitive processes (Joy & Kolb, 2009). Culture may act as a moderator influencing the strength of cognitive ability’s relationship to transfer, or as a mediator by facilitating access to group cognitive capacity under the right conditions. Cultural diversity also raises questions about training design and the need for multi-style delivery (De Vita, 2001).  Furthermore supportive work environments, including peer support, are seen as important to training transfer (Burke & Hutchins, 2007), however diversity research has highlighted differences in team interactions under conditions of homogeneity or heterogeneity (Lim & Liu, 2006). These examples raise the question of whether and how cultural diversity acts as a moderator and/or mediator between the three identified categories of trainee characteristics, training design, and the work environment; and training transfer.


In addition, where a dominant home culture has existed in past studies (De Vita, 2001; Rambruth & McCormick, 2001), Qatar provides a unique environment for study as there is no dominant home culture. De Bel-Air (2014) reports estimates from 2010 that non-nationals made up 85.7% of the population. With a large expatriate population outnumbering nationals, Qatar provides a unique environment to explore cultural diversity and its relationship with training transfer. As such the proposed research question meets the standards of capability and appropriateness suggested by Saunders, Lewis & Thornhill (2009), as it is feasible as the researcher is based in Qatar and it is focused on cultural diversity as a moderator and/or mediator, and it is worthwhile as it provides a clear link to past theory and can add value to the existing body of literature. 

Review of journal article 1


In this section, the article by Velada et al (2007) is reviewed, in which training design, individual characteristics and work environment variables were studied to examine their impact on training transfer in a large Portuguese grocery organization. In order to review this article the questions provided by Leedy & Ormond (2005) have been used as a framework of analysis, and a detailed use of these questions can be found in the Appendix. 
Based on the analysis of the questions outlined in the appendix, Velada et al’s (2007) study provides a significant contribution to the literature of training transfer. It has been critically reviewed by other experts prior to publication, clearly builds on past research to test its hypotheses, and clearly outlines the procedures followed to allow for future testing. The limitations of the study have been clearly identified, including a reliance on self-reported figures which may not translate to actual behaviour, survey attrition rates and that data came from a single organisation (Velada et al, 2007). These limitations might impact the generalizability of the study’s findings, however the article still makes a positive contribution to the existing body of research and provides the means to further test the hypotheses of the authors. 

Conclusion


In conclusion based on a review of previous literature, the identified research question is how cultural diversity acts as a moderator and/or mediator in the relationship between trainee characteristics, training design and work environment; and training transfer in the State of Qatar. Training transfer has been identified as a major challenge facing organisations, influenced by variables such as individual characteristics, training design and the work environment. An example of these studies has been reviewed in the contribution made by Velada et al’s (2007) research. A significant body of research has looked at cultural learning styles and diversity, and when compared to research on training transfer, this raises the question as to whether cultural diversity can be an important mediating and/or moderating factor in the study of training transfer. 
Appendix: Review of Velada et al (2007) article
	In what source did you find the research article? Was it reviewed by experts in the field before it was published?
	This article was found on the ResearchGate database and was published in the International Journal of Training & Development. According to the journal’s Author Notes (John Wiley & Sons, 2015), all content submitted for publication “is refereed using the IJTD’s standard ‘double blind’ procedure”. Previous studies have shown that double blind reviews, that remove an author’s name and affiliation, receive greater scrutiny and have lower publication approval rates than those which disclose author information (Blank, 1991). This would indicate that the article has undergone a significant level of scrutiny. 

	Does the article have a stated research question or problem? That is, can you determine the focus of the author’s work?
	Velada et al’s (2007) study outlines 5 hypotheses that the study will test relating to the impact of training design, individual characteristics, and the work environment on training transfer. These are clearly labelled and highlighted in the text, hypothesizing a positive relationship between perception of training design, self-efficacy, training retention, performance feedback and supervisor support, on training transfer. Therefore it is easy to identify the focus of the author’s work.

	1. Does the article describe the collection of data, or does it describe and synthesize other studies in which data were collected?
	Velada et al (2007) clearly outline the collection of data, including the use of surveys immediately post and 3 month post training, the number of surveys sent, the number of returned or discarded surveys including reasons for this, and the 23 surveyed items. 

	2. Is the article logically organized and easy to follow? What could have been done to improve its organization?


	Velada et al’s (2007) article has followed a clear and logical flow. A particularly helpful presentation of the past literature connects it to the particular hypotheses being tested within the same section, so that past literature is clearly connected to the current study, and hypotheses are not presented as something separate to previous research. A suggestion for improvement would be the presentation of results for the study’s factor analysis. All results are presented in a table in the body of the article. A suggestion would be to present this detailed data as an Appendix at the end of the article and present relevant and significant findings in the body of the article to draw attention to what is most important. How it is presented does however show that the data has been thoroughly analysed. 

	3. Does the article contain a section that outlines and reviews previous studies on this topic? In what ways is this previous work relevant to the research problem?


	As outlined in Question 4 above, not only does the article review past studies, but uses their literature review sections to immediately connect to the hypotheses being tested, showing a clear link of this study to the previous body of literature.



	4. If the author explained procedures that were followed in the study, are these procedures clear enough that you could repeat the work and get similar results? What additional information might be helpful or essential for you to replicate the study?
	In Velada et al’s (2007) article, in addition to the data collection procedures already discussed in Question 3 above, they also provide details of the 23 surveyed items, as well as examples of how the questions were asked. An example being “I am confident in my ability to use new skills at work” (p.287). In addition to identifying the use of a 5-point Likert scale (Velada et al, 2007); it is easy from the data available to replicate the survey in other environments. The only thing that may be useful is to understand all the demographic data that was collected if that were to have a significant impact on research findings.
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