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How can you be sure of a 
good competence 
process? 

A good competence process is one that leads to better actions. A good 

competence process therefore leads to applying what you have learned. 

How much of what is learned in a competence process is actually applied? How 

many of those who have learned something in a competence process actually 

apply some of what they have learned? The answer is: less than you would think 

and less than you would wish. 

Both practical experience such as assessments and research suggests that 

only a limited part of what is learned in a traditional competence process is 

subsequently applied. Some studies suggest that it may be as little as 10% of 

what is learned on a course is actually applied. Other studies indicate that 

perhaps less than half of the participants on a course actually apply something 

from the course, 

How much is applied and how many who apply what the teaching is 

about, of course varies from situation to situation and from course to course. 

However, virtually all competence development processes could be improved if 

they were much better organised in terms of applying what is learned. 

Competence development processes must therefore be organised with a view to 

transferring what is learned to a new situation. Transferring competencies 

learned in one situation to apply in another situation is, not surprisingly referred 

to as transfer. The question is therefore: What promotes transfer? 

Three important factors 

There are three factors that can promote transfer: the personal factors, factors 

related to teaching, and factors related to the situation where you have to apply 

what you have learned. 

The use of what is learned will thus be increased if you emphasise what, for 

instance, it is that teachers should do differently and better. It will only be 
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increased if you organise teaching in relation to what should be 

done differently. Furthermore, the application will only be increased by 

involving the actual application of what is learned in the overall competence 

development process. You could also say that the good competence development 

process attaches just as much importance to what happens before the teaching 

and after the teaching, as on what happens during the teaching. 

Fact box: Before, during and after teaching 

A good competence process is one that begins before teaching, involves what 

happens during the teaching and covers the application of what is learned after 

teaching. 

• Learning begins before the teaching 

• Systematised teaching 

• It will be implemented after the teaching 

What happens before and after the teaching is just as important as what happens 

during the teaching! 

Fact box: A good competence process 

The good competence process in relation to a work situation is organised based 

on the following questions: 

• What should I be better at doing at my workplace? 

• What competences are required in order to do it well? 

• How should my competence process be organised so I learn it? 

• How can I practise the application as I learn? 

• What conditions need to be at the workplace if I am to 

apply the competence? 

• How do I know if I am applying the new competence correctly? 

• How do I know if I perform better after the competence process? 

• How can I develop myself further? 
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Transfer factors related to the 

learner 

There are three factors which in different ways and to varying degrees affect 

transfer. It is the will to want to do something else, the ability to set goals for 

your own work and the belief that you can. 

What should I be better at doing? 

The basis of a good competence development is a desire for change and 

development. Whoever develops their competence will be better at something. 

The desire for competence development may be linked to an individual’s 

private life, or it can be linked to work. The desire stems from you wanting to be 

better at solving the tasks with which you are faced. It may be because you want 

to be better at helping your children with their homework. It may be because you 

want to be better at playing sport, or it may be because you want to be able to 

master certain social situations better. It may also be because you have new 

challenges at work. 

The new challenges may be that you have to take on new job functions, for 

example, in connection with production development. Or they may be that the 

job you have changes character, so you have to do something else. 

The starting point for a competence process is that you have to do 

something else. You should be better at something. However, most important in 

this context is that you will be better at something. You have to want to change 

and you should be able to see the point of it. A crucial factor for transfer is that 

whoever goes into a competence development process wants to apply the new 

knowledge and new skills in their job. 

You simply have to be motivated for transfer. Motivation is rooted in a 

(recognised) need and in connection with teaching, it is often linked to meaning 

and a break from routine. If what is learned is to be applied, there must be a need 

to apply it and it should make sense to apply it. You have to see the benefits of 

applying it and you need to have an idea that the application meets the need. 
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First factor: The more clearly the learner can see the need to learn, the more 

transfer there is 

A prerequisite for a successful competence development is that whoever is part 

of the competence development knows why they have to develop their 

competence. You should know what it means in what you do every day, and you 

should see a meaning to it. 

Anyone involved in a competency development process must therefore ask 

the following three questions before the process: What do I have to be better at? 

What do I therefore have to learn? Why should I learn it? 

The clearer the learner can see the application situation (before the teaching 

and during the teaching), the more transfer there is. You should therefore have a 

clear perception that learning has (or may have) a positive impact on the quality 

of the work you do. 

As a consequence, motivation for transfer will be increased if the learners 

themselves have been involved in the planning of competence development (in 

some form or another). Involvement ensures a better fit between needs and 

learning, and therefore more motivation. Involvement of the learner also ensures 

a greater correlation between what you need to learn and what you learn. Most 

importantly in this context is also that involvement ensures motivation or 

commitment to (try) to apply what you have said you need to learn. 

Analysis tool: reasons for competence development 

1. What do I have to be better at? 

• Make a list of tasks that you need to be better at solving 

• Where do you need the new competence? 

2. Why is it important to develop competence? 

• Why is it important for the company? 

• Why is it important for you? 

What competence is required if I am to do it well? 

Two factors strengthen transfer: Defining goals for learning and goal 

commitments. One is how well each employee is at setting goals for their own 

learning. The other is the extent to which the employee feels a commitment 
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towards the goals set. 

Defining learning goals is the process by which the learner describes what 

the learning should lead to. You clarify what you are to learn. Goal commitment 

is the process in which you agree with yourself that you will work to achieve the 

goals. 

Setting goals for learning is part of the realisation of the individual’s needs. 

If the individual is able to transform the desire to be better to act and solve new 

tasks to clear goals for learning, so the probability of actually applying what is 

learned will increase. The more you commit to the goals, the more transfer there 

is. 

Formulating goals will often involve cooperation with the person 

responsible for the competence development process, for instance, the teacher. 

However, it is important that the learner understands and makes learning goals 

for themselves. Goals can be an individual process that the learner does in or in 

connection with teaching, or it may be a more systematic and joint process that 

forms part of the teaching. Commitment to the goals can equally be to oneself, or 

it may be to others, for example, to the family or to colleagues or management at 

work. Research results indicate that the goals must be appropriately high, but 

they must also be realistic. They must be formulated and they must be specific. 

They should be formulated in such a way that the learner can assess whether 

they are getting close to the goal and when they have reached it. If you do not 

experience a progression in the learning process, both the motivation for learning 

and a desire for application are reduced.
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Second factor: The more clearly the learner has formulated the learning goal, the 

more transfer there is 

Anyone involved in a competency development process must therefore ask the 

following three questions before the process: What are my learning goals? How can 

I tell if I am getting close to them? How committed am I to the various goals? 

Analysis tool: learning goals 

1. What are my learning goals? 

• What can I already do? 

• What new things are necessary to learn? 

2. How will I know if I reach my learning goals? 

• What are the criteria to indicate that I have improved? 

• How can I tell if I solve new tasks well? 

3. How high will I prioritise the various learning goals? 

• What are the main goals? 

• How much time will I spend on competence development? 

One factor that also plays an important role in connection with transfer is the 

learner’s belief in their own abilities. The more you believe you can do 

something, the more you actually can. If you believe that you can learn and can 

apply your new knowledge, then you will also apply what you have learned. 

Third factor: The more the learner believes that they can apply what they learn, 

the greater the likelihood that they will actually apply it 

It takes self-confidence to be able to act in a new way in new contexts. If what is 

learned is to be transferred to the work situation, it means that we need to act 

differently. To act in a new way. New actions can meet various kinds of 

resistance. It may mean that you expose yourself to a risk and at worst a failure if 
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the action cannot be completed, or if it leads to an unwanted outcome. The 

notion of this, whether it is real or just a notion, can lead to a lack of action. It 

therefore requires a certain amount of energy, some self-confidence, if you are to 

act differently. 

A significant part of the entire competence development process is 

therefore that those involved have a clear understanding that it can be useful and 

that the individual makes a difference. 

Employee job satisfaction has a positive influence on transfer. Job 

satisfaction can be seen as a general motivation factor in relation to contributing 

something in terms of the job. Job satisfaction is therefore motivating for wanting 

to learn something and a willingness to apply what has been learned.



TRANSFER IN ADULT & FURTHER TRAINING 
Twelve factors to ensure you apply what you learn 

12 

 

 

Transfer factors related to teaching 

Mastering the material 

A prerequisite for transfer is that you have learned what is to be applied. You are 

to learn it so well that you are able to apply it. 

It is more likely that you can and will apply what is learned by 

‘understanding’ it rather than simply repeating it. It is more likely that you apply 

what you have practiced than what you just saw or heard. 

It can make good sense in relation to transfer in the classic educational learning 

process: show - explain - practice. Practice until you master what has to be learned. 

In some contexts it may even be necessary to over-learn. It may be necessary to 

consistently practice beyond ‘a first attempt’ if you want to ensure high transfer. 

A prerequisite for transfer is all that you have learned what is to be applied to a 

certain level. 

A lot of adult education and many learning processes will no doubt be 

criticised for not spending the time necessary to master the material through 

practice and exercise – so that in this way there are the necessary conditions for 

transfer. The reason is often that you need to get through ‘all the material’. 

However, based on a transfer point of view, it is more important to learn in 

depth than learn in width.
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Fourth factor: The better you master what you have learned, the greater the 

likelihood that you will apply it 

Analysis tool: mastering the material 

Think about your competence development. Are there examples from the 

teaching in the ‘material’ that fit one of the following three descriptions? 

• Want to try it out in practice and now has the competence to do it 

• Want to try it in practice, but you are unsure if you can do it 

• The subject has been scrutinised, but I am finding it difficult to see just 

what I will use it for 

Does it give cause to consider whether the competence process needs to be 

prioritised differently, or is the prioritisation of subjects and learning depth 

appropriate? 

Creating a correlation between teaching and the application situation 

Being able to apply what you have learned requires you to see a correlation 

between the learning situation and the application situation. There are two types 

of contexts. 

One is a substantive context. This means that the two situations are similar. 

There are a number of identical elements in both situations. What you learn 

corresponds to what you do in practice. You learn, for example, a particular 

cleaning method or a particular welding technique. 

The other is a conceptual context. This means that teaching includes some 

concepts that can be found in the application situation. It can, for instance, be 

concepts such as ‘reward’, ‘health’, ‘security’ or ‘quality’. Teaching includes 

rules, guidelines or theoretical knowledge that can be used in different 

situations. 

It is important both in connection with the substantive context and in 

connection with the conceptual context that the specific contexts become evident 
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in the teaching. Teaching must, so to speak, identify contexts. The teaching 

content and concepts need to be ‘translated’ into practice. 

When considering the substantive context, it means that: The more the 

learning situation resembles the application situation, the more transfer there is. 

The more elements from the application situation that are part of the teaching, 

the more transfer there is. The more examples from practice, the more transfer 

there is. 

The more examples from the application situation that the participants 

themselves involve in teaching, the more transfer there is. 

Fifth factor: The more identical elements there are between the learning situation 
and the application situation, the more transfer there is 

Analysis tool: identical elements 

Find examples of identical elements between the teaching situation and the 

application situation 

• In what contexts can you apply what has been learned? 

• How identical do the situations need to be in order for you to apply it? 

When considering the conceptual context, it means: The better the concepts are 

anchored in relation to different application situations, the more transfer there is. 

The better the teacher is able to translate the theoretical knowledge into different 

practice situations, the more transfer there is. 

The better the participant is to reflect on the possible application contexts, 

the more transfer there is. The better the participant is at finding application 

opportunities, the more transfer there is. 

Reflection on and innovative application of the conceptual knowledge 

contributes to a progressive and development-orientated transfer. 

Sixth factor: The better you are able to reflect on how the correlation between 
the theoretical or school-based knowledge is and the practical application 
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situation, the more transfer there is 

Analysis tool: theoretical knowledge 

Find examples of theoretical knowledge being translated into different 

contexts 

• What other contexts can the theoretical knowledge be applied in? 

• What benefits has theoretical knowledge compared with practice-based 

knowledge? 

When you plan how best to create transfer in the teaching, it is useful to 

introduce a distinction between specific and general transfer. The specific 

transfer is mainly related to the substantive context, while the general is 

primarily related to the conceptual context. 

Specific transfer means that you apply what is learned in situations that 

are very similar to the learning situation. General transfer means that you can 

apply what has been learned in different situations that are different from the 

learning situation. It goes without saying that it is difficult to find a clear 

boundary. 

You can say that there is a case of specific transfer if you learn a specific 

method, technique or procedure. This can be a particular welding method, it can 

be adjusting a specific measuring apparatus, or it can be the application of a 

particular educational exercise. There is general transfer if you learn some 

general rules, some basic principles or a particular theory. It may be some 

general rules about safety, it may be some basic hygienic principles, or it may be 

a particular psychological theory. 

Fact box: Specific and general transfer 

Guidelines can be drawn up for what increases the likelihood of specific transfer: 

• The more the teaching content has workplace related elements 

• The greater the degree of precision in where what has been learned is to 

be applied in the job 
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• The more over-learning (i.e. learning counteracting forgetfulness) 

• The more the task is in the nature of a procedure or approach 

• The more limited the training is in relation to the application 

Specific transfer is aimed primarily at solving specific work tasks in the job. It 

can attach itself to a specific skill or ability. Guidelines can be drawn up for what 

increases the likelihood of general transfer: 

• The more the learner understands about the underlying principles and 

concepts, the more remote transfer there is 

• The more the learner practices in applying what is learned in different 

contexts and in new practical examples, the more remote transfer there 

is 

• The more the learner is encouraged/invited to discuss and apply the 

learning in situations that the learner chooses, the more remote transfer 

there is 

• The more the learner is encouraged/invited to apply what is learned in 

other situations, the more remote transfer there is 

General transfer is primarily aimed at learning principles. It can be general rules 

or theoretical knowledge.
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Training in transfer 

In the actual teaching situation, you can teach yourself how to transfer the 

knowledge. You can teach yourself to apply what is learned. You can be taught 

how to apply what you have learned. The training includes a clarification of the 

difficulties of application and a study of the conditions that need to be present if 

we have to apply it. In other words, a study of the possibilities and limitations of 

application. Followed by a discussion of how to overcome possible limitations 

through specific proposals for action. 

The training can also include a clarification of what it takes to do 

something else when you return to work. What does it take so you do not just 

continue to do what you usually do? What you have to do to avoid a ‘relapse’ 

back to the old ways of acting? What you have to do to avoid the old routines 

and habits? 

Seventh factor: The more you practise transfer in teaching, the more transfer 

there is 

Analysis tool: training in transfer 

Consider what it takes if, to the greatest possible extent, you have to apply 

what you have learned when you return to work 

• What subjects will I follow up on in the work situation? 

• What has to be present in the workplace? 

• How will you avoid reverting to old habits and routines? 

The teacher’s role 

One particular aspect of teaching is the teacher. Research indicates that the 

teacher’s credibility as seen from the learner’s perspective plays a significant role 

in transfer. A teacher who has built up credibility based on fairness and concern 

for the learner will have a greater likelihood that the learner applies what is 

learned. In a simplified psychological interpretation, you could say that the 
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learner ‘owes’ the teacher with regards applying their knowledge since they 

have taken the time to teach it. 

Eighth factor: The more credible the teacher, the more transfer there is 

More generally, you could say that a good teacher creates a relationship with the 

learner, and that this relationship is seen as a commitment to follow the teacher’s 

instructions. Then in a way the teacher becomes a reference person for 

subsequent actions. 

A summary of research results points to the following three conditions 

about the teacher that has the greatest influence on transfer: 

• A conversation with the teacher on the application of what has been 

learned 

• The teacher’s involvement and knowledge of the learner's work 

situation 

• Positive feedback from the teacher 

Analysis tool: feedback from the teacher 

Continuous clarification in the teaching situation: 

• What would you like to have feedback on from the teacher? 

• Specify what you do not feel you have learned well enough? 

• What would you like to know more about or could improve? 

• What advice can the teacher give that could strengthen the proper 

application?
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Transfer factors related to the 
application situation 

The conditions in the application situation are of great importance for transfer. 

Three factors play a particular role: organisational conditions, personal 

relationships and follow-up. It is therefore of vital importance for transfer that 

you have the opportunity to apply what you have learned, that you can get 

support in applying it and that there is a systematic follow-up on the application. 

There are many examples where an employee has participated in a 

knowledge process, but what was learned could not be applied when that 

particular person returned to work. This may be because the technical facilities 

are not in place. The tool or appliance is unavailable. It could be because other 

tasks are to be solved first. It may be because it is too busy for the newly learned 

knowledge to be tested. It could be because the new work tasks come later. It 

could be because the new organisational forms and cooperation relationships 

have not yet been introduced. There can be many reasons why you do not get the 

chance to apply what you have learned. 

It is therefore important, that the work situation is organised in such a 

way that you get the opportunity to test what you have learned. It should ideally 

be planned in such a way that you can apply what has been learned directly in 

extension <2of the learning situation. 

Research on transfer does not support the notion that “what you learn, will 

turn up when you need to apply it later.” On the contrary, the likelihood 

decreases that you will apply what has been learned and that you apply it 

correctly the more time that passes from the learning situation to the application 

situation. It is therefore appropriate that there is an immediate possibility for 

direct application of what is learned. This applies in particular to specific 

transfer. 

If there is to be maximum transfer, the work situation must comply with 

the following: 

• The technical conditions for application, for example, the necessary tools 
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are to be in place 

• The organisational conditions must be clarified: can you use what you 

have learned? 

• Time must be allocated to test what has been learned 

 The work tasks must provide the opportunity to test what has been  

                 learned 

• There needs to be a close time-related connection between learning and              

                 testing 

Ninth factor: The better the application situation is organised according to the 

testing and application of the new knowledge, the more transfer there is 

The supporting workplace environment, or what is called transfer climate, is one 

of the important factors to promote transfer. Transfer climate includes both 

stimulations to apply what you have learned and feedback on the application. 

The support can be from superiors, in other words, the management, or it can be 

from colleagues. A supportive work environment promotes the desire and the 

ability to apply what you have learned. If there is a culture of change in the 

workplace, where change, conversion and tolerance are consistent values, the 

potential for transfer increases. 

The supportive environment can also be promoted by supervisors who 

have knowledge of the competence process. The supervisor’s role is to support 

and encourage the application of new skills and new knowledge. Specifically, 

this means that the learner should have opportunities to get help for the 

application of what is learned. Regular contact between the learner and the 

teacher upon return to the workplace therefore increases transfer. 

To the extent that there is greater and a more extensive competence 

process, a ‘reflection room’ can be incorporated as an integral part of the 

competence development process. This means setting aside time for reflection on 

how the implementation is going. In groups, reflect on the experience of 

applying the new competences and the implementation is evaluated and the 

practice adjusted in the background.
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The tenth factor: The more socially supporting the application situation, the more 

transfer there is 

Training of transfer after the end of teaching is in the same way that training 

transfer in teaching is a method to improve transfer. A method that has proved 

effective is follow-up learning. 

One way to systematise the follow-up learning is to use personal journals, 

logbooks or other forms of systematic and written compilations of the experience 

of the newly acquired competence. The personal journal includes reflections on 

what you apply the knowledge to and how to apply it. 

The basic idea is that the personal journal should be completed 

concurrently and that through critical reflection on their own practice, it ‘forces’ 

the learner to relate to the application of what is learned. The personal journal is 

filled in on the basis of a number of advance questions that relate to teaching. 

The use of the journal has the additional effect that communication between 

colleagues who have attended the course or have equivalent experience, is 

strengthened. The increased communication and knowledge sharing, increases 

both learning and transfer. 

Analysis tool: your personal logbook 

How do you put what you have learned into practice in everyday life? 

Take stock once a week: 

• What have I used of what I learned? 

• What have I gained by applying it? 

• What experiences have I had for future application? 

In a Danish context, this method has been tested in the training of adult 

vocational training teachers. The method was part of the course evaluation for 

the purposes of the application of what is learned in the teachers’ daily teaching. 

It consisted of teachers completing ‘14 -day reporting forms’ for three months 

after the course. It was found that teachers who used ‘14 -day reporting forms’ 

gave more examples of what they applied in their teaching, in comparison to a 

similar group of teachers who were interviewed on the same conditions. 
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The rationale of using such follow-up educational methods is that the 

systematic (written) follow-up ensures a continuous reflection on what to use the 

new knowledge for. The systematic ‘forced’ reflection in turn promotes transfer. 

It brings a heightened awareness of what has been learned, which you remember 

better. It creates a mental coupling of learning and application, which makes 

application easier.
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Eleventh factor: The more systematic the follow-up is on the learning, the more 

transfer there is 

Twelfth factor: The greater the benefit the employee can see from the application 

of what is learned, the greater transfer there is 

Fact box: Transfer climate 

The following workplace-related factors influence whether what is learned, is 

also applied. It promotes transfer: 

• That the learner is brought into situations similar to or reminiscent of 

what was learned 

• That systematic goals are set for work that involves the application of 

what was learned 

• That the work itself and the work process is organised so that the 

application of what is learned is necessary 

• That the benefits of applying the new knowledge has positive 

consequences that are visible to the employee 

• That there is the necessary freedom and resources to apply what has 

been learned 

• That the application is perceived as part of the learning process and 

that there is therefore openness and tolerance of difficulties and 

possible mistakes 

• That there is a culture of change in the workplace that promotes 

innovation and is positive towards new knowledge 

• That social communities are created, for example, by many having 

learned the same thing, which maintains the application of what has 

been learned 

• That there are good opportunities to discuss the application of what is 

learned with colleagues and managers 

• That there are opportunities for systematic reflection on the application, 

for instance, in regular written reports 

These factors are often summarised under the term transfer climate. 

Essentially, there should be an organisation of the work situation that provides 
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opportunities to apply what has been learned, and there must be a supportive 

social environment that promotes application. 

Fact box: Twelve factors that influence whether you apply what you have learned 

Transfer is strengthened: 

• If the competence process is based on a perceived need to act more 

qualified 

• If clear goals are formulated for learning 

• If the learner believes that they can apply what they learn 

• If participants have mastered what they learn 

• If there are identical elements between teaching and the workplace 

• If participants reflect on learning in relation to different application 

situations 

• If teaching includes exercises in transfer 

• If the teacher exudes credibility and authority 

• If the workplace is geared to the competence being applied 

• If employees and management create a transfer environment 

• If there is follow-up on competence development 

• If the employee gains by applying what is learned 





 

  



 

 

 

 


