Part 1
You can think of the process of informed decision making and judgment as a journey. This week you will begin the journey by addressing the essentials of understanding management problems and opportunities. To do so, you will need to ask the right questions and seek the right information to guide your efforts to formulate a management problem or opportunity.
Begin by thinking about your thinking. “To get better answers, you need to ask better questions” (McClellan, 2014, p. 18). Such questions might include the following: What is a problem or opportunity? Where do I need to go to gather information about problems and opportunities? What am I looking for? What do I need to do with the information I gather? How will I know that I have sufficient information?
To prepare for this Discussion, visit the PhD Management Business Intelligence Center Document and consider the size and scope of a management problem or opportunity in one of the following areas:
· Growth strategies
· New executive team policies
· Mergers and acquisitions
· Strategy or operating model changes
· Quality focus and regulatory changes
· Increased speed to market
· Enterprise transformation program
· Complex, matrixed organization design
Post the description of the management problem or opportunity you identified. Refer to concepts in the literature to explain the magnitude of the problem or opportunity in theoretical terms.

Part2 
Post a reflection on what you learned, what surprised you about the topic, what you still need to understand about the topic, and what you learned from your classmates.
Note: Include proper APA citations to support all statements by referencing at least two sources from this week’s recommended readings and two additional sources from relevant peer-reviewed publications.









Part 3
Response to classmates discussion 

The Gap Between Employee Training and Learning Transfer
Organizations invest in employee training and professional development to improve knowledge, skills, and performance. However, training alone does not ensure employees will use new skills in their work. This challenge, known as the transfer of learning or training transfer problem, is a significant management concern. O’Neill (2025) defines transfer as the application of learned competencies in the workplace and notes that successful transfer requires both initial application and ongoing maintenance. Without effective transfer, organizations may not realize the intended benefits of employee development.
The Business Intelligence Center (n.d.) recommends examining both broad and specific aspects of management problems to understand their context and identify key issues. Ineffective learning transfer is not just an individual employee's challenge; it is a broader management issue involving employees, training design, leadership support, and the organizational environment. Shukla et al. (2024) identified four main categories influencing online training transfer: digital literacy and attitudes, learner characteristics, training design and planning, and organizational factors. These findings highlight the manager’s role in creating conditions that enable employees to apply new knowledge and skills.
Magnitude of the Management Problem
The scope of the learning transfer problem becomes clearer from a theoretical perspective. Baldwin and Ford's training transfer framework identifies three primary influences: trainee characteristics, training design, and the work environment. Recent research confirms the importance of these interconnected factors. For example, Hamzah et al. (2025) combined Baldwin and Ford's framework with the capability, opportunity, and motivation-behavior model to create the Capability, Opportunity and Motivation of Professionals' Application of Soft Skills (COMPASS) framework. Their review of 91 studies identified 69 factors affecting soft-skills transfer and showed that capability, opportunity, and motivation all influence whether employees apply learning in the workplace.
This perspective demonstrates that learning transfer is a management issue, not just a training concern. Employees may have the necessary skills but lack opportunities or organizational support to apply them. Even well-designed training may have a limited impact if workplace conditions do not reinforce desired behaviors. Hamzah et al. (2025) emphasize that individual, training, and organizational factors all influence transfer. Managers should consider both the training process and the post-training environment, rather than assuming that training completion ensures learning transfer.
The growth of technology-based workplace learning makes this issue even more important. O’Neill (2025) notes that e-learning transfer remains an emerging research area without a widely accepted evaluation method. Self-reports are commonly used to measure transfer, but they have limitations in assessing actual behavior change. Shukla et al. (2024) also highlight the need to identify conditions that help training achieve its intended outcomes, given the significant resources organizations invest in employee training.
Ultimately, management should move beyond measuring professional development by participation or completion and focus on whether employees apply and sustain new learning. Providing opportunities for practice, appropriate support, relevant learning experiences, and reinforcing environments strengthens the link between learning investments and performance. Treating learning transfer as an organizational responsibility helps managers make better decisions about how to design, support, and evaluate employee development.
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Management Opportunity: Employee Retention in Hybrid Work Environments
The management opportunity I identified is improving employee retention in organizations that use hybrid work arrangements. Although hybrid work can give employees greater flexibility, it can also create challenges around communication, professional development, organizational culture, performance expectations, and equitable access to leadership. When organizations do not address these challenges, employees may feel disconnected from their teams, overlooked for advancement opportunities, or uncertain about how their performance is evaluated. These conditions can increase disengagement and voluntary turnover.
 
Herzberg’s two-factor theory helps explain the magnitude of this opportunity. Herzberg et al. (1959) distinguished between hygiene factors, which can create dissatisfaction when inadequate, and motivators, which encourage satisfaction and engagement. In a hybrid workplace, policies on scheduling, supervision, communication, and workload are key hygiene factors. However, flexibility alone may not retain employees. Organizations must also provide motivators such as recognition, meaningful work, professional growth, increased responsibility, and opportunities for advancement.
 
Social exchange theory provides another useful perspective. Blau (1964) argued that workplace relationships are based on reciprocal exchanges. When employees believe their organization supports them and that it supports their work and career development, they are likely to respond with greater commitment to the company and stay longer. People who feel hybrid policies are inconsistent, unfair, or unsupportive are more likely to give up and seek employment elsewhere.
 
Turnover matters because it affects more than staffing levels. It can lead to recruitment and training costs, loss of organizational knowledge, increased employee workload, and lower productivity. Management should collect quantitative information about turnover rates, absenteeism, promotion trends, employee tenure, and engagement survey results. Qualitative information from exit interviews, focus groups, and employee interviews could help to understand why employees stay or leave the organization. The information would be sufficient if consistent trends across multiple sources are most clearly associated with employees’ intent to stay. Leaders could then develop evidence-based hybrid-work policies that enhance fairness, connection, engagement, and retention.
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