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Abstract

The present study examined the impact of Social support (SS) and Perceived
Organizational Support (POS) on employees’ (who received trainings)
satisfaction with received SS and TT. The main focus was to evaluate the
different aspects of SS, and their impacts on employees’ satisfaction and the
impact of employees’ satisfaction on TT dimensions. SS was measured in
terms of emotional support, interpersonal support, material support and
organizational support. A cross sectional survey design was used and total
of 204 employees completed adopted measures of SS, satisfaction from
received SS and TT from four public sector organizations: National Institute
of Management (NIM), Sardar Bahadur Khan University (SBK), University
of Balochistan (UOB) and Civil Secretariat of Balochistan. The data was
analyzed using regression technique. The results indicated that trainees
having higher level of SS were highly satisfied. All four facets of SS received
statistical support which showed that trainees who received adequate levels
of support were highly satisfied. The results also showed a positive
relationship between satisfactions and TT which imply that highly satisfied
trainees were able to transfer learned material at their workplace. On the
whole, results indicated that trainees need a high level of SS that increases
their satisfaction level and this satisfaction level enhance their TT capability.
The research study has emphasized several dimensions of SS that influence
the satisfaction level of trainees. The findings of this study will also be helpful
for HR practitioners to realize the importance of SS while developing the
training programs and especially in selection of trainees. This research study
will be valuable for exploring the different aspects of SS for future research.

The study is important as it explains the different dimensions of SS, perceived
satisfaction from SS and TT in Pakistani (Balochistan) context. The paper
emphasizes the importance of SS needed to attend training programs. This
was the first attempt to include organizational support as a part of SS
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because most of the friendship and social ties develop among colleagues at
workplace. This support should be provided to trainees from the perspective
of their family, friends, and organizational level.

Keywords: Social Support, Satisfaction, Training Transfer
Introduction

Most of the times the role of personal associations always causes a
significant effect in perusing the desired goals. This is a common
phenomenon in the life of an individual to seek support from acquaintances,
friend and colleagues. Most of the studies in the social relationship has been
augmented from the past three decades (Bravo, 1989; Mitchell & Trickett,
1980; Reblin & Uchino,2008).This is due to the intention of an individual to
perform better at workplace(Tansky & Cohen,2001) ; enhanced learning will
create the increased level of harmony during training (Astor, De Pedro,
Gilreath, Esqueda , & Benbenishty, 2013) when the needed SS is available
.These relationships “make life meaningful” (Argyle, 1989).

SS is termed as human collaboration with acquaintances and
coworkers who exchange the emotional, interpersonal and material resources
(Bravo, 1989; Cohen & Syme, 1985; Thoits, 1982). Work place where we
develop ultimate relationships (Duck, 1988).While, POS explained the
perception of employees of being wrathful to their organization. (Argyle,
1989; Aselage & Eisenberger, 2003; Rhoades & Eisenberger, 2002). SS is
considered as an important element to boost the commitment level of
employees who are attending the training (Eisenberger, Cummings, Armeli,
& Lynch, 1997).

Many scholars have studied the positive impacts of SS and POS on
employees’ personal lives and workplace separately: e.g. SS and career
success (Burke & Mckene ,1995); SS and objective career success(OCS), (
Powell, 2006), SS and perceived relationships that give benefits (Schwarzer,
Dunkel-Schetter, & Kemeny, 1994), SS and work-family conflict (Carlson &
Perrewe ,1999); SS and intensified self-esteem ( Caplan,1982); SS and
TT(Dan , Chiaburu, Karen & Holly , 2010).

TT is considered as the learning of novel information and application
of learned material back to workplace (Baldwin & Ford, 1988). Though, TT
may increase the level of self-motivation in accomplishing the tasks. POS
create the friendly environment which foster the process of learning (Ng &
Sorensen, 2008) that develops a sense of belongingness toward organization,
and develop a tendency to attain a higher level of learning (e.g., Salanova,
Agut, & Peiro”, 2005). Organizational support has been associated with
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different work outcomes (e.g. Job satisfaction, affective commitment and job
involvement) empirically or theoretically that facilitate transfer of training
(Burke & Hutchins, 2007)

Some researchers have found connection among TT and POS (see e.g.
Dan et al,, 2010; Rhoades & Eisenberger, 2002). The research on the
relationship between these variables is limited and mostly conducted in
advanced countries. The study was conducted in Balochistan context. The
limitation in previous studies did not consider POS as the part of SS
collectively. Hence, this study will bridge the gap exist in literature.

Literature Review
Social Support

Informal assistance given by friends, relatives, and others is
considered as social support (SS) (Cohen, 1990; Cowen, 1982). SS construct
comprised of “closeness” and support expected from near ones (Bravo,
1989). SS is defined as the “existence or availability of people on whom we
can rely, people who let us know that they care about, value, and love us”
(Sarason, Levine, Basham, & Sarason,1983).

SS was reflected in multidimensional facets (House, 1981; Thoits,
1982). Most of the studies clearly identified the diverse dimensions of
support like informational; emotional, and instrumental support (Cooke,
Betty, Marilyn, Hamilton, McCubbin, & Patterson, 1988; Grant & Parker,
2009). Four dimensions of support had been identified by House (1981)
needed to survive were ; emotional support ( empathy, love and trust),
instrumental support (time and money), informational support (guidance and
advice ) and appraisal support ( affirmation, social comparison, and feedback
(see e.g. Bernal, del Rio, & Molina, 2003;Ducharme & Martin, 2000; House
,1981). These dimensions of SS was also discussed by (Cohen & Wills, 1985)
instead of appraisal support they used the term social companionship

Thoits (1982) reasoned that in the perception of SS, extent and types
of SS were insignificant (e.g., instrumental and socio emotional) but also
sources of support (e.g. family, friends and coworkers) was an important
factor (Nelson & Quick 1991). The SS should cover perceived organizational
and social perspectives to broaden the dimensions of SS with diverse aspect
(Bernal et al., 2003) especially when employees engaged in training are
focused.
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Training Transfer

Knowledge skills and abilities applied by the trainees at their work
place would be considered as TT (Broad & Newstrom, 1992; Kirwan &
Birchall, 2006; Wang & Wilcox, 2006). TT assists in enhancement of
performance (Hatala & Fleming, 2007; Kirwan & Birchall, 2006).

TT technique influenced by work climate was considered as main
predictor of TT construct (Blume, Ford, Baldwin, & Huang, 2010; Holton,
Cheng & Naquin, 2003). During training work climate characterized as the
important element that support in acquisition of knowledge (Burke & Saks,
2009; Blume et al., 2010; Goldstein & Ford, 2002; Different studies
recommended that transfer of knowledge among  individuals was
considered as basic requirement of TT (Burke & Saks, 2009; Goldstein &
Ford, 2002; Holton,1996;Sarason et al.,1983) and if the trainees learn new
knowledge and skills there is all likelihood to put on this knowledge at work
place(Velada, Caetano, Michel, Lyons, & Kavanagh, 2007).

Theory building and hypotheses

Different academicians investigated satisfaction as a comprehensive
concept with numerous dimensions (Eisenberger, Huntington, Hutchison, &
Sowa, 1986; Price, 1997). Furthermore, empirical validation of SS was
significantly related with satisfaction (Thoits, 1985). As Hobfall, Nadler and
Lieberman (1986) found that close bonds contributed to satisfaction with
support received. Thus, based on this assumption a hypothesis was suggested:

Hypothesis 1 = Perceived SS is positively related with satisfaction.

TT was influenced by four dimensions of SS i.e. emotional;
interpersonal; material and organizational support. Different studies
explained SS in different facets like self-efficacy of trainees (House & Kahn,
1985; Gaudine & Saks, 2004; Stevens & Gist, 1997), adoption of new
methods (Fisher & Ford, 1998), and transfer of skill at workplace (Axtell &
Maitlis, 1997). Some of the scholars argued that highly satisfied employees
have a tendency to acquire new knowledge and methods (Price, 1997; Shore
& Wayne, 1993; Silver, Dwyer & Alford, 2006; Tracey, Tannenbaum, &
Kavanagh, 1995). The investigation of Winterton (2004) revealed that
personnel’s satisfaction causes low turnover intention, high commitment and
high level of learning Rouillier and Goldstein (1993)

Tracey et al. (1995) suggested post training outcomes can be
enhanced through satisfaction level of personnel. Thus

Hypothesis 2: Satisfaction received from SS is positively related to TT.
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Method:
Sample:

Sampling technique was non probability sampling with sample of 204
employees from four public sector organizations; University of Balochistan,
Civil Secretariat, National Institute of Management Sciences, and Sardar
Bahadur Khan Women University. The sample comprised of 17 grades and
above. Total questionnaires were 340 and 308 were returned with 90%
response rate. Gender distribution was 123 males and 185 females, with
average age of 38.43 years (SD = 7.95).

Measures
SS Questionnaire

Scale established by Bernal et al. (2003) was used to measure the SS
which was based on three constructs of SS i.e., 1) interpersonal emotional (2
emotional, and 3) material. While , POS Eisenberger et al. (1986) was added
to measure the perceived organizational support with the intention to widen
the range of SS. Seven-point Likert scale from one (strongly disagree) to
seven (strongly agree) was used to measure the items of SS. The coefficient

alphas for, interpersonal support.84, emotional support.70 material support
.85 and POS .90.

Satisfaction

Bernal et al. (2003) scale of “Satisfaction” was used to measure the
construct. Satisfaction was assumed as level of gratification received from
SS. Seven-point Likert scale from one (strongly disagree) to seven (strongly
agree) was used to measure the items of SS. Seven-point Likert scale from
one (strongly disagree) to seven (strongly agree) was used to measure the
items of SS. The Cronbach alpha was .86.

TT:

The construct of TT was hypothesized as usage of learned material
back to place of work. The scale of TT wad adopted from Xiao (1996). 7
point Likert scale was used to measure the construct of TT .0.89 was the
value of Coefficients alpha.

Results

SEM was used to analyze the path between the variables of SS,
satisfaction and TT.



-91 -

As displayed in Table 1, the values of %2 321.10 with df 186
x2/df  1.67 showing the significant acceptable data model fit with
CFI= .86; GFI =.82; NFI= .80; and RMSEA =.03.

Table 1:

Tablel: Fit indices for CFA of role of Emotional Intelligence in
developing Effectuation

ya df v/df  sig CFI GFI NFI RMSEA
321.10 186 1.67 .00 .86 .82 .80 .03(.02,.04)

Fit indices showed acceptable data model fit.

Hypothesis 1 was accepted due to significant relationship between SS
and satisfaction (B=.53, p<.001). Significantly effect of SS on satisfaction
(B=.46, p<.001) supported our Hypothesis 2.

= D
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Figurel: Structural model. Emo = emotional support; Inte = interpersonal
support; Material=
material support; POS = perceived organizational support; TT = Training
trsnfer; perfor = Performance. ** p < .0l.

Discussion

The results demonstrated that SS was a significant predictor of
satisfaction. The finding of the study revealed that when perceived SS
upsurges, the amount of satisfaction increases with the received support that
enhances the TT. Past research on SS discussed the relationship of this
constructs with multiple factors and TT (Eisenberger, Stinglhamber,
Vandenberghe, Sucharski, & Rhoades, 2002).
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Satisfied Employees better transfer what they have learned during
training (Ali & Akhter, 2009) and contribute more to trainings effectiveness.
Those employees who receives higher level of emotional support,
interpersonal support and material support from their colleagues, friends and
family, their results of applying learned material at work place shows high
propensity. These employees show higher level of performance and more
significant behaviors (Allen & Meyer, 1990; Tansky & Cohen; 2001;
Randall, Cropanzano, Bormann, & Birjulin, 1999).These results highlight the
importance of SS along with the POS that broadens the concept of SS. The
reason behind this notion is that in Balochistan tribal culture people consider
their colleagues like a family members and herein friendship ties are stronger
at their workplace.

Consequently, personnel who have SS and POS tend to show more
satisfaction level about their work and satisfaction is subject to raise in
application of learned material during their training back to their
organization this is in line with the results of Machin and Fogarty (1997),
where he explored the factors linked with TT effects in development of
contentment. These factors (i.e. role of environment, training materials and
methods) showed a significant effect in producing the satisfaction level of
employees. (Thayer & Teachout, 1995). Employees are likely to place greater
value on training programs that are highly respected by colleagues,
supervisors, and managers (Velada et al., 2007). Organizations that are able
to create an environment where training is supported and valued by
employees will be able to achieve greater commitment outcomes (Bartlett,
2001; Eisenberger et al., 1990; House, 1988).

Limitation and suggestions

SS is very precarious in carrying out the employees’ satisfaction who
are involved in trainings. For instance few studies presents the fact that some
individuals strive for formal support (Husaini, Moore & Cain,
1994).limitatitonof the study was the consideration of few facets in
measuring the SS while many more can be explored in future studies.

Small sample size was another limitation of the study. Further
consideration of big sample (Wayne, Shore, & Liden, 1997) could depict
clearer picture of SS and TT.

Volume and magnitude of SS (House, 1987) couldn’t be inspected
due to time constraints. Consequently, future studies can be address the
volume and magnitude of SS in more elaborative way. This would bridge the
gap in SS, TT and satisfaction of trainees.
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Conclusion

The purpose of the study was to find links between SS (along with
POS) with satisfaction received and its impact on TT. The results showed a
positive and significant relationship between all study variables. It was found
that employees who were having higher SS were more satisfied with the
received support (Locke, 1976) and hence enabled their transfer of training
(learned knowledge and skills) at their workplace (Tracey, Hinkin,
Tannenbaum, & Mathieu, 2001). Therefore, this research provides the
extended model of SS during training. Nonetheless, there are some
limitations of the study. Thus, for future studies it is recommended to
investigate the environmental factors which increase the level of TT, effects
of different facets of SS on TT and more demographics can be explored in
finding the dimensions of SS.



-94 -

References

Ali, T., & Akhter, 1. (2009). Job satisfaction of faculty members in private
universities-in  context of Bangladesh. International Business
Research, 2(4), 167.

Allen, N. J., & Meyer, J. P., (1990). The measurement and antecedents of
affective, continuance and normative commitment to the organization.
Journal of Occupational Psychology, 63, 1-18.

Aselage, J., & Eisenberger, R. (2003). Perceived organizational support and
psychological contracts: A theoretical integration. Journal of
Organizational Behavior, 24, 491-501.

Astor, R. A., De Pedro, K. T., Gilreath, T. D., Esqueda, M. C., &
Benbenishty, R. (2013). The promotional role of school and
community contexts for military students. Clinical child and family
psychology review,16(3), 233-244.

Argyle, M. (1989). The social psychology of work. Penguin Books.

Axtell, C.M., & Maitlis, S. (1997). Predicting immediate and longer-term
transfer of training. Personnel Review, 26, 201-213.

Bravo, M. (1989). Las redes de apoyo social y las situaciones de desastre: un
estudio de lapoblacion adulta en Puerto Rico. Unpublished Dissertation,
University of Puerto Rico,Rio Piedras.

Baldwin, T., & Ford, J. (1988). Transfer of training: a review and directions
for future research. Personnel Psychology. 41, 63-105.

Bartlett, K. R. (2001). The relationship between training and organizational
commitment: A study in the health care field. Human resource
development quarterly, 12(4), 335-352.

Bernal, G., del Rio, M. S., & Maldonado-Molina, M. M. (2003).
Development of a brief scale for SS: Reliability and validity in Puerto
Rico.Revista internacional de psicologia clinica y de la salud=
International journal of clinical and health psychology, 3(2), 251-
264.

Broad, M. L., & Newstrom, J. W. (1992). Transfer of training. Pfeiffer.

Burke, L., & Hutchins, H. (2007). TT: An integrative literature review.
Human Resource Development Review, 6, 263-296.



-95.

Burke, R. J., & McKeen, C. A. (1995). Work experiences, career
development, and career success of managerial and professional
women.Journal of Social Behavior and Personality, 10(4), 81.

Burke, L. A., & Saks, A. M. (2009). Accountability in TT: Adapting
Schlenker’s model of responsibility to a persistent but solvable
problem. Human Resource Development Review, 8(3), 382-402.

Blume, B. D., Ford, J. K., Baldwin, T. T., & Huang, J. L. (2010). Transfer of
training: A meta-analytic review. Journal of Management, 36(4),
1065-1105.

Caplan, G. (1982). Family as a support system. Family stress, coping and
SS/edited by Hamilton McCubbin , A. Elizabeth Cauble , Joan M.
Patterson.

Carlson, D. S., & Perrewé, P. L. (1999). The role of SS in the stressor-strain
relationship: An examination of work-family conflict. Journal of
management, 25(4), 513-540.

Cooke, Betty D., Marilyn Martin Rossmann, Hamilton I. McCubbin, & Joan
M.Patterson. (1988).Examining the Definitions and Assessment of

SS: A Resource for Individuals and Families. Family Relations,
37,211- 216.

Cohen, S., & Wills, T.A. (1985).Stress, SS, and the buffering hypothesis.
Psychological Bulletin, 98(2), 310-357.

Cohen, D. J. (1990).What Motivates Trainees, Training and Development
Journal, 11,91-3.

Cohen, S. & Syme, S. L. (eds.). (1985), SS and health. San Diego, CA:
Academic Press, Inc.

Dan S .,Chiaburu, D. S., Dam, K. V., & Hutchins, H. M. (2010).SS in
the workplace and TT: A longitudinal analysis. International Journal
of Selection and Assessment, 18 ( 2), 187-200.

Ducharme, L. J., & Martin, J. K. (2000). Unrewarding work, coworker
support, and job satisfaction a test of the buffering hypothesis. Work
and occupations, 27(2), 223-243.

Duck, S. E., Hay, D. F., Hobfoll, S. E., Ickes, W. E., & Montgomery, B. M.
(1988). Handbook of personal relationships: Theory, research and
interventions. John Wiley & Sons.



- 96 -

Eisenberger, R., Cummings, J., Armeli, S., & Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfaction.
Journal of Applied Psychology, 82, 812—820.

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived
organizational support and employee diligence, commitment, and
innovation.Journal of Applied Psychology, 75, 51-59.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived
organizational support.Journal of Applied Psychology, 71, 500-507.

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., &
Rhoades, L. (2002). Perceived supervisor support: contributions to
perceived organizational support and employee retention. Journal of
applied psychology, 87(3), 565.

Fisher, S. L., & Ford, J. K. (1998). Differential effects of learner effort and
goal  orientation on two learning  outcomes. Personnel
Psychology, 51(2), 397-420.

Gaudine, A.P., & Saks, A.M. (2004), A longitudinal quasi-experiment on the
effects of postTT interventions.Human Resource Development
Quarterly, 15, 57-76.

Goldstein, I. L., & Ford, J. K. (2002). Training in organizations Belmont. CA:
Wadsworth.

Grant, A. M., & Parker, S. K. (2009). 7 redesigning work design theories: the
rise of relational and proactive perspectives. The Academy of
Management Annals, 3(1), 317-375.

Hatala, J., & Fleming, P. (2007).Making transfer climate visible: Utilizing
social network analysis to facilitate transfer of training. Human
Resource Development Review. 6 (1), 33-63.

Hobfoll, S. E., Nadler, A., & Leiberman, J. (1986). Satisfaction with SS

during  crisis:  intimacy and  self-esteem as  critical
determinants.Journal of personality and social psychology, 51(2),
296.

Holton III, E., Cheng, H., Naquin, S. (2003).An examination of learning
transfer system characteristics across organizational settings. Human
Resource Development Quarterly, 14 (4), 459-482.

Holton, E. F. III (1996).The Flawed Four-level Evaluation Model, Human
Resource Development Quarterly, 7,1,5-21.



-97 -

House, J. S. (1988).Structures and Processes of SS. Annual Review of
Sociology, 14, 293-318.

House, J. S. (1987).SS and Social Structure. Sociological Forum, (2),
135-146.

House, J. S., & Kahn, R. L. (1985).Measures and concepts of SS. In S. Cohen
& S. L. Syme (Eds.), SS and health (pp. 83-108). Orlando, FL:
Academic.

House, J.S., (1981), Work Stress and SS. Addison-Wesley, Reading,
Massachusetts.

Husaini, B., Moore, S., & Cain, V. (1994). Psychiatric symptoms and help-
seeking behavior among the elderly: An analysis of racial and gender
differences. Journal of Gerontological Social Work, 21, 177-195.

Kirwan, C., & Birchall, D. (2006).Transfer of learning from management
development programmes: Testing the Holton model. International
Journal of Training & Development, 10, 252-268.

Locke, E. A. (1976).The nature and causes of job satisfaction. In M. D.
Dunnette (Ed.), Handbook of industrial and organizational
psychology, 1297-1349.

Machin, M. A., & Fogarty, G. J. (1997). The Effects of Self-Efficacy,
Motivation to Transfer, and Situational Constraints on Transfer
Intentions and Transfer of Training. Performance Improvement
Quarterly, 10(2), 98-115.

Price, J. L. (1997).Handbook of organizational measurement. Bradford, UK:
MCB University Press.

Mitchell, R. E. & Trickett, E. J. (1980).Task force report: Social networks as
mediators of SS. An analysis of the effects and determinants of social

networks. CommunityMental Health Journal, 16, 27-44.

Ng, T. W., & Sorensen, K. L. (2008). Toward a further understanding of the
relationships between perceptions of support and work attitudes: A
meta-analysis. Group & Organization Management.

Randall, M. L., Cropanzano, R., Bormann, C. A., & Birjulin, A. (1999).
Organizational politics and organizational support as predictors of
work attitudes, job performance, and organizational citizenship
behavior. Journal of organizational behavior, 159-174.



- 08 -

Reblin, M., & Uchino, B. N. (2008). Social and emotional support and its
implication for health. Current opinion in psychiatry, 21(2), 201.

Rouillier, J. Z. and Goldstein, I. L. (1993).The Relationship between
Organizational Transfer Climate and Positive Transfer of Training,
Human Resource Development Quarterly, 4, 377-90.

Rhoades, L., & Eisenberger, R. (2002),Perceived organizational support: A
review of the literature. Journal of Applied Psychology,87, 698—714

Salanova, M., Agut, S., & Peiro”, J. (2005). Linking organizational resources
and work engagement to employee performance and customer

loyalty: The mediation of service -climate.Journal of Applied
Psychology, 90, 1217-1227.

Sarason, I. G., Levine, H. M., Basham, R. B., & Sarason, B. R. (1983).
Assessing SS: the SS questionnaire. Journal of personality and social
psychology, 44(1), 127.

Schwarzer, R., Dunkel-Schetter, C., & Kemeny, M. (1994). The
multidimensional nature of received SS in gay men at risk of HIV

infection and  AIDS. American  journal  of  community
psychology, 22(3), 319-3309.

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior:
comparison of affective commitment and continuance commitment
with perceived organizational support. Journal of Applied
Psychology, 78, 774-780.

Stevens, C.K., & Gist, M.E. (1997).Effects of self-efficacy and goal
orientation training on negotiation skill maintenance: What the
mechanisms? Personnel Psychology, 50, 955-978.

Silver, L.S., Dwyer, S., & Alford, B. (2006), Learning and performance goal
orientation of salespeople revisited: The role of performance-
approach and performance-avoidance orientations. Journal of
Personal Selling and Sales Management, 36, 27-38.

Thayer, P. W., & Teachout, M. S. (1995).A Climate for Transfer Model:
Brooks Air Force Base, Texas.

Tansky, W.J. and Cohen, J.D. (2001).The relationship between organizational
support, employee development, and organizational commitment: An
empirical study. Human Resource

Development Quarterly, 12 ( 3), 285-300.



-99 .

Tracey, J., Tannenbaum, S. and Kavanagh, M. K. (1995),Applying Trained
Skills on the Job:The Importance of the Work Environment, Journal
of Applied Psychology, 80 (2), 239-52

Tracey, J.B., Hinkin, T.R., Tannenbaum, S., & Mathieu, J.E. (2001).The
influence of individual characteristics and the work environment on

varying levels of training outcomes. Human Resource Development
Quarterly, 12, 5-23.

Thoits, P. A. (1982). Conceptual, methodological, and theoretical problems in
studying SS as a buffer against life stress. Journal of Health and
Social behavior, 145-159.

Thoits, P.A., (1985).SS and psychological well-being: theoretical
possibilities. In: Sarason, 1., Sarason, B. (Eds.), SS: Theory, Research
and Applications. Martinus Nijhoff, Dordrecht.

Velada, R., Caetano, A., Michel, J. W., Lyons, B. D., & Kavanagh, M. J.
(2007). The effects of training design, individual characteristics and
work environment on transfer of training. International Journal of
Training and Development, 11(4), 282-294.

Wayne, S. J., Shore, L. M., & Liden, R. C. (1997).Perceived organizational
support and leader-member exchange: a social exchange perspective.
Academy of Management Journal, 40, 82—111.

Wang, G. G. & Wilcox, D. (2006).Evaluation of Systematic Training:
Knowing more than is practiced. Advances in Developing Human
Resources, 8, 528-539.

Winterton, J. (2004). A conceptual model of labour turnover and retention.
Human Resource Development International, 7(3), 371-390.

Xiao, C. (1996), The relationship between organizational factors and the
transfer of training in the electronics industry in Shenzhen,
China.Human Resource Development Quarterly. 7(1), 55-73.



