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This study contributes to the development of the knowledge management and strategic training
literatures through developing the linkages between them. The study sample comprised 301 employees
from universities of medical sciences in Iran. Multiple and simple linear regression and path analysis
were used to test the direct and mediated relationships among the variables. The study considers how
motivation to learn, training attitudes, and perceived support of employees to their knowledge sharing
may be shaped by their level of affective commitment and psychological contract. Results highlight
significant relationships between (a) strategic training practices and affective organisational
commitment, (b) affective organisational commitment and turnover intentions, (c) knowledge sharing
and turnover intentions, (d) affective organisational commitment and knowledge sharing, (e) strategic
training practices and psychological contract, (f) psychological contract and knowledge sharing, and
(9) psychological contract and affective organisational commitment. Results reveal that whereas
strategic training practices are positively related to affective organisational commitment and
psychological contract, both affective organisational commitment and knowledge sharing are
negatively associated with turnover intention. In addition, the results provide evidence that affective
organisational commitment and psychological contract have a significant mediating effect on the
relationship between strategic training practices and knowledge sharing. Managerial and practical
implications of the findings are highlighted.

Key words: Motivation to learn, training attitude, perceived support, affective commitment, psychological
contract, knowledge sharing, and turnover intention.

INTRODUCTION

Since the mid-1990s, knowledge management has practices, including training. In fact, the role of human
emerged as a subject of great interest to both academics resource management in knowledge management has
and organizational practitioners. Knowledge management been discussed by a number of researchers and
is actually an evolved form of human resource management practitioners. For instance, the role of human resource in
knowledge management in facilitating the dissemination
of learning through workshops (Armstrong, 2000); the
role of human resource in creating and using knowledge
*Corresponding author. E-mail: ry_anvari@yahoo.com. Tel: +60 (Garavan et al., 2000); and the role of human resource in
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programme, creating knowledge management leader-
ship and team (Soliman and Spooner, 2000). While the
importance of human resource management issues has
been widely articulated, the relationship between
strategic training practices and knowledge sharing is yet
to be explored.

According to Chan and Chew (2008), the level of
employees’ commitment is closely linked to their attitudes
and behaviours at their workplace. For example, the
levels of commitment have been found to influence
turnover intentions. Thus, addressing the linkages
between the levels of employees’ commitment and their
knowledge sharing will contribute to an improved
understanding of what encourages or discourages people
with regard to sharing their knowledge. Many empirical
research showed that there is a link between human
resource management practices and organizational
commitment, and that an individual’'s commitment to an
organization can be significantly influenced by
organization’s managerial practices (Stup, 2006; Roca-
Puig et al., 2007; Fiorito et al., 2007). More specifically,
most studies have been focusing on training and
organizational commitment (Tanannenbaum et al., 1991;
MacDuffie, 1995; Chew and Chen, 2008), salary levels
and organizational commitment (Ritzer and Trice, 1969),
performance reward contingencies and organizational
commitment (Lee, 1971), promotion and organizational
commitment (Kanter, 1977) and profit sharing and
organizational commitment (Coyle-Shapiro et al., 2002).

However, research focusing on the impact of strategic
human resource management practices is yet to be
found. The concept of strategic human resource
management practices is based on the human resource
management philosophy that emphasizes the strategic
nature of human resource (Guest, 1998; Armstrong,
2000; Walton, 1985; Lundy and Cowling, 1996). Accor-
ding to Armstrong (2000) the aim of strategic human
resource management practices is to generate strategic
capability of organization to ensure that it has skilled,
committed, and well motivated employees. This aim
shows that the rationale for implementing strategic
human resource management is to manage people
effectively in the long run. In other words, strategic
human resource management practices focuses on the
specific plans of what needs to be done and what needs
to be changed for the employees which will improve
individual effectiveness.

Unfortunately, how strategic human resource manage-
ment practices and organizational commitment are
related is unclear. Understanding how they are related is
essential since strategic human resource management
practices have been claimed to affect behavior in the
organization (Guest, 1998; Meyer and Allen, 1997,
Tanannenbaum et al., 1991). Thus, this study will be
addressing this issue. Nevertheless, this paper only explores

the relationship between strategic training practices and
affective commitment.

This research paper then considers what specific
factors within organizations would affect employees’
knowledge sharing, and the type of training policies and
practices that should be adopted. It will also focus on
psychological contract as a useful factor for linking
strategic training practices and affective organizational
commitment and knowledge sharing. Thus, this study will
investigate the mediating effects of affective commitment
and psychological contract in the relationship between
strategic training practices and knowledge sharing.

REVIEW OF THE LITERATURE
Strategic training

Strategic human resource management researchers
argued that human resource management practices
inclu-ding training will affect behavior of individuals in
their efforts to formulate and implement the strategic
needs of the organization (Guest, 1998; Meyer and Allen,
1997). Tanannenbaum et al. (1991) found a strong
positive correlation between commitment and employees’
motivation for training. In fact, Meyer and Allen (1991)
identified that employees exposed to more training
opportunities are likely to exhibit higher levels of affective
commitment. According to Lang (1992), perhaps training
should be specifically designed to achieve increased
organizational commitment. On the other hand, Salaman
et al. (2005) emphasized that organizational commitment
is a factor of work—related attitudes, and strategic training
practices have significant impact on individual
effectiveness.

A number of possible antecedents had been identified
by various studies in the relationship between organiza-
tional commitment and training such as career, job
related, personnel (Mathieu and Zajac ,1990), satisfaction
(Tannenbaum et al., 1991), self-efficacy (Saks,1995),
social support (Facteau et al., 1995), facilities, materials
equipment (Gomez-Mejia et al., 1995). In addition,
strategic approach to training as an implication of a stra-
tegic human resource management practices involves
abandoning the mindset and practices of the traditional
practice of human resource management (Mello, 2002).

The exchange theory (Blau, 1964) suggests that
training can be viewed as an investment in the relation-
ship between an organization and the employees and can
contribute to organizational commitment. The more
positive the training experience, the greater can be the
commitment to the organization. Organizational commit-
ment is positively related to the employee’s attitude
towards training and training motivation (Carlson et al.,
2000).



Cook and Rice (2003) noted that social exchange is the
process by which individuals and group give resources to
other social individuals, group and organization and
receive resources from them. According to Rousseau
(1989) the terms and conditions of this reciprocal
exchange between organizations and its employees are
defined within in the psychological contract. He also
described that psychological contract is an employee’s
belief regarding terms and conditions of an exchange
relationship with their organization. It constitutes of
employment obligations, embedded in the context of
social exchange. Strategic human resource management
practices including training affect the psychological
contract (King, 2000; Guzzo and Noonan, 1994).

A psychological contract is created when organizations
and their representatives convey promises of future
inducements (training) to the employees in exchange for
some contribution from the employees which help them
understand terms of their employment (Rousseau and
Greller, 1994). It has been argued that strategic training
practices can send strong messages to individuals regar-
ding what an organization expects of them and what they
can expect in return. Thus, strategic training practices are
seen to play an important role as message senders,
shaping terms of the psychological contracts (Rousseau
and Wade-Benzoni, 1994). In fact, these practices foster
appropriate psychological contract (Rousseau and
Greller, 1994), and employees’ interpretations of how
training may affect their psychological contract with their
employer. Therefore, this study theorizes that industries
managers can influence work-related attitude such as
affective  organizational commitment through the
maintenance of the strategic training practices and more
effective they will be at reducing turnover intention and
enhancing effectiveness.

One of the most important keys to developing succes-
sful training programmes in organizations is strategizing
the training which involves needs assessment (Mello,
2002). Although needs assessment involves three levels
of analysis such as organization, task, and personal, this
study will theorize that the managers can influence
affective organizational commitment through individual
level of needs assessment of strategic training since this
level of needs assessment considers employees’ commit-
ment. Thus, this analysis is based on personnel needs
assessement of training that focuses on the organization-
person fit (Daley, 2002) that may lead to affective
organizational commitment.

Importantly affective organizational commitment pro-
vides a basis for understanding the development of
linkages between individuals and organizations (Chew
and Chen, 2008). Although some emprical support shows
that person—organization fit is positively linked with
organizational commitment, and is negatively related to
turnover intention (Becker et al., 1996; Chew and Chen,

2008), there remains a shortage of empirical support for
the notion that needs assessment of personnel is essen-
tial if training is to be linked to affective organizational
commitment.

Strategic human resource management is concerned
with longer-term people issues (Armstrong, 2000) and
thus, it is nessessary to consider long-term training
strategies such as providing appropriate support, and
addressing personal attitude and motivation to learn
within the organizations, and ensuring percived support.

Motivation to learn

The motivational level of employees is a foundational
component of the effectiveness of organizational training
programme. Noe and Wilks (1993) argued, “motivation to
learn, and evaluation of previous development expe-
riences have a direct effect on employee’s participation in
development activities”. They developed and tested a
conceptual model of development activity that was based
on work conducted by Dubin (1990). Farr and
Middlebrooks (1990) found that motivation to learn,
perception of benefits and work situation perceptions had
considerable, unique effects on employees’ development
activity.

Perceived support

Huczynski and Lewis (1980) concluded that issues
important to whether or not trainees use their training
include whether they attended the course on their own
initiative; how helpful they believed the training would be
to them in their jobs; and the motivational climate of the
organization, in particular, supervisor support. In addition,
employees are often influenced by the level of and the
manner in which they interact with their supervisors
(Eisenberger et al., 2002). When supervision creates an
environment where there is a sense of belonging, and
demonstrates effective training, employees will display
strong feelings of commitment (Ammeter and Dukerich,
2002). In addition, supervisor support has been shown to
enhance employee job attitudes such as organizational
commitment (Thompson and Prottas, 2005) and is
negatively related to turnover intentions (Thompson et al.,
1999). Supervisor support, a source of social support, is
related to work attitude (Hammer et al., 2009) and they
are responsible for training. They motivate employees
toward acceptable behaviors such as commitment
(Caykoylu, et al., 2007). Furthermore, training attitudes
indicate levels of good or bad feeling about training. Hicks
(1984) argued that if employees are given reasonable
information about the training programme, the employees
can see how training fits with their needs. So,



if the employees feel the match is good, they should have
a heightened desire to learn (Porter et al., 1975) which is
a prerequisite for strategizing training. O'Dell and
Grayson, (1998) suggested that the role of senior
management is to support a learning organization and to
promote knowledge sharing. However, the evidence is
sketchy and work remains to be done to determine whe-
ther knowledge sharing efforts need to be organization
wide efforts with senior management involvement.

Training attitudes

Training attitudes in strategizing training is a dimension of
personal analysis needs. Hicks (1984) indicated that
employees who received the reasonable training will
more likely to perceive the beneficial for them, and they
will also be more committed to their decisions to attend
the training. If employees in the organization have
learned new skills and knowledge and successfully imple-
mented this learning to enhance the performance of the
organization, they should be compensated effectively.
Based on these arguments, the following hypotheses are
developed.

Hi: Strategic training (motivation to learn, perceived
support, and training attitudes) will be positively related to
affective organizational commitment.

Hia: Motivation to learn will be positively related to
affective organizational commitment.

H1p: Perceive support will be positively related to affective
organizational commitment.

Hic: Training attitudes will be positively related to
affective organizational commitment.

Affective organizational commitment

Meyer and Allen (1991) argued that, regardless of the
various definitions, committed employees are more likely
to remain in the organization than are uncommitted
employees. What differs across definitions is the nature
of the psychological state being described. According to
Meyer and Allen (1991), “Affective refers to the
employee’s emotional attachment to, identification with,
and involvement in the organization. Employees with a
strong affective commitment continue employment with
the organization because they want to do so” (67). Meyer
et al. (1990) viewed affective organizational commitment
as components of attitudinal commitment. However,
according to Iverson and Buttigieg (1999), affective
organizational commitment is the most consistent with the
conceptual and operational definition of attitudes, so it
has been termed “attitudinal commitment” (308). In other
words, affective commitment is a psychological and

individual-level (Elias, 2009). Consequently, this study
focuses on affective organizational commitment in Meyer
and Allen’s component commitment model.

Turnover intention

A great deal of research has been conducted that
attempts to link employee attitudes (e.g., affective
organizational commitment) with behavioral factors (e.g.,
turnover intention) (Zhao et al., 2007). In fact, affective
organizational commitment plays a central role in the
turnover literature. Two recent meta-analyses conducted
by Griffeth et al. (2000) and Meyer et al. (2002) confirm
that affective organizational commitment is well
established as an important antecedent of withdrawal
behaviors. They also showed that intention to leave is an
important antecedent to actual turnover. Committed
employees have been found to be less likely to leave an
organization than those who are uncommitted (Angle and
Perry, 1981).

As we discussed earlier, affective organizational
commitment refers to the employee’'s emotional
attachment, as well as identification with and involvement
in the organization. It is likely that committed employees
may therefore remain because they wish to maintain their
membership in order to facilitate organizational goals
(Suliman and lles, 2000). Although, a more resent
research conducted by Hsu (2009) showed no significant
relationship between organizational commitment and
turnover intention, most researchers have found a
significantly negative relationship between affective
organizational commitment and turnover intention (Addae
et al., 2006; Zhao et al., 2007; Pare and Tremblay, 2007).
In addition, the level of commitment and capability to
encourage knowledge sharing will make knowledge
management successful (Scarbrough and Carter, 2000).
By managing knowledge, organizations can ensure that
knowledge-workers stay with the organization (Beijerse,
1999). Therefore, commitment can be linked to
knowledge sharing attitudes and behaviors. It seems to
be logical to expect that affective commitment will affect
intention to quit, and thus we hypothesize that:

Ho: Affective organizational commitment will be
negatively related to turnover intention.

Psychological contract

Psychological contracts are defined “as the beliefs
individuals hold regarding the terms and conditions of the
exchange agreement between themselves and their
organizations” (Rousseau, 1995) or an “individual’s belief
in the terms and conditions of a reciprocal exchange



agreement between the focal person and another group”
(Rousseau, 1989). In other words, “psychological
contracts refer to employees’ perceptions of what they
owe to their employers and what their employers owe to
them” (Robinson 1996). Schein (1965) emphasized the
importance of the psychological contract concept in
understanding and managing behavior in organizations.
So, psychological contract theory can be used to
understand commitment. Although employee perceptions
of the psychological contract and commitment to the
organization are theoretically linked, there is some empi-
rical support for this relationship (Lester et al., 2002; Sels
et al., 2004). According to King (2000) and Guzzo and
Noonan (1994), strategic human resource management
practices including training affect the psychological
contract. Therefore, it was predicted that psychological
contract mediates the relationship between strategic trai-
ning practices and affective organizational commitment.

Ha: Psychological contract will be positively related to
affective organizational commitment.

Hg: Strategic training practices (motivation to learn,
perceived support, and training attitudes) will be positively
related to psychological contract.

Haa: Motivation to learn will be positively related to
psychological contract.

Hgp: Perceived support will be positively related to
psychological contract.

Hgc: Training attitudes will be positively related to
psychological contract.

Hs: Psychological contract will be positively related to
knowledge sharing.

He: Psychological contract will mediate the relationship
between strategic training practices and knowledge
sharing.

Knowledge management

The retention of employees with valuable knowledge may
be an element of an organization’s knowledge manage-
ment strategy as its attempts to induce its employees to
share their knowledge. Therefore, when linking
commitment to knowledge sharing, the issue of intention
to stay is as important as having positive attitudes
towards knowledge sharing. Employees with high levels
of organizational commitment are less likely to leave, and
will probably be more willing to provide extra discre-
tionary effort and be generally more willing to share their
knowledge within the organization. The strategic human
resource management perspective assumes that it is
possible to develop a set of training strategies which
facilitate knowledge sharing, and that these strategies will
be universally applicable to all types of organization. In
fact, this perspective is closely associated with the issue

of affective commitment. According to Scarbrough and
Carter (2000), strategic human resource management will
ensure the level of commitment and capability to
encourage knowledge sharing that will make knowledge
management successful. It is clear that strategic human
resource management practices including training is
related to retaining knowledge employees. Thus, by
managing knowledge, organizations can improve
commitment between knowledge-employees. Having
suggested that commitment can be linked to knowledge
sharing attitudes and behaviors, it is necessary to
conceptualize the relationship between them, which is
done through Figure 1. Based on these arguments, the
following hypotheses are developed:

Hypothesis 7: Affective commitment will be positively
related to knowledge sharing.

Hypothesis 8: Affective commitment will mediate the
relationship between strategic training practices and
knowledge sharing.

Hypothesis 9: knowledge sharing will be negatively
related to turnover intention.

The Research model

Based on the past researches presented in the literature
review, a structural model of affective organizational
commitment and its correlations are developed. The
model postulates affective organizational commitment
and psychological contract as mediating factors in the
relationship between strategic training practices and
knowledge sharing as shown in Figure 1.

METHODOLOGY

Sample and procedures

Four universities of medical science were places of conducting this
study. According to the data released by Health Information
Management (2 Dec, 2009), there were nine universities of medical
sciences listed in the Webometric Ranking of Top Iranian Medical
Universities and out of them, only four universities were top Iranian
Medical universities. Sampling frame consisted of non—-academic
employees in the administrative unit of these universities. The sites
for this study were four universities of medical sciences in Iran. The
four universities were (1) Isfahan University, (2) Tehran University,

(3) Iran University, and (4) Mashhad University of medical sciences.
Sample has two features. First, it is practical. Second, it produces
more reliable result (Salkind, 2000). In addition, it comprises
selected members to represent the population views of a particular
topic. There were approximately 2400 non-academic employees
from 500 non-academic employees in each administrative unit of
these universities. Then the Krejcie and Morgan (1970) formula is
undertaken to determine the sample size of the study. The calcu-
lation using the 0.05 confidence demonstrates that the sample size
for this study was 334. Of 400 employees selected for the sample,
325 employees returned their questionnaires. After deletions of 24



Affective
Organizational >l
Commitment

Turnowver Intention

Strategic Training &
Practices
-Motivation to learn
-Perceived support
-Training attitudes

Knowledge Sharing

FPsychological
Confract

Figure 1. Conceptual model.

unusable missing cases, the final data set consisted of 301
respondents for an overall response rate of 75.25%. The university
response rate for each of the four universities varied between 68
and 92%.

Measurements

All question items in the survey questionnaire were measured on a
five-point Likert scale (1 = strongly disagree; 5 =strongly agree).

Motivation to learn: motivation to learn scale by Noe and Schmitt
(1986) comprises 7 items and the internal consistency reliability for
this dimension was 0.88. A study by Bartlett (1999) has revealed
that Noe and Schmitt’s motivation to learn measure is applicable for
health-care workers and administrators. He found that the internal
consistency reliability for the motivation to learn with a-Cronbach’s
value is 0.87. In this study, the motivation to learn is reported to
have a high reliability of measurement (a = 0.85) which is above the
minimum recommended value of 0.7 DeVellis (2003).

Perceived support: perceived support Scale by Seyler (1997)
comprises 12 items and the a-Cronbach for supervisor support and
peer support scales to be 0.86 and 0.83 respectively. In this study,
the reliability for this domination was 0.88, which is higher than the
0.86 and 0.83 reported by Seyler (1997).

Training attitudes: Measures for this dimension are drawn from
existing research instruments Strategic Assessment of Readiness
for Training by Weinstein et al. (1994). This five-item subscale from
this instrument is used to measure attitudes held by individuals
toward strategic training. Internal consistency reliability for this
dimension was 0.88 as reported by Weinstein et al. (1994). A study
by Seyler (1997) showed the internal consistency reliability for the
training attitudes with a-Cronbach value of 0.82. In this study
training attitudes is reported to have a high reliability of measure-
ment (a = 0.80) which is above the minimum recommended value
of 0.7 by DeVellis (2003).

Affective organizational commitment: affective organizational
commitment was measured with 6-item scale Meyer and Allen

(1997). They reported affective organizational commitment with an
a-Cronbach value of 0.85. In this study, we obtained an a-Cronbach
of 0.89.

Psychological contract: psychological contract was measured by
using 12 items scale adopted from Coyle-Shapiro and Conway
(2005). Whereas they reported an internal consistently reliability
with coefficient Alpha of 0.89, in this study, psychological contract is
reported to have a high reliability of measurement (a = 0.83).

Turnover intention: turnover intention scale by Sanders and Roefs
(2002) comprised 7 items and the Alpha Cronbach for five
dimensions were 0.76. In this study turnover intention is reported to
have a high reliability of measurement (a = 0.85).

Knowledge sharing: to measure knowledge sharing, Hooff et al.
(2003) proposed a brief knowledge sharing questionnaire with five
questions in terms of evaluating effective knowledge management.
In this study, we obtained an a-Cronbach of 0.84.

RESULTS

Prior to the hypotheses testing, we checked the validity of
the strategic training scale. This was done by analysing
content validity, reliability, and construct validity for
showing goodness of measurement. For determining the
content validity, expert’'s opinions were sought. For this
purpose, a set of questionnaire has been distributed to
the academics in order to establish the grade of match
each item with study objectives. Specialists in the field of
strategic human resource management have improved
the sentences structure in order to validate the content of
the research instrument. In this study factor analysis is
used as a common test to validate the construct of the
measurement. It was decided to use the construct valida-
tion strategy-the process of factor analysis recommended
by Pallant (2007). The process has three assumptions:



Table 1. Exploratory factor analysis on strategic training practices.

Communalities Cumulative variance
value (%)

Item Factor KMO
1 2 3
Strategic training practices
Motivation to learn
Q7 0.884
Q8 0.834
Q9 0.795
Q10 0.765
Q11 0.730
Q12 0.687
Q13 0.634
Perceived support
Q14 0.923
Q15 0.885
Q16 0.897
Q17 0.767
Q18 0.746
Q19 0.712
Q20 0.710
Q21 0.696
Q22 0.645
Q23 0.634
Q24 0.629
Training attitudes
Q25 0.894
Q26 0.859
Q27 0.761
Q28 0.734
Q29 0.702

0.856
0.678

0.712

0.843

29 items>0.637 83.434
7 items>0.645 30.234
0.678 67.234
0.765 86.822
0.834 93.862
0.899 98.989
0.645 99.462
0.798 99.774
0.654 100.000
11 items>0.638 32.124
0.887 84.346
0.831 88.447
0.819 91.549
0.638 93.852
0.690 95.809
0.765 97.573
0.698 98.882
0.736 99.414
0.765 99.720
0.694 99.930
0.653 100.000
5 items>0.637 21.076
0.836 91.867
0.698 97.068
0.752 98.465
0.637 99.666
0.748 100.00

determine sufficient correlations that show values greater
than 0.3; demonstrate significantly in the correlation
matrix p < 0.05; determine the Kaiser-Meyer-Olkin in the
descriptive statistics that show values greater than 0.06.
Examination of the component matrix table showed that
all items load strongly on the one underlying component.
As Tables 1 and 2 show, the different items load into the
corresponding factors, exactly as had been established.
All studied variables report its cumulative variance
greater than 60% (affective organizational commitment,
71.73%; psychological contract, 73.14%; turnover
intention, 60.46%). It denotes that these dimensions are
greatly suitable to describe the variables. All the above
evidence support sufficient degree of reliability and
validity. Thus, the instruments developed to measure
strategic training practices, psychological contract,
affective organizational commitment, turnover intention,

and knowledge sharing were found to be work-able and
accepted to utilize for the study. Table 3 gives mean,
standard deviation, minimum value and maximum value
of the variables.

Hypotheses testing

First, we tested the general hypotheses (Hia, H2p, and

Hzc) corresponding to each strategic training. Pearson
product-moment correlation analysis was used to exa-
mine the following hypotheses regarding the relationship
between the three strategic training practices and affec-
tive organizational commitment. Preliminary analyses
conducted revealed no violation of the assumptions of
normality, linearity, and homoscedasticity. As can be
seen the strategic training practices including motivation



Table 2. Exploratory factor analysis on affective organizational commitment, psychological contract, and turnover intention.

Iltem KMO Communalities value Cumulative variance (%)
Affective commitment 0.696 6 items>0.601 71.733
Q60 0.764 48.916
Q61 0.637 71.733
Q62 0.798 84.808
Q63 0.903 92.643
Q64 0.699 97.922
Q65 0.601 100.00
Psychological contract 0.828 12 items>0.658 73.135
Q66 0.832 44.391
Q67 0.857 59.620
Q68 0.777 73.135
Q69 0.829 80.722
Q70 0.807 86.886
Q71 0.658 90.103
Q72 0.674 93.176
Q7 0.817 95.504
Q74 0.839 97.272
Q75 0.864 98.622
Q76 0.894 99.572
Q77 0.876 100.000
Turnover intention 0.678 7 items>0.593 60.462
Q78 0.598 24.345
Q79 0.771 43.815
Q80 0.593 60.462
Q81 0.670 74.103
Q82 0.743 84.778
Q83 0.716 93.550
Q84 0.658 100.000

Table 3. Descriptive statistics of strategic training practices, psychological contract, affective organizational commitment, turnover
intention, and knowledge sharing.

Variable Mean Standard deviation Minimum value Maximum value
Strategic training 2.9578 47948 1.00 4.13
Psychological contract 3.7400 .54335 1.25 4.58
Affective organizational commitment 3.9131 .57050 2.17 4.50
Turnover intention 2.0570 .59236 1.29 4.14
Knowledge sharing 2.8796 .58090 1.00 4.27

to learn, perceived support, and training attitudes were needs are most probably to stay in the university.
significant and strong positive correlated with affective or- Second, in order to test the first hypothesis, multiple re-
ganizational commitment (r=.565, p<.01), indicating that gression analysis was employed. Results of preliminary
those who their universities assess high levels of training analyses confirmed that all the assumptions of multiple



Table 4. Correlations between strategic training practices and affective organizational commitment.

No. Variable 1 2 3 4
1 Motivation to learn 1.00 .666** .635** .565**
2 Perceived support .666** 1.00 .676** 511
3 Training attitudes .635** .676** 1.00 .568**
4 Affective organizational commitment .565** 511 .568** 1.00

**Correlation is significant at the 0.01 level (2- tailed).

Table 5. Relationship between strategic training practices and affective organizational commitment (model summary).

R R2 Adj. R® S.E of the estimate F Sig.

.630 .387 391 4451 65.246 .000

Predictors: (Constant), motivation to learn, perceived support and training attitudes; dependent variable, affective commitment.

Table 6. Pearson correlation between strategic training practices and psychological contract.

No. Variable 1 2 3 4
1 Motivation to learn 1.00 .666** .635** AT71+*
2 Perceived support .666** 1.00 .676** 515
3 Training attitudes .635** .676** 1.00 481+
4 Psychological contract .565** 511** .568** 1.00

**Correlation is significant at the 0.01 level (2- tailed).

of multiple regression were met. Three independent
variables entered into the regression model and explain
39.7% of the variance (RZ) in affective organizational
commitment, which is highly significant, as indicated by
the F-value of 65.246 in Model Summary table (Tables 4
and 5). Thus, hypothesis 1 is substantiated. Third, three

hypotheses (from Hga to Hac) were formulated to test the
relationship between each of the variables and
psychological contract. The Pearson correlation matrix
obtained for the three interval-scaled variables is shown
in Table 6. As can be seen the strategic training practices
was significant and moderate positive correlated with
psychological contract (r=0.471, p<0.01). Forth, the
results show that the multiple regression coefficient of the
three independent variables that are entered into the
regression model and R (0.558) was the correlation of the
strategic training variables with the psychological contract
and R® as 0.312. The result suggest that 31% of the

. 2, . :
variance (R”) in psycho-logical contract has been
significantly explained by the strategic training practices
as shown by the F value of 44.835 (p<0.000),
substantiating the forth hypothesis.

Fifth, the psychological contract was found to have a
high positive significant correlation with affective organi-
zational commitment at p<0.01 level (r=.662) and a high

positive significant correlation with knowledge sharing at
p<0.01 level (r=0.702). Also, result of the correlation
indicated that higher affective organizational commitment
is associated with higher knowledge sharing scores. The
knowledge sharing was found to have a high negative
significant correlation with turnover intention at p<0.01
level (r=-0.662). In order to test the second hypotheses,
simple linear regression analysis was used. The result

suggest that 75% of the variance (Rz) in turnover
intention has been significantly explained by the affective
organizational commitment, as shown by the F value of
886.930 (p<.000) substantiating the forth hypo-thesis.
The impact of affective organizational commitment on the
turnover intention is seen in Model Summary.

Nonetheless, the negative relationship between turn-
over intention and affective organizational commitment
suggests that the higher the level of affective organiza-
tional commitment the lower would be the intention to
leave. Additionally, no problems exist related to
multicolinearity and homoscedasticity.

The total mediating effect of the three strategic
practices on the psychological contract was tested by
hypothesis (Hs).

Strategic training practices is found to be significantly
related to the affective organizational commitment (3



Table 7. The mediation effect on the relationship of strategic training practices on knowledge sharing.

Equation 1 Equation 2 Equation 3
Estimator (Dependent = Knowledge sharing) (Dependent = Affective commitment) (dependent = Knowledge sharing)
B t B t B t
Independent: strategic training .565** 11.844 AT1x* 9.230 .325%* 7.159
Mediator: affective commitment .509** 11.206
.325
Strategic affective organizational knowledge sharing

training practices{- .471

commitment - .509.

Figure 2. Simple mediation model for strategic training practices on knowledge sharing.

0.471, p < 0.05, clgs = 0.420, .647). The mediator
(affective organizational commitment) (Table 7) is
found to significantly influence knowledge sharing

(B = 0509, p < 0.05, Clgs = 0.441, 0.629).
However, strategic training practices remain highly
sig-nificant in the Equation 3 (B = 0.325, t = 7.159)
and indicate no perfect mediation is found. The
Beta value of strategic training practices in the
third equation has been diminished by 0.240
(0.565 to 0.325). It implies that the inclusion of
psychological contract in the Equation 3 has
reduced the effect of strategic training practices to
knowledge sharing. Hence, psychological contract
is partially mediating the relationship of strategic
training practices on affective organizational com-
mitment. However when psychological contract is

controlled, the magnitude of the correlation reduces

from 0.565 to 0.383 (Figure 2).

The model also indicates 42.5% (0.240 /0.565)
of the effect of strategic training practices on
knowledge sharing is mediated through affective
organizational commitment.

And 57.5% (0.325/0.565) is the direct effect of
strategic training practices on knowledge sharing
when affective organizational commitment is con-
trolled. To determine the significance of indirect
effect, Mackinnon et al. (1998) Distribution of
Product is used. The result indicates the indirect
effect value is 103.43 which are above the critical
value of 2.18. In another words, there is a signi-
ficant indirect effect of strategic training practices
on knowledge sharing via affective organizational
commitment at the alpha value of 0.05.

The simple mediation model is illustrated in

Figure 3. The indirect effect of strategic training
practices on knowledge sharing is 0.243 (0.481 x
0.506) and its direct effect is .324. The total effect
coefficient is .567 (0.243 +0.324). The model also
indicates 42.86% (0.243 /0.567) of the effect of
strategic training practices on knowledge sharing
is mediated through psychological contract. And
57.14% (0.324/0.567) is the direct effect of
strategic training practices on knowledge sharing
when affective organizational commitment is
controlled. The result indicates the indirect effect
value is 105.001 which are above than the critical
value of 2.18. In another words, there is a
significant indirect effect of strategic training
practices on knowledge sharing via psychological
contract at the alpha value of 0.05. Hence,
psychological contract is partially mediating the
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Figure 3. Simple Mediation Model for strategic training practices on knowledge sharing.

relationship of strategic training practices on knowledge
sharing.

DISCUSSION AND CONCLUSIONS

We have analysed the relationship between strategic
training practices and the three dimensions that make up
individual effectiveness. The findings of this study largely
support the hypothesized relationships. In addition, these
findings confirm the theories that strategic human
resource management practices are important issues for
organizations and the utilization of strategic training
practices would create emotional attachment to the
organization. Fulfillment of the employees’ training needs,
through the strategic training practices, would lead to
affective organizational commitment as argued by Meyer
and Allen (1997). In fact, employees’ perceptions of
fairness of these strategic practices are crucial for
elevating affective organizational commitment and feeling
of belonging to the organization. The greater valuable
these practices are, the more favorable affective
commitment is likely to be. The findings confirmed this
reasoning. Although these results have not been
previously described in other studies from the strategic
approach, the findings are consistent with the findings of
Paul and Anantharaman (2004) who found a significant
positive  relationship  between  human resource
management practices and organizational commitment.
Also, the findings are consistent with Ogilvie (1986: 340)
who explained that “employees’ perceptions of human
resource management practices reflect a sense of
reciprocity and the level of concern that the organization
appears to have for employees can be a practical and
applied approach to developing commitment”. Strategic
training practices emerged as a significant predictor of
psychological contract. This finding is consistent with
Martin et al’s (1998) which proved that perceived
violation of organization’s obligations regarding skills and
career development could reduce satisfaction with job. In
addition, the purpose of this study is to show the linkages
between the affective organizational commitment and
psychological contract with knowledge sharing. This was
achieved by illustrating the fundamental centrality of

psychological contract theory in shaping the attitudes of
workers towards knowledge sharing. Thus, there is
significant potential for strategic training practices and
practitioners to make a valuable contribution towards the
development of knowledge in this area, and to play a
central role in knowledge sharing. The finding showed
that affective commitment may be an important variable
influencing the attitudes of employees in knowledge
sharing. Therefore, research in this area will have the
potential to contribute to an improved understanding of
strategic training practices to knowledge sharing at work
among employees. The findings also showed that how
affective commitment and psychological contract affect
the degree of loyalty that employees have to their
organization and the success of knowledge management
as the willingness of employees to share their knowledge.
High turnover levels can result in the loss of significant
amounts of important knowledge from organizations.
Thus, affective commitment and psychological contract
arguably have two potential impacts on organizational
knowledge sharing. In fact, it not only affects the
willingness of employees to share their knowledge, but it
also affects the extent to which employees remain loyal to
their organizations. Also, the study confirmed that the
higher the quality of exchange relationships, the more
favorable outcomes. This is in line with the explanations
of Addae et al. (2006) that social exchange between
employees and organizations will lead to positive atti-
tudes in terms of affective commitment, which in turn, will
support the organization to achieve its goals. However,
the result of the current study does not support the study
conducted by them because they found insignificant
results between psychological contract and affective
commitment. Thus, in general, strategic training practices
help employees cope and affect their commitment and
turnover intention.

PRACTICAL IMPLICATIONS

From a practical viewpoint, the results of this study have
implications for selection measures that human resource
specialists may design for employees. For example, a job
applicant who does not receive effective training may



have difficulty coping in and adjusting to the organization.
The lack of assessment in training needs could induce
low commitment and may trigger turnover intentions.
Thus, based on the results obtained in this study, it is
suggested that training needs assessment in individual
level could be used to foster commitment to the
organization. It is therefore recommended that
organizations, especially universities of medical sciences
should take steps to assess their employees’ needs and
make sincere efforts to enhance affective organizational
commitment. Among the steps to be considered include
ensuring that employees develop and maintain higher
levels of motivation to learn and ensuring a sound sup-
port from the peers and supervisors. Although we only
obtained partial support for some of the mediation hypo-
theses, the results suggest that employees’ knowledge
due to practices received from the training strategies can
be enhanced by their commitment to the organization.
Additionally, employees’ psychological contract can me-
diate the relationship between strategic training practices
and knowledge sharing. Finally, perceived fulfilment in
psychological contract will directly influence employees’
affective commitment. The findings suggest that any
university, which wants to develop a positive emotional
bond to the organization, has to fulfill its promises in the
way that it has a form of reciprocity. Favorable and fair
exchanges will occur when organizations can meet the
expectations inherent to the psychological contract. Some
of the actions that may be appropriate to improve
psychological contract for the purpose of enhancing
affective organizational commitment are: (1) to allow
social interactions through open door policies, feedback,
and support in personal career development; (2) to
ensure a sound welfare administration that satisfies real
welfare needs of the employees. Thus, it is expected that
in situations where there are emotional attachment of the
employees to the organizations, organizations will be well
advised to assess training needs of employees in order to
mitigate withdrawal cognitions and minimize intentions to
quit.

FUTURE RESEARCH AND LIMITATIONS

This paper has suggested that certain training practices
influence the knowledge sharing. Future research should
be directed towards analysing the effect of those
practices on affective organizational commitment, using
psychological contract as a mediating variable. This
would provide a link between the research that analyses
the effect of training practices on psychological contract
and the one relating to psychological contract and
affective organizational commitment.

In order to complete the analysis of the relationship
between strategic training practices and affective

organizational commitment, it may be necessary to
assess specific training practices aimed at particular
groups of employees within the organisation (e.g.
management, sales personnel). This would require a
more specific questionnaire to the industry under
analysis. Another future line of research would be the
analysis of the effect of other strategic human resources
management practices (staffing, performance appraisal,
and compensation) on knowledge sharing. This would
allow a more in-depth study in the field of strategic human
resource management. This paper has analysed training
practices in an isolated way, that is, without taking into
account the mutual relationship between training and
other practices of human resource manage-ment. In
future works this question could be treated by analysing
the relationship between human resources management
and knowledge sharing using an integrated approach.
This would enable the synergistic effect deriving from the
joint use of human resources strategies that complement
each other to be taken into account. An integrated
analysis would contribute towards establishing which
human resources system is most appropriate for
developing an organization. The statistical results
suggest that knowledge organization requires a different
management approach than the non-knowledge organi-
zation. Thus, the role of human resource management is
also unique. In terms of employee effectiveness, the
focus should be placed on training needs assessment. It
must be the base of evaluation of employee’s knowledge
sharing, as an input for directing knowledge management
efforts.
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