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Abstract

Purpose – The purpose of this paper is to increase the understanding of the relationship between social
support (organizational, supervisor, and co-worker support) and the higher-order construct of motivation in
human resource development (HRD), namely motivation to improve work through learning (MTIWL).
Design/methodology/approach – Self-reported data were collected from 131 public service
employees who had attended management training programs organized by one of the Malaysian public
service training providers.
Findings – Support emanating from the organization, supervisor, and co-worker had exerted positive and
significant influences on MTIWL. Further, organizational support had the strongest relationship with MTIWL,
relative to supervisor and co-worker support.
Practical implications – There is a need to extend the responsibility and proficiency of the organization,
supervisor, and co-worker in providing practical support in training and workplace contexts to further
enhance MTIWL.
Originality/value – This paper provides a better understanding of the influences of social support on a more
practical and comprehensive trainee motivation in HRD, which is MTIWL.
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ocial support, specifically the one originating from the organization is commonly
associated with the extent to which an organization cares about employee well-being
(Eisenberger et al., 1986). Supervisor and co-worker support, on the other hand, are

linked to the provision of encouragement to participate in learning and the guidance to apply new
learning on the job (Baldwin and Ford, 1988; Baldwin et al., 2009; Chiaburu and Tekleab, 2005;
Grossman and Salas, 2011). Organizational, supervisor, and co-worker support have been
found to be valid predictors of motivation to learn (Al-Eisa et al., 2009; Colquitt et al., 2000;
Nikandrou et al., 2009; Ng, 2015; Tracey et al., 2001), motivation to transfer (Axtell et al., 1997;
Chiaburu and Lindsay, 2008; Kontoghiorghes, 2002, 2004; Seyler et al., 1998), and training
transfer (Blume et al., 2010; Chiaburu, 2010; Cromwell and Kolb, 2004; Hawley and Barnard,
2005; Wei Tian et al., 2016).

Even though support from these sources have been consistently studied since Baldwin and Ford
(1988) opined the lack of research attention on work environmental factors, there is a void
regarding the understanding of the relationship between social support and trainee motivation
(Bates et al., 2000; Chiaburu et al., 2010). Such void is due to most of prior studies that typically
conceptualized motivation as two distinct constructs, which are motivation to learn and
motivation to transfer. Motivation to learn is referred to a trainee’s devotion in learning
training contents (Colquitt et al., 2000; Noe, 1986), whereas motivation to transfer is defined as
the intention of utilizing new learning on the job (Chiaburu et al., 2010; Holton et al., 2000).
The treatment of motivation as two distinct constructs is too limiting; and hence, unable to
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