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Abstract 

The literature of fast food franchises in Saudi Arabia has reported a lack of research on the topic of employee 

training. This study pursues to add literature and findings in fast food franchises sector by examining the impact 

of effective training and coworker support for training on turnover intentions among the employees of fast food 

franchises in Saudi Arabia. A total number of 350 questionnaires were distributed among the employees working 

in different fast food franchises of Saudi Arabia, out of which 278 were returned and finally 250 questionnaires 

were selected for data analysis. The data was collected by source of a structured questionnaire with a total 

number of 25 questions. In which 10 questions were dedicated to training effectiveness, 3 questions were 

dedicated to coworker support for training, 8 questions were dedicated to job satisfaction, and 4 were dedicated 

to turnover intentions of employees. The results described a strong positive relationship between effective 

training program and job satisfaction, and coworker support for training and job satisfaction. However, there is a 

negative relationship found between job satisfaction and employees‟ turnover intentions in fast food franchises 

of Saudi Arabia. The result of the study has significant decision-making suggestions for franchisers regarding 

how to decrease turnover intentions of employees by providing them efficient training programs and supportive 

working environment. Training programs not only increase the value of employees but also the effectiveness of 

the business.  

Keywords: coworker, franchising, satisfaction, Saudi Arabia, training, turnover intentions  

1. Introduction 

The most important benefit in buying a franchise is training and getting the practical skill (Price, 1993; Choo & 

Bowley, 2007). In all franchises models, it is required for the franchise to deploy a trainer for employees‟ 

training. Franchise sector is required to develop and apply significant administrative tools to enhance the 

performance of their employees (Sayler, 2003). The intelligent franchisers always give high preferences to 

employees‟ training as they know training will provide better results to employees and franchise (Larson, 2003). 

Training is defined as a planned activity taken by the organization to transfer the job knowledge and skills, and 

improve the attitude and behavior of employees which is consistent with the organizational goals (Noe, 2008). 

Organizations that provide training to their employees have shown high concern for the commitment to their 

customer services (Babakus, Yavas, Karatepe, & Avci, 2003). Moreover, it has been suggested that training 

programs for employee facilitate them in updating their skills, knowledge, highly dedication, and job satisfaction 

(Bushardt & Fretwell, 1994). McDonald‟s claimed that low level of employee training increases high level of 

employee turnover, and a good training produces positive impacts on employee retention (Thomas, Lashley, & 

Eaglen, 2000). Employee participation in internal and external trainings is useful for the organizations and 

employees (Burke, 1995). Employees who get superior value in official training programs are comparatively 

found more satisfied with the job, which directed the employee to feel better understanding to the organization 

(Burke, 1995). To retain such competent employees, it is required for the organizations to care about their job 

satisfaction and retention (Jehanzeb & Bashir, 2013). 

Mostly fast food franchises hire the employees at the age of high school and college because of this they have 

high turnover rate as young employees move from one job to another job (DiPietro, 2003). Training program 

helps the organizations to achieve the desired performance, and demonstrate return on investment that is 
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challenging for training personnel in the fast food sector. Moreover, to being affected by high employee turnover 

fast food franchises also have the problem for attracting skilled employees. Training and development programs 

are significant for attracting and retaining skilled and competent employees. Fast food sector has tough market 

competition as the customers have a number of choices to select according to the quality of services (DiPietro, 

2003). A number of surveys have been established to calculate the result of employees‟ training, such as how 

much training needed, how training will be provided, and who will get the training. It is also trying to measure 

the achievement of training efficiency (Joyce, Gittleman, & Frazis, 2000). The review of literature on fast food 

franchises has reported a lack of academic research on the topic of employee training (Choo & Bowley, 2007). 

Most of the research on training in franchises has considered as a whole package for the franchise (Alden & Dant, 

1990). To address this research gap, researcher proposed to examine the impact of training on turnover intentions 

of employees among fast food franchises of Saudi Arabia. 

In the region of Middle East, franchising has significant growth with a growing number of international 

companies which are pursuing to create their presence in this region. The franchising project describes that 50% 

of worldwide retail business with an aggregate value of $9 billion, out of which 5% is characterized by the 

Middle East (Shujauddin, 2009). In last five years, fast food franchise market in Saudi Arabia has observed a 

tremendous growth with different American, European and regional popular franchises, such as McDonalds, 

Burger King, KFC, Pizza Hut, Subway, Dominos, and Hardee's. It is expected that Saudi Arabia represents a 

multi-billion dollar market for franchising with a projected value of $1.3 billion in annual fees and royalties, and 

estimated to increase with the average of 12-15% every year (Shujauddin, 2009). The franchise models are 

mainly dedicated in the field of restaurant, food, beverage and retail.  

Saudi Arabia is a key manufacturer and exporter of oil with largest oil reserve in the world (Jehanzeb, Rasheed, 

& Rasheed, 2013). The government of Saudi Arabia plays a significant role in economic development of the 

country. Government wants to expand its national income by encouraging the private sector to invest in the 

economy. Franchising is perceived to be a perfect business model for small and medium-sized enterprises (SME) 

in Saudi Arabia (Shujauddin, 2009). Saudi Arabia is restructuring its economy to adopt new trends in global 

marketplace, such as small and medium-sized enterprises (SMEs) including franchises. To effectively manage 

the employee is becoming serious concern for small business which is required for the business success 

(Oakland & Oakland, 1998). Therefore, it is suggested that this research has practical implication for the owners 

of SMEs and fast food franchises to effectively deploy training programs to decrease turnover intentions of 

employees.   

2. Training Practices in Saudi Arabia 

The Government of Saudi Arabia support workplace training and frequently implements different laws on 

franchises of multinational organizations for skills development (Jehanzeb et al., 2013). The regional chambers 

of commerce and industry is enforcing for the training of Saudi labor force by offering them specific training 

programs. The chambers of commerce and industry provides support to young Saudi workforce to make them 

qualified to work in private sector, which is out of their approach without the assistance of Saudi government 

(Al-Asmari, 2008). Jeddah Chamber of Commerce and Industry (JCCI) every year organized about 130 training 

courses and seminars to fulfill requirement of Saudi workforce to work in private sector. These training programs 

were established after identifying the demand of private sector; such training programs include customs 

clearance, office management, marketing, maintenance, and sales (Saudi Embassy; USA, 1997). 

A significant improvement has been directed in the field of technical and vocational training through 

development of highly experienced employees and well-equipped training organizations (Al-Asmari, 2008). The 

skills and abilities of young Saudi can be increased by providing them training opportunities which will help 

them to get the job in business market. In Saudi organizations employee turnover is high, specifically, in the 

private sector (Achoui & Mansour, 2007). They suggested that organizations are not facilitating for the retention 

of their employees. Similarly, one more study recommended that employee development strategies have taken a 

significant place in the field of human resource development by providing them higher education, and precise 

technical and vocational training programs (Al-Souhem, 1996).  

3. Rationale of the Study  

Saudi Arabia is the leading business market in the Arabian Gulf, and franchising trend is continuously growing 

in different business sectors. Saudi Arabia is an attractive market for industry of franchising with per capita of 

$18,531 which is up to now at its highest level (Shujauddin, 2009). Generally, young generation of Saudi Arabia 

wants to start their own businesses as most of them have studied and traveled abroad where they have 

experienced the taste of Western food. Consequently, this notion leads to the growth of businesses and franchises 
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in the market of Saudi Arabia. The industry resources of Saudi Arabia described that fast food franchises are 

holding more than 60% of the total franchise market in which 70% franchises are American (Shujauddin, 2009). 

Today Saudi Arabia is facing shortage of skilled labor force due to its high economic growth over the past 

decade. As a result, small and medium-sized enterprises (SMEs), particularly franchises, are facing immense 

difficulties in recruiting and retaining of their employees. The management of skilled workforce is gradually 

becoming a major issue for small businesses which are striving for success (Oakland & Oakland, 1998). The 

available literature describes a true need for a study which will help the managers to retain their skilled 

employees by providing them effective training and supportive working environment.  

4. Literature Review and Hypotheses Development 

4.1 Turnover Intentions 

Turnover refer to „„the ratio of the number of organizational members who have left during the period being 

considered divided by the average number of people in that organization during the period‟‟ (Price, 1977). 

Employees who are dissatisfied with their jobs are more likely to leave the organization than satisfied employee 

(Mobley, 1997). To strengthening the job satisfaction of employee is helpful in decreasing turnover intentions 

(Muchinsky, 2000). Fast food franchises are trying to provide training to their new and existing employees. 

However, fast food franchises have high turnover rate as they hire young employees who leave their job and 

move for another (DiPietro, 2003). It has been suggested that in fast food sector turnover rate of hourly and 

salaried employees was more than 150% annually (Ebbin, 1999). It is a big challenge for training department to 

assure that training is producing desire outcome and delivering return on investment in the fast food sector 

(DiPietro, 2003).  

The research studies on fast food sector suggested a positive relationship between customer satisfaction and 

profits over time (DiPietro, 2003). Earlier researches recommended that there is a negative relationship between 

job satisfaction and turnover intentions (Rahman, Naqvi, & Ramay, 2008). A study conducted in private sector of 

Saudi Arabia suggested that there is a negative relationship between training and turnover intensions (Jehanzeb 

et al., 2013). These studies have also signified that availability of training and education programs are significant 

factors in enhancing job satisfaction, and reducing turnover intentions of employees (Bartlett, 1999). Similarly, a 

study recommended that training has positive relationship with job satisfaction and organizational commitment, 

which later impact on employee retention (Lam & Zhang, 2003).  

4.2 Effective Training Program 

The key components of training usually analyze its needs, organizing, delivery and effectiveness. The impact of 

employees‟ involvement in training has received inadequate research. To get the return on investment it is 

required to evaluate the training program (Warr, Allan, & Birdi, 1999). Most of training programs considered as 

increasing profitability, however, most of small business failed to satisfactorily assess their training programs 

(Santos & Stuart, 2003). It is also significant for the organizations to measure the effectiveness of training 

program (Reid & Barrington, 1997). However, only 9% of the organizations measure the effectiveness of 

training program and positive outcomes which are associated with it (Van Buren & Erskine, 2002).  

Kirkpatrick provide four level of hierarchy model to evaluate the training program which is reaction, behaviour, 

learning and results. In Kirkpatrick‟s model, Level 1 (Reactions) measures how employees has reacted to the 

training, trainer, course, and learning environment. Every training program must be evaluated at this level to 

response the queries concerning the trainees‟ perceptions and reactions towards training. However, negative 

reactions of the employees decrease the possibility of learning (Griego & Orlando, 2004). Level 2 (Learning) 

measures what employees have learned from the training and it assesses the degree to which employees have 

improved their knowledge, skills and attitudes. Level 3 (Behaviour) measures whether employee applied or 

transfer what they learn from training. Level 3 emphases on the trainees‟ capability to transfer the learning on the 

job. Finally, Level 4 (Results) measures whether the application of training is achieving measurable financial 

results. This evaluation measures the accomplishment of the training program in terms that managers can 

understand the improved production, increased sales, reduced costs, enhanced quality, higher profits, positive 

changes in the employees‟ behaviours (Griego & Orlando, 2004). 

For the effectiveness of a training program it required for the organization to select the right trainer, and training 

should be appropriate in enhancing to specific job skills (Carolina, 2004). Organizations are using different 

methods to deliver training program. It is important that organizations should understand which training method 

will produce better results which are based on the objectives and goals of the origination. Kirkpatrick (1987) 

suggested criteria for effective training program established on employees‟ satisfaction with training, knowledge 

obtain from training, different behaviors of employees on the job, and improved organizational performance. In 
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many organizations training is a method for increasing employees‟ satisfaction and decreasing turnover 

intentions. Effective training program helps in increasing job satisfaction (Sahinidis & Bouris, 2008; Osca et al., 

2005), customer satisfaction (Rust, Stewart, Miller, & Pielack, 1996) and reduces employees‟ turnover intentions 

(Harris, 1990). A research recommended that there is a positive relationship between training and job satisfaction, 

and particularly, the employees who participate in training programs are more satisfied than those who did not 

(Patrick & Owens, 2006). Referring to the earlier discussion we can suggest that effective training program will 

positively impact on job satisfaction of employees. This leads to the following hypotheses: 

H1. There is a positive relationship between effective training program and job satisfaction. 

4.3 Coworker Support for Training  

Coworker support can be refers as, employees help each other in their job tasks by sharing knowledge and skill, 

as well as providing assistance and support at workplace (Zhou & George, 2001). The relationship between 

coworker and organizational productivity has earned little consideration than the relationships between 

subordinates and supervisors (Wang, 2008). Earlier researches highlighted the potential benefits for the 

organizations by developing a working environment in which coworker support in training program. “Anyone 

who has ever held a job knows that if he does not get along with his coworker the job is unsatisfactory” (Blum & 

Naylor, 1968, p. 378). Shah and Jehn (1993) argued that coworker support may have significant results on the 

performance of employees. It is recommended for the organizations to develop an environment in which 

employees can create and maintain a supportive relationship with each other (Chiaburu & Harrison, 2008). 

Organizations are trying to enhance the collegial support within the organizations, and help the employees to 

develop their intra-organizational network resources (Raabe & Beehr, 2003). Coworker support can be described 

as the degree to which employees perceive that their coworkers care about their well-being and value their input 

in the job task (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002). 

Today researchers are paying more attention on the topic of coworker support for training due to its positive 

effects at workplace. The positive social relationship at workplace may help in increasing job satisfaction and 

well-being of the employees (Hodson, 1997). Coworker support at workplace is significant to the overall 

satisfaction of the employees with their jobs (Seers, McGee, Serey, & Graen, 1983). A study recommended that 

there is a positive relationship between satisfaction with coworker and job satisfaction (Scarpello & Campbell, 

1983). The earlier studies argued that coworker‟ support for training is significant for transferring the new 

learned skills on the job. Employees who have supportive colleagues are more satisfied with their jobs than those 

who have not. However, in a study negative relationship found between satisfaction with coworker and 

employees‟ turnover intentions (Zedeck, Jackson, & Summers, 1983). According to the earlier discussion we can 

propose that by providing a supportive working environment at workplace in which employees help each other 

in improving their skills will help them in increasing job satisfaction. Therefore, this leads us to the following 

hypotheses: 

H2. There is a positive relationship between coworker support for training and job satisfaction. 

4.4 Job Satisfaction 

Job satisfaction can be define as “an attitude that individuals have about their jobs, results from their perception 

of jobs and the degree to which there is a good fit between individuals and organization” (Ivancevich, Olekalns, 

& Matteson, 1997, p. 91). Employee job satisfaction refers to overall effectiveness of his/her work associated 

experience that is influenced by ideas, belief and value of the individuals (Chan, Pan, & Lee, 2004). Researchers 

working on organizational studies are trying to observe why some of the employees are satisfied with their jobs 

than others (Ellickson, 2002). Job satisfaction is an important factor, and one of the serious issues for many 

organizations. It is a set of constructive feelings and emotions which employees analyze for their work (Pak, 

2007). A well-recognized approach to describe job satisfaction is as employee fit with their organization 

(Ellickson, 2002). This proposes that if work environment is satisfying employee‟s needs, beliefs and individual 

distinctiveness, such employees will be more satisfied with their job and organization. A number of researches 

have originated job satisfaction as result of enhancing job performance (Iaffaldano & Muchinsky, 1985; 

Mangione & Quinn, 1975), decreasing absenteeism (Steers & Rhodes, 1978; Clegg, 1983) and minimizing 

turnover (Mobley, Griffeth, Hand, & Meglino, 1979; Freeman, 1978). Therefore, organizations are enhancing job 

satisfaction of employees by providing them training programs. Hence, this leads us to the following hypotheses: 

H3. There is a negative relationship between job satisfaction and turnover intentions.  

4.4.1 Job Satisfaction as a Mediating Variable 

Job satisfaction has been described in most of the literature as a mediator between the relationship of training 
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and turnover intentions (Kolarova, 2010). Some of the studies have recommended that providing training 

opportunities to employees will lead to higher level of job satisfaction (Pare & Tremblay, 2007; Georgellis & 

Lange, 2007, Edgar & Geare, 2005). A study conducted in the Dutch pharmacy assistants found a negative 

relationship between training and employees‟ turnover intentions mediated by job satisfaction (Koster, Grip & 

Fouarge, 2009). Similarly, Cheng and Waldenberger (2013) conducted a study to examine the relationship 

between training expectations and turnover intentions mediated by job satisfaction among Chinese employees. 

The study described that employees display different expectations with regard to the content, program design 

and training outcome. The results recommended that there is a negative relationship between training and 

turnover intentions while mediated by job satisfaction. Furthermore, employees‟ expectation about specific 

training skills and operational factors decreases turnover intentions. 

The concept of job satisfaction has been described as an affective attachment to the job that resulted from 

assessment of actual outcomes with those which are desired and expected (Cranny, Smith & Stone, 1992). A 

study recommended that coworker support for training has a negative relationship with turnover intentions 

(Newman, Thanacoody, & Hui, 2011), and positive relationship with job satisfaction (Baruch-Feldman et al., 

2002). Similarly, a negative relationship found between job satisfaction and turnover intentions of employees 

(Firth et al., 2004). A number of studies have also analyzed the mediating role of job satisfaction (i.e. Yousef, 

2002; Wouter, 2009; Kuo, Lin, & Li, 2013). Hence, we can assume that job satisfaction will mediate the 

relationship between coworker support for training and turnover intentions. Therefore, this leads us to the 

following hypotheses: 

H4. Job satisfaction will mediate the relationship between effective training program and turnover intentions.  

H5. Job satisfaction will mediate the relationship between coworker support for training and turnover intentions. 

 

 

 

 

 

 

 

 

 

Figure 1. Proposed model of the study 

 

5. Research Methodology 

5.1 Sample and Procedure 

The field research was conducted over a period of three months from September to December 2013. For data 

collection different local and international fast food franchises were selected from major cities of Saudi Arabia, 

such as Riyadh, Dammam, Khobar and Jeddah. The data was personally collected, and a total number of 350 

questionnaires were distributed among the employees working in different fast food franchises. However, 278 

questionnaires were returned, out of which 250 questionnaires were lastly nominated for data analysis. The 

response rate of the questionnaires was almost 71%. Respondents were randomly selected from the list of 

full-time employees working on different managerial and non-managerial positions. All of the respondents were 

male because of cultural limitations. In all the selected franchises training was available for the employees. A 

cover letter was also issued to respondent describing significance of this study, and all participants were 

encouraged to respond the questions fairly. 

5.2 Measures 

The data was collected by means of a structured questionnaire in which 10 items were dedicated to effectiveness 

of training program which were adapted from the study of Kirkpatrick (1994). Coworker support for training was 

Effective Training 

Program 

Coworker Support 

for Training 

Job Satisfaction 
Turnover 

Intentions 

H2 

H1 

H 3 

H4, H5 
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measured by 3 items scale adapted from Noe and Wilk (1993). 8 items were dedicated to job satisfaction which 

was adapted from the study of Porter, Crampton, and Smith (1976). Turnover intention was measured with 4 

items scale adapted from the study of Farh, Tsui, Xin, and Cheung (1998). The statements of the questionnaire 

required the respondents to rate the importance of each statement on a five-point likert scale where 1 represents 

“strongly disagree”, 2 “disagree”, 3 “Neutral”, 4 “agree” and 5 “strongly agree”.  

5.2.1 Quality of the Measurement Scales 

To evaluate the reliability of the scales confirmatory factor analysis (CFA) was conducted. Churchill (1979) 

recommended that items which are not load well onto their corresponding constructs should drop from further 

consideration. The final question items which was used for analysis and their cross loadings and reliability 

estimates are shown in Table 1. The CFA stated a good fit of both data and null model as can be seen in Table 1 

[
2
 (483) = 889.85, p < 0.01; normed fit index (NFI) = 0.87; non-normed fit index (NNFI) = 0.93; comparative fit 

index (CFI) = 0.93, goodness-of-fit index (GFI) = 0.84; root mean square error of approximation (RMSEA) = 

0.05]. These findings confirmed the quality of research scales which leads to the phase of hypothesis testing.  

 

Table 1. Measurement scales and results of confirmatory factor analysis 

Items Factor Loadings 

Effective Training Program 

 1. The trainer was well prepared and helpful. 0.77* 

2. I was satisfied with the support offered by the trainer. 0.82* 

3. The objectives of the training were relevant to my job. 0.87* 

4. I was well informed about completing each module of the training program. 0.82* 

5. The assessments used in the training were fair. 0.69* 

6. I accomplished all objectives of the training. 0.93* 

7. I would be able to apply on my job, what I learned in the training program. 0.78* 

8. I found the overall training program was very challenging. 0.88* 

9. The training program fulfilled my expectations. 0.67* 

10. The activities in the training program provide me sufficient practices. 0.65* 

Coworker Support for Training 

 1. My coworkers assist me to apply new skills and knowledge on the job. 0.84* 

2. My coworkers support me in learning new skills during the training program.  0.94* 

3. My coworkers help me to develop the skills which I have learned in the training program. 0.92* 

Job Satisfaction 

 1. I feel proud to tell others that I am working with this organization. 0.87* 

2. I am willing to put in a great deal of effort beyond one normally expected in order to help the organization be 

successful.  0.70* 

3. I feel that my own and organization‟s values are similar. 0.65* 

4. This organization really inspires the best in me in the way of job performance. 0.78* 

5. I talk to my friends about my organization as a great place to work. 0.83* 

6. Employees of my organization want to have a long term relationship with it. 0.82* 

7. I participate in the development process of the organization. 0.85* 

8. This is the best organization to work. 0.81* 

Turnover Intentions 

 1. I often think of quitting my present job.  0.82* 

2. I may leave this organization and work for another in the next year. 0.84* 

3. I plan to stay in this organization to develop my career for a long time. 0.81* 

4. I may not have a good future if I stay with this organization. 0.91* 

Note. 2 (483) = 889.85; GFI = 0.84; CFI = 0.93; NFI = 0.87; NNFI = 0.93; RMSEA = 0.05. * p < 0.01. 

GFI = goodness-of-fit index, CFI = comparative fit index, NFI, normed fit index, NNFI = non-normed fit index, RMSEA = root mean square 

error of approximation. 
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5.3 Demographics  

The gender of the respondents shows that there were 100% male because of Saudi society has some limitations 

for female to work in this sector. However, in the term of age, 58.8% of the respondents were of age group from 

21-30 years and 35.3% belong to age group 31-40 years. On average respondents were working with the 

franchises from last 2-5 years and the respondents were 4.1%. The ethnic group of respondent, 13.5% 

respondents were Saudis and remaining 86.5% were non-Saudis, who were working in the fast food franchises. 

Low participation of Saudi citizens in this sector is expected because majority of Saudi citizens prefer to work in 

the public sector organizations. 

5.4 Results and Discussion 

Table 2 describe that standardized Cronbach‟s alpha for each of the variables which shows suitable and 

acceptable internal consistency reliability coefficients for all the scales, as it was greater than .78 (Nunnally, 

1978). However, Table 2 presented the correlation between selected variables, such as effective training, 

coworker‟s support for training, job satisfaction and the turnover intentions of employees. Analysis of the data 

shows that effective training program and coworker support for training are positively correlated (r = .53, p 

< .01). However, Table 2 illustrated the positive correlation between effective training and job satisfaction of 

employees (r = 0.52, p < .01).   

 

Table 2. Mean, standard deviations and Pearson correlations 

Variables Mean S.D ET CST JS TI 

ET 3.54 .89 (.90)    

CST 3.67 1.00 .53** (.90)   

JS 3.62 .94 .52** .55** (.79) 

 TI 2.93 1.24 -.29** -.25* -.38** (.79) 

Note. ET = Effective Training; JS= Job Satisfaction; CST= Coworker Support for Training; TI= Turnover Intention **Correlation is 

significant at the 0.01 level (2 tailed); *Correlation is significant at the 0.05 level (2 tailed). 

 

Table 3. Mediation analysis 

Dependent Variable Independent Variable β S. E t - value Sig. 

JS 
ET 

CST 

.34 

.35 

.099 

.088 

3.398 

3.960 

.001 

.000 

TI 
ET 

CST 

-.32 

-.15 

.157 

.139 

-2.054 

-1.087 

.043 

.028 

TI JS -.50 .122 -4.11 .000 

TI 

ET 

CST 

JS 

-.18 

-.01 

-.41 

.161 

.145 

.154 

-1.155 

-.0670 

-2.629 

.252 

.947 

.010 

Note. CST = Coworker Support for Training; ET = Effective Training; JS = Job Satisfaction; TI = Turnover Intentions. 

 

Hypothesis 1 describes that effective training and job satisfaction are positively related. The results of regression 

analysis in Table 3 demonstrate that regression between effective training and job satisfaction is highly 

significant (β = .34, t-value = 3.39, p = .001). Thus, hypothesis 1 is accepted. The results proposed that effective 

training programs are very important and positively correlated with job satisfaction in the fast food franchises of 

Saudi Arabia. Therefore, results indicate that effective training program is important for the job satisfaction of 

employees. Hypothesis 2 predicted the significant relationship between coworker support for training and job 

satisfaction. Results of regression analysis in Table 3 confirmed that coworker support for training is positively 

and significantly related with job satisfaction (β = .35, t-value = 3.96, p < .001). Thus, hypothesis 2 is accepted. 

The research described employees of fast food franchises feel comfortable and having positive expectation based 
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on appreciation of support from coworker. The findings of our research confirm the outcomes of earlier studies 

(Scarpello & Campbell, 1983). Hypotheses 3 proposed that job satisfaction is negatively related with turnover 

intentions of employees. Table 3 shows that job satisfaction and turnover intentions has significant negative 

relation (β = -.50, p < .001). Results are consistent with the findings of earlier researchers (Rahman et al., 2008).  

Hypotheses 4 and 5 predicted that job satisfaction mediates the relationship between effective training and 

employee turnover intentions and similarly, between coworker support for training and turnover intentions 

respectively. According to Baron and Kenny (1986), three criteria should be met to test the mediation. First, there 

must be a direct relationship between independent variable and dependent variable. Table 3 shows that effective 

training is significantly related to turnover intentions (β = -.32, p < .05) as well as significant relationship 

between coworker support for training and turnover intentions β = -.15, p < .05). 

Second, there must be significant relationship between independent variable and mediator. Effective training and 

coworker support for training are significantly related to job satisfaction (Hypotheses 1 and 2). Third, mediating 

variable must be significantly related to dependent variable. Results show that job satisfaction is significantly 

related to turnover intentions (Hypothesis 3). All three of these preconditions were supported for testing the 

mediation. Finally, for full mediation, the relationship between independent variable and dependent variable 

must no longer be significant when regressed together with mediator. As shown in Table 3, the impact of 

effective training on turnover intentions is fully mediated by job satisfaction as job satisfaction becomes 

significant (β = -.41, p < .05), but effective training and turnover intentions relationship become insignificant (β 

= -.18, p = .25). Similarly, job satisfaction fully mediates the relationship between coworker support for training 

and turnover intentions (β = -.01, p = .94). Thus hypotheses 4 and 5 are accepted. 

6. Future Recommendations 

Future research on this topic needs more detailed empirical research in fast food sector of Saudi Arabia that will 

help the researchers to understand what are the other factors that effects on job satisfaction and turnover 

intentions. Secondly, future research can be conducted by adding one more variable of supervisor support for 

training to examine the relationship with job satisfaction. Thirdly, before generalized these results further research 

is required across various geographical settings and industries (Schuler, Dowling, & De Cieri, 1993). Fourthly, our 

research recommends examining the moderating influence from cultural variables (i.e. collectivism, power 

distance, and traditionality) on the relationship between training and job satisfaction (Newman, Thanacoody, & 

Hui, 2011). Finally, it is significant for future studies to validate the findings of this study by a longitudinal study. 

The longitudinal study could be more suitable than cross-sectional study for establishing theoretical and 

empirical data (Chiaburu, Dam, & Hutchins, 2010).      

7. Limitations  

In this study two key limitations were observed. First, while investigating the research in depth it provides a 

detail understanding of one solitary study which is specific to fast food franchises and later, it is limited to 

generalization of this study. Secondly, the outcomes of this research require other explanations because of 

research environment, and as well as the explanation of the respondents. Thirdly, while conducting this research, 

researcher only approached to male employees, as female are not allowed to work in this sector due to cultural 

limitation. Cheater (1987) suggested that we cannot make ourselves free of this subjectivity nor we should wish 

but we ought to be aware of it. More significantly the analysis of knowledge and experience of employees 

towards training activities are facilitate the researcher to improve an understanding the range of other factors that 

influence on effectiveness of training.  

8. Conclusion 

In this study the relationship between effective training program and coworker support for training with job 

satisfaction; and job satisfaction with turnover intentions was examined. The results recommended that effective 

training program and coworker support for training are positively related to the job satisfaction (Choo & Bowley, 

2007; Baruch-Feldman, Brondolo, Ben-Dayan, & Schwartz, 2002; Seers, McGee, Serey, & Graen, 1983). In line 

with other researchers, negative relationship found between job satisfaction and turnover intentions (Mobley, 

Griffeth, Hand, & Meglino, 1979; Freeman, 1978; MacIntosh, & Doherty, 2010). However, job satisfaction 

mediates the relationship between effective training program, coworker support for training, and turnover 

intentions. Difference in culture and working environment in Saudi Arabia must be considered while comparing 

the results of similar studies in other countries. Culturally designed training can be resulted more effective to 

impact positively on job satisfaction along with negatively impact on turnover intentions. It is also required for 

fast food franchises of Saudi Arabia to provide training opportunities to their employees which will help in 

reducing their turnover rate. 
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This study provides practical implication for small business and fast food franchises. The retail franchise 

industry is categorized by staffs who are generally employed on the basis of part-time. Employees of this sector 

has ignored by most of the franchisers which are a potential source for future managers or franchisees (Choo & 

Bowley, 2007). This study will improve our understanding regarding the analytical components of an effective 

training program in terms of trainer experience, design of course and learning experience, and coworker support 

for training might possess to deliver job satisfaction. Furthermore, the results of the study recommended that 

employees‟ turnover intensions can be decreased by providing them effective training program and a supportive 

working environment. 
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