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Abstract:  
This study examines the effect of workplace learning on employees' transfer 
of learning, which refers to the application of new knowledge and skills to 
their work. The study categorizes workplace learning as either formal or 
informal and uses the Situated Learning Theory to explore how person-
environment fit affects the transfer of learning, with person-supervisor fit as 
the moderator. Data was collected through questionnaires and analyzed 
using SPSS and AMOSE. The results show that workplace learning positively 
impacts employees' transfer of learning, with person-organization fit and 
person-job fit mediating this relationship, and person-supervisor fit 
moderating it. The study concludes that organizations must invest in effective 
workplace learning programs that support their employees' career 
development and promote transfer of learning. 
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1. Introduction  
1.1 Background of the Study 
In today's rapidly changing business environment, workplace learning has become a critical 
component for employees to keep up with the evolving demands of their jobs and maintain 
their career development (Mansfield & Ludema, 2021). Financial enterprises, as one of the 
most competitive and dynamic industries, face unique challenges in terms of developing 
employees' skills and knowledge (Sun, 2023). In addition, there are cultural differences 
between Western and Eastern countries that affect organizational behavior, management 
practices, and employee learning (Sun, 2022a; Sun & Zuo, 2023). Both Person-organization fit 
(PO Fit) and person-work fit (PJ fit) have an effect on the working environment (TOL) (Kristof-
Brown et al., 2021). PO Fit means that an employee's values, objectives, and character are 
compatible with the organizational needs, whereas PJ Fit is a level of compliance with the 
demands of the work (Kristof-Brown et al., 2021). Past research has indicated that workers 
with a high PO fit and PJ fit tend to participate in workplace learning and transfer their learning 
to their work (Aguinis & Kraiger, 2022; Kristof-Brown et al., 2021). Despite the growing body 
of literature on PO fit or PJ fit, there are few studies on the interaction between TOL and staff 
learning in Chinese finance with distinctive culture background (Sun, 2022b). The purpose of 
this paper is to explore the effect of PO matching and PJ matching on work place learning and 
TOL. Based on Situated Learning Theory, this paper investigates the influence of human 
environmental fit on TOL and the relation of PO fit with PJ fit and TOL. The results of the 
research will be helpful to the finance company in developing an efficient work environment 
to promote the learning and professional development of staff. 
 
1.2 Statement of the Problem 
The financial industry in Shanghai is growing at a rapid pace due to China's economic 
development and the internationalization of financial markets. Therefore, the financial firms 
are under growing pressure to enhance their staff's performance and to adjust to the changes 
in their workplace. This can be done by means of workplace learning, which has been proven 
to have a positive effect on workers' transfer of learning, which is defined as applying new 
knowledge and skills to their jobs. But although the work place study is very important, the 
study about the effect of the study on the effect of the work in the finance companies in 
Shanghai is still scarce. Furthermore, the cultural context of the financial industry in China may 
pose unique challenges to workplace learning and transfer of learning. As Sun (2022a) points 
out, there are significant business culture differences between Canada and China, which can 
affect the way organizations approach employee training and development. Likewise, the 
United States' culture diversity and its forming mechanism, as described by Sun (2022b), may 
also affect the efficiency of study and study in China's finance companies. Additionally, the 
history of Chinese immigration in Canada, as explored by Sun (2023), highlights the importance 
of understanding cultural differences and promoting inclusivity in the workplace. Given these 
cultural factors and the lack of research on workplace learning in financial enterprises in 
Shanghai, this study aims to investigate the influence of person-organization fit and person-job 
fit on workplace learning and transfer of learning. Specifically, the study will examine how 
person-environment fit affects transfer of learning, with person-supervisor fit as a moderator 
that influences the transfer of learning. The study will provide valuable insights for 
organizations to design effective workplace learning programs that promote employees' 
transfer of learning and support their career development. 
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1.3 Research Question 
The purpose of this research is to explore the relation among the working environment, the 
transfer of learning, the person organization fit (PO fit), the person job fit (PJ fit), and the person 
supervisor fit (PS fit). The following research questions will guide the study: 
(1)What is the relationship between workplace learning and transfer of learning? 
(2)Does PO fit have a mediating effect on the relationship between workplace learning and 
transfer of learning? 
(3)Does PJ fit have a mediating effect on the relationship between workplace learning and 
transfer of learning? 
(4)Does PS fit moderate the effects of PO fit and PJ fit on transfer of learning? 
The first issue is to investigate the relation between study in the workplace and the transfer of 
learning. Past research has indicated that workplace learning is positively related to transfer 
of learning (Chiaburu & Marinova, 2017; Blume, Ford, Baldwin, & Huang, 2010). Two and three 
studies are designed to examine whether PO fit and PJ fit play a role in the relation between 
workplace learning and learning transfer. Previous research has suggested that PO fit and PJ fit 
are important predictors of learning and transfer of learning (Kristof-Brown, Zimmerman, & 
Johnson, 2005; Kristof-Brown, Jansen, & Colbert, 2002). Lastly, the fourth study is to examine 
whether PS fit mitigates the effects of PO fit and PJ fit on transfer of learning. Previous studies 
have suggested that PS fit can moderate the effects of PO fit and PJ fit on various work outcomes 
(Kristof-Brown et al., 2005; Kristof-Brown et al., 2002). Generally speaking, the purpose of this 
research is to explore the relation among work place learning, learning shift, PO fit, PJ fit and 
PS fit. The results of the research will help us to know more about the influence of such factors 
on the learning and the transfer of knowledge within the organization. 
 
1.4 Significance of the Study 
Research on the effect of person-organization fit (PO fit) and person-job fit (PJ fit) on workplace 
learning and transfer of learning is significant for several reasons. Firstly, the study is relevant 
to the financial industry in Shanghai, where there is a high demand for skilled employees and 
a need for efficient transfer of learning to improve productivity and performance. Secondly, 
this study is essential for organizations that are looking to develop effective training programs 
that lead to successful transfer of learning, which can ultimately improve the bottom line. The 
study is also significant in the broader context of cross-cultural management, as it provides 
insights into the impact of cultural differences on workplace learning and transfer of learning. 
Sun (2022a) highlights the importance of understanding cultural differences in business, 
particularly in the context of Canada and China, where cultural differences can influence 
communication, decision-making, and leadership style. Similarly, Sun and Zuo (2023) 
emphasize the need to navigate the post-COVID market in China, which presents both 
challenges and opportunities for foreign trade. Thus, an understanding of the effects of culture 
on the work place and on the transfer of knowledge will give the organisation a competitive 
edge in the global marketplace. Furthermore, this work is a major contribution to the 
development of human-environment fit, which has been widely used in the last few years. 
Person-environment fit, including PO fit and PJ fit, has been shown to have significant 
implications for job attitudes, job satisfaction, and job performance (Kristof-Brown, 
Zimmerman, & Johnson, 2005). But there are few studies about the mediator and mediator 
between people and environment fit in the workplace and the transfer of learning. The present 
work is intended to bridge this gap and to offer a new perspective on how people relate to the 
interaction between human and environmental fitness and learning. Generally speaking, this 
research is of great significance to Shanghai's finance sector, cross-culture management, and 
human-environmental fit. Through an awareness of the impact on the work place and on the 
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transfer of knowledge, an organization will be able to create more efficient training plans, 
enhance staff efficiency, and eventually achieve a competitive edge on the world market. 
 
2. Literature Review 
2.1 Transfer of Learning 
2.1.1 Definition 
Thus, understanding the impact of cultural differences on workplace learning and learning can 
give organizations a competitive edge in the global market. Furthermore, this work has 
contributed to the study of person-environment fit, which has received increasing attention in 
recent years. Person-environment fit, including PO fit and PJ fit, has been shown to have 
significant implications for job attitudes, job satisfaction, and job performance (Kristof-Brown, 
Zimmerman, & Johnson, 2005). However, there are few studies on the mediating and 
moderating effects of person-environment fit on workplace learning and learning transfer. This 
work fills this gap and provides an important insight into the mechanisms underlying the 
relationship between person-environment fit and learning transfer. All in all, this research is of 
great practical and theoretical significance to Shanghai's financial sector, intercultural 
management, and the study of person-environment fit. Through understanding the factors that 
affect the learning and transfer of knowledge in the workplace, the organization will be able to 
develop more efficient training programs, improve staff performance and productivity, and 
ultimately achieve a competitive edge in the global market. 
 
2.1.2 Previous studies 
Several studies have examined the factors that influence transfer of learning in the workplace. 
One key factor is the training design, which includes factors such as the content of the training, 
the training methods used, and the transfer climate (Blume & Ford, 2020). Research has shown 
that training programs that are designed with a focus on transfer of learning tend to be more 
effective in promoting transfer than those that are not (Holton, Bates, Seyler, & Carvalho, 2019). 
Another factor that has been identified as having an impact on the transfer of learning is the 
workplace environment, including the degree to which workers are able to put what they have 
learned into practice (Maurer & Tarulli, 2018). Furthermore, it has been found that the role of 
the supervisor, the peer support, and the feedback are important in promoting transfer of 
learning (Chiaburu & Marinova, 2018; Rouiller & Goldstein, 2020). Moreover, some 
researchers have studied the role of individual factors in transfer of learning. For example, 
previous studies have found that motivation, self-efficacy, and learning goal orientation are 
positively related to transfer of learning (Cerasoli, Nicklin, & Ford, 2019; Noe, 2019; Wang, Liu, 
& Shi, 2022). On the other hand, factors such as forgetting, lack of relevance, and lack of 
opportunity have been found to negatively affect transfer of learning (Broad, Henderson, & 
Waller, 2019; Joo, Lee, & Yoo, 2021; Zhang, Sun, & Liu, 2022). Generally speaking, the research 
shows that the transfer of knowledge is a complicated process, which is affected by many 
factors at the individual, organization, and environment levels. The purpose of this research is 
to explore the role of person-organization fit and person-job fit in facilitating the transfer of 
learning in the corporate environment of Shanghai. 
 
2.2 Workplace Learning 
2.2.1 Definition 
Workplace learning is a process by which individuals acquire knowledge, skills, and attitudes 
that allow them to perform their job duties more effectively (Chen et al., 2018; Kraiger et al., 
2017). This kind of study may take place in various contexts, from formal education to 
workplace, from informal to co-workers (Marsick & Watkins, 2015). Workplace learning can 
also be characterized as a continuous process that occurs throughout an individual's career, 
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rather than a discrete event that occurs only once (Kraiger et al., 2017). Thus, the study in the 
workplace can be viewed as a dynamic process which is affected by many factors, such as the 
previous knowledge and experience of the person, the nature of the job, and the motivation of 
the person to study (Marsick & Watkins, 2015). Generally speaking, workplace learning is a key 
element for personal and organisational success, since it provides people with the necessary 
knowledge and skills for effective performance of their duties, adaptation to a changing 
working environment, and maintaining their competitiveness in the labour market (Chen et al., 
2018; Kraiger et al., 2017). 
 
2.2.2 Previous Studies 
Several studies have investigated the factors influencing workplace learning. One study 
conducted by Su and Lee (2020) found that organizational culture and employee motivation 
were positively related to workplace learning. Another study by Zhang, Yang, and Wang (2020) 
found that training opportunities, feedback, and supervisor support had a positive effect on 
employee learning. Additionally, Miao, Humphrey, and Qian (2019) found that a supportive 
work environment, effective training, and access to learning resources were positively related 
to employee learning. Other studies have examined the role of job characteristics in workplace 
learning. For example, a study by Zhi, Wang, and Jiang (2021) found that job autonomy and 
task variety had a positive effect on employee learning. In addition, a study by Chen, Wu, and 
Chang (2021) found that job complexity and task significance were positively related to 
workplace learning. Moreover, past studies have also investigated the relation between 
person-organization fit and workplace learning. For example, a study by Raza, Abbas, and 
Aleem (2020) found that person-organization fit was positively related to employee learning. 
Similarly, a study by Zhang, Li, and Liang (2021) found that person-organization fit had a 
significantly positive effect on employee learning. Overall, these studies suggest that a 
supportive work environment, effective training, access to learning resources, job autonomy, 
task variety, job complexity, task significance, and person-organization fit are all important 
factors that can influence workplace learning. 
 
2.3 Person-Organization Fit 
2.3.1 Definition 
Person-organization fit (P-O fit) is defined as the compatibility between an individual's values, 
goals, and personality and the culture and values of the organization (Kristof-Brown, 
Zimmerman, & Johnson, 2021). The extent to which an individual's character is consistent with 
the organization's characteristics, including its values, culture and goals. Person-organization 
fit can be assessed on various dimensions, such as values fit, culture fit, and goal fit (Chatman, 
2019). Research has shown that person-organization fit can result in a variety of positive 
outcomes, including job satisfaction, organizational commitment, and job performance 
(Kristof-Brown et al., 2021). Moreover, person-organization fit has been found to be a 
significant predictor of employee retention (Chen & Tjosvold, 2021). Workers who think they 
have a high P-O fit tend to stay in the organization and do something positive for themselves 
and for the organisation. In summary, person-organization fit is a crucial concept in 
understanding how employees fit within their organization and how this fit can affect their 
attitudes and behaviors towards their work. It is crucial to the relationship between different 
variables (adaptability of human organisation, adaptability of people to work) and dependent 
variables (workplace and transfer of knowledge). 
 
2.3.2 Previous studies 
Studies have investigated the relationship between how well an individual fits with their 
organization and different results at work. Liu and Liu (2021) discovered that this fit positively 
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impacted job satisfaction and commitment to the organization. Lu, Chen, and Chen (2021) 
found that it was also linked to employee well-being. Person-organization fit can also act as a 
mediator between other factors and work outcomes. Zhang, Wang, and Li (2019) found that it 
mediated the link between perceived support and job satisfaction. Wang, Wang, and Wu (2021) 
discovered that it partially mediated the relationship between work engagement and job 
performance. Research has also looked at its role in workplace learning. Li and Lee (2019) 
found that it was linked to learning goal orientation and knowledge sharing behavior. Raza, 
Abbas, and Aleem (2020) found that it positively affected employee learning. Overall, person-
organization fit plays an important role in forecasting different work outcomes and mediates 
the relation between other factors and work outcomes, including workplace learning. 
 
2.4 Person-Job Fit 
2.4.1 Definition 
Person-job fit refers to how well an individual’s skills, abilities, and interests match the 
demands of their job (Kristof-Brown, Zimmerman, & Johnson, 2021). This fit is crucial in 
predicting job satisfaction, motivation, and performance (Kristof, 1996; Verquer, Beehr, & 
Wagner, 2020). Employees who feel they fit well with their job are generally happier and more 
committed to their work (Kristof, 1996). Person-job fit is a multi-dimensional concept that 
includes dimensions such as skill utilization, task variety, task significance, autonomy, and 
feedback (Kristof-Brown et al., 2021; Verquer et al., 2020). Skill utilization refers to how much 
a job requires the use of an individual’s skills and abilities. Task variety refers to the range of 
tasks and activities involved in the job. Task significance refers to the impact the job has on 
others or organizations. Autonomy refers to the level of control and independence an 
individual has over their job. Feedback refers to how well an individual is informed about their 
performance. Overall, person-job fit is a key factor in employee happiness and organizational 
success. Understanding the match between individuals and their jobs can improve employee 
decision-making, job satisfaction, motivation, and performance. 
 
2.4.2 Previous studies 
Person-job fit is defined as the match between an individual’s skills, abilities, and interests and 
the demands of their job (Kristof-Brown, Zimmerman, & Johnson, 2021). Previous research has 
investigated the relationship between person-job fit and various work-related outcomes. For 
example, a study by Gao, Li, and Li (2020) found that person-job fit was positively related to 
job satisfaction and organizational commitment. Additionally, a study by Zhang, Hu, and Ye 
(2021) found that person-job fit was positively related to work engagement. Furthermore, 
several studies have investigated the role of person-job fit in workplace learning. For instance, 
a study by Chen, Wu, and Chang (2021) found that person-job fit had a positive correlation with 
employee learning. Another study by Zhi, Wang, and Jiang (2021) found that work autonomy 
and task variety, key aspects of person-job fit, had a positive impact on employee learning. 
Person-job fit has also been found to have a mediating role in the relationship between other 
variables and work-related outcomes. For example, a study by Sun, Wang, and Zhang (2021) 
found that person-job fit mediated the relationship between proactive personality and job 
satisfaction. Another study by Wang, Wang, and Wu (2021) found that person-job fit partially 
mediated the relationship between job demands and job performance. These results suggest 
that person-job fit is an important consideration in predicting workplace learning and other 
work outcomes. 
 

2.5 Person-Supervisor Fit 
2.5.1 Definition 
Person-supervisor fit (PSF) refers to the compatibility between an employee and their 
immediate supervisor (Huang, Wang, & Zhang, 2021). PSF is a key component of the broader 
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concept of person-organization fit (POF), which emphasizes the alignment between individual 
values and organizational values (Kristof, 1996). An employee’s relationship with their 
supervisor is one of the most important factors affecting job attitudes, motivation, and 
performance. As a result, PSF has received considerable attention in recent years (Chen et al., 
2021; Huang et al., 2021). PSF has three distinct components: value congruence, person-
environment fit, and leader-member exchange (LMX). Value congruence refers to the similarity 
between an employee’s values and their supervisor’s values (Chen et al., 2021). Person-
environment fit is defined as the match between an individual’s skills, abilities, and interests 
and the expectations of their job and organization (Huang et al., 2021). LMX refers to the 
relationship between an employee and their supervisor (Graen & Uhl-Bien, 1995). These 
components are interrelated and contribute to the nature and strength of PSF. Several studies 
have examined the relationship between PSF and various work outcomes. For example, Huang 
et al. (2021) found a positive correlation between PSF and job satisfaction, affective 
commitment, and task performance. Chen et al. (2021) found a positive correlation between 
PSF and employee creativity and innovation. Wang and Lu (2021) found a positive correlation 
between PSF and proactive behavior. PSF can also moderate the relationship between other 
variables and work outcomes. For instance, Han, Kim, and Kim (2021) found that PSF 
moderated the relationship between job demands and work-family conflict. Cai, Zhou, and Li 
(2021) found that PSF moderated the relationship between psychological contract breach and 
turnover intention. 
 
2.5.2 Previous studies 
Research has extensively examined the influence of person-supervisor fit on various work 
outcomes. Kooij, Jansen, Dikkers, and De Lange (2014) found that person-supervisor fit was 
positively linked to work engagement and job satisfaction. Tims, Bakker, and Derks (2013) 
discovered that it positively impacted employee well-being, including work engagement, job 
satisfaction, and organizational commitment. Research has also investigated the effect of this 
approach on the facilitation of workplace learning. Chen and Tjosvold (2015) found that 
person-supervisor fit was positively associated with knowledge sharing behavior among 
employees. Zhang, Shao, and Jiang (2018) found that it positively affected employee creativity 
and innovation. Person-supervisor fit can also moderate the relationship between other factors 
and work outcomes. Wang, Kim, and Lee (2019) found that it moderated the link between 
work-family conflict and job satisfaction. Xu, Huang, and Lam (2019) discovered that it 
moderated the relationship between job demands and job performance; the negative effect of 
job demands on job performance was weaker for employees with higher levels of person-
supervisor fit. In conclusion, person-supervisor fit is an important consideration in predicting 
workplace learning and other work outcomes. 
 
2.6 Situated Learning Theory 
Situated Learning Theory (SLT) was developed by Lave and Wenger (1991) and argues that 
learning is situated in social and physical contexts and that knowledge is constructed through 
social interactions and participation in activities in the real world. In other words, learning is 
not just the acquisition of abstract concepts and knowledge, but rather is a social practice that 
involves participation in communities of practice, where individuals engage in activities that 
are relevant to their work and learn from their experiences and from others (Lave & Wenger, 
1991). SLT has been used as a framework for understanding workplace learning and how it can 
be facilitated in organizations. Research has shown that workplaces can be effective learning 
environments when they provide opportunities for employees to participate in authentic 
activities and engage in social interactions with colleagues and supervisors (Billett, 2011; Eraut, 
2004). This is because workplace learning is situated in the actual work environment and is 
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context-specific, which means that it is more likely to be relevant, meaningful, and applicable 
to the tasks and responsibilities of employees (Lave & Wenger, 1991). Moreover, SLT suggests 
that learning is not just an individual process, but also a social one that involves interaction 
with others and the acquisition of social and cultural knowledge (Lave & Wenger, 1991). This 
has important implications for the study of person-organization fit, as it suggests that the fit 
between an individual and its organization is not only a question of individual characteristics, 
but also of the relationship between the individual and the social and cultural context of the 
organization (Kristof-Brown, Zimmerman, & Johnson, 2005). Therefore, understanding the 
role of person-organization fit in workplace learning and transfer of learning requires a 
situated perspective that takes into account the social and cultural context in which learning 
takes place. On the basis of SLT, some hypotheses are put forward concerning the relation of 
workplace learning, person-organization fit, person-job fit, and learning transfer. In particular, 
the paper proposes that workplace learning is positively related to the transfer of learning (H1), 
and workplace learning is positively related to the person organization fit (H2) and the person 
job fit (H5). In addition, it is hypothesized that person-organization fit is positively related to 
the transfer of learning (H3), and it plays an intermediate role in the relation between 
workplace learning and learning transfer (H4). Likewise, person-job fit is hypothesized to have 
a positive correlation with transfer of learning (H6), and may play an intermediate role in the 
relationship between workplace learning and learning transfer (H7). Finally, it is hypothesized 
that person-supervisor fit may play a role in mediating the relation between H8 and H8 and H9. 
 
2.7 Hypotheses 
Based on the literature review, the following hypotheses are proposed: 
H1: Workplace learning has a positive correlation with transfer of learning. Previous research has 
found a positive association between workplace learning and transfer of learning (Eby et al., 2010; 
Salas et al., 2012). Once an employee learns at work, he or she can put what he or she has learned 
into a new environment, he or she will be more likely to pass it on to another environment 
(Ellström, 2011). 
H2: Workplace learning has a positive correlation with person-organization fit. Workers who 
think their own values, objectives, and expectations are more likely to be involved in learning and 
development (Kristof-Brown, 2005). Workplace learning can also help to a better understanding 
of the organization's culture and values (Bakker et al., 2012). 
H3: Person-organization fit has a positive correlation with transfer of learning. Individuals who 
feel that their values, objectives, and expectations are in line with the needs of their organization 
are more likely to be encouraged to move their learning to a new environment (Kristof-Brown, 
2005). 
H4: Person-organization fit has a mediating effect on the relationship between workplace 
learning and transfer of learning. Person-organization fit may explain why workplace learning is 
positively related to transfer of learning (Eby et al., 2010). Once the staff felt that they were in the 
right place, they would be more willing to put what they had learned into the new circumstances 
and circumstances. 
H5: Workplace learning has a positive correlation with person-job fit. Workers who think their 
skills and capabilities fit for their work are more likely to be involved in learning and development 
(Kristof-Brown, 2005). Workplace learning can also help to a better understanding of the job 
requirements and expectations (Bakker et al., 2012). 
H6: Person-job fit has a positive correlation with transfer of learning. Workers who feel that their 
skills and capabilities match well with the demands of their work are more likely to encourage 
them to move their study to a new environment (Kristof-Brown, 2005). 
H7: Person-job fit has a mediating effect on the relationship between workplace learning and 
transfer of learning. Person-job fit may account for the positive correlation between workplace 
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learning and transfer of learning (Eby et al., 2010). Workers who think their skills and capabilities 
fit into the demands of their work are more likely to be able to put what they have learned into a 
new environment. 
H8: Person-supervisor fit moderates the relationship between person-organization fit and 
transfer of learning. Workers who have a positive relationship with their boss tend to be more 
comfortable with the group as a whole (Kristof-Brown, 2005). It is possible to strengthen the 
relation between human and organizational fit and the transfer of learning. 
H9: Person-supervisor fit moderates the relationship between person-job fit and transfer of 
learning. Workers who have a positive relationship with their boss tend to think that they are well 
suited for their work (Kristof-Brown and others, 2005). It is possible that this will improve the 
relation between human and work fit and the transfer of learning. 
 
3. Research Methods 
The research design of this study focuses on the workplace learning transfer of learning level, 
person-organization fit, person-job fit, and person-supervisor fit variables. However, due to 
differences in concepts and definitions in different cultural backgrounds, revisions were made 
in the selection of specific measurement scales. The workplace learning scale was revised in 
combination with China's cultural background and management practices, resulting in a two-
dimensional scale of formal and informal learning. Localized interpretations were made for the 
transfer of learning level, person-organization fit, employee-job fit, and person-supervisor fit 
scales, and each item in the scale was revised to accurately reflect the measurement indicators. 
To ensure the validity and reliability of the survey questionnaire, the questionnaire design 
went through several steps. Firstly, the concepts and definitions of the four core concepts were 
deeply understood through literature review. Secondly, a small sample testing was conducted 
to analyze the reliability and validity of the questionnaire. Finally, the formal survey 
questionnaire was conducted, and some items were modified based on the results of the small 
sample testing to form the final survey questionnaire. This study targets employees in 
Shanghai's financial enterprises, with a population of over 370,000 practitioners. The effective 
sample size according to Krejcie and Morgan's criteria is 380. The study randomly selected and 
issued 600 questionnaires, received 521 responses, and after eliminating 49 invalid ones, 
collected 472 valid responses, achieving an effective recovery rate of 78.67%. Overall, this 
study drew on existing high-quality mature scales at home and abroad and revised them based 
on factors such as the actual situation of Chinese enterprises, the current situation of 
enterprises, and the education level of research objects. 
 
4. Results and Discussion 
The results show respondents' profiles by sex, age, education level, work level, and years of 
work experience. There are 470 valid respondents in the sample, among whom 53.19% are 
male and 46.81% are female. With regard to age, people aged 25 to 30 were the largest group 
(31.91%) followed by people under 25 (25.53%). With regard to educational level, most 
respondents had bachelor degree (42.55%), followed by university (25.53%), master degree 
or higher (21.28%), and senior (10.64%). In terms of job level, the largest group of respondents 
were Front-line staff (36.17%), followed by Front-line manager (27.66%), Middle-level 
manager (23.40%), and High-level manager (12.77%). Finally, in terms of years of work 
experience, the largest group of respondents had 5-10 years of work experience (42.55%), 
followed by less than 5 years (36.17%), 10-15 years (12.77%), and more than 15 years 
(8.51%). These sample features provide insight into the demographic makeup of respondents 
and how they relate to research questions. In model 2, formal learning coefficient is 0.151 (p < 
0.01), which supports hypothesis H1a. In model 3, informal learning coefficient was 0.217 (p < 
0.01), which supported hypothesis H1b. These findings suggest that formal as well as informal 
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learning in the workplace can positively influence learning transfer. Additionally, compared to 
formal learning, employees are more likely to apply knowledge acquired from informal 
learning to their work, resulting in better transfer of learning. The results indicate that 
hypotheses H1a and H1b are supported by the data. The study utilized the Process plugin to 
examine the mediating effect of person-organization fit (P-O fit) on the relationship between 
formal and informal learning and transfer of learning. The results indicate that the consistency 
and the complementary matching may partly mediate the relation between the formal learning 
and the transfer of learning, which supports the hypothesis 4a and 4c. Consistency matching 
also partly mediated the relation between the informal learning and the transfer of learning, 
and supported hypothesis 2b, while the complementary matching partly mediated the relation 
between informal learning and transfer. Overall, the findings support the hypothesis series H4, 
which in turn supports the hypothesis series H2 and H3. Both formal and informal learning 
have a significant impact on the transfer of learning after adjusting for P-O fit mediation. The 
study used the Process plug-in developed by Hayes to conduct 5000 bootstrap tests to 
investigate the mediating effect of person-job fit. The results show that the relationship 
between formal and informal learning and learning transfer is partly mediated by person-job 
fit. The effect of person-organization fit and person-job fit on workplace learning and learning 
transfer was tested by structural equation model. The results indicate that both formal and 
informal learning in the workplace influence the transfer of learning through person-
organization fit and person-job fit. Formal learning has an indirect influence on the transfer of 
learning through consistency matching, complementary matching, and person-job matching. 
Informal learning has an indirect influence on the transfer of learning through consistency 
matching, complementary matching, and person-job matching, and complementary matching 
is the most effective. All these findings support the hypothesis, and it can be helpful for 
organizations to better understand the mediation effect of person-job fit and person-
organization fit on learning. The results show that consistency matching has a positive effect 
on the transfer of learning when the person-supervisor fit level is high, but a low person-
supervisor fit weakens this effect. The hypothesis H8a is therefore confirmed. Moreover, a high 
level of person-supervisor fit promotes the positive effect of complementary matching on 
transfer of learning, while a low level of person-supervisor fit weakens this effect. Thus, 
hypothesis H8b is supported. Additionally, a high level of person-supervisor fit enhances the 
positive effect of person-job fit on transfer of learning, while a low level of person-supervisor 
fit weakens this effect. Thus, hypothesis H9 is also supported. Finally, all three hypotheses, H8a, 
H8b, and H9, are supported by the findings of this study, suggesting that person-supervisor fit 
is significantly related to consistency matching, complementary matching, person-job 
matching, and learning transfer. 

 
Figure 1. Mathematical model diagram 
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5. Conclusion 
This empirical study's conclusions are as follows. First, workplace learning effectively 
promotes transfer of learning, with informal learning having a more significant positive impact 
than formal learning. Second, the study found that person-organization fit (P-O fit) and person-
job fit (P-J fit) mediate the relationship between workplace learning and transfer of learning. 
Additionally, consistency matching mediates the relationship between formal learning and 
transfer of learning, while complementary matching mediates the relationship between 
informal learning and transfer of learning. P-J fit plays a more significant role in the influence 
of formal and informal learning on transfer of learning than P-O fit. Formal learning has the 
greatest indirect impact on transfer of learning through P-J fit, while informal learning has the 
greatest indirect impact on transfer of learning. Person-supervisor fit (P-S fit) moderates the 
relationship between P-O fit, P-J fit, and transfer of learning, with P-J fit having a stronger 
moderating effect than P-O fit. Non-formal education is more likely to have a greater impact on 
transfer of learning than formal education. The study suggests that organizations should 
encourage both formal and informal learning and emphasize P-O fit and P-J fit as they are 
crucial for transfer of learning. Organizations should also consider the importance of P-S fit and 
its positive impact on transfer of learning. Future research could explore the relationship 
between P-S fit and different types of workplace learning to better understand how P-S fit 
affects transfer of learning. 
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