CHAPTER 4

4.1 Introduction

DATA ANALYSIS AND RESULT ! )

In this chapter, the analysis was elucidated extensivelWH\he empirical data

obtained displayed accordingly to test the research h sesou ir'ed in Chapter 1
previously. The chapter's contents were segregatedinto two phases, if'icattyf the
- . . | | &
quantitative and qualitative data analysis, respect . In the first phase, the“zli»tlal data

4
analysis was underlined accordingly, encompaWe R‘JsP{ empl@’d to ensure
data purity. The subsequentsection revie@Nat collection pro e‘gzresponse rate,

inclusive of the non-response rate amm met var_ig\@, and presented a

o
the outer model (i.e. measure& odel ten ariﬁ&nalysis) that were utilized

to evaluate the multi-dimWalin’ reliability @’ validity on the constructs,
<‘ : [
convergent validity, an I

general explanation regardingthE;ve) res't)%’l als %/ulged the outcomes of

Iseriminant ty“included. Meanwhile, the third section

revealed the outm the lmer odel (ie-*structural models or path analysis) to
evaluate the ftp"l@es ormulated elnd&%t.“ned in Chapter 2, and subsequently report

them. % \(-’
4 *5
We secon ae'e waw'ded icated to delineating the qualitative data analysis

N
rew{ assessmentwas in‘l‘t@raed by adescription of each variable utilized, followed
%relations between or among them in the context of this study's primary and

Qondary themes. This study's primary themes were explicitly human resource

management practices, servant leadership, organizational learning capability, and

¥
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organizational commitment. Furthermore, the secondary themes constituted of the sub-

elements of every variable. The chapter was then conclusively wrapped upin suw.

4.2  Quantitative Data Analysis
The following sections discussed the stages of the sywzprocedure for
applying PLS-SEM in analyzing data collected. T

4.

4.2.1 Data Cleaning '_\c}

After the data was successfully collected, theigraw fopms'we trans@fmed and
QV

edited to guarantee their thoroughness. '%' ing

collection forms to be inspected f\cﬂ)exclum

classification accordingly (Zikmun

respondents who completed a mini

were included in the samplinm or'|hi . A%

Following this,ghe mgual add
. < s : :
subsequently under@ i be‘done @ér by precoding or post coding (De
Vaus, 1995). In (Mdy, odi
allocated wﬂich deZn Ume aI(l-ffS) Then, frequency analysis was employed for
every v '&)’detgpt nyvaldes @\Nere out of range, whereby the detected out-of-
Ul ;

range ﬁ!ue ere readdressed ag&ctified if required.

N
ion tme@ata into a data file in SPSS was

was for, with each questionnaire item was

\
\A total of 500 questionnaires were distributed, and from the amount, 334 (retum

of 66.8%) questionnaires were returned. Data cleaning procedures were followed
C

ording to the recommendation of Hair et al. (2017). The procedures must be

conducted before the data to be analyzed to avoid an error when using PLS-SEM.
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Among the issues that caused errors are incomplete data (missing data), inconsistent
data (straight-lining), outliers, and data distribution (Hair etal., 2017). Howev e
this study opted for PLS-SEM, normality became unnecessary as the pro@tlined
normal distribution as inessential and required less in sample size (Urbﬁ*Ahleman,
2010). Hair etal. (2017) state that PLS-SEM generally makes no assWns about the

data distribution. Regardless, missing data screening Wai Wequired in the

circumstances whereby respondents neglected to answe mc're items in the
questionnaire. .\d
y
A total of 64 questionnaireswere incomplet inconsgiste Nbs 6&1 was
33 straight-lining case, while six missing da %). T% ining @'ata were
identified suspicious response pattern, LW ndents g the%iat:score at a

particular value for all the items withwar identica on@hus, the effective

response was 270, with a response@jf 54%. \Be?th ru@\rmum required sample

N
size determined from the G*P%cw@te@s met. While PLS-SEM

is preferred if the sample size is s aII,’\' alsotan e% t method for larger samples.

A greater sample siz% S PL‘S‘%rej}i&churacy, i.e. consistency of PLS
&
o O

estimation (Hair et 017).
KT §
% '?.r' .
4.2.2 Co@p ethgri n(:f?\(-’

'
wsearch rﬁainlsq-quantitative, indicating the research constructs
AN -
n

deaK e upon the organisz?ﬁ%?\'s perceived understanding, specifically the Malaysia

Holdings Berhad executives. Therefore, this may pose a problem behind

Onmon method variance, which was defined as the ‘variance that was attributable to

the measurement method rather than to the constructs they measure represent’
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(Podsakoff et al., 2003). According to Podsakoff, MacKenzie, Lee, and Podsakoff
(2003), it called for an evaluation in the case of data collection undertaken usin?ew-

reported questionnaire. The same person served as the source of the L(e% and

criterion variables both. A

Harman’s Single-factor Test (Podsakoff and Organ, 1986) was conducted to
look forany common methodbiasin thisstudy. This test was f uMpon the premise
that the existence of a sizeable amount of common meth nCce ouldrender the

resulting factor analysis for the data to yield a sole factorthat wa awe toward a

g
majority of the covariance for the dependent and@emv iab allke_\b}
Using SPSS, the principalcomponenta I PC»\Q cuted\tyvselecting
all the measurement items results in eachwariable. ETter all m%Sr;ment items

performed the exploratory factor anw}ld the re sh@ﬁ that the largest
variance explained by an individu(ﬁjor was \ﬂ&ﬁ% .g:\é'SO%) (See Appendix
27)? N
var
&

12). Podsakoff and Organ (19®wedt at if sall load on one factor
explains the majority of th }ke, c! 0 iance may be a problem. The
results show that neith i Ze factornor gehe ctor accounts for the majority of
’ ¢ &
the covariance irwsurei. mm&ﬂethod variance was not viewed as a
int &

significant thre stu .
g i\ Pie
2 &

S {5540
N
%Refp@gﬁs Y%\

4.2.3
N
\ le 4.1 presents a p?g{ﬁe of respondents. All information is shown in actual

and percentages to facilitate interpretation. The sample consists of a total of 270

opondents. More than half of the respondents are male (68.5%), and the remaining

(31.5%) are female. The majority of the respondents are Malay (85.9%), followed by
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Chinese (7.4%), Indian (4.1%), and others (2.6%). In the age range, the majority of the
respondents range from 26-45 yearsold (74.4%), 46 yearsold and above (18. w
the remaining (7%) are below 25 years old. The majority of the respondent helor
degree holdersand above qualification (54.9%),while 36.7% are dlploﬂ'éq,derswhlle
the remaining (8.5%) have other qualifications, i.e. professional certifi€ation. Since the
target population scoped on the executive position, the non- m employees are
excluded in this study; thus, all respondents encompass e &:rr'oloyees only.

The majority (84.5%) of the executives are e tive dWe‘:xecutive.

“managef, a edio@ager.
atiw ure)v%'3% have

Another 15.5% are encompassing of assistant mana

Interms of the number of yearsattachingto thi

beenworked formore than fiveyears, and ther23. 7@? are'lesstha years tenure.

Finally, in terms of d|V|3|on/o ry distribtgion t@’bgest respondents
are from the Malaysia Alrport (M ang (4 @:\mllowed by Malaysia
Airports Sdn. Bhd. (18.5%), Sdn Bhd .1 TW Sdn. Bhd. (12.2%),

Malaysia Airports Holdlngﬁ_ 0. T , andithe (@dlvmons/submdlanes (4.9%)
(See Appendix 13) {
d <</
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Table 4.1: Profile of Respondents

Demographic Variable

Gender:

Male

Female

Race:

Malay

Chinese

Indian

Others

Age:

25 and below
26-35

36-45

46-55

56 and above
Highest Education:
Diploma
Bachelor Degree
Master

Others

Current Position:
Executive
Senior Executive

Assistant Manager \
Manager

Senior Manager Y’
Work tenure: %

Below 2 years

2-5 years \
5-10 years \ '
Above 10yea '

Divisio idiani
MA H

MA Sdn.
Nm irpafts'S

Frequency Percenfa\(z)

185 689\
232 85

20 \J

11 Y’!m

7 2.6.

0 O O o
(o]
[N
© O
o1 O

P WWOaAWa RN
w
=k [
N 3]
)
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4.2.4 Measurement Model
Previously conducted studies highlighted that the validation of a rewa'-e

measurement model developed by appropriately assessing its internal cmency,

indicator reliability, convergent validity, and discriminant validity (WI., 2017).

The research model generated in this particular study is displayed achy in Figure

4.1 on the next page. V
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Figure 4.1: Research Model
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Each construct was subsequently subjected to measurement by assessi ir
multi-dimensionality, reliability, and validity, respectively. Based on th me
overall total numbers of the item are 51 indicators. Chin (2010) indicahﬁ?ueto the
algorithmic nature requiring matrices' inverting, users often ruw difficulties

handling larger models with 50 or more items measures using EM. Thus, this

supported the application of PLS-SEM in this study. TQ% mofeling algorithm

was used to assess the measurement model. Table 4. icated thWr of items

@
deleted which failed to meet the criteria given. [ L}Y'
Ky
P 4
R 3

Table 4.2: Deleted ltems ac D

Scale Items % . Itenmiliabel ““No. of Item(s)
Organizational Learning Capabili S
Dialogue: E o

Employees are encouraged to icate. q

Organizational Commitme \ Aj é 6
Affective Commitment: <L

| think that | could ea e atta arothelr  AC4
organization as | am to this ghe. _

£
I do not feel like ‘pantof the f: ization. AC5

I do not feel‘em& attached’ to this o ization. AC6
0

I donotfeela ‘Q ens 'ging y
organization. P ACS8
%7 t 2"
0

Continuance itment:

| worry ah%g ss of investrment ve made

in this Ization. S CC1
IfIw ember of'this Grgan‘izﬁtion, I would be

sad because my life would be disrdpted. CC2

To\eQe deleted b 7
QE The rule is the number of deleted items cannot exceed 20 percent of the overall
umber of items in the model (Hair et al., 2017). After dropping indicators that

performedpoorly (Anderson and Gerbing, 1988),the measurementanalyses' results will
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produce satisfactory statistics. Ramayah et al. (2018) suggested that any removal or
deletion of indicators in the reflective measurement model would not change tIVMt
variable's significance because they are strongly correlated ar@ually
interchangeable. Figure 4.2 on the next page depicts the finalized reseﬂ%odel after

deleted seven items (13.7%) from the overall total of 51 items or inthors.
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A w

EXP2 RIS1 RIS2 || IEE1 || IEE2 || IEE3 || DIAZ || DIA3 || DiA4 || POM1 || PDM2 || PDM3 |
0.578  0.908 0922 0925 0.830 '3-3|04 0.798 -3.?2\0 -}839 0871 0.832 J-TI 0.868
RECZ
LN ves
0.868—
REC RIS IEE DIA PDM
0.641
-3.853-—._.
0.821— A
0.619 0813 0.847 0.847 -
EP 0.345% Ac2
CoM1 0.821 0.782
0.803 __ 0715 AC3
0.835
Py 0.879
CoM3
coMm
0.747
-3.920_._.
0.901—1
0.216 0.160 0.829 cc3
M
PR
0.861__ nses 0.795
0.803~ 0770,
L cc
FR 0.925 0.127 0.893
-3.895-_._
0.888 !
. 0.856
5
EMP FGV HUM
0.833 0877 0.842 '3-329’\‘ 0.565  0.951 0.893 579 0.920
| EMP1 || EMP2 || EMP2 || EMP4 | | FGV1 || FGV2 | | HUM1 || HUM2 || HUM3 |
V " B X

N

Figure 4.2 Finalized Research Model

N
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Assessment of Convergent Validity

The evaluation of the measurement model’s indicator reliability was %zken

by assessing the item loading, whereby the model would be describmaing an

acceptable indicator reliability threshold. Based on the result, Tabl hows that all

the sub-constructs' outer loadings have met the satisfactory leveltef indicator reliability
. &Wowever, if deleted,
ic a@?om have
notadvised. Thus, FGV1 remained adequate since all other’items hav ocfs@@s of
N, | ¢ 10
’ N~
\SMQ y reI'alsQ'\I-if'y when the

composite reliability (CR) of each const eed ué th oldyé e of 0.7. Based

result exceed the threshold value of 0.708, except FGV1

the subconstruct (FGV) will have a single indicator o

loadings to complement CR and AVE (Ramayah 2018

A measurement model has satisfactory iarnal c

on the result, the CR of each sub-constructifor this stu

and this is above the recommend raolg‘v%y). . Thus, the results indicate that
q Q—

the items used to representtm conMe S ctory internal consistency
N

reliability.
’ %Yue- .3».'@42;51 Qa.lidity

A IS &
LatentVariab?(Q truc 'icat .Y Loadings Composite AVE
P Reliability (CR)
(Q 2
Human anafme

R ¢

ge_s\ m 0.769t0 0.926,

(HR 0.899 0.582

Recoghition (REC) (_}Ecn 0.868 0.870 0.770
“NREC? 0.887

\a.verment (EP) EP1 0.853 0.824 0.701
EP2 0.821

Competence Development COM1 0.803 0.837 0.632
QCOM) COM2 0.744

COM3 0.835

(Continued...)
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(Continued...)

Latent Variable (Construct) Indicators Loadings Composite AVE
Reliability

(CR) N
Performance Management (PM) PML1 0.920 0.907 30.8

PM2 0.901

Fair Rewards (FR) FR1 0.861 0.884 718
FR2 0.877 2
FR3 0.803 \[

Staffing and Selection (SS) SS1 0.895 O.T 0.795

SS2 0.888
Servant Leadership (SL*) 74 .\¢’56
Empowerment (EMP) EMP1 0.83 .90 f.?l ‘Z’

Forgiveness (FGV) FGV1 9 SE.GM
FGV2 Qfgsl 1

Humility (HUM) Huﬁ\ .
HUM2

“« Q-
Organizational Learning \ SQ
Capability (OLC*) s, 0.880 0.599

Experimentation (EXP, i EXP S§ 0.888 0.798
E 2 0

Risk-Taking (RIS) 1 2 0.920 0.852

Interaction with é&al

G,
<

Environment 0.855 0.662
* PEE2Y 0804
< k IE 0.798

Dialo /I ¢ b') 0.720 0.853 0.660
g% g BrA3 0.839
Al - _ \f-")\f)IA4 0.871

cipative Decision Making
PDM1 0.832 0.887 0.723

PDM2 0.851

03 PDM3 0.868

(Continued...)
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(Continued...)

Latent Variable (Construct) Indicators Loadings Composite AVE
Reliability

(CR) N
Organizational Commitment (OC¥*) 0.844 30.7

Affective Commitment (AC) ACl 0.847 0.876

AC2 0.848
AC3 0.782
AC7 0.715 \)

CC3 0.743
Continuance Commitment CC4 0.795

(CC) CC5 0.799
CC6 0.770
Note: Italics used for higher-order construct value N\
| S
s \,Y'
The average variance extracted (AVE) value wa teally degmed acceptable

ifconstructsdisplayedAVEvaIuesofo% . Ba ‘30 ble%alltheconstructs
eby

show AVE values more than 0.5, ther is m&h mm&@ed threshold value.

A

In other words, a latent construc et variaghce o@s indicators (Hair et al.,
“« Q-
2017). Thus, the measuremeN | deve n th@a‘iﬂdy revealed a satisfactory
\

convergent validity.
- X

N

Assessment @imi ant @!y c’)(J
% O

QH, T cfiteri was UY~ to assess the discriminant validity in this study.

In ngrithm calculatio@value should be lower than the required threshold
‘% HTMT; <0.85 (Kline, 2011),and <0.90 (Gold, 2001). The confidence interval
& e HTMT statistic should notinclude the value 1 for all combinations of constructs
Hair et al., 2017). In bootstrapping, subsamples are randomly drawn (with

replacement) from the original set of data. Further then, a bootstrap confidence interval

4
)
&
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is derived. The confidence interval is the range in which the true HTMT population
value will fall, assuminga certain confidence level (90% confidence interval) su
by Henseler etal. (2015). Therefore, HTMT's confidence interval does nat i ethe
value 1 for all build combinations. A

The lower-order constructs must have discriminant validity bw themselves
and all other constructs in the model, except for their higher-grder censtruct, of which
they are part (Sarstedt et al., 2019). Thus the discrimina &;W'Of each higher-

order construct with its lower-order constructs was con 'dWolation of

[
o N NS
discriminating validity between these constructs is icted since hlg{f\ey-order
measurement model repeats indicators of its Ivg de@ ts (S{E?edt et al.

X
2019). \, o\ é\
Table 4.4 indicates neither Iowmper confi e in@%ls with a value of

1. All values are smaller than thWT thre\l'd,? .qu(‘Kline, 2001). Hence,
N
discriminant validity is achiev%on I-PI’MT aereré?
AN AN\
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Table 4.4 : Heterotrait-Monotrait (HTMT) Criterio&?

4
AC CC COM DIA EMP EP EXP FGV FR HRM* HUM IEE%C* oLc* pDM PM REC RIS SL* SS

AC

CC 0.570

COM 0.600 0.432

DIA 0.648 0.353 0.710

EMP 0.615 0.311 0.664 0.553

EP 0.628 0.383 0.863 0.637 0.841 | _S

EXP 0.444 0.507 0.596 0.675 0.384 0.483 \/‘2'

FGV 0.161 0.192 0.145 0.205 0.097 0.185 0.201 X

FR 0.397 0.294 0.623 0.418 0.376 0.618 0.409 é\

HRM*  0.574 0.406 - 0.646 0.701 - 0.577

HUM 0.452 0.252 0.545 0.500 0.752 0.610 0.470

IEE 0.267 0.403 0.210 0.339 0.173 0.237 0.755

oc* - - 0.596 0.580 0.537 0.585 0.547

OoLC* 0.623 0.453 0.679 - 0.524 0.622 - 0.621

PDM 0.654 0.298 0.714 0.921 0.548 0.624 0.714 O. . . . 0.553 -

PM 0.408 0.372 0.839 0.506 0.533 0.719 0.463 . . 0.449 0.514 0.540

REC 0.505 0.241 0.662 0.504 0.694 0.781 0.470 : . 0.433 0.560 0.580 0.607

RIS 0.519 0.335 0.564 0.696 0.485 0.573 0.6 . : . 0.494 - 0.660 0.442 0.578

SL* 0.609 0.353 0.674 0.609 - 0.818 0 0.557 0.618 0.567 0.560 0.653 0.517
SS 0.414 0.337 0.728 0.534 0.582 0.797 L0 0.433 0.611 0.614 0.773 0.545 0.521 0.630

a4

Note: *Bold and Italics used for higher-order construct \u&'
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Overall, the reliability and validity testing subjected upon the meas?ﬂt
model revealed acceptable outcomes, demonstrating its validity and fit@%ﬁto be

utilized to approximate the criteria outlined in the structural model ifﬂk;bsequent

sections. ?

4.2.5 Structural Model
In this study specifically, a structural model assesSment coul und@ken
' N
using path coefficient, coefficient of determin R?), effect sizg to RA‘@), and
Y-v
predictive relevance (Q2. In the subsequent inWsTag W @éarity issue

was addressed to assess whether the two gr m ar'aaes othefi to be causally

Y

related measure the same construct (Rm etal., 20* O

%%g

Collinearity Issues (VIF) % A%
> S
To assess the {iSs collinearity mbng:I)idicators based on the variance
s 2
of 5

inflation factor (VIE)value (r}fgher (Hair etal., 2011) indicated a

potential collingari oblenn:
AP -
values are les , thus ind atlﬂga earity is nota concern. The resultis shown
o
in Table.5 On,the foll b_i‘J’oage.é\
b

KN
S
S

>
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Table 4.5: Inner VIF Value

Human Servant Organizational O izational
Resource Leadership Learning 0 ent

Management Capability
Practices

Human Resource Y.
Management Practices 1.736 2.126
Servant Leadership 1.736 V 1.815
Organizational Learning

Capability Q 1.698
Organizational '

Commitment i \d
oo g

| _\"}
Significance and Relevance of Structural MW atign\%i \/T

>

In the bootstrapping procedure, 5@!&mp t'\/\/e akendromthe 270 cases

presented to determine the approxi hal ewmx c}_quQDpath's significance
at t 51

A
testing. The path coefficients sho Ieﬁs Q_\Z}I of significance (Hair et
al., 2017). Specifically, this N ploye

“« Q-
itica&ﬁlues of 1.96 in a two-tailed
test. for significance le Ichent a=0.05
e t-aj

N
four relationships hav es highe n‘f@thus significant at a 0.05 level of

: on Figure 4.3 on the next page,

significance. Ho&r, u A resqurce w@gement practices have no significant

N
directeffectaofio iza o%yltm&gﬁ/ith at-value of 1.839,i.e., lowerthan 1.96.

&
§
S
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EXP
0.641 (14.210)

REC IEE DIA POM

0.738(21.085)

0.793(28.679) 0777 (25.290) 0.619(10.582) 0.813 (28.793) 0,847 (42.269)

T

0.821 (40.073)
0.479 (7.717) . AC
0.817 (47.401) 0.873 (38.685)
coM
0.747 (20.120) 0.347 (3.935)
0.797 (31.299) oLc
0216 (3.731) 0.160(2.232) 0.829 (28.568)
SL cc
FR 0,925 (81.323) 0.127 (0.736) 0.893 (47.446)
ss
EMP FGV HUM

g]

S -
% Figure 4.3: Path Coefficient Model
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Coefficient of Determination (R?)

Typically, the R? value demonstrated the variance for the endogenN' le
explained using the exogenous variable. A bigger value indicated%an inCreased
predictive capability of the structural model accordingly.

In Figure 4.4 on the next page, the R2 values of 0.411 and.0.344 are above the

0.25 value suggested by Hairetal., (2017), indicating a mode odel. The RZ value

of 0.411 was indicative of the 41.1% variance in organizationa ear@bilitythat
n

was explainable by human resource management gactic s and ser ' Ie‘ad{@‘hip.

Furthermore, both variables displayed a positive elation ‘t.o ga zatio@_‘iearning

—77?-4( , p<0él@\-a’nd servant

capability via human resource management erices

leadership (b=0.347, p<0.05), respective%\,

The R?2 value of 0.344 demonstratedwthat

(
commitment variance was explaimab byn anre our%smanagement practices,

q Q—
servant leadership and org&q’z\' nal i camﬁﬁhty displayed a positive
. N . .
correlation (b=0.382, p O.Ween hose Ilm@wd organizational commitment.
Therefore, this study r%i hu@ rée agement practice to be a superior
predictor for org@bnal@ cap than servant leadership. A greater
N
organizationacmng[apabi y:&om;gﬁe correlated to superior organizational
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0.878
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S
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Effect Size (f?)

N\

Based on Cohen's (1988) level of acceptance f2 values of 0.02, aiS ;d 0.35,
respectively, represent the small, medium, and substantial effect siz?ﬂp exogenous

latent variable. Effect size values of less than 0.02 indicate that t% o effect. Based

rchement practices
act on p'odu ing R2 for
organizational commitment. In contrast, human resoarce manage e.nt\aéc:e@%)
have a close to substantial effect in producing R@iza}io al | rnir!g%g;;bility,
but servant leadership (0.046) has a small imp i 2 ﬂ%te\génizational

on Table 4.6, the result indicates that both human res

(0.021) and servant leadership (0.021) have a sm

Construct % : OLC oC

Human Resource Manag i 0.225 0.021
Servant Leadershi 0.046 0.021
Organization ning C ili 0.108

Organizati ommi.tm(h

Q.

Predictive Relevance (Q? )
X XS

‘%\T his measure indicates the model’s out-of-sample predictive power or

Gdictive relevance (Hair et al., 2017). When a PLS path model exhibits predictive

relevance, itaccurately predicts data not used in the model estimation. In the structural

.

model, Q2 values larger than zero for a specific reflective endogenous latent variable
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indicate the path model’s predictive relevance for a particular dependent construct
Based on Table 4.7, the results are in the right column (1-SSE/ss0). The pr?me
relevance Q2 of organizational learning capability has a value of((%}, and
organizational commitment has a value of 0.148. Based on Stone 's (1974)

predictive relevance Q2index, indicating that the model has predictivqelevance based

on the two endogenous constructs (because the Q2 valuesare qubly above zero).

Table 4.7: Predictive Relevan

Construct 5SSO S

Organizational Learning Capability 3510

Organizational Commitment 2160 . .
Hypotheses Testing A
0 v,
In this study, seven h)K ses

sections assessed significhel st, tsst tisti_@or all the path coefficients,
L
coefficient of determiw fectsi‘z , and pregictive relevance. Table 4.8 shown the

summarized ove@ﬂt of tlie stroetural mﬁ( assessment.
NS

C O
Table 4.8:\Hypothesis Testing
d

. . . . d. ) ) ‘o 2 2 2
Hypothe s‘ elatpn%m/1r Beta,_ggrror t-value p-value Decision R f Q

H HRM -> OC @ 0.094 1.839% 0.067 'g'grt)porte ] 0.021
SL->0C 0160 0.072 2232* 0.026 Supported 0.021
$ HRM ->OLC 0479 0.062 7.717* 0000  Supported 0.411 0.225 0.172
0« SL->OLC 0216 0.058 3.731* 0.000  Supported 0.046
H5 OLC->OC  0.347 0.088 3.936* 0.000 Supported 0.344 0.108 0.148
Note:p<0.05
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4.2.6 Mediation Analysis

The bootstrapping analysis has shown both indirect effects are signific
t-values of 3.615 and 2.768. The indirect effects 95% Boot Cl Bias Corrected™jLL =
0.092, UL = 0.278] and [LL = 0.036, UL = 0.150] do not straddleﬂ& between
indicating there is mediation (Preacher and Hayes, 2004, 2008). TFWS study can

conclude that the mediation effects are statistically 5|gn|f|cant e result of the

mediation analysis is presented in Table 4.9. l
é Y.

Table 4.9: Hypothesis Testing diatio , (.}
-
Hypotheses Relationship  Std.  Std. onf'\ﬁce Decision
Beta Err Int I
, (BG)
\ S uL
HRM ->OLC oy
H6 S 0C 0.166> 0.04 ‘615\ ; lqh,ogz 0.278 Supported
- %Lc >0LC-> g ?ozm 2.768 0. 082} 0.036  0.150 Supported

Note: *p<0.05, BC = Bias Cor\ Up I, L Svower Level

‘ : l
4.3  Qualitative Data Analysis & a‘

In Chapt mf@wad bzz%asked in a face-to-face semi-structured

interview sessi e f lowi ecilor@g.wcussed every main variable in the research

model an imensio ?a or n%»fothemamthemes (construct) and sub-themes
(cons We main ithe

leadership, organizational Iea?lcwag capability, and organizational commitment, while

a uman resource management practices, servant

‘é-themes are referring to the sub-dimensions of each construct. The explanation

inndings begins with explaining every single main construct, followed by the sub-

constructs that measured the main construct, while the result findings were explained in
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the main constructs. Then the linkages between oramongthe constructs were explained

g
O

There were four informants selected from the various re%;artment which

to support the result of the quantitative study.

4.3.1 Data Coding

were appointed through snowballing and recommendatio .TWcoding was based

ntw follows:
‘'Y

on the interview questions in Appendix 10. The selected i

N
Table 4.10: Data Coding ' -{‘)
Ll
Informant Code Position art é
P1 Senior Manage nterna i ‘*{,
P2 Senior Manage\ Continuou prov@nt Management

P3 Manager

%
P4 Manager Co m dmin
[
q
Coding for selected ite sasw
X ’ 'S
T\ab ) :Eé inﬁé‘}@elected Items
Item Code %Ie C} To examine
Item 1 an Resour ’ (_} “ | The practices of human resource
anagement Pragtices: management via:
F f Item 1a: Recognition

% X Item 1b: Empowerment
NV Item 1c: Competency development
S

Item 1d: Performance management
\ Item le: Fair rewards

Item 1f: Staffing and selection
tem 2 Servant Leadership. The role of servant leadership via:

Item 2a: Empowerment
Item 2b: Forgiveness
Item 2c¢: Humility

(Continued...)
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(Continued...)

Item Code | Variable To examine
Item 3 Organizational Learning The existence of organizationtle g

Capability. capability via: _ _
Item 3a: Expenmentaﬂon*
Item 3b: Risk-taking
Item 3c: Interaction wit ternal

environment
Item 3d: Dialogue

Item 3e: Participative decision making
Item 4 Organizational Commitment. | The level of rgp&mnal commitment

via:

Item 4a: ive'co

Item 4b:

4.3.2 Human Resource Management Practices and Orgahizatighal C&i}iﬁmitment
res

This section assesses the impact of ,hum gij nage practices on
organizational commitment in Mala ia(QDort Ho er% Qualitative data
findings were as follows: C \? ,<\

) S
" &
Table 4.12: I—N Ris nag{%nt Practices
| L
Item 1: Human resour ement practicés » , =

ove in’hlman resource management practices.

P1 ...very much needto further.i
P2 ...but {@omc management praetices should play the role, can’t think

ink due.to admlinistrative)day to day works, times are consuming.

P3 NMWE asgiven,~, ([ »
P4 '

ther. We are still Woﬁ{mg as a government...meeting needs to have proper
schedule etc. oV

Respondents perceivethhuman resource management practices in Malaysia
Airports Holdings Berhad as commendable, but there is room for improvement
to make it more strategic.

%
<

The following sub-sections explained in-depth the findings of sub-themes or

each dimension that explain human resource management practices.
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Recognition

Table 4.13: Recognition

Item la: Recognition

P1 They have a starting last year a program where we can nominate staff who'is the
company's best staff, e.g., ‘best staff of the year’. Certain divisi e a staff
of the month driven by the division themselves.

P2 ...but Malaysia Airports Holdings Berhad believes in people an mes
everyone is important in the organization. ...and give credit also the employees.
Encourage and motivate people to perform improvement?wes through ICC
(Innovative & Creative Circle) organized by NPC. gy

P3 No response was given.

P4 No response was given. l

Result | Partially, there are recognition practices in Ma irports Hp'l{ryBerhad.

Yw

L4
N
Empowerment ’ _f)
Table 4.14: Empow t

ermen ‘-‘,
el

Item 1b: Empowerment \,

P1 ...there is, e.g., we empower the eader saril the manager
level) to do audit engagement selves. They nve@tasks by giving
them clear direction and pictures to'€xe w .\We have the freedom to
achieve the objectives. i ﬁ _ y 4

P2 The management suppo and'ver a!%déti ‘In,terms of funding, e.g.
materials for the test imeand é&’m hours are allowed to
the employees to experiment and conti sly le he management is very
accommodating and trusts the ocon the study, and the required
output or result. j ,\L
...for example, in ineering, empoweérment.ds very high and wants people to
think about us imprevement im daily“works.

P3 However, ere is still a mixture of empowerment practices in

rhad, aS¢Ommented: ...which is very much
and rtmental functionality. In engineering,

?h, b@on trust and requirement for cost savings
2N

P4 de/y, the exco. There is not much on empowerment.

Result th an resource management practices in Malaysia

had.<Ehe majority of respondents perceived the
owermentpractices ifvMalaysia Airports Holdings Berhad are implemented.

"

N
\C—j
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Competency Development

Table 4.15: Competency Development

P1

...there is a trend a few years back the company encourages lear

introducing post-grad executive diploma under NUS, and collaboration with
Mitrans & UiTM. As a global player, management encourage sue the
Certificate for Airport Managers (I1AP). A lot of opportun"ewo, aff to pursue

Item 1c: Competency development é >

study, sponsored staff to attend MBA and DBA.
They have a program like talent pool to develop the coﬂg‘ﬁ SUCCESSOrs,
ated H

giving certain development programs, training, an R activities.
HR comes out with a ‘mentor-mentee program’. St oosé their mentor.

P2

Besides, a new initiative called ‘improving e > produbtivity’ i§'embarked
on to identify employee productivity issues and tr mployee heir

.. . ® .
productivity level daily. The lean manageme edto w@?
the issue by step in to improve productivity st l \‘-')

On staff competencies, Malaysia Airport ings Berha‘ et up Malaysia
Airports Academy that will be ready al ence in2 ou g(signed
with UiTM to set up the manpower res:@esnwh e\b'ygse\ e %ees in

i e postgr;ﬁte studies

Malaysia Airports Holdings Berh ill be'sen
to run the academy. This is to nu a%«Jexistin e ees to have the skills
%z Mal Airports
ire e al talent.

and thus provide a pool of talent and wi

Holdings Berhad itself, withou ing to recruit

...I am one of the committee members ircle uﬂQer Orange Book, we
have a community wher %ificall i ainin learning development.
We based on most of the gevernment-linked Gompal actices. Malaysia
Airports Berhad ske e needs of the Gom .

At a higher level, ev , has a traini budg%i?jtting aside 3% of total
manpower cost p ely*for training and dev: ent. Malaysia Airports
Berhad believed in‘déve opin%heir loy n Malaysia Airports Berhad
year by year ent putstron belief that staffs have to move forward,

Result

Competengy develop
practic I’Maysia

Malaysia Airpaorts A s
S
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Performance Management

Table 4.16: Performance Management Yv
Item 1d: Performance management >
: h o

P1 The HR department should play a more strategic role in managi ein

Malaysia Airports Holdings Berhad. But they have improved started to
impose the bell curve. It’s fair to all. HR plays its role to ensure‘airness.

...had introduced 360 degrees, need to customize with organizatignal culture and

norm before deciding to implement in the company. Fairne bias will be
one of the key issues in address pay matters.

P2 No response was given.

P3 No response was given. |

P4 Viewed that managing performance must be ti ith fair fewardsgdtactice.
In terms of this, the company needs to boost perfo ce-linke d.. Now

more on the financial part of it...not looking

E.g., if the division is doing well, then needs t d_g’ca

versa. This area still not is widely applied. When and because of a harmonized

environment, even you are not doing : i i

factor will then correlate with the Iear\vie agili
ol

study, why I need to know all the ger ¢y’ inthem.

Eberforn;k ce.

S
Result | Performance management partially e ned the\hu resourcemanagement
practices in Malaysia Airpor Berhad. degélt that there are
mixtures of practices in managi ormance indhis org tion.

pa—
7y

X~
EF
Fair Rewards \ %j j"

arted to jmpose the bell curve. It is fair to all. HR
SS. E(gy certain departments are lenient, while other
: rai&l{g employees.

J

N

ensat gnd benefits (C&B) matter as essential. Why people strive and
in the company is beCause C&B. because our benefits are pretty good,
salary structure pretlg%g d. When it isin place, they feel happy to work. Job
progress is about salary and bonus.

S Fair rewards significantly explained the human resource management practices
in Malaysia Airport Holdings Berhad. This characteristic has a strong link with
performance management characteristics. Malaysia Airports Holdings Berhad

S was perceived to have a good practice on this matter.
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Staffing and Selection

Table 4.18: Staffing and Selection YV

Item 1f: Staffing and selection
P1 Viewed that having an effective staffing strategy will give a goo ton

organizational learning capability in the organization. ...acquiting knowledge is
% K
er

by hiring new people from outside who had certain knowledge ill to
design certain programs and had a session to identify the tep p mer in every
department to be the agent as a lean practitioner.

P2 ...by acquiring new people join in, e.g. HR process cha ideas, and
knowledge from the external environment. We canfenchmark what others are
hed

doing by hiring new experienced employees. At the , the

management’s consent and people’s willingnes -in Is patamount.’ If people
do not feel willing to accept, it won’t work.
P3 No response was given. P .

N
P4 Recruitment exercise does not impact organizational learning. ing sg@:fl'on
not, but once join the organization, yes, it impact. )

Result | Staffing explained the human resource icesdn Malaysia
n\mys; i Idings
erightq@y ence

Airport Holdings Berhad. Essentially, st
Berhad plays a vital role in getting i
impacting the organization. c

i g@sen human resource
management practices and or nal fearni 4:ap<Q in Malaysia Airports
Holdings Berhad. \ %jg \A
X" I 7ls
\" f &

@
4.3.3 Servant @ip@miza@ | Commitment
This s N‘asse se‘?ﬁe qact()f}ervant leadership style on organizational
@ 0

4
Hq@ings Berhad. Qualitative data findings were as
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Table 4.19: Servant Leadership

Item 2: Servant Leadership

P1

There are servant leadership characteristics organizational-wide. Thefe
servant leadership. Management and leaders are exposed and atten e
leadership course. To be more appreciative towards the people. M&Jeader as
all-rounders. . .test characteristics who we are as the leader.

There are many types of leadership practiced in Malaysia Airp Idings
Berhad. Not that many people practicing or exposed to seryant leadership in
Malaysia Airports Holdings Berhad. A servant leader does fog,others, and people
come first. I think very much most of them to achieve e division rather
than serving people.
Sometimes the leaders are too king, warrior, too lovereo agi'ian. Afterall,
Malaysia Airports Holdings Berhad believe inflexi

Is just that to be a structured manner is not. The s ide of aWis there,
during attending training, it is portrayed or disclosed. . V{‘
However, leaders are encouraged to be flexibl tte}
leaders. It isan on-going process where |
of the leadership style to be more flexihle, no
soft-skills of leaders. \n
...after all, servant leadership is very muchydepe he to%egér. .the rest
of the leaders will follow on the rgli ot left s just net strongly
driven by the top leader.
Agreed with servant leadership:*Servant leadershi moreoft-skill. We are

trying to do now is to be balanced because«in th ociety 1Ismore matured.
We need to up to the matu el to imp

rvant leadership.
However, Malaysia Airp dings'Berhadthas beenestablished already in

the business because i merly‘a government :

N

i
ted or. osed, there are negative
comments from th gement. T re logki
important elements that could be valtie-added:

The roleofleadershi%'d sign t in'this cafpany.
But sometimes, when thetideas

g for flaws. What are the
thinking or s¢ rleadegs’ attigide'to make things better. The role of

arly to high-level leaders in this
rt tenure basis. They cannot afford to

organi , there
e act'S?Ns more on the short term and quick result,

look atthe long ter
at bas they have

leadership,is very$igni baa.k(lm

Nonet%fair rs, pa

e Circmstances, and just make good on what they
hey cannot afford to apply those characteristics of

se risk and limitation of tenure.
Idin erhad is a mixture of different functions, uniform

very diverse..it is qug&fficult to generalize the leadership behavior in
Malaysia Airports Holdings Berhad.

at the point of ti
%ﬂeader ip
w sia Alir
curity personnel basé'Q'on regulations and based on rules, engineering that is
always looking for imprevement to optimize the equipment and facilities. .. It's

inued...)
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(Continued...)

P3

The characteristics should have more in the company, considered those%p~ tty
minimal being practised in the company. Two or three factors of servant

leadership are only reflected. Malaysia Airports Holdings Berhad sho ve
more on servant leadership. Servant leadership is related but not ng as
compared to another variable. Even though the leadership is not well-practiced,
it can be right if the employee can evaluate or analyze correct rect. In

human resource management practices, it must be correct.

However, leaders in Malaysia Airports Holdings Berhad awuth the concept
of servant leadership by focusing on followers. They aregoing nto it and should
be practiced. But certain leaders are trying to practi t leadership and
going into it, but it takes time because leaders had | pra(Iices on result-

oriented. Malaysia Airports Holdings Berhad, iness, dealing
with international clients or parties. The nature 0 i icection is based
on ICEO based on the works' US and UK nature. Inheri western irEctl\

and egocentric.

P4

It does exist and impact, but not in a good
it does promote learning agility. E.g. we hav func@‘nal

capability that you need to grow or boo careerpathiThis kin@f leader is
not yet prevailed even within the line managers.

Servant leadership does not prevai Wkind gleea e Moreﬁwe receiving
leaders and as a peace-maker wh aren g, but ﬁ@y are trying to
find ways to make peace with mployee. When You ar ing peace, it
does not mean you agree wi me s% u airgmce and vice-versa.
Merely do want to harm h% S0 much 05 &

In terms of transformati he gove nt 1Ispromoting upward is useful in
pushing leaders the se ership because;lead ill facilitate the learning
when we have this mi ﬁELme managersare p ﬁlk in this manner. Now
i assigi&g tasks, but not talking how
ired.,

line managers focus m n dir

Result

you do it, what tra eeds to be

Generally, leaders i%
leadership b :
the organization. n ter
characte 'Nn Maliysi ortsH gs Berhad that portraying a servant
leader h not all of it <</

As a It, réspondents imo agreed that the practice of servant
leader in this argani a&' ni ntial, and Malaysia Airports Holdings
r d put the effart ﬁi g towards that direction. Nevertheless, there is
d

s Haldings Berhad practicing various
r'aitéfh:h' portance of leadership rolesin
leadership behavior, there are leadership

S
e ysia Airports Holdings Berhad to improve and
ader.

~

%3

& following sub-seai:)ns explained in-depth the findings of sub-themes or

imension that explain servant leadership.
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Empowerment

Table 4.20: Empowerment

Item 2a: Empowerment -\

to do audit engagement themselves. They drive the tasks by them clear
direction and pictures to execute the task. We have the fgeedompto achieve the
objectives.

P1 There is, e.g., we empower the team leader (not necessarily atwnager level)
in
0

about continuous
ent for cost savings
lieves in people and

P2 Inengineering, empowerment isvery high, wants people
improvement in daily works, based on trust and i
initiatives. ...but Malaysia Airports Holdings Berha
assumes everyone is important in the organiza
P3 No response was given.

Holdings Berhad, which depends on t

P4 ...not see...All decisions made by the exco. ¢ is not miich onlémpowesment.
Result | Overall, there is a mixture of empowe cticev\dllin aysia ports
ture
ds

f work and d mental
erv\%t rship\?gﬁal{/lalaysia
A .nd

functionality. Partially, empowerment i
Airport Holdings Berhad. o

VAP &
QA
Forgiveness (0 \? ,<\

the urge for revenge can be géen in‘other.
Leaders that allow so mistake Will indeed nurture growth and
development'in the subordinate, Wh&" not be afraid to take the risk in trying

outn Ings N
In iﬁctio , staffeaders w, Q_gjsowned and penalised staff mistakes caused
th%l n to'be ‘statie iystilli ear, and Killing-off motivated staff. A higher

Item 2b: Forgiveness ? ' Y <
P1 There is the t'of ‘forgi enesz being.practiced by some leaders, although
f

over rate/could belexpected:
P2 N to the employees eveinto the lowest level. Both have a mutual

nderstandin know the.respective roles and responsibilities.

nagement not admitting blames. .. blame the process, or authority, others
instead of their mistqﬁg ..it should be accepted or corrected, or back up
plan...there is code of ethic for the employees, but there is no code of ethics for

-\-\ the management...yes, these factors are affecting the organizational learning

capability.

P4 No response was given.

esult | Respondent viewed leaders who possess this characteristic, which can put one’s
accomplishments and talents in a proper perspective, and admit that everyone
does make mistakes.

149



Humility

Table 4.22: Humility

¥
Item 2c: Humility ﬂ;s

P1 Great leaders focus on developing others more than self-focus —

‘humility’. This is seen through staff under this leader raise stregngth by strength,
and very motivated. V”
P2 ...talk to the employees even to the lowest level. Both have a mutual
understanding and know the respective roles and responsibilities.

P3 Management not admitting blames. .. blame the proceSSpThority, others

instead of their mistakes. ..it should be acknowledged.or cerrected, or back up
plan...there is code of ethic for the employees, but isho C(#ie of ethics for
the management...yes, these factors are affecti rganizational le@rning
capability. |

P4 No response was given.

Result | Respondent viewed leaders who possess this isti ich c e’s
accomplishments and talents in a proper p
does make mistakes. However, this ele
though, as it very much depends on the

NS

4.3.4 Organizational Learnin p iligy 0}

k2]
This section is to asse\ interpretive the or&&ational learning capability
existence in Malaysia Air%ﬂoldi@ ds@itative data findings were as
: l

follows: 2 b
&

&W.Z@zatio?g&eaming Capability

o N

a‘\:ﬁ) I E %ap‘éb | %i (J)

Item 1: Organizational Learnin ility
ral

P1 7in leafning)Malaysia‘Airports Holdings Berhad has a knowledge

ledge sharing session from time to time

y, staff encourages to voice up any suggestion or
idea; and with others companies for benchmarking to see best practice how

people did things, at quarterly basis. From time to time, the staff was

\ invited to attend talks or knowledge-sharing programs, e.g., trends in the

aviation industry.

Malaysia Airports Holdings Berhad is moving towards entirely organizational

learning

There are certain planned programs in the pipeline, but continuous and sustaining

does not happen and still not there yet...strong commitment and support needed

more from management.

(Continued...)

geme pa t, K
rganizationalzwidg'inte
s
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(Continued...)

P3 All the characteristics of organizational learning capability are there in Ma
Airports Holdings Berhad.
P4 Organizational learning capability needs to be promoted or attractionffac

gives something to be gained by the employee. E.g., work from hﬁ ,

learning capability, people can be more productive and still havediimg wit
family, etc. Thus, it can make people more innovative, ample time to create new
solutions, cost-saving, and promotion due to business competit

Malaysia Airports Holdings Berhad was now aggressively rebranding. Brand
essence is progressive and practical staff looking or capabi pefully
learning agility will be boosted by having this exercise. in“something, you
need to know, skills to progress.
Result | The processes or more accurately, organizational le }apab'lity isin
existence at Malaysia Airport Holdings Berha is not'complete, the
emergence to strengthen the organizational learn apabi 'tWTO make
this better in this circumstance, the management's commitment a ppo tw'e

paramount to make things better. Based on th indings, item 1 ugpor

organizational learning capability.
X" ™
The following sub-sections expl@'*e&#deptf“he i dingzs< sub-themes or

five dimensionsthat described the organ

nal learni

Experimentation

oS
\% q

atio é(e tive Circle (ICC). They have competition
c]iall @9 e attached to the operation side. Whatever
égr area, they did a lot of research, try and test

in
ng ut all'the-ai rgjir(ylalaysia. It is very much like out of the box,
h

ihg new way, esg in terms of security, to smoother the passengers’

Item 3a: Experimengation -
P1 There %&d isi in Malaysia Airports Holdings Berhad, where they

am they have an area to try innovation or processes.
is is beyond their work hours after their official duty

gga
f is committed becau
work hours. " c?
ed...) N
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(Continued...)

Risk-Taking \

P2 Lean awareness gives to the mass, everybody in the organization ba

continuous improvement. To impart among employees, analytical t% in
carrying out day to day works. Not merely performing the job, butfo t on,
e.g., how to get or carry out the job rightly, reduce waste work &ss? time,
value-added tasks...for example, the real initiative conducted by%g neering
Department on Baggage Handling System (BHS). To reduce short defect
shipment, which can result in delay and impact on the a companies’
operations.
Lean awareness gives to the mass, everybody in the Wation based on
continuous improvement. To impart among employe tical thinking in
carrying out day to day works. Not merely perfor ing%%b, but to think on,
e.g., how to get or carry outthe job rightly, reduce k pr')cesses time, and
value-added tasks. i

P3 Malaysia Airports Holdings Berhad has a very i dh\bﬁing ‘new
things’ among the people. People become yery eager and exeite abothhis
because new things are simpler, easier, make i N

P4 In terms of the openness of sharing idea
40%. People are loud at highlighting issues a i findiﬁ@"Solutions
or new ideas/initiatives, Malaysia Airpo s still 40%, even not
up to 50%. They should be innovative an y are right in
doing their job. They are not therg.y i vement.

Result | Essentially, experimentation ph:? izational learning capability in
Malaysia Airport Holdingsm 4 ion Malaysia Airport
Holdings Berhad has prevailed where i\uf\te rq«ies a platform for the
employees to experiment r%to the job : A

a” . V'
L7

Item 3b:

P1

Ya'ble 4
) d F &
Risk-taki NN \
There | ean’Division/Unit in Ma@?a Airports Holdings Berhad, responsible
for nurturingrthe | i Cream ircle (ICC), arranging competition among
thegem ees ) especl thos ched in the operation side. Whatever they
thi improve in theirarea, théy did a lot of research, try and test throughout
he dirportsin Malaysia. ltisvery much like out-of-the-box thinking, inventing
n ays, ci in ter, f security matter, to smoothen passengers' process.
opthe bag%sa eafh, they-Have an area to try innovation or processes. Staffs are
ry committed as all this,is done beyond their work hours after their official duty
work hours.

They are people who like to take up the challenge, but sometimes the leaders'
support might not be sufficient.

The company encourages staff to participate in any competition, exhibition locally
and internationally that can promote the company as a whole, as a rebranding
exercise. Still, there are boundaries, not so being a full risk-taker. For example,
the BHS department competed in an international competition in Germany and
carried the company's name.

(Continued...)
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(Continued...)

P4 The avenue of taking the risk is still low. In terms of percentage, aroun
because this company is a very harmonious work environment. Now, stifhnot
views as a strategic partner with others. Other departments just o e R
when they a time for them to require manpower planning, trainin ey are not
saying to do some project should be involved with HR, are not t%.

Result | Essentially, risk-taking somehow explained the organizational learning capability

in Malaysia Airport Holdings Berhad. Most of the respon greed that

everything that works in Malaysia Airports Holdings Berhad, involved risk, and
taking the risk is unavoidable. To make it more prevail, s rtffrom the leaders

Interaction with External Environment

is strongly needed. T

P1

Itis part of the work of all staff to repo{p\in‘formation about
what is going on outside th pany. There arégsyste nd procedures for
I

receiving, collating, and sharing r aﬁ,({:;r S%?m e company. People
are encouraged to inter@fh the _ comp
ver

etitors, customers,

technological institutes, ies

For example, Strong tto Qhat e w C&r Asia has done to the
Malaysia Airports I—% Berha sia A;&&s Holdings Berhad takes
care of its business pal S i dings Berhad still takes care
not reciprocal.

of its business pal ike AifAsiagalthough

Do have af , lesson learn from i ject, e.g., post mortem for Penang

project, someti involve al consultants. We cater to people from
ivisio

different i nd shakfiw thin the organization.
From ti time, t

aviatiomsindustry...and with other companies for
people did things, at least quarterly basis.

S

1 Mﬂassfa Airports Holdings Berhad interacts within
t

hs clients, stakeholders. For example, BHS it’s an

to attend talks or knowledge sharing
progr e.g., tre
ben v&g to
oriy
g

In ide ing the prob
the ization and*wit
@QSO mt.ﬁ on/therairli n terms of certain around time allocation to fly
perate: he t'ﬁlines oéﬁbt tolerate the delay by parking the aircraft for more

nded houts as this ca ulate loss. Malaysia Airports Holdings Berhad will
help, interact, and geggee back from the airlines and engage with the airlines'
staff. N
Malaysia Airports Holdings Berhad works together very closely with the airlines,
because sometimes the root problemswere caused by the airlinesthemselves, e.g.,
barcoding, malfunction of a scanner, etc. Both parties have to work together and
improve the ways for passenger flows. This also involved the relevant parties, i.e.,
immigration and customswork together to map better the process of ‘value stream
mapping’.

(Continued...)
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(Continued...)

P3 The interaction in Malaysia Airport Holdings Berhad is among the executive™®
management level and towards lower or ground level staff.
P4 The dedicated team works with the relevant department, and the @II C
spread transferred to the other members and the third partia or e

contractors. Even to the extent to the cleaning contractorsaisstinvolved in
improving the works. For example, both parties work together to improve work
instruction, manual and translate in their language to unde better, and
conduct training.
Result [ Essentially, interaction with the external environ
organizational learning capability in Malaysia Airport
the respondents asserted that Malaysia Airport Haldin
listed company in Malaysia, does interact in vari
stakeholders or external stakeholders.

t pexplained the
ings Berhad. Overall,
erhad, as a publicly
4 eitl'er with internal

i

Y.
: _§‘”
v

Dialogue

N
74

Table 4.27%Dialogue 0\

Item 3d: Dialogue

P1 Overall, in learning, Mala portsH Wrg e;ﬂ aknowledge
management departmen ng s tlme to time
cou

organizational-wide i and staf.QQ oice any suggestion or
new idea.
P2 ...Even to the extent to the cle ractor rsfhnvolved in improving the

works. For examp part sw

manual and nslatg: their |
All these inv logue wi
allows employee

time, a Mproce ffect p ctivity. This is conducted through a
focus te ea d sm its to quickly understand and relate to
each faC|I T ean management team (as the 3rd or
|n tyaN|th ]'p rs interest) will be together at the worksite with
t yees super the employees themselves. And it turned out on a
tlve
nt ]ﬂe‘gansp ﬁ‘t and many things are shared with everyone in the

nlzatlon mm visions, objectives, and goals. E.g., they will holda
eet up/or dialogue s n called Town Hall. From here, employees learn and

perceive these as a leakning session, enabling them to find the right ways and
\ solutions to achieve the company objectives and goals. Previously there were

separate entities, particularly between operations and corporate/head office side.
The last few years, communication is fast improving and massive improvement
through clear dialogue sessions on the company directions and paths.
Continued...)

improve work instruction and
and better and conduct training.
ion to help employees. This

the superior or manage workload,

P3
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(Continued...)

P4

Malaysia Airports Holdings Berhad has a town hall meeting but not so
frequently. Happened once in a year...So far, no initiative to improve anythi
The thinking here whenever Malaysia Airports Holdings Berhad is i
money, there is no competitor, you very harmonize, you sit back, people still
coming to the airport.

Result

Essentially, most of the respondents agreed that dialogue as one of the
organizational learning capabilities is being practiced widely e
organization.

Participative Decision Making \d
L ]

Table 4.28: Participative Deci Makin ’

Item 3e: Participative decision making

B

~

P1

It is intermittent, e.g., Penang project wh und to need acertain
management decision. Decision W mes it isup to
the BOD level. The processes wi’&au e ableto them. Itis

throughout end to end, bottom ingi r@tlon) and it could
be a top-down approach as well. 1T€ould be two of maKing decisions.

P2

Malaysia Airports Holdinﬁes\ad belie s inpeople ﬁ@’assumes everyone is
ion. N

important in the organiz
Not directive, but getti in. Taﬂ< tot plo even to the lowest level.

Both have mutual understanding, i
responsibility...even to the ex i ntractors is involved in

t
improving the wo exafple, ies\work together to improve work

instruction, ual apd translate in

conduct trai -

In Malaysia Airperts Holdings dr ﬁ{p'loyees are eager to learn and share
03\57

S

a
the kn(&come ® prop and management will decide to

procee - &,

Deciﬁgg‘nO ing proce re inyolving all employees. E.g., all involved, from
bottfom p-level em S, e,l\gv(/s employees to generate ideas by asking the
) %ciall from uvé%@ tions Gen Y, that can give new insight or
QG [yt s g
A g d|\4f5| n 6organ®ional departmental, it is interrelated, not territorial,

e everything, eq., Wive or any achievements are shared, communication
iS'transparent, spread xtended to all employees. E.g., between head offices
and operation, termih&’ground staffs.

They are teams, e.g., Transformation Management Office (TMO) and
Sustainability Unit that support learning programs for the organization, company
objectives, study, and conduct analysis. The findings will be shared and
approved by management cascaded to all employees. In a way, these educate
employees and giving benefits to the company. There is an initiative program
where the employees will generate ideas.

(Continued...)
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(Continued...)

P4 The decision making in Malaysia Airport Holdings Berhad is still more to
centralization. In terms of the openness of sharing ideas and knowledge% |
at the level of 40%. People loud at highlighting issues and problems put i ms
of finding solutions or new ideas/initiatives, Malaysia Airports Ho % §erhad
is still 40%, even not up to 50%. They should be innovative and ive,
thinking that they are right in doing their job. They are not there yet, but there is
room for improvement.
The most decision will go to the exco-management. Still have reditape. Typically
review performance management, when to do a proposal,w include
stakeholders. But being rejected because HR has the po s authorized to
grin

make a decision. New framework or else, we have to take@ther department
views as well. However, moving towards there, wh g/a budget and

doing business planning can see cooperation a lations ngt
departments. Initially, each departmental tend to Begterrito 'alwe
together for doing budgeting. 7 * Y

Result | Participative decision making partially explai e organizational ar@'
capability in Malaysia Airport Holdings . Nonetheless, Mala sia-)‘\irport
Holdings Berhad is still viewed as very supportive of thie employees. ‘M'Ere are

% N\ Y
VD S
The following sections descri\-(@rganiz 0\ omé&nent in Malaysia

Airports Holdings Berhad. NN A
(') . >7 ? $
“" &

\% jo
435 OrganizationalCoVent \3\
%4. 9: Organiz igr{a@mmitment

N N %&

moving towards there.

se of the true attachment, that many people
iation. On are in, we get the feeling to further specialized in
jation deeper and'earn t satisfaction. “we are happy here”.

ts off the operationgeeple, e.g., festival time, they can’t take leave, if take
leave, they go on standsby, e.g., at mid-night when the incoming message, they
will awake, to that extend their alertness...because the attachment with the
organization is already intact.

The commitment, but the lower-level staff, there is nothing much we are
expecting. To who are required to deliver, they do it.

Continued...)
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(Continued...) Yv

P2 People would like to leave the company if there are better opportuni Xthls
organization is a good company, but people feel there is always noSnou
no

about what they have. Malaysia Airports Holdings Berhad’s org onal
structure is unique, the only airport operator in the country. Sq not fairto the
organization if people compared with other organizations.
From the culture itself, when people are becoming very individualistic and have
their interest, commitment is not that high. Organizational itment in
Malaysia Airports Holdings Berhad is not that strong. T lacking sense of
pride toward the organization.

]

P3 Age or tenure of services will give different fe and periceptionsibetween
survey data and interview data. A survey conduct Malaysia-Airports
Holdings Berhad on employee engagement shewed that respond ge ?a@?

from 19-25 and short tenure of services indic
contrary, those who work for a more exte use of
relatively strong engagement with the

Different people have different points o }n% S tenl@é the
factor. The 20s have adlfferentdlr tlon erms ofbureaucra e young
generation needs fast compared t ho hﬁi/’ior for longer period
employees who had attached letely u dth nagerial style.
P4 ..they like to work here. Org N al commitment is m@re,on continuance
commltment 80% of staff are com |tte@ng

Result | Organizational commltmekmalls at Ma

of the respondents perceived. t orgal atio I com ent in Malaysia

Airports Holdings Be od, even th gh ce @e points disagree. After all,
the respondent belle itment must begin from the

top and manageri v the commitment is expected
from the workin mitted in totality.

c‘f
4.3.6 Human ﬁhe Méln agement Pre}tlces and Organizational Learning
li

Capabi

&
The I| etween h af e 0 e management practices and organizational

Iearnm a lity ?Djb d W The respondents were asked about each

' 4
orgamalo | learning capaggftg/. and human resource management practice,

Doty
S

157



Table 4.30: Human Resource Management Practices and Organizational Learning
Capability

Item 7: Human resource management practices and organizational learning ca@r
rsH

P1 Generally, human resource management practices in Malaysia Aira dings

Berhad impact organizational learning capability, but there is sti for

improvement.

P2 Overall HR does not significant relationship with organization ing.

Probably, too much admin works, time-consuming, everything inithe

organization will be involved

...its can difficult, and doesn’t see the impact of human?e management
g

practices on organizational learning capability.
However, it is assured that ...HR can play a bigger anizational

learning capability and;

Training and development are seen to be significa t ca, inw

organizational learning capability. -

P3 Organizational learning capability and human rce mahagement pr
related and give more impact.

100% impact on organizational learnin ability, buf't iST00 RF
improvement in terms of the process of% re agem ractices.
E.g., the recruitment process, the process ISlengthy. | affecttarorganization
where it should be shortened. gﬁﬁ‘ &

P4 Human resource managemen have an“tmpact on | ing. Because
based on my observation in v&' ports, mostgirport s@mare age 40 and
above. When at this age group, the staff ‘Fe&z co plagent.

In terms of recruitment, x%does not imia% nizational learning. During

selection not, but onceije gapization, yes, it d@impact.

Result | Respondents asserted ant relationship be 1 both variables; i.e.,
human resource mal t practic organiZational learning capability in

Malaysia Airport Holdings Bethad. ¥ o

Y
Bk
3 Qt

4.3.7 Servant Leathiparl\ \'gq Izati earning Capability

The Iin@
is described%e

. : J NN :
organizatio arnipg ca ya.@\ervant leadership.

X
K
N

=

eade&ﬁ’p and organizational learning capability
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Table 4.31: Servant Leadership and Organizational Learning Capability

Item 8: Servant leadership and organizational learning capability

P1 Yes...as whole servant leadership is impacting organizational learnifig. et
SAW show and practice as a leader and servant. As a leader, show!n promote

learning, training, and development. Prophet guides, e.g. Khalif; Bakar
and Khalifah Uthman through Al Quran and Hadith. How to pray fivetimes per
day, He thought through hadith. Holistically this thing relates other.
Servant leadership is relevant. Personally, things in the Al Quramand hadith not
merely in the scope of religion but also incorporated can tworatized. Al

Quran emphasizes time, emphasis on reading. Iqraisa ning.
0
cu

P2 The servant leadership characteristics in this study dre goed to impact the
organization to learn. But it depends on the situatio m&tances.

Leadership has a significant impact on organi learning in Malaysia
Airports Holdings Berhad. A leader can encoura stop ewlearning.

P3 No response was given.

P4 Leadership isalso playing an important role i acting @rganizati
learning. Leaders need to tell people in | g and gaining knowled
career development. Somehow staffs ate too

is back to the leader’s attitude. Suppos%%de

a learning environment. They stimulate infterm

these achieved. In terms of all ri N expe
skills and training. t? N

Result | Respondents viewed a relation&ﬁ ween both i.
leadership and organizational learning ilityin alg_ygia Airport Holdings

Berhad. % .. T A

¢ Yy &
Y-

o
The following sectionﬁ‘& ined the finkage between organizational learning

N
capability and organiztonanmmitn’ent i Fl@irports Holdings Berhad.

P 4 $ &

4.3.8 Organiza;c@_ea@ bility-and Organizational Commitment
N
N 1 (O

Table 4. :(ﬁ)niza onal afﬁine&: pability and Organizational Commitment
N

N

&

arning capability and organizational commitment

Malaysia Airports H s Berhad is still working and tryingtodoitina
structured manner. However, challenges are faced in having consolidated

\ information, access to structured information, and safekeeping of softcopy.

...strong relationship between organizational learning capability and

organizational commitment. However, totality involves all levels need to

involved in influence organizational commitment. Organizational learning

capability is partly influenced by organizational commitment but not in totality.

(Continued...)
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(Continued...)

P3

When the employee knows to want to do, understand, and learn something
organizational learning capability, it affects their commitment to work is

easier to commit to their work.
Each organizational section and unit are inter-correlated rather thal L ,
jurisdictional-based, participates in everything (e.g., capability o&
accomplishments), and encourages unequivocal interactions equally
disseminated to all layers of employees (e.g., between head of
operation, terminal, and ground staffs).

P4

Organizational learning capability is a strategic tool and is Omit. Knowledge
can’t be taken from the employee. Knowledge is the p fluence, making
a decision, controlling people. The commitment wi bzw once you know,
people will appreciate what you have, and the leade omate you because

of knowledge and skills. Thus, commitment is n eorje\illapreciate
| learninggactor fit iT

it. Dollar and cents are not solely the main factor.

They like to work here, but not much the organi

about 40%. Organizational commitment ism continuance mit

80% of staff are committed and willing t . The elements ain drivers are
compensation and benefits matter, the grganizational vision a m|SS|62ITgoaIs
and objectives), clear to employees, an life nc e learning and
development factor is at a medium level ik’m bsl{ga
commitment. N
Personally, things in the Al Qura dith erely in theécope of religion
but also incorporated can be M ed. Al Qur ph@stime, emphasis
on reading. Iqra’ is about learning \m _\

Thus overall, there are ma%ms to be \% cially as a company not

in the 90s anymore. So %} no longer any 1 or even
not in the world's top airports. T bac image of the company,
placency in the context of

there are a lot of thi done.
In the circumstances th

sincome and gains. Currently,
Is, and despite the year-to-year

performances, an zatlo Wo i
theperform eis compa ble
performance total ot gonsi iderable. In reality, MAHB as an

orgamzatl n, can fu[_heg sumqr vice, but we are not there yet.

Result

It appear organl atl [ fearnin ablllty and organizational commitment
are |n ala rts H gs Berhad, yet they're still rooms for
toe functionality. In general, Malaysia Airport
|n erh was C x’era |rected in the correct path towards
VI g the orgartizat learning capability and upgrading the level of
anlza onalcot m| as an entity.

ﬁ"
'~
N
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4.4  Chapter Summary

To conclude, this study completed the data analysis process in two pw;va
quantitative and qualitative analysis. The initial process of data analysis a\&rized
the first phase, followed by the implementation of two PLS-SEM seﬂk;. The first
sections required developing the measurement models for every latentwariable utilized

before the structural model was subjected to the second sectioanOthesestesting

processes. The latter was done after the reliability and validi the'constructs were

ascertained, whereby all hypothesized correlations w valu teWF:LS-SEM

algorithm calculation and bootstrapping appro% findings re e:jle&@?the
va

structural model displayed acceptable reliabili lidlity,.0 om%Y'T'his was

ding\o. or mo@e constructs
that indicated its internal consistenc %eraas the ite dir@l yielded values

exceeding 0.708 and significance@t'slevel of-0: Tha ;@ectively indicated its
N,
me

od so revealed acceptable

&
ively, e\@nced by all AVE values that

<

g'c esponding to their latent variables.
' g &

consggvexceeded their inter-correlation.
The structuralymod 'Iidatéfa’ccording to the acceptable outcomes it

¢
generated,wiwside ble od#@@ nd Q2 acceptable values, respectively. This

%v NN
was co% ly evjﬂeu_(x);; its e@lent explanatory power, thus suggesting that the
Y-
struQmodel was supportect%ihally, the mediation analysis was conducted, and the
N
i%ﬁhing construct was significantly mediated and had an indirect effect.
The second phase was qualitative analysis which explainsevery variable in the

search model and its dimensions, i.e. according to the main themes and sub-themes.

The main themes are human resource management practices, servant leadership,
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organizational learning capability, and organizational commitment, while the sub-
themesare referringto the sub-dimensions of eachvariable. The qualitative find?ﬂe
based on the four informants (involving two senior managers and ﬁ% two
managers) in the face-to-face semi-structured interview session: tially, it

supported the quantitative findings. Generally, human resource management practices

in Malaysia Airports Holdings Berhad impact organizational EMJ capability, but

Servant leadership is also impacting organizatio arni gWy. Servant

ay
le in affect otg@tional

ing ard gai g knowledge for

there is room for improvement.

leadership is relevant. Leadership, as well, plays a vi

learning capability. Leaders need to tell peopley

career development. Nevertheless, there ismuc

w equ:iﬁed the Ie@§~in Malaysia

Airports Holdings Berhad to improve& %eaing towar ing vant leader in the

future. Later, both organizational | ing capa \TyaWd g@\izational commitment
have a significant relationship @sia ,&irpor o)
room forimprovementtoe %unc Fina@ecapabilityoforganizational
learningis in existencqt;mir’ort ‘I-d'inga'erhad. Thoughitis notcomplete,

Hold@s erhad. Yet, there is still

$ &
the emergence towen @ tiongearning capability has prevailed.
The ne% rdi 'e ab esults in detail to achieve the objectives
of this r &@ discus th€ et;?ys limitation, makes conclusions and
NN

recommeéngdations fgr .3 rese&:h, and notes the theoretical and practical

implications of the findings. . &3
p % .5

N
S
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