CHAPTERS5 T
N

DISCUSSIONS, RECOMMENDATIONS, AND CONCLL&IQ

5.1  Introduction \,z

This chapter was initiated by a section that served as a Il summary for the

S Ilyqdd the five
rethene tl awgned

previous chapters, which concluded how this study s

research questions outlined in the beginning. Two sections

to in-depth discourses on the academic and practi ntributions yi ded"z~ swork,
P 4
followed by a section underlined restrictionst i Bﬁh& ork aa‘fﬁubsequent
suggestions and guidelines for future en \’An cIu ionrthen concluded
the work appropriately.
.\
A
N
o 5
<8~'
X

5.2 Overview of the Resea
r’e foundat

N
This study wasthinge pon @ormatlon provided in the first
:
m

chapter, as itelumd ed th i) e nd p| acle of the effort. A short introductory
content was pre reg anlz aI commitment and associated factors,

with further @e etha Wturecrév-few on worksthat expounded on the topic.

IS y 's gen ral j cti as to examine the relationship between human

resourAn agement practlcet’ ant leadership, organizational learning capability,
anizational commltment Furthermore, it was also structured to enhance

nizational learning capability studies conducted in Malaysia's context, specifically

Qa local government-associated organization. This statement led to Malaysia Airports

Holdings Berhad's choice as the Malaysian government-linked company used in this
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study, which was delineated furtheraccordingly. Itresulted in an in-depth and extensive
knowledge regarding the relationship between the variables highlighted in the?per
organizational scope. ('}
Moreover, this research was undertaken in response to rﬂex@sence of
knowledge gaps observed in the present climate of organizational commitment,
organizational learning capability, human resource management praetices, and servant
leadership literature. The field benefited from previous %ﬂi ferent empirical

studies to examine the antecedents of organizational itm nWe last few
ay
led t e rifal_@dence

years, with a substantial amount of interest sho
substantiating the impact of human resource m

and organizational learning capability tow.

Regardless of the number of@orrelate se c@"[’ructs an explicit

measurementorincorporationof th%lonshlp % h r@?esou rce management

practices, servant Ieadershlp,%tl % learring c@lﬂy and organizational

commitment was absent hes onsteucts %e empirically investigated

=
independently, this % ed\thi}}f n'cb'o understanding the diverse
yaI

mechanisms emplr . Mor ord one crucial insight regarding the
situations whe y h a ts m ose higher or lesser effectiveness in
influencin n C|pa dr S erendonck etal., 2014).

efore, this fh ouﬁ&ed seven objectives, namely: 1) to examine the

rela |p between humar\@’ource management practices and organizational
ent at Malaysia Airports Holdings Berhad, 2) to examine the relationship

een servant leadership and organizational commitment at Malaysia Airports
oldings Berhad, 3) to examine the relationship between human resource

management practices and organizational learning capability at Malaysia Airports
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Holdings Berhad, 4) to examine the relationship between servant leadership and
organizational learning capability at Malaysia Airports Holdings Berhad., 5) to e

the relationship between organizational learning capability and o@}ional
commitment at Malaysia Airports Holdings Berhad, 6) to examine th lation effect
of organizational learning capability between human resource management practices

and organizational commitment at Malaysia Airports Holdi Nhad, and 7) to
examine the mediation effect of organizational learning d%;/ Tetween servant
leadership and organizational commitment at Malaysia orts o?ﬁhgde‘rhad. The
chapter also included a short explanation of the ir@e of the stu rf:l c_)@‘zt:onal
descriptions of the study's terminologies. \" \"T

Next, Chapter 2 was primarily 9@ tthe.@&;rpinning or

theoretical basis of this study and the iria shreds i encéﬁbvant to the work.

Functioning as an outline in unders@gwg the tr %n

4
a

g@ding to prior studies in
N
organizational commitment, it ai undertaking adlite e review based on works

investigatingthe topic more,in-de 11 isco@lentlyhighlighted knowledge
t

gaps that necessitat% r in\‘/. iga o‘p. Sélal Exchange Theory, as the

&
m e reﬁxh objectives outlined, theorized and

incorporated inathe résearc 's de@ﬁment. It was chosen according to the
relevance i ﬁ@ugati g tﬁn@on, and the subsequent collective review

N
generated alistof hyp jthatv_sto be tested.

Aﬂs was followed by\Cypter 3, which delineated the research methodology

u%ﬁin this study. It first opted for a quantitative technique to evaluate the research
u

tions. A survey form was distributed to Malaysia Airports Holdings Berhad’s

Qecutive employees to collect data and elicit field information. The form evoked the

employees’ outlooks and opinions regarding how organizational commitment in
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Malaysia Airports Holdings Berhad was influenced by human resource management
practices, servant leadership, and organizational learning capability in the ?ﬂt
entity. Then, the chapter also debated the data analysis methods utilized ﬁy}wdy,
in which the Structural Equation Modeling (SEM) method was emploﬂ;\dlssect the
research model. Partial Least Squares Structural Equation Modelinm-SEM) was
explicitly incorporated to evaluate the validity and reliability of themeasurement and
structural model outlined in this study. % '

Following this, a qualitative approach was Utilized fto ntlate and

supplement the quantitative data obtained before to teacomp e‘m@ﬂoek

regarding the organization. This successfullbeg i terd'c etw@ he study

ike. F,@rg;more four
informants were appointed from diffe@tments acressthe <q§clgerlal level posts

to participate as respondentsinas ructu@\ci;g-f edn rview. The results of
the interview were then subjec ATﬂAS t 25@ generating a qualitative
data analysis. The approa ﬁred ﬁo;g;@edom ranging from highly
deductive to highly in mpe}t[

Then, Chapteg4 was cie
during both the &tlve

questions. u her c u

with the institutional, social, or beha ra onm\:ts

esi yélm@‘the data analysis outcomes.

to pr tlng the research findings obtained

|tat|v *éfréses structured according to the research

re'gaé'ﬁ the findings was presented first using the
quantlt \ ings elr@lcatlon using the qualitative findings.

ased on the study@‘éen research objectives, a theoretical model was

e% ed accordingto the leading theory and utilized to test seven hypotheses and

6 er the research questions. They were:
1) Whateffect do human resource management practices have on organizational

commitment in a government-linked company?
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2) What effect does servant leadership have on organizational commitment in a

government-linked company? Yv

3) What effect do human resource management practices have on ional
learning capability in a government-linked company? A

4) Whateffectdoesservantleadership haveon organizationaIWQ capability
in a government-linked company? \,

5) What effect does organizational learning capa mor organizational
commitment in a government-linked company? .\d‘

6) What mediation effect does organizational ing capabili rﬁs@%‘man
resource management practices a m% m@@nt in a
government-linked company? u\ é\

7) What mediation effectdoeskanonal learni ca;@ has on servant

leadership and organlzatl ommitm gg '\ment linked company?

S
The results were summar oIIovvs Q-
%
Ta ypot les éun@ry of Results
$ %

A\ l\\ _
Hypotheses ¢ 1 Decision
There is a significant relati man resource Not

managengent practicés apd or nllatl mmitment. Supported
i i s W nservant leadership and Supported

orga itment.
el i relationshi ween human resource Supported
%ent practi¢esand organizational learning capability.
re 1S a significant relatlo between servant leadership and Supported
i\lzatlonal learning ca| |ty

wsre is a significant relationship between organizational learning ~ Supported
ability and organizational commitment.
rganizational learning capability mediates the relationship Supported
between human resource management practices and organizational
commitment.
7

Organizational learning capability mediates the relationship Supported
between servant leadership and organizational commitment.
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Seven hypotheses were established in testing the research model and displayed
clearly in Table 5.1. The comprehensive results revealed a positive and sig?&nt
relationship between servant leadership and organizational commitn@rvam
leadership and organizational learning capability. Similarly, hﬂ&resource
managementpractices are significantly related to organizational Iearrw:zpability, but
human resource management practices have no direct fm organizational

EY;S tial role in the

commitment. Thus, organizational learning capability p

mediator between human resource management tices awnizational
®

commitment. Organizational learning capability displayed [,os;'k' and

significant relationship with organizational co

These hypotheseswere discussed ifndetail’i

findings explored in comparison wit va previ

then substantiated with findings obﬁ'ps usin@a‘
>
k2]
5.2.1 Human Resou ceWMgem nt tic 9@1d Organizational Learning
Capability c) ! 5
ted t

'3
The first hymth\%is Wz’:l M gﬁmine human resource management
practices as th{&,ante t orggtational commitment (Table 5.1). The
!
¢
quantitative a‘d@s ou or:%ffrmﬁé?no significant relationship between human

N

resourc%kemegt ra ‘ges Wi rganizational commitment (=0.173, p>0.05)

sho@t- tatistic less than 1&?& a 5% level of significance. This indicates no direct
N

i;a f human resource management practices on organizational commitment in

ysia Airport Holdings Berhad. Theoretically, the outcome is not in line with the

Qcial Exchange Theory's focal lens to predict human resource management practices

effect on work outcomes.
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On the other hand, the qualitative findings support this quantitative result when
the respondents perceived the practices of human resource management in M?!e
Airports Holdings Berhad as commendable, but there is room for improveﬂ%\make
it more strategic, being a strategic partner; as commented: “...very ould play
the roles, need further to improve strategic role in human resoutfe management

practices”. Based on the dimension or subconstruct of human resodrce management

practices; in empowerment, there is still a mixture of em]ent practices in

Malaysia Airports Holdings Berhad, ascommented: ... ry ‘epends on

Yw
tsee, all 'si‘)n&%}de by

of % e ma@gement, as

pan;é‘e:ls to boost
performance-linked reward... not IOM the wholesareca @%erformance yet”.

Essentially, the overall qualitative gs comp %d gq\uantitative outcomes.
N
i o@

the nature of work and departmental functionality”;

the exco, there is not much on empowerment”.

commented, “this area still not is widw

Based on the above dis ) bothl}indi

previous empirical findin hh signi
managementpractice%;nizaﬁ al mﬂni@htin Malaysia Airport Holdings

s F &
Berhad. However, e resultf \m\be in geémentwith some previous empirical
ato t
¢

studies, such a ') an{%ﬁfrlak et al. (2018), which postulate that

by

@e management practiceswould notnecessarily
"

e
bundleimp ntationaf h
e organizatio .mmitmé,?t. Theriou and Chatzoglou (2014) believed that

impact
hurm&ource managemen ractitioners could enhance organizational commitment

b loping the appropriate mechanisms to integrate human resource management
& ices with learning and knowledge context. Thus, based on the above discussion,
1 was not supported in this study.
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5.2.2 Servant Leadership and Organizational Learning Capability

Hypothesis 2 was developed to examine the relationship between?mt
leadership and organizational commitment. The quantitative findings confi that
servant leadership was associated significantly with organizatiorﬂ%mitment
(B=0.160, t=2.232, p<0.05). There is a positive and direct effect oth leadership

towards organizational commitment, and to strengthen the relationship, the effect size

(f2=0.021), i.e., assessing the relative impact of a predicto mo‘genous construct
indicated from medium to substantial effect. .\d‘
Furthermore, results from the qualitative %‘appro h co cu[r@ the
h s

quantitative outcomes. Informants were agr emva der&hﬁ%’ and its

: Td\ere re se,@gth leadership
characteristics organizational-wide a% :ganot all rs i@!alaysia Airports

Holdings Berhad exercising or rev{l%servaml%_i&wi @use Malaysia Airports
N
Holdings Berhad has many sl% Ieao@rshi mixture of different roles, as
\ &
commented, “It's an ongoing pha WII caders areé@/ adopting servant leadership
style to be more flex%zoo KPI-oriefited a@emphasized leaders' soft-skills”;
'3

P 4 <</
“we're trying to do w to tj(:;jse , 80 gﬁt, and by focusing followers through

servant leadership style. In tive Cébfngs, the respondents supported this view

&
when they m ed that ther& aré

important role in organizational commitme

o -

trg'ar?]t leadership characteristics organizational-

%’ N
wide, a hewrole of le ‘;ship 1& Very significant in this company. Most of the
L %

imegnsions explaining the\(_@'ganizational learning capability supported the

o

0 \ational learning capability even though many dimensions were not supported.

Q Empowerment explained the servant leadership in Malaysia Airport Holdings
e

rhad since there is a mixture of empowerment practiced in Malaysia Airports

Holdings Berhad, which depends on the nature of work and departmental functionality.
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However, humility does not show a strong explanation of servant leadership on
organizational commitment. Informants commented that there is much needeavm
leader in Malaysia Airports Holdings Berhad to improve and head toward@true
servantleader. Servantleadership isstill required to be firm butnotto b to uphold
the principles. People will be more respectful instead of afraid of thelleaders. Though,
respondents unanimously agreed that servant leadership practice in this organization is
essential, and in fact, Malaysia Airports Holdings Ber Uz.pu' efforts in that
direction.

Concurrently, both research approach outc%yere in line hth&ﬁé\nous
empirical studies (e.g. Allen et al., 2018, Erdu 019 d MQ/‘E'OH) and
to the most others recent empirical studl 0 he yﬁar 6 20 at examined
servantleadership and organlzatlonal entdlscu In C@Q['erZ Nonetheless,

there is a great need for the leader i ay5|a 7—10 ;(@ Berhad to strengthen

N
and be a faithful servant Ieade ct an‘a meapingful @mzatlonal commitment.

&
The above dlscu33|§- sta:r u’s % 4) Social Exchange Theory,

which outlined that th Wf}l h sogial bxsahge typically occurred in a series
of synergistic and dltlonall
kinds of accou ﬁat

of this stl@d le er it se@ t attributes will derive better and higher
orgam al'comndit P theéﬁaysm Airport Holdings Berhad. When leaders

ded emselvesto serve @Yelpthelr followers and other stakeholders, followers

S be%ﬁeﬂ two variables. This led to specific

ntIy éﬁ‘fted in a good relationship. In the context

moral connections toward their leaders and organization as a specific form of
x ange (Erdurmazli, 2019). In other words, the empowering behavior, forgiveness,

nd humility dimension of a servant leadership style might touch on followers' feelings
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and help them form sentimental connections with their organizations. Therefore, H, was

5.2.3 Human Resource Management Practices and Organizational Learning
Capability

supported in this study.

The third hypothesis was formulated to examine humarwrce practices as
the antecedentof organizational learning capability. The g itzve a'1alysis outcomes

successfully affirmed a significant correlation betwe man s’x@danagement

®
practices with organizational learning capability (B= A=7.717, p< 0’5)_{&; isa
nt practi W

positive effect of human resource manage ices” S o@ﬁizational
ct (e o~ =

learning capability, and supported by the effe aaily i 'ndica%k-O.ZZS value

which stated close to the substantial 6@5) by 1986Next, the R2 value

of 0.411 suggested by Hair etal. (2@7: indicat@%over e,dsdel explaining 41.1%
]

of the organizational learnin ity Varia Ne>@f_’ﬂne predictive relevance
&

(Q2=0.172) value of organile learmd pabili larger than O (Hair et al.,
2017), indicating that! th mm re[our Man@ﬁmnt practices have sufficient

g 2 4%
predictive relevancefor or anlf M arning.capability.

utcoégs'were explicitly supportive of the view,

!
ga&li@e correlation between such practices with
organiz%hami,Mi ity \lch also increased its impact in the context of
MaIEAAi

t \ess of human resource management practices for this company. For example,

Furthermbore, qu

- - . . ‘
via the infor > opifiions

ports Holdings B@Nevertheless, space for improvements in terms of

theyrecruitment process is lengthy. This will affect the organization, and it should be
ortened. Similarly, one respondent asserted that human resource management

practices could play a more significant role in organizational learning capability.
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Overall, sub-constructs that measured human resource management practices
supportits impact on organizational learning capability. For instance, in reco
respondents viewed that Malaysia Airports Holdings Berhad believes ir@! and
assumes everyone is important in the organization. To also give the e es credit,
encourage and motivate people to perform improvement initiatives'through specific
taskforce projects. In terms of empowerment, the resp Mgreed that the
management is supportive and very accommodating in ter hirg, e.g. materials

f
for the test or experimentation; time and certain hours iven to ploy
®

eesto
experimentand continuously learn. The managemen ry accgm atfng_@’trusts

the employee to conduct the study, and the requi tp% o@, there is
still a mixture of empowerment practices indMalaysia Avi"po oldi erhad, which

dependsonthenatureofworkanddew&lfunctio ity. 6

Respondent also comment%compet\xa% p@\ent or in other words,
: y N
é

refers to training and develo ighificant that can influence

m@
~—
(%2}

@
@
S
—
&
=

organizational learning capability? Rer‘ e pra@md firmly believed that this
al

characteristic is well e of in sia'Aei@rts Holdings Berhad. There are
4 ¢ &

many opportuniti N{staﬁ]t \m e st@attending development, mentoring
C

programs, and relatedhum

emmgkproductivity issues@‘{rack employee know their productivity level daily.

\u, year by year, the management believes that staff have to move forward and

6 to be developed and trained.
Based on the above discussion, this result was paralleled with the Resource-

based theory (Barney 1991); when the capabilities develop as an organization takes
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action buildingon its resources, i.e. human resource management practices. To a certain
extent, organizational learning capabilities are essential because they capture re?ﬂs‘
potential value (Barney, 1991). q
Furthermore, it can be stated that the results obtained from the‘d‘&w’tative and
qualitative outcomes of this study were particularly congruous with empirical studies
previously undertaken to investigate the correlation between™human resource
management practices and organizational learning capabi %:a a Aregon etal,
2014; Therious and Chatzoglou, 2014; Li, 2016; Jerez e 20 ;w‘lg).) This

Yw
undwork fos the @aﬁon

, 20{ i udy.qézﬁonstrates
T

entpractiges in j@roving critical

ereé«al., 2017). These
results also agree with Periz-Orti@)aI. (ZOE\tMgth

presented organizational learning capability to lay t

of organizational knowledge (Theriouand Ch

the fundamental role of human resource

@\m element is human
N
resources, which have the cap eeto sréq?eve goals, and are at the

&
Iear@apability.

icates h'umh’ resource management practices
abili%éa.a a dynamic capability and provide a
strong indicato&h anr ' ana@ém practices that contribute positively to

¢

each dimen 'wrga 1zatio Ilérr(i-&?capability (Hooi, 2019).

heart of the relationship be mgal
Likewise, the ewvi also i
s

that promote organizational Iezlr i

NN
ally both't intitativé> and qualitative analysis outcomes successfully

affi significant reIatior@’oetween human resource management practices and

N

tional learning capability, thus supporting the Hs.
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5.2.4 Servant Leadership and Organizational Learning Capability

Hypothesis 4 was formulated to examine servant leadership as the
antecedent of organizational learning capability (Figure 5.1). The quantitati sults
successfully confirmed the significant relationship between servanﬂé@rship and
capability (p=0.216, t=3.731, p<0.05). There is a positive effect of%t leadership

towards organizational learning capability, and supported b)( tht size analysis

indicates f2=0.046 value which revealed a small effect siz xththe IitZ value of 0411

suggested by Hair et al. (2017) indicated a moderate el ex Ia| 1% of the
organizational learning capability variance. Next, th ictiverelev c‘z (@0 172)
value of organizational learning capability is 0 Hﬁr ZO@ndlcatlng

thatservantleadershlphassufﬂuentpred ive veu‘ce organ@gnal learning
capability.

Furthermore, results from the alltatlve ?s @ch corroborated with

the quantitative outcomes. AIt res It of tsii’@ the quantitative analysis
indicated a weak level of a }h , ants aq@bd with the servant leadership
and its vital role to |nf e orga zatl Ille@ng capability in Malaysia Airport
Holdings Berhad., tated \e( antle Iéﬁershlp has an impact on learning. As a

leader and serv t, t H) szréﬁé and practices. As a leader, demonstrate

&
and prom te ing, [ traini ,énti?mmg Prophet guides the Khalifah and

NN
compani ughft 'pura@d Al-Hadith. This has to do with each other

0'@" The servant Ieade%ﬁlp characteristics in this study are good to impact

0 tlons to learn. But it depends, however on the situation and the conditions.

: ant leadership in Malaysia Airports Holdings Berhad has a significant impact on
a

rning and relevance, as commented: “Personally things in Al Quran and hadith not

merely in the scope of religion, but be implemented can be corporatized. Personally,
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things in Al Quran and the hadith may be implemented, not simply in the sphere of
religion. Al Quran emphasizes time, emphasis on reading. Iqra is about Ie?ﬂ‘.
Leaders need to inform people about learning and knowledge to develop thei eers.
Experimentation promotes higher skills and training concerning all risA’gg.
Therefore, this resultis in agreement with the earlier theory ined by Senge
(1990), which highlighted the correlation between leadershi rmning. It outlined
that managerial commitment was suggestive of the organization lea'ler’s perspective
in championing learning. Their roles were inclusive o blis inwj‘al \g:s;ion,
allocating the required resources, assigning power, a nouring s s‘fn&@ning.

Furthermore, the results obtained by undertaki?'g tuQ( cor\sggncy with
the recent empirical studies that previousl% iga 'nkag@‘({\;een servant

leadership and organizational Iearninwaity, for le (@'erez et al., 2015,
c}a@sults substantiated the
N

Asdar etal., 2019, and Dominguez%g, 20%&
? N . vp)

available studies and underli servant leadership style

ositiv uenczgv
towards organizational Ie@apa[' . Althou ere were limited previous
empirical studies linked.i ontext
’ &
capability, this st:@/es thf \iﬁcanceéﬂ of the said relationship in Malaysia
AirportHoIdinQ d. : 'as s@frted.
( ¢ 2 (J(,)
NN
5@% ’ >

525 : izational eafrnir'g;vapability and Organizational Commitment
fifth hypothesisﬁ?s developed to examine the relationship between

‘éational learning capability and organizational commitment (Table 5.1). The

Qantitative findings confirmed that organizational learning capability was associated

significantly with organizational commitment (3=0.347, t=3.936, p<0.05). There is a

f ser, z}n‘c Iesmrship and organizational learning
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positive effectof organizational learning capability towards organizational commitment
and supported by the effect size analysis (f=0.108), which indicated close to rwlﬂm
effectsize. Next, the Coefficient of determination (R?=0.344), as suggest@j\ir et
al. (2017), marked a moderate model explaining 34.4% of th isational
commitment variance. Next, the predictive relevance (QZ:W value of
organizational commitment is larger than 0 value (Hair etal., 2017)Nndicating that the
organizational learning capability has sufficient predictive &Z

flur organizational

commitment.

ay
The qualitative outcomes appear both o@onal learni cdpa ity and
: Aiq{ ings@@had, yet

organizational commitment are in place at
.In @ral, Malaysia

e @Qéct path towards

they're still room for improvement to enhange the fu
Airport Holdings Berhad was con ably directed
improving their organizational Iea@scapabi |\as$el

a,s:h'pgrading the level of

N,

ated; ‘@wledge cannot be taken
&

their organizational commitm entigr, as

ing e&ions,controlling people. The

from employee. Itis the po Mflul

commitment will be organ

d &
have, and the I@so@ ou tgame of knowledge and skills. Thus
commitment is there,and appreJ e them. Dollar and cents is not solely the

p
main factor” %\ e‘? "l (_/
NN

onetheless, /s ‘,resp ents had not ultimately perceived the strong

rela'm&ﬂp between organiz@aﬂ learning capability and organizational commitment

atio ;ﬁo@people will appreciate what you

ed that all levels need to influence organizational commitment. Thus overall,

G is a lot of room for improvement, especially as a company that is not in the 1990s
nymore. Something needs to be done because Malaysia Airport Holdings Berhad is no

longer the number one ranking or even in the top five leading airports globally. To get
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back the image of the company, a lot of things need to be done. After all, Malaysia
Airports Holdings Berhad is strongly considered on the right track in enhan?ﬂe
organizational learning capability and improving the organizational comr@level
as a whole organization. -\

Based on the discussion above, it can be stated that the results?r? aligned with
the Social Exchange Theory by Blau (1964) which proposed that employees are prone
to exchange their commitment for an employer’s suppo kd':l stipulates that
certain workplace antecedents lead to interpersonal co tionsj re 0 as social

"X
volve

exchange relationships (Cropanzano et al., 2001). So xchange re odsh'

when employers thereby engender beneficial Q I indi@‘ﬁvhen the
employers “take care of employees,” i.e. t I Iea@;z;apability, it

leads to more substantial organizatio% itment within'an (@%izational context.

Itis to justify thatwhen the manage%uts ef o\d%p ;@‘he learning capability,
N

the employee will become mo itte(ﬂO beinga pzi{;? the organizational-wide

efforts. \ A

l isc sfstab?vith several previous studies that
F &
' atiorz&.a’arning capability and organizational

commitment, (esg. USSaha |t,ZO@QirelliandGoh.2015,Jaiswal,2019,and

Empirically, th findi‘g

examined the link betweer

!

#

Caballero eﬁs.',)om) Al h"m'Q"i?al studies were linking the organizational
ilit

Iearnin@;
curm&

dy of literature b@ﬁng the void and extending the research field by

NN
ity wit ?niza' al commitment, this present study adds to the

eE’r Ily testing the said relationship and proving a linkage between organizational

G ing capability towards organizational commitment. The qualitative findings
upported the empirical studies when most respondents gave the thumbs up by stating

that organizational learning capability and organizational commitment are related.
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There is a strong relationship between organizational learning capability and
organizational commitment when the employee knows what to do, understa

learns something, affects their commitment to work, and is easier to cor@their
work. The respondents posited that organizational learning capability i tegic tool

and be on it. Thus, Hs was supported in this study. ?

N
BTI’L

5.2.6 Organizational Learning Capability i Human ,Resource
Management Practices and Organizational itment

®
Hypothesis 6 was developed to examine the iation effect o o’g?r\@ ional

learning capability on human resource management pracfices and organizational

\ Y,
ineli edthéx:e mediation

—+

commitment (Table 5.1). The quantitativesgvie esu&ﬁs

effectis statistically significant (BO.@ 15, p<0: ispl@fﬁg a t-statistic less

than 1.96 at 5% level of significanf. !his resu \ﬂ(l?n g@ndirect effect between
N

human resource managemen%es dnd o izatjg\ﬁal commitment through
Mle

Malaysia Airport Holdings Berh aQ\wg capability.

sor
The mediationfef zf the joce eslo@ﬁa accurately the capability of
o L s 5 4% . .
organizational Iearwl s\jg& Alg@ oldings Berhad. However, it is not
!

complete,duetg{ erg 0 engt(hédhe organizational learning capability. In

¢
the qualitativ&wngs, s onelof the réfjp ndent commented: ““all the characteristics or
i

% N
dimens% orgajribtb)}ll ea@ng capability are there in Malaysia Airports
X

HoI@Be had. Forinstance,@eperimentation’ explainedthe organizational learning
N

in Malaysia Airport Holdings Berhad where it prevailed in creating and

6 ides a platform for the employees to experiment related to the jobs. Risk-taking,
t

eraction with the external environment, dialogue, and participative decision making

are all significantly explained the organizational learning capability”. Another
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dimension, for example, is ‘interaction with external environment’; Malaysia Airport
Holdings Berhad as a public listed company in Malaysia does interactin variow
either with internal stakeholders or with external stakeholders, as stated: “In identifying
the problems, Malaysia Airports Holdings Berhad not only inteﬂNithin the
organization but also with the clients, stakeholders, work together veryclosely with the
airlines”. \,

Theoretically, the significant mediation effect mzrtional learning
capability on human resource management practices a rgani aWr‘nmitment
corroborated the social exchange theory as the unde principle, hdn @%}ees
perceive investments from the organization in g I% abilities, they feel

Y

a need to reciprocate in the form of comm% urtbﬁrm , thes Its show that

when human resourcemanagementpraetices pavingan indi
commitmentthrough organizationa@singc@ﬁptshi $€0 sistentwith resource-
based theory (i.e. human reson%ager#ent p c«'ce@enables knowledge and
expertise to be developed i }gan on (ie. o@ational learning capability).
Thus, the role of or$ Ie}@i\ﬁa@ in mediating human resource
managementprakwd o@ﬁm | &

co@i&me nt is significantly confirmed with
the theory.

ct e@[‘on organizational

N
YIS,
EmEﬂ'&D, this res %’upej‘o?ed the previous empirical studies that
\
organizational™learnin Pbilit@t as the mediator between human resource

marag&ent practices and o@?”zational or individual outcomes, (e.g. Jerez et al.,

2 \Deris-Ortiz et al., 2018, Hooi, 2019). However, to the best of the researchers’

& ledge, this finding is a few studies investigating the important mediation effect of
p

ganizational learning capability on human resource management practices and

organizational commitment. In contrast, the previous researchers examined the
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mediation effect of organizational learning capability on human resource management

practices with organizational performance. On the other hand, this result was chmt

with the so-called "black box™ of human resource management from prev@earch

(e.g. Latorre et al., 2016, Jerez Gomez etal., 2017, Torlak et al., 2018?Nermans et

al., 2019), when organizational learning capability substantially a&a?the indirect

effect mechanism of human resource management pract'ﬁw organizational
|

Based on the above discussion, the processes or e acc rzwinizational

@

learning capability is significant at Malaysia Airpo%qings Berha h‘)u it'is not
complete, the emergence to strengthen the organizational earni abil.@%vrevails in
n resoé‘cg;nanagement

izational learning

commitment.

this organization. The evidence indicates t 0 effect

practices on organizational commitm hstified

capability plays a role as the met@s

wn
D
o

W/o gE}rructs. Organizational
N,
al @ strategic tool to improve

human resource managem }icel @izaﬂonal commitment at the

highest level in Mala% ort H‘g ing If‘érmb'Thus, He was supported in this
&
N @)

N
¢ 1 O
@ 2 (.)
5.2.7 Ol%lonal Learni g’sgpébility Mediates Servant Leadership and
it t

learning capability can bea tre

study.

anizatiopal C
_ L. 9 _ o o
pothesis 7 was deve\@ged to examine the mediation effect of organizational

I \N capability on servant leadership and organizational commitment (Table 5.1).
quantitative review results indicated that the mediation effect is statistically
anificant (B=0.075,1t=2.76, p<0.05) depicting a t-statistic less than 1.96 at 5% level of
significance. This confirmed an indirect effect between servant leadership and
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organizational commitment through organizational learning capability in Malaysia
Airport Holdings Berhad. However, the mediation effect value is below the m?ﬂm
effect on human resource management practices and organizational comn@
Based on the results, servant leadership has a direct effect ed in the
previous section, Hypothesis 2) and an indirect effect on organizatiogal commitment.

Organizational learning capability in Malaysia Airport.EMS Berhad will
0

complement servant leadership in enhancing organizatio mitlrent. Informants
believed that the organizational commitment must begi mt thanagerial

aX
levels. There will be pointless if the commitment is ted fram t drli@'evels.

Both parties must be committed in totality. Si ou% I cap@mties play

mitm&r example,

nki <q§day -to-day work.

the role to facilitate leaders in fosterin
employeesare encouragedto experim nd

The job is not only thinking about@%’wg or@%jo @perly, reducing waste
a% -

work procedures, value-adde vi.e. Lean ren@n the fundamentals of

&

continuous improvement. Q\!lzb'nel 0 coug%workers to engage in every
competition, local an%w ional‘. h

rebranding exerc@ therel its, notbeing a full-risk taker. Theoretically, as
discussed in th\w fous ' e rr@?ﬁion impact of organizational learning
é

capability a%&nt leadership ‘gncts anizational commitment supported social
e

ibifiorl thbtan promote the company as a

exchan% as th ?rlying_a%nciple. When employees perceive investments
from&nizational Ieaders@ffromoting learning skills, they feel the need to

re \r&ate in the form of commitments.
Q Furthermore, the findings supported the previous empirical studies that
rganizational learning capability act as the mediator between servant leadership and
organizational or individual outcomes. For example, Dominguez-Escrig et al. (2020),
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who viewed servant leadership's influence on followers, doesnot occur in a vacuum; its
effects should not be studied isolated. Thus, it is important to underst?m
organizational context in which it takes place, i.e., organizational Iearm@ﬂﬂy
On the other hand, this finding was per previousempirical research, s at servant
leadership has an indirect relationship with organizational commitment and the

2014, Van Direndonck, 2014, Mallen etal., 2015, Eva et urmazli, 2019).

underlying process by which servant leadership affects outc . Goh and Low,
0; Er'j

Thus, this result is one of a few studies to respond to th | to exa ‘lmportant

mediation effect of servant leadership's organi al learni cdpzi@y on

organizational commitment to the best of the r rs : T

Based on the above discussmn, e s:\es mor. curately, the

organizational learning capability at M&Alrport ngs éﬁad is significant.
While it is not complete, thls ization E*_ﬁ W '}rergence to improve

ionaklearni pablllty would be useful

ro@ Malaysia Airport Holdings

organizational learning capabl niz

as a strategic tool to assis Ie

Berhad's organization tment leve hu's, @/as supported in this study.
& N

Theor Mmp catio l %(J
Ge@hls udyjsuece s@-ﬂy contributed to the body of knowledge by
4

e'omm{rment antecedents, with organizational learning

delineati ganizati
ca@servmg asthe med%‘ct;a? These theoretical contributions were as listed below:

‘% Firstly, the study prosperously generated a more profound knowledge regarding

anmzatlonal commitment. The knowledge was extended by investigating the

attributes of human resource management practices and servant leadership as the
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antecedents, while organizational learning capability plays the mediator's role. This
study underpinned the knowledge of the correlated human resource mana t
practices, servant leadership, and organizational learning capability with o |onal
commitment. The social exchange theory was extended and contrlbu@&ls being a

strong fundamental in comprehending the organizational setting

relationships. \,

Secondly, this study expanded the theories th 'nCd I'uman resource

S exchange

management practices with organizational commitme d or awl learning
®

Yw
u @ource

stu i Yfiterature

capability. This was apparent in an abundance of stu mphasizi

management practices and the topic’s prevale?'g rg&tﬁt'

The study illustrates the fundamental role W n resﬁurc ana tpractlces in

establishing a critical strategic capahility,A.e. organizationa krnmg capability.

Therefore, the learning capablll heo\t}l$u q@'ssource management
\
literature is incorporated. Th an rgsour man ent practices remained

extensive research in f|n S que out s, yet structurally lacking
mechanism betweeni to be I sta | tle mplrlcal studies. Therefore, this
study may serve Va|ldatl') d ack Iedglng the literature regarding the
variables' mec |s ink, anlz aI learning capability successfully filled

the missin 2:]! he d| ti eﬁe@‘?orgamzatlonal learning capability between
m

human ana pracm\hs and organizational commitment supplemented

he z& ence of the black-b x.g*fuselid, 1995) in management studies.

h irdly, this particular study improved the details behind theoriesthat correlated
nt leadership with organizational learning capability. This was apparent per the
resence of an abundance of works emphasizing transformational leadership and the

topic’s prevalence in organizational studies literature. Servant leadership remained a
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topic that was structurally lacking definitions and yet to be substantiated by empirical
studies. Therefore, this study may serve as a validation behind acknowledm
literature on servant leadership previously less supported for an @usive
recognition. Moreover, it also supplemented the theory's prevalence impactful
correlation with organizational learning capability, although “transformational
leadership perspectives were not allegedly disregarded due to Milarities.
Fourthly, this work successfully incorporated ts 'as the research
variables merged the social exchange theory, resource- the ryw‘theory. It
izationlal leamifig _@Yt:ility
. )—% IS stugybrimarily

IS to.@lg;rehend the
correlational effect of human resourwaement practices a <q<ervant leadership

towards organizational learning c@ity. @K
e% int

was then utilized to delineate the establishment of

and its role in ascertaining organizational com

used the social exchange theory as th

capability was also underlin

incorporating the Resourc %The:lr
role as the basis of or%l

theoretical amalgantation wassi

learning capabi% ute

theory.

nal Ief. ing ip&bﬂbas the mediation variable. Such

ine ing the knowledge of organizational

ing@s conducted disparately in explainingthe

NN
nally¥this stu ?:essf@contributed to the early organizational learning
them&a detailed manner d@f the expansion of theory in organizational learning
o

‘%y. DiBella (2011) previously highlighted another example in organizational

G ing capability and its conceptualization differently. It indicated how the element
nhanced the updatesand enrichment of the learning organization conceptualization in

a better and highly fluid manner than Senge's pioneering concept (1990). Therefore, it
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successfully linked the conceptualization of organizational learning capability as an

exercise for learning with the body of knowledge produced and utilize(y'!n

organization. q
5.4 Practical Implications \,z

This study successfully initiated several significant implications for

business organizations that highlighted learning as a @m@aﬂvival. In
particular, Malaysia Airports Holdings Berhad interest i eOUIRa-mes
N

displayed
obtained in the study due to its capacity to i an enharnce dersﬁcnaing of
’ b4
inspiring and refining learning capability in thWiz 'q?\.‘f'his would

be achieved by determining how thes%wients reszg e management
practices, servant leadership may affeaniz ion
capabilities may nurture organiz '%omﬁ ? c}&
Such understanding %Ioﬂ%;sig iﬁfp%rts Holdings Berhad to
comprehend the fundamenWis o(’this udy, \h outlined the importance of
organizational Iearnin@iliquj@%pacttheir membersin displaying

higher commitm&\aﬂw belohging ith t%hérganization. This may be described

&

N
accordingto Nem ers' as s;s;mer&éﬂheir commitment to space availability to

employ a ilize their organizatio apabilities in an explicit way. Organizational
S’
Iearni:%éity should’be eonsidered a strategic organizational capacity and a source

S
ong itive advantages. ™
‘% Moreover, thiswork's outcomesalso underlined the commitment evaluationthat

annizational members went through, which was derivative of the impact of human

resource management practices and servant leadership practices via organizational

3
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learning capability. Therefore, Malaysia Airports Holdings Berhad would find it
beneficial to reaffirm that their organizational learning capabilities wer

employed, characterized by their five dimensions outlined in Cha@(i.e.,
experimentation, risk-taking, interaction with the external environmeﬂr,&ogue, and
participative decision making). These dimensions were vital ianraging the
organizational learning process while also beingregarded as th Mational learning
capability for a specific organization. If employed and u i:ecfively across the
organization, it may serve a crucial role in expediting leamging al nw effects of

human resource management practices and servant | ship. This u,d ‘{e}ltably

result in higher organizational commitment. | ac lca(c t, thqg;]ployees
organizational commitment could be improwed by a cos\cen ed e |splayed first
by the management, specifically b %)oratmg h ce management
practices successfully and upholdl eIIen%7 ?)

This may be described ea gia}d Khalifah, encompassing
the “leader as a servant” %
Muhammad (PBUH) )%\ d schan i gby\étmg that the leader of a Jamaah
(i.e. organization o munlt'/ irst <</by beinga servant, implicating that
the leader was (&Q he \:;hlsf ers (sayyid al gawn khadimuhum).

Furt w, th ro (P'BLQ—F)'?ndlcated in a Hadith that: “Every one of you

}

a@moda‘[e the people. Prophet

isa she% d evél ?res@ble for what he is a shepherd of” (Sahi Bukhari

and@m, 3:733). Such un@dndmg and immersion would thus render the learning

a \bkcllmate more excitingand riveting. Moreover, as one respondentdeclared that
: gs in Al Quran and Hadith are not merely in the scope of religion, but it should be
plemented and be corporatized. Al Quran emphasizes on time, emphasizes on
reading. Iqra’isaboutlearning”. The findingsalso revealed the needforan all-inclusive
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design for human resource management practices to increase its potential for
contribution to organizational learning capability. Therefore, this study succ?ﬂy
substantiated the effect of organizational learning capability in improve(@gerial
effectiveness in employee management. If they engage in higher j ness and
specificity in human resource management practices, the resultRo.rganizationaI
learning capability will be higher. \,

Thus, this was suggestive of the need for humanr mn'agement policies
or exercises designed to expedite organizational learnthg, cap ilw‘ises. One
particular respondent also stated that: “HR should trategic p e‘... @‘Zs a

strategic thinker”.Therefore, this reflected the

transformation of the human re%es m@f rol '\m which this work
substantiated the higher visibii%)ractﬂione allocated. Additionally,
the organization should al MS rts t {%ure the best practices, thus
necessitating the pract@ fc}rt)ns E‘tlclh%te scans internally and externally

&
to expedite the pm \lﬁ %(J
Theref ysi 's H s Berhad would find it beneficial to

0\ :
reaffirm th '(!@antl arnin tle'm(t_s,j"gpecific exercises, and processes associated
NN
with organizational l€atni japabﬂ%to reassure a positive learning environment for

all m&yees. Moreover, th @t’lty should also ascertain that all employees were
@d of the learning policies installed directly, as managerial forecasts and
& avours in organizational learning must be adequately communicated. This may be
chieved by incorporating a suitable intellectual communication design that reached all

layers of employees.
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5.5  Limitations of Research

Despite the author’s efforts, this study remained associated with 11m1tat
restrictions. Its contributory findings should not be regarded to be Iackmg@mble
limitations. Firstly, this study was prone towards generally anticipate es and the
need to paintone in a favourable manner secondary to social rules anWards (Zerbe

and Paulhus, 1987). This was highlighted in the employee’s ¢ ort in reverting

responses safely to safeguard their organizational measur dcuallcommltments
repr

Secondly, the variablesimplementedin thisstu S|gned and
validated in Western-based sample size, thus r ssib 'or p@entlal
limitations if the measurementwas utilized in “Westerd locali (e.g\.fﬂalaysm).

Regardless, the population'sselection Was fullyun to ens@gaappropriate

understanding of the study measurem tlsfymgt i rtit@*issue.

Thirdly, this study was un en in th \ﬂt%to K&ne government-linked
company case study, Which Qntly |ts@vancy in applying and
generalizing the outcome the 1an g <<n’ment linked companies or
prlvateorganlzatlonsa% wise, hl alay; Lakse@gmthls study may be implicated
due to the dissimilafities betwri ysia Gs;wernment linked company and those
located in ano er leeatio ntry(J refore the results obtained may not

appropriat Ii nsti ted a gsn@ontext However, it may play a role as an
cef

essentl Qr ‘; tlons&ated indifferentlocations or countries of similar
e those of Malaysia, &@-«iertheless this work's qualitative data successfully

sét iated the research findings in an all-inclusive manner and encouraged
0 ughness, different outlooks, exhaustiveness, and improved validity.
The next limitation was derived from the investigation's cross-sectional nature,

precisely due to the organizational learning capability'sfluidity. The necessity to display
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causality subsequently called for a longitudinal study design to be employed, which
inevitably limited the study by restricting the testing to relationships or corr?ms
between the variables accordingly (i.e. human resource management prac C rvant
leadership, organizational learning capability, and organizational comﬂNt)

The fifth limitation was the employment of only two attributmganizational
learning capability in this study, which was decided bas Ne research gap
highlighted in previously conducted works (i.e., human re &'

ana,gement practices

and servant leadership). Therefore, this may restrict th ece nt tas many

organizational elements may also display Iikel@ encouragi o'ga_fzy ional

learning capability. \
| variable (|.@?:ganlzatlonal

ge r@'explicit analysis

"Berhad may generate

Finally, the last limitation was the fi

outcomes or organizational performN@ may enc
&di

regarding the extent to WhICh M ia Airp

improved end-products. How partlcular strlcgé?nay be positioned as an

opening in future attempt |c1 muI an incorporated model that

correlated inherent o nal sis nc h@ human resource management
’ ¢ &

practices, servan'tgﬁﬁship,f \za |onaga!ning capability, and organizational

commitment. ltmay display outcomes regardingtheir likelihood of improving

!

¢

business o &@ which ﬁe@ essed in the context of performance or
S

transfo iofrsecond arnmg‘.\

\ S
S
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5.6  Recommendation for Future Research
In the last section, this particular study's limitations were discussed acc
which yielded suggestions for future attempts. Firstly, the importance of und dlng
the impact of organizational learning capability, and how it was |nflueﬂe¥ crosstime
was undeniable. This was specifically due to the constant transformation of learning,
which subsequently called for the inclusion of a longitudinal studySet in the future.
Such a measure may be useful in reaffirming the consisten xowstructs and their
correlated relationshipsacross time and continuously a ingc ar‘ﬁgqs\duence
Secondly, this research opted to choose t rticipating_r sp’o@s via

probability simple random sample design, incl

ecutlv'e gheQ/Wels in the

. refexe, eratt@&. smay benefit
from the inclusion of non- managem& :maoyees SO fr iverse units and

different organisation functions. ver, %v I@mn and proposing a

substitute perspective may be | by c%ndu ngast\@hat incorporateda large-

D

Malaysia Airports Holdings Berhad popul

sized section. Besides, an IQ*ES’[I |on[ ther Malaysian government-

linked companies ma%

regarding the antecedents andl f or atlonal learning capability in their

influential eltoo potential for differing insights
.‘

specific work im Th tud)(jﬁbre outcomes may be subjected to a

generallzatlo mon tratet Mal%(qn government-linked company landscape as

awhole oum I pos@ly endorsed an attempt to extend and clarify the

T
nqm&ft is study. c,'}/

hlrdly this study proposed future attempts to be tailored for furtherexploration

Q e context of Islamic-based organizations or the public sectors. This would allow a
i

ifferent look into how the current antecedents, especially servant leadership, would be

implemented in those climates. Establishinga measurementscale for servantleadership
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to accommodate the specific Islamic-basedsettingwas especially rife with potential due
to the possible correlation between the construct within the environment and p
Fourthly, this study picks to suggests the elements of hu urce
management practices and servant leadership to serve as antecedenAgxpllcatmg
organizational learning capability. Distinguishing the potential vaw for further
research in expanding this work beyond its currentsettlng, tion for the two
constructs alongside other variables like organizational str e nd C rporate strategy

would be beneficial. By specifying the connected organizatio I.B'Isulds the two

specific constructs could be differentiated using e@(luswe pp cdtr@pacls
an organisation's facets. Finally, this study sug I es& u@? resource
v

management practices and servant leadership intersec resq@e management

practices designed to facilitate empk&areness andyléarni <<harlng can be an
important substitute or complew@f Ieade\l'p\?) h{\beneflmal impact of
0 S
-

empowering servant leadershi

X" I 7ls
5.7  Conclusion \.’ o‘((JQ
This rese esstllly di mgms nd assessed the determining elements

affecting org iz nal ommi }rtlrt') ay3|aA|rports Holdings Berhad, and the

medlatlon ce o;? tlongﬂearnlng capability. The available body of
Atufe d|

yed notable scrutiny in outlining the impact of

organ:a study lit
h ource management ctlces and servant leadership towards organizational

%tment alongside the capability’s subsequent effect on organizational

Onmltment. Despite the burgeoning amount of studies conducted to correlate the

constructs directly, no indirect measurement or incorporation of the relationship
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between human resource management practices, servant leadership, organizational

learning capability, and organizational commitment was noted. Y*
Furthermore, the studies conducted on these topics were typicall@\aken
empirically in a separate manner. Therefore, this study humbly det literature

review and thoroughly assessed the theories utilized in organizati@ns. The review

subsequently resulted in seven research questions, with seven ewhypotheses, and
SCV

a research model. The objective outlined was worked up ey"ng to generate a

quantitative analysis, whereas verbal interviews were to elicit Ti formation
®

from organizational members towards substantiatin sults. ’ _S

The results obtained reaffirmed the si and\d’ggct effect

e

il i revealed that

t %rﬁl
between servant leadership with organiza i .

human resource management pracNae no dir eff@h organizational
commitment. Next, itwas also repo%atbo@?e

and servant leadership influen

management practices sho%\a; r
organizational Iearnin% ity. Mofeov ,th'e e@bility was further correlated with

4 F &
organizational COKMQent, @n infhg.iﬁl effect. Interestingly, organizational
learning capabiw onst 'diati@}(é‘ffecton organizational commitment from
é
both antec sﬂs):ons quen ,tﬂe@;, Its of this study suggested that enhanced

NN
learning capabilities” i aysia%rports Holdings Berhad would significantly

3

Y-
strem& their organization@dmmitment, and responded to the call for further

re into the underlying mechanisms between antecedents and consequences.
Q The qualitative outcomes indicated the need for the entity’s leaders and human
esource employeesto discardtheir orthodox tendency for directionand member control
to achievethis. By implementinganovel ‘partnership’ type of management, employees
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commitment to their key organizational values would be encouraged further,
subsequently serving as the foundation for knowledge generation and orga?ﬂm

learning. Thus, a deep comprehension regarding organizational learning @ty in

the context of distinguishing organizational results may be a potentia f interest

for future attempts, as well as an investigation of its determinants. ?
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