CHAPTER 2

As
LITERATURE REVIEW *
T

2.1  Introduction \,

prospective mediating influence of the organizatignal |
organizational commitmentwere reviewed accor$
to consider the established literature on organiz?ﬁ!

learning capability, including various as%ﬁopi

The list includes human resourcé¥manageme

{<

cticeQervant leadership,

organizational learning capabiht;ggwgag i%c
t

o
collectively resulted in a solic& ical ework. '@ore, this particular chapter

was categorized into thr?&tioni Ther first .@}tion was commenced by a
[

comprehensive outline of thg conce aﬂd@ organizational commitment from

\ (J
early organizatio }m‘litmlnt litépature. {Qvas also supplemented by an in-depth
N
discourse on \qal c??bor«%@nsure explicit interpretation regarding the

mrp;ﬁ@ent; whereby the topics

primary t mingithe ground s&*l‘orthiswork.Thesubsequentsectioncontains
the e ioh of tﬁe eo'lreticmnd recent empirical studies on organizational

~
coqq nt, followed by the\ctaird section that expounded on empirical studies on

‘% resource management practices, servant leadership, organizational learning

anbility, and its relationship with organizational commitment.



2.2 Background of Organization

In Malaysia's National Vision, government-linked companies (G s)z S a

central growth driver are projected to drive the domestic econoghcrease
profitability and effectively boost profitable growth (Osman etal., 2&152, asthey play
G

a dominantrole in Malaysia's economy (Abu Kasim et al., 2019). GL€s employed 5

percentof the country's total workforce, accounting foraroun nd 54% of Bursa's

tivwziKhazanah
in key str, cindustries
N

|rll!1esfa?rporls

market capitalization and Kuala Lumpur Composite Inde

Report, 2018), and were the nation's leading service provide

and services, including energy, telecommunicati ostal service

public transport, banking, and financial sercheb

b-qu S|§ ant role as
service providers that further underscoret sig i!f)}pa to t onomy (GLC

Transformation Programme Graduatlmrt, 015).

The aviation industry is o la r S

a)&nflcant industries in the

2]
world today. In Malaysia, t %rt ngalm onopolized by Malaysia
Airport Holdings Berhad,Yﬂgle o'erat per 39 of the 42 airports. The
‘ : [
framework was established due to Mal spru@tlzatlon policy, which saw Malaysia

Airports Holdlng cr@amta n&ﬂanage and operate airports later listed

as Malaysia oI ings 'gd (I\@Q)aaysiaAviation Commission, 2019).
In d in /1992, W esigned to emphasize airport operations,

/‘7

mana Wnd main nan%e aftg'rthe Malaysian Parliament passed the bill in 1991
(Mala Airports Annual Rép(at 2019). The bill aimed to segregate the Department
‘%il Aviation (DCA) into two independent entities with different responsibilities.
A maintained its role as an airport regulatory body. At the same time, Malaysia

Airports Holdings Berhad was subsequently consolidated as a publicly-listed



organization in the Main Board of Bursa Malaysia Securities Berhad in 1999 (Malaysia
Airports Annual Report, 2019). Asaresult, Malaysia Airports Holdings Berhad

pioneering airport operator in Asia and the sixth globally listed stoo@ange.
Moreover, Malaysia Airports Holdings Berhad remains the only aﬂ;gcompany
providing a wide variety of airport portfolios, catapulting itto a Ieam its own. Its

operationsinclude airports with five global gateways, 16 domeitmms, and 18 short

take-off and landing ports (STOLports) serving rural emote 'Jarts (Malaysia

Airports Annual Report, 2019). \d‘
Yw

Malaysia Airports Holdings Berhad was categorized as one th}e @nked
LCSQ s) 2008, G20 s a
NN N
ment-linked mv@nent company
ma@Program (GLCT

Program). Itis used as a proxy for t%tput of ; W\is iadhitially consisted of 20
N
GLCs but currently has 17 du s?nerg ,qne@ and other organizational

exercises (GLC Transform 'Mgr dua@eport, 2015).
With a total of mplo‘x es( :il‘dy@irports Annual Report, 2019), it

is a formidable awlctlvei ion gjunctlons as the driving force behind
the national ec& r Withsi ract 1&6 distinction of being the only airport
Stana. dLc

operator in § Id. GLC

objecti% derﬁ#
Y-

(G nsformation Progra@‘é Graduation Report, 2015). GLIC has power over

%\Bﬁ:ause itis amajority shareholder orasingle largestshareholderand can exercise
in

GLCs in Malaysia, i.e., Khazanah Nasional's

!
d%ssq’{@ as companies with a primary commercial

NN
I ofﬁ@overnment-linked investment company (GLIC)

@ fluence significant decisions, such as the appointment of board members and
enior management, the award of tenders and contracts, and so on. Subsidiaries of such

GLCs often fall under the responsibility of the GLCT Programme. GLICs are defined
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as federal government-linked investment firms (GLC Transformation Programme
Graduation Report, 2015). There are five GLICs under the Government?k!d
Company Transformation (GLCT) Scheme, namely Employees Providen%PF),
Khazanah Nasional Berhad (Khazanah), Lembaga Tabung Angkatan (LTAT),
Lembaga Tabung Haji (LTH), and Permodalan Nasional Berhad (PI\V

Given the presence of a near-monopoly in Malaysia's airportindustry structure,
MAVCOM's stance on the industry structure focuses on %:mf and challenges
arising from this near-monopoly of Malaysia Airpo oldin S'W‘S Berhad
airport. Malaysia Airport Holdings Berhad was@wnune ro it’ci@?the
efficiency of its service. The mainstream medi re;@ aut@rfailure at
Kuala Lumpur International Airport and rly, aimsine oilets,@rese issues are
kin@ﬂ‘th as the Skytrax

reflected in the decrease in internati airarts

World Airport Awards, where Kua&s“pur Int\ﬁo al

Q
o
o
QD

. . il o
2011 to 44th in 2018 (Malaysi n Com on, 22?.
Nevertheless, hum XI gr ins o@f the main components of the

company. Malaysia % Holdi‘g s Berhad 's&gorized employees as the top
stakeholder to be@ral pelr \trus nessgﬂaedded in how the company operates.
ent

With the inves R ion @f'uman capital development, focusing on

¢ Dol G

improving Fﬂo’ceca abilit nﬂ’drwngculturaltransformation.(MalaysiaAirporls
\

HoIdinQr,%d Anffual Réport, 2049).

X

Ae contribution to @An talent growth was recognized when Malaysia

@ Holdings Berhad was awarded 2nd Runner Up of the Graduates Choice
d rds 2019 - Best Employer Brand, HR ASIA Best Companies to Work for in Asia
019, and 1st Runner Up — GLCs Most Popular Graduate Employer of The Year 2019

(Malaysia Airports Annual Report, 2019), which recognized the employees as the vital

17



drivers of company success. Therefore, based on the above discussion, and recognizing
the employees are the main drivers of company strategy and critical factors to ?ﬂ

in the business objectives and spur nation-building (Malaysia Airport An@port

2019), this led to the selection of Malaysia Airports Holdings Berhad ontextual

avenue of this study. ?

2.3 Theoretical Framework
Social Exchange Theory was applied as a theoreticalfou a.ti\‘qh'yK Ses

development to answer the stated research questi d researcho ctl\,e though

4
numerous scholars contribute to social exchmud' ?\Q rying@bry, social

exchange theory has imparted the assertlc or grasping€xch rﬁnkages in the
as

organizational environment. Blau (19 eptiley noteworthy in

Q) oA
imparting the central doctrmgav oa% ee &?mizational relationship
studies (Shore etal., 2009). P. oetg’ljcon d that social change is the
most prevalent theor y e d m’the ilere@necedents of organizational
commitment. Workers pp r to reci até @R)yers' right treatment by being

i S,

commlttedtoand m nglohgerl anorgv ation.

N
y, parties will Qg()nWolved in social exchange through a series
;S
b

§¢endence , leadingto definite commitment that

of associa unfﬁ
mayc ahlgh S nd d retg'uonshlp(Blau 1964). Social exchanges could also

de e| reciprocity (Blau, TQC&) as the norm compels the receiver of advantage to

‘%ck the giver in a certain way. Blau (1964) elucidates a social exchange

Oatlonshlp encompassing accountability that is not specified favors that fabricate

spread obligations in future, unclearly defined ones. The nature of the return is non-



bargainable about, but ought to depend on the pleasure of the one who creates it’.
Therefore, the employee-employer relationship might be viewed as a social ex .
An employer may recognize an employee’s work and outcomes by provi i\ances
and rewards, and in business, employees may feel compelled to givé'é* and may
become more loyal to the organization (Blau, 1964; Emerson, 1976; skyand Cohen,
2002; Cropanzano and Mitchell, 2005). \,

Based on the research discovered across the fields, g:rs'cial exchange is
related to more incredible employee offerstowards em ers i the\qﬁl‘e of more
e signific olga_ﬁz;zi;nal

al,, 260 es i%xchange
N4 ~y

n V{OI’ ce a@tgaents guide

interpersonal linkages, alluded to as soei ieahange relati shi@ﬁropanzano etal.,

2001). (,) \T ,<\
0 \
Social exchange relati ipSdevelop wh em@s “oversee and knowing
their employees” which th citT aviiour o mes. The strong connection

between fair and mor ur tran

significant commitment, lower turnover intention,

citizenship behavior, and higher performance (

theory model prescribes that the predigtor

actions Iba@ creating effective and efficient

s

d &
XapproﬁJThis logical argument has captured

'appl'ﬁ%'lau’s (1964) framework to elucidate the

A&a@n?c experts in the social exchanges field

much consciou

social exc &)elati
propounde t empl
emﬁ&

’s behaviour (Cropa@é and Mitchell, 2005).

behaviour and a p matic eni
§IOS'[

N
'are in‘Bﬁ}ed to exchange their commitment to gain the

i n supportingthis, Eva et al. (2018) asserted the empirical research in servant
e

rship mostly adapted from the social-based theories, i.e., Social exchange theory

qaau, 1964) as the underpinning theoretical frameworks. The approach has laid out an

essential foundation for research in servant leadership. The connection between servant
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leaders and their employees would dispense worth capital and underpin in exchange for
resources and support accepted from the dyadic partner. For example, th |
exchange theory has been used to explain how servant leaders enhan@wers
commitment.

Since the early studies by Homans (1961), Blau (1964), anchon (1976),
exchange theory has been one of the utmost theoretical len sNe field of social
psychology. Despite several scholars contributing to the m theories in the
social exchange literature, Blau (1964) and Gouldner 0)h V(:\egdomlnantly

have| be pbliﬁgb the
agg‘{i-'on Blau

influential in imparting the fundamental principle

employee-organizational relationship literatur
(1964), social exchange prevails through i i
the parties creates a felt obligation to@

nature of the reciprocation |s un |ned c }aQ counts on trust that
interactions and communicati |gg pacc tabll&@ the alliances, such that

each will reciprocate to fult{\E h] Igation. T Imkages are commonly seen
as interdependentwit}% cial e:;y[‘géohbhd contingent on another person's
o C/Q

actions (Blau, 19& %
The Social Exehan

alsoﬁferllnes that these interdependent affairs
havethepo a tr| er hi -cfEaI@"rglatlonshlps even though we might observe

this on revail Pertamé\rcumstances (Cropanzano and Mitchell, 2005).

Insﬁ&e contemporary @éement research, Social Exchange Theory has
@Iated by far the most research attention in the assumption of within
nizational relationships. This Social Exchange Theory model prescribes that
pecific workplace predictors would lead to interpersonal linkages, alluded to as social

exchange relationships (Cropanzano et al., 2001). Social exchange relationships
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develop when employers “take care of employees,” which thereby arouses beneficial

consequences. T

Kanter’s (1968) Social Action Theory posited three factors t}ﬁﬁ ence
commitment towards a social system: the way a system is ized and
phenomenological variables, i.e., cognitive orientations, cathectic @fientations, and
evaluative organized and the learning significantly impacts bgth t ay a system is

orientations. For instance, if a firm is organized into sm wledge-based units,

such arrangements will result in higher employee intera and n\Wt (Brooks,

"X
2002). High involvement with all the system me@gnitiv ori at'on_@" lead
to gratification and increase the affective ties wi ys% : 196@37
T
u 0

However, this study had used Dw i ang ory for the

C
underpinning theory as it is amongwat influen on@al paradigms for

understanding workplace behavioqsspanzan $,| @2005). Blau (1964)
N

supports the notion that whe yeesnperc

Ing positive about their

eI so
&

organization, they recipro Xh]} I nt.% I exchanges theorists have
proposed thatemploy% rone} exc ;ée@'r commitment to an employer’s

support. Shoreetal W) pcit} eoryga.universal phenomenon, having broad
%

applicability i\ ini <Qmteraction processes in social and
fr

organizatio
& k. NS
relation% elopim yersalé,\

=]
. =
@
=
w
o



2.4 Organizational Commitment Concept
Research on organizational commitment spans over four decades and i

an area of interest among researchers and practitioners. Becker (1960) ha@ced a
side-bettheory of commitment. Although generally notconsidereda st onetheory
of organizational commitment today, it continues to be influential'as a result of its
incorporation into popular multi-dimensional models of organmal commitment,
including Meyer and Allen’s (1991) three-component mo owell afd Meyer (2004)
findings provide strong support for the side-bet theory. ir finding r:Becker’s
(1960) contention that there can be economic and s osts associa dpvi&@?ving
an organization. Some of the costs of leaving m sidé bets pfade %Yﬁde of the

N

revidence ecker (1960)

e @eir employment,

@ﬁcult for them to leave
5 A

workplace. Powelland Meyer (2004) dedueed thatitsc
was accurate in his evaluation, i.efwelated to the
individuals make investments, or si@sts, thatﬁ,kéi!?w
the organization. For many %es, ﬁis c ¢be<(l ssential basis for their
commitment. \ l %\A

Although ap zto the de mifionbaf organizational commitment

’ 2 4,*
significantly differ%cific tri: \aﬁi ppagy he numerous explanations share a

common themew\hl indi org@dtional commitment is an association of

@
individuals t% organizati n{SL{rj‘;a? and Srivastava, 2012). Becker (1960)
%v NN
charact@ mmifmen pron%ess to undertake in ‘‘consistent lines of activity”
te

that it evolves @*/a “‘person finds that his involvement in social
N

and ,as
OEXtion has, in effect, made side bets for him and thus constrained his future”.
retal. (1974) expound organizational commitment as the reciprocal strength of an

jSvidual's recognition and participation in a particular organization.



According to Ogilvie (1986), commitment diverges from the concept of job
satisfaction. Commitment is more comprehensive, reflecting a typical a?ﬂle
response to the organization entirely. On the contrary, job satisfaction @}trates
one'sresponseto one's job oraparticular facetof one's career. Commit centuates
bond orclosenessto the employingorganization, includingits visions and values, while
job satisfaction underlines the explicit task enviro nmentwhe%he. ployee performs

Mowday et al. (1979) posited organizational commitme awiible over
Yw
visiblelto dra&@y but

en% yer{%'agement.
er tim@&]eeting more

e \/\@environment(e.g.

his duties.

time than job satisfaction. Commitment attitudes bec

continuously as individuals anticipate their e

Contrarily, job satisfaction found to be a | ta

expeditious reactions to specific and @I aspects

pays, rewards, etc.). Many previox‘%ﬂies fou ni

p@ml commitment is the
N
stronger antecedent of intentio e thaﬂjob tlefaci@:{Guchait, 2007). O'Reilly

and Chatman's (1986) th Xna'rl ntr utio@ their approach upon the
0

difference among the ts and cons uénc@)f commitment and the outcomes

P 4
for attachment on ther l \ %C/Q

O'Reillyﬂd atm des fﬁmﬂﬁd the commitment as the psychological
¢

attachment G@n individu fof'thbmanization, reflecting the extent to which the
% :

NN
person % zes @r 'aces‘t?é\organisation's dimensions or viewpoint. They

assa@hat three indeper@t’ variables might anticipate one's psychological
e%\nent, (@) Compliance or instrumental involvement for specific, extrinsic
ewar

Q ds; (b) Identification or engagement based on eagerness for affiliation; (c)
nternalization or involvement predicated on the compatibility between individual and

organizational values.
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Although O’Reilly and Chatman (1986) presented a compelling perspective in
commitment, for debatable reasons and because of its ambiguous quest
mechanism, only afew researchers have to go alongwith this mean (Weib \010).
As the research area expanded, the multidimensional framework‘ﬁ&idea was
converged and adopted based on three distinct but related forms oWitment, e
affective, continuance,and normative (Allen and Meyer, 1990). For more than 20 years,
Allen and Meyer’s approach became the dominant one t Y:y [)f commitment.
Organizational commitment is described as a psycholo stat thMracterizes

@

the employee's relationship with the organization, b) has im

organization's decision to continue or disconti em@ - eye@;d Allen)

v
(1991). \/ 4 é\
The three-component measwa‘nodel 0 ani@hal commitment

developed by Allen and Meyer (1@)1996) E§ $ t @st widely adopted in

N
previous research until now an enmeasuregtas a Q’z@r-order construct in most

studies (Presbitero etal., 2 \.Meelr Ive om@ntdescribed as an emotional

attachment to and i nt with a or'ga@tion. In contrast, continuance

g ¢ &

commitmentclarif'whe pelr \eeL osto ﬁ.a\/ing an organization, and normative

commitment isadefi as mit pology and perceived as having the
‘ e

responsibili supportand.r aﬁ a(_n} mber of an organization (Meyer and Allen,

NN

1991). % ' /s <>

T

len and Meyer (19®'éveloped their model of three main components to

in ate the existing single-dimensional formulation of organizational commitment,

G ding that depicted in Becker’s (1960) side-bet theory. They asserted that the
ep

eated ingredient in all definitions was the thought that commitment links an

individual to a course of action. What varied was the “mindset’” presumed to designate

24



the commitment. Becker (1960) expended that commitment was accompanied by an
awareness of the costs of discontinuing a course of action. Then, Meyer an?ﬂm
(1991) proposed the continuance dimension to assess how employees feel @ed to
their organizations under the costs they think are associated with leaving:

Allen (2003) noted that continuous commitment reflects the Rezto which the
employee ‘recognizes’, or is aware that they are bound to Nuse of the costs
associated with leaving, not the mere existence of the ¢ S’ﬁle es. Powell and
Meyer (2004) argued that although the measure of conti cec mW(iev

eloped
Yw

by Meyerand Allen (1984; Allen and Meyer, 1990) t heir three- 'o@nodel

Y

r, ther. ome question

as @%er conceptualised

ﬁ{xadded, the normative
N,

has been foundto correlate with variables akinYﬂg ets se€ ( and.@;/er, 1996;
im

o

Meyer etal., 2002), research to date has be
aboutwhether this measure accuratelw commit

(Ko et al., 1997). A few years Ia% third
commitment (Allen and Meyel%. Theonor tive c itmentwas defined as a

‘4

<

commitment feel that%rtuld r(} ‘Eij}hﬁn@organization (Allen and Meyer,
&

1990). Normativ;@itmi? ted i (;b.e main by socialization and culture

before enteringdnto afrorgamization.

feelingof obligation to conti }lej . ploye?ngithahigh level of normative

R

KT e Sl (O
Itw &3“19 1,wh I\ﬁ%y@ d Allen (1991) re-conceptualized their views
NN
on eng@dimeﬂ ,'mat tg}g\coined the term organizational commitment. In
this sis, Meyer and AII@QQD described engagement as a multidimensional

c t indicating a relative strength of an individual's identity, participation, and
G Ity to a particular organization (Faloye, 2014; Meyer and Allen, 1991).

Guest (2002) asserted that organizational commitment is essential because it

increases employee retention and persuades them to accept change rather than because
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it leads to job satisfaction or motivation. Guest (2002) viewed that a more organization-
centered and potentially more stable conceptand organizational commitmentw
appropriate because previous researchers failed to strongly associate jot(sﬂj\tction
and performance. A

As the employees’ attitude to the organization, organizatiormnmitment is
treated as the core predictor of turnover behavior, withdra tendency, and
organizational citizenship behavior (Sinclairetal., 2005). "R;., 2010) reviewed
that for organizational commitment its evolution has lope owi)ars from
Becker’s (1960) one-side-bet theory, Porter’s (19 fective de ckr&é%ve‘ory,
O'Reilly and Chatman (1986); Meyer and Al 1)@ i ensic@Geriod till

today’s Cohen (2003) two-dimension, anw S (26‘)9) mbine@ggry, each of
sting cur

which had a substantial impact o ;) sta@%f organizational
commitment. Weibo et al. (2010@&

d
organizational commitment ¢ ance to bettezzg} stery of organizational

ny -co@ializaﬁon of commitment.

020) inédﬂ@’while Meyer and Allen’'s three-

' g F &

ancguopic research and still leads to a lack

tha %os @Eloped approaches to
N

commitment and cannot bedisre rdel'
2 ain

Oliveira and H%)

dimensional moc@) repr‘e

of conceptual censensus or

etwe‘éé&e researchers, itremains a guide in this

¢ | (?n
field. Theo lew of organiz 'oﬁsl mmitment multidimensional definition adapted
>
il o

in this aalysi®is as f0

Affective Commi@ﬂ (AC) is a positive emotional attachment to the

employee who has an effective commitment to his/her workplace wishes to

%\ employee and a passionate sense of identification with the organization. An

remain part of the organization.
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e Continuance Commitment (CC) is characterized as employees' commitment
based on leaving the organization's economic and social costs. An ewy!e

who has a continuance commitment prefers to continue with @pany

because of a better option. A

e Normative commitment (NC) isdefined asasense of morak@bligation to the

organization. An employee who is legally commiiied eciprocating the

However, only two components were adoptedyin thi Mecifically
®

affective and continuance commitment, respectiv ased on C j (&6&') two-

dimensional commitment method to pr er% h tk@ﬁ'redictive
isionsparall mer’s (2009)

intention on organizational commitment,Su adaj

work that indicated commitmer@d researc
variables' amalgamation. More@)Drun%ﬁ%n C}\r’\h‘atly etal. (2009) also
previously did not use norn% en ucting their works due to
high association found \e& no a@e commitment (Meyer et al.,
2002). (—3" 'S

s $ &

better content an@ discri vali Q./Cohen (2007) indicated that affective

\ ¢ | (.?

commit posed the ma &n @ r form of commitment compared to the basic
NN

inst% | verSi fective commitment corresponds to an employee’s

benefits it provides remains with the company.

em@%ize commitment

au&ment and with a str n‘g}ffective commitment continues employment with the

_\\;Xnization because they want to do so (Pare and Tremblay, 2007).

In comparison, Ko et al. (1997) further debated normative commitment,
highlighting the conceptualization burden due to the remarkable conceptual overlap

between normative and affective commitment. The normative component was
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rooted in the understanding that it was the correct action to stay with an
organization. In comparison, affective commitment referred to the organ?’s
closeness due to an individual’s identification, involvement, and enj \)f his
membership (Weibo et al., 2010). Besides, Weibo et al. (2010) iﬂ&k@d that the
significant association between the two components caused scmo doubt the
contribution of normative commitment and its concep awn. The standard
utilization of the element caused Jaros (2003) to ind Lzt.ar' analysis of the
scales' precision was required to tap into the con t. The r elnforcmg

variables toward continuance commitment had b ss clearly aUhE@'(Pare

and Tremblay, 2007). Employees whose p tofh nlza@?ls based
on continuance commitment becauset to d? So. é\‘r
NN é
2.5 Human Resource Ma na Pr% ce
Human resource ma nt IS "8y SYS ma@d coherent approach to

managing an organization's fj Ssets; i.e. p@le who work individually and
I
ongo %{,j

collectively to achieveaco tlb(r{},/ZOOG). Michigan model of Fombrun

etal. (1984) hqumrce n{ana entc , and Harvard School model of Beer et

al. (1994) or \as arva fralnea) ” were among the pioneers in the human
resource entconce s&g’hlstorlcal personnel management.

S

I mgly, h an"resouzce management researchers turned their focus to

broadly at bundles‘éawuman resource management practices that facilitate

ee commitment and involvement, instead of focusing on specific human

00urce practices used independently or in isolation (McDuffie, 1995). McDuffie

(1995) acknowledges the interrelationships between activities in the overall human



resource management system by exploring the assumption that '‘bundles’ of interrelated
and internally consistent human resource management practices rather than inTﬂl
courses produce multiples, mutually strengthening the conditions for mativating and
gaining skills employees that shape the interaction patterns betweeﬂ'&gers and
employees McDuffie (1995) has viewed research that focuses onWerformance
impact of human resource management practices which may aMisleading results
and a single way capturing the effects of the whole huma Lk.es tem.

The implication is that human resource man ent r!k&quhould be

®
complementary. These bundles are referred to in thellitesature as “hi iﬂv_({w\vn;nt”
(Lawler, 1986), “high commitment” (Arthur, 1 d‘% an@‘z:(Huse]id,
1995). Thisviewissupported by Armstroanhﬂarg thatb@%.ng can occur
in several ways. The ways include@/elopmen hig@‘erformance, high

commitment, and increased invoIv@jsystem.\? ,Q\
N

Huselid (1995) defin%n r&ourc man ent practices as high-
performance human resour@enf ra 'cest% cused moreon the firm-level
impact of human reso agement pr ticl}s@ugh the organizational structure.

’ F &
Lawler's (1996) anol\‘e \ﬂ\l hu resource management practices’

framework is fw nth
’

!
organizatio ng, 2012). e{)r%gi?es allow the employees to make decisions

NN
regardi% jobs aif 'zati%'é}ousiness holistically (Lawleretal.,2001). These
WOQNG the employees@i/elop multidisciplinary skills in developing human

‘@ nd implementation through various efforts and interventions (Lawler, 2005).
s ides, with the growing importance of human capital, high-involvement human
esource management practices have become high-value-added parts of organizations

(Lawler, 2003).

4>

emer(?ﬁroaches to involve the employee in the
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Lawler's proposed high-involvementmodel (1986) is seen as the primary engine
behind contemporary strategic human resource management (McMahan?m,
1998). Pareand Tremblay (2007)developedamuItidimensionaItheoretic(%\high-
involvement human resource management practices based on the La 96) high-
involvement management conceptual framework, integrating the ‘gotion of high-
involvement human resource management practices with the %reynderstanding of

|
Pare and Tremblay (2007) indicate that any diff rewortive HR

behaviou elﬂtgﬁg\g;ork.
tipw dr;@ﬁsibilities

theoﬂob ile eq@qng increased

autonomy. Second, high-performing busi eas use ski vel %ntpractices (e.g0.,

job rotation systems, mentoring, ar%ning) to\stgur p@orkers' efficiency and

N
send the signal to employees ion-‘?nake are p&/@red to invest in them for

the relationship between job attitudes and role behaviours.

activities can affect employees' attitudes and perfor
First, companies encourage workers to assu

through empowerment and significantly%

long-term returns). AIso,ginl arl er ctivi@or developing skills can be
i n

significant sources of ve advanta arlld‘alciency, as organizations rely on
4 F &

frontline workers', Skills andl \B'lw to'éée.ntify and solve issues, implement

improvements i@ﬂet

eciation s @"?river of human behaviour. Most of their

take(egbfonsibility for quality.

Thir
NN
motiva% ost Hi ‘ainedvakers comes from the appreciation they get from

Y-
ma forajob well done\ao}fhe sense they are a vital part of the company. They

OE olve the company's attempts to evaluate employees' input and provide positive
e

0 back carefully.
Fourth, equal organizational incentives relate to the perceived fairness of

different job results, including pay, performance ratings, and work assignments. A high
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degree of perceived equity indicates to workers that they are valued by the company

and have their well-being at heart. Pare and Tremblay (2007) suggested t

=

activities that strengthen these five components are likely to increase the ge fon o
organizational commitment (both affective and continuance). A

In other respects, based on McDuffie (1995), Kooij etal., ZOmuses on high
dedication or high involvement human resource manageme Mes as viewed by
employees and describes high dedication human resour r&;n]ent practices as
practices aimed at generating a strong dedication to th ani tlo t creatlng
circumstances in which employees are highly active organizati atjd @ with
its overall goals. Social exchange theory su he |d a |gh\3'71m|tment
human resource management practices luence \m\)rk- ated aé‘mdes through
employees' perceptions or experienc

These theories indicate tha dedlca\'tom hu '\resource management

activities impacts workers bye ngthem oracting gnals"of their intentions.

——Q

To formulate hypotheses nl 0 hlghsa‘mmltment human resource
[ ht thes

management practice% oyees J , e practices are categorized
as theoretically m ful huin urce ement bundles based on MacDuffie
(1995). Kooije I 10) \tﬁallze@\‘owth of high commitment HR practices
based on M 's (1 95 b dle'ob‘?wn resource management practices as those

related uceess, de ;pent a&\achlevement that helps individual employees

achm&gher levels of func@‘(g

uman resource management practices for staffing include selection; whereas

@ an resource management practices for skills development include career
evelopment; and human resource management practices for performance management

include performance assessment and performance pay. Therefore, the integration of
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conceptualization basedon Tremblay etal. (2007) and Kooijetal. (2010) identified and
incorporated human resource management practices as a high involvement or bTuf
human resource management practices. In summary, there are six multl@ional
elements selected in this study, namely; recognition, empowerm mpetence

development, performance management, fair rewards, and staffing &sdectlon

2.6 Servant Leadership Concept

In contrast with the well-documented research of transfor a.tl\‘ldea&iem(rip in
b
. @fership isa
newer area of study, and only ahandful O@al stu?ﬁes ﬁlducted to test

This shows that the accep;% the rv adership literature has

not been strong enough to QK wid ea accﬁe (Russell et al., 2002).

Parolini et al. (2009) sugge at ser'/ant ersh‘@hould be useful for most, if not
é@aﬂ

all, employees. These orga ons. @

model suitable @woprlite suited W{b}organlzatlonal desire. Servant-leader

behaviours p tr byjthe m 3_dmea§te?am or senior leaders may influence other

organizati dersgct e %-vtarry out this style, resulting in consistent

expec or employees I‘rougg'a consistent organizational culture.

eﬁs%nsndered this leadership behaviours

\ ployees expect a h‘é%ﬁhy leadership style that would drive organizational
‘éx not to mention embracing the demand for Industrial Revolution 4.0, leading to

Oh -performance industrialization. A great leader can significantly steer the employee

to perform at the expected or beyond the desired level, and for this achievement,



employees strongly relate with the organization. Thus, in turn, this will give success
and benefit to the organization. Walumbwa et al. (2010) added servant Ieadew
theoretically distinct in several important ways. The authors justified thr@folds
(1) servant leadership includes a moral component, a missing conceﬂf&s lacking
from other established leadership theories, such as wsmnary,YrTsmatlc and

transformational leadership; (2) servant leadership distin |ve priority or
;n

concerned with the success of everyone that is related to izz'tion and (3) the

strong concern of the servant leaders towards the best i st of h(.?FQllder, with no

‘\Yw

exploitative and self-centric leadership behaviour. | _i')
On the contrary of other leadership be i s% isi ary@arismaﬁc,
transactional, and transformational leade avi ese | ore towards

mnt@%‘rough a focus on

attaining the goals to be achieved, th %of missio
oRye s’ self-concept (Bass,

inspiring and engaging followers to%d aspec\ﬁh?fo
: y N,

icism @‘ang addressed through the

ship (See ndonck, 2010, Cerit, 2010,

1985). Nonetheless, in the curr ftaation this cr

increased empirical study eI
e donck

Ambalietal., 2011, V nd }téﬂ\bll Choudhary etal., 2012, Mittal
and Dorfman, 20 nd \291

Before S, I arch tleaeejéﬁlp focused on constructing measurement

and oper ati 1 g, ‘?Ildate the various dimensions of servant

Ieaders gh em tudl y considering that the writing of Greenleaf was

not on research orlogic @'keen intuitive sense of people and their relationships

nstltutlons (Mittal and Dorfman, 2012). The study of the validation of

@ urement is continuously being carried out today. Laub (1999) had produced the

irst empirical study with a survey involving 847 people from 41 organizations and

developed a 43-item instrument measuring six dimensions of servant leadership:
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developing people, shared leadership, displaying authenticity, valuing people,
providing leadership, and building community. More researchers continue d?mg,
designing, validating, and operationalising servant leadership measu@(See
Sendjaya et al., 2008; Van Dierendonck and Nuijten, 2011; Mittal and an, 2012).

Sendjaya et al. (2008) strongly suggested that another &eﬁial research
direction is to establish the measure's predictive and concurre VM in light of some
critical antecedents and servant leadership outcomes. Thu r‘Xr.e r'umerous studies
which had attempted to examinethe impactof servant leadership t Ww‘nizational
outcomes, e.g., organizational performance (Melcha 0sco, 2010; c#m_l@‘ze:al.,

2013), organizational citizenship behavior Y, 200 d ongizational
T

NN

commitment ( Cerit, 2010; Ambali et al., 2% u\ .é\
The currentscenario has setth&%( "servant ers@zhere new leaders

must sketch new futures in the pos@gern pemh% I @ﬂp is a breakthrough
N

in the field of leadership that, wini tsinglpien tage, @aptured the imagination

&
017) @spite the growing academic

of researchers worldwide mndr %
tl

interest in servant Iea%, ere |‘s. [ ;a‘(!k Bﬁoherence and consistency in the

field (Evaetal., 20 l %éj/

In the fQQ oda 'dingtajo.(d dynamic world, people are becoming
increasingl gﬁathat n‘ 'onél aet'c’) ratic leadership patterns no longer guarantee
long-ter findhcial ah ? beneé%for organizations. As a result, an ongoing call
haswade for the old le d.%&'hip paradigms to be replaced with the focus to be
tr ed to a new style of leadership that will enhance trust, promote a clear moral

& pass and social responsibility to ensure success as well as profit in today's
rganizations (Van Dierendonck and Nuijten, 2011). Servant leadership is a type of
people-centred leadership, proof that servant leaders are expected to be more fulfilled,
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more dedicated, and better performing employees (Van Dierendock, 2011). Servant
leadership research is currently in the third phase, a model creation phase whe?ﬂe
complex research designs go beyond essential relationships with results t@er the
context, mediating processes, and boundary conditions of servant Ieadéf%Eva etal,
2019). Y'

Servant leadership is believed to have great pote 'Mne of the new
leadership theories (Erdurmazli, 2019). The idea of ser eadership has recently

gained attention by holding an essential role in organi nal aWt. Servant
®

Yw
leadership varies from other leadership mod@b different aiﬁ _Ié}ership
philosophies, such as philosophical overh?ng with “tr rmat'w?,~ ethical,

0

inspirational leadership, but concentratin W y Ondi ower;@f}z;takeholders'
needs and helping them evolve and g@, 2019).
The interest is in the lea i Iiterat\p%e i;rg:\m Robert Greenleaf's

S
writings. He is against an organizational bu‘%ines hat is,(g{e restricted, with a highly

profit-oriented motive and%rga’i 10N§ to sgk society more as worthwhile

(Drury, 2004). Accor eenleaf’s vi W,lth‘bb'ader is first seen as a servant to
P 4 <</
others. The serva resum@-aﬂen&e}motive within a particular group,
facilitating anw res ds rt without any expectation of special
¢
treatment, , or recgogniti

—

&nt}w having a repetition of servant habits and

NN
practised consistently, Pany ers ultimately become apparent and decisive for

v

gromk/ival and are thrust@d leadership position (Smith etal., 2004). According

OEXini et al., (2009), the servant leader’s correctness through good deeds and
0

—t

cience were best asserted in Greenleaf’s (1977) classic statement: “The servant-

Qder is servant first. It begins with a natural feeling that one wants to serve, to serve

first. Then conscious choice brings one to aspire to lead” (p. 27).
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Greenleaf elucidated that servant-first leaders will ensure serving other people’s
needs at the highest priority and rendered selflessness as underlying to helpw
Greenleaf emphasized that the followers should have the opportunity to N} and
become healthier, wiser, have the freedom to make a decision, and nﬂ&parentto
become servants themselves. Furthermore, Greenleaf advocated thatServant leaders
observe their influence on the needy and unprivileged in com?\y and ascertain if

the practices impart a more desirable way of life for the le i 'Iege'j (Parolinietal,

2009). .\d‘

guardian-leader (Ambali etal., 2011). Prophet

of a Jamaah (organ|zat|on/commun|ty/na

servant leader signifies that the Iea‘\}ls follow
khadimuhum). Hence, a leader sho in thib\ryyﬁs 0

getahead (Ather,2008). He m%elr szIfar nd gl@ﬁem towards good deeds.

_In L@connection, a

<<

serv@ (sayyid al gawn
"\lng and helping others

A leader'sidea as a serva en Iam Sk its beginning (Beekum and
Badawi, 1999). As po% cle J‘ﬁ)ﬁ he@uhammad (SAW) in one of the
Alhadiths, “Every youl erd a ﬁ.a'veryone is responsible for what he is
the shepherd of : Sa usl .733). Beekun (2006) and Khalig (2009)
approach a lea ers i £ I@ toward values, ethics, principles, virtues,
morallt alltyJ' hent . It advocates that leaders should serve those
und ,helplngthem to r@’mammum effectiveness. The viewpoint of the
s Ieadershlp approach as practised by Prophet Muhammad (PBUH) is that

Q rship is not seenas a privilege or position. Itis a huge responsibility. Thus, leaders
eed to feel that they are servants to fulfil their duties in the best way possible. They
share their responsibilities and authority with others to meet a greater need, that is, by
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involving followers in planning and decision making (Shura). The approach revolves
around brotherhood in which the leader and all members of the organizat?ﬂe
considered part of an extended family. ('}
Duta and Khatri (2017) asserted a servant leader shifts attentio#&processes
and outcomes to people. This people-oriented approach, coupledWan altruistic
element, makes servant leadership afavourable style forempl ee}h!ulcating positive
behaviour. Erdurmazli (2019) asserted that servant leader 0&r:bfhaviours, which
mainly are focused on followers’ needs, individual gro and e\wntwithout

@

any covert agenda regarding organizational objecti

d leader’s p‘ct@‘z:are
Y-

N\
Chan and Mak (2014) argued tha Vzzout servant

leadership measurements, and it wawaed that tur <qQEarch on servant

leadership, an extensive investigat@ﬁxould be ,Q stablish that servant

leadership has distinctive cons%th otﬁ‘er leadlershi

Van Dierendock and Nuijten (T e co sﬁualized servant leadership in

a multidimensional co% rst, E? ‘?%‘e'n@ks to encourage and give them a

sense of personal aqin a p]r ,self-gaﬁdent attitude among followers. This

reflects individw S a ts th@'érsonal growth (Laub, 1999). Leadership

considered as relatively much more right and

!

#

empowermﬁgﬁl)lve pr tinﬁ sel"lj'-%iirected decision-making and exchanging
coa

kno&%

mility is the seco@y feature. It refers to the ability to place one's

a%’ ents and skills in a proper perspective (Patterson, 2003). Servant-leaders dare

G cognize that they will profit from the experience of others. They continuously seek
e

edback from others. Humility demonstrates the degree to which the leader puts others'

NN
chi "unagir&\ive success (Konczak etal., 2000).

needs first, encourages their success, and provides them with critical support. Humility
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is also a matter of modesty; aservantleader retreats into the background whena mission
has been accomplished.

Third, accountability: keeping individuals responsible for results @/ can
regulate (Conger, 1989). This makes accountability a process that ﬁ!&results to
individuals and teams (Konczak et al. 2000). This ensures that indi\m understand
whatis required of them, which is beneficial to both workers and the @@mpany (Froiland
etal. 1993). Itis a powerfulinstrumentto display faithino he s; itoffers limits
beyond which one is free to accomplish one's objective hile M‘Iiterature
levant) scholarg r@‘g‘ten
leadefshi asu K
Fourth, Standing Back: the degree theslea riori@‘{;thers' needs

acredlts a j@%as been virtually

completed, standingback is oftena . Standi gwd ;@‘d be closely connected
N

to most other facets of the wa%ana ement; mclugg;@honesty, empowerment,
linke J

on servant leadership stresses accountability as ve

ignored it and never integrated it into any othe

first and gives them the requisite su

?

modesty, and leadership.

Authenticity: |%

oneself inwaysco |bIeW|ti1 ughté feelings (Harter 2002). Authenticity

to e éx sion of a 'true self," expressing

IS aboutbeing et ne 'lng ET_t)(ér’na states, intentions, and commitments

accurately — "pri tely an bt'chU eterson and Seligman 2004). From an
\
organiz %;omtﬁf i |t CY. e described as acting so that professional roles

mﬂ&:ondary to which th@wdual isa human (Halpin and Croft 1966).

6) Courage: daring to take risks and try new approaches to old problems

Q enleaf 1991). Courage is a significant attribute that separates the servant leader
rom other leaders, according to Greenleaf (1991). Courage is about challenging
conventional working behaviour models within the organizational context (Hernandez
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2008); it is necessary for innovation and creativity. Courage is related to pro-active
actions and includes creating new ways of behaving. To do so means to rely he?'m
the principles and convictions that control one's actions (Russell and Ston(y}.

Besides, interpersonal acceptance isaboutbeingable to forgiveﬁkacedwith
offences, arguments and errors. Servant leaders need to build an envirFonment of trust
where individuals feel welcomed, are free to make mistakesand recognize thatthey will
be rejected (Ferch, 2005). This promotes the creation r'anl

"ty interpersonal

relationships by better-knowing other people's behav . Se awrs are not

"X
vengeful or desperate to get away with it, creatin@g thatlbri oﬂt t_@est in
s b 4§

people. \ V?/
he greater og@nzation and go

ton <<ould leaders serve

Stewardship: the desire to take respdnsibility fo
to service instead of power andself-in %)Ck 19

r @z 2008). Leaders may

N
th@nt example. Stewardship

mwork. These structures all

stimulate othersto behaveinc
is strongly linked to social 0

reflect a sense of affiliati asense ofd tx_{oab‘mmon good that includes self but

é &
extends beyond w-in@e son eg.?eligman, 2004).
Based oghQ cussien; Dier r&fck and Nuitjten (2011) extensive servant

!

¢

leadership %@Jaliz io”j%aﬂ'apé}?n this study since the eight dimensions in the
% NN

conceptiCoyerthe essenti ipect servant leadership.

NI

= Organizational Learning Capability Concept

0 The concept of learning as learning systems can be traced in the late 1950s by

several theorists such as Richard Cyert, James March and Herbert Simon at Carnegie
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Mellon University. However, this concept's interest is further centred on Argyris and
Schon (1978) work. Since then, the organizational learning field hasevoked a grwl
of interest and has achieved eminence among the ideas since it has gau@ocus
and attracted attention from academic scholarsand industrial practitioners:

From the Islamic perspective, personal growth and collective'development are
presented as an inclusiveness view to accentuate human reso Mopment through
learning (minal mahd ilal-lahd). Cited in (Ali, 2010), u‘?;u ammad PBUH

asserted that learning leads to development: .\d
®
N

“Knowledge is obtained through studying. The tic relatio ip‘arﬁrg
the learned individuals, knowledge, and i ca%' e Prqugt’s
T

saying, “Learned people, knowled. W orkvﬁre sed. )@n those
n ia n

who have knowledge do notac hey are esseej) twork and
knowledge are always blessed” \T ,<\
N
“. O
‘&mphasizes the importance of

The concept of organiﬁg’g I learni biIitA

N
facilitating factors forgorganizational learn c@pensity to learn (Bapuji and
and a

Crossan, 2004; Goh cha% : Ilﬁ'tli@y, DiBella (1995) conceptualized

organizational Ie@pa@n alte@ve paradigm of organizational learning
N
and Iearnin@wiz iop co ?bts(_éi‘f’ferently. Essentially, the concept of

organizati@mrning apability dérived from organizational learning in the early
Sl

years, esses of | rnihrg to thé content of the knowledge generated and used in

g)é,

<,
an%n ation (DiBella, Z(ﬁ“I). Nevis et al. (1995) offered their description of

‘%zational learning capability, definingitas the proficiency or undertakings present

In“an organization towards retainingor enhancing performance per experience obtained.
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Such processes included knowledge procurement, dissemination, and implementation

(DiBella et al., 1995). T

Nonetheless, a newer interpretation offered by Jerez-Go mez @\)&005)

conceptualized organizational learning as the organizational capa process
knowledge; to build, acquire, move to incorporate information and"adjust actions to
reflect the new cognitive situation to improve efficiency. \,

Alegre and Chiva (2008) defined organization King 'capability as a

collection of resources or skills, whether corporeal or i ible thwploited to
"5y
gain a new organizational competitive advantage. ertently, thi v’il@e the

overall process. In this process, organizationa g c@ fter\.,q%z:ribed as
the organizational and managementfeatur% romaote t orgarﬂéggnal learning

process, or enable and encourage an @Ion to lea ays@('(rtal role (Chiva et
al., 2007). Thus, actions that foste%rganiza\zsgap cjd{ learn are described
)E?y N

below, such as generating idea:% ex %rime a«ionlé;@inuous improvementand
observation,Workingintea@pli atl poligé Organizational learning can
be understood as a % ; whereas 0 f‘r{iz‘o@@hal learning is constituted by

d &
organizationalfewatallcl M nizati learn (Lopez-Cabralesetal.,2011).
Hooi and Ngu'{ ) po ' robtéf”organizational learning capability that

o}

é
contributes gfe@ing owle eﬁee@‘Tgpursue specific competitive strategies.
NN
@IW I :et %_&2007) developed an organizational learning

capabili multi-dimensiona@cept to understand the organizational learning

‘% ity. These were based on the comprehensive analysis by taking both descriptive
n

Q rescriptive literature to determine organizational learning capability's facilitating
actors. This organizational learning capability dimensionality is explained through the

importance of interactions: interactions between actors (individuals and groups) and
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artefacts (things, values, processes, etc.), and interactions among actors. The former
includes experimentation and risk-taking, and the latter refers to interaction \W’N

external environment, dialogue, and participative decision making (AIegr@h

2008). A

This dimension is considered the most underlined facilitating factors in the

e
iva,

literature. This wasa comprehensive approach by analyzing or,qu)nal learningand

the learning organization literature (Alegre and Chiva, ) The'five underlying

eract nWe external

® T -
.Ontheo add@e five
Ie@ ess\Ojfrthe other

apaiini fa paégiar firm. (1)
eas@% suggestions are

dimensions of which are: experimentation, risk-taking,
environment, dialogue, and participative decision m
dimensions are essential enablers of the organi

hand, they represent the organizational | in

Experimentation is defined as the degeee to” which ne

attended to and dealtwith sympath%/ (Chivhlxxoo ),Q%holars conceptualized
N
and strongly supported experi on inothe ratur organizational learning

\ &
capability. Dibellaetal. (1996) conside atexperi “}tationinvolvestryingoutnew

ideas, being curious a thingswor or‘carbmg out work processes changes.
F g F &
ey orgat

Watkinsand Mar@@ deis gzational experimentation build systems

for learning, for example, to {asf"more readily into the capacity of an

)

¢
organizatio ’%kfor e, to “brifig @-ejople together to redesign works, to plan
NN
systematically*for inflovati 4\

Y.
) Risk-taking is un@od asthe tolerance of ambiguity, uncertainty (Chiva

e%l 07). Researchers supported the essential of risk-taking, open to criticisms, and
C

—C

Q pting mistakes for organizations to learn (Garvin, 1993; Goh and Richards, 1997).
oh and Richards (1997) paralleled the experimentation with risk-taking by observing

the degree of freedom employees enjoy in pursuing new ways of getting the job done
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and the freedom to take risks. When the organization allowed the people to take some
risks, this would create some mistakes, butthatmightto learning (Watkins and ,
1993). (’}

(3) Interaction with the external environment is understoo external
environment's scope of relationships. Chiva et al. (2007) defWhe external
organizational environment as factors that the organization h Nntrol directly or
indirectly to influence. Among others are industrial agents tr'petitors, and the

economic, social, monetary, and political/legal systems ¢hangin eWent. Nevis

X
et al. (1995) emphasized the organization's importa undefrsta rkc@hend

the external environment scrutinizing. Due to tT d % ruti@'ﬁg efforts
caused many organizationsto have turbuleﬁ@i S. u\ 9

In (4) dialogue - Nevis et al. ( erted thatlearnin Id be promoted if

there is an opportunity for the peop(gjweetwit\ﬂmr?a 3€e\the next step to higher
N

managementlevels. People Wa%e theo iews and %é% nothidden, and express
opinions through Iegitimat%em] @arly, Garvin (1993); Goh and
Richards (1997) advo% hasising

ate.

s§-fﬁ®tional team to work as teamwork

d &
and solve proble&grou\q} anizﬁéﬁcan have a dialogue in enabling to
evolve new aik er 'nder éﬂings. Those who were participating
I3

unconditioahyuld e ab ta' del_j‘iggrately and mutually adjust their actions

N
(Crcz%, 999 s g Y%\

(5) participative é%’flon making, Shrivastava (1983) noted that the
o?\ﬁation must encourage a participative decision making practice, thus increase
0

Q munication among decision-makers and be the key facilitator of learning in
rganizations. As a result, the learning capabilities of the organization is enhanced. The

participation of all relevant organizational members in decision situations is
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fundamental for an organization to function, communicate, and evaluate in decision-
making is a participative process. Nevis et al. (1995) suggested an organizati t
supports variation in strategy, policy, process decision making is more ad en
unforeseen problemsarise. It provides more options that allow for ric!ﬂ%glation and

interpretation for all its total members. ?
Having synthesized the literature of organizational lea Nability, Chivaet
fz

al. (2007) conceptualizationwas adaptedfor thisstudy, de mthe theoretical lens
of organizational learning capability literature. .\d
®
Y
| S
4
R4

2.8  Relationship between Variables and Wtio 0

otheseQ~
The followings sub-section nearlcwrevie previous e ﬁcal researches

on the relationship of the variables or thNn c s be@en human resource
management practices and or a na I ent %fvant leadership and
organizational commitment, esour a gem %actlces and organizational

learning capability, servan ershlt ganlé\ubnal learning capability, and

I

organizational Ieamlng;apalllty with IIaHQ, nal commitment.
N | =3
&

N &)
2.8.1 HumaCi? urde Ma el‘ne&%@ractlces and Organizational Commitment

%ﬂ( |caIIyJ,t c re tl®tween human resource management practices
and o

onal commltmew‘gmforced by the theory of social exchange as the

ing principle: when workers experience organizational investment, they feel the
dto reciprocate in the form of commitment (Akkermans etal., 2019). Shahid (2017)
ued that while several studies have attempted to examine human resource

management practices that affect work outcomes and job efficiency, there is a need for
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a greater understanding of this organizational phenomenon by growing further research
on organizational commitment. T

It is now mandatory for an organization to have effective hur@urce
management practicesto ensure organizational stability and a harmon m&vironment
(Shahid, 2017). The goal of human resource management practices me the people
available to align human resource functions with strategic o M)nal needs, thus
improving organizational commitment to achieve the desi %t:(/"bujudeh, 2019).
Since developing nations, such as Malaysia, are in acute figed of oWd pursumg

eir sefvic dﬂst@h this

viable human resource management practices to m

study, Malaysia Airports Holdings Berhad) gr

ou ishfi stobv%mmltted

and satisfied staff (Jawaad et al., 2019). Besides, ml\eta ~(2019 ed that a high

so@human resource

organizational commitment is a g ceDesentatlo
management practices used in ever kplace t\m%te IQQBetween organizational
N

and employee objectives. Hu% urcg ma geme ('?actlces have played an
co

essential role in increasm*\r;he r:.@ent of employees. Human
e

fflClgtIy}mBrpate human resource management

practices to matc orkersl izational objectives (Hassan and

resource managemen

Mahmood, 201 D oth rce st[v)%(snytoday more appropriate andcreative
human reso nag e cﬂ’ceb needed (Shahid, 2017).

mpl£ |zat| a tasks, organizational commitment is vital.

Or onaI commitment @fes the relationship between the company and its

Therefore it is imperative to explore ways to encourage organizational

0 mltment amongst employees effectively (Al Daresi and Darun, 2017). It was

ointed outby Jawaad etal. (2019) that organizational commitmentis one of the metrics

or criteria that confirms whether human resource management practices in companies
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can promote mental relations between firms and the goals of employees. Sendogdu et
al. (2013) found a reliable, statistically positive relationship between otherwﬂm
resource management variables and organizational commitment. While @}lg the
regression, Hassan and Mahmood (2016) found a positive relationshi en human
resource management practices and organizational commitment. Overall findings show
that workers pleased with human resource management pr. cMre loyal to the
organization. In their research, Jawaad et al. (2019) hyp X:n'j found positive

correlations between employee expectations of the jo f pr pe.?‘huldu resource
®

management practicesand more significant organiza commitm udde focal
lens of social exchange theory. In their resear an@ ZOJQE%und that
human resource management practices sébsta allyjffe ork Vz:ganizational

commitment to higher education. \) 6

Ramaprasad etal. (2017) fo%atorgan\i&%l v m@\'ﬁment isfound to have

N

beneficial effects for both orga%\s and workers: O@:’zational commitmentis a
icacy

significant criterion for e?g tje ofé{ ivities in human resources
management practice of theleng erlnembf workers concerned with how
4 F &
employees partic@the@ orgagn'onal commitment's essence focuses
more on the in% be 'ople{rsfﬁe company and the organization itself
Gy 2oty 07 (O

(Aboramad , 2019).
&
aadnd Ingfa }9) fc‘)?_ thathuman resource managementpracticeshave

an i on organizationalk itment. In particular, their study means that if a

c is willing to invest in human resource management practices, human resource

Q agementpractices' investment pays backin thisregard. Stein and Min (2019) found
0

derate positive and negative linear correlations between bundles of human resource

management practices and organizational commitment. Significant discrepancies were
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also established between the degree of employees’ organizational commitmentand their
understanding of human resource management practices' influence ow
performance (Aydogan and Arslan, 2020). Employees who agree that hur@ource
management practices related to enhancing the working envir improve
efficiency have higher affective commitment levels. T

Oliveira and Honorio (2020) found that organizational contmitment is greatly
influenced by mosthumanresource management practices; mat'ngthataffectlve

and normative commitment is the most affected and conti Went isona

@

weakerscale. Thus, the above discussion leads ther@ﬂwer to farmulate ﬂwe wing

hypothesis:
Hypothesis (H1): There is a S|gn|f|ca el onsb\p een,@'man resource

management practices and organlzatl |tment O<<

2.8.2 ServantLeadership anlz a m ent

Qiu and Dooley (20 ssecfh l aly rvantleadershlpS|mpI|cat|ons
and their mterrelatedn S rigorouslys; , tud very much required. Erdurmazli
(2019) bellevedt th senc‘ ofse antle hip behaviours could make significant
contributionsgu the Igade d to otlvatlon and devotion of followers who
sacrifice siderable jpe on ources for others' well-being without any
expec i return’ V)‘:

Asbltero et al. (201 ated that many leadership studies of organizational

%tment align with social exchange theory. The theoretical structures for empirical
lees on servant leadership are primarily based on social exchange (Blau, 1964).

Servantleadersand their followers offer valuable resources and supportin exchange for
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the dyadic partner's help and support. In particular, when servant leaders reflect on their
followers' development and growth, followers feel obliged to reciprocate these e
leadership behaviours with their positive follower behaviours (Eva et al., @
Specifically, Al Jabri and Ghazzawi (2019) propose that Fﬂ'&empirical
research focuses more on the role of leadership and organizatiomntexts as it
assumes that leaders play the most crucial role in the commit Morkers to ensure
X.

that an ethical atmosphere will contribute to a well-pe rg'anization and a

dedicated workforce internally. \d
]
_ o _ A4
Erdurmazli (2019) highlighted that organ ns shoul rdat_e\‘-aitable
conditions to improve the feelings of their 5" commi t. A@E critical
. X _
vae@have essential
tal @ﬁons. Erdurmazli

founders of such circumstances in organizations,lead

responsibility for building and prew ese senti

(2019) indicates that servant Ieader@yld exte \H&u yf@*followers' feelings of

S

commitment to their organizatiemst 0 4 (&

Empirically, Miao 314) maatjser leadership greatly influences
affective and normati% itm
outcome of thiswdicat]e
Servant Ieadersqkh a signifi

#

organizatiog&))mit nto mﬁloég. This result suggests that workers have a

Lhil not a@t continuance commitment. The

NN
higher leadet ?ﬁfide%and a higher organizational commitment level

Whe;m& practice the servan@dership style of management. That is because servant

le \Mip's actions can help leaders break down the barriers between their leader and
G wers by promoting their well-being. Therefore, managers should also increase
upportto others, display empathy and compassion to followers, and promote a sense

of community to boost faith in their leadership and organisational commitment level.
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This study also suggests that managers need to concentrate on the traditional top-down
leadership and hierarchical pyramid. Leaders must instead assume Ieadershw
collaborative way in which the servant leadership stresses a deep engage@ween
the leader and the follower and seeks the agreement of all. It has a effecton
employees by doing so. It has been shown that servant leadership W this study can
increase trust in leadership and organizational commitment amon ployees.
Newman et al. (2017) found the relationship be rﬁr’ leadership and
organizational commitment was significantly related. and aWI‘Iy (2017)
‘gonal

discovered that servant leadership positively affects yee affectiv. o’g@

commitment. Allenetal. (2018) believed thats adershipi ctso(%izational

ing (@‘r&ments that

niz@. Lapointe and

promote employees' greater com ent’ to the
's\determined to predict

Vandenberghe (2018) agreed that %rvant's \dug
N
organizational commitment. su &est t tqsepé? leaders influence the

relationship's essence aﬁxng I th@ompany that employees
establish. Servant Iea% ike

job experience tha ﬁgt\Hs a se“n

result was tha% ead 1
é

company, %)

!
n tugn, véree‘}?em to make constructive suggestions and
NN

commitment proposed to build structuralw we

rovi f‘ \’vm@s with meaningful and rewarding

ly to
4

otiog.attachment to the company. Another

stereév/orkers' emotional commitment to the

recommeéngations tof" f ?\nizgi&lal problems. Organizations can thus inspire

administrators when commu ic%i'hgwith their teams to implement servant leadership

b%\hurs.
Q Palta (2019) also found that teachers and servants' organisational contribution
0 leadership is linked. This correlation is positive and low. Erdurmazli (2019) has a

substantial and positive influence on volunteers' affective and normative engagement

49



attitudes through servantleadership behaviours. Servant leadership habits demonstrated
by leaders have profoundly and positively affected volunteers' organi I
commitment to their organizations. By their acts and words, servant Ie@eaﬂy
show theirconcern fortheirfollowers, show their sympathy to them, arﬂ%wthatthey
are genuinely mindful of what followers feel and think. So, they re(w;e followers’
problems and are willing to help them overcome those perso Mms.

Therefore, thisstudy considers that servantleaders r&\; alingbehaviors

support followers’ protective motives. They can hold t lief aWaders will

leaders dedicate t&ér}‘sglves

Ide{ rs d.(v?Top moral
X

pecifi form@*exchange,i.e.
gani@%n and decide to

always be with and help them solve their problems.

to serve and support their followers and othe

connections toward their leaders and orga

followers feel a moral requirement wan with th
continue their helping behaviors ur@?y perce\aswla

N
asthe socialexchange theory s Iauﬁ964 Imlngéahediscussionspresented
above, the researcher positﬁ_\'ﬁlowr ! §
tr

Hypothesis (H2): The% gnifiig e tiolns‘hb'between servant leadership and

s
organizational co rﬁigment. | N %CJQ
A 3
N

N
| &0
283 H esource pa g@v& Practices and Organizational Learning

Q\Pexchange exists, just

ability J f
. Nth ugh studies relateq)’s‘/g.rganizational learning capability antecedents in the
N

—h

an integrative framework are limited, literature shows that researchers
attempted to conceptually propose the factor of human resource management practices
wards organizational learning capability (Chau, 2008). It appears that the linkage

between human resource management practices and organizational learning capability
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started in mid-2000 (See Perez-Lopez et al., 2005; Bhatnagar, 2007; Theriou and
Chatzoglou, 2008). T

However, the linkage between human resource management p@gs and
organizational learning capability has rarely been dealt with (Jerez-Géﬂ'A‘al., 2005).
Ulrich (1997) mentions the link between human resource managerWractices and
organizational capabilities, with learning capability beingone of them¢Further, he notes
that managers should continuously ask themselves que S, uch'as how human

resource management practices can create the nee apab Iitwnizational

i and Ngui, 2014} H_@@\Yz;ng)

studies researchers (e.g. Lopez-Cabrales etal., 2011,

applied the firm's resource-based view theor

ce% ory d\eygloped by
T

een @'man resource

4 Bar@‘(lgg 1) argues that
r@nique, hard to imitate,

Barney (1991) as the underlying theorya,to

managementpracticesandorgan izatiwaing capabih

the possession of strategic resource asset thati gor

N
and non-substitute) provides a%izatig‘n wit aagokiq,c?opportunity to establish

n@ help the organization enjoy

competitive advantages overits C pT

high profits. In thi is of Aum r'essbbe management practices and
4 F &
organizational Ie'a%:apab" \rss urce%(;e;fer to what an organization owns,
capabilities refﬂ tth ?tioné"do (Barney, 1991). Thus, Hooi and Ngui
é

NN
‘;apabﬂ%es whereby management can signal a clear

(2014) post sﬂ')man SOjr néna@‘?entpracticesplayacrucialroleinthegrowlh

comphentto learning by in@bing distinctive humanresource activities to promote

le \'Mg atthe employee, community, and organizational levels.
Q Bhatnagar and Sharma (2005) empirical analysis between human resource
anagement roles and organizational learning capability stipulate that correlation was
significant and positive. The findings discover empirical support that strategic human
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resource management roles are substantial, concurrent with organizational learning
capability. These are positively associated and better comprehended by humanr e
management managers. Based on the Resource-based View (RBV) The(r&}:irm,
Lopez-Cabrales, et al. (2011) empirical evidence established the with the
significance and direct relationship between human resource manWm practices,
i.e., workforce selection and competency-based performance evaluation with the
organizational learning capability. Nevertheless, th ms"s relating the
development of employees with organizational learning bili kupported.

@

Hooi and Ngui (2014) have established that

inga seto urila_rk@e‘s urce

d % -sized rx@:gafacturing
al ma@g;ial actionto

als@’(egrate acceptable

management practices that enhance Malaysian

and service companies' organisational lear

promote efficient organizational lear %bility sho

human resource management pract encou N?f tg@fganizational learning

N
capability. % ° 4 <§?
&
Jerez-Gomez etal. (201 aid[ e mpleg}tation and application of high
human resource ma practices oulld\ahble businesses to distinguish
’ &
themselves from&ths\in izational learning capabilities. The
application of W or | antr, 's%frce practices is positively related to the
é
developmeg\;%o)aniz tional aﬂqinezc;%ability. Jerez-Gomez et al. (2017) postulate

3
5

NN
organizational™learninh ? stra‘t&c organizational capability and a source of
coﬂle advantages. Chia@G) found human resourcemanagement practices from

t%e of high commitment human resource management practices significantly
elated to Japanese MNCs' organizational learning capability in Malaysia. The evidence
rovides the human resource management practices successfully developing the

organizational learning capability when implementing specific human resource
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management practices supports the management's learning capabilities. For example,
selection aimed at hiring personnel with a flexible, dedicated, and high k?'ng
capability of the essential positions and skills required by organization@h the
future. Meanwhile, compensation practice, including incentive rewards,
encourages employees to engage in continuous learning capabi and enhance

cooperative behaviour across the workforce. Finally, trainin d development
K(i-dl ensional skills,

activities that concentrate on refreshing and improvingn

knowledge, and experience will ensure that workers str ent ethment and

§ X
other responsibilities. ’_\c}
Hooi (2019) concluded that the effect iza% ingcapability on

) i, o .
orgaméhonal learning

nag C%t practices. The

improving organizational outcomes COU|dW2e Crii

capability were to operate followin ma resource

research offers evidence that a indicaﬁ\o? d ;IQJ ive human resource

management practices has pos%ontri uted oy
Altogether, these discussio%stt] owingh esis:

Hypothesis (Hs): Th i significan reﬁaﬁo}%hip between human resource

g F &
management pract'wd orgi \w I Ieaga.g capability.
& N
c\ ¢ | (J
:

N
organigt\lonal learning capability.

)

2.8.4 Se@.keade hip.and Or, zational Learning Capability
& A

‘wrship anddearhing @'mdispensable to one another.”
N
$Jhn F. Kennedy \03

Senge (1990) and, Slater and Narver (1995) were amongthe early organizational

Orning researchers that associated leadership and organizational learning. Leadership

commitment indicates the attitudes of a firm’s leaders in supporting learning. The



leader’s role is to develop a shared vision, provide the resources needed, delegate
authority, and celebrate learning successes (Senge, 1990).

Based on previousresearch, the direct link between transformatior@rship
and organizational learning has already been empirically well docuﬂAny and well
documented in the literature (Garcia-Morales et al., 2012; MirkamalWZOll; Amy,
2008; Aragon-Correa et al., 2007). However, servant lead sMrature remains
mostly limited (Mittal and Dorfman, 2012; Schneider an kfzo‘n; Cerit, 2010).

Choudhary et al. (2013) relate the transformational le and ewgership to

organizational learning and performance empiricall studies re Ie't@rvant
and transformational leadership have many c Iiti@ I Iuen@/zl:ollowers,

mun@i{and listen to
avi@(bositively impact

farmance.
N

leadership approaches in one of the

empower followers, encourage them for g e rmm‘ce,
subordinates. The finding showed t otaeadership

organizational learning and latter t@gs organl\on_hingp

Ahmad and Ogunsola (%sess&j thr

international universities i la ia,J transform H‘c%hl,transactional,and servant-
e

leadership approaches%t show} sen :}nl Ie@rship approach is more dominant

in leaders in the ﬂqsity@nd th@transformaﬁonal and transactional
leadership appr&&re n 'ed tftée.(ﬁeglected. They are used when situations
demand th G&'@furt rf‘e ilfry teia?ow leaders to respond to environmental and

group dyn (Ahim c}Oguna\a, 2011). This research also suggested that the
Servadership approach i@'ferably used in conjunction with alternative Bass’s

@ional and transformational leadership approach.

Q Undoubtedly, more research needs to be conducted to support the positive
ffects of the servant leadership style in the business environment and societies.

Dominguez-Escriget al. (2016) reported that the role of servant leadership had been
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recognized in fostering an atmosphere that facilitates organizational learning capability

and asa precedent. Leaders who unselfishly take care of othersand aimto impro ir

well-being will cultivate an atmosphere that encourages experimentati@gue,

risk-taking, openness to the external environment, and participatory o@é‘gn-making.

The study shows that servant leadership has a direct impact on organizational learning

capacities. The higher the degree of employee understandi c}Nstyle of servant
X

leadership directly implemented by management, th the potential of

organizational learning, and vice versa. This study irms ert‘udies by
| | | _ NS

Choudhary etal. (2013), Oktavia and Devie (2014), h clarifie atﬁhf\%prkers'

servant leadership has a direct and vital direct i n rgfn' ional I@ng skills.

<

wm
~—~

@D

The author'sfindingsalso reaffirm Choudhw 4

servant leadership in the organizationwaove the |
However, the above discu@son prev\e‘iﬂd ?\p'

significant effect of servant I%\p onﬂ orga 'z«atio@earning per se, but not

organizational  learning %’ rgani nal learning  capacity
(2020) f

perspective. Doming :'g .
d &

empirical research wamin\f;:;im act&s&rvant leadership on organizational
i

learning capability to“the b ir kréﬁédge. The outcome offers evidence that
é
there is an gb'n)l link b e

arch,é“mch shows that
ge <'<0nment.

i tudies discussed the
&

t al ) epm\'_kd that their study was the first

D

!
rf’sew;n{ leadership of servants and organizational

NN
learnin apility. He above indicates that servant leadership is considered a

<

redictor of organi@ﬁal commitment for future research. However, the

eE\O&I research that linked servant leadership and organizational learning remain
imite

pot

: d, even though the above discussion emphasized servant leadership's significant
portance towards organizational learning capability (Escrig et al., 2020). Based on

the gap of empirical studies on servant leadership with organizational learning
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capability, it is hypothesized that servant leadership to have a linkage with

organizational learning capability as the following: T
Hypothesis (H4): There is a significant relationship between servant Ie@ and

organizational learning capability. A

2.8.5 Organizational Learning Capability and Organ'zatwlﬂ'tommltment

n iicﬁmzatlonal
with th anizatienal
! &

0 gaﬁ-i.zational
X

a zatlong?étting, it is
predicted thatthe social exchange theory (wthe do basi ﬁmderstanding

In furtherance of the conceptual and theoretical
learning capability, several empirical studies have Jinke

outcomes. Although there was no strong under gtheory

learning capability and organizational commlt in

exchange relationships in said settmgs re e% . ThQubsection reviews

ﬁ =
recentempirical studies on the relationship b ea%xe t\&\ riables.

Researchers extensi inked an atm&&&eammg capability and
organizational performance,vmatio’, andot ler o@\nzatlonal variables (See Alegre
and Chiva, 2013; Mallenet ,201 ',Mngdadl 2019). On the other hand,
several previous@ers Ilrlk org |zatloniPcommltmentto organizational learning
(Hanaysha, 2 Nma tal., 170 I—&)(udver researchers have yetto widely explore
the relatl v? ofgani naI learning capability with organizational

4

comg tempiricall hﬁs mm research is required to analyze the relationships

bek e said relatlonshlp“(&?relll and Goh, 2015; Chiva et al., 2007). Goh et al.

% argued that organizational learning capability has a significant positive

Oatlonshlp with non-financial outcomes, i.e., organizational commitment. In the

Malaysian context, the need to study organizational learning from an organizational
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learning capability perspective in an organizational context is apparent to support the
findings. Embracing culture and learning in organizations is essential in '&?ﬂvg
Malaysia's organizational commitment (Lau et al., 2016). (’}
Ussahawanitchakit (2008), among others, had explored aﬂkerted the
importance of relationship organizational learning capability aW:lanizational

commitment. Unlike the previous researches that extensive|<Md processes or
S

cultures (i.e., based on learning organization literatu the 'components of

organizational learning, this study used capability as key rw‘romoting

o N N | \Y
organizational commitmentin the competitive marke envirgnm ahd_&é&ldthat
learning capabilities integration has sign‘ific&g; ivﬂ\r‘p n og?ﬁizational

o X

commitment. Jaiswal et al. (2019) also fo arnin.g&}pability hasa

<<

substantial effect on affective organizﬁan O

Camps and Rodriguez (201@5mpted t @ganizational learning
capability and organizational c% 3
\b &
commitment to the emplong th] in\@entwhen employees work in
an atmosphere of Iear% ps and Ro ig

p debb)ll) viewed the social exchange

theory as the theoretieal frar@ expli@ug organisational support perceptions
that contribute& oyees? que é[’éctive commitment to the organization,

o !

creating feeli obligatign al‘rfo t‘aT‘Z)ehaviorsthatsupportorganizational goals.

NN
Thus, itds likely that/t F em@ees perceive that an organization can learn, the

higmmy are psychological ached to their organization.

owever, Camp et al. (2016) studied organizational learning capability with

& loyee individual performance related to organizational commitment. However, the
e

sultindicated no significant direct effect between both variables.



Research by Tirelliand Goh (2015) indicates that organizations can use learning
skills to create meaningful organizational commitment. Organizational I
capability has been substantially positively associated with an affective o |onal
commitment. Results show thatan organization with better learning sklfA@ore likely
to establish employee loyalty. In other words, workers are more Iikeantto be part
of the organization and are prepared to participate in it emotignally,"and believe in the
methods and procedures used to accomplish organizationa IsyCaballero and Guhao
(2020) suggest that organizational learning capability a rgani ameitment
igher ofgani tidni‘éﬁing
i% e mﬁtors of

aringy, dialogue; part|C|pat|ve

are closely related and have a significant relationship.

capability results in higher organization
organizational learning capability, i.e., k

decision-making, experimentation an@s, and ris in <<l‘e correlated with

organizational commitment. The mgs ex %a '}trng high regard on

employees' educational requw%nd sﬁppo ing thsgp learning will promote

abilities, skills, loyalty, and% mI rgan
Nonetheless, he above di c‘ygs@'the need for further research is

apparent to be e ed furT:o ove gjlgmflcam impact of organizational
to

learning capabl iona mltment and to expand this study due to
its limitatio e ep n C nfetm‘:?] the two constructs research hasnotyetbeen
adequa Y. ekored;‘ }1e abs?e discussion leads the author to formulate the
foII hypothe5|s (.3
N

sis (Hs): There is a significant relationship between organizational learning

GEblllty and organizational commitment.
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2.8.6 Mediating Effect of Organizational Learning Capability between Human
Resource Management Practices and Organizational Commitment

Based on previous discussions and hypotheses to better understandthe rale of
organizational learning capability, this study aims to examine organiza!'o;al barning
capability as a potential mediator in the relationship betwee man resource

management practices and organizational commitment. \,

nwyement practices are
n at@tionships
are not necessarily straightforward or unconditional, Theriou and Chatzogléu (QOM)
! | &
argued that human resource management tioners coul |mpru\re their
¥ s b 4§
\RsJQ tegrat@'stpractices

IS ess tgl to explain this

an FQU rce management

K

ormance. However, its

Although previous studies show that human resource

related to organizational commitment, researchers ha

organizational commitment by creating effectiv&am
with learning, experience, and organizati@bmm-
problem to show that the introductmparticu\lar

practices does not inherently dir% |e}1 tooo%(

nal

9 Q]-
indirect contribution through tion%atjic C%‘M ities is significant. Latorre
et al. (2016) argued that Wreso’rce lag&r@ research did not adequately
understand the mechanism by which i ro%o({(,‘e management practices and results

could be related.‘@bom(@mn@'rorlak etal. (2018) concluded that the
N,

effectof hu \r&gurc mana m‘_eht;(r_gedces on organizational outcomes is mostly
anr,

indirect. T4 ise isthat

’
would#o rantee an rgaﬁizat\lsnal commitment (Torlak etal., 2018).

rce management practices' precise application

\ increasing numbeh??studies has explored the boundary conditions of the

tions between organizational commitment and its antecedents. (Presbiteroetal.,

019). Akkermans et al. (2019) decided to fill the so-called "black box" of human

resource management (Becker and Huselid, 2006) to research a process by which better
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organizational performance can be obtained through human resource management
practices. Therefore, organizational learning capability is considered a fund?l'ml
strategic capacity, and study should examine mediating company @s to
understand better the role of human resource management practices (Jél’&al., 2017).

Dominguez-Escrig et al. (2020) argued that it is crucial Werstand the
organizational sense in which it takes place; its implication CM be analyzed in
isolation because it does not occur in a vacuum. Several s Xk:tre same method,

and the impacts of leadership by mediating variables ar laingd. iS vein, one of

o
those mediating variables that previous studies@show to M@Yt is
organizational learning capability. 4 \,‘T

Hooi (2019) postulates that the bb\cx: hlecti@%anizational
learning capability as a mediator is\coaanization rnir@‘apability directly
affectsindividuals' capacity and m(% {@esources management

practices theoretically promot&%\ous arni p:rocfé;g and levels, leading to a

sustainable competitive a tage b Ivating @acit human asset expertise
n

special, invaluable, e inary, unparall eo‘an@bn-substitutable. Hooi and Ngui
F &
(2014) assessed wlectei \am atiorg.learning capability as a three-fold
mediating fact(\Fi 1 pe rimztrz%t’earning agents, as an organization can
é
mobilize th "@mlt learn ofﬁt m”(Hughes, 2000). Second, human resources
\
practiti%k

e a ignificant imp&on the ability and motivation of individuals to
lear, inctive human reso@ﬁanagementstrategies canbe putin place to facilitate

o
S
—
o
@,
;
ji
c

‘@&t learning processes and levels.
Q Third, high organizational learning capability leads to a sustainable competitive
dvantage by creating valuable knowledge-based tools (Becker and Huselid, 1998). In

this research, employees'impressions of human resource management activities (i.e.,
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evaluation of events and situation) may influence the willingness of organizational
participants to learn (affective reactions) within the organization, which can cow
to an increase in organizational commitment (individual or organizational@}or).
However, evidence from previous empirical studies diffe intervening
variables as the mediator between human resource management practices and
organizational commitment such as motivation (Mostafa, 20 Nizational justice
(Fesharaki, 2018), employability (Akkermansetal., 2019 %arlainty (Ujma and

Ingram, 2019), work engagement (Aborahman et al.,%2019), nWtisfaction

g

(Jawwad etal., 2019: Cherif, 2020). | &
A
On the other hand, previous empirical ies flad extensi an@?lificanﬂy

posit organizational learning capability mediates betw

practices and organizational perforrrwae Hooi

Chatzoglou, 2014, Tirelli and Goh,% Li, 20 \H

2018, and Hooi, 2019). % é

Hence, based on the,abo disr onthatle mediation gap considering
tl

that human resource n%?ent pr} #;'p@sed in Hypotheses 3, may boost
e &

g cngllity, I.e. enhancing participation in

ké@l?, Peris-Ortiz et al,,
N,
“. QO
&

a'ccel;?the potential mediation of organizational

"
the<_human resource management practices and

the conditions of nizatim
decision-makin{ia ue, H% 'ntatie}%ﬁteraction with the external environment
¢
i ing_i

organizational commitment i@fhyof study. Accordingly, the researcher argues, to

t \ehof the researcher's understanding, that organizational learning capability plays

G' portant role in explaining the relationship between employee perceptions of

uman resource management practicesand organizational commitment The following
hypothesis is therefore proposed:
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Hypothesis (He): Organizational learning capability mediates the relationship between

g
D

2.8.7 Mediating Effect of Organizational Learning Capability%v_een Servant

human resource management practices and organizational commitment.

Leadership and Organizational commitment

Van Dierendock etal. (2014) were among the early resews who identified
the need to investigate the underlying mechanisms thro me‘vantleadership
affects outcomes. These issues are currently relevant a et al, (2018)m@sserted that

®

servant leadership research is in the third phase, am developmen t‘psed@Nhich
more sophisticated research designs are used tg. movesheyond supe cial\rlaa*tionships
with outcomes to understand the mediatir&ispiﬂs}ader@%ominguez-
Escrig et al. (2020) stated that it is crw ndersta org@ational context in
which it takes place while researcbcr%eaders \gqes géccur in a vacuum. Its

impacts should not be analyze@olat!d manser. <§_'?

However, the previous iri ha@fferent intervening variables
Eniz ioh

that mediate servantleade Kwith or
P 4 ® ¢
Low, 2014),Ieadersg%i en(i

\rrdq d satisfaction (Van Dierendonck., 2014), need

motivation (Gutierrez-Wi

¢
empowermer%en efl., 20

% Y
t therghand :revio@mpirical studies had examined the mediation

effects of organizational Iear@.Capability between servant leadership with various

%Nnt variables. Goh and Low (2014) findings indicate that servant leadership has
a

0' direct relationship with organizational commitment. Trust is used as the mediator,
u

t the result shows that servant leadership still directly impacts organizational

a@nmitment, such astrust (Goh and

t :;8&2015; Erdumazli, 2019), structural

!
,aﬁn(tc-:/(aﬁeer growth opportunity (Wrinkler, 2020).

commitment, thus indicatingtrustis a partial mediator. Mallen et al.'s (2015) study were
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one of the first empirical research to concentrate on altruistic leader behaviors, which

implicitly conceptualises leadership style in service leadership. Still, it is not a?ﬁm

itself. Results suggest that organizational learning capability fully medi@v\/een

altruistic leader behaviors and organizational performance. Doming crig et al.

(2020) studied the mediation of organizational learning capability feetween servant

leadership and radical innovation. Results have shown servan eMip has a p ositive
X

effect on organizational learning capability, and there irect effect which

indicates organizational learning capability mediates be nbo \M;

eses 4 /may foster _c\ék‘ﬁons

e, % tion\e$§agement
end Qéh:gcapacity of

con@%ﬁentdevelops. In

Thus, since servant leaders, as indicated in H

that promote involvement in decision-making, @i

with the external environment, and risk-taw

servant leaders to foster conditions in@rganizatio
this study, therefore, the researc?%gues ﬁg% @I learning capability
potentially playsavitalrolein % Stelati ip@enemployee perception
of servant leadership and ni tiola ommitme the best of the researcher's

knowledge. The followi thesis Is, th ef!)re@posed:
g F &

Hypothesis (H7):'($ati0nf \ning ca

servantleadersbw rganizati
j ‘

NN

’gz' 2

2.9; Hypothesis X~

>4
\ overallabove discussionin this chapter leads the author to formulate overall

§reses as to the following:

pothesis (Hi): There is a significant relationship between human resource

management practices and organizational commitment.
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Hypothesis (H,): There is a significant relationship between servant leadership and

organizational commitment. YV
Hypothesis (H3): There is a significant relationship between hu@urce
management practices and organizational learning capability. ‘\
Hypothesis (H,): There is a significant relationship between serv&adership and
organizational learning capability. V

Hypothesis (Hs): There is a significant relationship be X;n'atlonal learning
capability and organizational commitment.

Hypothesis (He): Organizational learning capability jates the relati n}h:(by een
human resource management practices, s ea er o@lzatlonal

commitment.

Hypothesis (H7): Organizational Ieam\%blllty me S th@‘ationship between
servant leadership and organlzatlorﬂﬁsﬂmltmeh__k ? /‘\'\
% h

This lead to the deve of the research L?(?ework of this study, as

>
'?v,,,

illustrated in Figure 2.1 belﬁ\ ,

9 &

"S
C€(/

Human Resource
Management
Practices

Organizational
Learning
Capability

Organizational
Commitment

Servant
Leadership

Figure 2.1: Research Framework
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2.10 Chapter Summary

In this chapter, the theoretical framework and previous empirical resea t
linked among the variables were described. Blau (1964) Social Exchan@ry is
used asthe underpinningtheory orthe relationships' dominantbasis. T nlzatlonal
commitment multidimensional construct of Meyer and Allen (1990) organizational

learning capability concept by DiBella (1995) and were appliethegrated for the

understudy variables. Further, supported by human resou agement practice on

high involvement theory by Lawler (1986), and Greenleaf’s (1977) leadership

concept was used to integrate with the mediator's or tional learning 1ap ity.
Furthermore, this chapter discussed th emp| fic archesto support

res Yr.nan agement

ent@ﬂiction of human

@fgan izational learning

capability, and the impact oféatloﬂal le g iIity on organizational
&
niz

this study. These include the evidence I|n

practices and servant leadership on N:h)nal co

resource management practicesand's ant lea

g./

commitment. Furthermor hote]t ational learning capability as a
mediator between hu Crc nag ht tices and servant leadership on

organizational commitment. Ni: foIIo chapter, the researcher will discuss

('D

the research metho gy i 3. &

IR

S

S
)
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