CHAPTER 1

1.1 Introduction

N
INTRODUCTION A
%

Organizations from various sectors have to embrac th?mlex challenges and

e@?ges have
created a high demand for highly committed and efficient€mployee tHbung’ to
N
organizational sustainability and competitive a age. In laysia, g nment-
’ X
Trani\e ay a @ﬁficant role
and ase a substantial

tent,@laysian €conomics

2
=

forces for business survival in the current digitalizatio

linked companiesand government-linked inveWco

in shaping the Malaysian economy (SW al

presenceinthe corporatesector(Bhatm.To certai

is regulated and overseen by Kh ; h}xlasgo%wz, aé'l?:tegic investment fund,
SE

o
entrusted to make strategic in& nts o alfof th %ntry and keep and handle

the government's com ercWS%ts (T’we K nahQ.-@\port, 2018).
g : [

Since the MalaySianigovern ' manx;\ Is to transform GLCs to be high-

O

performance orgg@&ls, t@paniez?expected to be highly competitive and
N
can adaptto ttwly h%t}ubines’%ﬂnvironment (Hussein etal., 2016). Inthe
f

senseofgl@ ionin'the free c@, government-linked firms have been exposed
. % 4
to sig tions

competi ,'f:reaﬂ(rg a competitive and complex world as workers
>4

jab)

/

be% ider, diversified, anagile (Sulimanetal.,2020). Human resources are highly
‘%Qd as essential assets in GLCs. Hence, developing high-quality human capital

Gders and followers) who are knowledgeable and highly skilled is imperative for their

performance and survival (Hussein et al., 2016). Organizational commitment in such a



way allows organizations to utilize most of their human resources by creating
an atmosphere of unity and collaboration within the organization. This issue is ?'MI
for every organization since human resources and organizations W@vards
achieving organizational objectives, vital to corporate performance (M%glu et al.,
2019). The success, survival, and competing power of the organizatim tied to their
human resources' commitment, i.e., leaders and followers (Cherif, 2020).

Human resource management practices and servan rhp erceived as two
organizational factors that effectively substitutes for eaChygther gw(‘:t to‘\év?rds

positive employee attitudes and motivation, which a ncernto ry’o@zaﬁon

N—r

that views employees as a source of competiti tage ah S to@n quality

iIitiesé}E;butes, and

competencies of human resources eadership are™essenti % the concept of

organizational commitment. This \@jmplies \m?or m‘;e\of the essence of the
. ? o ‘—?

employees (Stein and Min, 2019). In w ardp\the

employer-employee relations
e &
the employers, as leaders h r ticer mal resogg anagement activities, which
affects the employees ent to their jobs. (s@ramadan etal., 2020).
4 F &

The global Iry ha@e org@gmtions' convincing forcesto embrace

human resourcw me ies. M 1’(%'!mensionalhuman resource management
é

practices h ompanies higve(g‘jrﬂanizational and personal goals. Thus the
NN

approa(t{h/ an r€s fnan@nem practices plays a vital role in the business's
uc@awaad etal., 2019).@& (2016) asserted that human resource management

(%2}

p \l&s play an essential role as senders of communications, influencing
hological contracts with employeesthat contribute to a clear sense of commitment.

&
human resource management practices are well-coordinated and observed by

members of the company, employees will respond positively (Torlak et al., 2018).



Therefore, it is necessary to examine the effect of human resource management
practices on organizational commitment (Nawaz, 2016). T
On the other hand, there are various styles of leadership. However,@ need
to be people-oriented and focus on followers’ needs (Panaccio et 5%15). This
leadership study change reflected an increased interest in servant IeaRsﬂl'p (Evaetal.,
2018). Given the holistic and developmental essence of ser Mership, it is not
surprisingthat servantleadership is positively correlated &;/z'riety of attitude-

related outcomes, including organizational commitmen aetal., W

"y
a competitive po@T hus,
a% lzatiqr}‘g learning

evYIw compj,él"fzy~ of the world
of o@%izational learning

capability, attributable to its fluid p@sties a@);&w ds:énsuring organizational
fo

N
progression (Dasgupta, 2012)%% 90 niza{ié@l learning capability has
M

enriched new features ofﬁge\lsinl onment."In achieving a sustainable
za

In today’s fast-paced era, knowledge is consi

the importance of experience has also lead to
capability (Theriou and Chatzoglou, 2014 %

as each day passes has also further aniplified the signific

competitive advantag tiona

crucial means ofKiOng tod
Furthermore, Worldwi

Therefofe 4thése vola dscap@s have necessitated flexibility and continuous

lean ?b @bility has been identified as a

&
ic bﬁnﬂss climate (Guinotetal., 2016).

I 'ry a@'(e importance placed upon learning have
H’y @J(e')way they generate and supply services.
imp entof employeeall ceto stay abreastand achieve competitive advantage
( et al.,, 2012). Globalization and rampant swift changes have inevitably
ighlighted the guaranteed commitment and skilled personnel retainment as a

rominent organizational obstacle (Suman and Srivastava, 2012). Thus, altogether this

calls for more concentrated efforts in understanding the effect of human resource



management practices, servant leadership, and organizational learning capability on

g
0

Organizational studies have attempted to explore the an% in the field of

organizational commitment.

1.2 Problem Statement

la Human resource

S trie'd\etarninants of
t practi nd sqﬂvant

ac’1 oﬂ&er (Stein

organizational commitment, but certain aspects are stil

management practices and servant leadership are consi

organizational commitment. Human resource mapagem

leadership have adynamic interactionthat substit d compleme

’ b 4§
and Min, 2019). Although the literature supp W ' thath@n resource
management practices encourage empl or po '@attitudes, the

research on the underlining mechanlsm exp alnst Iatior@p between human

resource management practices a d|n e)ﬁ’revaswe (Aboramadan
etal., 2020). Torlak et al. (2 erted ug an resource management
practices directly impacte |zat| nal mth\m it is suggested that human
resource management practices ha,ﬂ le relationship with organizational

commitment. &\

Additi MUJ aa grhmd_%wlg) claimed that the relationship between
human re@nag ment practi e&a{nd organizational commitment does not exist
inav ws there a \ﬁgrse quanlzatlonal and task characteristics that impact the

™

ef ss of human resom management practices. Jerez-Gomez et al. (2017)

‘%ed that the impact of human resource management practices on organizational

o(comes is fundamentally indirect. Therefore, research should explore mediating firm



capabilities better to understand human resource management practices in
organizational performance. T
On the other hand, leadership is considered a strong predictor of oﬁ%lional
commitment. Newman et al. (2017) asserted the study's Iimitatioﬂ*weasuring
potential mediators in the relationship between different leadership 'styles and work-
related outcomes. Therefore, to confirm the mechanisms linki Nnt leadership to
organizational commitment, Newman et al. (2017) pro K%at 'uture empirical
research could include mediators that capture the socl cha gew‘es. When
examining leadership, it is essential to figure out the izatiopal tel(tif\ghich it
occurs because it does not happen in a vacu itse\f‘fe uld t@zgxamined
thoroughly (Dominguez-Escrigetal., ZOZN u\ 9

Accordingto Jang and Kanda hou), alt h sc@research has been

conducted on servant Ieadership'ﬂyyence 0 g-re p@ﬂ)utcomes in various
N

contexts, little empirical resear%en uﬂdert nto eéo,@in better the mechanisms
of servant leaders impact \tMr eI) yeas’ be@)ur. Meanwhile, Erdurmazli
tll-d ed

(2019) asserted thatto % e}' c‘t‘dresb‘ervantleadership, future research
&
must consider othe i S, 1. (o!ganizational learning capability, and

=

fec ‘&fvant leadership behaviour on critical

!
a{iz ti‘o?al commitment. Guinotetal. (2016) argued

onal learning Iiterat@’

E\Based on the above statements, there is a need for further studies on the
e

q ionship between human resource management practices and servant leadership

ith organizational commitment and examine the mediation of organizational learning

capability between human resource management practices and servant leadership with



organizational commitment. Hence, this study intends to fill in the gap by examining
the said relationship in a selected Malaysian government-linked company to pw
comprehensive understanding of the relationship among the variaﬂ%\ the

organizational context. *

1.3  Research Question Y‘
Based on the problem statement above, the@ b dJided by seven

research questionswithin the objective of this researgh: g &
' N
1) What effect do human resource manag practices haveon org%izational
s ) 4§
commitment in a government-linked pany2 Y

\ T
2) What effect does servant leade Neo ag i

government-linked companh \ _\O
3) Whateffectdohumanr &ﬁam%n% ;acte;és’have on organizational

q
learning capability K&ernr@/ﬂd cc&&y?
4) Whateffectdoes svw Iead!::y\ e S@anizaﬁonal learning capability
I

in a government-linked cogt

tion mmitment in a

6) diatign effectdoe anizational learning capability has on human
' 4 'é
%rce ma genfent Rractices and organizational commitment in a
>4
$overnment-linked company?

) What mediation effect does organizational learning capability has on servant

0 leadership and organizational commitment in a government-linked company?



1.4  Research Objective
This study aimed to examine the relationship between human r

management practices, servant leadership, organizational learning ca@ and
organizational commitmentin a Malaysian government-linked compaw,;gcifically at
Malaysia Airports Holdings Berhad by empirically examining thegantecedents of
organizational commitment and organizational learning capability ,"and how the latter
impacts on the organizational commitment. This study alned to examine how
organizational learning capability mediates the relationship be eWedents and

®
organizational commitment. Specifically, the obj%ﬁf the study ar, a' b&l@‘vr
a

1) To examine the relationship betwee resourc ger‘@izt~ practices
and organizational commitment al sia;ei'rp old@xerhad.

2) To examine the relationshi@ servan ersk@ﬁd organizational

commitmentatMaIaysia%rts oldi rh ,<\

H

3) To examine the relati etwgbn h re((/ e management practices

and organization I%hg C at Mal@ia Airports Holdings Berhad.
[

| 'Z' | =
4) To examme% onship
4

en se@nt leadership and organizational
learning cwity at|

'3
Air@oldings Berhad.

p be{vj{gﬁ organizational learning capability and
5 R
orga jonalcom m&]ttt.} laysia Airports Holdings Berhad.
\
6)% ming't

9iatio ectoforganizational learning capability between
human resource mar@e‘ment practices and organizational commitment at
N

5) Toe inésthe r

%\ Malaysia Airports Holdings Berhad.
0 7) Toexaminethe mediation effectof organizational learning capability between
servant leadership and organizational commitment at Malaysia Airports

Holdings Berhad.



1.5  Scope of the Study

This research was focused on organizational commitment, the predictivT
that influence it, and how the capability of an organization towards Iearnin@ the
organizational commitment in a government-linked company of Msia. Two
determining factors or organizational variables were identified in\determining the
organizational commitment within an organization, i.e. humanmce management
practices and servant leadership, and one or single R‘:"'P variable, i.e.
organizational learning capability. The research was consigdered ewiy study at

the individual level, scoped to an established Malay overnment- nl{ed_@pany,

conducted at Malaysia Airports Holdings Berh s subsidiar

ies.
Thus,thetargetgroupwasattheexeq@ ve '.e.\uding@;&:anagement,
por@"ﬁoldings Berhad's

subsidiaries. The measurementsca%s design ?re g@'ded by the individuals
N

within the organization. Still, me&vill to @nizational holistically as
\l's. &
personnel feedback impedes a 'but]s orgaé@ation. This was considered

adequate as this stuw ated enviro ménmbonditions, which can only be
g 2
adequately asses;egeop i ith i@/ context (Chivaetal., 2007).

&
\ ¢ 2 (,)O
1.6 Si e of the \(J

%esearc triﬁute@extending the influence of human resource
AN

N
nt practices and se t leadership on organizational commitment and the

of organizational learning capability, leading to mediating the variances of

@anizational commitmentin Malaysia Airports Holdings Berhad. Thiswould help the

organization tackle the workforce issues on employees’ commitment by enhancing

learning capabilities. The employees will have a strong connection with the leaders and

7



intend to remain and attach closely to the organization. The employee will feel secure,
empowered, and have high mutual trust with the management if they beli e
organization is investing in them. This gives a clear path to the organiza@auge
the employees’ organizational commitment. As a result, a higher mance is
expected to fulfil the organization’s mission and vision. Y.

This study contributes to the theoretical development of*a comprehensive
framework for explaining the relationships among hu hr':e management
practices, servant leadership, organizational learning bility, Mnizational

@

commitment in organizational services setting. Furth e, the fesear ﬂor‘lfl; tes to

expanding the growing and non-exhaustive b no% inthe o@ﬁizational
T

commitment concept by examining the faetors that failllt it, i.e%&man resource

management practices, servant Ieaderwaorganiza | Iea@m&; capability.
Furthermore, the researc@nds B m i g{%hange theory as the
N

underpinning theory in this stu%a ing ohan@ationship concept which

incorporates human resoutce _manag practice ndle concept by McDuffie

(1995) whereby the nati "bundle™ is helid'sbhat practices within bundles are
g ¢ &

interrelated, intern consi@once@zed as complementary; Greenleaf’s

(2977) servamé(hip 'Whieﬁﬁ{oncerns more on the followers; the

¢

organizatio arning [capab 'w"coQ(_:j‘e?t by Chiva et al. (2007), and Meyer and
NN

Allen’s rganizati commitment model with the multidimensional construct.

Aﬂs study also expect@fovide insightinto the nature of the said relationship,

Xarly in government-linked companies. Human Resource professionals can use

nizational learning capability as a strategic design and a commitment producing

trategy by focusingon collective action (learning by doing) and reflection (insightful



questioning) embedded in an organizational culture that supports continuous learning
and development. Yv

This study'sresults may provide some guidelines for managersin u@nding
the value of the besthuman resource management practicesand servanﬂ‘%ship style
that could lead to more effective policies and humanity for impronganizational
commitment. By looking at organizational learning capabili Mess people can
shape learning within their organizations and analyze &s:o m a company’s
learning style. Some companies in Malaysia have not tri red ew‘due to the
labour supply being plentiful. This situation ha nged,/an hai-%come

increasingly difficult for Malaysian firm cruQ plwgvs. Thus,

organizational learning capability as a pow ate e ap@g.in handling
organizational commitmentatthewowahus increasing its @%—term viability.

%) A
S, E

1.7  Operational Defin|t| esea |abI
The definitions of r h Y ’labl t rmm@gles used in this research are
presented below. This ;fo ’v0|d a t.ﬁ nfusmn in the interpretation of the

concepts used in B\rharch IThe f|n|t| re pplied as guidelines in discussing

\
the findings ofith tedghypot sl C—)(J

1.7. % %’Nuan Resource Mar@‘e ent Practices

E cDuffie (1995) deflned human resource management practicesas bundles of
a

n resource management practices, that facilitate employee commitment and

qmvement, instead of focusing on particular human resource practices used

independently or in isolation. Lawler's (1986) human resource management practices



known as high involvement human resource management practices framework are
focused on the management approaches to involve the employee in the organwm
Huselid (1995) defined human resource management practices as high {e-%mance
human resource management practices that focused more on the flrnﬂklmpact of
human resource management practices through the organizational st¥~

In this study, human resource management practices fe integrating high
n'veso

involvement human resource management practices and Llrce management

practices bundles as those related to advancement, gro and cw hment that
help individual workers achieve higher work commi level I _\0}
.\jz*
1.7.2 Servant Leadership
Greenleaf (1977) coined the Wor LQ -Iead@ servantfirststarts
with the normal feeling of servm a@’u ijten (2011) described

servant leader as motwatmga& rovingpeop th@lay modesty, are genuine,

embrace people they are fo ide gu and @tewards working for the good

of the whole.
In this s @ant@lp is f@ed on the leader-follower relationship
and the gen \qpce IovllerL)&Hls is demonstrated by empowering and

developln pressi &v&bﬂy, authenticity, interpersonal acceptance, and
ste nd prow G‘Trectrqn
&

0% Organizational Learning Capability

Nevis etal. (1995) defined organizational learning capability by describing it as

an organization's competence or undertakings to sustain or enhance performance based

10



on their acquired experience. Chiva et al. (2007) defined organizational learning
capability as the organizational and managerial characteristics that encourage w
an organization to learn. q

In this study, organizational learning capability is focusedﬂ&gctors, ie.,
enablingthe organization to learn to facilitate and mediate the reIatioWeterminants
of organizational commitment. \,

\4
l

1.7.4 Organizational Commitment \d‘ X~

N
O'Reilly and Chatman (1986) described mmitment as‘the p’sy&\t‘o)logical

P 4
‘cﬁng e exte@d which the
i rvi@nt. Meyer and

ych ical state that (a)

attachment felt by an individual for the organization, re

person internalizes or embraces the orgareat di

Allen (1991) defined organizationalMﬂm nt as

characterizes the employee’s ;1oahip %e orgé)&fzation, and (b) have
o q
n

consequences for the decis\ CON dis&‘&lue membership of the

organizational force in thewmf thrfe bases og@sets: affective, normative and
I
continuance, represenﬂ%otiona I sr@eived responsibility, and perceived

sunk costs about eg& respkctk %
N

In thiscthﬂ*bas d%)ﬁgt ar&g&llen (1991), organizational commitment is
0

focused (@,two om nts &d affective and continuance commitment
’ >
respe w preven ve‘applqgwith the predictive intention on organizational

CO% nt. \(-},

N



1.7.5 Government-linked Company
The company has a primary commercial objective and in which the M
government has a direct controlling stake (Putrajaya Committee on igh-

Performance Transformation, 2006). In this study, Malaysia Airports H%s Berhad

was selected for the research. ? "

1.7.6 Malaysia Airports Holdings Berhad

A public limited company incorporated under the Compani fd\/l&.ysia
and listed on the Main Market of Bursa Malaysia&a Airport dlﬂgeéi,?rhad is
a component of Bursa Malaysia’s benchmaﬁWﬂx F’I‘Sé sa N@}:’gia Kuala

ﬁalaysia Index

Lumpur Composite Index (FBMKLCI) cNFTSI!E?G Burs

(Malaysia Airports Annual Report, 201\

&, &
1.8  Structure of the Them\ A

which in&thep |o on of terest, statement of the problem, research

O

questi refaﬂ:h jgc'tiv&';cope and significance of the study, and
0 &Kal d?fibilti}x sg@éd research variables.
QA 4 . .
Ei pter Two: The literature review chapter provides the background of the
\)rganization studied, followed by the discussion of literature reviews which
e examine the main theories and identifies gaps, which formulate the conceptual
0 framework of this research. This chapter also provides a review of the previous

empirical literature on the constructs incorporated in this research.



c) Chapter Three: The research methodology chapter starts with a discussion on
the research design and the design choice that has been employed. Thlsww
also describes the research process, research design, pilot stud@m
development, and data collection procedures. *

d) Chapter Four: The analysis and results chapter explaierindings of
hypotheses formulated in Chapter 3 by using the Partial LeastSquare Structural
Equation Modeling (PLS-SEM) and Atlas.ti whic %to lanalyze the data
and presents the results of the statistical and qualitative a IME data.

e) Chapter Five: The discussion, implic

Yw
, and co Iu‘ioi%hapter
ions,\ i the~l'\¥'~tations of

T
the research, and offers suggestlonm ear é

summarizes the findings, discusses the i

T L
1.9  Chapter Summary o
n 5
This research was int in thesfirst ap ﬁ&an overview of the main
research area, i.e. an or an?mal cimml ntt \rlfylng the determinants. It is
q : [
followed by a list of issues t explal ch‘n ds and gaps. Five research questions

have been establi %‘neet ere archo |ves

&

N
The sgoep the stu ds Qg%.ﬂy explained by focusing on a selected
governmé@bu& ess pa alay5|a Thisis followed by atheoretical and
4
t r

practi rlbutlon e rch. Finally, this chapter is followed by the

or% nal analysis of the?tt’]y variables and the thesis's overall structure.

N



