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ABSTRACT  

 

Workplace environment plays a significant role in an organization. Most of the difficulties faced 

by employees are related to the workplace environment. The level of efficiency of employee’s 

learning and development can be augmented through developing a conducive working atmosphere 

in the organization. The objective of this study is to determine the relationship of the workplace 

environment on employee’s learning and development. The research was conducted at Penang 

Port Sdn. Bhd. A closed ended questionnaire using Google Form was adapted and established to 

get feedback from the target audience and SPSS was utilized for analysis to derive results from the 

collected data. From the Multiple Regression analysis, it was observed that two factors training 

and development and employee engagement has a relationship with employee’s learning and 

development. Therefore, it is suggested that enhancing the training, development and engaging 

employees in company activities are helpful in developing a working environment that has a 

positive impact on employee’s learning and development in the organizations. 

 

Keywords: workplace environment, employee’s learning and development, employee 

engagement, supervisor support, training and development 

 

 

INTRODUCTION 

 

Penang Port Sdn. Bhd. (PPSB) is one of the corporate units formed under the Privatization Policy 

of the Malaysian Government. Penang Port is the premier gateway within its surrounding region 
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for foreign trade. Penang Port provides the best application for service and technology at the most 

viable price. This business operates every day, 365 days a year, and 7 days a week, with 3 shifts 

24 hours a day. Penang Port is a very strategic port and is also directly linked to the east coast of 

Peninsular Malaysia via the East-West Highway, due to the easy access of all the major economic 

regions in the world. Since it takes just 30 minutes to get from the port to Bayan Lepas International 

Airport, Penang Port also serves very well as a modal sea-air option for cargo transportation. 

Employee’s learning and development of Penang Port Sdn. Bhd. is the most important aspect 

towards maintaining the profit made by the company. Because of that, it is vital to determine the 

workplace environment variables that may have a significant effect on the learning and 

development of the employees. Employees devote a significant portion of their time at work; 

hence, the workplace environment is an important component of employees' working life and in 

one way or another it affects them. It is concluded that employees who are happy with their work 

environment will contribute to more positive learning and development in their job performance 

(Kamarulzaman et al., 2011). To add on, the most relevant dependent variables in industrial and 

organizational psychology are the success of employees. Based on previous studies, it can be 

determined that the workplace environment is critical in the enterprise and has a high effect on 

workers with distinct aspects. The supervisor support, training and development and employee 

engagement are the factors of the workplace environment in an organization that could affect the 

employee’s learning and development. Due to the adverse impact of the environment on its 

outcomes, workers work in an unsafe and unhealthy workplace, which affects the overall 

effectiveness of the organization (Chandrasekar, 2011). Based on the issues stated above, the aim 

of this study is to determine whether the factors of the workplace environment, which are 

supervisor support, training and development and employee engagement could affect the 

employee’s learning and development. 

 

It is hoped that the findings could be utilized to improve on the working conditions of 

employees which leads to their learning and development. It also demonstrates that the results of 

this study would allow the company to know how to resolve employee and workplace problems 

and to recognize office design as a significant factor in increasing the development of employees. 

For enriched results, the study is expected to include information and steps to enhance the work 

environment of employees. 

 

LITERATURE REVIEW 

 

The Impact of Office Environment on Employees Learning and Development 

 

As studied by Bakotic and Babic (2013), the workplace climate often affects employee 

satisfaction, as workers tend to work in a less dangerous working environment. Gunaseelan and 

Ollukkaran (2012) found that it would have a positive effect on the learning and development level 

of employees on how well employees interact with their work environment. Mcguire and Mclaren 

(2009) found that a working environment has a powerful effect on the well-being of workers and 

creates interaction, teamwork and creativity and improves job satisfaction. In researching the effect 

of the indoor climate, Roelofsen (2007) found that the indoor environment has a great impact on 

job efficiency, and because of improving working conditions, the level of performance can be 

increased from 5 to 15 percent. Besides, workplace level also affects the stress of employees as 
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Preiser, W. and Vischer, J. (2006) says that a good working atmosphere can lead to better fit 

between workplace space and employees and leads to improved actions and emotions related to 

stress.  

 

Goudswaard et al. (2012) highlighted work life balance, psychological conditions at the 

level of motivation, social dialogue, management, and leadership coherence in defining factors 

that constitute a healthy working atmosphere and a good working environment leads to increased 

organization productivity. Ali, A.Y.S. et al. (2013) found that by keeping working conditions and 

the working environment up to a certain threshold level, employee’s learning and development 

can increase and consequently decrease if the workload rises from above a certain threshold level. 

To add on, Haynes (2008) found the behavioral components of the working environment have a 

greater effect than the physical components of the working environment and encourage innovation 

and the transfer of transactional information in an environment where the degree of interaction is 

strong. 

 

Supervisor Support 

 

Ekhsan, M. et al. (2020) define supervisor support as the support provided by superiors to 

strengthen the importance of activity values of learning and development so that they can help 

identify resources to help specific tasks and clarify career goals. Supervisors can heighten their 

employees thrives through adopting a management style suitable for deeper organizational 

connectivity (Kahn & Heaphy, 2014). Employees’ well-being is influenced by supervisor activities 

including their desire to preserve jobs with the employer organization (Harter & Adkins, 2015). 

Forbes.com (2019) found out that workers do not leave businesses, they leave managers. Support 

from a supervisor refers to the degree to which supervisors respect the efforts of workers and care 

for their welfare (Rasheed et al., 2013). The supervisor support effect is likely to be accomplished 

through a leader-member sharing process that encourages employee health and retention through 

addressing employee psychological needs (Gilbert & Kelloway, 2014; Hetland et al., 2011). 

Employees considered to be assisted by their supervisor experience a thriving sense of workplace 

and physical, psychological, and social well-being (Seligman, 2018). Next, supervisors can 

improve the prosperity of their workers by embracing a management style appropriate for deeper 

organizational connectivity (Kahn & Heaphy, 2014), job satisfaction, work dedication and general 

employee well-being (Kahn & Heaphy, 2014). (Mor Barak et al., 2009). Supportive supervisor 

may inspire workers to become more involved in their jobs by fostering a sense of purpose in their 

job roles (Ryan & Deci, 2011; Kahn & Heaphy, 2014).  

 

On the other hand, studies have established those unsupportive supervisors create negative 

effects on employee retention (Harter & Adkins, 2015; Forbes.com, 2019). Supervisor support 

facilitates changes in employee’s level of affective commitment which lead employees to retain in 

the organization. Basuil et al. (2016) also identified that supportive supervisors generate a common 

reality with employees that enhances affective involvement. Bhatnagar (2014) explained that a 

high degree of perceived supervisor support generates social capital and relationship networks that 

minimize voluntary employee turnover and enhance organizational performance. Therefore, the 

supervisor represents the company, and they serve as a direct connection to the mission and aim 

of the organization. 
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Training And Development  

 

Education and training for employees are one of the factors that determine the work results 

of employees because it can increase the knowledge and skills that employees already have 

(Ekhsan, M. et al., 2020). Training is an on-going and continuous process which aims to achieve 

better employee’s learning and development through improving employee attitude and the way 

employees behave at work (Mozael, 2015). It is also an action of upgrading employee skills for a 

specific task. To add on, steps taken to improve knowledge, skills and capability of an employee 

is known as training. It is essential for training to take place in any organization to ensure 

employee’s skills are always at par with the market standard especially in today’s era of fast 

changing environment and technology, and to constantly uphold the quality of work (Zahra et al., 

2014; Otuko et al., 2013).  

 

With training, employees would be able to adapt to the ever-changing situation and manage 

daily work operations while maintaining or even improving their job performance, as training 

prepares employees to be ready for any huddles and reduces employee resistance to change 

(Shafini et al., 2016). A well-trained employee will always be aware of his abilities, duties and 

responsibilities. The skills acquired can be efficiently utilized which will enable him to work 

towards the goals of the organization. The previous studies indicate that human resource 

management strategies and organizational success have a clear positive relationship (Purcell et al., 

2007).  

 

According to Swart et al. (2012), bridging the performance gap relates to the introduction 

of a related training intervention to build new employee skills and capabilities and increase 

employee’s learning and development. He further elaborates the definition by explaining that 

training allows companies to comprehend that their employees do not perform well and that their 

expertise, abilities, and attitudes must also be formed. There may be different explanations for 

poor employee’s learning and development, such as workers may no longer feel inspired to use 

their talents, or may not be positive enough in their abilities, or they may be facing conflicts 

between work and life. All the above considerations must be considered by the company when 

determining the most suitable training action, which allows the organization to unravel glitches 

and increase the level of motivation of employees to engage and meet company standards by 

demonstrating the desired performance. 

 

Employee Engagement  

 

In today's workplace, employee engagement has emerged as one of the main challenges. 

Employee engagement will continue to challenge organizations especially those with complexity 

and strict rules (Mishra et al., 2014). This factor tests the management because engagement is a 

key element in preserving the vitality, survival, and profitability of the company (Albrecht et al., 

2015; Farndale & Murrer, 2015). Organizations with highly involved workers have higher earnings 

than those that do not (Society for Human Resource Management, 2014). Also, highly engaged 

employees improved customer loyalty, revenue, and employee’s learning and development 

(Ahmetoglu et al., 2015).  
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The organization must manage its human capital efficiently, inspire workers to retain their 

high loyalty and deep commitment to the company to succeed and sustainable growth in rapid 

market development and tight competition (Chanana, N. (2020); Markos and Sridevi, 2010). Other 

researchers have reviewed the application of the concept of engagement at the workplace. 

Arrowsmith and Parker (2013) and Townsend et al. (2014) they essentially describe engagement 

as the participation of the employee's mental, physical, and cognitive work, and their degree of 

employee engagement can be seen from their passion and commitment in their workplace. It means 

that workers have a deep dedication to the business or a strong connection to it and it is expected 

that their learning and development will increase.  

 

Mishra et al. (2014) recommended three items to be done by leaders to build and sustain 

employee engagement with the organization. Firstly, is consistency where leaders must be 

consistent in providing employee feedback and instruction. Secondly is effective communication, 

emphasizing that leaders must convey the company's vision, project plan and policy as best as 

possible and third is to combat or clear out rumours, which means that the leaders must explain 

the background of his decision and policies, and no added negative interpretation.  

 

METHODOLOGY 

 

This research is quantitative and correlational in nature. It is a non-contrived and cross-sectional 

study. According to Sekaran and Bougie (2016) unit of analysis is perceived as the aggregation 

level of the data collected through the next data analysis phase. Unit of analysis is the major entity 

that is being analysed in a study. It is the 'what' or 'who' that is being studied. In this analysis, it 

focuses on the impact of the office environment on employee’s learning and development. 

Therefore, the unit of analysis for this study is individual. 

 

The population of the respondents for this research are the employees of Penang Port Sdn 

Bhd which are about 1000 people. According to Chambers and Skinner (2003), the sampling unit 

is identified as the basic unit, for instance person, household, pill around which a sampling 

procedure is planned. Since, there are about 1000 of employees that work in Penang Port Sdn Bhd, 

hence, the research selected all the employees as the population of this study. With reference to 

Pedhazur as cited by Sekaran and Bougie (2016), good research exactly covers the sample size 

that is less than 500 and exceeds 30 respondents. Therefore, 100 units of questionnaire were 

distributed to all employees at Penang Port Sdn Bhd. Convenience sampling, which is a type of 

non-probability sampling, was employed for this study in which individuals are sampled simply 

because researchers have "convenient" data sources, and it was employed for the sampling process 

of this study. 

 

Data were collected using questionnaires that were adapted from various past studies. The 

questionnaire method was chosen because a large sample would be targeted. The questionnaire 

was also used because large data can be collected within a limited period and the researchers can 

gather all the completed answers quickly and effectively. The questionnaire was distributed using 

Google Form via WhatsApp and telegram to the whole population of the Penang Port. Upon 

achieving 100 respondents, the form was restricted to receive any more responses. 
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FINDINGS 

 

Table 1.1 Reliability Analysis 

Study Variables Cronbach’s 

Alpha 

No. of 

Items 

Supervisor Support .841 5 

Training and 

Development 

.851 5 

Employee Engagement .816 5 

Employee Performances .832 5 

 

Table 1.1 above showed the result of Reliability Analysis for the variables in this study.  

From the above table, the researcher found that all the variables are good as according to the rule 

of thumb by Sekaran and Bougie (2016) which stated the value should be above 0.7.  It means that 

the instrument used in collecting the data was reliable and understandable by the respondents. 

 

Table 1.2 Frequency Analysis 

Items  Frequencies Percentage (%) 

Gender Male 46 48.4 

 Female 49 51.6 

Age 20 – 29 years 25 26.3 

 30 – 39 years 38 40.0 

 40 – 49 years 23 24.2 

 50 years & above 9 9.5 

Marital Status Single 22 23.2 

 Married 70 73.7 

 Divorced 3 3.2 

Education SPM and below 35 36.8 

 Certification 4 4.2 

 Diploma / STPM 36 37.9 

 Degree 17 17.9 

 Master 3 3.2 

 PhD 0 0 

Length of 

Services 

Less than 1 year 20 21.1 

 1 – 3 years 16 16.8 

 4 – 7 years 22 23.2 

 8 years & above 37 38.9 
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Training Attended  Once 23 24.2 

 2 times 10 10.5 

 3 times 3 3.2 

 4 times 9 9.5 

 5 times 14 14.7 

 6 times 9 9.5 

 7 times 3 3.2 

 8 times 10 10.5 

 9 times 2 2.1 

 10 times 5 5.3 

 11 times 5 5.3 

 12 times 1 1.1 

 14 times 1 1.1 

 

The response rate for this study was 100% as it was collected internally among the Penang 

Port employees. The managers encouraged their employees to answer the questionnaire within the 

time given. Referring to the table 1.2 above, showed the results for the frequency analysis of the 

gender, age, marital status, education background, length of services and training attended.  The 

respondents for this study are 95 employees of Penang Port Sdn. Bhd.   

 

For this study, out of the 95 respondents, 51.2% were from female employees, 40% (38 

respondents) are in the age of 30 to 39 years old, 73.7% were married and 37.9% were Diploma 

holders. Most of the respondents (38.9%) have 8 years and above working experiences in this 

company and 24.2% have attended only once training program during their services in the 

company. 

 

 

 

Table 1.3 Multiple Regression Analysis 

Independent Variables 
Standardized 

Coefficients Beta (β) 
t Sig. 

Supervisor Support .087 .905 .368 

Training and Development .550 5.274 .000 

Employee Engagement .319 3.147 .002 

R = .931 

R Square = .867 

Adjusted R square = .863 

Durbin Watson = 1.588 

 

By referring to table 1.3, the Multiple Regression Analysis R shows a substantial 

correlation between the three independent variables and dependent variables (R = .931). The R – 

square (R²) value identifies the portion of the variance accounted for by the independent variables 

that are approximately .867 of the variances in the employee’s learning and development is 

accounted for by supervisor support, training and development and employee engagement. This 

value indicates that these three factors explain training transfer by 86.7%. It means that 86.7% 
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changes of dependent variable which is employee’s learning and development can be explained 

by the three independent variables, supervisor support, training and development and employee 

engagement. 

The Beta (β) values indicate the relative influence of the variables that is, training and 

development have the greatest influence on employee performances (β = .550, p < 0.01), followed 

by employee engagement (β = .319, p < 0.05) but supervisor support (β = .087, p > 0.05) shows 

no significant relationship with employees learning and development. The direction of influence 

for all the three variables is positive.   

 

DISCUSSION  

 

This study was conducted to assist Penang Port Sdn Bhd to identify the impact of workplace 

environment on employee’s learning and development in the company. The purpose of conducting 

this research is to identify the relationship between dependent variables which is employee’s 

learning and development and independent variables which are supervisor support, training and 

development and employee engagement. The first aim of the study was the relationship between 

supervisor support and employee’s learning and development. It was identified that there is no 

relationship between supervisor support and employee’s learning and development. It contradicts 

with much past research discussed earlier (Ekhsan, et al., (2020); Forbes.com (2019); Seligman, 

2018). It may be deemed too due to different cultural background, possibly employees in Malaysia 

prefer to work more independently once they understand their tasks. So, supervisor support is not 

much needed, and it turns out to be insignificant. 

 

Next, the second objective is the relationship between training and development and 

employee’s learning and development. This study established that there is a significant relationship 

between training and development and employee’s learning and development. So, the hypothesis 

is accepted because according to Swart et al. (2005) and Shafini et al. (2016), bridging the learning 

and development gap relates to the introduction of a related training intervention to build new 

employee skills and capabilities and increase employee capabilities in learning and development. 

Training programs can permit employees to change their attitude towards the job, which is also a 

significant factor for improving their efficiency.  

 

For the third aim, which is the relationship between employee engagement and employee’s 

learning and development, this research indicates that there is a significant relationship between 

employee engagement and employee’s learning and development. It might be due to when 

employees are engaged, they are aware of their responsibilities in achieving organizational goals 

and motivate their co-workers for the accomplishment of those objectives. As indicated earlier, 

highly engaged employees in organizations may improve customer loyalty, revenue, and employee 

productivity. (Ahmetoglu et al., 2015).  
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RECOMMENDATION 

 

From the study above, a few recommendations have been identified which are: 

 

Schedule a one-on-one brainstorming meeting between the employee and the supervisor  

 

For workers who are engaging, like direct reviews, this is a perfect strategy that would 

make them feel comfortable expressing their own perspectives and opinions. It's also a chance to 

collaborate and ensure that the employee and supervisor are transparent. The status of their output 

should always be understood by both the supervisor and staff. If output is suffering, or it's just time 

for a change, it can really make a difference to apply best practices for both parties to increase the 

quality and efficiency of work. 

 

 

Training doesn’t end at on boarding 

 

Initially, new hires receive a lot of attention and direction during their boarding period, but 

this should not be the only training obtained by employees. Continuous training is a vital aspect of 

keeping workers motivated, gradually learning, and developing themselves. Besides, they’ll feel 

empowered in new ways to think and work. Often, when something is fresh and daunting, it's 

difficult to maintain too much knowledge. Continuous contextual learning preparation helps 

workers to receive refreshers and follow-up information in the event of something overlooked 

during initial boarding. 

 

Foster a positive work environment 

 

Employees who are satisfied with their workplace environments are also higher 

performing. When the workplace is clean and tidy and the people around the workplace are 

inspiring and optimistic, it will make the employees comfortable and motivated to learn and 

expand their capabilities. A more productive environment can be fostered by encouraging 

employees to customize and de-clutter their workplace. This also implies that team morale is 

increased and constructive contact within the team is ensured. 

 

CONCLUSION  

 

The purpose of the study is to identify the relationship between supervisor support, training and 

development and employee engagement and the employee’s learning and development in Penang 

Port Sdn Bhd. The questionnaire has been circulated via Google form to all the research 

respondents. The analysis methods used to achieve the research objectives are Frequency analysis 

and Multiple Regression Analysis.  

 

Two out of three variables of the workplace environment were identified to have a positive 

significant impact on employee’s learning and development. It can be concluded; the workplace 

environment is one of the most critical components influencing the efficiency of workers within 

an organizational environment. The factors training and development and employee engagement 
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are helpful in developing a workplace environment that has a positive impact on employees’ 

performances in the organization. As employees that are motivated, their ability to learn and grow 

will increase and achieve the desired outcomes and goals of the job which in turn will lead the 

organization as a whole to be successful. 

 

ACKNOWLEDGEMENTS 

 

The authors would like to thank the Penang Port Sdn Bhd. for all the co-operations and assistance 

for this study to be conducted. Also thank you to all individuals that have been directly or indirectly 

involved with this study. 

 

REFERENCES  

 

Ahmetoglu, G., Harding, X., Akhtar, R., & Chamorro-Premuzic, T. (2015). Predictors of creative  

achievement: Assessing the impact of entrepreneurial potential, perfectionism, and 

employee engagement. Creativity Research Journal, 27(2), 198-205. 

 

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee  

engagement, human resource management practices and competitive advantage. Journal   

of Organizational Effectiveness: People and Performance, 7 – 35. 

 

Ali, A. Y. S., Sidow, M. A., & Guleid, H. S. (2013). Leadership styles and job satisfaction:  

Empirical evidence from Mogadishu universities. European Journal of Management  

Sciences and Economics Vol 1(1), 84 – 96. 

 

Arrowsmith, J., & Parker, J. (2013). The meaning of ‘employee engagement for the values and  

roles of the HRM function. The International Journal of Human Resource Management, 

24(14), 2692-2712. 

 

Bakotic, D., & Babic, T. (2013). Relationship between working conditions and job satisfaction:  

The case of Croatian shipbuilding company. International Journal of Business and Social 

Science, 4(2), 206 – 213. 

 

Basuil, D. A., Manegold, J. G., & Casper, W. J. (2016). Subordinate perceptions of family‐  

supportive supervision: the role of similar family‐ related demographics and its effect on 

affective commitment. Human Resource Management Journal, 26(4), 523-540. 

 

Bhatnagar, J. (2014). Mediator analysis in the management of innovation in Indian knowledge  

workers: the role of perceived supervisor support, psychological contract, reward and 

recognition and turnover intention. The International Journal of Human Resource 

Management, 25(10), 1395-1416. 

 

 

Chanana, N. (2020). Employee engagement practices during COVID‐ 19 lockdown. Journal of   

Public Affairs, 1- 8. 



Journal of Creative Practices in Language Learning and Teaching (CPLT) 

Volume 9, Number 2, 2021   
 

                                                                                                        

161 
 

 

Chambers, R. L., & Skinner, C. J. (Eds.). (2003). Analysis Of Survey Data. John Wiley & Sons. 

 

Chandrasekar, K. (2011). Workplace environment and its impact on organisational performance  

in public sector organisations. International Journal of Enterprise Computing and Business 

Systems, 1(1), 1-19. 

 

Ekhsan, M., Badrianto, Y., Fahlevi, M., & Rabiah, A. S. (2020, February). Analysis of the Effect  

of Learning Orientation, Role of Leaders and Competence to Employee Performance Front 

Office the Sultan Hotel Jakarta. In 4th International Conference on Management, 

Economics and Business (ICMEB 2019) (pp. 239-244). Atlantis Press. 

 

Farndale, E., & Murrer, I. (2015). Job resources and employee engagement: A cross-national  

study. Journal of Managerial Psychology, Vol. 30 No. 5, pp. 610-626.  

 

Forbes.com (22 November 2019). People Don’t Leave Bad Jobs, They Leave Bad Bosses: Here’s  

How To Be a Better Manager to Maintain and Motivate Your Team. 

https://www.forbes.com/sites/jackkelly/2019/11/22/people-dont-leave-bad-jobs-they-

leave-bad-bosses-heres-how-to-be-a-better-manager-to-maintain-and-motivate-your-

team/?sh=64e1659a22b9  

 

Gilbert, S., & Kelloway, E. K. (2014). Using single items to measure job stressors. International  

Journal of Workplace Health Management, Vol. 18, 1 – 18. 

 

Gunaseelan, R., & Ollukkaran, B. A. (2012). A study on the impact of work environment on  

employee performance. Namex International Journal of Management Research, Vol. 71, 

1-16. 

 

Goudswaard, A., Dhondt, S., Vergeer, R., Oeij, P., Leede, J. D., Adrichem, K. V. C., ... & Tóth,  

A. (2012). Organisation of working time: Implications for productivity and working 

conditions. Overview Report. 

 

Harter, J., & Adkins, A. (2015). Engaged employees less likely to have health problems.  

Pridobljeno dne,3, 2015. 

 

Haynes, B. P. (2008). An evaluation of the impact of the office environment on productivity.  

Facilities. 

 

Hetland, H., Hetland, J., Andreassen, C. S., Pallesen, S., & Notelaers, G. (2011). Leadership and  

fulfillment of the three basic psychological needs at work. Career Development 

International, 16(5), 507–523 

 

Kamarulzaman, N., Saleh, A. A., Hashim, S. Z., Hashim, H., & Abdul-Ghani, A. A. (2011). An  

overview of the influence of physical office environments towards employees. Procedia 

Engineering, 20, 262-268. 



Journal of Creative Practices in Language Learning and Teaching (CPLT) 

Volume 9, Number 2, 2021   
 

                                                                                                        

162 
 

 

Kahn, W. & Heapy, E.D. (2014). Relational contexts of personal engagement at work. In C. Truss,  

R. Delbridge, E. Soane, K. Alfes, & A. Shantz (eds.) Employee engagement in theory and 

practice (pp. 163-179). Abingdon: Routledge. 

 

Markos, S., & Sridevi, M. S. (2010). Employee engagement: The key to improving performance.  

International Journal of Business and Management, 5(12), 89. 

 

McGuire, D., & McLaren, L. (2009). The impact of physical environment on employee  

commitment in call centres: The mediating role of employee wellbeing. Team Performance  

Management, 15 (1–2), 35–48. 

 

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving employee engagement: The expanded role  

of internal communications. International Journal of Business Communication, 51(2), 183-

202. 

 

Mor Barak, M. E., Travis, D. J., Pyun, H., & Xie, B. (2009). The impact of supervision on worker  

outcomes: A meta-analysis. Social Service Review, 83(1), 3-32. 

 

Mozael, B. M. (2015). Impact of training and development programs on employee performance.  

International Journal of Scientific and Research Publications, 5(11), 37-42. 

 

Otuko, A. H., Chege, K., & Douglas, M. (2013). Effect of training dimensions on employee’s work  

performance: a case of mumias sugar company in Kakamega County. International  

Journal of Business and Management Invention, 2(9), 138-149. 

 

Purcell, J., & Hutchinson, S. (2007). Front‐ line managers as agents in the HRM‐ performance  

chain: theory, analysis, and evidence. Human Resource Management Journal, 17(1), 3-20. 

 

Preiser, W., & Vischer, J. (Eds.). (2006). Assessing building performance. Routledge. 

 

Rasheed, A., Khan, S., & Ramzan, M. (2013). Antecedents and consequences of employee  

engagement: The case of Pakistan. Journal of Business Studies Quarterly, 4(4), 183. 

 

Roelofsen, F. (2007). Distributed knowledge. Journal of Applied Non-Classical Logics, 17(2),  

255-273. 

 

Ryan, R. M., & Deci, E. L. (2011). A self-determination theory perspective on social, institutional,  

cultural, and economic support for autonomy and their importance for well-being. In 

Human autonomy in cross-cultural context (pp. 45-64). Springer, Dordrecht. 

 

Seligman, M. (2018). PERMA and the building blocks of well-being. The Journal of Positive  

Psychology,13(4), 333-335. 

 

Sekaran, U., & Bougie, R. (2016). Research methods for business: A Skill Building Approach.  



Journal of Creative Practices in Language Learning and Teaching (CPLT) 

Volume 9, Number 2, 2021   
 

                                                                                                        

163 
 

John Wiley & Sons. 

 

Shafini, N., Syamimi, J., Amalina, N.nRapidah, S. & Sakina, H. (2016) Workplace Training:  

Reinforcing Effective Job Performance, e-Academia Journal UiTMT, 5(1), pp1-15   

[Online] 

 

Society for Human Resource Management (2014). SHRM Foundation Impact Report 2014.  

https://www.shrm.org/aboutshrm/newsaboutshrm/documents/2014%20shrm%20foundat 

on% 20annual%20impact%20report.pdf  

 

Swart, W., Hall, C., & Chen, H. (2012, January). Human performance in supply chain  

management. In Supply Chain Forum: An International Journal, Vol. 13, No. 2, pp. 10-

20. 

 

Townsend, K., Wilkinson, A., & Burgess, J. (2014). Routes to partial success: Collaborative  

Employment relations and employee engagement. The International Journal of Human 

Resource Management, 25(6), 915-930. 

 

Zahra, S. A., Wright, M., & Abdelgawad, S. G. (2014). Contextualization and the advancement of  

entrepreneurship research. International Small Business Journal, 32(5), 479-500. 

 

 

ABOUT THE AUTHORS 

 

Dr Sarah Sabir Ahmad is a senior lecturer from the Faculty of Business Management with more 

than 15 years of experience in teaching. Currently holding the position of the Head of Postgraduate 

Unit in UITM Kedah. Her interests are focused on Human Resource, Marketing, Research 

Methods and Organizational Behavior. Enthusiastic and energetic when learning new things.  

 

Dr Azfahanee Zakaria is a senior lecturer at the Faculty of Business and Management, Universiti 

Teknologi MARA, Cawangan Kedah. She graduated from University Utara Malaysia with a PhD 

in Public Management. Her research interest is in the area of Leadership, Employee Engagement, 

Self-Development, and Change Management.  

 

Norsyuhada Wazir is a graduated bachelor’s degree students with high enthusiasm in research 

work. She is currently pursuing her master’s degree in UITM Kedah. 

 

Dr Mhd Azmin Mat Seman is a senior lecturer currently holding the position of Deputy Director 

of Academic Support. He has interest in various areas in research and learning new technique for 

conducting research. 

 

https://www.shrm.org/aboutshrm/newsaboutshrm/documents/2014%20shrm%20foundat

