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To my beloved daughters
“Always believe in yourself
Go forth & live your dreams

Stride ahead shun your fears

And seek help in patience & prayers”
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ABSTRACT

This study aims to identify the occurrence of informal learning at workplace. It is also
aims to determine the association between organizational factors management support,
organizational physical setting, rewards and technology in workplace to promote
involvement in informal learningin the workplace among non-academic
staff. Previous research emphasized the importance of lifelong learning at the
workplace that existed in all forms of learning including informal learning. It was also
stated that conducive work environment supported the practices of lifelong learning
within the organization that shows contextual factors play an important aspect in
workplace learning. This study used quantitative survey of analysis and 120 self-
administered questionnaires were distributed to all non-academic staff in UiTM (Pasir
Gudang Campus) in order to determine and answer the research objectives. The result
revealed that the level of external factors and level of informal learning are being rated
high, and the contextual factors are positively influenced in informal learning
involvement as follows: 1) level of external factors is in the range of medium and high
level; 2) level of informal learning is also being rated high; 3) management support,
physical setting, rewards, and technology characteristics affect informal learning
involvement. Thus, it is essential for organization to emphasize on combination of the
right organizational factors and strategies, in order to promote and encourage informal

learning involvement in a workplace.
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ABSTRAK

Kajian ini bertujuan untuk mengenal pasti kewujudan pembelajaran tidak formal di
tempat Kkerja, serta mengenal pasti hubungan antara faktor-faktor organisasi seperti
sokongan pengurusan, persekitaran fizikal organisasi, ganjaran dan teknologi untuk
menggalakkan penglibatan dalam pembelajaran tidak formal di tempat kerja dalam
kalangan kakitangan bukan akademik. Kajian lalu ada menekankan kepentingan
pembelajaran sepanjang hayat di tempat kerja yang wujud dalam semua bentuk
pembelajaran termasuklah pembelajaran tidak formal. Turut juga dinyatakan bahawa
persekitaran kerja yang kondusif menyokong amalan pembelajaran sepanjang hayat
dalam organisasi yang menunjukkan bahawa faktor luaran memainkan aspek penting
dalam pembelajaran di tempat kerja. Kajian ini menggunakan kajian berbentuk
analisis kuantitatif dan sebanyak 120 borang soal selidik telah diedarkan kepada
semua kakitangan bukan akademik di UiTM (Kampus Pasir Gudang) untuk
menentukan dan menjawab kesemua objektif kajian. Hasil dapatan menunjukkan
bahawa tahap faktor-faktor luaran dan tahap pembelajaran tidak formal diberi nilai
sederhana dan tinggi, dan faktor-faktor luaran menunjukkan hubungan yang positif
dalam mempengaruhi penglibatan pembelajaran tidak formal seperti berikut: 1) Tahap
faktor-faktor organisasi adalah dalam lingkungan tahap penglibatan sederhana dan
tinggi; 2) tahap penglibatan dalam pembelajaran tidak formal juga adalah tinggi; 3)
sokongan pengurusan, persekitaran fizikal organisasi, ganjaran, dan ciri-ciri teknologi
mempengaruhi penglibatan pembelajaran tidak formal. Oleh itu, adalah penting bagi
sesebuah organisasi untuk memberi penekanan terhadap faktor organisasi dengan
mengabungkan faktor-faktor yang praktikal serta strategi yang baik dalam usaha untuk
mempromosikan dan menggalakkan penglibatan pembelajaran tidak formal di tempat

kerja.
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CHAPTER 1

INTRODUCTION

1.1 Background of The Study

Globalization brought many challenges, impacts and opportunities to
developing countries like Malaysia. Rapid change of technology and demographic,
issues of labor and employment gave a significant impact towards the needs of skill
and expert workers. In the present diverse and globalized world, there is
interdependency with the environment where people face constant life changes and all
adult learners experience transformative learning to attain new knowledge (Yeboah,
2012). Moreover, learning must be a lifelong learning especially in facing an
accelerating changing world, where adult learning should be concerned by providing
adequate resources and supports for self-directed enquires (Knowles, 1970). In order
to survive in the rapid globalization era and highly competitive environment, mankind
becoming more aware with the needs and expands their knowledge and skills in order
to increase and improve their productivity and performance in order to gain

satisfaction which can be gained through learning.

As mentioned above, one of the ways for people to develop their skills,

ability and knowledge is through learning that can occur in a workplace. In addition,



work-place learning takes place in many settings and in different ways, resulting in
knowledge and skills of different kinds (Berglund & Andersson, 2012), which support
the concept of lifelong learning and its emergence. Lifelong learning can be
recognized as the opportunity to learn beyond the formal setting of education that able
to enhance capabilities especially among adults. Learning aspects in an organization,
starts on the level of the individuals when they reflect on something that they have
experienced (Albinsson & Arnesson, 2012). Furthermore, it is a learning process
effort based on their workplace training and experience which includes gain
knowledge, skills, competencies either in formal or informal way (Nordin, 2008).
This explains how individuals or employees gain several types of learning especially
informal learning, which they learned every day beyond their consciousness especially
through workplace experiences.

There are three types of learning: (a) formal learning, (b) non-formal
learning, and (c) informal learning. Formal learning is more structured and systematic
in nature. Formal learning is as an institutional ladder that goes from preschool to
graduate studies (Schugurensky, 2000). The author also explained non-formal
learning refers as all organized educational programs that take place outside the formal
school system, and are usually short-term and voluntary. However, in this research,
the focus will emphasize more on informal learning which is refers as any learning
activity that inspired outside of a classroom or seminar setting (Kremer, 2005). It is
includes self-directed learning, learning by doing, learning by watching, reflection,
and talking to colleagues (Alonderiene, 2010)

Among professionals view was that their learning had been achieved,
and continued to be achieved, largely by informal learning during, or in association
with, their day to day work (Chivers, 2011). Besides, it is revealed that most of the
learning occurring in the workplace is a result of informal, rather than formal
mechanism (Kremer, 2005). Thus, in order to sustain and improve the performance of
the employees, it is important for any organization to emphasize on learning aspects
specifically in terms of informal learning among their employees and understand what

influence its emergence. Besides, informal learning can be unarticulated and tacit



(Berglund & Andersson, 2012), where it is hard in gaining information of such

learning that are not directly express.

Workplace learning activities involve participation or engagement in a
specific program that is planned and/or supported by the organization, or an individual
activity for the purpose of acquiring knowledge and skills to deal with a task,
challenges or situation that happen in the workplace (Choi, 2010). Workplace
activities usually situated within a context and thus characteristics of the employee and
the environment must be considered (Kremer, 2005). Work environment
characteristics are defined as the perception of the conditions or practices in an
organization that are likely to promote or inhibit participation or engagement in
workplace learning activities (Choi, 2010). A right environment and mix of strategies
are a great foundation for workplace learning effort (Cofer, 2000). The above
statements show the important of organizational characteristics in learning effort,
hence the influence of organizational factors are take into account in this research.
Moreover, this study aims to determine the association between organizational factors
and involvement in informal learning aligned or inconsistent with the past studies. It
is expected based on most of previous research shows that the external factors such as
resources and environment provided by the organization have significant relationship
with informal learning. For that reason, the purpose of this research is to identify the
level and relationship organizational factors which are the environment (management
support and organizational physical setting) and resources (rewards and technology) in

the workplace setting to promote involvement in informal learning

1.2 Problem Statement

Based on the past research that focus in informal learning aspect, had
identified a number of variables that relate on the factors that influence the

involvement in informal learning activities, however with variety point of view shown



and were mainly conducted in western countries. While organizational context is
considered to be significant in facilitating or inhibiting informal learning, limited
research has been conducted that explores such factors and how they influence
informal learning (Ellinger, 2005).

Few researches had examined informal learning among administrators
in organizational context. Several local researches are focus on academic staff or
teachers rather than on the administrator. A research in Malaysia, reports teachers’
individual and team learning practices, formal and informal; are very important to
enhance their knowledge and professionalism (Ishak, Ghani & Siraj, 2013). A
research of informal learning among the Malays, concluded that contextual factors
such as culture and religion, influences the involvement in informal learning (Junoh,
Amran & Danial, 2009). In the other hand, a research on informal learning among
academic staff in Public Higher Learning Institutions revealed that informal learning
among academician involved in several ways such as online interactions and using the
internet to share information and experiences with coworkers that able to enrich

knowledge, skills and attitudes among them (Mat Junoh et al., 2009).

The workplace context brings new perspectives to research on learning
because it encompasses a wide range of more or less structured environments, which
are only rarely structured with learning in mind (Eraut, 2004). A past research
findings emphasized the importance of lifelong learning at the workplace that existed
in all forms of learning including informal learning, and concluded that conducive
work environment supported the practices of lifelong learning within the organization
(Mohamad, Hassan & Silong, 2004). It shows that work environment plays an

important aspect in workplace learning.

By reviewing past research findings, it shows that some of them are
conflicting and inconsistent with one another. Choi & Jacobs (2011) revealed that a
supportive learning environment did not have a direct effect on informal learning but

it had a modest but significant indirect effect on informal learning through formal



learning where it influences informal learning differently in different cultural contexts.
Additionally, the study revealed that informal learning is influenced more by personal
characteristics as the authors explains that learning process is usually initiated by
themselves regardless of whether the organization encourages it. According to Berg
& Chyung (2008), there is no significant correlation between informal learning

engagement and the presence of learning organization characteristics.

However, in terms of physical setting context according to Lohman
(2006), work areas need to be strategically designed so that employees, especially
those in their early stages of development, are located near colleagues in the same
technical or professional area. Kyndt et al. (2009) also mentioned that clerks who are
always situated between the staff members and the workers have more chance to gain

information and knowledge from others.

Moreover, there is considerably extend understanding of the
importance of learning-committed leadership and management as an organizational
contextual factor, and of how managers and leaders support or inhibit informal
workplace learning (Ellinger, 2005). Thus, it is required to identify the relationship of
environment factors such as management support and physical setting and resources

factors such as rewards and technology in promoting informal learning.

According to Nordin et al. (2008) Higher Education Institutions also
play roles in enhancing the development of lifelong learning by improving the quality
in teaching and learning, improvement in tertiary education, and introducing varies
path and modes for each individual. Higher Education Institutions face increasing
challenges nowadays where they are facing and undergoing major transformations that
highly gaining their attention to emphasize more on attracting not only high quality
students but also high quality human resource (Kee Ming Sia, 2011). To maintain the
nation’s competitive economic edge, workforce must have education and training

beyond high school, and post-secondary institutions must attract and retain a growing



number of students (Lotkowski, Robbins & Noeth, 2004). These challenges are not

only being faced by academic staff, but also to non-academic staff.

There have not much attention being given among non-academic staff
especially in Higher Education Institutions, even though there are many past research
based on informal learning conducted in various areas such as among local authorities,
teachers and academic staff in higher institution from Madinah (2004); Mat Junoh et
al. (2009); and Ishak et al. (2013). Therefore, the purpose of this research is to find
out if there are any similarities or differences from the previous research findings in
determining the organizational factors that influence the involvement of non-academic
staff in informal learning. Moreover, this research aims to identify the relationship of
environment factors (management support and organizational physical setting) and
resources factors (rewards and technology) in the workplace setting to promote
involvement in informal learning that has been recognized however less being

examined among non-academic staff.

1.3 Purpose of the Study

This research aims to identify the occurrence of informal learning at
workplace. Moreover, it is also to determine the association between organizational
factors such as environment and resources that influence the involvement of informal

learning in the workplace among non-academic staff.
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1.5

Research Questions of the Study

. What is the level of working environment (management support and

organizational physical setting), and organizational resources (rewards

and technology)?

. What is the level of informal learning among non-academic staff in

Pasir Gudang Campus, UiTM Johor Branch?

. What is the relationship between management support and informal

learning involvement?

. What is the relationship between physical setting and informal learning

involvement?

. What is the relationship between rewards and informal learning

involvement?

. What is the relationship between technology provided and informal

learning involvement?

Objective of the study

. To identify the level of working environment (management support and

organizational physical setting), and organizational resources (rewards

and technology).

. To identify the level of informal learning among non-academic staff in

Pasir Gudang Campus, UiTM Johor Branch.

. To identify the relationship between management support and informal

learning involvement.

. To identify the relationship between physical setting and informal

learning involvement.

. To identify the relationship between rewards and informal learning

involvement.



6. To identify the relationship between technology provided and informal

learning involvement.

1.6 Significance of the Study

This study will contribute by inserting values and understanding to
future learning effort especially in working environment context in many ways.
Moreover, it also contributes to theories and practices related in workplace learning.
Learning is considered as continuous process in life, and as an important element to
achieve in the development of a nation (Junoh et al., 2009). The objective of lifelong
learning is to increase individual, nations’ quality of life, and Malaysia’s human
capital development (Zainal Abidin, Esa, Ahmad & Rashid, 2008). Lifelong learning
concept in Malaysia is largely formal learning and involve in non-formal learning,

however little value is attached to informal learning (Bax & Hassan, 2003).

Fuller & Unwin (2005), research confirmed the importance of the
workplace as a site for learning and a site in which older people continue to learn. An
important starting point for thinking about workplace learning is recognition that
learning is not the primary goal of the workplace but a by-product of engagement in
the activities and relationships involved in the production of goods or service (Fuller
& Unwin, 2005). Besides, workplace learning has taken on an increasingly popular
role as a vehicle which organizations can achieve not only their short goals, but also
their long term strategic visions (Cofer, 2000). Therefore, this research also able to
assist and respond the management or Human Resource (HR) practitioner in
integrating and developing learning effort and activities in the workplace in order to

achieve organizational goals as well.

This study will provide several suggestions and recommendations on



potential organizational contextual factors that able to enhance the involvement of
staff in informal learning activities. In addition, this study able to assist HR
practitioner, managers, and top management level by providing them relevant
information in fostering better working environment that could motivate staff at the

workplace as well.

Under the umbrella term of workplace learning, organization can
categorize their efforts as either formal or informal (Cofer, 2000). Therefore, this
study helps in giving deeper understanding of what kind of activities and why people
involve in learning activities especially in informal learning context, which is hard to
study and examined because it’s not explicitly express as compared to formal learning

that are more structured and well documented.

Several factors including individual and organizational factors are
taken into account in the past research, either from local or western countries. While
according to (Lohman, 2006), few studies have investigated the ways in which certain
characteristics of workers and the work environment influence participation in specific
informal learning activities. More study should be conducted in future to contribute
with the existing informal learning research by determining and understand its
importance in present organizational environment. Therefore, this study able to assist
future research by evaluating the information revealed with the facts that they will
gain especially that related with informal learning.

1.7 Limitations

There are several limitations in studying informal learning in this
research. It might be hard for candidates to actually understand, acknowledge, and

aware their involvement in informal learning. It is because informal learning is
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largely invisible, because much of it is either taken for granted or not recognized as
learning; the resultant knowledge is either tacit or regarded as part of a person’s
general capability rather than something that has been learned (Eraut, 2004); it is the
type of learning which is often invisible and unknown even to the learners (Hagh
Talab, 2013).

There might be lack of available and reliable data from the candidates
that can bring difficulty in gaining meaningful findings. Moreover, the data to be
collected depends on having access to all staff (non-academic staff) that could be

challenging because some of the group is working in shift.

1.8 Conceptual and Operational Definitions of Terms

18.1 Informal Learning

Informal learning refers to any learning activities which occurs outside
the domain of formal and non-formal educational programs (Hagh Talab, 2013).
People mostly are unaware of such learning even though it happens in their everyday
life. It includes self-directed learning, learning by doing, learning by watching,
reflection, and talking to colleagues (Alonderiene, 2010). Additionally, informal
learning is defined as any learning activity that inspired outside of a classroom or
seminar setting (Kremer, 2005), and it’s often happens spontaneously and
unconsciously without any a priori stated objectives in terms of learning outcomes
(Kyndt, Dochy & Nijs, 2009).
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1.8.2 Involvement in Informal Learning

There are different ways that people get involve in informal learning,
where in some case, it can be spontaneous involvement such as accidentally or
unintentionally learned something (Jurasaite-Harbison, 2008). The author also stated
people deliberate involve in informal learning when they seemed to have detailed plan
of what they wanted to learn, and were motivated to find out something specific in
order to solve a dilemma being faced. The involvement in this research means the
engagement, voluntary or not, of an individual (Kremer, 2005) in informal learning
activity, where the variables range from environments factors (management support

and organizational physical setting) and resources factors (rewards and technology).

18.21 Working Environment

Working environment is the perception of the conditions or practices in
an organization that are likely to promote or inhibit engagement in workplace learning
activities (Choi, 2010). Previous author also stated that it is able to influence process
of learning informally (Redling, 2010). In this research the variables that had been

identified are management support and physical setting.

1. Management Support

Management support is defined as perceived support from supervisors
for learning activities which consists of things as encouraging participation in learning
activities, assigning tasks to use knowledge or skills, providing information regarding
learning activities, and arranging work schedules for learning, rewards, and materials
and supplies allocated for learning (Choi, 2010). The attitude and interaction of a
manager can directly affect an employee’s choice to learn or perform in the workplace

and superiors have more control over the opportunity and employee will have and can



12

provide feedback and guidance (Redling, 2010), that able to encourage in informal
learning involvement in the workplace. Based on this study, management support will
referred as senior management support, management support, leadership commitment
(Choi, 2010), managers, and leaders (Ellinger, 2005) that can encourage in informal

learning involvement.

2. Physical Setting

Physical setting is referred as the physical structures that accommodate
impromptu interactions, side-by-side work, the possibility to drop in to chat, and
access to essential technology (Bjerk, Teien & Sgrensen, 2013). In addition,
architectural barriers associated with physical structure of the current facility that can
suppress learning, and movement toward the process-focused structure will eventually
alleviate the silo mentality and may promote more collaboration and cross-fertilization
of ideas around processes as opposed to functions and products, but at present the
existence of some of these barriers inhibits informal learning (Ellinger, 2005). Based
on this study, physical setting is referred as work areas (Lohman, 2006); background
atmosphere (Cox, 2014); office designs; and organizational ecology (Becker, 2007)

that may encourage in informal learning involvement.

1.8.2.2 Organizational Resources

Organizations play important role in employees learning involvement
by providing adequate organizational resources such as access to a computer, the
Internet (Redling, 2010), and rewards (Lin, 2007), where the accessibility to these
works tools enhance learning independently which is essential to informal learning in
the workplace (Redling, 2010). In this research the variables identified are rewards
and technology that will be focused in this research that will be emphasized in this

research.
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1. Rewards

Rewards can be range from monetary rewards such as bonuses,
increased in salary and non-monetary rewards such as job security and promotions
opportunities (Lin, 2007). This study, will focus on both extrinsic and intrinsic
rewards such as pay, promotions opportunities, career development, performance
recognition, greater responsibility and interesting job task that may influence in

informal learning involvement (Ozutku, 2012; Matsson & Dahlqvist, 2013).

2. Technology

Technology is a medium that able to support informal learning such as
computer, internet, and social networking; and these technologies can be used for
learning in a multitude of innovative and interesting ways (Hague & Logan, 2009), as
well as provides access to information, encourage meaningful interactions with
information and materials, and able to brings people together (Imel, 2003). This study
will focus on technology factor as follows: internet and computer (Redling, 2010;
Madinah, 2004; Mat Junoh et al., 2009; Ellinger, 2005); social media such as blogging
(Park, Heo & Lee, 2011); Facebook (Madge, Meek, Wellens & Hooley, 2009); and
other media such as intranet, chat rooms, e-mail and/or mailing lists (Cofer, 2000) that

may influence in informal learning.
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