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Abstract. A project manager is responsible for the successful project delivery. The project manager 
needs to effectively manage his team and all resources, in order to ensure the project is completed 
within the constraint of cost, schedule and quality, and also meeting the client’s satisfaction. 
Looking at project complexity nowadays, the project manager and project team member are 
required to acquire new knowledge and develop new skill from time to time. Time is not a privilege 
as ones handle more than one project at one time. Hence, the objectives of the study are to 
investigate their perspective towards learning and their perception on organizational support on 
learning. The study was conducted at a Malaysia’s Government technical department located in 
Klang Valley. 340 questionnaires were distributed and the rate of responses was about 53%. It was 
a quantitative approach and the analysis is mainly descriptive. The study demonstrated that all 
respondents realize the importance of learning and they are motivated to learn. They also perceived 
that there is organizational support towards learning, thus create a learning culture in the 
organization. Future studies should be undertaken to address the issue of what is the appropriate 
learning approach to enhance project management learning. 

Introduction 

Knowledge is a powerful tool for surviving in today’s world of globalization and rapid 
information exchange. Knowledge can be defined as “facts, information and skills acquired through 
experience and education” [1]. Knowledge gained by an individual is kept in one’s mind. Since 
knowledge needs to be acquired by the person before it could be used by an organization, a 
knowledgeable person is highly sought by an organization, which in fact willing to pay high income 
to obtain the person. The expansion of knowledge requires learning from an individual or 
organization. Learning at working levels is related to competency to a designated job and enhancing 
existing skill to cope out with the challenges in the job scope and business environment.  

An appointed project manager is required to lead his project team towards achieving the project 
objectives [2]. Throughout the project life cycle, the project manager is dealing and interacting with 
his project team, the functional management, senior management and client management, and 
handled crises if any conflict arises [3]. Therefore, a proficient project manager must have the right 
competency ([4], [5]) to ensure successful project delivery. A project manager is competent when 
he or she has the knowledge, personal attitudes, skills and experience required to successfully carry 
out the job function [6]. According to International Project Management Association (IPMA), three 
broad competencies required in project management are contextual, technical and behavior [6].  

Project success is defined in many ways. Among other, a project that meets the specified time, 
cost, quality and client satisfaction is said to be successful ([7], [8], [9]). Many researchers ([10], 
[11], [12]) had studied on the critical succes factors for projects and revealed that among the factors 
are project goals, top management support, project schedule, project manager competency, project 
team member competency, knowledge on project management, financial capability, project 
objectives, communication and others. Consequently from the studies, there is a significant 
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contribution of project manager or project team member competency to project success. For this 
reason, it is vital for a project manager or his team members to realize that they are required to 
enhance competency from time to time to effectively handle any new issues or changes required in 
a project. According to ([13], [14]), competency is developed through the process of learning. 

Structured training provided by the organization is a form of formal learning ([15], [16]. The 
number of training carried out per year depends on the budget received by the department. Informal 
learning is also gained at workplace through self-directed learning, social learning, networking, 
coaching and mentoring [17]. Normally, a project manager and his team member handle more than 
one project at one time. On that account, they have limited time to attend a classroom training. In 
addition to that, the opportunity to learn from structured training is also limited as the number of 
professionals in the department is vast. Therefore, informal learning is required to support 
individual learning. The questions to be answered in this study is how the individual (project 
manager or project team member) forsee learning and what are their perception on the 
organizational support towards learning. Learning increases project competency, consequently 
contribute to project success. An organization that supports learning will improve its performance.  

The following sections of this paper focus on the literature review related to motivation and 
learning culture. Next, the research design is going to be described and the findings will be 
presented and results from the distributed questionnaires. Lastly, the  discussion of the findings and 
the conclusion of the study. 

Literature Review 

Motivation 

Motivation can be defined as forces that encourage an individual to be constantly keen and 
devoted to a job, role or subject and to apply tenacious effort in achieving an objective [18]. The 
forces can be either from internal (intrinsic), i.e. within oneself, or external (extrinsic) from others 
or surroundings, or both. Based on Maslow’s Hierachy of Needs, there are five basic needs required 
by an individual, i.e. physiological, safety, belongingness, esteem and self-actualization [19]. 
Learning is one aspect of life to fulfill the needs. Thus, the reasons for learning among individuals 
differ at every stage of individual’s life. Motivation to learn is defined as  an individual inclination 
to discover learning activities significance and advantangeous to the individual [20]. Project 
manager and project team member are adult learners. Among the traits of adult learners are have 
first hand experience, set habits and strong tastes, great deal of pride (their ways of showing it 
varies), establsihed a rational framework (values, attitudes, etc.) and want a choice in what they 
learn [21]. Therefore, adult learners’s motivation to learn is based on their individual experiences, 
aptitude and attitude [21]. Human resource is the major asset of an organization. In order to remain 
competitive, an organization needs to ensure its human resource fully developed [18]. For that 
reason, the human resource has to have motivation learn in order to be knowledgeable and skilfull 
project manager and project team member. 
 

Learning culture 

Learning is the process of knowledge creation as a result of experience metamorphosis. Learning 
occurs at all life phases, i.e. from child to teenager, to midlife and old ages [13]. Culture could be 
defined as instill learned behavior patterns that were acted out oblivious or automatically [22]. An 
organization which encourages learning to its employees in all aspects and change accordingly to 
business environment is known as learning organization [23]. A learning organization would focus 
on the creativity and innovation as its strategic aim, in order to be able to maintain competitiveness 
[24]. The learning environment will create a culture which is hunger for knowledge continuously. 
Training is a formal learning provided by an organization.  It is crucial to employees as it support 
them for the required skills and capabilities. A large number of organizations contribute 3 to 5% of 
their income into employees training [23]. A study by Miha et al. [25] stated that organization with 
learning culture has an effect on organizational performance. The investment in learning 
organizations could better improve the relationship inside and outside the organization, which bring 
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to increase in profit.  Another study by Muhammad Ehsan & Rizwan [26] proofed the correlation 
motivation learn and organizational learning culture; and between job satisfaction and 
organizational learning culture. Given these points, it could be concluded that the learning culture 
plays a vital function in learning and organizational performance. 

 

Research Design 

This is a preliminary study to explore the issues related to learning perspective. From this study, 
the researcher hopes to identify salient points to proceed further. The respondents were employees 
of Malaysia’s Government Technical Department. Using a quantitative approach, a questionnaire 
was administered to the respondents during training session, at the workshop and seminar. 340 
questionnaires distributed and only 179 feedbacks received. Thus, the response rate is 53%. After 
the data had been keyed in, it was found that there were respondents who did not fully filled in the 
questionnaire. This reduces the responses of 53% earlier. The questionnaire has four (4) main 
sections, i.e. respondent background, competency and learning, organizational role and human 
resource development. The questionnaire was developed using Likert Scale 1 to 5. Likert Scale is 
used as it is a recognized instrumentation for measuring peoples' attitudes. According to Rensis 
Likert, a person behaves similarly towards any issue, along negative-to-positive dimension. 
Advantages of Likert scale are its simpliciry and versatility [27]. The measurement scale used for 
this is study is 1 refers to `strongly disagree` and 5 as `strongly agree`. 
 
Findings  

Using statistical software, the findings are as below: 
(a) Respondent’s Background 

 The information gained from the data on respondent’s background indicate that: 
• 57% are female employees; 
• 28% of them are generation Y (20 – 31 years old), 51% generation X (32 – 49 years old) 

and 21% are categorized as baby boomers (50 years old and above) [28] 
• Based on job position, basically there are 3 levels: top management (3%), middle 

management (15%) and the low level management (82%). 
• Top 3 disciplines during the survey were: civil (72%), architectural (10%) and quantity 

surveyor (6%). Other disciplines: electrical (5%), mechanical (5%), building surveyor 
(1%) and others (1%). 

 
(b) Descriptive Analysis 

There are ten (10) questions related to individual learning with a measurement scale of 1 to 5. 
Reliability analysis was carried out for these questions to show that whatever scale/instrument used, 
it is consistently measures whatever it is measuring. The calculated Cronbach’s alpha was 0.963. 
The value of alpha is more than 0.70, it means that the scale has internal consistency and reliability 
[29]. The results for mode factor showed 60% - 4 (agree) and 40% - 5 (strongly agree). While, the 
median scores gave values of 70% - 4 and 30% - 5. Variance is selected to establish the dispersion 
of score in  distribution[30].  The lowest score is 1.093 for the question on “I’m motivated to 
enhance my existing knowledge and skill”. At the same time, the highest score is 1.950 for the 
question on “I have ICT skills to obtain on the course / training related to my field”.  

Questions on organizational role are to investigate on organizational support towards learning 
based on the respondents’ perceptions. There were 15 questions to be answered with a Likert Scale 
(1 to 5). Reliability check indicated that the value of Cronbach’s alpha was 0.970. This indicated the 
scale has internal consistency. The results for mode gave the value of 4 (agreed) – 60%, 3 (neutral) 
– 33% and 2 (disagree) – 7%. Next, the median scores were 4 – 73%, 3 – 20% and 2 – 7%. The 
lowest variance score was 1.851 for the question on “The department support individual training 
and development”. While, question on “Superior / performance assessment officer will call me back 
to the office during my training” has the highest score of 3.535. 
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Discussions 

The analysis of individual learning based on the results from the mode and median factors 
showed that all the respondents are agreed on the importance of learning. The small variance 
demonstrates that the responses given by individuals are close to one another. In short, they are 
motivated to enhance their existing knowledge and skills. On the other hand, the highest variance 
score indicates large dispersion of opinion on having ICT skills. The knowledge gained from 
learning is valuable in term of enhancing their existing skills and promote creativity and innovation 
in their works. It was mentioned by [26] that a condition for learning is the motivation to learn. The 
analysis presented confirmed with this statement. The impact of learning is then translated into 
actions.  One of project success factor is the competency of the people. Therefore, the people need 
to have the right fusion of skills and motivation [31]. Learning is essential in providing the people 
with the right skills and capabilities. The findings on organizational role illustrated that only 60% 
respondents perceived the organizational support towards learning. Nevertheless, based on the 
smallest variance value, they do believe the department does support individual learning and 
development. Hence, there exists a learning culture within the department. This study was an eye 
opener to the researcher on the issues related to learning in the Malaysia’s Government technical 
department. They required learning to remain competitive and at the same time they have limited 
time for learning. There is also a need to increase the learning culture on the management side. 

 
Conclusion and future research 

This is a preliminary study to investigate the learning perspective at Malaysia’s Government 
technical department. The findings demonstrate that the respondents are motivated to learn and 
there exist a learning culture within the department. Since the individual is motivated to learn on his 
own, future research that can be inspired is the appropriate learning approach to support existing 
learning provided by the department. 
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