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Abstract

In contemporary organizational psychology and management, the relationship between
workplace learning, staff motivation, and supervisory guidance is of paramount
importance. This paper aims to explore and analyze this relationship, focusing on the
mediating role of supervisory support in enhancing workplace learning and staff
motivation. Drawing upon theoretical frameworks and empirical evidence, the paper
discusses the significance of organizational learning and employee engagement, elucidates
the role of supervisory guidance as a mediator, and provides practical implications for
organizational leaders. By synthesizing existing literature and offering insights into the
interplay between these constructs, this paper contributes to a deeper understanding of
how organizations can foster learning environments and motivate their employees
effectively.
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Introduction:

In today's rapidly evolving business landscape, organizations face increasing pressure to
adapt to changing market conditions, technological advancements, and competitive
pressures. In such a dynamic environment, the ability to learn and innovate becomes
paramount for organizational survival and success. Concurrently, motivating employees to
perform at their best and remain committed to organizational goals is es'sential for
maintaining productivity and competitiveness. This paper aims to explore the intricate
relationship between workplace learning, staff motivation, and the mediating role of
supervisory guidance in fostering organizational effectiveness. Organizations are currently
confronting the significant challenges and opportunities brought about by economic
globalization. To thrive amidst these external pressures and stand out in the competitive
landscape, companies should actively pursue ongoing learning, develop new skills, and
acquire knowledge to improve their performance. This process of learning and skill
acquisition is essential for organizations to adapt, survive, and gain a competitive advantage
over others in the global market.

Organizational learning pertains to how a company obtains, nurtures, and disseminates
knowledge across its entire structure. A culture that promotes learning enhances employee
engagement by offering chances for personal and professional advancement. When
employees feel that the organization prioritizes their personal and professional growth, they
become more engaged and loyal. Supervisors have a vital role in promoting organizational
learning. They can motivate employees to engage in training, offer learning resources, and
establish an atmosphere that encourages the sharing of knowledge. When supervisors offer
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assistance in learning, employees feel recognized and valued, resulting in increased levels
of engagement.

The role of supervisors as facilitators of workplace learning and motivators of staff
engagement has garnered increasing attention in scholarly research and managerial
practice. Supervisory guidance, manifested through coaching, feedback, role modeling, and
support, influences employees' learning experiences and motivational levels. Moreover, it
acts as a mediating mechanism through which organizational initiatives aimed at enhancing
learning and motivation are translated into tangible outcomes. Thus, understanding the
interplay between organizational learning, employee engagement, and supervisory support
is essential for fostering a conducive work environment and achieving sustainable
competitive advantage.

This paper aims to delve into the dynamics of this relationship, examining the mediating
role of supervisory support in enhancing workplace learning and staff motivation. By
synthesizing relevant literature, elucidating theoretical frameworks, and offering practical
insights, this paper seeks to contribute to both scholarly discourse and managerial practices
aimed at optimizing organizational performance.

Literature Review:

The study conducted by (Ogueyungbo, O. O. et al. 2020) investigates the influence of
organizational learning on employee engagement within certain pharmaceutical firms in
Nigeria. The research specifically concentrates on the intermediary function of supervisory
support. Data is collected through a questionnaire survey, gathering responses from 434
employees across the pharmaceutical companies selected in Nigeria.

Organisational Learning, Employee Engagement and Supervisory Support
Organisational Learning:

Organizational learning encompasses the process through which organizations acquire,
interpret, and apply knowledge to improve performance, adapt to change, and foster
innovation (Miron-Spektor, E., Gino, F., & Argote, L. 2011). Itinvolves not only individual
learning but also collective sense-making and knowledge creation within the organizational
context (Crossan, M. M., Lane, H. W., & White, R. E. 1999). Organizational learning
theories, such as the single-loop and double-loop learning models (Robinson, V. M. 2001)
the knowledge creation framework (Hoe, S. L. 2006), and the dynamic capabilities
perspective (Teece, D. J., Pisano, G., & Shuen, A. 1997), offer insights into how
organizations can effectively learn from their experiences, integrate new knowledge, and
develop adaptive capabilities.

¢ Normative Learning: Normative learning involves exploring ways to enhance
learning, detailing the steps required to implement effective learning, and
providing evidence to support these strategies. This field includes the concepts of
personal mastery, mental modeling, shared vision, and systems thinking.

o Descriptive Learning: Descriptive learning primarily focuses on the processes
within organizational learning, such as acquiring information, distributing it,
interpreting data, and maintaining organizational memory.

e Prescriptive Learning: This form of learning acknowledges the active participation
of individuals in the learning process, taking into account their learning and life
experiences.

o Diagnostic Learning: It involves creatively uncovering the hidden aspects of an
organization to address its unique challenges. To accomplish this, organizations
enlist human resources professionals to identify the underlying causes of their
issues and offer practical recommendations for improvement.
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Employee Engagement:

Employee engagement refers to the extent to which employees are emotionally committed
to their work, actively contribute to organizational goals, and experience a sense of
fulfilment and purpose in their roles (Kahn, W. A. 1990; Macey, W. H., & Schneider, B.
2008). Engaged employees demonstrate higher levels of discretionary effort, job
satisfaction, and organizational citizenship behaviours, leading to enhanced performance
outcomes (Saks, A. M. 2006). The drivers of employee engagement include factors such as
meaningful work, supportive leadership, opportunities for growth and development, and a
positive organizational culture (Demerouti, E., & Bakker, A. B. 2008).

e Cognitive commitment: Cognitive engagement is defined as the level to
which employees are mentally focused on their job duties while also
considering the organization's goals.

e Behavioral commitment: Behavioral engagement demonstrates employees'
intention to remain energetically involved, mentally alert, and receptive to
learning and acquiring new information within the organization and go above
and beyond the terms specified in the contract.

e Affective commitment: This type of engagement arises from the employee's
aspiration to excel and perform exceptionally at work, aiming to establish a
psychological connection with the organization that may not have existed
initially.

Supervisory Support:

This refers to the measure of how much supervisors prioritize the well-being of employees
and appreciate their contributions. Supervisory support encompasses the guidance,
encouragement, and resources provided by supervisors to facilitate employees' job
performance, learning, and well-being. Effective supervisory support involves providing
clear expectations, regular feedback, coaching, and opportunities for skill development.
Supervisory support has been consistently linked to employee outcomes such as job
satisfaction, organizational commitment, and performance. (Rhoades, L., & Eisenberger,
R. 2002)

Supervisory support as a mediator between organizational learning and employee
engagement.

The mediating role of supervisory support in the relationship between organizational
learning, employee engagement, and performance has been widely acknowledged in the
literature (Rich, B. L., Lepine, J. A., & Crawford, E. R. 2010). Supervisors serve as critical
conduits through which organizational initiatives aimed at promoting learning and
engagement are communicated and implemented. By providing guidance, feedback, and
support, supervisors shape employees' perceptions of their work environment, fostering a
sense of competence, autonomy, and relatedness, which are essential for intrinsic
motivation and engagement (Ryan, R. M., & Deci, E. L. 2000). Moreover, supervisors play
a key role in facilitating the transfer of learning from training programs to job tasks, thereby
enhancing the effectiveness of learning interventions (Tannenbaum, R., Weschler, I., &
Massarik, F. 2013).

Theoretical Framework:

This paper proposes a theoretical framework to elucidate the mediating role of supervisory
support in enhancing workplace learning and staff motivation. According to SDT,
individuals are intrinsically motivated to pursue activities that fulfill their psychological
needs for autonomy, competence, and relatedness. Supervisory support, by satisfying these
needs through autonomy-supportive behaviors, skill development opportunities, and
interpersonal support, enhances employees' intrinsic motivation and engagement. Social
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Cognitive Theory posits that learning and behavior change are influenced by environmental
factors, personal factors, and behavioral outcomes. Supervisory support acts as a
socializing agent that shapes employees' beliefs, attitudes, and self-efficacy beliefs
regarding learning and performance. By modeling desired behaviors, providing
constructive feedback, and creating a supportive learning climate, supervisors influence
employees' learning experiences and motivational levels.

Research Methodology:

To empirically investigate the proposed theoretical framework, a mixed-methods research
design will be employed. Quantitative data will be collected through surveys administered
to employees from diverse organizational contexts, assessing their perceptions of
organizational learning, supervisory support, and employee engagement. Structural
equation modeling (SEM) techniques will be utilized to test the hypothesized relationships
between the variables and examine the mediating role of supervisory support. Qualitative
data will be gathered through interviews with supervisors and employees, allowing for a
deeper understanding of the mechanisms underlying the observed relationships. Data
triangulation will enhance the validity and reliability of the findings, providing a
comprehensive understanding of the interplay between organizational learning, employee
engagement, and supervisory support.

Practical Implications:

The findings of this study will have significant implications for organizational leaders and
HR practitioners seeking to enhance workplace learning and staff motivation. By
recognizing the pivotal role of supervisory support in shaping employee experiences and
outcomes, organizations can develop targeted interventions to empower supervisors and
cultivate a supportive leadership culture. Providing supervisors with training in coaching,
feedback, and communication skills can equip them with the tools to effectively support
employees' learning and development. Moreover, fostering a climate of psychological
safety and trust within teams can encourage open communication, experimentation, and
knowledge sharing, thereby facilitating organizational learning and innovation. By
investing in the development of supervisory capabilities and creating conducive learning
environments, organizations can harness the full potential of their employees and gain a
competitive edge in today's dynamic business environment.

Conclusion:

The results of this study offer valuable guidance to the pharmaceutical industry to focus on
organizational learning to motivate employees to be highly committed to their fundamental
job duties. By focusing on descriptive, prescriptive, normative, and diagnostic learning
methods, employees can enhance their productivity and creativity. This approach enables
employees to excel and compete effectively with counterparts worldwide. Moreover, the
level of employee engagement is significantly influenced by leaders' recognition of their
contributions and the provision of necessary support. Organizations must offer supervisory
assistance, including material, instrumental, and informational support, to inspire employee
participation and dedication to their work. The extent to which employees are engaged in
their work depends on the well-organized supervisory support they receive. Consequently,
pharmaceutical company management should create an environment that promotes
purposeful supervisory support to guarantee high levels of employee work engagement.
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