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ABSTRACT 

The food and beverage industry in Sarawak is dynamic with strong growth prospects driven by local culture, tourism, 

and a robust agriculture based. The rise of urbanization and the growing of middle to upper class has contributed to 

the market potential. Recognizing the importance of employee performance in this food and beverages industry, the 

study seeks to investigate in what way does knowledge sharing mediates the relationship between training and 

development and employee performance. Using social exchange theory as the underpinning theory, seven hypotheses 

were tested. The study utilized quantitative method to gather in-depth insights from employees in food and beverage 

industries. Through statistical analysis, the study examines the direct and indirect effects of training and development 

on employees performance while examining the mediating effect of knowledge sharing. Quantitative research was 

employed with online questionnaires were distributed to employees who have undergone training and development. 

The results suggested that effective training, development and fostering learning culture should be implemented within 

the food and beverage industry. This study provides  improvement of employee performance and contribute to overall 

business success in the food and beverage industry. 

 

KEYWORDS: training, development, employee performance, knowledge sharing, social exchange theory, food and 

beverage industry 

 

INTRODUCTION 

 

The food and beverage industry in Sarawak is dynamic with strong growth prospects driven by local culture, tourism, 

and a robust agriculture based. The rise of urbanization and the growing of middle to upper class has contributed to 

the market potential. The Sarawak F&B market is estimated to be worth over RM6 billion (Sarawak Data, 2023), 

representing positive growth. The sector employs a significant number of people which ultimately contributes to job 

creation in both urban and rural areas. With the rise of new establishments, the competition has intensified requiring 

business owner to provide meaningful training and development to employees ensuring the good performance. Failure 

to pay attention to training and development of the employees will results to high turnover rates and skill gaps (Niati 

et al., 2021). In addressing this issue, F&B businesses must prioritise employee training and development ensuring 

skilled workforce that enhance operation efficiency and boost employee performance. 

 

Employee performance and attitude are highly valued in the food and beverage business because they are essential to 

meeting food safety and quality standards, delivering polite customer service, and increasing operational effectiveness. 

According to Singh (2022), the adoption of technical standards and ISO in the catering business had an indirect impact 

on the requirement for additional time and training since staff members found it difficult to adjust to the new protocols 

and practices, which affected their performance. Furthermore, low employee satisfaction with pay, career 

advancement, training and development, and performance reviews within the company led to unfair promotions or no 

promotions at all, which was another significant problem affecting employee performance in the restaurant industry 

(Chukwu, 2019). Employee knowledge sharing was impacted by unmotivated workers. People were reluctant to share 

their knowledge at work because of the toxic atmosphere, which made the workplace unpleasant. Chua et al. (2023) 

state that knowledge sharing acted as a catalyst for innovation and creativity as well as a helper to enable an 

organisation to grow and develop with new concepts and strategies.  
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Involvement is essential to organization development since without relationships, training and development and the 

organization's identity cannot evolve. Poor performance and its effects on employee performance are both 

consequences of a lack of training and development. The element of training and development required to be treated 

seriously in order to raise employee performance. Consequently, continual training and development are crucial to an 

organization's viability (Chua et al., 2023). For these reasons, this study examines knowledge sharing as a mediating 

factor in the relationship between training and development with employee performance in the food and beverage 

industry in Kuching. 

 

LITERATURE REVIEW 

 

Underpinning Theory 

 

Cropanzano et al. (2017) defined the Social Exchange Theory (SET) as (i) an actor initiating contact with the target, 

(ii) the target's reciprocal attitudinal or behavioural response, and (iii) the resultant connection. Today's corporate 

relationships are becoming more complex (Chernyak-Hai and Rabenu, 2018). As a result, SET must be updated to 

reflect the growing complexity of how organisations run and employees behave. Several scholars, notably Uhl-Bien 

and Maslyn (2003) and Eisenberger et al. (2004), divided reciprocity into positive (reciprocating favourable treatment) 

and negative (reciprocating unfavourable treatment). Cropanzano and Mitchell (2005) advocated for additional 

research into the impact of social interactions on organisational relationships, as well as research in previously 

untapped areas such as coworkers, supervisors, and outsiders. Building on prior research, Cropanzano et al. (2017) 

hypothesised that people may not reciprocate as they would want due to a variety of uncontrollable reasons (inadequate 

supervision and lower turnover intentions as a result of a bad economy). Cropanzano et al. (2017) expanded the 

research on SET by demonstrating that reciprocity occurs both overtly (active exchanges) and implicitly (inactive 

exchanges). Both kinds communicate in interesting ways. 

 

According to social exchange scholars, social exchange should comprise a series of workplace contacts (Blau, 1964; 

Cropanzano, 2015; Nonaka, 1994). Mutual dependence exists in the social relationships between two or more 

individuals (Xerri, 2012). Although it is not commonly used, the word "mutually dependent" has been used to describe 

a reciprocal relationship between two people (Xerri, 2012). When cooperation is exchanged between employees or 

between employees and management, it is referred to as reciprocity inside the organisation. In particular, the social 

exchange hypothesis contends that when someone does a nice deed for another person, the recipient will eventually 

repay the favour. Mutual benefit or exchange activities can foster positive working relationships (Cropanzano & 

Mitchell, 2015). When employees are happy with the results of their works, they performs better (Walumbwa et al., 

2009).  

 

Employee Performance 

 

 An individual's work performance served as a gauge of their dedication, tenacity, and ability to do tasks with skill, 

understanding, and authenticity. It was the result of applying one's knowledge, experience, and sincerity to 

successfully complete duties within the given time frame. According to Adnyani and Dewi (2019), employee 

performance included an employee's capacity to complete a variety of duties that were necessary for their position. 

Pongton and Suntrayuth (2019) added that employee performance had received significant attention in the realm of 

organizational research. As part of a work performance review process, a supervisor often assesses each employee's 

performance, considering factors including productivity, time management, and organizational skills.  

 

Employee performance was defined by Zahrah et al. (2017) as any type of employee behaviour, including aggressive, 

devoted, sluggish, or unhappy behaviours. It was called employee productivity in the strictest sense; still, it was also 

described as the sum of efforts, abilities, and outcomes. Additionally, task performance, contextual performance, 

adaptive performance, and counterproductive work were other multi-dimensional notions that can be used to further 

define employee performance. 

 

Training  

 

As Niati et al. (2021) suggest, training is a vital tool for shaping and empowering workers by enriching their skills, 

knowledge, attitudes, and behaviours. Through this process, workers were better positioned to carry out tasks with 
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increased efficiency, effectiveness, and logical reasoning (Ichsan, 2020). Adnyani and Dewi (2019) stated that the 

employees would gained specialized knowledge and be able to practice abilities that they may utilize at work by 

receiving training.  

Triasmoko et al. (2014) stated that training is a process that involved teaching employees things like skills, attitudes, 

discipline, and providing skills relevant to the type of work they will be doing. According to Karim et al. (2019), 

training is the process of learning and was an integral part of human resource development. Employees were an 

important factor in the development of a company because they lacked the knowledge, skills, and competencies to 

complete their tasks promptly. According to Saleem (2011), the systematic development of information, skills, and 

attitudes necessary for workers to function well in the offered procedure and in subordinate circumstances was known 

as training. Additionally, training enhanced employees' skills in a highly effective way by motivating them into orderly 

and polite people, which in turn affects the efficiency of the company. 

 

Development 

 

Abdulraheem Sal (2016) defined development as the learning opportunities designed to promote employee growth. 

The process of giving workers the chance to improve their competences, knowledge, and abilities is known as 

employee development. It goes beyond solely focusing on skills and instead encompassing broader knowledge and 

attitudes that can be beneficial in higher positions. Workshops, mentoring, training programmes, and other educational 

opportunities can help achieve this. Employees are more likely to feel motivated, engaged, and dedicated to their work 

when they are given the chance to advance their knowledge and abilities. 

 

Recruitment, selection, and training of new hires are examples of skill-enhancing HR practices; performance reviews 

and employee incentives are examples of motivation-enhancing practices; and information sharing and employee 

involvement in decision-making are examples of opportunity or empowerment enhancing practices (Al-Tit, 2020). 

Studies have shown that decision-making, training, delegating, and career management are all aspects of employee 

development methods. Thus, through training, empowerment, and involvement, employee development techniques 

can be defined as actions intended to give workers new information, enhance their abilities, and increase their 

willingness to work (Cabello et al., 2011). 

 

Knowledge Sharing 

Knowledge sharing is defined as the act of sharing task information and knowledge in order to assist and collaborate 

with others in order to solve problems, generate novel ideas or put policies or procedures into place (Cummings, 

2004). Sharing knowledge involved giving knowledge to others as well as acquiring it for oneself. Alhady et al. 

(2011) asserted that businesses that encourage information sharing among staff members are more likely to generate 

fresh concepts, foster new business prospects, and engage in organizational innovation activities. Akram et al. (2020) 

stated that businesses are now more reliant on the knowledge asset they had in the form of employees. Competitive 

knowledge is essential for both enterprises and nations to thrive and survive.  

 

Park and Kim (2018) suggest that knowledge sharing occurs when individuals are willing to assist others, ask for 

guidance on how to address difficulties, and may even learn new skills and competencies from others. Any company 

must foster knowledge sharing, which includes the development of fresh concepts, ongoing education, and the sharing 

of relevant data. Bartol and Srivastava (2002) further characterized this cooperative effort as a dynamic information 

exchange across coworkers inside a firm. 

 

Knowledge sharing can be viewed as essentially a social phenomenon, a cultural exchange in which workers freely 

share their experiences, knowledge, and abilities within the department or organisation (Lin, 2007). This procedure 

promoted a culture of cooperation and ongoing development at work. Fostering a culture of information sharing among 

employees and across the entire organisation is crucial for the generation of valuable new ideas and views that might 

potentially lead to innovative business prospects. Yang (2007) claims that knowledge sharing is where people actively 

seek out other people's knowledge in order to advance their own abilities and competencies. Hanif et al., (2020) 

contended that encouraging information exchange can spur employee growth, which in turn can result in a competitive 

advantage. 
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Conceptual Framework 

 

In the formulation of the conceptual framework, the social exchange theory presents a useful prototype. This 

conception of social exchange assumes that people contribute to knowledge sharing or exchange of ideas when 

participated in training and development because they firmly believe that benefits are more rewarding than the cost 

(Cropanzano, 2017). Fundamentally, these unified conceptual framework approaches explain a social exchange 

regarding intangible or intrinsic benefits such as respect, knowledge, and appreciation.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework of the Study 

Figure 1 depicts the conceptual framework for the relationship between training and development on employee 

performance with knowledge sharing as the mediator. The model contains seven hypotheses: five direct effects (H1 

to H5) and two indirect effects (H6 and H7). 

 

Hypotheses Development 

 

Training and Employee Performance 

Several researchers provided evidence that training affected the performance of human resources (Al-Qarala and 

Mubaidin, 2014; Elnaga & Imran, 2013). This result was also in line with Abbas (2018), which established a strong 

correlation between employee performance and the identification of training needs as well as the length, substance, 

and duration of training. Halawi and Haydar (2018)  stated that there is positive relationship between training methods, 

duration, and trainer selection on worker productivity. Furthermore, Onyango and Wanyoik (2020) shows how 

important training and development initiatives are for human resource management since they enhance workers' 

competencies. Businesses were able to ascertain the specific needs of each employee and equip them with the 

knowledge and abilities required to achieve organisational objectives through training.  

The performance of the organisation was significantly impacted by training-based learning. It was known to be 

essential for achieving business objectives through increased worker performance (Guan & Frenkel, 2019). The notion 

that the secret to their exceptional success providing them with excellent training programmes that met their demands 

and efficiently stimulated motivation. According to Taufek and Mustafa (2018) findings, there exists a robust 

association between enhanced employee performance and efficacious training approaches. As a result, the following 

hypothesis was established: 

 

H₁: Training has a positive relationship with employee performance   

 

Development and Employee Performance  

Employee development had a notable, beneficial effect on performance (Arubayi et al., 2020). This implied that 

training provided people with the skills they needed to perform well in the jobs they were given, which in turn 

improved the performance of the company as a whole. A worker's ability to contribute to the company is also hampered 

by the absence of managerial assistance and resources (Karim et al, 2019). As per the findings of research by career 

development serves as a catalyst for improving an individual's skill set and achieving their intended career objectives. 

Using key indicators including effective leadership and constructive feedback, the human resources department is 

instrumental in promoting career development (Alnawfleh, 2020). An individual's path to job advancement was 
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significantly impacted by these characteristics. To obtain a competitive edge, effective performance management 

required coordinating employee actions and outcomes with the objectives of the company (Elisa et al., 2022). 

Opportunities for career advancement are essential for employees to feel valued and committed to by their 

organisation. Consequently, the following hypothesis was proposed: 

H₂: Development has a positive relationship with employee performance 

 

Training and Knowledge Sharing 

Jeni and Al-Amin (2021) indicated a positive correlation between perceived training and knowledge sharing. Tamsah 

(2020) asserted that the more training a worker has undergone, the more opportunities they have to transfer knowledge. 

He further claimed that employees can increase their performance by working to develop their talents. By improving 

employee abilities, training can eventually result in knowledge sharing (Elisa el al., 2022). It was found that employee 

loyalty is significantly influenced by training initiatives (Nwali & Adekunle, 2021). Employees who obtain training 

are less likely to quit their companies and facilitating greater knowledge sharing. Accordingly, the following 

hypothesis was proposed: 

H₃: Training has a relationship with knowledge sharing. 

 

Development and Knowledge Sharing 

There are a few studies stated that there are lack of a substantial correlation between employee development and 

knowledge sharing in the food and beverage industry (Norizan et al.,2022; Tiyana et al., 2022). While knowledge 

sharing has been recognised as a catalyst for professional development, its effectiveness varies depending on 

organisational procedures and industry-specific characteristics. They found that traditional approaches to skill 

development may be more useful in enhancing workers' talents in this particular industry than knowledge sharing. 

 

Human resource management procedures are essential to knowledge sharing behaviour (Singh et al., 2021). More 

thorough research revealed that various human resource practices, job autonomy organisational reward systems work 

design and other human resource practices may all help to effectively promote knowledge sharing behaviour. It has 

also been stated that human resource development procedures can effectively support the learning process. In addition, 

Wang and Hu (2020) supported the relationship between development through innovation and knowledge sharing. 

Organizations with a culture of knowledge sharing are more likely to invest in the professional growth of their 

employees. Employees are more inclined to impart their knowledge to their peers when they are encouraged and 

supported in expanding their skill set.  

 

As per Social Exchange Theory, when an organisation invests in employee development activities, its employees can 

understand it as a genuine indication that their employer values and appreciates them. As a result, there's a greater 

chance that they'll give back by exhibiting constructive attitudes and actions that advance the company. Employee 

development is favourably correlated with enhancing both individual and organisational performance (Nasrolahi & 

Jalilvand, 2023). As a result, spending on staff development will improve work satisfaction, which could reduce 

employee turnover. Consequently, the following hypothesis is proposed: 

 

H₄: Development has a positive relationship with knowledge sharing 

 

 

 

Knowledge Sharing and Employee Performance 

Numerous studies have looked into the connection between knowledge sharing and employee performance (Meher & 

Mishra, 2022). They found that knowledge sharing affected the workforce of the organization in a number of ways. 

First, knowledge sharing enhanced education and enabled the application of learned information. The organization's 

ability to adapt was strengthened and developed thanks to this type of learning. The second was helping employees 

develop their learning capabilities to address and resolve a variety of challenges impacting the organization's 

operations. This process of knowledge sharing was achieved by encouraging employee flexibility and boosting their 

sense of fulfilment at work (Lee et al., 2020). 
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In addition, Sa’adah and Rijanti (2022) stated that effective knowledge sharing can have a good impact on employee 

performance. Deng et al., (2023) provided additional support for this, knowledge sharing can lead to better job 

performance in an organization. It is evident that close coordination and collaboration within an organization, fuelled 

by the exchange of knowledge produced a host of advantages for both people and the organisation at large. With the 

established relationship between knowledge sharing and employee performance, thus, the following hypothesis was 

established: 

 

H₅: Knowledge sharing has a positive relationship with employee performance 

 

 

 

Mediating Effect of Knowledge Sharing 

Knowledge sharing was found to act as a mediator between employee performance and competency in Rural Bank 

Company in Indonesia (Pringgabayu, Dewi, & Afgani, 2020). It follows that staff members who had taken part in 

training and development initiatives were more likely to impart their newfound knowledge to their colleagues. 

Consequently, there is a rise in total ability, which further enhances employee performance. In addition, Aksoy, 

Ayranci, and Gozukara (2016) investigated at the stronger correlation between employee performance and knowledge 

sharing. It emphasised how effective knowledge sharing helps organisations achieve their goals. The organisation was 

able to accomplish its objectives when members of the organisation shared their knowledge. This dynamic highlighted 

the crucial connection between knowledge sharing and employee success. Therefore, training initiatives that promoted 

knowledge sharing can be quite successful in raising worker performance. 

 

According to Saffar and Obeidat (2020), organizations that cultivate a culture that fosters workplace success enable 

individuals to freely express their thoughts, ideas, experiences, and knowledge. Employees who undergone training 

and development could contribute intellectually to their given responsibilities in a proper working culture. 

Furthermore, Ruben et al.'s (2021) research demonstrates that green human resource management significantly and 

positively influences green information sharing, extra-role service behaviour, and in-role service behaviour. Green 

HRM and green service behaviours are revealed to be significantly mediated by green information exchange. 

Likewise, knowledge sharing is found as a partial mediator between employee performance and human resource 

management practices (Iqbal et al., 2017). In investigating the mediating effect of knowledge sharing on training and 

development with employee performance, the following hypotheses were formulated: 

 

H₆: Knowledge sharing mediates the relationship between training and employee performance 

H₇: Knowledge sharing mediates the relationship between development and employee performance 

 

 

 

METHODOLOGY 

 

The aim of this study is to provide insightful analysis to identify the mediating effect of knowledge sharing on the 

relationship between training and development with employee behaviour. By considering the nature of the research 

issue, quantitative approach was employed. The ultimate reason for the chosen approach is confirming to the present 

theory with set of hypotheses tested.  

 

Population and Sample 

The population of this research consisted of the employees in the food and beverages industry in Kuching. Several 

factors were taken into consideration such as the location of the F&B, restaurant, and the work status (full time or part 

time). These includes the restaurants in shopping mall, streets and also in the hotels around Kuching. To obtain 

pertinent and satisfactory information, a sample size determination method was utilized (Sileyew, 2019). A target 

sample size of 385 was set with a marginal error of 5% to determine the 95% confidence interval. Upon data collection, 

a total of 413 respondents were analyzed from the food and beverages industry. Given the objectives of this study, it 

was deemed most appropriate to use a non-probability sampling technique to obtain highly relevant samples which is 

the convenient sampling. 

 

Data Collection 
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The manager from the F&B were contacted and they were informed to distribute the questionnaires to the employees 

who have attended training and development within 3 years. Softcopy questionnaires were emailed to the manager 

and him/her to blast the questionnaires. Online data collection using Google form was used for the data collection. 

The questionnaires were divided into 6 sections, section A was the demographic data of respondents; section B was 

the working details of the employee; section C covered employee performance; section D was the employee training; 

section E was about the employee development, and the section F was the knowledge sharing. The items in these 

sections of this study were carefully measured using Likert scales, which offered a range of responses from 1 = 

strongly disagree to 5 = strongly agree. 

 

Data Analysis 

In this research, SPSS IBM Version 29 and PLS-SEM were utilized. The data analysis included frequencies, means, 

variances, and standard deviations to evaluate the multiple variables examined in the current study. The data were 

summarized using the frequency and percentages that were used to determine the proportion of respondents who 

selected each response. To make the analyses simple tables, charts, and graphs were utilized. 

 

 

Validity and Reliability Test 

The reliability values for each variable are displayed in Table 1. According to Nunnally and Bernstein (1994), a 

dependability value of α between 0.5 and 0.7 is considered acceptable, with 0.7 indicating reasonably good reliability. 

 

Table 1: Validity and Reliability Test 

 

Variable (s) Reliability No of Items Author (s) 

Training 0.87 9 Schmidt (2004) 

Development 0.96 10 Shimeles (2010) 

Knowledge Sharing 0.96 5 Bock et al. (2005) 

Employee Performance 0.89 6 Liao et al. (2012) 

 

 

 

RESULTS AND DISCUSSIONS 

 

Table 2 displays the demographics of the study's participants. Eight demographic components were presented using 

the frequency test. The data was entered into SPSS version 29.0 for a complete statistical report, exploratory analyses 

to identify missing or invalid data, and extra studies for normalcy, response biases, and common technique biases. 

The surveys were coded (e.g. Male = 0, Female = 1) and entered into SPSS for frequency statistics.  

 

Table 2: Demographic Profile 

 

Demographic Characteristics  Percentage (n=413) 

Gender Male 47 

Female 53 

Age 18-29 90 

Above 30 10 

Race Malay 38 

Chinese 32 

Iban 7.3 

Bidayuh 2.7 

Indian 19.4 

Highest Education Level  Ph.D 4.8 

Master 7.7 

Bachelor 13.1 

Diploma 20.3 



 8 

High School 53 

Types of F&B Restaurant 19.4 

Cafeterias 22.5 

Cafes 22 

Fast-food joint 16.7 

Food Manufacturing Operations 18.9 

Others 0.2 

Working Status Part-Time 36.6 

Full-Time 35.4 

Contractual 28 

Current Position Managerial Position 9.0 

Shift Manager 9.0 

Supervisor 41.6 

Staff 40.4 

  

SmartPLS 3.0's bootstrapping mechanism generates t-statistics for all paths to test their significance level. Table 

3shows that all five direct associations have a t-value of ≥1.645 (one-tailed), indicating statistical significance at the 

0.05 level.  

 

Table 3: Direct Effects 

 

H Relationship Std Beta Std Error t-value Decision 

H1 Training > Employee 

Performance 

-0.049 0.013** 1.238 S 

H2 Development > Employee 

Performance 

-0.054 0.018** 2.332 S 

H3 Training > Knowledge 

Sharing 

0.180 0.067** 2.011 S 

H4 Development > Knowledge 

Sharing 

0.144 0.077** 2.165 S 

H5 Knowledge Sharing > 

Employee Performance 

0.72 0.023** 2.764 S 

Note: ***p<0.01, **p<0.05, p *<0.10, S=Supported, NS=Not Supported 

 

The bootstrapping analysis reveals substantial indirect impacts of training and development (β=0.081 and β = 0.210, 

respectively, with t-values of 2.303 and 2.088). The indirect effects (95% Boot CI Bias Corrected) do not have a 0 in 

between, indicating mediation (Preacher & Hayes, 2004, 2008). The study found statistically significant mediation 

effects for training and development. Table 4 presents the results of the mediation analysis.  

 

Table 4: Indirect (Mediating) Effects 

 

H Relationship Std Beta Std Error t-value Mediation 

H6 Training > Knowledge 

Sharing > Employee 

Performance 

0.081 0.050 2.677 Competitive 

(Partial) 

H7 Development > Knowledge 

Sharing > Employee 

Performance 

0.210 0.063 1.944 Competitive 

(Partial) 

Note: *p<0.05, *p<0.01 

 

Hypothesis 1 (H₁)  results revealed the negative direct relationship between training and employee performance but 

affect significantly. The assumption is that when employee perceived training is not fairly given to them, their 

performance improved. The result contradicts those of previous studies (Onyango and Wanyoik, 2020) which found 
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that employee training has a direct relationship between employee training and employee performance. This finding 

aligns with previous research conducted by Guan and Frenkel (2019) which revealed a significant correlation between 

identifying training needs, training duration, training content, and employee performance. These findings are also 

supported by Taufek and Mustafa (2018) which demonstrated a direct impact of training programs on employee 

performance. This collective evidence suggests a strong association between effective training strategies and improved 

employee performance (Khawaldeh, 2023). 

 

 

Hypothesis 2 (H₂) involved looking at the relationship between development and employee performance. It showed 

that there is a negative relationship but affect significantly. In other words, when employee perceived minimal 

implication of employee development, they perform better in the workplace. The results contradict with the previous 

study (Ulantini et al., 2022) which indicate that employee development is positively related to employee performance. 

The analysis of career development's impact on employee performance reveals a positive and significant correlation 

between the two variables (Katharina & Dewi, 2020). This suggests that effective career development initiatives 

implemented by the company can greatly enhance employee performance. Notably, Elisa et al., (2022) also support 

this notion, affirming that career development can greatly influence performance. It is evident that investing in 

employee career growth can have a positive effect on their ability to fulfill their job duties and responsibilities. This 

research is further supported by Arubayi et al., (2020), which emphasizes the crucial role of career development in 

improving overall performance outcomes. 

Hypothesis 3 ( H₃) outlined that training has a positive and direct effect on employee knowledge sharing. The result 

illustrates that when employee perceived training is provided, they are willing to share knowledge with other 

colleagues. This result is in line with the previous study Nwali and Adekunle (2021) that when employee received 

enough training, they will participate in knowledge sharing with others. This idea is further reinforced by Tamsah's 

(2020) observations, which suggest that employees who have received more extensive training have greater chances 

for exchanging information. 

 

Hypothesis 4 (H₄) showed that employee development to be positive and significantly correlated with knowledge 

sharing. The relationship suggests that employee who undergo development in their career are able to share knowledge 

effectively. The result is consistent with previous empirical studies(Norizan et al.,2022; Tiyana et al., 2022) which 

stated that employee development has a direct relationship with knowledge sharing.  

 

Hypothesis 5 (H₅) displayed that knowledge sharing has a positive relationship with employee behavior. This 

relationship suggests that employees who are better able to share knowledge are more likely to perform better in the 

workplace. It means that employees who are willing to share knowledge will increase the possibility of social exchange 

ad enhance likelihood to increase performance. These finding is consistent with previous studies (Deng et al., 2023; 

Lee et al., 2020) suggests that knowledge sharing contribute positively to employee performance. In order for effective 

knowledge sharing to take place within organizations, a key factor is mutual trust amongst individuals and the 

organization as a whole. Not only does knowledge sharing foster a sense of positivity and growth within members, 

but it also leads to improvements in individual capabilities and overall organizational performance (Kadarusman & 

Bunyamin, 2021). 

 

Hypothesis 6 (H₆) revealed that mediating effect of knowledge sharing on the relationship between training with 

employee performance. The path coefficient of direct relationship between training and knowledge sharing is 

significant with 0.180. The social exchange theory that links employee training and knowledge sharing is well 

supported with the path coefficient of the relationship between training and employee performance is negative but 

significant -0.049. The opposite sign of direct and indirect effect offset each other leads to the minimal total effect. It 

means that knowledge sharing as the intermediate variable will reduce the magnitude of the relationship between 

training and employee performance. Study by Pringgabayu et al., (2020) revealed that knowledge sharing acts as a 

mediator towards employee performance. What it means is that employees who went through trainings are more likely 

to share the knowledge they have acquired with their fellows. This sharing of knowledge can help reinforce and 

solidify the training received, leading to better retention with new skills applied in the workplace. By promoting a 

culture of knowledge sharing, organization can leverage training investments to maximised employee performance 

and overall organizational success. 
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Hypothesis 7 (H₇) introduced the mediating effect of knowledge sharing on the relationship between employee 

development with employee performance. The path coefficient of direct relationship between development and 

knowledge sharing is  0.144. The social exchange that links employee development and employee performance is 

negative but significant with -0.054. The findings served that knowledge sharing is partially mediated on the 

relationship between employee development and employee performance. When employees engage in knowledge 

sharing, they are able to transfer skills, information, and best practices to their colleagues, leading to improve 

performance across the organization (Ruben et al., 2021). Additionally, knowledge sharing can enhance development 

by promoting a culture of continuous learning and collaboration, ultimately leading to higher levels of employee 

performance. Therefore, it is concluded that some of the employee development effect on employee performance is 

affected by knowledge sharing. 

 

 

LIMITATION AND RECOMMENDATION FOR FUTURE RESEARCH 

 

One major weakness of this study is the possibility of respondent bias and misinterpretations when filling out the 

questionnaire. Low literacy or poor English ability could make it difficult to comprehend the survey questions and 

give accurate answers. Consequently, the responses might not precisely capture the intended information, which could 

lead to measurement error. It is recommended for future research to include bilingual language when preparing the 

questionnaires. Like in Sarawak, Bahasa Malaysia or any relevant native language such as Iban or Chinese language 

may be used to encourage more understanding among the respondents. 

 

The study's restricted emphasis on the food and beverage business presents one possible disadvantage. This industry 

poses various restrictions in terms of its applicability to other sectors, even though it is undoubtedly necessary to 

achieve the study's objectives. The food and beverage industry's particular operational characteristics, regulatory 

environments, and market dynamics may limit how broadly the study's findings may be applied to other sectors of the 

economy. Although the food and beverage business was the main focus of this study, other industries may be included 

in future research. Comparative studies between sectors would highlight distinctive traits peculiar to a certain industry, 

providing insightful information applicable in a variety of organisational contexts. Therefore, knowing how these 

relationships are seen in many businesses adds to the conclusions' general applicability and external dependability. 

 

The current research applied a mediating effect of knowledge sharing which limits to the understanding process on 

how independent variables (training and development) affects the dependent variable (employee performance). Future 

researchers should look closely into any moderating factors that might affect the complex relationships between 

employee performance, development, training, and knowledge sharing. These dynamics may be significantly 

influenced by crucial factors such as leadership styles, organisational cultures, and technology developments. An 

extensive investigation of moderating variables may provide insightful information about the particular situations in 

which these linkages are most pronounced and productive.  

 

CONCLUSION 

Conclusively, this research significantly advances the comprehension of organisational dynamics in the food and 

beverage industry. It provides a comprehensive framework that clarifies how training, development, and knowledge 

sharing all work together to influence employee performance. This study offers insightful analysis of the food and 

beverage sector how crucial it is to put in place targeted training and development programmes. It also highlights how 

important it is to create a culture that supports continuous learning, which has real advantages for knowledge 

management platform. 
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