CHAPTER 5 \q
DISCUSSION, RECOMMENDATION AND CONC*%SIO'\I

51 Introduction ‘_k

This chapter discusses the findings from Chapte I8 ex Iélns implications
of this study for theory development and practicefdkinally, this c p’e E:)@'éms the
limitations of the study and provides recommendatio rfut e 'studies. TI?-chapterends

with the conclusion of this study. \; Q‘ g

O

5.2  The Focus of this Study c T ~\

&
The focus of this stud;% exaﬂune e e(bf@ of organizational factors

(organizational learning cultﬁ_ nt s rt Islamic work ethics) and
b satisfacti

individual factors (motlv%

Directorates General&éducanpn ;
ivi

mediating role o

}0 rV|ce quality in the context of the

ultan man This study also examines the
.(mo(}tlon job satisfaction) in the relationship

between Wor nment factors : (ganlzatlonal learning culture, top management

&
S

e quality.
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5.3  Discussion of Findings
5.3.1 The relationship between organizational learning culture and m@

The first hypothesis in this study assumed that there is a posi@significam
relationship between organizational learning culture and motivation, The data analysis
shows that organizational learning culture has no significant effeet on motivation. In other
words, organizational learning culture is not a factor that nt@% to the motivation of
employees at the Directorates General of Education in te Onﬂ"\d

The finding of this study contradicts previoussstudies that re rji o’rg)a?izational
learning culture as an essential factor in improvinﬁyeqﬁ' erf ma&@Egan et al.,
2004; Joo & Lim, 2009; Guo et al., 2014; Ba erjgw-al \Panga iban et al., 2020).
u\ Id

The other aspect of the work e@nt fac @@ a greater effect on

employees' motivation in this study th the le @It ~For example, equity in the
workplace. According to Adam yem fbyee I f@notlvated if there is equity
between the efforts they pu M receive in return. In addition,
individual needs could p%\ re crl}! aI r (}fn loyees' motivation in this context.

&
The needs include so;{gds ("f" iendship @écceptance), esteem needs (recognition,

&)
status), and self- GNQZ
@m Adams, 1971; Handy, 1991).

Yvhicﬁ)efer to the feeling of self-fulfillment and
realization of ofi€’s potential (
't S
X

C¢)
& 1o s
\A S
N)

tion
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5.3.2 The relationship between organizational learning culture and job satisfaction

The second hypothesis in this study assumed a positive and significa{&tionship

between organizational learning culture and job satisfaction. The findi ram the data

analysis show that organizational learning culture has a positive and significant effect on
job satisfaction. In other words, organizational learning culture be regarded as a factor
contributing to the job satisfaction of employees at the Dir, ctcE?General of Education

l

]
The finding of this study is similar to previods,studies that re r’i omééfi'zational

in Sultanate Oman.

learning culture as an important factor in improvin ployges' jo satis@etion (Joo &
Y/

ks

Park, 2010; Emami et al., 2012; Egan et al., 2004, hah{gil \let aI.@E; Lin & Huang,
2021). \C) 6&
This finding is consistent witi@ssocial e e@y assumption that argues
N,
the favorable treatment (providi rning culture in organization) received by
employees will obligate them@ide’ rable res es (showing a high level of job
The

satisfaction) in return (G%

\hJ %
that argue that orga@' noiims,walues (Ié(e, 1976), working conditions (Blum &
Na Ior, 1968), anE atmo phe e organization Pan, 2005; Chinomona et aI., 2017

contribute sig@ on employees’ i$b satisfaction.
s
& ' X

N
533 lationship betweé(;?op management support and motivation

Lg&m@ also in line with previous studies

third hypothesis in this study assumed that there is a positive and significant
elatiohship between top management support and motivation. However, the data analysis

results show that the current study does not support this hypothesis, as top management
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support has no significant effect on motivation. In other words, top management support is
not a factor that contributes to the motivation of employees at the Directora&%neral of

Education in Sultanate Oman. c)
d toB

This result of the study contradicts previous studies that reqe; management
AlY&

support as an important factor in improving employees' motivatiw Dominic, 2017;

Chauhan et al., 2018; Schmid & Adams, 2008; Ullah et al. Olv!sford etal.,, 2012).
The finding indirectly highlights the need for i ement @39 the support

e
from top management in the Directorates General o %&tlon in the Iian;%_tgﬁ Oman.

There are many ways to show support. For exam s always'begh to bagk employees,

andéq%ﬁeratlon among

d i@htives, and guide unit

various job functions, encourage botto ea generati

managers to champion innovation ing ﬁ\reqr%
clear foundation (Rodriguez et a % o
&
A
\

5.3.4 The relationship
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The fourth h)& isin t'1|s assu that there is a positive and significant
relationship betWEM ag sppp@nd job satisfaction. The result from the data
tt

2 9

re is'a posit ea@lgnlflcant effect of top management support on
e{V’Dg;

analysis show
top nagement support has been regarded as the factor

job satis f: oth
that c to job satlsfactlor?c(s?employees at the Directorates General of Education in

é%)f Oman.
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This study's findings are similar to those of previous studies that regard top

management support as an important factor in improving employees' j s%sfaction

(Chinomona et al., 2017; Attiq et al., 2017; Qureshi et al., 2018; Ruzic eihl&.

There are several reasons to justify the relationship. First, supportive'management
;ement will create

always helps employees with problem-solving. Second, supporti\%

harmonious interactions and cooperation among employees Thwaﬂpportive management

l

encourages bottom-up idea generation (Rodriguez et al

"r
|3

5.3.5 The relationship between Islamic work ethies,and motivation &
Y/

d mggﬁ{ant relationship

iss a significant effect

)@ﬁk ethics is recognized as

N
a factor contributing to the m of Qmpl S gs(ﬁe Directorates General of

Education in Sultanate Oman A

The finding of thl% uppor lvpjgdzz&les that regard Islamic work ethics

The fifth hypothesis in this study as%x p
between Islamic work ethics and motlv@e data

of Islamic work ethics on motivation. ther Wi \qum

as a vital factor in |m emqlo otl\@pﬁ (Hayati & Caniago, 2012; Heyrani &
Hamehkhani, 2017* m 20 | O
¢ ? (-)
Itisn ise t at la Work ethic can influence employees' motivation.
Itis beca Who p thie Islqﬂ ¢ work ethic will view work not as an end in itself

but as m to foster personah;;%wth and social relations (Ali & AlOwaihan, 2008). In

ad%mployees feel motivated because applying an Islamic work ethics can help them

bn their tasks well. A study by Yesil and Dogan (2012) showed that the

implementation of an Islamic work ethics could influence employees' performance.
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Similarly, a recent study by Saban and colleagues (2020) also showed that Islamic work

ethics positively and significantly impacted employee’s performance. \q

5.3.6 The relationship between Islamic work ethics and job satiiactloﬁ
The sixth hypothesis in this study assumed that there is %S' e and significant

relationship between Islamic work ethics and job satisfaction. Twault from data analysis

shows a significant effect of Islamic work ethics on fa tio@er words, the
Islamic work ethics is recognized as the factor that.contribute to t)sa rsﬁc':tlon of
employees at the Directorates General of Education ifsSultanate 6f Oman. \r

\Nhatgd Islamic work

factian. (Salehi & Babajani,

The finding of this study is similar ;‘qe, ousvi

ethics as an important factor in improvu\

2017; Amilin et al., 2018; Heyranl& ehkhant; RN

The positive relatlonshlp%en ISlami work@‘.‘l:ﬂcs and job satisfaction is
possible because previous res x suraza aylor (1968) indicated that the
employees’ personal cha tma:y ‘cjojy,dte‘bthelr level of job satisfaction in the
organization. In add& empl?ye\wll fe%&s’atlsfled with their work because the
implementation o hl%m or i
customers. A Ro;)( 10) éoncluded that the implementation of Islamic work

ethics has w effec{s sefviceqéu; ity.
;\ S
NS

tion & Rafiki, 2020).

/75

'can (}Iltate them to deliver better service to their

e relationship between motivation and service quality

5.
0 The study further hypothesizes a positive and significant relationship between

motivation and service quality. The data analysis shows a significant effect of motivation
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on service quality. In other words, this study reveals that when the heads of sections in the
Directorates General of Education in the Sultanate of Oman were motivate@cally,
extrinsically, or even both, they would provide good service to internal @rs, who are
the employees at their respective sections.

This study's finding is similar to previous studies that@:otivation as an
important factor to improve employees' service quality (Du yWI., 2014; Kimando &
Njogu, 2012; Barkhuizen et al., 2015). The previo ies ar that a motivated

employee will show the ability to perform the promisethservice depend I)i ar’lgkg@urately,
i -

be willing to help customers, convey trust and conf fromecustoners, aqd-show caring
Y/

and individualized attention to customers. \,T \
NS
5.3.8 The relationship between jol@Sisfactm?er @uality

The study assumes that th%posiﬂve a eign<i§}r1t relationship between job
satisfaction and service qualit%esul !ﬁgj a@is shows an insignificant effect
of job satisfaction on ser\% ity. I}

N &

the factor that contri N service ity oféﬁ)loyees at the Directorates General of

Education in Sultem of Oman.

‘

This s%" dings argsi

found an i Wam rglaﬁg;p een job satisfaction and service quality. However,

N
most éudies indicated tﬁé?job satisfaction is an important factor in improving
e " service quality (Singh et al., 2017; Tasneem et al., 2018; Lin & Huang, 2021,

@ & Jang, 2017; Joshy & Peterkumar, 2019).

119

the \ﬁ‘drdsh'ob satisfaction is not recognized as

ilar.fo.those of Ariani and colleagues (2015), who also



It could be that environmental factors have a greater influence on employees' job

satisfaction at the Directorates General of Education in Sultanate of Oman{ is based

on previous findings that highlight the importance of work environment &TED compared
to individual factors when discussing the issue related to job satisfacti éﬂples of work
environment factors that influence employees' job satisfacti$:adership, work
standards, fair rewards, adequate authority (Ostroff, 199 o@!ational norms, goals,
and values (Locke, 1976), working conditions, promoti lated \obaycial relations

in work, recognition of talents, group relations um & Naylor; igég);zfraining,
S

communication and care, network resources, and the atmosphere‘in the org@-ization (Pan,
N

2005; Chinomona et al., 2017). \3 e T, ET
5.3.9 The role of motivation and j tisfa@z?
N
In this study, motivation a%atisﬁctio e Qhegn’posited to play the role of a
mediator between organizatio%ninj

ethic, and service quality.% WOI’g , thi s}dd({/%ues that work environment factors

such as organization Mng cplt\top m%&@ement support, and Islamic work ethic
: &

n an®0b satisfaction, which in turn can produce

will increase the oyees' m
é @ 2 (.)
service qualit@v er, thesga: um;kﬁons have not been supported by the data of this
study. It &Oe the other ntial factors able to become a mediator in the
N
relation{,

abi%work engagement as a mediator (Extremera et al., 2018; Coetze & Van Dyk,
0

18)” Therefore, it is interesting for future studies to examine the role of work engagement

ch as work engag?gsl%nt. Several recent studies have already highlighted the
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as a mediator in the relationship between organizational learning culture, top management

support, Islamic work ethic, and service quality.

5.4  Implication of the Research

5.4.1 Theoretical implication of the research

X
A
0
&

From the theoretical point of view, this study provides eWaI evidence about the

relationship between organizational learning culture, an ge@port, Islamic

e
work ethics, motivation, job satisfaction, and service quality in a parti ai co&éﬁ, which
S
ta 0

is the Directorates General of Education in the Sul f Oman. S cifioql-ly, this study
\n N

verifies the importance of organizational Ie@g} U|tLLI’\e, an@nt support, and

Islamic work ethics on employees' job W\G@on in thi tex@he importance of the

role of the Islamic work ethics in m((f%ion ha gen @ed in this study. Finally,
N,

this study verifies the role of moﬁé as afl im nt&g‘fﬂctor of service quality. All
these findings have been fo%ﬁult usly in @rticular context, which is the
Directorates General of % ninthe S ﬁp!ﬂté& Oman. The previous studies only

b 4 4(/
determined the relati M bet\lvee\'ganiz@ﬁal learning culture, top management
&
support, Islamic Qt ics, m |pn,&§b_/\atisfaction and service quality in separate
@
’
studies and di nt€on

te v? e mp&,lhe relationship between organizational learning

as preyiously been determined in the context of tourism

g
culture a vice quali
N
compami Al Saleem and A'P(;laboori (2012). Similarly, the relationship between top

ma%nt support and service quality has previously been verified in the context of

@ healthcare providers by Mosadeghrad (2014). The relationship between motivation
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and service quality has been tested in the context of the banking sector by Kimando and

Njogu (2012). \q

This study also extends the existing knowledge about the fa@ influence
service quality, particularly in the context of public sector organizatigns (The Directorates
General of Education) in the Sultanate of Oman. Such effort is essential because the
previous studies have focused on employees from non-publi s@ontext such as private
healthcare providers (Mosadeghrad,2014), home imp n seryeva et al.,
2014), service Agent (Kitcharoen, 2013), extension em (Anaza etal. 20 tourism

I'<
Companies (Al Saleem and Al-Juboori, 2012), banks, (Kimando & Njoge:; 2012), and

\b N
private universities (Sultan & Tarafder, 2007; OluweleAde i, 20

O WS

5.4.2 Practical implications ofthe@rch \? f‘\-\

N,
From a practical perspecti% 09/ g(;fr\de essential information to
e

the Directorates General of %0 f Oman about the factor that

contributes to service qua%t is cont

The significa&s@r fOu\'ﬂ:??his study~is’motivation, which consists of intrinsic
&
and extrinsic ele . Intrins t,ivatiQ_nJ\refers to doing something because it is
I

S
inherently ex@ d ::Z T@efore, in practice, the Directorates General of
Education wultana{e an @ed to make sure that their employees love and enjoy
. : N
the ta sponsibilities give?'r(:l% them. It can be determined by observing immediate

su% and workplace personality tests. Other initiatives to increase the level of
njoyment of employees toward their tasks are giving the tasks or responsibilities that are

suitable to their academic qualifications, always recognizing the employees' achievement
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every time when they are able to complete the task, provide a good team member for them,
and highlight the importance of their task to the achievement of organizatiomkgrs.
Regarding extrinsic motivation, which refers to doing something e(ﬁ} it leads to
a separable outcome, the Directorates General of Education in the éof Oman can
provide an attractive compensation (salary, benefit, allowance) packagethat is suitable for
current living costs. In addition, the management team (he thment, supervisor) in
the Directorate General of Education in the Sultanate o n edslt(!\cc?nunicate their
expectation to employees, provide regular feedback o ployees perf rr)an‘c':ﬁﬁow trust

and respect to employees under their supervision, andvapply effectiv eader(ship style that

Y/
accepted and suitable with employees. \3 0\ \ sv
entﬁfactices such as the

In addition, this study prove gf»ork envi

organizational learning culture, top m@semen%g an ){E\mic work ethics are able
% N

to increase employees’ job sati The‘fefor e %ﬁ%gement of the Directorate
General of Education in the S Xof rﬁz]@te a learning culture policy that
provides a budget and gi rtuni‘tj‘sjjyﬁaaes to learn, recognizes employees

for taking the initiatj%qg works \ther wé-ﬂwe outside community to meet mutual
needs. Other tha oducin nin Iture policy, the employee's level of job
E'u& g :a{ d%}u policy ploy j

satisfactionin@ extcan bg i reaédzthroughsupportfromtopmanagement.Thetop
AP AR

managem provid SOUrees to complete the task. The immediate supervisor
becorngk entor who guides“a(;a helps employees. The management of the Directorate

Ga%r Education in the Sultanate of Oman can also increase the level of their

@/ees' job satisfaction through the implementation of an Islamic work ethics. This type
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of work ethics allows employees to work independently, be creative, make decisions, and

5.5  Limitations and Suggestions for Future Studies '

First, the data for this study were collected at one point @;plying a Cross-

sectional design methodology. The cross-sectional metho thlects data at a single

feel a work-life balance.

point in time was insufficient to capture the pattern of and t ‘na jitude of causal
relationships between the studied variables (Chiabdry et al., 2010)9T, e?&ifgﬁ future
A
studies can validate this study by applying the longitueinal study: X
Y/

Second, this study applies a quant%zeseg{ ign, {’& data collected

through a questionnaire survey. Future@hould er cting more in-depth
b \qQ tative-and quantitative methods
N
would provide an opportunity f in-ﬁept r((/uqﬁ@l’ explanations of how the
proposed factors influence ser: Iit1. \A
e

Third, this study ies to}

=

=

qualitative data from respondents. T%e 0

,za'tb'] where the research was conducted

! &
and does not apply t orgapiz iohs. The'data of this study was collected from the

&)
Directorates Gen M duca ihe C%Jj]anate of Oman. Thus, future studies could
’
5 g
S | fram

replicate the p k used here in other types of organizations such

or

"5

concept
as the prifwtor anfi mzove ent organizations to validate the findings of this

S
study. \c)

Ny
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56  Conclusion

This study provides a significant understanding of the factors that inf e¥.%rvice
quality in the context of the Directorates General of Education in the S I&a) of Oman.
This study found that the employees' motivation has a direct contrib '.nﬁervice quality
at the Directorates General of Education in the Sultanate of Omar% lamic work ethics

i Wt. Another important

ing culture, top management

support, and Islamic work ethics as predictors of job satisfaction. On t hé hgTd, if the
tiomyin

is the factor that can influence employees' motivation in

finding in this study is related to the role of organization

A

the ‘Su anate of Qman wants to

N
men organizational

in &context should also

the expected performance.
A

management of the Directorates General of Educa

o

increase their employees' job satisfaction,%‘h

learning culture and Islamic work ethi %manag

continuously provide support to emplﬁs inor *ie

8
24
W=

%
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