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ABSTRAK

Kajian ini bertujuan untuk menguji impak budaya pembelajaran organ asger
pertukaran pemimpin-ahli terhadap pengurusan sumber manusia dan peranﬁm

kepuasan pekerjaan. Kajian ini mengguna pakai pendekatan kuantitatif a data
dikumpul melalui soal selidik yang diadaptasi daripada kajian Iepa;k darkan
secara maya kepada saiz sampel yang disasarkan. Dengan menggunakan teknik
persampelan rawak berstrata, sampel kajian yang dipilih terdiri da kakitangan
pentadbiran di pelbagai jabatan kerajaan dan teknik ini memberi setiap‘peserta peluang
yang sama serta diwakili sampel yang sama dalam kajian. Sifat Metrik instrumen
telah diuji melalui ulasan pakar, manakala konsistensi dalaman elalui nilai Alfa
Cronbach. Keputusan ketekalan dalaman menunjukkan instrumen tersebut
adalah sesuai untuk mana-mana latihan akademik kerana fa C]ronbach berada
antara nilai julat .811 sehingga .955 untuk faktor i mana Ia ilai individu
terletak antara nilai julat .80 hingga .93, yang membu n esesu inst
tersebut. Beberapa kaedah statistik digunakan untuk analisig data a @%‘ul
seperti Confirmatory Factor Analysis (CFA) dan ural Equation ling (SEM
Hasil kajian menunjukkan kepuasan kerja kakitangamydapat dirama ecarapo stif dan

mm%u -ahli serta
. Hasi alisis juga

langsung melalui budaya pembelajaran organis pemk\a;a
secara tidak langsung melalui pengurusan su S

mendedahkan wujudnya hubungan yan dan ignifikan ra pengurusan

sumber manusia dan kepuasan kerja. tgyang t etengahkan sebelum ini,

pengurusan sumber manusia memain nan penting sebagai/perantara budaya
n

pembelajaran organisasi dan pertuk pe I| safu pihak dan kepuasan kerja
di pihak yang lain. Justeru, dapa %n se%g 'ﬁnembayangkan bahawa
peningkatan amalan pengurusan su nusia ak @gkitkan kepuasan kerja
dalam kalangan kakitangan s awam.-Kesim ulﬁnn strategi dan dasar baharu

er ntuk omosikan dalam kalangan

diperlukan dalam pengurusan
nan<®man bagi memastikan dan

kakitangan institusi sekto jaan di ta
meningkatkan kepuasa”kerjaymereka erta yvu n persekitaran pekerjaan yang
berkualiti, serta mem kltanga gai institusi menyesuaikan diri

dengan pergerakan obal Q/



ABSTRACT

This study aims to test the impact of the organization learning culture and -
members exchange on human resource management and their subsequent Nihe job
satisfaction. This study followed the quantitative approach, where the data wa cted
via the adopted questionnaire from past studies and distributed electromically’ to the
targeted sample size. The study sample consisted of administrative em working
in various governmental departments and used a stratified random s ing technique.
This technique gave each participant equal opportunity and aai?L:equal sample
representative in the study. The psychometric properties of the iw ts were tested
via experts’ comments, while the internal consistencies were mined through
Cronbach’s alpha. The results of the internal consistency s g&'ﬂat the instruments
the va

were appropriate and suitable for any academic exercises s lues of Cronbach’

alpha ranged between for individual factors ranged be 1T%0 .955, while its value
icated)ap eness and
eref usedgto" arfalySethe

A) and Structufal Eqiation

eadgr_\?member

suitability of the instruments. Several statistical
collected data, such as Confirmatory Factor Analysi
Modeling (SEM). It was found that organisation

I
exchange positively and directly predict empl satisfacti nd indirectly via
human resources management. The result of the \tN:Q t lQ§<istence of
a positive and significant relationship be e maoﬁw‘;nt and job
satisfaction. As was previously highlighte managéeément played a

pivotal role in mediating between the % on learni Itur leader-members
exchange on the one hand and job satisfagtion en th r. Therefore, the findings
significantly imply that enhancing % resour _ ‘;practices would boost
employees’ job satisfaction in gov sectoF instifutionss Hence, it is recommended
that new strategies and policies ed inhuman resou management to promote

government sector institutior% loyees i Sult of Oman to ensure and
enhance their satisfaction and establis ity jo ironment, which may help
employees in various i tit%o adapt to the'rapi

ai u ' % bal movement.
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