CHAPTER 5

FINDINGS AND DISCUSSION \q

51 Introduction (')

This chapter discusses the findings of the research questions. Smart % Least Squire
(Smart-PLS) version 3.2 has been used to evaluate the meas me model, structural
model and mediator variable analysis of the study. This cha ter?ﬁs with an introduction
followed by discussion of the research questions findin Se questions present inquiries
about the effects of independent variables on the ndent variablegand c'ax;;ﬁb'ring the
mediator variable's influence between the independe degyn en arlalgte.s Moreover,

discussing the study findings has been done to anszer the hq é{i’ﬁns based on the

__.52

respondents’ perspectives and their rela\ eir characte t1cs<5£

&

—4

5.2 Findings of the First Re se E‘S}‘I c.)

This sub-section discusses the T‘h& ear Mn' ﬁ&rzgs which was “What is the
influence of the leadershipsrole'towards efs uctivity in Oman Water Sector?”

The Smart PLS progra rbo be a‘ﬁ&f}ze this research question because of its
solid statistical adva s ine the r s and studying the leadership role impact

as an Independe l \ylfloye(@ productivity as the dependent variable. Also,
atlo

itis used t tatl‘itl aI between them and to draw a structural model for

the study ﬁ iables with their |te nitially, as a supposed procedure, investigating the

colli %\problem in the studled model has been done because it negatively affects the

Q the extracted results. Accordingly, the values of the inflation factor variance (VIF)
have been examined. Table 5.7 shows the results that found all the inflation factor results

not exceeded (5), which is the limit determined by the experts, as was previously explained.
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Thus, all values of the inflation factor's variance ranged between 1.636 and 2.947 indicates

the quality of data. Also, it is free from the problem of collinearity. Therefore,

is result

prompts continues to consider the accurate results of the research hypotssg

Table 5.1: Variance Inflation Factor for Leadership Role and Emp

&

W’ Productivity

2.488 (_3
)
The path parameters have been e@, r

the studied variables and \ the statistical
- . N .
relationship between th rship g0le gﬂ:&/ and the variable of employees’

productivity. It show&

statistical signifi M\: 0.001)

0 show,
d :
ctivity a Sta'tls

(0.05). The r

Nl

lue of th

&’

Variable Item No. VIF Variable Item No. VIF
Q.1 2.279 2.112
Q.2 2.706 L 11872
Q.3 2.927 Q36 ' 886
Q.4 2.248 Q.38 \d;ZlS
Q.5 2.476 Employees 040 9 ||1761
Leadership | Q.6 2.282 Produc Q42 o !].22209
Role Q.7 2.772 Q48 /
Q.8 1.636 .
Q.9 2.906
Q.10 2.729 \/
Q.11 1.851
Q.12 2.947
Q.13 NN

atistic

R
A\

S
resenting thg?jsumed relationships between

ignificance. Table 5.2 shows a

&

aé'énificance for each of (“T” = 2.513, the
cates @ect relationship to the level of significance
’

igﬂéﬁ(l, that all the items of the leadership role and

tically significant from the level of significance (0.05)

employee:’
with itN@n variable, where th(halue of "t" came higher than (1.96), which indicates this

:%e "beta" value results also show that the leadership role variable significantly
%ed the variable of employees’ productivity of OWS employees. Where the value of

"beta" for a leadership role is (0. 078), which is statistically significant, the researcher can
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reach a set of conclusions from the value of "beta,” which is (0.078), where its value
indicates the existence of a positive relationship between those variables ar{R positive
value indicates the existence of a direct relationship. It means that mo weration of

leadership role in enhancing the employees’ productivity among em[qsiees of OWS.

Table 5.2: Direct & Indirect Effects of Leadership Role and@! ees’ Productivity

PATH Original | Sample | Standard
COEEFICIENT Sample | Mean | Deviation Statlstlcs
(O) beta (M) | (STDEV) (|O/SLDEV|)

Leadership Role %k o
_>Employees | 0.078 | 0.086 | 0.031 %3 of2 _\‘-a\Positive
¢ N

P Relation
Values ship

Productivity o~

\T w% .l\%’

Q24

Q25

9,26

Q27

Q32 otivation Q35
XQ%

0.117 (0.010)

0.666 (0.000) 2
22577/

0.162 (0.000) =)

Leadership
Role

z sss\A
Employees ’6454\ 28

Productivity &660\ Q46
29112\ ‘

,X 4
Q48
o
Q49

Figure 5.1: Model of Path Analysis for Leadership Role and Employees’ Productivity
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A basic within the investigation stages and thinking about the structure is determining the
coefficient of assurance (R2), which measures the model's prescient contr@esults
extricated from the investigation (Figure 5.2) demonstrated that the coeffi &3( assurance
(R?), which measures the informative and prescient control of the %ratlon had an
esteem of (0.493) as appeared in the taking after Table 5.3. Thl demonstrates that
there is no such thing as a true. It is also drawing closer to the Wof one adjusted level
of high predictive accuracy, implying that employees' p (t e ependent variable)
is not the only figure that clarifies the relationshlp, t rather (49.3 ) It @éﬁred the

impact estimate (*f) existed between the independen d depyn nt anab@s and it came

with a value of (0.027). In this way, the | ders p role

employees’ productivity within the O\A\&@dm

outside the test (Q?) has been effec use \a\pvs

N
independent variable to predict th .the@sure utilized in judging this
indicator compares the value X}refl 'onﬁp index (Q?) with a zero value.

According to Hair (2016)% vent th yﬁguﬁ(@) is greater than zero, the model

rfable fg&cantly impacts

ediréé relationship pointer

is t@cedict the ability of the

ent Oaria

e that alue of (Q?) is less than zero, the show

has predictive power'{hq?the ‘6&‘9 :
&
has no predictiv . Hence fult @in the current test appears to show that the

e
predictive rel 5 file @7
the indep 3warlable taypredict t@pendent variable outside of the current test.

e v;&hr a value of (0.490), which shows the ability of

\,

3 (R?) for Relation between Leadership Role and Employees’ Productivity
R Square (R?) Q? Cf)

ployees’ Productivity 0.493 0.490 0.027
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The mentioned results confirm the impact of the leadership role in the employees’
productivity in OWS. Also, they are in line with many scholars' find%%at fund

significant relation between leadership role and the productivity ﬁﬂrynizational
ne b?

employees. Studies which agreed with such finding have been Arijaldi and
Mulyadi (2020), Larrea and Edoun (2019), Almarhoon (2018)4Ghalandari and Paykani
(2016). The above findings conclude that the managemen ofv?needs to develop the

leadership role in their organizations, which will i e the @?vity of their

employees. s ' -’\C}T
¥ b4

5.3  Findings of the Second Research Ques'&" \ Y\J
This second research question is that “Wh Nnﬂ e(;}ce he 1 ﬁ‘e\rship role towards

motivation in Oman Water Sector?” mearﬁ I?k has been used in this

study to analyze the influence of | rship fote on loyee’s motivation in the Oman
_ X
[

(7]
Water Sector due to its statisticahg& ty to he relationships between all the items

\
and their factors. It is ne sa&o deterr”xine eas tion between these factors and to
assess their reliability. %Saist:}&é |qu€@§0 includes the capacity to forecast the

model outside of the'résgarch legAs pre{to sly mentioned, the researcher first tested

|
the model and erﬁﬂ}ts reliability. AV e(rﬂwo variables are highly linked, this is known

D . N o
as collinear r et gi.bOJz'a). A@'esult, multicollinearity emerges when more than
X

two indi S are intercorrelat@’l’ o calculate collinearity and estimate the variance

E——

inflat%\htor, Smart PLS was used (VIF). Table 5.4 shows that the independent variable's

icollinearity is unaffected since the VIF values are fewer than five. As a result, there

issue with the predictor constructs collinearity in the structural model.
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Table 5.4: Variance Inflation Factor (VIF) for the Leadership Role and Motivation

Variable Item No. VIF Variable Item No. VIF
Q.1 2.279 Q.24 A}ﬂ?
Q.2 2.706 Q.25 544
Q.3 2.927 Q.26 Y* 1.697
Q.4 2.248 Q. Y [1.39%
Leadership | Q.5 2476 Motivation 1.675
Role Q.6 2.282 1.529
Q.7 2.772 1
Q.8 1.636 %
Q.9 2.906 ] \d, _
Q.10 2.729 I 9. N
Q.11 1.851 | o A
Q.12 2.947 ' J
V'

P 4
Q.13 2.488 Y‘ NV S
N A9 ~
The researcher investigated the statisticw ance an ma@iﬁe structural model's

relationship (Figure 5.2) represente@bthe pat\uxﬁo hi'g\between the factors of
N

0
this study. The findings in Table %al that therg'is a Q(lf/;{ and statistically significant
A\

relationship between the va@f T ershi ro@and motivation at the level of
|

significance (0.05). On t han(} he ap%gp'T" was (2.501) and the degree of

statistical significan(&w.omb in\fing théﬁese variables had a positive connection.

Figure 5.2 furthe M that all items hreéganstlcally significant with their latent variable
’

since the val =T was greatef th ézéro (1.96). As a result, based on the degree of
significan tatistical s@?nf&?ﬂ (0.05).
AN S
>\ble 5.5: Indirect Effects for Motivation and Employees’ Productivity
l Original | Sample | Standard - ) )
4, Path Coefficient Sample Mean | Deviation T Statistics P IREE
(0) beta (M) | (STDEV) (JO/STDEV|) | Values | tionship

Leadership Role -

ot 0.117 0.129 0.047 2.501 0.013 | Positive
> Motivation
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Q24

4032 Q.25

5,591
_-5.552—F

5914y
4.684

5367 Q29

Q.26

Q27

Motivation

Leadership
Role

Q32

" N
i oIeé?gR/lotivation

&
Interpreting the coefficient of determmatl 2) which seis\Qne model's predictive

power is critical during the analytlc S % Ja & the model structure. The

analysis result indicated that tHe.c 'CIMHWIOH (R2), which assesses the

model's explanatory and d| e capa ty j?d,a@of (0.023) as given in Table 5.6.

This value denotes that the ¢ ectl 'ﬁ

Figure 5.2: Path Coefficients analy5|s e Le

*

‘F true result. It also approaches the

value from one COM an 'vel th h@ predictive accuracy, indicating that the

motivation varla ot fe Only-faet o{_) t explalns the connection of 2.3%, but this is
ogtt t for a variety of reasons.

only one of sev asso‘ol
fg/ S |
heffindings also revealed\@,;a& an effect size of (2f) existed between the independent

and depe nt variables and it was accompanied by (0.024). Due to the differences in
rom one test to the next, the researcher relied on Cohen's criterion (1988) to
ute the PLS model's impact size. As a general rule, a number less than (0.02) indicates

no impact, a value of (0.02) reflects a little effect and a value of (0.15) represents a
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significant impact. Simultaneously, the value (0.35) has a significant effect. The leadership
role variable has a significant effect on motivation in the OWS accordi@hen's
criteria. Furthermore, the predictive connection indicator outside the s S\‘!})ZQZ) was
successfully employed as a criterion to predict the ability of the in %nt variable to
predict the motivation variable. The criterion used to evaluate thi ir§a.tor compares the
predictive connection index (Q?) value to zero. According,to WOlG), if the value of
(Q?) is greater than zero, the model has predictive pow e value is less than
zero, the model has no predictive power. As a consequ e, the predicti c’on?egg?)n index

(Q?) in the present model has a value of (0.021) in ing th‘e tential ofxe-he leadership

role variable to predict the motivation variab t rent
Table 5.6: (R?) for Relation bm rshl ole a@Motlvatlon
s
R Square (RZ) (/)
Leadership Role -> Motlvatlon% 0.023 - q o 021 0.024

Y
These results indicate the impiihﬂeadlr’ﬁj @vaﬁon in OWS and they are in
line with the findings o cholars. T (N consistent with the statement that

'

Leadership has a blg to pla)f I ing nhancing employee morale (Khuong,
& .

2015). In his resea it as b VE()@at leadership has an effect on staff morale.

Moreover, Yi a XI?;( in 3{@;@ that the individuals' creative work behaviors

were foun oré'b odhect ith workers' perceptions of leadership as well as

the gr inion of Ieadershlpﬁ(ﬂ?erefore these findings indicate the importance of OWS

nt to care for leadership role due to its impact in the motivation of employees.

Omnce, this will help in enhancing the employees’ productivity.
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5.4  Findings of Third Research Question

*V

The third research question is that “What is the influence of the motiv, { towards
employees' productivity in Oman Water Sector?” Due to the statistical a% of Smart-
PLS to identify the relationships between all the items with their varlables, mart PLS has

been used in this study to measure the impact of motlvatlon@: on employees’

productivity in the Oman Water Sector. It requires determinin relationship between

thlwcal approach

includes the ability to predict the model outside thefstudy sample. mod@as been

I &

st are closely
NV

these variables and assessing their reliability. Additi

evaluated to ensure its reliability. Collinearity oc wheg 0

correlated (Hair et al., (2014a). As a re% her

intercorrelated, multicollinearity occurs

and estimate the variance inflation tor ( I \‘ab\lgS

multicollinearity of the mdepen

Therefore, there is no issue re ed

structural model.

(—)

@

LS ha

|abI sin e

S
:
éf

}\than é@' indicators are
segtzalculate collinearity

@cates no issue with the

N,

values are less than five.

&
he ’: ity aré@g the predictor constructs in the
|

Table 5.7: Vari Inflati or ivation and Employees’ Productivity
s.
Variable Item No. Variable Item No. VIF
Q24 ¢ 1,1;641__ Q.34 2.112
‘\. 25 1.544) Q.35 1.872
Q.26 14697 Q.36 1.886
Q.27 1.396 Employees | Q.38 2.215
,é Q.29 1.675 Productivity | Q.40 1.761
Q.32 1.529 Q.42 2.209
Q.43 2.149
Q.44 1.796
Q.45 2.306
Q.46 2.124
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Continued Table 5.7

s
Variable Item No. VIF Variable Item No. VIF
Employees Q'i; -\%(1)(152
Productivity Q. T :
Q.49 1.958

sti%tes the structure model's

onship!_between the under

@
investigation factors. The results in Table 5.8 show %{S,ence adi ct'anqggt.istically
A

significant connection about the level of significance (0.05) Det en@"variables of

Valu@f ” was (21.297)

The researcher has examined the statistical significance an

relationship (Figure 5.3) represented by the path

and the level of statistical significance V\\%aie of (0.
es. The\Sulg a

a strong relationship between these v@as

items are statistically significant

%irl Ent v
than (1.96). Therefore, it is st@ .

N,

4 wh@ﬁndicates that there is

Q@ow in Figure 5.3 that all

e value of “T” came higher

e level of significance (0.05).

y significant fro
Cy tj' S
. : ¢
Table 5.8: Direct & Indirect &Qé Mo@(’ ion and Employees’ Productivity
» IEK

N
Original | Sample | Standard .
Path Coefficient Sample | Mean | Deviation T Statistics P- e
(O) beta (M) | (STDEV) (|O/STDEV]) | Values | tionship
Motivation - L '\’ L)
Employee % £ 79 (@8 0.031 21297 | 0.000 | positive
Productiyi g |

5
Ny
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Q% | 2%

Q27

Q24 23738 %
‘21.261 Q.40
= \2oyz /32.828/
— /20.246 Q4
/

0.688 (0.000) =P 20378

Q29

e Motivation Employees

27.607
Productivity % %1\ Q6
k‘ Q47

X N\ Y

i tion‘ﬁnd ployees’ Productivity
o

An essential in the analysis stages udy modél.teucture is interpreting the

Figure 5.3: Model of Path Analysis fo

NS
coefficient of determination (RZ)\' h measures t moA predictive power. The result
extracted from the analysis i ed t1at t oeffiéb\sht of determination (R2), which

|

measures the explanatory andJpredicti¥ et Q{/the model had a value of (0.493) as

shown in the foIIoww 5.9! Thisyalue {ﬂg}cates that the relationship came less than
AN

one true. Also, i@(oa hing ‘yilu&gﬁm one correct means levels high predictive
@
accuracy, r@ﬂw‘[ ;: loyee I@Jctivity (the dependent variable) is not the only
I

s
factor thatexplains the re ationschi)Q?Eut only (49.3%). There are other reasons for this
A AN
relati w The results also showed the effect size (2f) exists between the independent
ndent variables and it came with (0.858). In judging the size of the effect (3f), the

cher relied on Cohen's criterion (1988) to calculate the PLS model's effect size due

to the difference in criteria from one test to another. As a rule for evaluating the size of the
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effect, a value that is less than (0.02) indicates no effect, a minimal effect is represented by
a value of (0.02) and a value of (0.15) represents a mediate effect. At the nWe, the
value of (0.35) represents a significant effect. According to Coh g@terion, the
motivation variable significantly influences employees’ productivity: '%WS.
Moreover, the predictive relationship indicator outside @)Te (Q?) has been
used effectively as a criterion to predict the ability of the inde nt variable to predict
the dependent variable. The criterion used in judging thissindicator o‘npa s the value of

the predictive relationship index (Q?) with zero value,, According to air Zai?g) if the
S

result of (Q?) is greater than zero, then it means that odelphas pr dicti\w-power, but if
Y/

the value of (Q?) is less than zero, the model has n re(ﬂf

Werébgﬁefore, the result
in the current model shows that the predi &@ations i

X @ﬁcame with a value of
(0.490), which indicates the ability 05: moti \or\%ri

| | 0 S
variable outside the current samp “« Q-
N
Table 5.9: (R?) for tht\jelgon bem’é ivati

en o?va and Employees’ Productivity

R Square (RZ)kJ Q? (@))

Motivation ->

Employees’ Produ@ 0)49340% 0.490 0.858
C\ > G

O .
pa m%b‘atlon in the employees’ productivity in OWS and

These result I%léthei
iq ;
ewi

4
they are in'line With the findings (&Qﬁ;er scholars. They were consistent with motivational
A AN

facto equal treatment (Jokipalo, 2019), communication with their employees

6 ma, 2019), job performance (Kim et al., 2011), the manager’s trust (Mishra and
S

sey, 1990; Chen et al., 2012), employee’s skills (Mhlanga and Pradhan, 2020),

appreciation (Stocker et al., 2010), empowerment (Bergquist, 2018), training (Al-Harthy
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and Yusof (2016) and Sudhakar (2020). On the other hand, Alqudah (2020) found a

negative relationship between the availability and suitability of training a%&caﬂonal

programs executed in the Ministry of Education in Jordanian. Therefﬁe,C@e findings

indicate the importance of OWS management to care for all stated motivation factors. In

sequence, this will help OWS management to enhance the empl

5.5  Findings of the Fourth Research Question

This sub-section discusses the finding of the fourth researchguestion, was. “What is

the mediating effect of motivation towards the relationship betwee ea&e&&b‘?p role and
¥ X

employees' productivity in Oman Water Sector?’Wres esearch q@yﬁon deals with

studying the mediator variable of motivatio wov dire d in ~%::t mediating effect

between the independent variable (leademle)\ﬁ Variable (employees’
productivity). Also, it studies the % ceyr |tscr}3ed|at|on and the interactive
role that serves the conceptual a retical Or@NhICh the researcher relied on

this study. All this is tak%aan age ’f th Sgna S program's feature to study the
ediat

structural model's inter

rel O
Examining t)&dam qumpt(l;@%of any statistical method and its degree of

accomplishment %lvel affe the é’isurable examines all in general. The most
conspicuo % assump MS IS Lb?assessment of the structural model. In addition to
study t ree to which it acc@ﬂshes the necessary of credibility and reliability. Such
s nt has done in the previous chapter. The other assumption that should be found
EM is the nonattendance of the information from collinearity. To confirm if such

sue exists, the analysts have proposed that looking at the values of variance inflation
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factor (VIF) that is one of the yields of the Smart PLS program, if its value does not exceed
0.5 (Hair, 2016). After inspecting the real yields, the outcomes show tha{l?alues of

variance inflation factors (VIF) have demonstrated that the data has beenii ated from the

T

Table 5.10: Direct Effect of the Mediator \<aria

issue of collinearity. Therefore, it has excellent quality and validity.

Original | Sample Standard | T
Sample Mean Deviation | Statis- | P
(O) beta | (M) (STDEV) | tics Values

0.162 0.170 0.038 4.304 0.000

Leadership Role -> Employees
Productivity

Mediator (Motivation) ->
Employees Productivity

0.666 0.668 0.035 | 18.798 0.000
\} j N {\T

The researcher examined the statistical wance and esti at@’the structural model

relationships (Figure 5.4) represent%v path \ME t @resenting the assumed

. | 0 S |
relationships between the studie es. The reglilts in Fable 5.9 show that there is no
a\
direct statistically significantvienshi or lev significance (0.5) between the
o
leadership role and emplo%roduct'gv t t]theQ ediator variable of motivation. Also,

the statistical signifigancesis (0.|)00),\hich ‘i@lcates that the mediator variable has a

N,
positive impact bc these independe g.ud dependent variables. The results also have
shown in Fig@ at tIit sjare stically significant with their latent variable, as
4
the value 4&/Gvas less tHan .9,6\)/‘.@'—'|ence, it is not statistically significant at the level of
"

signifiw .5). Therefore, it coricludes that there is a positive relationship, which means

=

a employee’s motivation mediates the relationship between the independent variable
adership role) and the dependent variable (employees’ productivity) among OWS

employees.
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Q24

Q25

Q26

Q27

Q32 otivation Q35
=

0.117 (0.010)

0.666 (0.000) 7
22.577 /

{zaozo
0.162 (0.000) =P
T~
\21.314 ,
Leadership - ya.seg\ =
Role Employees 454 N =
Productivity 6660\ q46
29.112\ 4
Q47
-
Q48
-
Q49

L {] % "J
Figure 5.4: Path Coefficients N;dlator en L ershlp Role and Employees’

PT C
The findings of the coeffme&iete @4)&2 Yto measure the predictive power of the

model illustrates th@lu th oefﬁ t determination (R?) for the Employees’

Productivity vari@(oi) T gdbir&%r}iteria for this value specify high predictive

accuracy le nevaer he aI e @Daches one integer. It means that the dependent
vanableA ees’ Producthlt@;&; also describes the association with leadership role
in th jator (Motivation). However, it explains that only 5%, while there are other

ﬁ for this association. The results also showed that the size of the effect (3f)
e

ndent variable (leadership role) and the dependent variable (Employees’

Productivity) is (0.034). In assessment with Cohen's criterion (1988), for calculating the
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effect size of the Path Coefficients model (PLS) and as a general rule for measuring the

effect size for Cohen (1988), the value (0.35) represents a significant eﬁec{%e effect
size. Accordingly, the leadership role (IV) as a direct relationship in tsg@nce of the
f

mediator relationship on the employees’ productivity (DV) have a sigq: icant impact on the
Omani Water sector employees. \/
The researcher can also effectively use the predictive relationship indicator (Q?) as

a criterion for predicting the variable of leadership role t ict the a:liabl femployees’

productivity with the motivation as a mediator variable,, The criterion ef iﬁc}%ﬁﬁing this
AN
hip ingdex ( Withziero value. If
\o N
del @edictive power,
pr@&ability (Hair, 2016).
@(ionship index (Q?) came

leadership role to predict employees’

&/

MIO atiogs} mediator variable.
(

Table 5.11: (R?) for e’ idﬁ he Mediator Variable
A\ l‘\ikK \6“
i R Square (R?) Q? ChH

Leadership Role < Employeé lictiv'szV
with the Media@ivaﬁoﬂ) 2 G 0.493 0490 | 0034

Q| &
By %rmg tH'e g res@ with other scholars, they indicate diverse results.

NV
Shafi @ZO) found that ins‘plc.'@tional motivation has the greatest impact on employee

cr ity»As a result, leaders need to apply motivational strategies to make their employees

@:reaﬂve. However, individual approaches are not a critical factor influencing

employee creativity and should not be paid too much attention. Also, Kara et al. (2018)

indicator compares the value of the predictive relati
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studied the mediating impact of gender and income on the relationship between leadership
style and quality of work life. They discovered that transformational an({%aional
leadership styles were important predictors of QWL, including dem % variables
(such as age, job levels, and educational background) but not gend .o(%ome. Once it
comes to the relationship between leadership styles and gender,4gender has a statistically
significant mediating effect between transactional and QW bWetween transactional
and QWL. Thus, leadership types and QWL have a statistieally ingfect on sales.

Accordingly, it is clear that there is a relationship betwegen the employe 'Frc;q_%grvity and
: .
ilitys, Th

their motivation with the leadership role’s availab us, it me thatréhe leadership
Y/

moti@ﬁgn as a mediator

role affects the employees’ productivity with infl

in OWS. \%

: 0
5.6  Discussion of the Resultf%ey indings “ <§?
This section discusses the keyefi gs of C rren@jy. It includes the respondents’
|
demographic, the impact% adership ro antigpmotivation. The key findings of the
mediating impact beK' depehde\\d dep@ént variables have been discussed in this
&
N
chapter. |
‘\: ¢ P &3
\
5.6.1 Ke%hgs of spon&nts’ Demographic
Y.

The resag&nts’ demographic@ngs have indicated that the respondents’ gender is

73.2% male and 26.8 were female. The findings related to the age of responses are

etween 31 to 39 years with 51.5%. Whereas respondents' educational qualification

.6% having a Bachelor’s Degree, a Doctoral Degree is 1.5%. Regarding the position
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type, the majority with 82.1%, is holding non-managerial positions. Also, 35.3% of the

responses have working experience between 5 to 10 years. Moreover, findi Wv that

most of the respondents’ workplace in PAW with 79.4%, while 20.6% I MAFWR
S

This finding is due to the size of the water organizations and their an of employees.

5.6.2 Findings of Leadership Role Impact on the Empl ) roductwlty

The current study assumed that the leadership role has fica'1t influence on the

indi gMLati ical data

employees’ productivity in the Oman Water Sector. Th

analysis using the structural equation modeling ) confirmed e’xiSt(EHce of this
s b %

positive relationship where the value of “T” wa W) W Staﬁég‘ﬁa' significance

was (0.000), which indicates that there wa relationship beﬁmn these variables.

m&r@amly have correlated

It shows that the employees’ productwlty pos%

96 In

ving t loye A‘ﬁ/productlwty Such studies are

as follows. The outcomescf a study don‘ by rlla@ZO) showed that the productivity
of the work was significantly 1 6 tra{eéi)%/leadershlp and the nature of work-life

to the OWS leadership role. These fi

th @prewous studies that found

the leadership role is a reason for4

both altogether and ially, lies t@?}better strategic leadership and the quality

improvement of il upgrade tElJé'&ﬂployees productivity.
Mul %O) gtM mé"ch impact of the leadership and compensation have
on the de productivity q};PT Taiho Nusantara partially and simultaneously. It
c at the leadership role and compensation simultaneously impact the employees’
p C |ty Also, a study conducted by Larrea (2019) found that a supportive leadership

was accountable for accomplishing more elevated levels of the behavior of
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organizational citizenship. Moreover, organizational citizenship behavior affected the
productivity of the monetary guide division of a private, not-for-profit{ rsity. In
another study by Edoun (2019), the results show that Detpak's leaders an Wers satisfy
their roles. Nevertheless, the leaders and managers consistently ﬁaﬁ space for

&:Jalize these two

upgrade and development and can make capacities on the best V%

roles while satisfying them. The proposal focal points on using Wm behavioral theories

that would improve employee productivity and in bili(Qthetpak. The

recommendation is conducting leaders, manag$ employee ?s '@‘as the
AN

significance of correspondence, rewards and unforeseen prizes inside ﬂ:{evassociation.
v

Additionally, a study has done by Almarhoon 18 \(Nhat 0%t administrative
leadership has influenced the productiv@unctio mi@ént of the employees.
While the motivation has affected @'Bperfo e?an @ employees' functional,

N
commitment and gender have mediati 'mpa@t on edela{té’n%hip between administrative
leadership and motivation wit XOnj,a mmitmen productivity.
Furthermore, a st by (} la a‘;il gzbaykani (2016) pointed that toward

investigating the rela Mp be‘we\directogéabilities to fulfill three-fold managerial

&
functions and em e efficien iraz(s Social Security Divisions by considering the
Em ] :h gg} y y g
mediating rolg™ef r nal@jcharacteristics. Findings relating to the way

nagers'
examinati wrch rﬁo@)[;f)poé\ that Managers' Personality Traits mediated the

N
connewo\ een managerial ‘r(t;Pes positively with employees’ productivity. Likewise,
da nation results outlined a massive connection between the capacity to direct three-
old Jmanagerial roles (decision-making, information, and communications roles) and

employees’ productivity. Additionally, capacity in performing three-fold managerial roles
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could predict employees’ productivity. The findings mentioned above concluded that the

management of OWS needs to develop a leadership role in the Oman Water{&r, which

will result in enhancing their employees’ productivity. The following 3%.12 shows

data analysis findings of the most variables of the leadership role ha*i a positively strong

relation with the employees’ productivity. N
Table 5.12: Strong Relation Statements %&C am’ DV
i 4
Item Item Statement VIF
No.

Q.12 | My manager helps me to develop the skills Lieetto performymy buties. | 2.947

Q.3 | My manager pays attention to what | am sagl /doin.g.lj % & 2.927

Q.9 | My manager pays attention to the employees’ wis@N,gHeervy 2.906
Q.7 | My manager makes me feel imporgaw rk.°\ <> 2.772

Q.10 | My manager provides me with whatseed to mmtiés. 2.729
Q.2 | My manager helps me to improve perf\manﬂ 2.706
Q.13 | I feel free to do my job in theﬁuqthat [ seg\ansX/aﬂqe 2.488
Q.5 | My manager respects my 2.476
0.6 My manager contribut tlvel th ove ‘effectlveness of the 5 306

organization.

Q.1 Mymanagerllstﬁt&‘ob re,ated&r@ble.@ 2.282

Q.4 | My manager ask y opln‘oh in rgiﬁteﬂ issues. 2.279

5.6.3 Key Flndl mp 7:%6n the Employees’ Productivity

This study pro at e r|n i d'an ic motivational factors significantly influence
the emp P ductK/ ‘ihe n Water Sector. The results from statistical data
analy5| the structural equ&@n modeling (SEM) method confirmed the existence of
its @e relationship, where the value of “T” was (21.297) and the level of statistical

@cance was a value of (0.000) that indicates a strong relationship between these

variables. Therefore, it shows that the employees’ productivity has positively and
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significantly related to the motivation in the OWS. This finding is consistent with previous
studies' findings that motivation enhance employee productivity (Abadi Y~2011).
Moreover, the data analysis found that some motivational factors pos @ated to the
employees’ productivity. They were equal treatment, job importanc anager’s trust,
having the required skills, appreciation, empowerment, trai ﬁ.d development,
receiving bonus, relationship with co-workers, and quality fthmg environment.
The positive and strong relation findings of e at en%atlonal factor
were consistent with previous research (Jokip 19). Further q,g)g?dlng to
dx‘;i‘

Ezeamama (2019), corporate management shoul gthe?c m nlca{zen with their

staff. It should build a motivating work os reﬂn e |t~s&' conducive to

employees in providing loans and @hemes help<faintain employees'

commitment to their employment. In @on to qg weork environment, make it
\
much more conducive to |nd|V|d row@ing I anet{(i?ner schemes that encourage
So
sustainable employees' commi n ot %\
| 1 Eﬁ e £
Regarding the m fact(l; fj ‘pe ance, the current study's findings
were in line with the ure. K'm\h (201 und that work value, success level and

job satisfaction of ol'and w Ge fo@rwce dietitians were all substantially high.
@

%
Han et al. ( Qund thaty t é\

k_has not well done than the job importance
understan unan it &nalyqls of job satisfaction, job importance and job success

“

level of schoel nutrition teacher?%?md school dietitians. While regarding the motivational
faa%ae manager’s trust, Ye et al. (2021) found that the link between perceived trust
nd sense of self-worth is negatively reduced by employees' reciprocation wariness. The

more unfavorable the impact of perceived trust on proactive action via the sensation of role
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overload, the higher the employee’s consequences from perceived trust. Likewise, Casado
(2018) found that the relevance of leadership as an internal organizational @nt for
effective organizational transformation is demonstrated in this study. Thi s@cially true
because the change was based on moral values, which the leader use@ire, motivate,
and establish trust among his followers.

Moreover, trust directly and considerably impacts v: Iurw}{ployee performance
(Chen et al., 2012). This research consequence specifi t us@amly impacts

voluntary employee performance. In addition, regatding to the mo z’tio'r@)ﬁzﬁlctor of
aren -~

employee’s skills, the findings of the current study line with th in(i/r@s of Mhlanga

and Pradhan (2020) in their study about a_pro ctiv&ﬁ ovenjéng?n a soft drink

manufacturing company. The results a\g@ar to t entéﬂdy's findings of the
motivational factors of having the req@skills.ﬁer g@d that the company needs
N

to improve employee's skills to a%m- &ng Iopiqé'.?echnologies and gain better
employee productivity. \ %\

Appreciation and %I;ce rec un-lt}] {omb'to be positively related to the work

¢ &
satisfaction and negati ?ﬁg‘elateqto\"mgs o@éntment. Overall, these findings suggest
A <
C '0

n @tude is valuable (Stocker et al., 2010). This

that cultivating a%u ture
¢ P (-)
study's findin et itive f din@_ﬂf the current study about the motivation factor

e paositi
of appreci W\/heregswg uisk§\018) studied the influence of empowerment and

)
autono% he nursing, directo?*(;?jecision to continue has explored. The findings showed

a relationship with their productivity and patient outcomes. Another study made

@mohammadi and Jarihi (2019) found that creative ideas and the enhancement of
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employees' decision-making power in employee empowerment can help organizations
succeed.

Additionally, Sudhakar (2020) studied the effect of traini employee
productivity in the insurance sector in selected areas of Tamilnadu. as iscovered that
on-the-job training has a significant relationship with employeew ivity. In contrast,
off-the-job training has a significant relationship with e IORTnovativeness On the

other hand, Alqudah (2020) found that the findin wed Want negative
relationship between availability and suitability of #kaining and ed | rograms
executed in the Ministry of Education in Jordanian % on 'product|V|ty
and motivation affects the ministry's tralnlng{d;; ESR’Teeds a frequent

review of the organizations' training %d the t f trailing and development

programs that ensure the employee ills th g@ncing their productivity.
Besides, Al-Harthy and Yusof (2 dled'}he i Iuencazlg.f ransformational leadership
on employee productivity and in animp %@}d positively it was related to the

%g"-
employee job productmt% on th‘g ef lplgs management and decision-makers

of OWS need to cons Il merflo otivati factors in developing the HR, training
and developmen ﬁ%te 1 s X th@é\vmll support enhancing the employees’
productmtw@ anizations of th | tor

V)f \r-
5.6.4 mdings of Motivaﬁ?h as a Mediator between (IV) and (DV)
This believes that motivation mediates the relationship between the independent

of leadership role and the dependent variable of employees’ productivity. The

g of statistical data analysis has gained by the Structural Equation Modeling (SEM)
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method. The motivation has represented by the factors of equal treatment, job importance,

manager's trust, owns the required skills, empowerment, training and develoq%, bonus,

relationship with co-workers, and quality of the working environment. (‘)
0 pred

The data analysis findings of the current study were contrar redictions of the
fourth hypothesis. This hypothesis stated, “The motivation mediates between the leadership
role and the employees’ productivity in Oman Water Sectog, ” Worted the mediator of
motivation between the leadership role and the e s’ praductivity due to the

statistical significance which shows the mediator $ has a posi ie@etween
A

these independent and dependent variables. Moreo here,w ositiqe- relationship
Y/

between the leadership role (IV) and em ees o ucti

mediated by the variable of motivation @a or |n

(D\ﬁis relation was
)
A,
E‘*) S
5.7  Chapter Summary c}
ons have

ddre&%&f and discussed in this chapter.

The discussion has eval % e mea ujnt, @ structural model and mediator
stud;

variable analysis of th <l‘t¢PLS version 3.2. In addition, it has

ba s.(
included a discussmMe re Eses‘u%:g/ indings and it has been done to know the

influence of ind@t variabl oif tzjaependent variables. Moreover, to explore the
influence o% diatgr D@g%le be@&en the independent and the dependent variables.
Y’

Therefog,& s chapter has dlscu@&the findings of the four research questions and brought

their

The outcomes of the research q
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