CHAPTER 5 T
DISCUSSION, LIMITATIONS AND SUGGESTIONS FOR FUT'U;QSTUDY

X

5.1 Introduction
This chapter provides a brief review backgroun tZ’s rerearch. Then, it
extensively discussed the study's findings according to t sear M and their

]
corresponding hypotheses. This discussion was con in light o eﬂio&@l’udies

to enhance the results. Moreover, the chapter ov% i pliw@ﬁs of the
current research and highlighted the Iimi%. Finatly, reco@ggdations for

future study and the thesis summary @

5.2 Background of Context

The ultimate objective

between organization Iearnﬁ' :\J ! hange on the one hand and
g

job satisfaction on the e@oyees’ public sectors. The study
'3 ¢ &

also attempted to w th@ man{&:tmrces management as a mediating

variable and theg@ eit 'een Iea/%@r-member exchangce and organizational
Cmyore find

learning culture onfone hand a e&pe;?es’ job satisfaction on the other. It is worth
4% N

mentioni the J al framework of this study is adapted from previous

stu hich are mainly fro@v’estern countries such as the United States, Europe
countries, Asia and others. However, it is scarce to find studies that examined the
ariables of this study simultaneously; instead, they were scattered and presented in the
revious studies. Thus, this study combined these variables together and examined their

effects simultaneously among Omani public sector employees.
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Sultanate of Oman is located in West Asia, and it is the third place in terms of area in

the Arabian Peninsula. Oman's area is about 309,500 square kilometres, bordered to the

north by Saudi Arabia and the West Republic of Yemen and the northeast of the United

\"J
Arab Emirates. Oman's maritime borders are shared with Iran, Pakistan, vUAE and

e
Yemen. Oman governor is Sultan Haithem bin Tariq bin Taymour al Said. Sultanate

a Y
Oman is ranked 64th among the world's largest economies. However, in 2010 it ranked

A
the United Nations Development Program Oman as the most improved country in the
4 {

world in development during the previous 45 years. Th | nu prloyees in

@

\'gf
the Civil Service as of 30/6/2018 was (176,406) d@d amon 3lé§n|§tr| »Oman

is classified as a high-income economy and is classified as the 59 most peaceful country

\v
in the world according to the World Peace In(g/nn ivil s@x 2018) This

research results in supplying new inf o the lite e b@‘widing empirical

evidence links between the Organlz Iearnm%l
human resource management a%satlsﬂictlo Isodi'@rovides the relationship

between human resource m 1/ ]JO atisfa% . Therefore, the result of the
current research may i:atche to gther s@’ntries. However, the researcher

@#nember exchange on

ol
believes these f S may| paregm countries with similar political
characterlstlc \
¢ (,)('/
53F|nd|

ssion (_J

revw Jghllgheéa' the current research attempted to expand the

underst dmg of the relationshi p:gétween organization learning culture, leader-member
e a with job satisfaction and the mediating role of human resource management
ces among the public sector in the Sultanate of Oman. A number of 768 Omani
ublic sector employees were randomly selected to be the participants of this study. The

instruments were administered to these randomly selected participants to gather data on
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the predetermined dimensions. The collected data were then explored through the use
of Descriptive Statistics, Confirmatory Factor Analysis (CFA), and the StVnI
Equation Model (SEM). The findings of this study are in harmony with pre@s dies
that found that leader-member exchange, organization learning cul d human
resource management practices are theoretically and statistically related to employees’
job satisfaction. The following section provides a details dis%ssL of this research

results.

5.3.1 Discussion of Research Question 1: \d
oy

RQ1: Does Organizational Learning Cultur pact| H d urce
hes\u‘t onr\/ﬁﬁ—n’)
onl

Management among the public sector emplo

Hol: There is a positive and significant r ip between orga ion learning

culture and human resource manaw'
Oman. \T A
>y N,
The researcher explorez%tlon&' en a@nization learning culture

\.p &
and job satisfaction among Oman ub] I *és In answering this research

question, the researc)%\ oyed structdral' eq@tion modelling. The structural
4 $ &
equation modellin wnalys‘i N thatéﬁ;zmization learning culture positively

predicted emplayee joly sati [ =.7€,J$': .001). These findings were consistent
¢
as frevio

~+

he publi cto@the Sultanate of
AN

with previo S. AS w @ypothesized, the analysis found that a unit
N
increasefin theslevel Bf or 'zatimékarning culture would increase human resource

v

management practices. This @Mg is consistent with what many previous studies

a
(Ahmed, Khuwaja, Brohi, Othman, & Bin, 2018; Foa & Foa, 2012; Cheung, 2000;

G;o et al., 2014; Haslinda, 2009). According to Haslinda (2009), high-performance
rganizations learning culture (OLC) in both the private and public sectors significantly

affects employees’ work engagement and job satisfaction. Organization's people largely
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determine its capacity to perform as work engagement. In addition, Kusluvan et al.
(2010), Bunch (2007) and Zumrah (2012) also asserted that OLC influences manw
practices, such as career development or reward systems and the valu@mmg
(Bunch 2007). According to these authors, (Kusluvan et al., 2010} h, 2007;
Zumrah, 2012), organizational learning culture can play a significant r@le in enhancing
and highlighting the value of HRM practices. Additionally, A@Ni (2013), Egan,

A
Yang, and Bartlett (2004) discovered in their empirical studies that organizational

1Y {
2 A
learning culture provides a solid foundation for human resources management. This
& VI ot XY
finding simply described that when an organization adapts learning culture, it would

enhance its positive human resource management practices. &

N \JY—
Y.

& 17 &

5.3.2 Discussion of Research Ques\ O

RQ2: Does Leader-Member Ex e impa %a @\source Management

S

among the public sector emp Sulgnat man’Q.

Ho2: There is no positiv ignifi Iatl between leader-member

exchange and human%t mana;rﬁ tih rha)ubllc sector in the sultanate of
’ &

Oman. ' (./
The research arch q&fe’stlon two, as was presented in chapter

lete fructu Ieﬁufj?modellmg In this question, leader-member

sed Jsbag,] oge varlable while human resource management

as the endogenous va@‘zfnle Theoretically, leader-member exchange refers

?7

four, by usi

exchan

practi

5/5@

t relationship between leaders and followers in the organization. The analysis

oumd that leader-member exchange was positively (5 =.89, p = .001) related to human

(/

source management practices. This finding indicated that when there is leader-

member exchange quality in an organization, it enhances its human resource
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management practices. This finding was supported by many previous studies (Bowman,
2009; Li, Sanders & Frenkel, 2012; Kang et al.,2011; Ariani, 2012; Gottfredson b,
2020; Ballinger et al., 2010). Ballinger et al. (2010) found that Ieader-mem@ange
quality enhances the organization and the quality of its human resourA@wagement
practices. According to Ballinger et al. (2010), low LMX employees tegd to quit and go

to other organizations, compared to those with high LMX. Hi N would reduce
operating costs such as recruitment and training costs beca i LM'X employees do
not move out but tend to move on the ladder of promotionSgln additionysLifSanders and

X
Frenkel (2012) argued that Human Resource Manai nt H ji#e@ould

affect the relationship between LMX and tw utconde ager;)@ﬁt~ and job

N

ionshi tween LMX

—+

performance). Moreover, Reid et al. (2008)supported

and employee commitment, specificawaaiing criti gar@‘lonal results. In a

different explanation, the findings @?te that \T@ [ I;q\ e of leader-member

N
exchange on human resource %menplead Qra 23&?9 application of human

resource management pra 'hnd, ' equently, organization's image and

employee productivity% y Pj “l Q
\(SQ 4) al &fd%cumented the effects of LMX on

FurthermorefJanssen e't
~ <
attitudes and pw s ch ch a }%{bf problems, leader supply of resources,
¢

i
leader sup % innovatio Jgaciz?tional commitment, overall satisfaction,
n %

satisfac%
aaly

gen plays a significant in managing conflict interest and resolving the
X

N
co;wark ,and@. It was found that leader-member exchange

p%ﬁh among organisation members. Moreover, Bowman (2009) and Chun, Cho and
Ik (2015) also found a strong relationship between LMX and turnover intentions,

Qa search behaviours and in-role and extra-role performance.
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Additionally, Li, Sanders and Frenkel (2012) asserted that Human Resource
Management (HRM) consistently affects the relationship between LMX and m
outcomes (Engagement and Job Performance). They unequivocally stress@lRM
could strengthen the relationship between LMX engagement and that Wﬂ*gagement
affects job performance. It was also argued that the interaction betwee and HRM
affects job performance by mediating the effect of empl emk engagement.

X

Reciprocally, LMX and HRM affect employee engageme rformance because

both supervisor support and HRM motivate employees ngag in\b{idork. High
]

| . o
HRM consistency helps employees reciprocate superviser behaviour OWg@erlor
Y.'

Performance (Li, Sanders and Frenkel, 2012). \f NV
Concerning commitment, previous% ndi t the@t’s of leader-

member exchange are not limited to e% > job satis

rather they have a significant impa(%commifm?ﬂ\ﬁy.gcc
and Ariani (2012), LMX fos% ’ i

on @‘turnover only, but
q@;to Reid et al. (2008)
N

ployees mmit , which indicates their

satisfaction. Ariani (2012) also re rtej Xw a(éated to commitment through
leaders

its strong influence onfsati fon wit b@her members. It can be inferred,
2 ¢ &

therefore, that empleyee cmq mag.e' a way for them to demonstrate

reciprocation o@n 'eir @érs or organization have done for them.

This implie &)igh- ua?it x{ha@; mployees who received a large portion of
S

. N . .
mal Bene )Nouldém return, be dedicated and committed followers

formal and.i
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5.3.3 Discussion of Research Question 3:
RQ3: Do the Human Resource Management practices impact job satls?nn
among the public sector employees in Sultanate Oman? (’}
Ho3: There is a significant relationship between HRM and job salﬁ&on in the
public sector in the Sultanate of Oman. Y.

The researcher answered research question three, presented/in chapter four,

using full structural equation modelling. In this question, nCsou ce management

practices were hypothesized to impact job satisfactio ong WHC sector

@

employees, in which HRM has then been treated a genous an mblg@’ job
satisfaction as an endogenous variable. The an nd thdt wa@tively B
to

=.78, p = .001) related to Omani pubhc mp yee Ob Sa@hctlon These
findings indicated that employees' mw jOb aré&tered when there
is positive human resource manage ractlce rg K ion. Furthermore, the

impact of HRM practices is naé to c,!l’hplo es’ 104Q isfaction per se but also

boosts their motivation, m prl s to improve their work

performance. These fi ere supporte b>'/ m@y previous studies (Mofoluwake
’ 4 F &
and Oluremi, 2013; Q@, @& 2012; @asak, 2014; Wang, 2012; Chambers,

2010; Rutto, 204.2;

Mudor & T o%!@

Cho, 20% trong }or 28@ The research analysis results hypothesize that

the gj&ns ip between hum@@ource management (HRM) and job satisfaction in

t c sector in the Sultanate of Oman is related positively. This finding is consistent

& previous studies suggesting that HRM is positively associated with job satisfaction.
u

dor and Tooksoon (2011) also discovered that HRM practices positively and

4; A ong, 2003; Stup, 2006; Alnagbi, 2011;

rﬁn 2 ;, Armstrong & Taylor, 2014; Guchaita &

significantly correlated with job satisfaction. Petrescu and Simmons (2008) found that
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several HRM practices increase employees’ overall job satisfaction and satisfaction
with pay. Chow, Haddad and Singh (2007), investigate the impact of nin
practices samples of top managers among 140 hotels in San Diego, an(y}sults

showed that the hotels in the sample use training and development to ployees

up to an acceptable level of performance, and then rely on allowir&w.e'employee a

voice to keep them engaged. Usage of HRM varied by hotel typef(e.g., resorts vs
zlati

economy), and the practices had a statistically signif crship with job
satisfaction. Guchaita & Cho (2015) Positive and favourable atti dwgs the job
indicate job satisfaction. | _\C}T

oved € positive an{/?ﬁ;nificant

rainh‘g evelo&, employee
participation and compensation) and j& flsaction. er, @%1ding the human

resource management practices fai d equa\‘betWee employees increases
N

These previous studies from different fi

relationship between human resource practices

their emotions toward the orga

to high levels of job satisfa 'cm thr i ion@ organization.
(,)z N
4

534 Discussio:@earm' 4:%
RQ4: Do humﬂ our 'gemet'ig%ractices play a significant role in

¢

mediating g@n gani ti%atj}arning Culture (OLC) and Member
N
Exchar% X

the g&hand? \c.}'

their tranquillity, a yalty, which leads them

) oy Ptisfae®1 among Omani public sector employees on

%‘ man resource management practices play a significant role in mediating
€

een Organizational Learning Culture (OLC) and Member Exchange (LMX)
n Job Satisfaction (J Sati) among Omani public sector employees on the other

hand.
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As was reported in the chapter, the findings of this empirical study indicated
significant relationships between organization learning culture (OLC) and T
member exchange (LMX) on the one hand and Omani public sector em@' job
satisfaction on the other hand. However, holistically human resourA@'xagement
practices play a pivotal role in mediating between two components (Rimlbles. When

the HRM variable was introduced to the equation, the magnitudes of¢the relationships
goft

among the model components dramatically increased. The f'is study showed
that organization learning culture and leader-member e nge imw‘sly affect
human resource management practices and, consequ employees’ j b'sa.r'{rfg tion.
More precisely, the analysis found that OL itively, sfg ifi tIy.@E directly

XM \Q@Yz;gatively but

er, @'OLC and LMX

o@ia HRM (B =36, p =

predicted employees’ job satisfaction (B :'”V 01

significantly correlated with it (f =-08, p ='.001). H

indirectly and positively predicted %yees’ Jo\cm_‘l?:s'gac

N
001; B =71, p = .001), respeetively. Inféresti Y, HR@A’ was also found to be

significantly and positively,related to oyees’ jo @sfaction (B =21, p=.001).
These findings are con ?’th manyl prev, ous eﬁqb'ical studies (Wang, 2012; Rultto,

4 b 4
2012; Turner et al., w Int
.

&
; Mcg.wake and Oluremi (2013) found that

the employees who S ' th@("f)&dos offered better services to the internal

staff. In ano gs)dy, the res rclﬂersc‘g nd a strong relationship between employee
NN

satisfaction duct guali ,‘,and s&omer satisfaction (Sizer, 2008). Furthermore,

Ruth.hlZ) proclaimed that 'ﬁ%rhployees expressed positive feelings towards their
N

e%}! rs and their job, they performed better at their jobs. Thus, many researchers
a

& contended that if any organization wants to improve its productivity, they need to
nsure that all the employees are satisfied with their jobs (Basak, 2014). In contrast, job

dissatisfaction among employees leads to absenteeism and higher attrition rates. Job
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satisfaction allows employees to become more committed to their jobs, offer high-
quality service to their customers (Wang, 2012), improve production (Chambersv
be more willing to continue in their jobs, fulfil all organizational goals, @n
enthusiastic and active to work (Rutto, 2012; Turner et al., 2014).

The employee who was satisfied with his job would adapt to any changes in his

work environment and improve his ability to control his work (C ers, 2010). On

the same note, Rutto (2012) affirmed that the professi - trsfi d people lived

é

longer lives compared to the people who were not sa , as they
experienced lesser psychological anxiety, display tter sacial Nst@ and
considered themselves worthier. Sizer (2008) nd_that smr@ satisfied

: (2008@3. tioned that

satisfied employees were more innov an creative. it @*concluded that if

the employees realized their profes 0 needs Wﬁ\savsf'

N
would willingly perform therr re cr’eatlv (Add:@ally, if these employees

&

were satisfied at their work ces, and ied lives. This indicates that

ey E
job satisfaction affect e bet Feﬁre o@nal and professional lives of the
employees (Pinsk &12 f\ sat

(Mofoluwake e 06) tthe workers who enjoyed their jobs
were willin t rove herrf uré ca(jrg However, the satisfaction of employees is

enhanc Iearn& culture, leader-member exchange and human

people led satisfied lives, and the reverse s also t

'g., job security), they
|on decreases employee pressure

I’ESO C anagement pl‘aCtICGS(.j

hus, it was suggested that HRM mediates the relationships between the

0 endent variable (LMX and OLC) and the dependent variables(Job Satisfaction).
h

e results of the structural modelling equation showed that HRM in the public sector

in the Sultanate of Oman plays a significant role in mediating the relationship between
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the independent variables and job satisfaction (dependent variable). These findings
indicated that the employees would feel satisfied in their workplace when
mediates the relation of independent variables LMX and OLC with depend@\sﬁbles.
The mediation effect of HRM is an extremely important o that was
empirically underestimated in many empirical studies and previous W, especially

in the context of the public sector in Sultanate of Oman and thq Mi East in general.

5.3.5 Discussion of Research Question 5: \d
@

Yw
RQ 5: Is there any significant direct effect of O izational L n'n(;;\@Iture

(OLC) and Leader-Member Exchange (LM b Satisfacti arr@jﬁ Omani

%\\T

Ho5: There is no significant direc ectyof Organ onaé%arning Culture
L

(OLC) and Leader-Member Excl'%( M \Jo? S js%ction (J Sati) among
is

Omani public employees whebé conside as(Q diator.
The researcher explored themain rial stu@h HRM, which is considered
a mediating variable. I%zrds, a comp te‘ms@of structural equation modelling
&
etw

\;p s

ﬁ_ﬂrganization learning culture (OLC)

non i%’dd and job satisfaction on the other hand

was explored in w the relalt

and Ieader-memb{&han
E ‘

!

when HRM | ered a mediatof. Ir(a:ra/vering this research question, the researcher
%v o

employ ruetural ati modeixﬁ‘lg as was done for previous analyses. As was

i highlighted, th rt@wisz~ found that OLC itively, significantl d
previou ighlighted, the a is found tha positively, significantly an
~N

%Xpredicted employees’ job satisfaction (B =92, p = .001), while LXM was

G tively but significantly correlated with it (p =-.08, p = .001). However, both OLC
nd LMX indirectly and positively predicted employees’ job satisfaction via HRM (B

=36,p=.001; B=.71, p=.001), respectively. Interestingly, HRM was also significantly
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and positively related to employees' job satisfaction (B =.21, p = .001). The previous
results of the indicators extracted from structural modelling and explained

previous chapter elaborate on the model's high quality. With these results, t@cher
judges that the model has attained the high order of quality required t its results
to answer the research question. However, the results showed a statiml significant
relationship among the research sample members and the variable¢ (OLC) on Job
Satisfaction. Also, the results showed a statistically signifi Xt?onihip between the
variable (LMX) on Job Satisfaction among the research le mw‘

s empiric tuﬂi@‘gng,
ofoluivake afd ol@'ﬁi (2013)
\ered@Sr. services to
ong@tionship between

@ctlon (Sizer, 2008).
\

Furthermore, Rutto (2012) pr hat'if e oyees ressed positive feelings

towards their employers an e| % @er at their jobs. Thus, many

researchers have conte%r fany rga zaho@ants to improve its productivity,
It e 4

ied with their jobs (Basak, 2014). In

These findings are consistent with many pr

2012; Rutto, 2012; Turner et al., 2014). In their

found that the employees who were satisfi
the internal staff. In another study, th raers foun

employee satisfaction, product q ' and c\tbmg

they need to ensure

ds t *%s’enteelsm and higher attrition rates. Job

20D

({t}e more committed to their jobs, offer high-

contrast, emplo € atIS

[
satlsfactlon emp yees

quallty% theifcustomers (W&; 2012), improve production (Chambers, 2010),
|

Iling to continue |@e1r jobs, fulfil all organizational goals, and be more

e@\stlc and active to work (Rutto, 2012; Turner et al., 2014).
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5.4 The research implication

5.4.1 Theoretical Implications of the Research Yv
Theoretically, this current study investigated the complex relation{w,}ween

significant variables of employees’ job satisfaction. Based on past ics, it was

empirically proved that organization learning culture, leader-member exchange and

human resource management practices enormously affect employee$? job satisfaction.

This theoretical framework has been tested globally, and ¢ yt.ﬁ

r‘iings have been

found across different samples and settings. The results 6f,this s dwhoed past
@

that anjorg alio‘rkqg‘?;ing

OUI’CBI eme@fpraetices

i iO1. Fr@&g theoretical
point of view, the significance of the cw dy’s varia wo@e explicitly clear.

It is not an exaggeration to claim t@%gamsﬁ{%m' g@ﬂture, leader-member

studies which enhanced the employed theory. It was f

culture, leader-member exchange, and hu

significantly and positively influence empl

=

exchange, and human resourc practices gr foster employees’ job

\n S«»
satisfaction in Omani public sectors. [L
This study has %Z the underst dlﬂg e@\e research objectives in the Arab

4 &
world countries con&particr i ftan

he Sé ate of Oman. Most of the previous
studies that addressetya si

e h Q‘Ideen conducted out of the Arab world

(@]
=
QD
w

|

countries co %\/hi feém(\zgkles, principles and cultures. However, this
S SO 0 ) I A ¥

study n% another_piece, of evidence to examine the influences of organization

learni ulture (OLC) and Ie%iér-member exchange (LMX) on human resource
N

‘@nent (HRM). Moreover, this research explains the relationship between HRM

& job satisfaction in the public sector in the Sultanate of Oman. The research findings
re essential to the research society context since there is a scarce study were measure

the current research variables.
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5.4.2 Practical Implications of the Study

Concerning the theoretical contributions, this empirical study cowmd
organizational learning culture, leader-member exchange, human resource @ment
practices and employees’ job satisfaction. Consistent with enormous s studies,
this study found that improved employee job satisfaction requires effi@rts on both the
organization learning culture and leader-member exchange. T em:al implications
for the leaders of the organization, who are managing their ii;e and culture and

for HRD professionals who develop relevant practices t anc thwyees’ job
X

satisfaction are suggested below. Managers and professio [:a‘ri-apport
employees’ job satisfaction by accommodati suplé i heir\elg;ployees’
personal development. The employees Id ,also isfiedﬁ the more
conducive, supportive and encouragi&%phere. rof@mals can support

managers by providing relevant H ices an

factors such as organization % cu

exchange and human reso mmag

'%s. er, focusing on only
N
ut Qgcf\’sidering leader-member

&

ctice uld not yield a good result.

re Wit

ple e}n‘feekabne. Instead, each practice should

d wi@olisﬁc perspective. In other words,

Therefore, HR practic oth

be delivered and @conci

enhancing emp% job 'n WE‘?J&Jquire an organization learning culture,
¢
leader-mem e(@uang and p méineﬁanan resource management practices. This is

- - \ - - - - -
by no meéans am easystask Plch |3®1y organizations that are successful in building

ei
4

this‘Aof organization arp\dgcély to have a sustainable competitive advantage.

rs of choice achieve this reputation through innovative and compelling HR
raetices that benefit employees and their organizations. Thus, it is critically important

monitor employees’ job satisfaction.

192



Thus, leaders in the public sectors in the Sultanate of Oman need to adapt their strategies
toward human resource management to create a fair program for their employ
increase their morals, motivation, resilience and persistence for high I@}f job
satisfaction. Human resource management in the public sector shodl*est more
resources in their working schedules, such as family and friendly prog&s?these efforts
let employees feel more satisfaction in their jobs. Finally, hum nmce management
in public sector organizations should pay more attenti ye.s

qread the HRM

practices to keep the employees in their organizations ha com itWroductive.
B

| S
t metho cal implications.
N Y@'

ally i ddle Eastern

5.4.3. Methodological implications of the study

Although this study is cross-sectional, it has si

Unlike many studies in human resources

countries and specifically in Oman, e descriptive s

istics @ﬁods are typically
used, the current study employed ad@sd statis \ec%n e,QSGFA and SEM). These
e

methods allow the researcher ly d&ermi dhe mag itudes and directions of

relationships between the re Mm : ad@, using CFA and SEM enable
? m

the researcher to mo easufeme e‘rrobl each of the components and

'3 &
holistically examin accuraf \’“&[ [ o&e’of the analysis.
5.4.4 Limitations anthRec tion ’f%/future studies

i
This as provide sJuI@%i?ghts into the development of Organizational
;h an

Learnin%
BasWA

what the researcher @dined through the discussion of the research results,

ader-Mem xchange, HRM Practices and Job Satisfaction.

tge rcher suggested recommendations for future studies.
: Future research could undertake to gain a better understanding of the influencing
echanism of Organizational Learning Culture and Leader-Member Exchange on

HRM, and HRM influence on Job Satisfaction should include moderating variables.
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Moreover, since the current study used a cross-sectional approach, future studies should
adopt experimental or longitudinal approaches with comparison groups t
establish causality. Finally, to increase the generalizability of the present@w
studies in various governmental sectors representing diverse demogra horts are
needed. More specifically, this study focused on knowledge workers with higher
educational levels. The results might vary by the cohorts in di ffwcademlc levels.
Thus, more research with persons of different e RaT Vackgrounds is
recommended. Future research should continue to eXamine thW):tual and

Yw
earch nee quL\more
pact an ne%‘ﬁctors to

N
aII é\v

In addition, whether these findings % genera e a <‘s the government

relational factors of the work environment. Also, furt

factors that influence HRM Practices and t

understand the phenomenon under the studyaholi

and private organizations would ne e mves\ed ur %th different variables
and samples. Moreover, it also s t&tmg mprc&d research framework in
other private organlzatlons ings and i tlgate the role of managerial
characteristics more d dlre rso erf sh:bgly influence employees' day-to-
day experiences. In 'tlon 1t g to mend future research to investigate

e re shlp between HRM Practices and Job

Satisfaction. %

% earch sho also |der|nvest|gat|ng external factors that influence
HRQOUCQS such as the %dnomy, Political Situation and the Organization's

\Sltuatlon which can play an essential role in Organization and Employee

& rmance. Also, it is highly advisable to investigate the influence of HRM practices
n

other factors, such as Organizational Citizenship Behaviour and Work Engagement.
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Moreover, investigations should also be conducted among employees from the Private

g
A0

This study has provided essential information and understw about The

Sector and Military Sector in the Sultanate of Oman particularly.

5.5 Summary of the Study

relationship between leader-member exchange, organization Iear culture and job

satisfaction with the mediating role of human resource e ent ractlces among
the public sectors in the Sultanate of Oman. The ex0 us va |a e current
study are organization learning culture (OLC) and -member ex hapg&c@MX)
while the endogenous variable is job satisfac humfn esource erTagement

practices (HRM) is the mediator variable% icallsa,

showed a positive and significant rel@ betwee

(OLC) and human resource manag@(HR e?; igsectors in the Sultanate
N
of Oman. In addition, it also % posttive c,mgn;ifgant relationship between

leader-member exchange and hu n anag t. Furthermore, the analysis

suggested that HRM %;ntly I p |tN/eI§§dlcted job satisfaction while
P

\M)g ndé@/ and job satisfaction via HRM,

h Weﬁéalistically significant except for the direct

r sultsé{sﬁls research
mz@ﬁ learning culture

=

indirect mediator r vef

respectively. A@t rel

relationship t‘ﬂ& L X a
analyseg, a crucial tlstlca@elatlonshlp between OLC and LMX and job

mong the research(%:nz;hng

Ithough the sample size was selected among Omani public sector employees,
%I

job @(Qfactlon As was previously highlighted,
satisfac

indings can be generalized to similar sectors with the same characteristics, whether

QOman or across the Arab peninsula. The current study also represents a guide to

decision makers and top management, the general directorates of administrative affairs
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and human resource departments in the public organizations in the sultanate of Oman
to holistically understand the impact of organizational learning culture and?!—

member exchange factors on job satisfaction and the indirect effect of HR% job

satisfaction. A
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