CHAPTER 5

ANALYSIS AND DISCUSSION
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This chapter discusses the result of data analéis present M@uquhapter 4.

5.1 Introduction

N
The chapter begin with a brief recap of the rese ncluding jth pJ tJ;QCDhave been
identified in the literature, which fill the urge t

chapter presents an integrated discussion of the analysi
the assumptions and the conceptual frame\ cri
5.2 Recapitalization of the Stu (| )

“« Q-
As shown in Figure 5.1, this, stu nduﬁ\& to investigate the factors that
influence employee’s moF' atia in Yaydsan ?a W@‘%Jamiah Malaysia. This study also

wants to examine the moderating effect’ c%lti.if)action in the relationship between the

factors of motivatio&%y, trdns tiona.léﬁdership, job enrichment, training and
0

development and eQK 'otiv tr%ﬁ In addition, this study wants to examine
the moderating ‘i!’ Ive ecn'Din the relationship between the factors of
| leadership, job enrichment, training and development

of job i
motivation ( &Hans}oﬁnﬂ Néhg
and empo e;@t) and m |vatfon.t:(~

\A \c'jw
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To answer the previous objectives, the data for the current study was col 3@3;1 185

employees at Yayasan Dakwah Islamiah Malaysia, Putrajaya through questiomhaires. The
Salary ?

Job Satisfaction }
Y.

following sections discussed in details the findings of this study.
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5.3.1 and Motivation | 3
S

é&conceptual framework (Figure 5.1) of this study predicted that salary would

e andirect and positive relationship with motivation. This study argues the salary can be

@r that motivate employees in organization. The results from data analysis provides
support to the Hypothesis. It indicated a positive and significant relationship
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between salary and motivation. The finding reveals that salary is one of the fac at can
enhance the employee’s motivation in Yayasan Dakwah Islamiah Malaysia tﬁ\%lng IS
in line with previous studies that indicate salary as an indicator that can &@mploy@es

motivation (Onanda, 2015; Sudiardhita et al., 2018; Lorincova et al.ﬁ&, Muhammad
Hasmi et al., 2019; Kirstic et al., 2019; Siddiqui & Rida, 2019; ono et al., 2018).
Elizabeth (2017) concluded that salary was a highly motivatingw for the employees

and management should look into increasing the monetary ndwnts package they give.

Y.

5.3.2 Transformational Leadership and Motiv@ ’ (_}‘r
The conceptual framework (Figure 5.1) p;oso mthu!s d urtheRpredicted that

transformational leadership would have a positi icant relationship with the

tati f transformational
leadership in organizations will be abl e ance em yees@otlvatlon in Yayasan

employee’s motivation. This study argue t
Dakwah Islamiah Malaysia. The r fro%%al '\ndlcate a positive and
significant relationship between tr atiohal leadershi motivation, which provide

support to hypothesis 2 of this ¥t meanSyifive v@ﬁ/to enhance the motivation of
employees at Yayasan Dakwa iar’ anagement of Yayasan Dakwah
Islamiah Malaysia need%'r Ieme‘n tr sj.or ‘Qonal leadership in managing the

organization. This fin is |n i e% studles that have been conducted in
various context suc a Adeel et 017), telecommunication (Farid Ahmad,

Tasawar Abbas, La f& I;U'Raﬂgdéd, 2014), education (Diana et al., 2019; Lee
& Kuo, 2019 tory jsectar (Ha i\%/al., 2018). In fact, researchers such as Nirmal,
Abhishek, % d CHo 1y (2018) argue that the transformational leadership is not

only re to employee motiv. but also their job performance. The link between
gy

trans:?ﬂ'n‘ional leadership and motivation is possible due to when the organizational

nt implement transformational leadership, the psychological aspects of

em ees can be mastered that leads to increased motivation (Susilo, 2018).
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5.3.3 Job Enrichment Motivation

The conceptual framework (Figure 5.1) developed in this study furthe ez' ted

that job enrichment will have a positive and significant relationship wi oyees’
motivation. This study argues that the implementation of job enrich enhance
employees’ motivation in organization. Results from data anal icate non-

significant but positive relationship exists between job enrichment,and /motivation. The
results indicated that the implementation of job enrichmw

he findings did not

ing ish;o\ntrgcted with
ignifican ffécQWVork

di‘]g.m Nanle

le to influence

employee motivation at Yayasan Dakwah Islamiah Mal
provide support to the hypothesis 3 of this study. T

previous studies that found job enrichment positiv

motivation (Iman & Wayan, 2018; Azeez & Abi la; 2016): A
(2015), job enrichment account for employee ?@ on_at® nt. {/K'possible

reason is due to job enrichment provides many opgortuni peo%%@evelopment

use it provides

(Supriya, 2016). Job enrichment also maki ting be

e by @nior employee or
supervisor, and usually comes wiﬁﬁre freeﬁa‘d pﬁbl over the planning,
execution, and evaluation of job tas mpare to th qtrad@al practice that focus on

specialization, or division of I%' iding Werk into mﬂsucomponents, and assigning

the employees with tasks and responsi es"normally

each component to a separ er resultssiniempl boredom, and consequently
loss of efficiency, an ductivity ( (ig' 2@). Azeez and Abimbola (2016)

argues job enrichmept provides ariety, jo ntity, feeling important in the eyes

of others, responsibility, haIIe'wge, r Iizin@s competence, freedom, participation

in decision m Mp rform fdba®rom the job done, growth and sense of
¢
\%CD

achievemen leads to int naf'm@/ tion.
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5.3.4 Training and Development and Motivation

The conceptual framework (Figure 5.1) developed in this study predi Xh.at
training and development would have a positive and significant relationshipg™with the
motivation. This study argues that the implementation of training amkelopment
factor in organizations can enhance employees’ motivation. HoweveTesults from
data analysis indicate non-significant but positive relationship exists between training

and development and motivation. The finding does not ide support to the

hypothesis 4 of this study. It means that the implementation'@fitrarming E‘nd development
unable to enhance the motivation of employees who w ayasan.Dak Islamiah

% t{ﬁ(fink
atarzyna, 2047; 'I‘ugﬁg ullu,
ul, 2048 ct, %&Bana and
\tcontr%/&. greatly to

veI(()ﬁ
employees’ motivation in comparison wi factorsili CthI{) , Management

behavior, and working environment. \ O

E") &
6 8
5.3.5 Job Security and Motivation ¥ AQQ,-

The conceptual frarw (Fiiﬂe )idev d in this study predicted that
job security would ha\% tive a‘g sig I:Lc'an’lQIationship with motivation. This
b securi hs{Q in orgapizations can enhance employees’

study argues that x j
motivation. The & om data analysis i@ted a significant relationship between

job security a ivation evaer, &dnrectlon of the relationship is negative. It

Malaysia. This finding is contradicted with previus research’ that
between training and development and motivati
2016; Imran & Aiman, 2015; Mamofokeng, Li

Manisha (2014) concludes that training ,and

ecurity can tf;ncejmotivation of employees in Yayasan Dakwah

Islamia% Ia. T‘he fore, the r@\}t only partially supports the hypothesis 5 of this

study. “Ehe™finding is ¢ ntradicQ/Jinth previous research that found a positive and
signi link between job @rity and motivation (Fazil, 2014; Raymond, 2017;

‘% & Salami, 2011; Bhashkar & Tathagata, 2014). In fact, the job security has
b

recognized as the second most important factor for motivation (Lorincova et. al.,
16).
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5.3.6 Empowerment and Motivation

The conceptual framework (Figure 5.1) developed in this study pre&% hat
empowerment would have a positive and significant relationship with m %n. The

result from data analysis indicated a positive relationship between e ment and
motivation. However, the result is not significant. It means that the entation of
empowerment practice unable to enhance the motivation of loyees in Yayasan
Dakwah Islamiah Malaysia. This finding fails to provide supp e hypothesis 6 of
this study. This finding is contradicted with previo ies 'indicating that
empowerment of workers affects the positive motivati ork. Iﬂtbe e?werment
of employees is increased, their motivation to work will also'improve (#nan & an,
2018; Ovidiu, 2013; Quratul Ain, 2011; Hasan, @& Demet, 1,’Sliq(ﬁ1ue &
Nadeem, 2018; Ju et al., 2019; Jaya & Ananda, VA possfb on t%g?plain the

link between empowerment and motivation,is du engi \eempo ment is a kind
n

of motivational strategy which gives the S a sense tisfaction towards their

job and organization (Jaya & Ananda,N O

\ -
(f) 5.1 A
6 v >
5.3.7 Job Satisfaction as a

O)
ator A&

As presented in the Ttual Jnod igureé\;t), job satisfaction is expected
to moderate the relatio% een %-n;;‘e{ti@ factors (salary, transformational
leadership, job enrichment, traini d'development, job security, empowerment) and
motivation. In 0@%, t sl stu propo@hat the effect of motivational factors
(salary, transﬂ%ﬁ@nal Iegde Ip,ljo @chment, training and development, job

security, empowerment)fon 'vd{iowl | be greater if employees satisfy with their
@' N
work.
d vJ' 3

e results from data an@'gms have shown a significant moderating effect of job

S rN{tion on the relationship between two motivational factors (training and

ment, job security) and motivation, which provide support to hypothesis 10 and
@p thesis 11 of this study. It means, the effect of training and development and job
curity on motivation are greater when employees show high level of job satisfaction.
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The findings of this study provide another empirical evidence about the role of
job satisfaction as a moderator, particularly in the relationship between the motivational
factors (training and development, job security) and motivation. Pre@%’
satisfaction has been regarded as a moderator in the relatiog&
transformational and conditional- rewarding leadership on the org?tlonal silence

; job
etween
perceptions of workers (Omer et al., 2018), substance consumption levels and employee
absenteeism (Jaarsveld & Keyser, 2018), meaningful work and nWhealth (Blake et

al., 2018), burnout and productivity (Woo & Kim, 201#), leddership behavior and
trainee work engagement (Akinlawon & Shamila, 20 nsfor a‘onal eadership
and engagement (Odunayo & colleagues, 2018), reward and'tgansforma leadership

on the intention to quit (Jauhar et al., 2017), burno%mover nten r’; @rie et
ti se

al., 2018), maternity leave policies and occupa If-e‘ffi cy Aonye et al.,
Y

2017). \/Y’ \ .é\‘?

\3 0\ o
5.3.8 Job Involvement as a Moderator
1),]

As presented in the conce hde&(%re’. 'Qﬂ;involvement is expected
to moderate the relationship b %e Ivati a‘l‘fa«:@'g (salary, transformational
leadership, job enrichment, txaining an QSML' security, empowerment) and
motivation. In other wrd, this study Jropo dit effect of motivational factors
(salary, transformationhers i 0‘]' ricl fagnt, training and development, job
security, empow@&.on mbtiva' n wili:”@greater if employees show high job

involvement. .
! (_)(/

¢
The sesultsfrom gata.an §|'s r@oeshown a significant moderating effect of job
n§ the r‘al ionshi be@}en job security and motivation, which provide

involve ?
suppogmothesis 167of this 5@37 It means, the effect of job security on motivation
r

when employees sﬁ'oc@high level of job involvement.

are,g\
‘% The findings of this study provide another empirical evidence about the role of
job

nvolvement as a moderator, particularly in the relationship between job security

Qd motivation. Previously, job involvement has been regarded as a moderator in the
relationship between organizational commitment and job satisfaction (Chi et al.,
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2018), job satisfaction and organizational commitment (Tiwari et al., 2014), emotional
intelligence and retention (Mahfuz, 2013), workplace incivility and perceivedvor

ability (Kabat-Farr et al., 2019. ( :
5.4  Conclusion ?

The analysis results indicated that the factors th Mce employees’

motivation at Yayasan Dakwah Islamiah Malaysia salary, lransformational
leadership and job security. In addition, job satisfacti 0 ratWationship
between training and development, and motivation. Job satisfaction al oderate.the

r, job Inv n"antﬁ%been
security_andmotivation.

\}Y‘\ 43\-’

relationship between job security and motivation. Mo
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