CHAPTER 6 \i
CONCLUSION AND RECOMMENDATION?~

6.1  Introduction .i '
This chapter discusses the conclusion and reco ndati We the result of

the study systematically. The chapter begins with a brief finding qf thi tlid)zcgﬁ' chapter

also highlights the solid points of the thesis al ith a;ji uséion orrthe practical

implications for the management of organizatvinaﬂgkt haptersaddresses the
0

limitations of this study together with sugge% r ﬁa‘ure searc@‘he chapter closes

with a conclusion of the study. \C) 6&

4

S
6.2  Finding of the study u (3_
AN
This study was cond investigat thegctors that influence employee’s

motivation in Yayasan % a'la)gﬁy. This study also examined the
moderating effect of JOQ:S relatléﬁxhlp between the factors of motivation
(salary, transformatiopal lead r!hip b e@ment, training and development and

empowerment) a tiva 'or;. ditio @s study examined the moderating effect of

job involvem ins the [ relati sﬁ'i@etween the factors of motivation (salary,
transformat'qlkders,hi ] :enrio%nt, training and development and empowerment)
and motivation. N

ey S

anwer the previous objectives, the data for the current study was collected from

yees at Yayasan Dakwah Islamiah Malaysia, Putrajaya through questionnaires.
Thefollowing sections discussed in details the findings of this study.
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Based on the data analysis that have been conducted. This study has found that the
factors that influence employees’ motivation in YADIM are salary, tranmmional
0

leadership, and job security. This study also provides empirical evidence role of

job satisfaction and job involvement as moderator in the relationshipybetween salary,
6.3 Implication of Study ?
6.3.1 Theoretical Implication '\d

@

This study contributes to the theoretical de ment [by p O\fdir&;npirical
evidence about the factors that influence motivation in y

a
Malaysia, an Islamic organization. The factors a&aﬂ%ry hp{
job security. These findings are unique bec WS bas

analysis that examine simultaneousl e geffect o ioué‘ﬁctors (e.g., salary,

%\@Iopment, job security,
empowerment) on motivation. In previ tudies, tho facta%have been tested separately

among the sample in non-lslami&%izathl%:ﬁte‘;(k&
In addition, this stﬁquue ecau lt @es additional empirical evidence

transformational leadership and job security and motivation.

Dakwah Islamiah
matio@'leadership and

ere rom multivariate

transformational leadership, job engiehment, t

to support the role of job tion and_job/involyement as a moderator. This is another
.\specifi job satisfaction has been recognized as a

een trai and development, and motivation, and

theoretical contributio this Stli

moderator in the rela hip
between job secufi :ftivat'
0

in this study Qm:oder
P4

r bet
extended sgussion inv)}u;[era that previously focusing on the moderating effect

'Sllmﬂﬁj y, job involvement also has been recognized
e security and motivation. Such findings have
of job ction and job invo\ﬁf}ﬁ]ent in different relationships. For instance, in the
relati \hg between organizational commitment and job satisfaction (Chi et al., 2018), job
Ion and organizational commitment (Tiwari et al., 2014), emotional intelligence
@ention (Mahfuz, 2013), workplace incivility and perceived work ability (Kabat-Farr
et al., 2019), transformational and conditional-rewarding leadership on the organizational

silence perceptions of workers (Omer et al., 2018), substance
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consumption levels and employee absenteeism (Jaarsveld & Keyser, 2018), meaningful
work and mental health (Blake et al., 2018), burnout and productivity (Woo & : 017),
leadership behavior and trainee work engagement (Akinlawon & Shamila; 2018),
transformational leadership and engagement (Odunayo & colleagues, t8),)eward and
transformational leadership on the intention to quit (Jauhar et al.,_2017), burnout and

turnover intentions (Zaharie et al., 2018), maternity leave policies an Roccupatlonal self-

6.3.2 Practical Implications '\d
The findings of the current study can be us er org ni on’, c?cularly the
Yayasan Dakwah Islamiah Malaysia to enhanc oti eir ponees This

N

oyees’ motivation, they need to

efficacy (Awotoye et al., 2017).

study found that if organizations want to enhance
offer an attractive salary scheme, which | urre cost£Second, organizations

must encourage the leaders at all level (e g. |gh vel geiQ , head of department,

lém managing organization,
department, and staff under thelr io c‘I’he eho@cal aspects of employees can

supervisors) to demonstrate transf al I

be mastered if the leader or manage ol n mp.@lent transformational leadership
W S

approach. Third, organizations need to wﬁ% guarantee in term of job security
to maintain the level of%tlo am héir (Q,mployees. Although, the relationship
between job securlty Notl on his s is negative, however, job security has
been recognized i In the 1ﬁcant factors that can enhance employee’s

motivation, par |n e co xf f asan Dakwah Islamiah Malaysia.

% he grgani |onal-&?c1nagement also need to have a plan or mechanism
on how to ve employees’ 1 Tf job satisfaction and job involvement. It is due to

both cts show significant htrlbutlon in strengthening the effect of training and

dey%nt and job security on motivation. Provide opportunity for employees to handle
f task, career development, positive work conditions and colleagues and decrease

> 1 positi .
mad are the example of initiative that can be taken by
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organization to improve the employees’ level of job satisfaction. Similarly, organization

also can provide an opportunity for career growth, improve employee engawm

work life balance to encourage job involvement. c\

6.3.3 Limitations and Suggestion for Future Study ?

This study has some limitations that can be overco ture researchers to
extend the knowledge and applicability of the results.

First, this study was conducted among the emplo at Yaya l/vah Islamiah

Malaysia, Putrajaya. The findings can be only @to the con oﬁ;&; study.

Therefore, this study encourages future studies t llect (jat fr the@her Islamic

r arche@an collect data

from other Islamic Organization under the |n|sf§r Department_Malaysia to assess

Organizations to validate the findings of this stud ef

the factors that can significantly enhanc ee smo on. O

Second, this study is a cros jonal st\(t e aﬁ\)f this study have been
collected on the basis of one tlme ore, Futur earqi'e?s are encouraging to collect
the data using a longitudinal da c ctor nﬁ‘é’mployee s motivation among

Islamic Organization Dep

tm
Third, in the current sta/, 0 €a I’E@grmatlonal leadership, and job security

are considered as 0 emi) loye&'s mo ion. Future researchers can include or
explore other fa th t can i ce motivation of employee’ in an Islamic
Organization. "

Fln data&eblj @yees motivation have been collected through the

employ s Ypoint of view. Futurg\jst‘udles are encouraging to collect the data based on

\

empl r supervisor point of view. Besides that, future researchers are suggested to

‘8

e research using both quantitative and qualitative research. By including the
tive approach, the understanding on how salary, transformational leadership and job

ity influence employees’ motivation can be exploring in detail.
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6.4 Conclusion

This study was conducted to examine the factors that inﬂuenmggloyee’s

motivation in an Islamic Organization known as Yayasan Dakwah ISI@?W alaysia
(YADIM). This study also was conducted to examine the moderating, effect of job
satisfaction and job involvement in the relationship between the?ﬁvational factors
(salary, transformational leadership, job enrichment, traininw development and

empowerment) and motivation. Yv

This study is a quantitative study, and cross-secti te h‘lique was executed.
Self-administered questionnaire was used as a tool to mea va awhis %uwdy such

as salary, transformational leadership, job enric@rainin a dfv@nent, job
" I

security, empowerment, motivation, job satisfactio ob involvgment."Data collected
. : \ Y
at Yayasan Dakwah Islamiah Malaysia was obtained fro Mmplo ees. The results of

the study were obtained through SPSS verse' N W &

The analysis results indicated that theé¥factoxs th, uenceemployees’ motivation

at Yayasan Dakwah Islamiah Mal e s&:gsf r@tional leadership and job
security. In addition, job satisf oderates e“re@shlp between training and
i mor@ate the relationship between job

vol me@ been regarded as a moderator in

development, and motivation. Job Satisf
security and motivation. Wtoreover, jobI

the relationship between job s rit)a\ v&ti%
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