CHAPTER 5

5.1 Introduction

DISCUSSION AND CONCLUSION q

This chapter discusses the results of the analysis presentq%&pter 4. It begins
at

with a brief review of the focus of this study, including th: v\'ere identified in
the literature that provide the rationale for this study. chapter t cusses the
[

analysis results and highlights the theoretical and practieal implicati ‘f @tudy.

Finally, it delineates the research limitations es 10 e@les The
chapter concludes with a summary of the t s g
5.2 Brief Review of the Researc us ,'\&
N\
This study was conduct@é ¢ the factors QQ;? influence employee job

performance at BUMN K

important because eﬂ% job pe w é ines the performance of an

organization. Vos &(2012) la at em ee job performance has a significant

..q__ﬂ

uat \Q erstanding of this issue is

role in the gro erfo f or t10ns in emerging markets. In addition,
understandi te na ts f eﬂlpe}%e job performance in this context is essential
because t%chfe ant1<®asharyono & Faishal, 2021) and not met the
eprns of the organlzan@‘;;hlm 2020; Tahir, 2012).

1s study focuses on three factors, namely HRM practices, transformational
eadership, and OCB. Previous studies have verified the effects of these three factors on

b performance (Chukwuka & Nwakoby, 2018; Tabouli, Habtoor & Nashief, 2016;

Andreani & Petrik, 2016). However, empirical evidence on these relationships has been
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inconsistent, as some studies found that they do not significantly influence job
performance (Monalis et al., 2020; Kasenda et al., 2016; Muarif, 2015; Gulo & A
2014; Hanafi et al., 2018). Therefore, this study further investigates the ef@hese
three factors on job performance in the context of BUMN Karya to Oﬂ&dditional

evidence about these relationships. q

Because of those inconsistent findings, scholars havg recommended further
r; to

investigating the mechanism that links work/individual _]')b performance

(Andreani & Petrik, 2016) to extend understanding a the elw between
oy

work/individual factors and job performance. Tabouli,"Habtoor; a a‘;h@m@

found the indirect positive effect of HRM T o% rman?' through
organizational commitment. Al-Amin (201W ed I fon& leadership

positively affects job performance thr: j;Dengageme n li@ith this evidence,

this study argues that work mot@'jn coul \d%t g@een HRM practices,
"2 ly N

transformational leadership, O% o
O

otiE n asja me taié‘r First, work motivation has

support the potential role o%
a positive impact on j(%) ance (Olus d}ﬂn Qnulika, 2018), including the job

4 Qs/
performance of e@s n medg;éized organizations (Barkley, 2017).
Second, work metivation médi twee ‘&éﬁain relationships, as has been shown by
H\ . ' Cﬁ
previous staﬁl . For inStance; Vélyb uathe, and Kilika (2018) found that work

NN
motivat% iates Jt ionsl@aetween job characteristics and employee job
p @ce. Another study @Tﬂd that work motivation mediates the effects of
N

er
eEXe competence, leadership, and education and training on employee job
e

rmance (Haluk, Rante, Risamasu & Syauta, 2016). However, the mediating role

ere are two reasons to

f work motivation between HRM practices, transformational leadership, OCB, and job

performance has not been explored.
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5.3 Findings and Discussion
5.3.1 Human Resource Management Practices are Positively Related to J?
Performance %\
This study posited that HRM practices would be posmvely.&d to job
performance. However, the results showed that the effect of HRM ches on job

performance was not significant. In other words, HRM practli ., compensation,

training, career development, work-life balance) at BU did llOt contribute to
the job performance of its employees. This finding contfadicts ewdies (e.g.,
[

Y

ashief, 20 at nd a
Ly

b % €. It\iSJY?lowever,

consistent with previous studies in Indonest alis &020) found

no significant relationship between @CHCCS andy pe@nance in Toyota

Service Company, Indonesia. Slmﬂ%ase da

Chukwuka & Nwakoby, 2018; Tabouli, Habtoor

significant relationship between HRM practic

R-V%aled that training had

'§°

no significant effect on the pe mpl ees 20 M1n1stry of Finance at
Manado, Indonesia. A po Xpla his @lt is that HRM practices at
BUMN Karya contrib St:mz}t‘glﬁ r&"o ce instead of job performance.
Several studies su that H ices ¢
and competitiv &e ( \tbﬂa
perhaps bec %{M actlc a{a e/;)em of activities and strategies that focus on
success%%r:aglﬂgﬁg} yeesvﬂg\\all levels of an organization, aims to achieve

org onal goals (Byars & R%f2006; Byars & Rue, 2004).

" s
N

(m’lbute to organizational performance

<

03; Lawler, 2008; Jerby, 2013). This is

CZ&
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5.3.2 Human Resource Management Practices are Positively Related to Work
Motivation Yv
This study hypothesized that HRM practices would be positively rel@work

words, HRM practices (i.e., compensation, training, career developfent, work-life
balance) at BUMN Karya did not contribute to employee wor Won. This finding
contradicts previous findings on the significance of H kk:cels in improving
employee work motivation (Gullu, 2016; Ozkeser, 20 It is og?ﬁl\‘wt BUMN

®
example t clfar&é&istics

Karya uses other means to improve work motivation

(Evelyn, Muathe & Kilika, 2018) and organizati

rk% -NanJi‘G(usoff &

s co@gyu.te to work

motivation in this context. For exam Rante, Risama %d Syauta (2016)

found that employee competencie@SJence A %tiv t'-n\BUMN Karya may

N
consider both work factors (ta%xcterlnstics or @ational work system) to
enhance work motivation a Xemjl lth(@nere is no empirical evidence

em ('))Jee@rk motivation at BUMN Karya

g Qs/
specifically, previ wudies\t?provid vidence about its significance in

improving empw ork 'n in(?}%ér contexts (Evelyn, Muathe & Kilika,
@

2018; Al—@soff Ism ﬁ)gj’
& "V)! <

5.3.Qansformational Le d@'ﬁhip is Positively Related to Job Performance

about the influence o tors o

o

N—

is study posited that transformational leadership would be positively related to
job¥ performance. The result showed that transformational leadership did not
1gnificantly influence job performance. In other words, transformational leadership did

not contribute to the job performance of employees in this context. The finding
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contradicts previous studies, for example Andreani and Petrik (2016), who found a
significant relationship between transformational leadership and job performawbh
the other hand, it is in line with a study that found insignificant relation@u/een
transformational leadership and job performance in the Islamic baﬁ&sector of
Indonesia (Muarif, 2015). It could be that transformational leadershime context of
this study (BUMN Karya) contributes to employee work ttlw instead of job
performance. Several studies indicated that transformati hr'hip is strongly
related to one aspect of employee work attitude, known a; B ( ac.khquPodsakoff

‘X
& Rich, 2001; Guay & Choi, 2015; Zacher & Jim n, 2013). d‘ii@other

studies have found that transformational lead?b can{ plo;@~ turnover
2010;

intention (Fu et. al,, 2010; Hughes et. w ; @\ﬂuo , 20&;@ improve
commitment (Simosi & Xenikou, 201 ) é

(e 1)

N
5.3.4 Transformational Le i 0 Work Motivation

This study posited tha?g rmati
work motivation. the
g Qs/

transformational L&gjhip O]I \rk\motivﬁxi In other words, transformational
leadership doesqnot céntrib ploy@\ ork motivation at BUMN Karya. This

finding coiiah previous dés (1-1/3. found a significant relationship between

NN
d wo@ motivation (e.g., Aunjum et al., 2017; Ahmad,

iy

@ould be positively related to

the insignificant effect of

Ab asheed, 2014; Susi @018). It could be that transformational leadership in
t%o ext of this study contributes to other variables instead of work motivation.
everal

studies indicated that transformational leadership is strongly related to OCB

QacKenzie, Podsakoff & Rich, 2001; Guay & Choi, 2015; Zacher & Jimmieson,

2013). Other studies found that transformational leadership could decrease employee
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turnover intention (Fu et. al., 2010; Hughes et. al., 2010; Olluokun, 2003) and improve

5.3.5 Organizational Citizenship Behavior is Positively Related ttﬂ&

Performance i
This study posited that OCB would be positively related, iowi’oerformance. The
Cc

employee commitment (Simosi & Xenikou, 2010).

result provided support to this hypothesis. In other words, triblttes to employee

job performance at BUMN Karya. This finding is in linewith p VM}CS in the

context of a higher education institution (Dinka, 20 d public n‘za i (Al-

Mahasneh, 2015), where there is a positive gn% ions{i?~ between
NSNS

organizational citizenship behavior and em nce. ']@Study extends

be ((En OCB and job

the literature by providing empirica% e on the

performance in Indonesia. The rel%ﬂp has \\v%

N
countries, for example Ethiopia% 20 lg‘) and ondar@?l\/lahasneh, 2015).

5.3.6 Organization iti i ior i ively Related to Work
\" ’ &

Motivation \ [ %
This stud\@l tha (')uld @ﬁsitively related to work motivation. The
¢
result show %gnif ante ct’of e}‘c':ﬁ on work motivation. In other words, OCB

NS
contribufes to ploﬁMmotiv%on at BUMN Karya. This finding is in line with

pre&tudies in the cont@f Industrial Affairs of South Sumatera Province,
I ia (Hanafi, 2018) and of the agricultural industry (Barbuto & Story, 2011). This
extends the literature by providing empirical evidence about the link between

QB and job performance in state-owned construction firms in Indonesia. The
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relationship has been verified in public organizations in Indonesia (Hanafi, 2018) and

in the agricultural industry in a Western country context (Barbuto & Story, 201Y~

This study posited that work motivation would be positively related to job

5.3.7 Work Motivation is Positively Related to Job Performance

performance. The result found the significant effect of Mivation on job
performance. In other words, work motivation contributes t v&}:e "ob performance
at BUMN Karya. This finding is in line with previotsystudies t e‘ found a

job fper 41105{&61‘6’,
l% ! Altagia, 2018;
Shahzadi, Javed, Pirzada, Nasreen, Khana ida,u?Ol This @3. extends the
literature by providing empirical evid&%t the li een®<ﬁ’k motivation and

do

job performance in state-owned co%ﬁon fi 1

significant relationship between work motivation

Hondeghem & Wise, 2010; Omollo, 2015;

Qq@‘.\The relationship has
N
been verified in public service %tionSQn a Western cpuntry (Perry, Hondeghem,

& Wise, 2010), commercial banks¥in T a ollo \'&5), and the education sector

(Shahzadi et al., 2014 1gnificant rela onLh@étween work motivation and job
NIy L&
0

performance is pe becauie ated yees make greater effort at work,

resulting in higher petform , }@(eghem, & Wise, 2010). Eyal and Roth
# I C?
(2011) argai to improv et‘pl@ performance, managers need to be more

NS
underst% d hav Packg&nd knowledge about motivation policies.
N
A\ S
ork Motivation as a Mediator
: This study posited that work motivation could mediate the relationship between
RM practices, transformational leadership, and OCB with job performance. The

results, however, only supported the mediation of work motivation between OCB and

7

100



job performance. This finding is nonetheless important because it provides empirical
evidence on the untested mediating role of work motivation between OCB w
performance. Previous studies have only verified the mediation of WOI‘% tion
between job characteristics and job performance (Evelyn, Muathe f&a, 2018);
between employee competencies and job performance (Haluk, Rmmamasu &

Syauta, 2016); between incentive system and job performa Naqbi, Yusoff &
Ismail, 2018); between working conditions and job perform “%y.a era, 2015); and
between job involvement, perceived supervisor su , a Wformance
(Taghipour & Dejban, 2013). é | _\f—}

5.4 Implications of the Study

From a theoretical perspective, this study gtr\lc | evidence about the

relationships between HRM %s, f
motivation, and job perfor@n tI] of ?gbwned construction firms in
Indonesia (BUMN revious studies' 1@' examined these relationships
'3 &)
separately in diffeﬂﬁlies atl \&x S. chaﬂnple, the relationship between HRM
er

practices and jo& an 'aminéﬂ three different studies (e.g., Chukwuka
& Nwakob %; Ta ou:i ab{oob%?Nashief, 2016; Farooqi, Igbal, Fakhra &
Shabbir@vhelﬁ t ?ffect‘s.;:h\ransformational leadership on job performance
was ed in Andreani and @((20 16) and Al-Amin (2017). The influence of OCB

onYy rformance, on the other hand, was examined by Dinka (2018).

Q This study also contributes empirical evidence about the role of work motivation

s a mediator in an untested relationship (OCB and job performance). Previous studies

have only examined work motivation as a mediator between job characteristics and job
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performance (Evelyn, Muathe & Kilika, 2018); between employee competencies and
job performance (Haluk, Rante, Risamasu & Syauta, 2016); between incentivew
and job performance (Al-Nagbi, Yusoff & Ismail, 2018); between worklr@mns
and job performance (Jayaweera, 2015); and between job involve erceived

supervisor support, and job performance (Taghipour & Dejban, 2013)

5.4.2 Practical Implications z '

From a practical perspective, this study exte und st!hd@dabout the

ruction fi 1‘1 @nesia
or% i in @ontext is
essential because employee job performaneg in this te as deé?ted (Nuryanti,

Masharyono & Faishal, 2021) and wathe expe ons @Qme organizations

(Rakhim, 2020; Tahir, 2012). This s%)rowde S %e q@relanonshlp between
work motivation and job perfor%h B[ﬁ\/lN rya. T@fere the management of

BUMN Karya should apply,appro 1at roached @rove the work motivation of

determinants of job performance in state-owned

(BUMN Karya). Adequate understanding abouty

its employees. This s found ep s1tlvaafect of OCB on employee work

motivation in B%rya "‘ \b;e, its 2£1;IAgement must promote initiatives to
increase the di& 0 :

dhi) and Cc 1c&1re‘;eal-ztsar) Allah The Exalted said in the Al-

ru1s zhtzmam) helping behavior (ta’awun),

sportsmans
Quran ate Wi ? anoﬂ@ in goodness and righteousness, and do not
co0 in sin and transgres&bg Y And be mindful of Allah. Surely Allah is severe in

Xent” (Al-Maidah: 2).

N
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5.5 Limitations and Recommendations for Future Research
First, the research data were cross-sectional, and as such they did not cap
changes in pattern and strength of relationships over time. While th@n is
frequently used in research (Chiaburu & Lindsay, 2008), it does not ﬂkﬁ’erences
about causality (Dysvik & Kuvass, 2008) and limits the explanatory p¥r~of the results
(Gegenfurtner et al., 2009). Therefore, a longitudinal study Melp validate the
K:u inal study may

current findings. While beyond the scope of this study

generate more robust findings on which to base causal in ces ( hw al.,2010;

Lépez et al., 2006). % [ _\0}
Second, this study applied the quantitati ch.desi. ere @ata were

collected through a questionnaire. Future %:ho ider co@t‘gg more in-

depth qualitative data from their respondentss The use

methods would provide more in-de%‘d riche i @f the determinants of
0 )
a. Q-

job performance in BUMN Ka nesi q

Third, the data were % fr

collectively called BU a. Fu
4 $ &

framework in other wof orfa %iqns, su$a& public sector organizations, private

sector organiza@n-

e

¢
to validate t this .
Q. &
F% is stud :focusF on certain determinants (i.e., HRM practices,

trar@tional leadership, @‘f of work motivation and job performance. Future

% uld explore other factors that could influence work motivation and job
rm

6 ance at BUMN Karya, Indonesia.
Fifth, the current study revealed that work motivation failed to mediate the

relationship between HRM practices, transformational leadership, and job performance.

Wnei@struction firms in Indonesia,

e stullie$ mah replicate the proposed research

orgcr-%étions, and higher education institutions
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Future researchers can find other intervening factors that could mediate the relationships

between HRM practices and transformational leadership with job performance.Y'

This study was conducted to determine the factors that inﬂuencegg performance

5.6 Conclusion

at BUMN Karya, a group of state-owned construction comginies Indonesia. The

study also examined the role of work motivation as a medi e eenIHRM practices,
transformational leadership, and OCB with job performa Thete a important
B

findings. First, OCB and work motivation influenced the%eb perf (‘f e@byees
at BUMN Karya. Second, OCB influenced e wor i ion,@.rd, work

104





