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CHAPTER Ill: RESEARCH METHODOLOGY \i
3.1 Introduction Yv

This chapter introduces the selected research method twme the factors that

may contribute to labour productivity in selected governme

CO ;lanies in Libya, The
study focuses on HR practices such as staff selectivig, on-the-j M‘U@mralised

’

through social skills. The chapter also introduct§ the i nat:!rez'-and sources of
ap%‘t evaluate labour

collection. Further, the chapter disc@’

productivity in the selected companif. Th chm b,m\articulating the research

design and approach. Following t}b irgrodu e“the Fe}arch hypotheses relating
i

| &
decision-making, and motivation of the employe d its link jwit abo@productivity
N

3

>
between constructs. The chapteN igt the {é‘ﬁéurement of independent and
dependent constructs. It%xow inlepe ehtg dependent constructs have been
4 3

measured and presentﬂ\The SO % uces sampling techniques, and data

llt E'éﬁfights what statistical and econometric

I(ﬁg@‘?u testing the relationship between dependent,
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3.2  Research Paradigm

Social science research is undertaken to understand the nature in which p%\ve in this
world. Such an understanding helps in determining or establishing approptate guidelines
or policies to spur socio-economic growth (Mangan, Lalwani, ag Gardner, 2004).

Research undertakings are driven by ontological and ep%o'gical assumptions.

Ontological assumption is defined as “a branch of philoso ckdaith articulating

the nature and structure of the world” (Wand agd er, J199 pist@-ological
. | &
assumption is defined as “the nature of human edge ang u erstavﬁaﬁng that can

erEaFe methods of

ontological and

possibly be acquired through different types

investigation” (Hirschheim, Klein, &@J
~

e LA3re enveloped within a

(¢]

as_s gula@d objective in nature. The
o

rd
‘Mple‘éﬁ ations. On the other hand, the

tiony” of antitative research paradigm are

epistemological views of a quantitf §
positivist stance, which views resea tcam
idea is to find one answer that co et

ontological and epistemgo 'cg assum
'r' ? ’ 3
subjective with multipI{s& & ARSIYELS CreSé@‘,'ZOB).

Walby (Z®te that epy }eln is one of the antipathy towards perception
that is come-een discipfingé b Is difficult to justify philosophically. The study
‘v’

on investi mmployee s opini Xis more towards constructionist perspective that is
S

too sj to serve as a research method. Thus, the positivism paradigm is more suitable

~—+

ind of research (Fay, 1996).
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The term paradigm refers to the process of scientific practice based on people’s
philosophies and assumptions about the world and the nature of knowled@\ this
context it is about how the research should be conducted. A correct pr@s followed
to find answer to a question with appropriate reliability and validit id by Gay and

Weaver (2011), positivism has a long rich historical tradition. P

successful association with the physical and natural scien Gz & \f/eaver (2011), also
t

debated whether or not positivist paradigm has a pl IC at',u ongfhe research of
(3

social sciences. é Yj | _{.)\‘z-
4 b
ate .t

This research follows the positivist parafgm Qbﬁttitude of the

employees towards the labor productivity@n t gag&ﬁpanies of Libya.
The author is actively involved with the man3ge fi quch has personal views
and beliefs about the research top%owgv%t iﬁé%earch, the reality of the
phenomenon studied is stable, ohw d Med{h‘% an objective viewpoint. The
positivist approach is US%M: Vafi%ﬁieln@d according to the requirements

’ s
&

of the research questio \
NI

N

Silvermarcm) gyed a}lpo@ﬁ«lsm routinely uses facts, random samples,
standardized Qﬂns an]tab)la o&éﬁ ruled out the use of mixed or tabular data as

i\)sm has particularly

/4

o

4
well as ss&'ﬂa as m ho&@ﬁl positions. Bryman (2006) pointed out that it is

impo in Social Science to avold epistemological incoherence between the uses of two

I es of data. He suggested that for practical reasons one type of technique is
O

primary.
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3.3  Research Approach

Yv

The present study adopted the quantitative research approach in an attem@swer the
research questions and validate the research hypotheses. Quantitative‘*rch approach
based on survey questionnaires is convenient to analyse and measurm figures, tables,
graphs, and charts. In addition, numerical data generate g a questionnaire is

quantifiable using statistical scales. To achieve the aims S e‘earch, the adopted

research approach follows a three-variable structure gs shoWn inj Fig .ranQ-eonsists

| . | | S
of independent, mediating, and dependent v es. -|;'hl rch\_r proach is
appropriate in determining the relationship betw8€n vari acﬁiw\eﬁ & Fairchild,

2009). \C}, 6
Figure 3.1 e% QA\T §

A three-variable system

|NDEW DEPENDENT
3.3.1 %o*hesis

T s:arch approach explains various elements of the research. The hypotheses of the

study are based on the logical relationships between independent and dependent
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constructs. Each independent variable has been hypothesised with the dependent variable

labour productivity. The objective of the hypotheses testing is to check% tistical

validity, based on a certain level of significance. s )
HRM Practices and Labour Productivity z

It has been suggested by many academicians and pra ongs hat employee skills,

incentives, employee motivation and radical HR pr S likeyd sed decisions

mentg alo 'v@provmg

his\ﬂ( I@’n Aslaninia,
tlﬁ inYe ml@d gas companies,

there are very limited investigations. C@r, Loure l@ and Cesar Almada

Santos (2007) mentioned that if the r%ua ’sﬁ&} ?r d’t».met then the organisation

would be far reach out from i ng thesgrodu |\71ty<§7‘hllarly, Budhwar, Chand, &

have played an immense role for productivity im

employee’s skills (De Grip & Sauermann, 201g

O

2010a). However, when it comes to the W

Katou (2007) found limited Tnce rom M tlces on productivity and high
I
influence on turnover and%lal er cr er studies found mixed results. Thus,

when it comes to H pktn:es lind our p ct|V|ty, this thesis hypothesises that:
N |

Hypothesis 1: r |s£} erI onshlp between HR practices and labour

product|V|t P 4
Yv

&
Staff :@b{@on -

ha

the major components of HRM practices that affects the productivity of the

organisation is the selection of staff. This component not only affects organisational
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productivity, but also its sales if not managed effectively (Huselid, Becker, & Beatty,

2005). An organisation utilises a variety of practices for HRM to improve t@)f the

employees with an aim of fostering labour productivity. Recruitment siiquld4e such that

it shortlists only the most eligible candidates. Such an approach ha found to boost
X

labour productivity and organisational performance. Staff selecw important HR

practice which directly as well as indirectly affects orga Wortcomes effectively
(Huselid et al., 2005). HR efforts can concentrate on%ica legOn procedures
designed to screen out all but the very best potenti@yees cdn be ir'd:g
s b §
r

According to previous studies (Datta, fGuthri iggt, 005; Ruél &
Bondarouk, 2014) on the relationship betw%mn‘ S d Ia@ r productivity, this
study also proposes positive relation M§hi’ 0 _\ngles. This hypothesis
N

establishes a directional relationship enghe two K hy@esise that:

H1la. There is a positive relatiw'w etxieen sel@vity and labour productivity.
On-the-job Training \ ' 8 S
According to Dta’h: an %j{h (2@'1)3), “Training is a set of intervention that
intends to @t pe;f ma?ce of {Qeividuals”. If the employees in the organisation

gets on-tﬁ!o aining, it not%ra&ﬁproves employee’s skills but also lead to increase

quali the work performed. In order to increase knowledge and skills of employees,

/

ks

] play a crucial role benefiting the organisational outcomes and organisational
QI

ives (Bartel, 2004). Labour performance is also enhanced while working in the

dynamic environment of oil and gas industry in Libya (Darity Jr, 2003). Therefore, it can
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be said that employee’s attitude and behaviour is associated with the training and firm
performance and even further associated with organisational outcomes Iik% when it
is in line with business strategy and organisational intensity. This\thes# therefore
hypothesises:

H1b.There is a positive relationship between on-the-job training Wour productivity.

\%
NY.

According to Zabojnik (2002), “Decentralisation ref decisign m ir’g_&eﬁ'nsibility

Decentralised Decisions

as per the constitution of the organisation”. To ement d@n makers in

the organisation. According to the study EW d &@ﬁeenen (20112),

investigating 4000 different organisatioN countries Jyom t@nited States, Europe

and Asia revealed that decentralisa '(%orovmbxi @ the organisation. It was
also found that organisation comﬁﬁal@o <@V?roved with the help of
decentralisation decision mall%us,,it caf e sa,@at firm productivity is directly
connected to decentral@ion%ﬁiﬁi@otheﬁ%d that:

isi ely rgtéd to labour productivity.

H1c.Decentralisati ion

Motivation %
&

Benefith;wployees through@pensation and rewards for their task achieved is

cor@ motivation (Abozed et al., 2009; Kanfer, Chen, & Pritchard, 2012).
E

yee’s behaviour and attitude along with their work performance is enhanced by

providing rewards and compensation. Organisational performance can also be increased
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by improving employee competencies and other forms of monetary rewards. According to
Kinyili, Karanja, and Namusonge (2015), retention of potential and loyal N ees can
be maximised through compensation schemes. Similarly, accordin@“&hreher and
Dougherty (2005), team and individual performance can be maxirng hrough reward
based approach in the organisation. However, Chiu et al. (Mcknowledged that

organisational outcomes like work performance and labo roq:ctiv"ty can be achieved
ens

by motivating their employees through rewards and

atiodangsnotivating the
(3
employees. Thus, from the previous discussion, it@esise{that: ,_\(}
L 4

H1d. Employee motivation is positively related toNgbour }dug

ity. X
| o ) 19 <
HRM Practices and Social Skills
NS
HR practices can work well if the ‘Wgi¥idugl selecied ar@ell technical and socially

[ Q-
skilled. A careful selection of st n Nndéc al development trainings can
zjective‘

help in achieving organigtio (MgSob 0). Companies are now enlisting
‘S

social skills as a tool fwn gi

communication b@btw

capabilities of %gh skill @0 can increasingly improve short supply by
Y

streaming icatid folla%&tion and lowering barriers. Only under certain

conditi@A@an be expected th&)cwooperative efforts to increase employee’s efforts to

achiev\ improve the quality of their relationships with their superiors and colleagues

'3
S o@étional activities and allowing instant
tp ﬂffeﬁ Social skills promise to extend the

an Ir psychological health.
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Improved HRM practices enable organisations to achieve their intended objectives
which is often confined to increase in productivity among others such fma&icd non-
financial benefits are subject to the verification of empirical hy&g positively

relating HR practices and social skills. Therefore it is hypothesised tY.

Hypothesis 2: HRM practices is positively related to social ski e employees.

Staffing is an important HR practice which dlreﬂ rectly affects

organisational outcomes (Huselid, Becker, & Beatt 05) plo ef @are hired

: Se% app&?~ riate staff for
9‘0 bxhe be@vay to potentially

improve the performance of other emp and incre thelg%ances of using their

professional social skills to colla %andm @ng of relationships to
]
a

enhance their skills. Research ca es tQat s h'l'stl selectivity in staffing is
positively related to the wor mal, skill us t al., 2005). Previous findings
provide a guide in accept% stafflug,&gzﬁlqbgl role in enhancing productivity. In
order to provide a d@ gunle to dresiz?atmg staffing in the oil companies, it is
therefore hypoth%&hatl "l (_’O

S
H2a: Ther% ositiaf ns@etween staff selection and social skills of the
WorkerA \\,

& Is applied as an instrument to improve the professional skills of the workers

ing social skills (Goldsmith et al., 2001). Thang et al. (2008) concluded that that

undergo a screening process prior to their empl

a specific position determines production. T4

training lead to improved financial and non-financial performance of the organisations.
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Good employee capabilities enhance productivity because they possess new
knowledge and skills to address problems at their work place. If thw ers are
mismatched in terms of skills and education requirements, there is a\eduetion in the
overall productivity (Storey, 2004; Thang et al., 2008; TharenYﬁ& al., 2007). In

conformity with the previous pre-validated argument, it is therefM)othesised that:

Y'

H2b: On-job training of workers has a positive relationshi oc'a' skills.

(3
goal ith h’r @rs from

oc% cen@ation across
ed w\ Untted Sta&urope and Asia

shows that decentralisation improves aN producti ¥ of @?Yirms via improving

social skills and immediate proble %ing.%&e gt there are many reasons
N
? () P)
r

Decentralisation enables workers to associate and sh
different location. A study by Bloom, et al (201:

countries with the help of 4000 different fir

that allow decentralisation to\ ove ani ié‘naA tcome. Decentralisation is

indispensable particularly in l?age fi,ms ch as a oil companies, because for a

N
CEO is not possible to gwgh evgr u'n@/t er of the company. Decentralisation

thus helps to have @Ioo@work to understand their working problems,
provide |mmed|acmlo and i r'glle mg«‘organlsatlonal outcome. Although, there is
no clear cIueQﬂ e re?h b en decentralisation and improvement in social

~—+

4
skills hoﬂ%’is safe to ypgtr};r){};i’a that decentralisation is related to firm productivity

via i vement in the profe&onal performance of workers including their social
ance. Thus, this study hypothesises a positive relationship between
&

ralisation and social skills of the workers. Therefore, it is proposed here that:

&
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H2c: Decentralisation has a positive relationship with social skills.

T

Employee motivation can be affected by many factors especially those r 0 wages
and benefits. Compensation and reward process for instance has been‘%&i to enhances
productivity through the acquisition of skills by workers (Abozemaine, & Saci,
2009; Kanfer, Chen 2008 & Pritchard, 2012). Chiu et al. (20 ed that rewards and

compensation considerably technical and social performan h el'nplo ees. Rewards

and compensations enhance retention of employeeg witf®the jbest nes iQP labour
(.)
efficiency. In compliance with the findings of the us on"th paential tﬁ\employees’

motivation in improving productivity, it is therefoq hy Eieg

H2d: Employees motivation has a direcwaship with
A

Mediating role of social skills ?3 [ ’q C;*

-

\ X

This thesis highlights the meuvgeffeiv of al s@ in this direct model. Examining
S

the role of primary a@nts(\glﬁlj;%j, training, decentralised decision,

motivation) on Iabo@ducti@ med@'g mechanism could explain the role in

N

which social skil%&to ngour e,duch_gehaviour for a more complete understanding
of this direct Qwship.
&y v
Y.

Qus studies provid@dence of a direct relationship between HR practices

and Ia\HJroductivity( Lepak et al., 2006). However, in depth recent studies Aggarwal

ke

a rgava (2009); Thongsennheuang (2012) suggest that organisational outcome is

not a direct function of HR practices such as training and managerial skills but is
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influenced through social skills of the employees, which plays an important mediating
role. Social skills have an assisting effect, which contributes towards a posi@viour
effect on labour productivity and hence the aggregate performance (m) Ky, Lopez,
& Pupato, 2006). The mediating effect of social skills is important f?ﬁe lacking social

skills not only adversely affects the individual personality but th egate performance
as well. There is a wide support about the mediatindgiol® of iocial skill Jordan,
Ashkanasy, Hartel, & Hooper (2002) that consider t@ rchial skills for
optimal performance and increase organisational obj S. He;rgv&?ng r@; if lack

social skills, it is difficult for the subordinates o% ues it@m (Goleman
Yv

& Boyatzis, 2008). \/ é\
QR
Moreover, social skills have bmoci% m&@e positive outcomes,

especially in terms of labour produch 'tQIhar%'e an@ 12). The social exchange
g
i

9
perspective argues that emploN ith hi ial sﬂ‘ﬂé offer positive job attitudes
NS

ial gki s@mediate the relationship between

leading this thesis to hypgthesi¥§ that s

S

“I e f‘@wmg section, the researcher provides

HR practices and Iabowo C

theoretical justificatéq pr cial i@ as moderator of staff selection, training,
\ 1 O
decentralisation &3} : nlutlva .'an&ﬁ;ahour productivity.

Q— NS
W Wposingt diat@ffect of social skills in the relationship of staff
)
selectiK ing, decentralisaﬁ&q decision, motivation, and labour productivity, the
re posits that the positive direct relationship between these variables (staff

eledj¥on, training, decentralisation decision, motivation), and labour productivity will be

durable under conditions of higher social skills and vice versa. If an organisation provides
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employees supportive practices such as showing an effective standard of selection
employees, giving employees the freedom and the choice in carrying & ir job,
providing extensive training to enhance employees’ skills, and progide<#them more
information in order to help its employees to become more effectivé?efficient in their

work, giving them opportunity to learn new skills and show \M to invest on their

personal growth in the future planning, and finally pro i% theih a good salaries,
Vi

ty o tWisation, when
(3

through high social skills. ’ (}T

A
L o/ X
Employees with high social skills and Mrc el ortlve%\‘( practices by
their organisations, will tend to be more lijel Incea

e rpr@vity. In contrast,

incentives as bonuses, employees will increase the pr

D

e s;@rtive HR practices by

employees who possess poor social skills aMipdo thp

their organisations, their desire 'naasa%) t@ty of the organisation is
'} Q-
decreased. In considering the p I imwmp@% motivation especially when

\

they collaborate with othggporgaisation, ,t is r‘af@pothesised that:
; , d F &
Hypothesis 3: HRM '@es @mr pr(@ﬁwty is mediated positively by social
skills N
O

|

¢

ni}a‘ e@;{s to improve staff motivation, productivity
Y

can be enh@ cludif iple cial skills and abilities of the employees. It is not
that o Antial employees aséiéeded to be recruited, but also employees with less
ski 0 be empowered through a sophisticated selection process. Thus, the research
derm@gstrates that staff recruitment is positively associated with labour productivity and

social skills. Katou (2008) found that in the context of Greece, the relationship between
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HRM practice and organisational performance is partially mediated through HRM
outcomes. It becomes obvious that an active relationship exists between seI&Cf staff

and labour productivity. Therefore, to draw a tentative conclusion if§ expdaining the

relationship effect, it thus hypothesised that: Y.

H3a: Social skills mediate the relationship between selectiM staff and labour

productivity.

l
g
The positive relationship is believed to be durable%the engplo s’p‘c;{%ghigher
social skills and through collaborating with othe ee infdi t co@ény.
In considering the change earned frw he-§ \'ing,& et al. (2008)
inferred that that on-the-job training eNcaearning itie Qapacities, mentality,

behaviour and performance of wor e%‘\e studm_g!vt t‘l.e\arning obtained through

training enhanced a firm’s ary wrﬁo’igw performance and work
productivity. Various studies?uinve igateg the i@rtance of training and clarified
o
their relationship increas%comes.a oqui/ ty (De Grip & Sauermann, 2013).
X e . . .
Task related devem prol;ram buil sestrength and improves social skills.

N L
Moreover, Thare%N al.p(2p0 ?rlfr@§d that organisational outcomes and labour
l y

productivity medi

trainingm roducti inJr.e ity when coordinated with the contextual factors like

ca@sﬂy and customer oknted outputs, it becomes obvious that the role of on-

5 training cannot be underestimated. Given the above, we hypothesise:
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H3b: Social skills mediate the relationship between on-the-job training and labour

productivity. \q

It is assumed that the positive relationship will be energetic when the*yees pOSsess

higher social skills through on-the-job training that exposes the empwee to varieties of

Y

skills and knowledge to improve productivity. Y.

In trying to highlight the role of decentralisgt in limproving labour

productivity, Richardson, Vandenberg, Blum, & Rogian (2002)Jasse hvat ﬁ?ere had
| o | &

been increased organisational gains. Research ex g how dgce allsan%n relates to

orj! hardson et al

rman;g\e in a behavioural

organisational performance is limited and incon%swe.

(2002) studied the role of decentralisati@( f
N

o

tiQQQad relationship with

healthcare treatment centres. They E at en
- - - - - - - & - -
labour productivity via improving S Kills and era@amsatlonal performance.
o
t{é{ high relationships between

Q e
pr[duc' iw.@lis clear indication, it is hereby

hypothesised that: '&\ ® (Q%

Similarly, there exists the tm
our

decentralisation will impgove |

Th@e relationship is assumed to be more robust as employees possess higher
[

@;

Employee motivation plays a vital role in improving worker productivity. A study by

IIs when they are they motivated to collaborate with other employees.
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Dreher & Dougherty (2005) found that reward-based approach functions as the driver of

team and individual performance via improved social skills in organisatiofaglryanother

2

study, Chiu et al. (2002) found that compensation positively influences §ym @foductivity

)

and performance. It is obvious that employees need to be motivate der to achieve

4

high productivity, therefore it is hypothesised that:

¢

H3d: Social skills mediate the relationship between emfllQye® motjvation and labour
productivity.

(3
The positive relationship is believed to become m obust jas oi v,oil@s;ossess
higher social skills by collaborating with others %@ i L 4 \’Y'

N

c\’: Ty

Social Skills and Labour Productivit O<<

HRM practices in isolation and wit jven @& @ social skills could not
C‘)

e\e produgtivityfof

performance Velasco (2012).?.9 argl nuMmgrous ;@ies that affirm the relationship
(

between social skills an%mals o %@ as labour productivity Bandara &

N\ @)
Weligodapola (201@& LlJv i H n (2013). Social skills are important

. » o .
because their abs N lagk ther€ 'gbt @gﬂ’adversely affects the individual personality
ce s eH&S‘ﬁere is wide support that social skills positively

>

successfully achieve an increas s and hence organisational

X

oD,

&

D

but the aggre&er orm

affect lab muctivity oro%n £, 2003). These researchers considered the explicit
S
C

role ial skills for optimal "performance and increase organisational objectives.

3 n the above judgments, it is safe to hypothesise that:

H4: Social skills have a direct and positive relationship with labour productivity.
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The hypothetical questions enlisted above provide relevant justification of the proposed

statement that requires assessment in order to define specific operational % sed in

the study. The hypothetical testing is set to either confirm or disprove istiaa proposed

statements under examination. This enables predictions of the r outcomes by

deductive reasoning. V
Nd.

The study consists of dependent, independent, and iating Jariab S'T-@e.pendent

3.4 Variables and Measurement

variable of this study is labour productivity. rature® o) c@ﬁed this term

a, Z&The empirical
3

rod@vity or performance

individual performance or labour perforw Am1
literature on HRM and labour perforw)nclude t
S
éEor example, performance

measure that varies across the type r‘ﬁ)efranﬁ\g'ﬁ'ext
6 e,
' 2;

is taken as productivity (West e wé‘rd&&‘ Moynihan, 2003; Wright,
Gardner, Moynihan, & AIIen%; S(if-re rfed g@ioyee productivity (Singh, Syal,
Grady, & Korkmaz, Zowou%daj

O

(Wright et al., Zoo&mnci@res @’ey, 2004); labour efficiency (Guthrie,

. . N .
2001); labour tureNDers i o,&)(-Wang, 2010); absenteeism (Zhu, Chew, and

Spangler, ZOO%orga satignat pe ance (Savaneviciene & Stankeviciute, 2015).
s

and_d6es not explicitl identify what should be taken as a
d.f plicitly

( Q
'u'y@a lahi et al., 2010b); product quality

o
(>

@)
Iabc!$uctivity measure. Thhature of data and research problem jointly determines

areQould be taken as a labour performance or labour productivity (Amalasunta, 2010).
e

asurement scale used for this study is a five point Likert scale where 1 = “Strongly

Disagree”; 2 = “Disagree”; 3 = “Neutral”; 4 = “Agree” and 5 = “Strongly Agree”.
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3.4.1 Dependent variable

T

This study use organisational performance through labour pr@ty for a
number of reasons. First, labour productivity is a crucial organisationfﬂ%ome (Datta et

al., 2005). It shows the extent to which a firm’s labour force is efficigly creating output

S

(which ultimately determine the performance of the organi Second, there is a

direct relationship between human capital and productivi tt s‘t al., 2005). Third,

Delery and Shaw (2001a) reiterated that, “Strategic an fRes -I\/Iaeagement
| S
(SHRM) philosophers have recognised labour tivity:as the’JCen r%a'lxindicator of

labour force performance”. Last but not the Mast, |

uir Q}'y is the most
commonly used outcome in numerous st u rce_ga agement literature

)

N

Now the important question W @0 measfire Ia@r productivity. Numerous
o

measures have been used to calw Iajo ctivi.tg‘ﬁor example, output to labour

\
input ratio or sale to labglir ogratio, I
'3

garighm our productivity, labour efficacy,
¢
af ¥his stydy’(cross-sectional data collection), and

(e}

(Datta et al., 2005; Fallahi et al., 2010 m dreY

labour turnover etc. Gh{th n

the number of co@s (

¢
production), p n f

Y
represent t% easll jer @ctivity measures do not seem suitable with the

availablammation related to t@tudy.

@d on the methodology adopted from Tahir Masood Qureshi (2010), the
QY

i‘

' cor@dies which covers 80% of the total oil

iﬁti@}? performance through labour productivity

es of dependent variable is relative in the sense that the employees will be asked in

the form of questions to determine organisational performance or labour productivity
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(This study use the term performance or productivity interchangeably) relative to the
performance of other commentators productivity. This study has sli odified
Delaney & Huselid (1996) model of organisational performance an&%ed labour
productivity by using various items. Numerous studies present eW of a positive
relationship between measures of labour performance with measw firm performance.
[

labour productivity. These questions consist of inf Ion a OWUS aspects of

Table 3.1 presents the 9 items that will be used to trdCt the dependent variable

(3
labour productivity. The items for labour productivit extragied fr n’l\/l{%ga (2010)

due to the high factor loadings and validation mQ r reé;‘ﬁ to consider
the items of Masood (2010) was that it stu t samsi arémyof H@.S\?Iasood focused
on the perception of the employees in er)) measur ou@ﬁ%ductivity construct.

According to Brace (2013), previo scves in M’,}i

(|}
selection of questions and are reliablg, Ma o'd& ) utilized the measurement

items from previous scholarswﬁnell & i (1@, Boselie et al. (2001), Singh

(

(2004), Laka (2004) and% i et\.q 3715 er the validation of the items. This
O

study used the mea@\t itebs as evel@ by Masood (2010) based on the work

of Snell &Dean%& ago ?lox@used Instrumentality Theory is introduced
in the 19”‘@ Tr}e‘z.eﬂ\d t if we perform one job it will lead to another
and pem for mo ey{ny clntributing towards economic outcome. It further
focu W rewards are conting

Q ctly related to performance, the employees will be motivated to work hard. This

@e the best place for the

Qq%

/)

@D

nt upon effective performance. If penalties and rewards

is derived from scientific management.
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Table 3.1
Measurement Labour Productivity G}
L \
Variable Instrument Theory.\ Reference
Snell &
1. Quality and quantity of our employees’  Inggrumemtality Dean(1992)
work output has improved. The (Masood,
2010)
2. Coming up with new concept is l
appreciated in the organization as la \d
productivity. .
Ng
3. Most of the employees achieve ’_{')
organizational objectives of last rs. 2 Y.
4. Over all employees targets q : \ Y\.'
achievements has improvegovegthe |
LABOR ears
PRODUCTIVITY: Y &
9 Items 5. Employees feel haPWygto work in t O
6.Majority of our loyees ¢ MT AN
independently a ive é
performance (|} 4 Q“?
7. Employee organiz haveso
been ena akerecis' @
8. E S’ commaynic on 111 have
beM\imp edJj™6kis @Fganizatign.
%1’1: oye 'co tenci¢$e in line
% eo aloe?}aional and
(‘5 egif obje 3 o
&
%Q' AR
NeWgrti®less, this meaSLEc}E‘ productivity is an important indicator of the
orga al capabilities that can be used across the industries and for comparison with

6 studies (Masood, 2010).
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3.4.2 Independent Variables (Xi)

This study introduces a set of progressive HRM practices that i@a labour

productivity and hence organisational performance. Among sucﬂ*(ors is staff

recruitment practices and on-the-job training. Vz
Staff Selection Y.
This study measured the hire and fire of staff @ rWt will capture
1:()%

(3
the perception of the employees about staff selectio ff pr Pn&cg;‘f} firing.

seeldn enh@ staff skills.

NN WY

identi e best potentials

Firms have many HR practices to choose fro

Initially, this will begin with effective recrui‘w

for the job. Effective staffing has a dir@onship wi
'rS.tixng staff to enhance their

et al., 2005). Firms can also offer %job @*‘
;é 0 )

capabilities to meet its needs \ 200Q). T ﬂemé}ﬁr staff selection were also

A\

considered by Masood (201 e fqctor in all the items were above 0.60

abo@oductivity ; Huselid

(
threshold as suggested by%t al ({ d‘lqwoe'(zou). Masood (2010) utilized the
O

measurement items&}pevio‘s schplars HQ‘SneII & Dean (1992), Boselie et al.

N
(2001), Singh (280 akn @0 Jghd ngbshi et al. (2007) after the validation of
the items. T y usdd t eag¥¥ment items as developed by Masood (2010)
4
based on ﬁe k of Sne &Ife 992). Masood (2010) He used the Instrumentality

@)

Theg introduced in the 19" century. The main idea is that if we perform one job it
ently will lead to another and people work for money by contributing towards
mic outcome. It further focuses that rewards are contingent upon effective

performance and if penalties and rewards are directly related to performance, the
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employees will be motivated to work hard. This theory is derived from scientific

management, \&
&
X

Table 3.2

Measurement Staff Selection

'l

Variable Instrument e

p <

\ \Jeference
shall§

1. Hiring and selection structure followed in Instrumentalg

our organization is well characterized Theor ’ 1992)
g Y

managers participate in enrolment and \

Masood, 2010)
selection. V .,‘ S.
3. Valid and standardized tes %ﬁ in the 4&
selection process of employees. O

4. Selection structure in u%(nization T A
selects those having tt@é nqyviedge, C;'

2. In our organization, line managers a

skills and attitudes.

Staff o \
Selectivity: 5. Our organizatio S dom
10 Items  selection procgss %eli i
6. The organi%ses ap
selection \

7.0ur<&a|on !asi rtial téghend
intervw chni fmpl®eselection.

8.0 anizafion sefect en@i@eeswithout
ritis A

ave JoQus rltc@aforemployee

ion
40. We use attitude d}ésire to work in a
am and individual as*a criterion in employee

S
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On the Job Training

N4

This study measured on the job training using 10 items. FoIIowin% approach
developed by Masood (2010) the depth of job training was measurﬁ&know that the
company had provided any formal job training in the past two years, %ilarly how many

employees had received the training during that time interval, w Ily, the views of the

employee about the overall capabilities of their training pro . Ma‘ood 2010) utilized

the measurement items from previous scholars like Sgell e Bosql-ie et al
| | | &

(2001), Singh (2004), Laka (2004) and Qureshi #gT (2007} e vatt¥etion of the

v
Masoqd(2010) based

useg, the Instrumentality

items. This study used the measurement items Rde ‘ed\g

on the works of Snell &Dean (1992). @ (

Theory is introduced in the 19" ¢ %h in ?e 'sm\gf we perform one job

it will lead to another and peop@orm%y C@Juting towards economic

outcome. It further focuses thaN rdi szge{étﬂpon effective performance
sl

performance, the employees will

and if penalties and r% re dirgctly)eldt
'3
be motivated to work hegd. T |®L eriv Gj‘fom scientific management.
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Table.3.3

Measurement Employee Training c\z

Variable Instrument Theory eference

Snell &
g Dean(1992)
1. Our organization conducts extensive training Insw lity

programs for employees. T@ Masoo0d(2010)

2. Employees at each job normally go through \d
training programs every year. . Y'

\
(NG
3. Training needs are identified throu I V"'
performance appraisal mechanism. \)

4. There are formal training pro ch°‘
new employees the skills the n

‘4
On the Job O

training: 5. Trainings need identifieghare redfisti fLw
10 1tems  5n4 pased on the organl tra t
6. There are formal t nt tﬁbdi‘%

to determine the capabi

\
7. The organigationas a stru’ture r %
calculating tr%nd bengf a,m

8. Traini helpetlr mplo rnover

in our atlo {Q

9. T as esmlt g ployee
ce| ou niz @y

ining Ited lgher productivity

:%A‘manmal returns f organlzatlon
\ \.

N
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Employee Motivation

X

Motivation plays a very important role to boost employee and firm pro (Abozed
et al., 2009; Kanfer et al., 2012). Business organisations increase worﬁ%notivation by
giving contingent incentives. This study uses ten-item index of motiWgtion rewards. The
literature reveals that employees may not be performing well?gv here is no incentive

or rewards for good work or when the HR administration ot s‘equitable practices.

nal wth in
S
en! tU\notivate the
i

From the extensive literature on proper motivationy towands

Snell & Dean (1992), Boselie et al. (K gh

et al. (2007) after the validation,of th®it Th

_ E N

items from Masood (2010) after the rmgtion ofdfe ial&?y and validity testing.

o
. This study used the measurerM el\ Iop\ y Masood (2010) based on

udy used the measurement

the work of Snell &De 9%) ,Maspod @010, used the Instrumentality Theory
s '3
introduced in the 19”‘Kntu y.' \ﬂq id&g&m if we perform one job it will lead
to another and pe@vrk ' b)@ﬁtributing towards economic outcome. It
¢
further focuse ewagds ar c%t' (at upon effective performance and if

N
penalties ardé ire@\ related to performance, the employees will be
motivatAvork hard. This the&?’is derived from scientific management.

N
S
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Measurement Employee Motivation \z

Variable Instrument Theor Reference
1. Compensation offered by our organization Ins ntality  Snell &
matches the expectancy of employees. The Dean(1992)
2. In our organization , salary and other benefits are M q
comparable to the market. Y' (2831%())

3. In our organization, compensation is deci l
the basis of competence of the employee. \d
(3
Ng
4. In our organization, profit sharing is us ' _{')
mechanism to reward higher performanc 2 Y.
Employee o N \ Y
Motivation: 5. Our organization offers both financidgand ndmg Y"
10 items  financial rewards without discri i é

6. The compensation plan is Teyise
with the economic situatigp. \

7. Take home pay is en my Temilyjgn m@}

8. My last year’s sa aisc waspetter Jhaff th,@'

previous one.

9. Salary increasag orgdhizatignys pr@ily

based on seﬁrity. [ ;

10. The co jon for ghl'em es 1Sdirectly
eir ? }920

linked to

perfor& l%
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Decentralised Decision Making

T

Job or work structures play a vital rule in organisational performance%\ﬂtralising
decisions are important to enhance organisational performance and fwh productivity
through trained and motivated workers (Theriou and Chatzoglou, 208). This reflects
whether all decisions are centralised. This study uses employ: Vcipation in decisions
with an 8 items scale. It shows the level at which vital or 0 alldecisions are taken
regarding hiring and efficiency assessment of the employe®®. T Mh’s&decision

§ .4

making variable gets a smaller value when the or tion relatfd d@Cisiorssre made by

M (M%@ﬁile, the same

uesgvien organisational

the head of the organisation such CEO or Man%ing

decentralised decision making variabq h
decisions are taken by decentralised pgocess d L dle level management
N

RN
team. The items for decentraliset@ mgkin S e& ed from Richardson et al.

o

(2002) who focused on organisat 91 ' fin@gl performance confirmed that

decentralised decision m(mi |Cn imp@rtan al:t@e items of decentralised decision
r

’ '3
base& the work of Aiken & Hage’s (1966).

were developed by Riclgrdso et'

He used the Contir@The

¢
in which dece degjsio
Y
undermine e alizaflop. end&pon outcomes, particularly ones such as those
describi&anizational perfor@e.

hall d future researchers to seek out condition

a&ve?ay be embedded and which act to support or
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Table 3.5

Measurement Decentralised Decision Making %\

Aiken and

Variable Instrument Theﬂk Reference

Hage’s

1. There can be little action taken until a supervis Ningency gé?gﬁ;r ds
approves a decision. (veory on et al
| 2002)
Decentralized \d
n?aeli:ﬂg'nS 2. People who want to make their own ddgjsions I ’ (§'
: ould be quickly discouraged.

items od quickdly discolirag "\

3. Even small matters must be refe meon€ \’Y.

higher up for approval. \
4. Employees must ask their M
doing almost anything. %

i
5. Any decisions employN m
bosses’ approval.

o
% '} Q-
Mediating Variable (Social Skm Aj &
X , | $
This study will use social*SkillJas a mgeliati Ja(g e. It has an assisting effect, which

contributes towards,@*ive tlehaw ur ef n labour productivity and hence the

LY. .
aggregate perforCMBr wgter %ar;&ﬂ\ﬂlnbaeva, 2005). The mediating effect of
social skills %rta;tve?s Ié@’ﬂﬁ social skills not only adversely affects the

s

individuaSe ality butthe a%g&ate performance as well. There is wide support

for t Wiating role of sociakkill for example (Jordan et al., 2003). They consider
licit role of social skills for optimal performance and increase organisational
iagtives. Highly hard working persons if lack social skills, it will be difficult for the

subordinates or colleagues to work with them (Goleman, 2003). There are many
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dimensions of social skills but the most important are collaboration and networking
(Dougherty & Larson, 2005). Collaboration is the ability to jointly compl X:th
others (Morris, 2008). According to Arend (2004), the members of an %atlon who
are working together must understand and pay respect for the sa rm efficiency

KY collaboration

and achieving its objectives. According to Dougherty and Lars

does not necessarily mean a mutual beneficial relations beween two organisations

but within the organisation and its different units ell. The ommon and
understandable definition of collaboration is provid (Huxgham Yzi\ 2000)
According to them, “collaboration is the wor: ationdh Wee\’ WO Or more

individuals”. Networking is another import digtensi cial@'According to
0 W@geffectlvely with and

Samson and Daft (2009), it is the abilit th ntrepren

ey (2014), the foremost

n S
important aspect of networkln evel int pé‘ri@'relationship with all those

who are working within the working woq@]t Networking is an important
social skill. It helps in de p ga temﬁj; Q%n among the working members in

through other group member. Accor Cum ;d

-“-

an organisation (Bar anel 20 Acc, g to Thongsennheuang (2012), social
N

skills changes m@wl il}s @ 'gdrf ce. Collaboration plays an important role

for the |nt betvjeen J t |es for the diversity of behaviours like

commumﬁ%nformaﬂ n sﬁarg@' cooperation, coordination, and negotiations. The

items Wdered for Collaborhn construct were developed by Thongsennheuang
ased on the work of Croker ,A Higgs,J& Trede,F ,(2009). Thongsennheuang
) used The Attribution theory, which refers to how individuals interpret events and how

this relates to their thinking and behavior. Similarly, Wolff & Kim (2012) suggested a
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comprehensive framework to investigate the influence of networking tapping into social
and informational features that are relevant in facilitating behaviour. The% rement
items of networking in the research were developed by Wolff & Kim 012¥ based on
the works of ( Wolff & Moser 2006). Wolff & Kim (2012) use Social Capital

Theory that assumes social network is one of the firm resour t plays a role in

Table 3.6: Measurement of Social Skills

Variable Instrument iRt?f'aQ&'ce
1. | have cooperation among the peo t Attriluti C&E%A'é‘

work. t\"re “ykde, F. (2009).
2. 1 am in teamwork and grougprob SZThongsennheu
Collaboration:  solving. % W ang, 2012)
4 1tems . i . k
3. | create the condltlons% torming O
the strategic issues andgction \T ‘\
4. | create credible :ssa for A é
collaborating. ] u QC'?
> ? AQI (Wolff and
social Moser 2006)
1. |tUS?t comp ts tggma %\ Capital (Wolﬂ:& kim
contac S'% ( 0 theory 2012)
$

¢ &
2.1 ;@wi@es fromiHer
depghgguent¥ abqut whatghey av&rking
0 N
. y [corfta i '1 c@gfgues in other
Networking: 6ssgepgitment inQr 0 @onfidential
Items ce in [Qusingss Matt
. | accept vngtlonMofﬁmal functions or
& s festivities out of @éssional interest.
\ 5. | ask others to give my regards to business
0 acquaintances outside of our company.

6. | exchange professional tips and hints
with acquaintances from other organizations.
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3.5  Population and Sampling

X
S

This research examines labour productivity in the selected govern il companies in

The Krejcie and Morgan Method

Libya. The research sample is limited to the following Libyan oiWanies: 1) Waha Qil
Company (WOC), 2) Arabian Gulf Oil Company (AGO gd 3) Sirte Oil Company

(SOC). These are the leading government owned ompa iean under the

(3
National Oil Commission (NOC) of Libya. The selec mparges re refe.n_\zg"'m of the
total oil sector output. Y' \o'
Table 3.7 V
Description of Selected Government (@pamies

-
Company Waha oi %The i Q Sirte Oil Company
[} ')
Compan Conmipan C3
pany. y @- (C3)
Industry Petroleu trol@ Petroleum
Employee 32& , ( @% 6652

Year of 26 \“U" J‘(‘51979 1981

establishment

A
dia/doe.org (2015)

7

Wa Congp @ employees of 3200, The Arabian Gulf Oil

9
Compa 2400 and Sirte @'Company employees are of 6652, thus the total

populdwQr¥of the three companies is 12252 employees. Krejcie and Morgan (1970)
d a technique to determine the research sample. The technique utilised for the
study is non probability purposive sampling as during the data collection period the


http://www.eia.doe.org/
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population data was not available appropriately. Non probability sampling is a subjective
approach where the selection of probability of selecting population elemen@own.
There is also a greater opportunity for bias to enter the sample selecti p%ress and to
distort the findings of the study. This non probability sampling VYM addresses the

difficulties of accessing information that are particularly acute in

The formula can be simply expressed as: : l
S=X®NP(1-P)+d*(N-1)+ X —~

L]
Where: | (}Y-
S=required sample size. 2 Y-.\
esir

X? = the table value of chi-square for 1 degree CWO }Nh\ [ ed%.'fnfidence level
(3.841), c\) 4 (S\

N = the population size. \
P = the population proportion (assurr% be .5 \\QQTHS 'e.Ld provide the maximum

sample size).

o
d = the degree of accuracy exprﬂ a prop(ti (0.@3
Nolt BEIRSS
Population validity app% as followed ih @er to identify sample from the

d F &
population. This avae@’y to g lize from the sample of individuals on
which a study was #gnudu®ted t ert “fof opulation.

aMted Ry (gge pop
: ’

3.6 Data(@:' n Q

NS

(V L 4 V') 4\

The tools slo were e

b 4
mploye&;q?c.ollect accurate and reliable data for optimal and

repr N/e results.
& data collection
o study mostly relied on ordinal Likert scale (1-5) primary data that were collected

through 339 employee’s survey of the Libyan oil and gas companies. A survey is
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administered to get data through questionnaires from 339 employees, working in the

sampled companies. The goal of this survey is investigate the research l&% in the
%@

proposed context. Based on the literature and proposed framework to & e

productivity, the questionnaire focus on the following factors: Y.

ate labour

1. HRM Practices

a. Staff Selection Y'
b. On-the-job training \d
c. Decentralised decision making ’ "'}Y'
d. Employees’ motivation é ‘.J Y-.\
2. Labour productivity VY' \ Q\Y\J
3. Social skills co
4. General information aboutthe@en \T &\

o S

o

The details of the constructs % ir T re ent@been given in detail in section
gted const

3.2. The data about the % on .Jé l?b’collected through a questionnaire

with 339 employees.'&\ g
Study Period \ : "| (-)O
& l @

To determi oyee?’

G,
S

grap nd other information, data were collected from

4
December gl o February 2015mselected Libyan oil and gas companies.
N

QE; the study area
a

mple methodologies are used to select samples. The study was conducted on 339

samples. The locations were various selected oil companies in Libya.
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3.7  Data Analysis \z

The data is collected on ordinal and nominal scales to collect™1 ation about

dependent, independent and mediating construct. Therefore, mean ag central tendency

measure is used to reveal the average behaviour and to develo uous variables from
the data. l
. . \d' X
3.7.1 Analytical Techniques ’ (}
A

4

MQQ es. Tlﬁ\}fr.st section of
i

Analysis of the study has been divided into th&ﬂjo

analysis of data is related to the pilot study@‘ﬂml

the results. First, the pilot study’s Cronbaci®g alpka te

tigagindrthe consistency of

se&gheck the consistency
A

of the items in the self-administer u&io&%o ba@gés alpha examined that the
'} Q-

responses collected from a gi\ m is ateqﬁﬁbustly with each other’s or
\

otherwise. This test helpggn pi tstudie, to n iqet\hﬁuestionnaire and its items for the

or’t@jmeasured items of the variable in the

e

por@of variance in the scale score. According

O

ndly g‘l@ the key indicator of the scale quality”.
NS

|stieé\for an overall summary of labour productivity,

main study. Coefficien@ S at

reliability analysis tNat®agiima '
to Maher et al (2(%\@ bilit

Sec%%iécrjp%}#at
correlatj alysis for investig@ﬂ of association among the different factors such as

progr%%HR practices, experience, and employees’ characteristics is used. As the data
i [e€te

d on the Likert scale, the rank correlation test is more suitable (Bobko, 2001).

he development of certain indices such as staff selectivity index, motivation index
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etc., we shall transfer the Likert scale variables into continues variables by calculating the
respective means of the items. Therefore, this study shall also requi& earson’
correlation test to investigate the correlation among the different items. s )

Confirmatory factor analysis

4

For applied research, confirmatory factor analysis (CFA) deal easurement models

as a type of structural equation modelling technique. Th theslzs driven nature of

CFA represents as a fundamental nature. The patternSf fac®r arjlysi igna-by CFA

helps to identify how the subscales need to be s

4
factor analysis above 0.60 is considered importanR \ X
A variable is said to mediate the relatio@}étw dictqk(gR practices in this

[ if_&he predictor variable first

case) variable and an outcome (Laboug Prod(tiiy. van
NS
d

has an effect on the mediating varia?; Wis in_tdfn mfli@'nces the outcome variable.
o
h

e

Hence, a mediating (M) accounN j [ ip een a predictor variable (HR)

\
and the outcome variace iLz). Me

iatioff b be strictly distinguished from
’ '3

moderation: Dependin forrréff mediation have to be distinguished

RETRES
(MacKinnon, 2008 & N
¢ : (—a(')
e Compl %atiovﬁt 'fﬁeer)a ictor variable exerts its total influence via the

med% arial*e M i $’
o Paffyjal™kdiation is given i@g predictor variable exerts some of its influence via

;wnd it exerts some of its influence directly on the outcome variable and not via

OBased on our sample size (n= 339), and the nature of casual relationship we

proceed to investigate between dependent variable (labour productivity) and a set of
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independent constructs and mediating effect perhaps hierarchal regression seems more fit
3.8 Pilot Study Y.

A pilot study ascertains the suitability and the clarity of the q@gaire. Following the
@ “

in the study of existing relationships.

model of Hertzog (2008), 10% respondents of the sa is_spfficient for a pilot

study, therefore, this study used 40 random workergas respon nMie @et study.

|

The variables in this study are adopted from past s A pi}ot tu musl'be conducted

Y.
Qg Ytudy
hip a@gng variables in the

in order to confirm the selected variables are SWE‘ i pilot study is

generally helpful to ensure and determine t% ibl
theoretical framework. The results obggined w d)&vq also help and permit
% N
the researcher to carry out full-scale r apalysis. y he@wsure that reliability of the
\

r thj sltu% he pilot study was conducted on
s '3

national oil companiew_l ya':\csq m th%t | the items in the questionnaire are

i ra is. A total of 55 questionnaires were

questionnaire is acceptable. This res refiné‘f,ﬁ'ent of the questionnaire based
on the response from th@pilot§tudy. Fl

reliable and thus gSuitdlgle f

¢ I (-a
distributed wit elp ¢f col gﬁe and friends working in national oil companies
N
(NOC) in of W ly 40%re returned and subsequently used for reliability
analysisAliterature shows th@{y reliability estimate value, which is 0.7 or higher, is
consi good (Hair et al., 2006).
0 he researcher has undertaken a pilot study for discovering the probable

associations among the variables in the hypothetical framework. The results of the pilot
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study will certify further investigation for the variables. Moreover, a pilot study will
confirm that the all the items in questionnaire were reliable and valid. The malres
were distributed among the oil companies in Libya. The pilot study he hecklng the
language of the questions and its suitability for the respondents. YUS easy for the

respondents to understand and supply answers, this will rep the suitability of
questions, its language and the compatibility with the re ts nderstandmg level.
The pilot study will also help to know how much t%nee fuII sample
collection and what major technical problems we ? e. This wi hrl evise all
those instruments that are either not clea spo r n%‘@mtable. The

rt
timeframe of pilot study will help the resear r tm‘ate e rea@zvlnterval for the

whole study based on the pilot study ex It may sywges @%gmg few hypotheses

G_ S\
theses A
0 55”

N s:th anlﬁﬁoughts about the study which

—

-e

or dropping some, or developing ne

The pilot study provides n
the researcher may not hffve fokeseen bgforejton %g the pilot study. Such concepts

. s 49.
and clues increase the anc sﬁ clearb Indings in the main study. The pilot

stattiﬂsel and analytical procedures, giving you a

chance to eval r usful e oP‘thU(aa This will be beneficial to revise, change or
develop an addlﬂ'o%ﬂ,z . It can also help in saving time and money. This

will he nvestlgatlng the callty and feasibility of the study. The pilot study

study also allows c th

almost ys provides enough data for the researcher to decide whether to go ahead with
m study. In a nutshell, the researcher may try out a number of alternative measures

and then select those that produce the clearest results for the main study.
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Table 3.8
Reliability Analysis Results for pilot study \z
Measured Cronbach's : )
items Alpha
ST1 804 Y"
ST2 798
ST3 809 \/
ST4 796
ST5 801 '
ST6 798
ST7 799 \d. -
STS 801
ST9 802 | _\"}
ST10 809 P Y
Tl 799 N
T2 797 oy X
JT3 803 N =
T4 802 C—) &
IT5 799 \ O
JT6 800 \1 A
JT7 794 (O A {S
JT8 801 0 . Q::,‘J
JT9 799 \ AQ,
JT10 807 -
EM1 8 Y' , 2
EM2 p :l )
EM3 799 &
N\ @)



Table.3.8 (Continued)
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Measured items  Cronbach's %\
Alpha ‘k
EM4 804 Y"
EM5 806 \’
EM6 804
EM7 803 q
EMS 802 ;
EM9 801 \d
EM10 806 ‘\Y'
DC1 804 é (NG
DC2 806 2 \»Y.
DC3 807 Y'
DC4 807 \, 0‘\ Q\T
DC5 803 C,) &
co1 802 \ O
CO2 811 \1 A
cos3 809 (O A N
CO4 811 o / <£?
NW1 804 “NQ Aj RN
NW2 808 , %\
NW3 % ? ( 0
NW4 5 F o '3
NWS5 09
NW6 & 0 Q ‘Q
LA1 \ 805 1 O
LA2 C—) P9
LA3 Q, 5 §J
LA ’
Lé% 44 C,VY'
810
\e 809
%8 807
0 A9 797
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After completing the pilot study, reliability test is performed to check the reliability of the
Likert scale questions. If the result of the test is not reliable then the INmf the
questions is revised to make them more understandable for the responde s%

Hair et al. (2006) specified that the reliability estimation of 0.7 or Ny recommends a

decent reliability, and reliability that is between 0.6 and 0.7 is saWry In the pilot test,

the researcher coded the 40 returned questionnaires for an sm Tsing SPSS Version

21.0 and the consistency of the instrument was test@ nWe 3.8, all the

Cronbach’s alpha values are higher then 0.70, rangi%m 794 to 8 'pé{@ a decent
na

reliability for all variables. Subsequently, the @ ire€ wjllbe d@ﬁbuted to the

- o o X
remaining targeted companies in Libya. V é

\ O
3.9  Analysis of Research InstrurEnt
\ é}
() )

After completing the phases @tiwr&rﬁ' field, data were carefully

summarised and scrutinised chtua, tabgation. @ealing the findings of the study,
to

- /2

N
3 r;sl@. Then data were entered into the

N O
computer. A numbe@&s w@

L)

processed data were trarster

=]

repared @e basis of aims and objectives of study.

(@]

N
0 (}lsuméa’rised and processed for analysis. These data

The coIIeE a werg

were verifithimin e gl Jposgte errors and inconsistencies. Any kind of
4

i seg

inconsisteficiengn data we rchedd and avoided out from the relevant data. Data were

S

prese Nostly in the tabular form, because it is easy to understand. Collected data were

=

d by different econometric software such as, MS Excel, SPSS version 21 and
éﬁ 21. There are two most prevalent analytical methods in SEM, that is, covariance-

based SEM (CB-SEM) and variance based SEM (PLS-SEM). This study utilized CB-
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SEM with AMOS to illustrate its application in examining the relationship between HRM
practices, social skills and labor productivity. CB-SEM involves a maxi m@hood
procedure whose goal is to minimize the difference between the obser d al estimated
covariance matrices, as opposed to maximizing explained varianc n CB-SEM is
executed the error terms are modeled for each indicator and 10 of the individual

indicator are obtained. This enables elimination of indicat R Iarge error terms and/or

low loadings, thus improving the quality of the laten struct SpeC|f|caIIy,
the confirmatory factor analysis (CFA) stage of CB- allo aII te’nt tructs to
co-vary mutually and thereby permits quantitagi essme'n oth\/Y.vergent and
discriminant validity for each construct. o varwn sed SIS the validity
and confirmation of model is very hlg SEM as p@o PLS-SEM that is
unable to confirm the model due to |3 fltness \h'ﬁmg @

0 )
3.10 Chapter Summary Q-

\
This chapter introduce he terial L elth@.eanalytical techniques, sampling
'3

variables, and introducag the |Ici set potheses are introduced to verify the
statistical relation@we lnde ependent and mediating variable. The
hypotheses ar off s rd’ chature The chapter further introduced the
measurem Q’of & yuctSQmplmg technique, and data collection approach
and anaAlt highlighted the@}'stlcal and econometric techniques used by the study

test\we proposed relationships between dependent, independent, and mediating

>



