263

REFERENCES

Abozed, M., Melaine, Y., and Saci, K. (2009). The Influence of Wor%\)nmental
Factors on Motivation to Transfer Management Training: e Study of the
Libyan Oil Industry. Paper presented at the 4 th Annual Con ce Liverpool

BEAN.

Aggarwal, U., and Bhargava, S. (2009). Reviewing the rela p between human
resource practices and psychological contract and dagNpact on employee
attitude and behaviours: A conceptual model. J agof European Industrial
Training, 33(1), 4-31. E'

Agnaia, A. A. (1996). Assessment of management trair®hg feed
training: the case of Libyan companies. In tional f Jour a'

17(3), 31-51.
(3) ’

wclegtion for

Agarwala, T. (2003). Innovative human regourc

o_& npower,
commitment: an empirical investiga w ras
Management, 14(2), 175-197. L)

My~ organizational
urn uman Resource
}L ‘

Ahlbrandt, T. (2010). Falcon Oil a eetaloo Basin Olffers
Falcon Oil and Gas Majo es P l", %;American Oil and Gas

Reporter. ? O 4 @
Ahlbrandt, T. S. (2002). FutureN e res@(é's of the world. International
Geology Review, 44(1 2-11D4. %
L

effipact of human resource management

Ahmad, S., & Schroede%;. (
man:@ recognizing country and industry

practices on %naotlon
differences. JgurnaWof qperatio smaqv ent, 21(1), 19-43.
N

Ne, Jeo (1 f) cé-danizational alienation: A comparative

i€al lew, 497-507.
O

Aiken,

Ali, I. S. 3l reve gd ec%_ mic development case of Libyan economy (1970-
2
NV
| O | -
Ali, w A. E. (2011). Human Resource Management Practices and Organizational
ormance: Study in Sudan National Oil Company (SNOC). Universiti Utara
alaysia.

amoe, F. M. A. (2014). The mediating effect of organizational climate on the
relationship between HRM practices and HR outcomes in the Libyan public
sector. Universiti Utara Malaysia.



264

Al-Muslim, M., and Arifin, Z. (2015). The Usability of SEEQ in Quality Evaluation of
Arabic Secondary Education in Malaysia. International Education St 8(3),

202. \
Al-Refaie, A. (2015). Effects of human resource management on hotel gfora nce using

a
structural equation modeling. Computers in Human Behavior, 43, 283-303.

Al-Ghazawi, M. (2006). The Impact of Investments in Human ResOfrces Activities on
the Effectiveness of Investment in Human Capital: Twe of Commercial

Banks in Jordan. Available at SSRN 2103564.
Alaghi, K. (2012). Operating profit, productivity index e' earnings. African
Journal of Business Management, 6(11), 4397- ; \J

(3
Amalasunta, G. (2010). Factors that determine jo formafice: n'v@- of lasi,
Romania.
4 b 4

Anderson, E. W., and Fornell, C. (1994). A cugmer M onr svr\f:h prospectus.
Service quality: New directions in t praYtice 41-24.\

-pe@mance work systems

S

Andersson, F., Brown, C., Campbe " Clthang, 4 & ParK Y. (2008). The effect of
HRM practices and R vestmeRry onyvorkeg, productivity The Analysis of
Firms and Employees: itgti Quakdative Approaches (pp. 19-43):

University of Chicago
T | 7S

Arbuckle, J. L. (2005). Amos usq 1 .Eh((@go, IL: SPSS: Inc.

O

Str@ Liabilities, and their Impact on Firm
gemb tudies, 41(6), 1003-1027.

|

¢

Armstrong, %arolrJA ( Of).et;aegic HRM: The key to improved business
P 9

perfo r CIPOJ Pulfis n@
4
r, S

<

h e
Appelbaum, E. (2000). Manufacturing N%e: Wh

pay off. Cornell University Pregs.

Arend, R. J. (2004) Mef' lion

Performancg*. nal

4
Armstron W and Taylo .@14). Armstrong's handbook of human resource
ement practice: Ks&m Page Publishers.
Ar J., and Feldman, D. C. (1982). A multivariate analysis of the determinants of
: job turnover. Journal of Applied Psychology, 67(3), 350.
nasy, N. M., Hartel, C. E., and Daus, C. S. (2002). Diversity and emotion: The new

frontiers in organisational behavior research. Journal of Management, 28(3), 307-



265

Athanasiadis, A., Kostopoulou, S., & Philalithis, A. (2015). Regional Decentralisation in
the Greek Health Care System: Rhetoric and Reality.Global journa ealth

science, 7(6), 55. %\

Bartelsman, E. J., Haltiwanger, J., & Scarpetta, S. (2008). rCross Coun #ferences in
Productivity: The Role of Allocative Effi ciencys. University o land mimeo.

Babin, B. J., Hair, J. F., and Boles, J. S. (2008). Publishing research irggarketing journals
using structural equation modeling. The Journal ofWeting Theory and
Practice, 16(4), 279-286.

Bagozzi, R. P., and Yi, Y. (1988). On the evaluation ct rz* equation models.
Journal of the academy of marketing science, 1 4-9 v

(3
Bailey, T. (1993). Organisational innovation in the a | indugtry. | dl'str'ﬂ}Ye-lations:
a journal of economy and society, 32(1), 3 . -\
-' b 4
Baird, K. M., Harrison, G. L., and Reeve, R. C. ( : }pﬁQ of t%g/ management

inThyence ganisational and
cultural factors. Management Ac%

Bandara, K., and Weligodapola, M. (2013). X'S on
Productivity and Motivation; Specj re

Companies.

o

e Sl S

Barney, J. (1991). Firm resour n d C(@petltlve advantage. Journal of
Management, 17(1), 9 e

ﬁj N

Baron, R., and Shane, S™(20D7). Egs w@p)p: A process perspective: Cengage
Learning. \ \ é}

Baron, R. M., and4genfy; D. \Qﬁ T oderator—mediator variable distinction in
social psyghol®gicalresear :€¢o ual, strategic, and statistical considerations.
Journz@ona}y 0 ia@ chology, 51(6), 1173.

Y

Bardhan, % ookfeyied P 3). Poverty alleviation effort of West Bengal
pafighatlts. Economic anddtitical Weekly, 39(9), 965-974.

Barr and O'Connell, P. J.EOOl). Does training generally work? The returns to in-

pany training. Industrial and labor relations review, 54(3), 647-662.
Ba er, B. R., Jones, F. F., & Neubaum, D. O. (2005). A quantitative content analysis

of the characteristics of rapid-growth firms and their founders. Journal of business
venturing, 20(5), 663-687.

ejgiionship between Labour
&0 Hirdaramani Group of



266

Barsky, A. (2008). Understanding the ethical cost of organisational goal-setting: A review
and theory development. Journal of Business Ethics, 81(1), 63-81. T

Bartel, A. P. (2004). Human resource management and organisation@?ormance:
Evidence from retail banking. Industrial and Labor Relations Re&'ew, 81-203.

Bassanini, A., Garnero, A., Marianna, P., and Martin, S. ). Institutional
determinants of worker flows: A cross-country/cross-industryg approach: OECD

Publishing.
cezract'ces, quit rates, and

WY
Bau, F., & Dowling, M. J. (2007). An empirical study of reWard gnd i tite Yetems in
German entrepreneurial firms. Available at SS 00473p. ’ _\(}

Batt, R. (2002). Managing customer services: Human re
sales growth. Academy of management Journal, 45

Beheshtifar, M., and Norozy, T. (2013). Social+sgills” A Faét mployees' Success.
International Journal of Academic Resedfch i N s andysocial Sciences,

3(3), 74.
S

Bentler, P. M. (1995). EQS structural ecM program

A
Bhattacharya, M., Gibson, D. E., Y, [@o 5Y. dweeffects of flexibility in
employee skills, employee ior§, an 62urrga?source practices on firm
2 ;
AN

performance. Journal of
@ and control for energy industry

ua@ultivariate Software.

Bindra, N. H. L. D. S. (2008)!
in libya: Meeting %
Bloom, N., and ReengiyJ. V.
Handbook oﬂ&%c
Bloom, N., and Nen
Handb bor
Bobko, P. % orrélaji
ps&o y and managemgeqvt:Sage.
Boll M (2014). Structural equations with latent variables: John Wiley and Sons.
=

, M., Colombo, L., & Galmarini, U. (2003). Fiscal federalism and endogenous
lobbies' formation.



267

Boomsma, A., and Hoogland, J. J. (2001). The robustness of LISREL modeling revisited.
Structural equation models: Present and future. A Festschrift in ho Karl
Joreskog, 139-168.

Boselie, P., Dietz, G., & Boon, C. (2005). Commonalities and contradic ns)’ HRM and
I,

R
performance research. Human Resource Management Journa 67-94.

Boselie, P., Paauwe, J., & Jansen, P. (2001). Human respurcé§management and
performance: lessons from the Netherlands. InternatMournal of human

resource management, 12(7), 1107-1125. Y.

Bourque, L., and Fielder, E. P. (2002). How to conduct tele S r\‘eys (Yol. 4): SAGE
Publications, Incorporated.

(3
Bowen, D. E., and Ostroff, C. (2004). Understandin Mfijr’n Yi-nkages:

The role of the “strength” of the HRM sy Academy of*fnan ent review,
29(2), 203-221. \.' K

Boxall, P., and Purcell, J. (2011). Strategy a&nﬁ{eso ce Nl@ggment: Palgrave
Macmillan.

\3 X
Brewster, C., Suutari, V., and Mingaeva, ¥D. H_&Qpractices and MNC
knowledge transfer. Person w, 34 41\&
6 )
Budhwar, P. S., Chand, M., an u, A. R, (2 . T@mpact of HRM practices on
organisational performanChy hot{ﬁindustry. Employee Relations,
O

29(6), 576-594. e

Byrne, B. M. (1994). Str@l equa%' with EQS and EQS/Windows: Basic
concepts, appliws, an mingy_3age.

Byrne, B. M. (Z@tru
applicatktsI prbgsanm )y

Cable, D. .%DeRu b D (2 . The convergent and discriminant validity of
subj&ctvg Yit pef iohs. Jo;ez_ | of applied psychology, 87(5), 875.

Camph ., McCloy, R. Asﬁf:)pler, S. H., and Sager, C. E. (1993). A theory of

E‘Normance. Personnel selection in organisations, 3570.

. C., Jaffee, D., Vaughan, N. W., and Eder, D. (2009). Psychometric properties of

three new national survey of student engagement based engagement scales: An
item response theory analysis. Research in Higher Education, 50(8), 775-794.

uati <"fnodeling with AMOS: Basic concepts,
i dge.



268

Castrogiovanni, G. J, & Kidwell, R. E. (2010). Human resource management practices

affecting unit managers in franchise networks. Human Resource Mwment,
49(2),225-239. \

Cavallo, K., and Brienza, D. (2006). Emotional competence and leaderSgip eXcellence at
Johnson and Johnson. Europe’s Journal of Psychology, 2(1).

Cavana, R., Delahaye, B. L., and Sekeran, U. (2001). Applied Qusiness research:
Qualitative and quantitative methods: John Wiley and Sthralia.

Chami, R., Al-Darwish, A., and Cevik, S. (2012). L aﬁeyond the Revolution:
Challenges and Opportunities: INTERNATIONAL TARY FUND.
iy A,

Chang, H. H., and Chen, S. W. (2009). Consumgr pergeptign o erfa uality,
security, and loyalty in electronic commerd@anformdtion agement,
46(7), 411-417. ’

-

Y'

ccep awe\e' by individual
sciergeS, 32(4), 699-7109.

. ning and motivating

Chau, P. Y., and Hu, P. J. H. (2001). InformatiOg tec

professionals: A model comparison@ *, Becisl
Chiu, R. K., Wai-Mei Luk, V., and LN ng, T. (
feren

=

employees: Compensation p es H and China.Personnel
Review, 31(4), 402-431. % g\ @99
6 e,

Chossudovsky, M. (2011). Ope 1byaiand e Ba or Oil: Redrawing the Map
of Africa. Global Resear& é

Chow, I. H. S. (2005). Hi zrmanc,wog sysz@%n Asian companies. Thunderbird

International Business fFeview, # 25({1;3.

N

Chudnovsky, D., LgRez, W., |ld Pupato, @%(2006). Innovation and productivity in
developing% yes: f Ar ne manufacturing firms’ behavior (1992—
a

2001). R%

=HRD fandth¢ c nges of assessing learning in the workplace.
Bl Jouh rainffg and Development, 8(2), 140-156.

CI@C. T. (2014). Buying the best: Cost escalation in elite higher education.

rinceton University Press

Q L. M., and Manion, L. (2011). L. and Morrison, K.(2011) Research Methods in

Education: London: Routledge.



269

Collins, C. J.,, and Clark, K. D. (2003). Strategic human resource practices, top
management team social networks, and firm performance: The rolemwman
e

resource practices in creating organisational competitive advanta & my of
management Journal, 46(6), 740-751. %

Conti, G. (2005). Training, productivity and wages in Italy. Labour‘éoomics, 12(4),

557-576. Y.

Crawley, M. J. (2014). Statistics: an introduction using R: John \Wnd Sons.

Creswell, J. W. (2013). Research design: Qualitative%gve, ind mixed methods
W

approaches: Sage publications.

Cristini, A., Gaj, A., Labory, S., & Leoni, R. (2Q02). ork ctéceqi-n Italy.
Adoption and performance effects. Bergamo, timengo di iepz:@onomiche

Hyman P. Minsky, Universita di Bergamo, aio, mimgo.

,

n Jr ug? (2011). Does

[ e%en human capital
(3)4443.

Cronbach, L. J. (1951). Coefficignt alpha 'ntgmal structure of tests.
Psychometrika, 16(3), 297-3 % §T 3\&
o A
Cummings, T., and Worley, C. . Orgagisati@n de@ment and change: Cengage
learning.

\
Cunningham, E. (2008). z al gui‘e to trbc.@y equation modelling using Amos.
v-/ &

Crook, T. R, Todd, S. Y., Combs, J. G., Woehr, Q. J.,
human capital matter? A meta-anal f jhe
and firm performance. Journal of apilieg Psyc

Melbourne: Statslifie.

U
Dar, A. T., Bashir, Eﬁza far, F. )& Ab . (2014). Mediating role of employee
motivation 40 reftion 0st-, tion HRM practices and organizational

performa@&e| rnftien e anagement and Marketing, 4(3), 224.
Darby, J. A. *Open{end ur (\J/aluations: a response rate problem? Journal of
EurdgganhdustfiahBijning 3(5), 402-12.

Darity AA. (2003). Emplo@\t discrimination, segregation, and health. American
\gnal of Public Health, 93(2), 226-231.

taNQ. K., Guthrie, J. P., and Wright, P. M. (2003). HRM and Firm Productivity: Does
Industry Matter?



270

Datta, D. K., Guthrie, J. P., and Wright, P. M. (2005). Human resource management and
labor productivity: does industry matter? Academy of management jouRJgi=3(1),

135-145. \
m?&. D., and

ss Horizons,

Daugherty, P. J., Richey, R. G., Roath, A. S., Min, S., Chen, H.,
Genchev, S. E. (2006). Is collaboration paying off for firms?

49(1), 61-70. Y.
Davidson, M. C., Timo, N., and Wang, Y. (2010). How much our turnover cost?
A case study of Australian four-and five-star hotel national Journal of
SN

Contemporary Hospitality Management, 22(4), 45

De Grip, A., and Sauermann, J. (2013). The effec raini
transfer of on-the-job training from the per i

Research Review, 8, 28-36. | _\(}
De Vaus, D. A. (2002). Surveys in social resear ho% \T
Yv

Dearden, L., Reed, H., and Van Reenen, J. 6)p'T he ¥npacyof tra@g on productivity
and wages: Evidence from Britigh ata™s\OXxf buIlQin of economics and
statistics, 68(4), 397-421.

Delaney, J. T., and Huselid, M. A. : Thﬁ}ﬁﬁ)wof tﬁthan resource management

practices on perceptions of 0 ati@nal per rm&y. Academy of management
Journal, 39(4), 949-969.\ B AQ'

Delery, J. E., and Shaw, J. 0la ateg$r1anagement of people in work
organisations: RaWie ynthesi, a b@ on. Research in personnel and
human resources aflement, 2 -1910

Delery, J. E., and m D, lZOOl ) T@ategic management of people in work
iew Qs,

organisatiogs: ension.

) .an
o |
Denscombe, w). ités nractice a research paradigm for the mixed
meth oach. ou?a of {&Jd methods research, 2(3), 270-283.

Denscom WM2014). The good arch guide: for small-scale social research projects.

ha

N
Des e, S. P, and Golhar, D. Y. (1994). HRM practices in large and small
ufacturing firms: A comparative study. Journal of Small Business

anagement, 32(2), 49.
yan, G. R., and Mohanty, R. (2010). HRM practices, attitudinal outcomes and

turnover intent: An empirical study in Indian oil and gas exploration and
production sector. South Asian journal of management, 17(4), 74.



271

Dhiman, G. R., and Mohanty, R. (2012). Impact of HRM practices on HR outcomes: a
comparative study between two Indian public and private sector oil nies.
International Journal of Indian Culture and Business Managemen 9-320.

Dougherty, M. B., and Larson, E. (2005). A Review of Instruments geasal g Nurse-

Physician Collaboratlon Journal of Nursing Administration, 3 4-2

Dreher, G., and Dougherty, T. (2005). Human resourece trate§z A behavioral
perspective for general manager. New Delhi.'T ata: McGr

Drezner, Z., Turel, O., and Zerom, D. (2010). A modifie gorgv—Smirnov test for
normality. Communications in Statistics—Simulati put tion®, 39(4),

693-704.

.
Duncan, G. J., and Dunifon, R. (2012). Soft- Skﬂ@ongr n la rp&@ SUCCess.

Research in labor economics, 35, 313-339

Eddleston, K. A., Baldridge, D. C., and Velg J. F . To Q}'modellng the
predictors of managerial caree e doﬁs der %\er? Journal of
Managerial Psychology, 19(4), 3

Elliott, R. F. (1991). Labor Economicgs hpa etT

Elizondo, F. (2003). The Effects o ningy Co t @/\otlvatlon on Transfer of
Training: Lamar Univery ‘(/

Eriksson, T., and Ortega, J
Industrial and La s R vie

ibn rotation: Testing the theories.
59(4):; -666.

. e managerial drivers of employee
allty agement, 11(4-6), 581-588.

?ﬁerm&é performance and corporate governance in
a ve@onomlcs 27(3), 442-458.

Y
ouch%, 10 rth African oil and foreign investment in
market conditiorL, nergy Policy, 38(2), 1119-1129.

. N . .
Fost:\Haltlwanger, J., & Krizan, C. J. (2006). Market selection, reallocation, and

Eskildsen, J. K., & ssler,
satisfaction loyaity.

ch

ructuring in the US retail trade sector in the 1990s.The Review of Economics
nd Statistics, 88(4), 748-758.

Q, F., Sakineh, S., and Mehin Aslaninia, N. (2010a). Determinants of Labor

Productivity in Iran’s Manufacturing Firms: With emphasis on labor education
and training: University Library of Munich, Germany.



272

Fallahi, F., Sakineh, S., and Mehin Aslaninia, N. (2010b). Determinants of Labor

Productivity in Iran’s Manufacturing Firms: With Emphasis on Labo ation
and Training. \

Farhad, F., Hoag, G. E., Shili, L., Robert, J., Carley Peter, Z., 20 ction and
Remediation of Soil and Aquifer Systems Contaminated with PetrOd¢um Products:
an overview, Journal of Petroleum Science and Engineering., 169-178.

Farnham, D. (2010). Human Resource Management in Contexwtegy, Insights and
Solutions. (3 ed.). London.

Fay, B. (1996). Contemporary philosophy of social scien@e: : ullicult ral approach
(Vol. 1): Wiley-Blackwell.
"X
Fey, C. F., & Bjorkman, 1. (2001). The effect of@;esouja@&?practices
on MNC subsidiary performance in Ru ournE}I iMernatiodal business

studies, 59-75.

\ Y\_»
Field, A. (2013). Discovering statistics usin S \CS: Sa@
Finegold, D., Levenson, A., & Buren, 2005). Acce tr@%g and its impact on
temporary workers. Human Regource m .DQ' 15(2), 66-85.

0 Or atiq success and failure:: an
. myrop onA ement Journal, 18(5), 488-
498.

\
Fletcher, C. (2001). Perfor apprgisal jind @ement: the developing research
agenda. Journal or'Occ@pationgt dgqbisational Psychology, 74(4), 473-487.

Fornell, C., and L M ! a). ating structural equation models with
ur, t error. Journal of marketing research,

unobservablg vameble
39-50. % ¢

. B (298 Structural equation models with unobservable
var d me nt r: Algebra and statistics. Journal of marketing
2

Fornell, C., cker,
i
redaron382-388. % 9
S
Furn N (2005). The psychology of behaviour at work: The individual in the
nisation: Psychology Press.

@wi, K., Al-Khoury, P., & Saman, J. (2014). The Effect of Implementing

Technology in HRM on the Level of Employee Motivation.Human Resource
Management Research, 4(2), 33-39.




273

Guthrie, J. P. (2001). High-involvement work practices, turnover, and productivity:
Evidence from New Zealand. Academy of management Journal, 44(1), 0.

Garibaldi, P. (2006). Personnel economics in imperfect labour markets: O@ford.

Greer, C. R,, Ireland, T. C., & Wingender, J. R. (2001). Contrarigr%man resource
investments and financial performance after economic rns. Journal of
Business Research, 52(3), 249-261. V

GroBler, A., & Zock, A. (2010). Supporting long- term ce planning with a
dynamic aging chain model: A case study fro e Qervicg industry. Human
Resource Management, 49(5), 829-848.

=
Q

Gay, B., and Weaver, S. (2011). Theory building and garadi
of theory construction. American Internat
Research, 1(2), 24-32.

A uances
fl (_‘\wn.nwporary

George, D., and Mallery, M. (2003). Using SP i ste @"step: a simple
guide and reference. Boston, MA: Al

Gerbing, D. W., and Anderson, J. C. (1N adig@or scale development
incorporating unidimensionalty antl i \QT I{\Journal of marketing
VS

research, 186-192.

Glock, C. Y., and Bennett, J. \W. W367). SuLvey s“earc&'n the Social Sciences: New
York: Russell Sage Foundahgn. é

Goleman, D., an
Harvard

Gottschalk, P. i .
theor'Q’é irgal strial Management and Data Systems, 105(6),
685&&., v-/' b o

Yv

N :
Grove . (2005). How m@)rtant is your personality? Labor market returns to
onality for women in the US and UK. Journal of Economic Psychology,
), 827-841.

Gu D. E. (1997). Human resource management and performance: a review and
research agenda. International journal of human resource management, 8(3), 263-

276



274

Guest, D. E. (2011). Human resource management and performance: still searching for
some answers. Human Resource Management Journal, 21(1), 3-13.

Gingor, P. (2011). The relationship between reward management syste mployee
performance with the mediating role of motivation: A quantitatiﬁ stugh/ on global

banks. Procedia-Social and Behavioral Sciences, 24, 1510-15

Guthrie, J. P. (2001). High-involvement work practices, turnovergand productivity:
Evidence from New Zealand. Academy of management J(W, 44(1), 180-190.

'-%Iyteih MARA Kuantan.
. (IQMRivaziate data

| &
hamv‘ﬁ. L. (2006).

Hafizi, A., & Giran, A. (2012). Training Motivation at
Universiti Utara Malaysia.

Hair, J. F., Anderson, R. E., Tatham, R. L., and
analysis, 1998. Upper Saddle River.

ack,

Hair, J. F., Black, W. C., Babin, B. J., And

Multivariate data analysis (Vol. 6): Pea Iy, mer Saddle River,

NJ. é‘

. . -
Hair, J. F., Ringle, C. M., and Sars ; slditor{alpartial least squares
structural equation modeling; i ,_sketter results and higher

Hair Jr, J., Black, W., iy B.
introduction. ivarlate'

and Tatham, R. (2010). SEM: An
ySis; obal perspective, 629-686.

Hair Jr, J. F., Hulﬁu& M.
least squ% ctyrad e

Hagan, C. \® opaske, B, Berngdddin, H. J., & Tyler, C. L. (2006). Predicting
ass centér manca-with 360 degree, top down, and customer based
compet®Acy assessments. I@En Resource Management, 45(3), 357-390.

ling (PLS-SEM): Sage Publications.

C., gﬁ&’Sarstedt, M. (2013). A primer on partial

dissertation, University of Wales).

S Q
3& A. (2009). E-commerce and Economic Development in Libya (Doctoral

Hank, K. (2011). Societal determinants of productive aging: A multilevel analysis across
11 European countries. European sociological review, 27(4), 526-541.



275

Harrell, F. E. (2001). Regression modeling strategies: Springer Science and Business
Media.

Hemdi, M. A., & Nasurdin, A. M. (2006). PREDICTING TURNOV E@VTIONS
OF HOTEL EMPLOYEES: The Influence of Employee Dev8lopre€nt Human
Resource Management Practices and Trust in Organlza IonYgadjah Mada

International Journal of Business, 8(1). Yw

Hertzog, M. A. (2008). Considerations in determining samp for pilot studies.
Research in Nursing and Health, 31(2), 180-191. Y.

Herzberg, F. 1. (1966). Work and the nature of man.

Hirschheim, R., Klein, H. K., and Lyytinen, K. (1993). Info¥matfon s d%opment
and data modeling: conceptual and phi hical Jfoun at,ol&)
Cambridge University Press.

Hochwarter, W. A., Kiewitz, C., Gundlach, . (20, \ﬁ'he impact of
vocational and social efficacy on jo f an aree sfactlon Journal

of Leadership & Organizational \ (3)
Hochwarter, W. A., Witt, L., Treadw, ,D
of social Skl|| and organlsat p or
Psychology, 91(2), 482. 0 C-a
53
Q,
d
titatgvd me

Hoe, S. L. (2008). Issues and edyr. optd structural equation modeling
technique. Journal of qu , 3(1), 76-83.
e

Holbeche, L. (2009). Allg%\m 0’ e busmess strategy: Routledge.

9006) The interaction

ance Journal of Applied

Holmes-Smith, P., h JCun ing h (2006) Structural equation modeling:
From thefu% tas ced SREAMS Melbourne.

l
¢
Hom, P. W., rrfghh, Rh?l @oyee turnover. South-Western Pub

Hooper, 0 hIarP‘ gd en, M. (2008). Structural equation modelling:
gufeel fordetermmmgco el fit. Articles, 2.

Hoq \(2000) Just-in-time productlon, automation, cost allocation practices and
ortance of cost information: an empirical investigation in New Zealand-based
anufacturing organisations. The British Accounting Review, 32(2), 133-159

Qy, S., Ekinci, Y., and Uysal, M. (2007). Destination image and destination

personality. International Journal of Culture, Tourism and Hospitality Research,
1(1), 62-81.



276

Hoyle, R. H. (2014). Handbook of structural equation modeling: Guilford Publications.

Hsieh, Y.-C., and Hiang, S.-T. (2004). A study of the impacts of serv\ lity on
relationship quality in search-experience-credence services. Qua% trol and

applied statistics, 49(6), 687-688. s

Huang, T.-C. (2000). Are the human resource practices of effeSg irms distinctly
different from those of poorly performing ones? Evidenc§ from Taiwanese

enterprises. International Journal of Human Resource ment, 11(2), 436-
451.

Huang, P. A. (2012). The Effect of Human Resource Prac@ctpon F‘rm Performance in
Chinese Smes: An Empirical Study in Service . (Ph Ws), Published
Heritage Branch. . X

| S
Hurrell, S. A., Richards, J., and Scholarios, D. ¢ . ‘“The kilds Gre a e?P\. Employed

students’ experiences of and attitudes to e L&éf ol n%x;king sites in

recruitment and employment.
an

enigpractices on turnover,
© Ag@QeMmy of management

S

2(\)5)5?\' he workforce scorecard:

Har Business Review Press.

productivity, and corporate fi
journal, 38(3), 635-672.

Huselid, M. A. (1995). The impact of h m%\ﬁrc
&'a

Huselid, M. A., Becker, B. E., an tty@R.
Managing human capita\ ecute

Huxham, C., and Vangen, S. ). L@aderghip in \shaping and implementation of
collaboration ag . Wow thihgs Fappag™i a (not quite) joined-up world.
-1175.

Academy of manag€me Jo% )\‘(J@Jg

Huxham, C., Van%&e . Eden, C. (2000). The challenge of
collaborativg g : i agement an International Journal of
Researché&eo 4(3 ?—333)

Ibrahei&rissi. (2009, 26 I\@ﬁ ). Explicating Human Resource Management and
anisational Performance: The Libyan Case. Paper presented at the 12th
ual Doctoral Symposium 2009, university Manchester Metropolitan university

[1ieSRR., and Judge, T. A. (2005). Goal regulation across time: the effects of feedback and
affect. Journal of applied psychology, 90(3), 453.



277

Jarveld, S., and Jarvenoja, H. (2011). Socially constructed self-regulated learning and
motivation regulation in collaborative learning groups. Teachers CoII cord,
113(2), 350-374.

Jarvis, C. B., MacKenzie, S. B., and Podsakoff, P. M. (2003). A # ;rewew of
construct indicators and measurement model misspecification Imaparketing and
consumer research. Journal of consumer research, 30(2), 19

Jin, B., and Park, N. (2013). Mobile voice communication and Wss Cell phone use
and the social skills deficit hypothesis. New Media an 15(7), 1094-1111.

Johnson, C. R. (2005). Employee Motivation: A Comparls and Non-Tipped
Hourly Restaurant Employees. University of C loriga Florlda
Johnson, D. W., and Johnson, R. T. (2002) erati d social

interdependence theory Theory and resear smallﬁ p pp ‘éS) Springer.

for emotional
an ent Review, 195-

&

r,_g S. (2002). Workgroup
onship to team process
ment review, 12(2), 195-

Jordan, P. J., Ashkanasy, N. M., and Hartel,
mtelhgence in organlsatlonal researc '
197.

Jordan, P. J., Ashkanasy, N. M., H4 eI,
emotional intelligence: Sc elo
resoyrd

effectiveness and goal focus.

214. A

Jorge, E. T., Leonardo, E., Sa B.,@Aartins, A. (2010). An approach
for selecting a t |ca a the evaluation of Training
programs. Journal opean a‘iélnlng 34(7), 631- 655.

Khan, A. M. (2010) of I"uma esou @'nanagement practices on organizational
performan A mpiw and gas industry in Pakistan. European
Journal o c migs, #ina } ministrative Sciences, 24, 157-174.

Kalburgi, M ) M ivagfon’as oI for productivity in Public sector unit.

Kalfsvel, w 012). Per ormana;%éasurement in a decentralized organisation.

S
Kanf; Chen G., and Pritchard, R. D. (2012). Work motivation: Past, present and

re: Routledge

N and Asaari, M. H. A. H. (2006). The effects of total quality management
practlces on employees' work-related attitudes. The TQM Magazine, 18(1), 30-43.



278

Katou, A. A. (2008). Measuring the impact of HRM on organisational performance.
Journal of Industrial Engineering and Management, 1(2), 119-142. T

Katou, A. A., and Budhwar, P. S. (2007). The effect of human resou Xagement
policies on organisational performance in Grekhek manactuwing firms.
Thunderbird international business review, 49(1), 1-35.

Katzell, R. A., and Thompson, D. E. (1990). Work motivation: ory and practice.
American Psychologist, 45(2), 144. V

uc%ity [n the Irish Context.
r itJ College Cork, 31.
of UM&Cti #y-based

king fprod t'm_'(.) ecisions.
Y.

63(1)‘,'1 7.
N
i\

Kavanagh, C., and Doyle, E. (2006). Human Capital and P
Report for the Expert Group on Future Skills Needs.

Kee, R., and Schmidt, C. (2000). A comparative gnaly:
costing and the theory of constraints fo
International Journal of Production Econ

Kendall, M. G. (1948). Rank correlation methods.q \

Keng Boon, O., Arumugam, V., Samau ., a akargN. (2007). HRM and
TQM: association with job invo Personnel¥€vie (6), 939-962.

Ketkar, S., & Sett, P. (2009). HR flchisMity arpﬁ:}y rf o
f ou

r@nce: Analysis of a multi-
level causal model. The Inte nalpJour “of I@ n Resource Management,

20(5), 1009-1038.

Khalid, M. M., Rehman, C.Y'&, lyas, 20]% HRM Practices and Employee
Performance in i Sectoi O arliza@s in Pakistan: An Empirical
study. Internationa urnal £ Maqyement Sciences and  Business

Research, 3(2).\ ' \ é)

ong \%’ (2015). Role of remuneration and career
beteptidn of employees in organisations: evidence
Yrnga of Advanced Research in Management and

1
Klein, H. 3 ( ). An in egrated@wvtrol theory model of work motivation. Academy of
ement review, 14(8.&1 0-172.

Klej ., Ettenson, R., and Morris, M. D. (1998). The animosity model of foreign
oduct purchase: An empirical test in the People's Republic of China. The
Journal of Marketing, 89-100.

Kline, R. (2005). Principles and practice of structural equation modeling. Guilford Press.
New York, 59.



279

Kline, R. B. (2011). Principles and practice of structural equation modeling: Guilford

press.. T
Kozlowski, S. W., and Klein, K. J. (2000). A multilevel approach to the@ research

in organisations: Contextual, temporal, and emergent processes,

Krejcie, R. V., and Morgan, D. W. (1970). Determining sam e for research
activities. Educ Psychol Meas.

Kurre, J. A., and Andrews, P. S. (2013). What Determines La
for Manufacturing Industries Across US Metro Ar

ctivity Differences

u
Lacher, W. 2014. “Libya’s fractious south and region tabilit .’Wy Assessment
in North Africa Dispatch no. 3. Geneva: SmalArms®urvgy. g

I

h Repprt.

Lai, E. R. (2011). Collaboration: A literature rev4

Laka-Mathebula, M. R. (2004). Modelli h be@organizational
commitment, leadership style, h res ana nt practices and
organizational trust (Doctoral\er tion, ﬁn OF PRETORIA
PRETORIA). AL

Latham, G. P. (2012). Work motivati

obY, re@h, and practice: Sage.
&)

maneklmplications of financial slack

Latham, S. F., & Braun, M. R. .
dr

during economic reces covegy:fobs ions from the software industry
(2001-2003). Jourgal anagerfal Is§let, :
’ '3
Lawler, E. E. (2005). ®geating l]i rmgg)organizations. Asia Pacific Journal of

Human Resoukges, 1) 90-1
: L

Levesque, L. ). JOpp y.i!ti(f-g'llring and employee fit. Human Resource
Managgigent A4(3)f 304-347. \SJ

Ledbetter, . (20‘ =" leaswng online communication attitude: Instrument
devglopMient and validatiom@Gommunication Monographs, 76(4), 463-486.
N

Leen N T. A, Van Engelen, J. M., and Kratzer, J. (2003). Virtuality,
munication, and new product team creativity: a social network perspective.

: ournal of Engineering and Technology Management, 20(1), 69-92.
@fh, S. (2006). Prosperity for All in the Global Economy--World Class Skills: Final

Report. The Stationery Office.



280

Lepak, D. P., Liao, H., Chung, Y., and Harden, E. E. (2006). A conceptual review of
human resource management systems in strategic human resource ment
research. Research in personnel and human resources management, 2

Li, A., & Butler, A. B. (2004). The effects of participation in goal settin mal
rationales on goal commitment: An exploration of justice medla ournal of
business and psychology, 19(1), 37-51.

Lilliefors, H. W. (1967). On the Kolmogorov-Smirnov test for ity with mean and
variance unknown. Journal of the American Statisticavﬁ ation, 62(318), 399-
402.

Little, T. D. (2013). Longitudinal Structural Equation Ing: Wess.

L]
Locke, E. A., and Latham, G. P. (1990). Work m@v\ and Batisf tpr.l_'\aﬁr']t at the

end of the tunnel. Psychological science, 1 40-246.

Locke, E. A., and Latham, G. P. (2006). New d ctlon '

-sett!nﬁeory Current

directions in psychological science, 5-
Lomax, R. G., and Schumacker, R. E A beglnn guu@o structural equation
modeling: Routledge Academl _x

Innov | C%oductlwty in German and
Isghereyfa® C

on Story? Problems and

Loof, H., Peters, B., and Janz, N.
Swedish Manufacturin
perspectives in manageme

Lourenco Ubeda, C., a Almi
performance appr i i

nio (2007) Staff development and
rrugé}sarch centre. European journal of

-125}(,

to s@fical mediation analysis: Routledge.

Curr tionsgin P,
é\ﬁ b 4 S .
Macky, oxall, P. (200@6 relationship between ‘high-performance work

es’ and employe itudes: an investigation of additive and interaction
cts. The International Journal of Human Resource Management, 18(4), 537-

@ C. G., Sherrington, C., Herbert, R. D., Moseley, A. M., and Elkins, M. (2003).

Reliability of the PEDro scale for rating quality of randomized controlled trials.
Physical therapy, 83(8), 713-721.



281

Mahmud, M. B., and Russell, A. (2002). Evidence that the terms of petroleum contracts
influence the rate of development of oil fields. OPEC Review, 26(1), ZT

S

Malhotra, N. K. (2008). Marketing research: An applied orientaﬂ%S/e: Pearson

Education India. Yv

Malhotra, N. K., Agarwal, J., and Peterson, M. (1996). MethoWal issues in cross-
cultural marketing research: A state-of-the-art revie ational Marketing
Review, 13(5), 7-43.

Mallinckrodt, B., Abraham, W. T., Wei, M., and R Advances in
testing the statistical significance of mediatjon e cts Jou of O?unsellng
Psychology, 53(3), 372.

Mangan, J., Lalwani, C., and Gardner, B. (2004
methodologies in logistics research. Inter

and logistics management, 34(7), 56 Bﬂ@

Maneesriwongul, W., & Dixon, J. K. )nstrumen nsl@l process: a methods
review. Journal of advanced nygsi Q

(i‘Q

4 on-gnetepr \ship fit: why some people
are more successful as hanyth er man resource management
review, 13(2), 281-301. K

Markus, K. A. (2012). Pr%cm Pr
.

n q ati d qualltatlve
of mal distribution

c@tural Equation Modeling by Rex B.

Kline. Structural tidisciplinary Journal, 19(3), 509-

512. \ g .

Martin-Alcazar, F , Pegg'and Sanchez-Gardey, G. (2008). Human

Resource I?'@Id search*. British Journal of Management,

19(2),
Masood, H n Resource Management (HRM) Practices on
@) ce: mediating role  of  employee
ance (Doctoral rtation, MOHAMMAD ALI JINNAH UNIVERSITY

MABAD).

in, R. H., and Van Ark, B. (2003). Performance 2002: Productivity,
Employment, and Income in the World's Economies.



282

McGurk, S. R., Mueser, K. T., and Pascaris, A. (2005). Cognitive training and supported
employment for persons with severe mental illness: one-year res m a
randomized controlled trial. Schizophrenia bulletin, 31(4), 898-909.\

Mitchell, M. S., and Ambrose, M. L. (2007). Abusive supervisiog aanorkaace
deviance and the moderating effects of negative reciprocity . Journal of

applied psychology, 92(4), 1159. T

Mobbs, P. M., Taib, M., and Wallace, G. J. (2012). The Mineraw ries of the Middle
East. Minerals Yearbook: Area Reports International payy 2010 Africa and the
Middle East, 10. l

Moideenkutty, U., Al-Lamki, A., and Sree Rama Mur . (2041 practices and
organisational performance in Oman. Personngl Re , 40(2) =251

Moncarz, E., Zhao, J., & Kay, C. (2009). An exp}%ystidé/ f I
organizational practices on employee tu n 10p”1nte
of Contemporary Hospitality ManagemelrWM, . X

Morgeson, F. P., Reider, M. H., and ar%i\;{/l. . Sejéc;ing individuals in

team settings: The importance oefal skills, characteristics, and

ional Journal

N
o%rﬁ;) properties'

teamwork knowledge. Personngl psy oﬁ? o
Morris, M. R. (2008). A survey of co ratgye w arc C\%actices. Paper presented at
the Proceedings of the Coqferenfe “on¢ftiman Factors in Computing

Systems. AN
/ S
Moselhi, O., and Kha @10). nalySid @JOUI’ productivity of formwork
operations in buildiTig nstr& rtt(} tion Innovation, 10(3), 286-303.
Mtimkulu, D. S., %ee . 4). valuation of the Leadership Styles of
Managers & Im um pital Factors of Motivation, Performance

and Abseyftec®w ofjEmp £ at cted Hospitals in Eastern Free State, South
Africz@ Jolrn si and Management Review (Oman Chapter),
4(2), Y

? <

Muijs, D.ﬁ%‘w, M., C apn{em@,'& West, M. (2011). Collaboration and networking

ation. Springer Sei.&)ce & Business Media.

Na@ (2008). Knowledge transfer in developed-developing country interfirm
ol

laborations: a conceptual framework. Journal of knowledge management,
12(1), 78-91.

National Oil Corporation. 2005. www.Noclibya.com/Noc-site/bid-round-arabic.htm.
Accessed on 30.03.2015



283

Nazim, A., and Ahmad, S. (2013). A Comparison Between Ordinary Least Square (OLS)
And Structural Equation Modeling (SEM) Methods In Estimating The ncial
Factors Of 8th Grades Student’s Mathematics Achievement alaysia.
International Journal of Scientific and Engineering Research (1JS N, 2229-

5518. s

Needham, D., and Dransfield, R. (1994). Business studies: Nelson T :

Niazi, B. R. A. S. (2011). Training and development strategy an e in organizational
performance. Journal of public Administration and Go e, 1(2), 42-57.

Nunnally, J. (1978). C.(1978). Psychometric theory: N(@Ac w-Hill.
Ogden, T. E., and Goldberg, I. A. (2002). Researgh pr : de tqeuccess:

Academic Press.

Oke, A. E., Ogunsami, D. R., and Ogunlana, S
for the use of structural equation mod

studies. Australasian Journal of Co i
94, L)
OPEC, 0. (2011). Annual Statistic B\ulmin o/
Exporting Countries, Vienn ja. A
& S
Osterman, P. (1994). How co IS W la t'fan@mation and who adopts it?
Industrial and labor relati rev": : 17@ :

Ostroff, C., and Bowen, {D. 000).
organisational effeCtivepess.

=4

(0] a@mon ground

ucti lated research
WS andb ding, 12(3), 89-
&

Q&anization of Petroleum

ovililg H@ a higher level: HR practices and
¢ &
O

Oussama, S. (ZOQ‘fec s' of JHum esource Management Practices on
Organizatiagal for JA St in ENAMC as a Public Manufacturing
Company rig(docto 'L&is ion, Universiti Utara Malaysia).

Outlook, A. ). Engrgy Jhfghm (JAdministration. United States.

b 4
Parham, 20%2). Australia's pro@ivity growth slump: Signs of crisis, adjustment or
Canberra: Produc Commission.
Palant; 07). SPSS Survival Manual: Glasgow, UK, McGraw-Hill.
P g, C., & Wei-Ling, C. (2002). The effect of human resource management

practices on firm performance: Empirical evidence from high-tech firms in
Taiwan. International Journal of Management, 19(4), 622.



284

Park, C. H., & Kim, Y. G. (2003). A framework of dynamic CRM: linking marketing
with information strategy. Business Process Management Journal,9(5),Y'071.

Park, T.-Y., and Shaw, J. D. (2013). Turnover rates and organisational %\mance: A
meta-analysis. Journal of Applied Psychology, 98(2), 268.

Patterson, M. G., West, M. A., Lawthom, R., & Nickell, S. (19 pact of people
management practices on business performance (pp. vii- vm) ndon: Institute of
Personnel and Development.

Patterson, M. G., West, M. A., & Wall, (20 Regra ed manufacturing,
empowerment, and company performance rganlzatlonal
Behavior, 25(5), 641-665

Peteraf, M. A., & Barney, J. B. (2003). Unravellng ourcepased aljg :@lanagenal
and deC|S|on economics, 24(4), 309-323.
\,Y'

Preacher, K. J., and Hayes, A. F. (2

@n“
assessing and comparing |nd| ct e pl§ nxediator models. Behavior
research methods, 40(3), 8 3\\
o &
¥ Shei

Quresh, T. M., Akbar, A., Kha f‘,&g&'azi, S. T. (2010). Do human
resource management pr im on financial performance of
banks? African Journa ine, emglty'4(7), 1281.

'

Qureshi M.T., R.I Mow, & d,dz 07), Impact of human resource

management prégtices atio erformance in Pakistan, Journal of
Business &ﬁ ?es akch, 3(p), 1 8.

he ? b,
Rachmi, A. (2018). M B(!es@&‘fndonesmn medium-sized companies in the

textile yagustyy in f]ﬁa

4 WB\] yee motivation theories and their implications for
retentlon W|th| o anisations. The journal of American academy of
s, 9, 21-26.

Ra@f., Lee, J. W. C,, and Lim, S. (2012). Sustaining the environment through

0 ecycling: An empirical study. Journal of environmental management, 102, 141-

lo2s
é ig '7/

147.

Randall, D. M., and Gibson, A. M. (1990). Methodology in business ethics research: A
review and critical assessment. Journal of Business Ethics, 9(6), 457-471.



285

Rao, T. V. (2014). HRD audit: evaluating the human resource function for business

improvement: SAGE Publications India. T

Reeve, J. (2014). Understanding motivation and emotion: John Wiley and

Richardson, B. J. (2013). Socially responsible investing for sustalnablﬂ'ykvercommg its
incomplete and conflicting rationales. Transnational Enwwthal Law, 2(2),
311-338.

Richardson, H. A., Vandenberg, R. J., Blum, T. C., and R y M. (2002). Does
Decentralization Make a Difference for the Organi@gtio™® An Examination of the

Boundary Conditions Circumbscribing Decentrdi e‘lswn Making and
), 217-244.
(3

Roets, A., Van Hiel, A., Cornelis, I., and Soetens
performance and invested effort: A need f
interaction analysis. Personality and Soch

Rompho, B., and Siengthai, S. (2012). Int

meaﬁement system for
flrms human capital building. ch a ap% (4), 482-514.
: Po @ce Bureau.

Roudi Fahimi, F., and Kent, M. M. (2 S
of the Middle East and Nort &
o p )
Ruél, H., and Bondarouk, T. (2 -HR and&'actlce facing the challenges
ahead Handbook of strate - M @n (pp. 633-653): Springer.

Rytivaara, A., and Ke z (2 2). dl@ﬁing as a context for teachers'

professional learn d Jon]r Igtige ,construction. Teaching and teacher

education, 28(7%3 é}

Sahinidis, A. G., 4gn uri 08) ployee perceived training effectiveness
relations m one (-dournal of European Industrial Training,

ppSLrtunities--the Population

\

ATIONSHIP BETWEEN ENVIRONMENTAL
PORAJE ENVIRONMENTAL PERFORMANCE, AND
ETITIVENESS. U@Jblished PhD Thesis, Universiti Utara Malaysia.

Sa ., and Daft, R. L. (2009). Fundamentals of management: Cengage Learning

ustralia.
ius, K., Eitzen, C., and Kamala, P. (2007). The design and implementation of

Activity Based Costing (ABC): a South African survey. Meditari Accountancy
Research, 15(2), 1-21.



286

Savaneviciene, A., & Stankeviciute, Z. (2015). The models exploring the “black box”
between HRM and organizational performance. Engineering Economichﬂ).

Schlomer, G. L., Bauman, S., and Card, N. A. (2010). Best practices @ing data
management in counseling psychology. Journal of Counseling Pgychafogy, 57(1),
1.

Schuler, R. S., and Jackson, S. E. (2005). A quarter-century reviewQf human resource
management in the US: The growth in importance of theWtional perspective.
Management Revue, 11-35.

Schuler, R. S., Budhwar, P. S., and Florkowski, G. W. ). Il1tern tional human
resource management: Review and critique. IntefMagtional ow Management
Reviews, 4(1), 41-70. -

\
NG
Scott, W. R., and Davis, G. F. (2015). OrganisatioMsgand 092! izi

: RaQ'enaI, natural
and open systems perspectives: Routledg?v \ Y\"
Sekaran, U. (2006). Research methods ftwess: i build% approach: John

Wiley and Sons. \ q O
Sels, L., De Winne, S., Delmotte, J., s, J., 1 @uier, A. (2006). Linking
HRM and small business nces inadQh of the impact of HRM
intensity on the productivi inariCial pgr rm@ of small businesses. small
business economics, 26( 01.%? AQI
| | e! Ny o
Squires, A., Aiken, L. H., Heedd| K., 3 @v., Bruyneel, L., Lindgvist, R., ...
& Ensio, A. (201 temat'! sur gy inSs«ment translation process for multi-

country, comparative-<fealt rc ies. International journal of nursing
studies, 50(2) 73. '
¥

Shah, R., and WagWg. T (200 /)
Journal o%gtio s tha
de,XY, Kaleem, I, Chun, L., and Tong, J. (2010).

Shuping, Z ng, )‘V n

Pr and ¢ raoérizaq'en of bio-oil from hydrothermal liquefaction of

ichgalgae< i> Dunaliellactgmolecta</i> cake. Energy, 35(12), 5406-5411.
N

Silve@\,D. (2006). Interpreting qualitative data: Methods for analyzing talk, text, and

S
'nir@d developing measures of lean production.
ent; 25(4), 785-805.

raction: Sage Publications Ltd.

ingl; K. (2004). Impact of HR practices on perceived firm performance in India. Asia
Pacific Journal of Human Resources, 42(3), 301-317.



287

Singh, A., Syal, M., Grady, S. C., and Korkmaz, S. (2010). Effects of green buildings on
employee health and productivity. American Journal of Public Hea 0(9),
1665-1668.

Snape, E., & Redman, T. (2010). HRM practices, organizational citizashipbehaviour,
and performance: A multi-level analysis. Journal of Management®gtudies, 47(7),

1219-1247.
Snell, S. A., & Dean, J. W. (1992). Integrated manufacturi human resource
management: A human capital perspective. A of Management

journal, 35(3), 467-504.

Spearman, C. (1904). The proof and measurement ociati HW n two things.
American journal of Psychology, 15(1), 72-104.

Steers, R. M., Mowday, R. T., and Shapiro, D. 04). Intr@du |on’ cﬁpemal topic
forum: The future of work motivatio

he’ my Q) Management
Review, 29(3), 379-387. X
Storey, D. J. (2004). Exploring the ljn yg t§een management
training and firm performance:& rison be n t K and other OECD
countries. The International gournal of squyce Management, 15(1),
112-130. w &
=

Sun, L.-Y., Aryee, S., and . 007 |g rformance human resource
practices, citizenship be nisagdpal performance: A relational
ager'ent
(

perspective. Academywm nal 3), 558-577.

N

Sullivan Mort, G., & We W dena, working capability and international
entrepreneurshl \'NQ S Lﬁla ion in Australian born global
firms. Intern n ar, Jtlng VIeW 5), 549-572.

Tabachnick, B. C@Fid ?( 0]£_§£|ng multivariate statistics.
Tabachnick, B d Fi I, P ﬁ Using multivariate statistics (\Vol. 6). Boston:
Pea :

Yv

Tabass, , and Bakar, A. A@69) Training, motivation, and performance: The case
; human resource management in construction projects in Mashhad, Iran.

(|}

rnational Journal of Project Management, 27(5), 471-480.

é & Prasad, S. (2004). Team self-management, organizational structure, and

judgments of team effectiveness. Journal of Managerial Issues, 248-265.



288

Tzafrir, S. S. (2005). The relationship between trust, HRM practices and firm
performance. The International Journal of Human Resource Manage M6(9),
1600-1622.

Tan, C. L., and Nasurdin, A. M. (2011). Human resource managem hctices and
organisational innovation: assessing the mediating role of know management

effectiveness. Electronic Journal of Knowledge Managemen(?&lSS-lG?.

Tennant, C., Boonkrong, M., & Roberts, P. A. (2002). T ign of a training
programme measurement model. Journal of Europeaigs trial training, 26(5),

\I

N
’ T'I\cr)aining and

Thang, N. N., Quang, T., and Buyens, D. (2010) relationsfip
d®racti€e in an resource

230-240. '
Thang, N. N., Buyens, D., and Leuven, V. (2008). Tr , organfsati strategy, and
firm performance. The Business Review, Camfgridge®1(2§, 1 .

firm performance: A literature review.

management, 18(1), 28-45.

practices, organizational learni knowled man@ment: A conceptual
framework. European Businesg.RevieW,

Theriou, G. N., & Chatzoglou, P. D. (2 O@nc' efprmange rough best HRM
&n
R

Tharenou, P., Saks, A. M., and Moo
training and organisatj
Review, 17(3), 251-273.

Theriou, G. N., and Chat z D.
on i
n

revi nd critique of research on
: an Resource Management

\
a@ performance through best HRM
edge management: A conceptual

5-207.

practices, organis
framework. Eurggea ui'

A ;

Thomas, H. RglValghey, W.E: HGrr(rJ . M. W, Smith, G. R., Handa, V. K., and
Sand : .rél 9 odallRg construction labor productivity. Journal of
Cor% n EngingefTyy andManagement, 116(4), 705-726.

Thomp , and Vacha—Haase,éB.J (2000). Psychometrics is datametrics: The test is not

;N'@ble. Educational and Psychological Measurement, 60(2), 174-195.
n

nheuang, S. (2012). To Study the Effect of Moderator of Social Skills on the
Changing Between Managerial Skills and SME Performance. University of the
h

-
oo

Thissen, D., and ner, tsc : Routledge.

Thai Chamber of Commerce.

Thurow, L. C. (1970). Investment in human capital: Wadsworth Belmont, CA.



289

Tregaskis, O., Heraty, N., & Morley, M. (2001). HRD in multinationals: the global/local
mix. Human Resource Management Journal, 11(2), 34-56. T

Tsang, H. W. (2003). Augmenting vocational outcomes of supported e@ent with
social skills training. Journal of Rehabilitation, 69(3), 25.

Tseng, Y.-F., & Lee, T.-Z. (2009). Comparing appropriate decisi port of human
resource practices on organizational performance with DE P model. Expert
Systems with Applications, 36(3),

uddin, M. J., Luva, R. H., and Hossian, S. M. M. (2013). f organisational culture
on employee performance and productivity: A cas f{telecommunication
sector in Bangladesh. International Journal o Iness Wgement, 8(2),
63. ®
| &
Ullman, J. B., and Bentler, P. M. (2003). Struct equation jmo ing;Y‘e_;l?ey Online

Library. \ N
UNDP Report (2003) Arab Human Developn‘w;po Na@?gublications,
New York. \) O<<

A
Van Eerde, W., and Thierry, H. ( . odels and work-related
criteria: A meta-analysis. Jou choldeay, 81(5), 575.
&)

Vaidya, S. (2009). International | ve% egn&d framework. Competitiveness

e )

8-16.

Review: An InternatioTsme
( ?
Van Thuyet, N., Ogunlanh., and p 4’ Qp 7). Risk management in oil and gas

construction jects irJ . gynational journal of energy sector
management &(2), ¥75-194. Q

N
Vanhala, M., la,JRe ( ’*’ tb%’effect of HRM practices on impersonal
organi a rust/M e er(Besearch Review, 34(8), 869-888.
Y
Velasco, ) 12): an good grades: candidates’ perceptions about the
sk attributés em rs seek in new graduates. Journal of Business

ics and Managem&l, 13(3), 499-517.

VI@I. P. (2009). High-performance workplace practices for Greek

ompanies. EuroMed Journal of Business, 4(1), 21-39.

, V. H. (1964). Work and motivation.



290

Walby, S. (2001). Against epistemological chasms: the science question in feminism

revisited. Signs, 26(2), 485-509. Yw

Wilk, S. L., & Cappelli, P. (2003). Understanding the determinants of r use of
selection methods. Personnel psychology, 56(1), 103-124.

Wald, P. M., & Lang, R. (2008). Approaches and Concepts to turing Human

Resources Management Functions. Encyclopedia of man Resources
Information Systems: Challenges in e-HRM: Challenges 1

g formational leadership
anjehawor and
(3

Wand, Y., and Weber, R. (1993). On the ontolog exprespiven s’o iWformation
systems analysis and design grammars. | ation ﬁy em Jour‘_‘_, 3(4), 217-

237 Y. \ Yy
Weerawardena, J., and Mort, G. S. (200 nyes igﬁx cial%ﬂepreneurship: A
P 35.

multidimensional model. Journal o bu 1),61,\

Wang, Y.-S., and Huang, T.-C. (2009). The relationship
with group cohesiveness and emotional intelli
Personality: an international journal, 37(3), 3

Weinberg, S. L., and Abramowitz, 3 K. (200 ati@tic umg SPSS: An integrative

approach: Cambridge Unive %ess &T 3\&
0 )

West, M. A., Borrill, C., Daws ScullywJ., rf‘er @'Anelay, S., ... Waring, J
(2002) The link betwee&m of onees and patient mortality in
acute hospitals. Inter IJ H Resource Management, 13(8),
1299-1310.

) . —‘
Wiid, J., and Diggines e

\0 0)l \ﬁceg é(@,ych Juta and Company Ltd.

( der ing the determinants of employer use of

80 Pslyc by, 56(1), 103-124

Wlmbush J 5). wh oWan resource management. Business Horizons,
n67. & J. T

Wolff

& Moser@ (2006) Entwicklung und validierung einer

Wilk, S. L., & C
selectlon

C

-G., and Kim, S. (2012). The relationship between networking behaviors and the
Big Five personality dimensions. Career Development International, 17(1), 43-66.



291

Woodrow, C., and Guest, D. E. (2014). When good HR gets bad results: exploring the
challenge of HR implementation in the case of workplace bullyi man
Resource Management Journal, 24(1), 38-56.

Wright, P. M., Gardner, T. M., and Moynihan, L. M. (2003). The impaé\h practices

on the performance of business units. Human Resource Man ent Journal,
13(3), 21-36.
Wright, P. M., Gardner, T. M., Moynihan, L. M., and Al . R. (2005). The

relationship between HR practices and firm performan mining causal order.
Personnel Psychology, 58(2), 409-446. l

Wright, P. M., and McMahan, G. C. (1992). Theoreti rspec 'v%ategic human
resource management. Journal of Managemeng, 18(2¥, 293-32 .
| S
1za io‘rﬁl behavior:
ntewgamonal seminar

Wright, P. and Nishii, L. H. (2004), Strategi
integrating multiple levels of analysis. P

‘HRM: What’s Next?’, Erasmus Universit zt)'gds.
< )
Yildiz, M. A., and Gomes, E. (2011 % usj%ess Strategies In Global
Construction Markets: Turki tracto ey @ ings Book, 1049.

(|}

| . O -
Yin, R. K. (2014). Case study rege : Dwm‘ét&o&%ge publications.
York, K. M. (2009). Appli man§ resepirce gement: Strategic issues and
experiential exer:% e. ! 0

d F &
Zabojnik, J. (2002). trahz@ entr ﬁzpd decision making in organisations.

Journal of L& nopcs, 20(1), 15
N
Zainudin, A. (2 Nru ukel leor(.%ddeling using AMOS graphic. Shah Alam:
Univer %olo M? b@ ion Centre (UPENA).
& A
[

Zhu, W., . an ggler . D. (2005). CEO transformational leadership and
or onal outcOmes: I@?nediating role of human-capital-enhancing human

\ e management. Th&madership quarterly, 16(1), 39-52.

Zej V. A., and Bitner, M. J. (2004). Service marketing, McGraw-Hill, New York.

@ﬂd, W., and Babin, B. (2006). Exploring marketing research: Cengage Learning.

Zikmund, W., Babin, B., Carr, J., and Griffin, M. (2012). Business research methods:
Cengage Learning.



292

Zott, C., and Huy, Q. N. (2007). How entrepreneurs use symbolic management to acquire
resources. Administrative Science Quarterly, 52(1), 70-105. Yv

{
4)37

> |E
\T“\\: é\‘w

N l\: =
N
[)5°¢



293

APPENDIXES

N4

APPENDIX A: SURVEY QUESTIONNAIRE %

A

UNIVERSITI SAINS ISLAM MALAYSIA
I R W o

Dear Participant,

| am a PhD. student at the Faculty of Leadership and nagem , U e sitl ns Islam
Malaysia, conducting a study investigating Ia ro UC'[IVI qu resource
practices of Libya. Y’

UR ANAGEMENT
IBYQN NATIONAL OIL
CORPORATIONS: THE MEDIATING S S S.

OF SO
\T i
The study is conducted as a fulfi h QD program at Faculty of
qb

Leadership and Management, US
A

| would be grateful if you c 60 your e to answer this questionnaire.
Your answers will be on or edu | pu , and all information will be kept
confidential. Your fuII 1on_wj rip u{i/ 0 the successful completion of this

research. Your cooperagn i mg_appreciated.
&

Should you requiresfyrth cIa iCatan, ple@do not hesitate to contact the researcher at
the address sho ¥ 4 “)
O

Thank you %ch fgr youphia uab@'lme and cooperation.
N
Best Wj >4
G

The research title is : THE IMPACT O U Al\b‘R
(HRM) PRACTICES ON LABOUR P VI

Moha brahim Mohamed Abulkasim
andidate
Fa of Leadership and Management,
rsitiSains Islam Malaysia (USIM)
Bandar BaruNilai, 71800 Nilai, Negeri Sembilan, Malaysia
E-mail: algual85@yahoo.com


mailto:algual85@yahoo.c

SECTION 1: DEMOGRAPHIC INFORMATION

No. Status Item Option N
A | Male
1 Gender
B | Female
A | Top management
B | Middle management
2 | Your job status C | supervisor i .
D | Non-managerial '
E | Others
A | Never been to sc@
B | Primary schoo |
o C | Preparatoryscho
3 Qualification ey
D Secon& I
E | Universithy
- _?
F %Ieas
A n
: l
Income (Libyan g C 00 ¥ ¢
. (Liby ('3 2 BN
Dinar 1501
h&?" ;Cf’
00T%500
R oo &
E ‘PnL@re
Please stat r| JA eit@{ year
appro, Q’ PLE -3@5
5 eri our -5¥years
p.g“& 8
C P
x D | More than 5 years
on
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Please respond with a tick (V) to all items in this questionnaire. Kindly rate how strongly

you agree or disagree with each of the following statements using your% edge in

information skills according to the given scale. s )
(1 - Strongly Disagree 2 — Disagree 3 — Neutral 4 - Agree 5- grongly Agree)

SECTION 2 Human Resource Management z l

These sections contain research items on HRM practice oil gom Jn Libya and

focus on staffing, job training, decentralized dec@p emplbyme t'ng\ ion .The
5

options provided in the boxes are numbered from . Plgase ti (\/)Yle option that

best describes your knowledge about the item. Thgtems’ N e ke i?\ag follows:

No. Items \)6\, 64 N| A | SA

Recruitment and selection system Yoll .5
1 ) o % 3 ¥ & 3 4 5
in our organisation is well n o N
In our organisation, Iir\ agerssgnd &)
2 | managers participatopdi, Tecr@iffmenty and é;ﬁ 2 3 4 5
selection hz (S
8 ,
Valid and stangardizefl t re ed'ic“)me
3 _ l) ‘é 1 2 3 4 5
selection pr e yee
S
Selectio )| isgtiQ"selects
4 | those vma i lgdge, skills | 1 2 3 4 5
andgttjtoges ¢\
: T~
) ganisation  uses¥ comprehensive
5 ) o 1 2 3 4 5
election process before%ndermg a decision

e organisation uses assessment centers for

_ 1 2 3 4 5
Q selection
Our organisation uses unbiased test and

interviewing  techniques for employee
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selection
. Our organisation selects employees without
any bias
. We have strong merit criteria for employee
selection
We use attitude and desire to work in a team
10 | and individual as a criterion in employee
selection
" Our organisation conducts Extensive training
programs for Employees
- Employees at each job normally go thro£
Training programs every year Y'
Training needs are identified W a
13 formal performance appraisal %ﬁ
” There are formal training pr rams to %‘Yl
new employees the skills % ech
i Training needs identifi ealis I
and based on the org al grategy.
i There are formal aYhf/alu ion Je_th(o(i@E .
to assess the effectiv ess~4\ 4
. The orgamsé % a ste or ca@tmg .
the cost efliof tra in (‘)
15 Traln help edué_) employee .
Vpr ourﬁr '?tion é
has resulted |e;h\gher employee .
rformance in our organiSation
aining has resulted in higher productivity
and financial returns for the organisation >
. there can be little action taken until a .

supervisor approves a decision
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” people who want to make their own . . .
decisions would be quickly discouraged \
- even small matters must be referred to . .
someone higher up for approval
employees must ask their supervisors before
24 ) ) 1 3 4 5
doing almost anything \,
any decisions employees make must have
25 ' 3 4 5
their bosses’ approval
. Compensation offered by our organisation ) .
matches the expectancy of employees
. In our organisation, salary and other ben . .
are comparable to the market
In our organisation, compensation J pled
28 ] ~ 5
on the basis of competence of tw ee
In our organisation, profit sharing is us
29 _ _ M1 5
a mechanism to reward h% orgafice
2
Our organisation offer. finafsigl gnd
30 _ ’ _ \ ) Ag“" 3| 4 | 5
non-financial rewardYgut dicrl ion ;\}
compensation plagd sed acdordiggl {)‘
31 'thpth " ﬁ Et' P < .‘\’ & 1 3 4 5
with the econogic sit®ati
2 N O
- Take home& ougd] for fa\' nd . s | 4 .
me I @)
I \3| ' '}!@? han th
M ear# salay ratseyvas petper than the
33 / a% > 7 4\ 1 3 4 5
refioys ®ne
p L o
Salyy Mcrease in my orgawisation is
34 ) \Y 1 3 4 5
imarily based on seniority
e compensation for all employees is
. -p : e 1 3 4 5
directly linked to their performance
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SECTION 3 : SOCIAL SKILLS
This section contains research items on social skills in oil companies in L%ﬂ focuses
on collaboration and networking .The options provided in the boxes a ered from 1

to 5. 1 = Strongly Disagree, 2 = Disagree, 3=Neutral, 4=Agree, 5= Agree. Please

tick (V) the option that best describes your knowledge about the i

key is as follows: Y.
|

e items’ response

No. Items D N A SA

I have cooperation among the people at ¢
36 p g peop » qg' 5

work.

I am in teamwork and group prob

37 ) 5
solving.
y 3
| create the conditions for brainst. rr%\g
38 \ 5
Strategic issues and actions.
39 | I create credible processes 5
40 | | use company events to 5

| catch up with coll agT
41 | departments about% ey 9 5
v-y &

NI O

- g

IusemycoQOr ith g smo@er
42 | departmerfisd dz:lto'g y*deﬁ%f 1 2 3 4 5

advice ess rjattegs. \SJ
43 Ia%ntatio{s fﬁcial@:tionsor 2 3 4

ies out of professiq\ nterest. 1 5
44 Xothers to give my regards to business 3 4
%uaintances outside of our company 1 2 5
45 | exchange professional tips and hints with 3 4 5

acquaintances from other organisations 1 2




SECTION 4

LABOR PRODUCTIVITY

This section contains research items on labor productivity of the oi

The options provided in the boxes are numbered from 1 to 5.

that best describes your knowledge about the item. The items’

X
L0

299

ies in Libya.

0
Pleasgsck () the option

e

spome key is as follows:

No. Items SD klN A | SA
uality and quantity of our employees’ \d
46 Quality and q | y ploy 5 . \R' .
work output has improved. | &
Coming up with new ideas is appreciated ' ~
Ny Il oF o | s
in the organisation as labor productivity. \§ X~
Most of the employees ie W ,%
48 o 2 N 3 4 5
organisational goals of last 5 yeN C)
4
Over all employees targets a mentsQ =N
49 _ --571‘ S 3 | 4| s
has improved over the las o A ‘é‘;
L. 2z
50 | Employees feel happy t in tea JA" 2 3 4 5
\L‘
Majority of ourge es kn Ik ~
oy
51 | independently ey e Jhi 1 2 3 4 5
: Qe
performance. \ I .é(J
Employee ﬁ&or weatigh havedseen
52 vy \ _ é‘} 1 2 3 4 | 5
enabled@s djlsfo 91' 3
£
Empl » comphunigatipn SRHIs have
53 p_ @ ) )) = 1 2 3 4 5
b oved Tn JPoanigdtion.
oyees’ competenc@fe in line with
54 organisational  operational and | 1 2 3 4 5
strategic goals.

the end of the questionnaire.

Thank you very much for your cooperation.
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APPENDIX B: PROOFREADING CERTIFICATE

This is to certify that FHProofreading has proofread the mam
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authored by Mr. MOHAMED IBRAHIM MOHAMED AR
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» Sentence construction geor , and t «
» Logic and clarity O
Structure and flow \1 3
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APPENDIX D: DESCRIPTIVE STATISTICS

Statistics
ST1 [ST2 [ST3 [ST4 |ST5 |ST6 |ST. 8 [ST9 [ST10
Valid 339 [339 |3839 3839 339 339 39 B39 339
N missinge P P b b P &. 0o o
IMean 3.87 [3.88 [3.78 [3.85 [3.91 3 3.34 \3.93 3.90 [3.87
Std._ _ 831 |883 |867 |839 |710 |77 79 Xd,.S{,zZ_ .790
Deviation AN

Minimum J1
Maximum |5

Statistics
JT1 JT9 JT10
Valid 339 339 339
A Missing [0 0 0
IMean 3.84 3.82 (3.87
Std. .843 751 882
Deviation
Minimum [L 1 1
Maximum 5 9 9
EM9 |[EM10
339 339
0 0
3.89 [3.86
830 |.766
1 1
5
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Statistics
DC1 DC2 DC3 DC4 Y'
IN Valid 339 339 339 339
Missing [0 0 0 0
[Mean 3.94 3.94 3.89 3.88 3.91
Std. Deviation 163 74 75 .83 827
Minimum 1 1 2 “ 1
Maximum |5 5 5 5 5
P
L
Statistics ’ ! ?\Y-
|co1 CO2 C
N Va.lllq 339 339 339\ ?y
Missing 0 0 V 40
[Mean 3.93 % 8 &, [3.92
Std. Deviation 820 % : O 784
Minimum 2 & \> &k 1
Maximum |5 e Cj\ 5
<
N Ajﬂ K
[73) $
Statistics Y. ( 0
NW1 2\C s c‘yINW4 NW5  INW6
Valid 3}&\ 339 3‘339 ~ [339 339 339
A Missing | 0 {Q 0 0 0
[Mean 8.9 ¥ 5-% 3.86 3.89 3.95
Std. Deviatio A W Qo2a o224 [sa9  |s69
Minimum % 1 & b} é 1 1 1 1
Maximu 5 g X b 5 5 5
|—A 3

N
S
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Statistics
LAL LA2 LA3 LA4 LAS LA6 LA7 8 LA9

Valid 339 339 339 339 339 339 3 39 339
N Missi 0 0 0 0 0 0 0 0 0

ng
Mean 4.06 3.93 3.97 3.93 4.01 3.91 wS 3.85 3.96
Std. .895 .827 .863 813 .799 7942 .855 .861
Deviation
Minimum 1 1 1 1
Maximum 5 5 5 5

Descriptive
Mean

Range

95% Confidence Interval for

Interquartile Ra&\ Q

|
'
\'5:§:;§'§ufs

Skewness

Kurtosis \ 0
Mean
@tervalor
Mea 7
50 % b')
2
\/arlanee
ST2 XD
nimum
bEMaxmum

95% C

Mean
5% Trimmed Mean %
Median
Variance

ST1 Std. Deviation \
Minimum T
Maximum % :
Range \

'

Mean

eviation

Interquartile Range

Skewness
Kurtosis

Lower x
Upper Boun :
() ’.00

G,

132

.264
.048

132

.264




ST3

ST4

STS

©

Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for L

r
Mean ber Balind
5% Trimmed Mean %

Median
Variance

Std. Deviation &\
Minimum

Maximum

Range %

Inter:

ge
Ske! :
Kdkto
e

% nfidence Interval for

Trimmed Mean
Median
Variance
Std. Deviation
Minimum
Maximum

Lower Bound
Upper Bound

Lower Bound
Upper Bound

B
B
$

N
wer Bound
Upper Bound

.
4

132
.264
.042

312



ST7

ST8

ST9

Min % b o
ﬁl
n
w rtile Range
ertosis
E Mean

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Inferval fo
Mean
5% Trimmed N&
Median \
Variance %

@ D

Std. Deid

ness

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Lower Bound
Upper Bound

Lower Bound
Upper Bound

Lower Bound
Upper Bound

-.842
1.132
3.84
3.75

3.92
3.89
4.00
.633
.796

-.016
3.87
3.78

3.95
3.91
4.00
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132
.264
.043

132
.264
.043




JT1

JT2

JT3

IT4

Variance

Std. Deviation
Minimum
Maximum
Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation

Minimum

Maximum

Range

Interquartile Ran \
Skewness &
Kurtosis

Mean \
95% Confi(%wterval or

Mean

[T§gCe

Viation

Range

Interquartile Range
Skewness

Kurtosis

Mean

Lower Bound
Upper Bound

Lower Bou

Uppeaf Bound

<
S

S

|
Wit B )
perﬁéld
X

&

S

5’

]

132
.264
.047

132
.264

.042
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95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median
Variance

JT5 Std. Deviation
Minimum
Maximum
Range
Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

Variance

JT6 Std. Deviation \
Minimum &
Maximum \

Range %E

Interqu Ral

Skewge
Kuri@si

&p

onfidence Interval for

:E;

rimmed Mean

edian
Variance
Std. Deviation
Minimum

7%

Maximum

5% Trimmed Mean q
Median %

Lower Bound
Upper Bound

Lower Bound
Upper Bound

pper Bound

132
.264
.045

315



JT8

JT9

JT10

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Inferval fo
Mean
5% Trimmed N&
Median \
Variance %

@ D

Std. Deid

Minjgu f
i
n
terqUartile Range
ness
rtosis
E Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Lower Bound
Upper Bound

Lower Bound
Upper Bound

Lower Bound
Upper Bound

-571
.338
3.82
3.72

3.92
3.88
4.00
.850
922

-.027
3.85
3.76

3.93
3.89
4.00

316

132

E ‘i_,\v

132
.264
.043




EM2

EM3

EM4

EM5

Variance

Std. Deviation
Minimum
Maximum
Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Mean

[T§gCe

Viation

Range

Interquartile Range
Skewness

Kurtosis

Mean

\ @
95% Confi(%wterval or
Mean

Lower Bound
Upper Bound

Lower Bou

Uppeaf Bound

Interquartile Ran \ \
Skewness
Kurtosis

|
b ¥

%ﬁ &
] 00 é‘?
i
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132
.264
.046

132
.264
.042




95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median
Variance

EM6 Std. Deviation
Minimum
Maximum
Range
Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

Variance

EM7 Std. Deviation \
Minimum &
Maximum \

Range %E

Interqu Ra

Skewge
Kuri@si

&p

onfidence Interval for

:E;

rimmed Mean

edian
Variance
Std. Deviation
Minimum

%

Maximum

5% Trimmed Mean q
Median %

Lower Bound
Upper Bound

Lower Bound
Upper Bound

pper Bound

132
.264
.041

318



EM9

EM10

DC1

Min % b o
ﬁl
n
w rtile Range
ertosis
: Mean

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Inferval fo
Mean
5% Trimmed N&
Median \
Variance %

@ D

Std. Deid

ness

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Lower Bound
Upper Bound

Lower Bound
Upper Bound

Lower Bound
Upper Bound

-.718
1.097
3.89
3.80

3.98
3.94
4.00
.689
.830

132
.264
.045

132
.264
.042
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DC3

DC4

DC5

Variance

Std. Deviation
Minimum
Maximum
Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation

Minimum

Maximum

Range

Interquartile Ran \
Skewness &
Kurtosis

Mean \
95% Confi(%wterval or

Mean

[T§gCe

Viation

Range

Interquartile Range
Skewness

Kurtosis

Mean

'

Lower Bound
Upper Bound

Lower Bou
Uppeaf Bound

N

Yv“
)

|
b ¥

$

&

5’

]

&

O

775

132
.264
.045

132
.264

.045
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95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median
Variance

COo2 Std. Deviation
Minimum
Maximum
Range
Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

Variance

CO3 Std. Deviation \
Minimum &
Maximum \

Range %E

Interqu Ra

Skewge
Kuri@si

&p

onfidence Interval for

:E;

rimmed Mean

edian
Variance
Std. Deviation
Minimum

N

Maximum

5% Trimmed Mean q
Median %

Lower Bound
Upper Bound

Lower Bound
Upper Bound

pper Bound

132
.264
.043

321



NwW1

NW2

NW3

Min % b o
ﬁl
n
w rtile Range
ertosis
E Mean

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Inferval fo
Mean
5% Trimmed N&
Median \
Variance %

@ D

Std. Deid

ness

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Lower Bound
Upper Bound

Lower Bound
Upper Bound

Lower Bound
Upper Bound

-.929
1.534
3.81
3.71

3.92
3.86
4.00
.891
.944

-.338
3.86
3.76

3.96
3.91
4.00

322

132
.264
.051

132
.264
.050




NW5S

NW6

LAl

LA2

Variance

Std. Deviation
Minimum
Maximum
Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation

Minimum

Maximum

Range

Interquartile Ran \
Skewness &
Kurtosis

Mean \
95% Confi(%wterval or

Mean
L 4

5% %bean
i

[T§gCe

Viation

Range

Interquartile Range
Skewness

Kurtosis

Mean

'

Lower Bound

Upper Bound

Lower Bou
Uppeaf Bound

N

Yv“
)

|
b ¥

$

&

5’

]

&

O

849

132
.264
.049

132
.264

.045
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95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median
Variance

LA3 Std. Deviation
Minimum
Maximum
Range
Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

Variance

LA4 Std. Deviation \
Minimum &
Maximum \

Range %E

Interqu Ral

Skewge
Kuri@si

&p

onfidence Interval for

:E;

rimmed Mean

edian
Variance
Std. Deviation
Minimum

Y

Maximum

5% Trimmed Mean q
Median %

Lower Bound
Upper Bound

Lower Bound
Upper Bound

pper Bound

132
.264
.043

324



LAG

LA7

LA8

Min % b o
i
iy
w rtile Range
ertosis
. Mean

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Interval for
Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis
Mean

95% Confidence Inferval fo
Mean
5% Trimmed N&
Median \
Variance %

@ D

Std. Deid

ness

95% Confidence Interval for
Mean

5% Trimmed Mean

Lower Bound
Upper Bound

Lower Bound
Upper Bound

Lower Bound

Upper Bound

-.535
-.091
3.91
3.82

4.00
3.97
4.00
734
.857

1.353
3.96

3.86
4.05
4.02

325

132
.264
.047

132
.264
.047




Median

Variance

Std. Deviation
Minimum
Maximum

Range

Interquartile Range

Skewness
Kurtosis

326

4.00

APPENDIX E: STRUCTURAL EQUATION MO

MEASUREMENT MODEL ANALYSIS z

Regression Weights: (Group numberNgult mod

Y

Estim
ST1I <— STAFF 1.0%\'
ST2 < STAFF G’L o%9 ‘3.'0@
&
ST5 <-- STAFF @06 @M éé’iz
ST6  <--- STAFE 1 107, Qs.lso
ST7 < STQ— 96 13.474
o‘v) 4\
ST8  <--- .99dr \,Y'.o77 12.890
S
STO  SONSTAFF 956 076  12.636
be JOB_TRAIN | 1.000
J <~ JOB_TRAIN | .878 069 12.808

—=

**k*

**k*

**k*

**k*

**k*
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Estimate S.E. C.R. P Label
JT3 <-- JOB_TRAIN | 1.057  .079 13426 *** \z
JT5 < JOB_TRAIN | .868 069 12.564 *** .&J
JT7 < JOB_TRAIN | .951 075 12,607 *** $’
JT8 < JOB_TRAIN | 1.073  .085 12,652 ***
JT9 <-- JOB_TRAIN | .852 069 12.330 ** z |
\
DC1 <--- DECENT | 1.000 ‘X
| &
DC2 <-- DECENT |1.085  .089 12.18g~¥ -\
4 \’Y'
DC3 <-- DECENT | 1085  .089 12%~ NI |
DC4 <-- DECENT | 1.152 .@32 4 65
DC5 <--- DECENT | 1.036 c094 1&T &\
EM1 <--- EMPLOY | 1.000 ] ’ 453'
N g
EM2 <-- EMPLOY .97% 0 5 %\
EM3 < EMPLOY CQ’ %0 .;.'898}***
&
EM4 <--- EMPLOY 980 | 3 7 e
&
EM5 <--- EMP 69 |063_,Q2.954 ik
4
EM6 < E 97 cﬁd 13.999
’ <
EM7 <--- oy %7€ \,Y'.072 13,517  ***
,_S S
EMS  gONEMPLOY 015 > 066 13840 *x
E é EMPLOY | 1030  .072 14367 ***
E& EMPLOY | .917 067 13.779 ***
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Estimate S.E. C.R. P Label
COl <— COLLAB | 1.000 \z
CO2 <- COLLAB | .905 066 13.620 *** .&J
CO3 <- COLLAB | .924 071 13.059 *** J
CO4 <- COLLAB | .900 065 13.763 ***
NW1 <— NETWORK | 1.000 z |
Y
NW2 <- NETWORK | 1.005  .073 13785 ** ‘X
| &
NW3 < NETWORK | .047 070 13, e kg
2 \’Y'
NW4 <-- NETWORK | 1035  .069 15&)~ NI |
NW5 <-- NETWORK | .895 .@3 1* 65
NW6 < NETWORK | 1.006 065 1§T &x
LAl < LABOR 1.000 %j 6 453'
&)
LA2 <— LABOR .8@ 0 -%; §
LA3 <— LABOR Gs 063 JA_.'ozrb***
&)
LA4 < LABOR 853 | 9 1 wex
&)
LAS <o 8] Ot5.207  *

LAG

LA7 <

LAS \LABOR

L - LABOR

LABCQ
<--- L

14.019

12.632

14.073

12.919

**k*

**k*

***k

**k*
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Standardized Regression Weights: (Group number 1 - Default model)

Estimate

ST1 < STAFF 746
ST2 <o STAFF 724
ST5 <o STAFF 704 Y\"
ST6 <o STAFF 733 '
ST7 <o STAFF
ST8 <o STAFF
STY <o STAFF
IT1 <o JOB_TRAIN
IT2 < JOB_TRAIN
JT3 < JOB_TRAI@
JT5 <o JOB_IR
IT7 <o JOB_iT@w
JT8 < @A@
JT9 <oe- C&_ AR

O
DC1 «6’ DEPENT/, $ 703
DC2 A DECENT \C,VY. 751
DCB%X-- DECENT 750
@ <o DECENT 736
DC5 <o DECENT 672

As

oo g
N
O

3




Estimate

EM1 < EMPLOY 769
EM2 <o EMPLOY 716
EM3 <o EMPLOY 637
EM4 <o EMPLOY 706
EM5 <ee EMPLOY 688
EM6 <ee- EMPLOY

EM7 <ee- EMPLOY

EMS <ee- EMPLOY

EMO9 <ee- EMPLOY

EM10 < EMPLOY

co1l <ee- COLLAB

CO2 <--- COLLA \

co3 <o COLQ;Y.

CO4 <oe B

NWL < \gT R

NW2 <---@ET OR

L 4

NW3 S‘/ NETWORK \,Y' 731
NW4 \ NETWORK\C‘) 799
N % NETWORK 752
é <ee- NETWORK 825

330
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Estimate
LAL < LABOR 782 \z
LA2 <oe LABOR 714 J
LA3 <oe LABOR 721
LA4 <oe LABOR 734 \/
LAS5 <o LABOR 771 z |
LAG <oe LABOR 721
."}Y-
LA7 <ee- LABOR 66 A
s b i
LA8 < LABOR .7& i N,
LA9 < LABOR QE
. , N
| ‘“ &
Covariances: (Group number &-Wgfault mdel &)
AN
=
i EJR P Label
‘&
STAFF <> JOB® y 6.248 ***
&
JOB_TRAIN <--> bgg O024 5296
¢ ’ %
JOB_TRAIN < PL o7 024 4052
AR
JOB_TRAI COLL RS 032 7.359
&
S
JOB_T <> NETWORK [“M274 036 7.631 ***
J % <> LABOR 272 035 7.802 *x
<--> DECENT 112 023 4841 *xx




Estimate S.E. C.R P Label
STAFF <> EMPLOY 108 024 4423 *** @(
STAFF <--> COLLAB 208 031 6812 *** A
STAFF <--> LABOR 196 031 6.336 *** Y‘
DECENT <--> EMPLOY 064 021 3.084 cN
DECENT  <--> COLLAB 188 028
DECENT  <--> NETWORK | .170 028
DECENT <-> LABOR 208 03
EMPLOY <-> COLLAB | .130 .oyﬁ.
EMPLOY <-> NETWORK | .138 Cég
EMPLOY <> LABOR .11E\.o
COLLAB <--> NETWORK €038
COLLAB <> LABOR . ,Aj ;
STAFF <> NET . .g_ézQ

N &
NETWORK <--> L . 8.728 **x

\‘w
N 1§
) L
Correlationg: up b :1-De¥3ult model)
A \’Y.
| K>
\ . Estimate
ST, % <> JOB_TRAIN 461
AIN <> DECENT 382
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Estimate

JOB_TRAIN
JOB_TRAIN
JOB_TRAIN
JOB_TRAIN
STAFF
STAFF
STAFF
STAFF
DECENT
DECENT
DECENT
DECENT
EMPLOY
EMPLOY
EMPLOY

COLLAB

COLLAB :‘Q

<-->

<-->

<-->

<-->

<-->

<-->

EMPLOY

COLLAB

NETWORK

LABOR

DECENT

EMPLOY

COLLAB

LABOR

EMPIK
AB

LABOR

320

278

.656

810

466

.760

-l
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Variances: (Group number 1 - Default model)

Estimate S.E. C.R.
STAFF 383 050 7.701
JOB_TRAIN 378 050 7. q
DECENT 286 041 %1
EMPLOY 366 .04%
COLLAB 415 \8.2
NETWORK 507 (04 7 V'}
el 335 .o? ';hcugd
e2 3 47

e3 A
v N
RS

€6

.253 2&1.1.439
\

278 025 11.155

278 .025 10.974

.354 031 11.313

*k*

*k*k

*k*k

**k*

**k*
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**k*k
*k*k
*k*k
*k*k
**k*k

026 11.598

<",
0 .

354

309

298

=
g L )
* * * * * X * T X % X
X X X X X * * X X X X
o * * * * * * X *\'VW IW*
loe) o © - To) ™ o N~
. ™ < o o I o co ™
o < N N o < < ™ Lo )
- — — — o — — — —
O — — — — — — — —
. — o ™ © < o © To)
Ll ™ Al ol N N N ™ N
n < ) S S S S S S
[«B]
o
<
m © o ™ o fee) o ™ 0 ™ — o\ o~ <+
b Ty) ™ © — r~ Al — Ioe) o © © 2 ~
Ll ™ ™ N ™ N ™ < N N N N 2] ™
o — o\ ™ <t 0 © N~ © o o
N~ oo o — - — — — — — — — — ~
(5] (5] («B] (5] (5] («B] («B] (D) (D) («B] («B] (D) (D) («B]

**k*

.028 11.766
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e2l
e22
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**k*k
*k*k
*k*k
*k*k
**k*k

.030 11.876

%, .
6 .

303

258

352

©
< A\
- . \\uwﬂ,ﬁ
* * * * * X * T X % X
X X X X X * * X X X X
o * * * * * * X *¥ IW*
© o foe) N N~ ~ o\
. o o N~ © loe) o ) —
o © < © ~ ™~ — © 0] )
: — — — S o - o —
O — — — o — — — —
- ™ © < © N~ N © <t
Ll oY N N N N ™ N ™
n ) ) S S S S S S
[«B]
o
<
m N o ~ To) N © ~ N N N~ [oe) ™ o
> N~ o)) I~ To) o Lo I~ © « o o — <
Ll N N N N N ™ N 0] < ™ ™ ™ N
N~ co o o — N ™ <t To) © N~ © o o
N N s\ ™ ™ ™ ™M ™ ™ ™M ™ ™ ™ <
(5] («B] («B] (5] (5] (5] (5] (B} (B} (5] (5] (D) (D) (D]

**k*

041 12.198

.500

ed4l

e42
4
4
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Label

029 11.861

.348




FINAL RE-SPECIFIED MODEL RESULTS
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3
0
<

Regression Weights: (Group number 1 - Default model) Y.

te 'w‘ p

COLLABO JOB_TRAIN

COLLABO DECENTR
COLLABO EMPLOY_MOT,
NETWORK
NETWORK
COLLABO
NETWORK
NETWORK
LABOR_PRODUCT.

LABOR_PROD \

LABOR_PR
ST1

Lamn

STAFF

<--- STAFF

5

1.030

.807

,06 e

**k*k

N\
.05 2.309 021
&

*k*k

059 2487 .013

**k*

062 3.649

*k*

076 6.988

066 2.729  .006

**k*

066 7.914

**k*

053 7.680

068 2.180 .029

**k*

079 12.980

**k*

064 12.631
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Estimate S.E. C.R. P
ST6 < STAFF 918 070 1 6:*
ST7 <--- STAFF 963 071 &12 o
ST8 <--- STAFF 991 .07Yﬂ.868 o
ST9 <-- STAFF 957 N 12.624  ***
JT1 <--- JOB_TRAIN 1.000 z |
T2 <--- JOB_TRAIN 69\47.90\.(_***

% N,
JT3 <--- JOB_TRAIN o7gy 1 ‘?‘? Ak
JT5 <--- JOB_TRAIN 069 _ @546  ***
JT7 <--- JOB_TRAIN 82E12.559 Hox
JT8 <o JOB_TRAIE A085 12657
JT9 <-- JOB.T 069 12,323 *xx
DC1 <--- DE N'Hn
DC2 < TR“ 091 11.878 ***
DC3 ;QQECEI]IT\ 092 12104 ***
DC4 - "DEC i 098 11.472 ***
\ % 2 (.)
EM1 *- EMPRO _ﬁ#lVATE 1.000
’
EM2 < PfO@VlOTlVATE 971 073 13.292 ***
™

EM4 \ <--- EMPLOY_MOTIVATE | .974 074 13120 ***
%‘e <--- EMPLOY_MOTIVATE | .973 071 13750 ***
E <--- EMPLOY_MOTIVATE | .968 073 13.263 ***
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Estimate S.E. C.R. P
EMS <— EMPLOY MOTIVATE | .926 067 1 —
EMO9 <— EMPLOY MOTIVATE | 1.038  .072 %2 ek
EM10 <— EMPLOY _MOTIVATE | 915 .oeY'ﬁ.ssl sk
co1 < COLLABO 1.000 \’
co2 <~ COLLABO 898 CG7| 13.488  ***
co3 <-- COLLABO o

% N\
Co4 <-- COLLABO 06§ 1 ‘%@ ok
NW1 <--- NETWORK Y\"
NW2 <—-- NETWORK 83213.795 s
NW3 < NETWO AO70 13634 x
NW4 < NETW 069 14.068 ***
NWS5 < NE 064 13.982 ***
NW6 < 065 15573 ***
LAL ;Qwsola
LA2 \ BORYRP 062 13575 ***
P 4
LA3 L AR Pﬁ\ cT 064 13.815 ***
b 4
LA4 <--- ABGR\ESFODUCT 854 060 14.205 ***
2\ S

LAS \ < LABOR PRODUCT | 883 058 15.113 ***
b‘e < LABOR PRODUCT | 875 064 13728 ***
L <-- LABOR_PRODUCT | .864 064 13536 ***




Standardized Regression Weights: (Group number 1 - Default

COLLABO <--- JOB_TRAIN 3 Qﬂ
L

COLLABO <~  DECENTR Bos | _{’)\Y—
COLLABO < EMPLOY_MOTIWJE  hi1 e

N N
NETWORK <o DECENTR\/ ,1 N201 NS
NETWORK <o EMPI@JTIVA 6&
COLLABO <o swﬁs \Y Af.*zle

o St
NETWORK <-e - “ ‘3' 458
\ X
NETWORK <e AF é\ 156
N
LABOR_PRODUCT CO{ s CQ 490
LABOR_PRODUCT Qﬁ e ORKQ/E‘ 420
N ¥y
LABOR_PRODUC% <f-* ffz 115
L 3

T1 L. 74
S 4: > s AR °
ST?2 5 < gXI':F 723
ST5 %\ < STAFF 704
% < STAFF 733
ST7 < STAFF 749
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Estimate

ST8

ST9

JT1

JT2

JT3

JT5

JT7

JT8

JT9

DC1

DC2

DC3

DC4

EM1

EM2

EM4

<mem-
<L mmm
<L mmm
<mem-
< memm
<L mmm
<Lmmm
<mem-

<Lmmm

b

<--- }MPLOY_M OTIVATE

<mm

<mm

STAFF

STAFF

JOB_TRAIN
JOB_TRAIN
JOB_TRAIN
JOB_TRAIN
JOB_TRAIN

<

O\

[

JOB_TRAIN

JOB_@

MOTIVATE

F\I\FLOY_MOTIVATE

EMPLOY_MOTIVATE

EMPLOY_MOTIVATE

17

K3
704 .io
.736?"

718

.769

710

.702

732

.709

137

758
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Estimate

EM10

COo1

CO2

CO3

CO4

NW1

NW2

NW3

NW4

NW5S

NW6

LAl

LA2

LA3

LA4

LAS

LAG :

<Lemm

<L mmm

<L mmm

<Lemm

<Lemm

Lamm

Lamm

<Lmmm

<Lmmm

< e
<l- $§/_PRODUCT
s

EMPLOY_MOTIVATE
COLLABO
COLLABO
COLLABO
COLLABO

NETWORK

NETWORK é

NETWORK o~

N ET\/O\F\;%V

gmﬂ A\;Té .

I\A?OR_PRODUCT
S

\LABOR_PRODUCT

[

724

s
"5

X

707

718

135

773

114

.706

LA8 \
S
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Covariances: (Group number 1 - Default model)

343

Estimate P
STAFF <--> JOB_TRA|N 143 KAk
- %
STAFF <--> DECENTR I Z;\*Z'
STAFF <--> EMPLOY_MOTIVATE 22 %*

DECENTR  <-->
JOB_TRAIN <-->

JOB_TRAIN <-->

Label

STAFF

DECENTR :

e 1 oy
JOB_TRAIN g 3 ‘l' . S';bposo

EMPL TIVATE 366 045
%é 190 027
e5 .

*k*

*k*k

*k*k

**k*

**k*

*k*k
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Estimate S.E. C.R. P Label
e49 .298 026 11.542 e {
€50 251 023 11.147 HEE A%
e51 .353 .030 11.708 HEE T
e53 360 031 11.769 **N

Regression Weights: (MODIFICATION INDICE

NETWORK

COLLABO

LAG

LAS

LA4

LA3

LA3

< emm

COLLABO

NETWORK 7.

NW6

EM10 \

iy

oF
LAl N
DC4

9.868

.083

.078

.096

134
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[
I
=
e e
(]
38215940Vﬁ14wﬂ'vm
- |9 O ® ©©w W o N
: @ o 1 <+ 0 o ©o 19 © <7 §
M48664485}
o —\
=
5 %o
< 9« M~ o«
o O L S O 0O To RN N
O o »h o b @ a a kL K 5 5 Z
v VvV V. V. vV VvV vV vV VvV vV VvV v Vv
O - S e ~c I <c T o B« N o B o B < AR < S
= = = = =2 = = = = = = = o
z =z =2 =Z2 2 Z=Z2 =2 =2 Z2 Z2 2Z2 2Z2 0

EM10

.090

.083

4.764

103

6.921

.085

4.026

EM10

EM10

LAS

<L
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Par Change

M.I.

-.098

5.026

CO4

<L

EM4

LAG6

<L mmm

EM1

LAS

<L mmm

EM1

LA3

<Lmmm

EM1

NW1

<Lmmm

EM1

EM10

Lamm

DC4

STAFF

Lamm

DC3

NETWORK

<Lmmm

DC3

NW3

<Lmmm

DC3

ST7

Lamm

DC3

T1

J

Lamm

JT5

JT3

JT3

-.088

-.092

4.318

-.068

4.154

-.082

4.248

Co1

<L




MODEL FIT SUMMARY

CMIN
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Model

NPAR CMIN DF P

Default model
Saturated model

Independence model

103 859.147 843 %
946  .000 0 Yv

43

RMR, GFI

Model

Default model

Saturated model

CFlI
rhol Delta2 rho2

@ed model

887  .998 998  .998

1.000 1.000 1.000
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NFI RFI IFI TLI

Model CFI
Deltal rhol Delta2 rho2

Independence model .000 .000 .000 .000 .000 3

Parsimony-Adjusted Measures \d.

Model

Default model
Saturated model

Independence model

NCP

Model

Default model

Saturated model & 0

N S S |
Independence deD 7244, 48‘ (6959.125 7536.294
FMIN :% 4

A
4

Mod \ FMI FO LO 90 HI1 90

odel 2.542 .048 .000 264

Satlrated model .000 .000 .000 .000
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Model FMIN FO LO 90 HI 90

Independence model 24105 21433 20589  22.297

RMSEA

Model

Default model

Independence model

AIC

Model % | CAIC
l =

Default model 5.1

5.97& 459.225 1562.225

|

2{7@ 5511.396 6457.396
N

g 246 @.317 8397.964 8440.964

Saturated mod

e ECVI LO 90 HI 90 MECVI

ult model 3.151 3.104 3.368 3.243
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Model

ECVI LO 90

HI 90 MECVI

Saturated model

Independence model

5.598 5.598

24359 23515

5598  6.435 C;Y'

25.223  24.397

HOELTER
HOELTER HOE EV
Model é |
.05 .0
1\
Default model 359 ’ (_}Y'
A
Independence model 41 b 4 \’Y'




