CHAPTER 4

FINDINGS 3 )
4.1 Introduction ?

Chapter 3 explained the analysis techniques that were applied test the conceptual
framework and hypotheses of this study, and this chapter lsz:ss re findings of these

analyses. The chapter begins with a discussion on the raphic Mail profiles of
@

lts of lthe alfsis \Iusive the

t% f O@Fnatory factor
analysis. Finally, the chapter presents the re cmial el to@'n rm the previous
proposed hypotheses. \ é

Nt
4.2 Data Screen % °>y 439

respondents. Following this, this chapter discusses the
analysis of assumptions, exploratory factor ana

of

w

As mentioned in previous Wer, Ilvered personally to the selected

3 I
respondents who work in% ur ;trj in Jaya Malaysia. The assistance from
r|bute

twenty four enumerator: S sougr % survey to the selected employees. The

survey questions w dlS uted ovemES%QOlG up to December 2016. The complete
survey questio re coIIe te r eeks A total of 1137 survey questions were
returned a ted Jfr enty ur ministries in Putrajaya, Malaysia. Table 4.1
summar e number of surveys\c@}r: based on the ministries in Putrajaya, Malaysia.

3
§
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Table 4.1: The Number of Survey Return Based on The Ministries.

No. List of Ministry in Malaysia No of Surv urn
1 Ministry of Education wgﬁ

2 Ministry of Health b

3 Ministry of Women, Family & Community Development 16

4 Ministry of Domestic Trade, Cooperative and Consumerism Y' 20

5 Ministry of Human Resources \) 46

6 Ministry of Rural and Regional Development Y. 69

7  Ministry of Agriculture and Agro-Based Industry ' 23

8 Ministry of Urban Wellbeing, Housing and Local \,dgG

9

Government \Y'
Ministry Of Home Affairs ' -@7
10  Ministry of Transport Y- \" \/YZG

11 Ministry of Higher Education

12 Ministry of Plantation Industries a@ties
13 Ministry of Youth and Sports
@ 18 =

14 Ministry of Tourism and Cultu alaysia

()
15 Ministry of International Tr, ndus “ é}' 32
16  Ministry of Science, Tec an’ ovations $ 53

17  Ministry of Works

CQ S
18  Ministry of Natunlq:a ce acuf onﬁ:é'fjﬁ/ 16
19  Ministry of Fo& irs | ((/% 50

20 Ministry of ce 5 ] C—)O 82
21 Ministry ral Territqri g @ o1

22 Minis% inance ()
23 MinEsy Communication eggzi/lurtimedia Malaysia [

~N
24 Wtry of Energy, Green Technology and Water 28
Total 1137

In screening the data, 27 cases showed incomplete responses or missing Vvalues.

Therefore, all the 27 cases with missing values were deleted. Deleting the incomplete
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responses or cases with missing values was argued as the safest method because it is not
proned to Type | errors, where a true null hypothesis was incorrectly rejected ({WOOZ)
This approach also is more likely to produce accurate estimates of standar confidence
interval and p-values of the analysis (Allison, 2002). After deleting the 27%plete surveys,

the complete and usable surveys were 1110. The final sample size exgeeds the minimum

sample size required to analyse the proposed model using t tural equation model
technique (Hair et. al. 2010). The complete total respondentsir ents'twen four ministry
public sector organizations in Malaysia. The following seetion [will de qrdetailed
explanation of the demographic and profiles detail of spondent. ' .\c}

4 \/‘Z‘

4.3 Analysis of Results of Main Data c\/ ‘1

43.1 The Sample Demogra

\ ! .

This section will describe mogr er, ége marital status, length of
S

employment) of respondents insthis stud as detailed @w Table 4.2 summarizes the

demographic profile of e le cg\ﬁarised 1110 employees. 33.4 per

lhe
cent (N = 371) of th%)yees wer _an% .6 per cent (N = 739) were female. In

terms of age, 8. (&?@t (N lc 9 re be n 18 and 25 years old, 53.1 per cent (N =
589) were b@Z slold @)2 per cent (N = 313) were between 36 and 45
[

(N ) we@_between 46 and 55 and the remaining 2 per cent (N

years old%
=22 %i and 0 eﬁs OQ. he majority of the employees were married (72.5 per
: 805), while the rem&ﬁﬁng 27.5 per cent (N = 305) were single.

In term of length of employment in public sector organizations, 20.5 per cent (N =

U 8) of the respondents have worked in the public sector between 2 to 5 years. 48.2 per

cent (N = 535) have worked in the public sector between 6 to 10 years. The remaining
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31.3 per cent (N = 347) have worked in the public sector organizations for more than 10

years. ?

Table 4.2: Respondent’s Demography 4
Characteristic Frequency Pe rcent
Gender (n=1110) S
Male 371 334
Female 739 66.6
Age (n=1110) N/
18-25 years old 95 8.6
26-35 years old 589 53.1
36-45 years old 313 28.2
46-55 years old 91 8.2
55 and over years old 22 20 «
Marital status (n=1110) ™~ | YY) .&
Single 305 27.5
Married 805 72.5
Length of employment (n=1110)
2 - 5 years 228 20.5
6 - 10 years 535 48.2
More than 10 years 347 31.3
\" /
Ne
4.3.2 Descriptive statistic of vari : N
6 v,

Table 4.3 shows th

Among the variables, jOb ddedness the%west mean value of 3.0895, while
lﬂh

%mean value of 3.7550. The standard

iptive “statistics of lables included in this study.

transformational Ieade Ip |nd|cated'

deviations of alw S apdeare a ra&%@ .50109 to 0.90567.

A -

Table 4.3: Descriptive Statistics for All Variables.
Construct Mean Std. Deviation
HRm 3.5312 50109
TrLe 3.7550 .69290
OLcu 3.3073 .64048
PeS 3.6968 55522

OcBe 3.5793 90567
JOE 3.0895 67319

N
: 3.4744 .61239
Note: N= 1110, HRm= Human Resource Management Practices, OLcu= Organizational

Learning Culture, TrLe= Transformational Leadership, PeS= Peer Support, ERe= Employee
Retention, JoE= Job Embeddedness and OcBe= Organizational Citizenship Behaviour
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4.4  Analysis of the Assumptions
Prior to testing the measurement model, a number of statistical assumptions wlwed,

including multivariate normality, outliers, linearity, homoscedasticity and@ollinearity

(Hair et. al, 2010; Kline, 2005; Tabachnick & Fidell, 2007). It is nt that these
assumptions are tested because any violation of them could affect the validity of the results

(Schreiber et. al. 2006; Schumacker & Lomax, 1996). The ing" sections discuss the

analysis of each assumption. '
é N
4.4.1 Multivariate normality é ' _\"}
iof,

In assessing the multivariate normality, cusw value:ﬁ' kurtosis, in

T
ffect%& of variance and

(<

covariances (Byrne, 2010). The staw kurtosis X in@'mormal distribution has

a value of 3 (Byrne, 2010), w%we no@lg/ar' te. Kurtosis value is 5, where
N

values exceeding 5 are indi%f da?a that> are @c?rmmally distributed (Bentler,

2005). Table 4.4 shows \emu ate rtosigaue is 589.515 suggestive of non-

normality in the sam;%& ite this't‘/;%cl[ 0&5 violation is low due to the sample
N &

particular the multivariate kurtosis beca ns

size of this study, Mgh at 1} nsider rge. Researchers have argued that with a
large sample @nd wathe € ‘b‘é’of non-normal data on the result can be
[
minimized Ir et. al; 2 Téa@ & Fidell, 2007). Indeed, the violation of this
NN
assumgtio notd” ;aatic cause the kurtosis of all items shows univariate
3
n (below 3). \C-)
\ Table 4.4: Assessment of Normality
ariable min max skew c.I. kurtosis c.r.
e -Helping 1.000 5.000 -.167 -2.271 1.385 9.420
Be -Altruism 1.000 5.000 -.538 -7.324 1.968 13.385
JE45 1.000 5.000 -.023 -.307 -.336 -2.285
JE44 1.000 5.000 140 1.900 -.243 -1.652
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Table 4.4: Assessment of Normality

Variable min max skew C.I. Kurtosis gt
JE43 1.000 5.000 .060 .820 -.221 -1.50
JE42 1.000 5.000 -.163 -2.219 139 (’} .949
ERMJ58 1.000 5.000 -.170 -2.318 49 3.393
ERMJ57 1.000 5.000 -.079 -1.070 A 2.102
ERMJ56 1.000 5.000 -.137 -1.858 3.399
ERMJ55 1.000 5.000 -.263 -3.581 .gs 2.335
ERMJ54 1.000 5.000 -.192 -2.617 518 3.523
PS14 1.000 5.000 -.691 -9.397 161 7.898
PS15 1.000 5.000 -.663 1.193 8.112
PS16 1.000 5.000 -.625 .&64 7.913
PS17 1.000 5.000 -.583 tQ{?d 6.508
PS18 1.000 5.000 -.347 : . \\'(1.756
PS19 1.000 5000  -.553 1] _f) 6.604
PS20 1.000 5.000 06 o 5.480
PS21 1.000 5.000 129, 7.675
PS22 1.000  5.000 823" 5.940
PS23 1.000 5.000 &3 6.887
PS24 1.000 £4.120 7.616
PS27 1.000 558 3.795
TL86 1.000 .798 5.426
TL87 1.000 946 6.432
TL88 1.000 902 6.136
TL89 1.000 991 6.738
TL90 1.00 .652 4.434
TL91 .893 6.070
TL92 674 4.584
OLcu -Individual 223 1.518
OLcu -Team : : .396 2.693
OLcu -Organisati 00 5. : : 240 1.632
HRm -Compensatio 1.000 .000 3 147 -1.996 195 1.325
HRm -Appr: % 1,000 560% -.595 -8.088 920 6.257
HRm- 000 5. -.666 -9.064 1.447 9.842
HRm- SafétyHedlth ¢ 1,000 5000 -325  -4.426 1.007 6.846
Multi T AY 589.515  182.801
Note: HR n Resource Manage ractices, OLcu= Organisational Learning Culture, TL=

N
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4.4.2 Outliers

The second assumption is concerned with outliers, which represent cmhose
scores are substantially different from all the others in a particular set \a (Byrne,
2010). This assumption is important to assess because it can inﬂ&lhe parameter

estimates (Schumacker & Lomax, 1996). The assessment of this as%ption is based on

the assessment of multivariate outliers, the cases that haw scores on two or
more variables (Kline, 2005) based on the squared Ma S di#ance (D2) value for
each case. The cases are considered outliers if the sq ahalal distﬁpe value

exceeds the critical chi-square value, which in thi e'is 73.402 ( T&b@S) —using

P 4
an alpha level of 0.001 as suggested by T ck Fidett” (200 le’here are ten

cases (observation numbers 791, 5609, 98°'\19 7, 77843 and 131) having

squared Mabhalanobis distance value eding the eeritical @-square value. Pallant

(2011) suggests a further inve 1% of @(‘

cases before taking any ook‘s. Distance V provides diagnostics around

whether those cases haw undu’ e on results. The cases with Cook*s

Distance values Iarge%t constgu J;.el@roblem (Tabachnick & Fidell, 2007).

An nspection ()&Nlue of C

4.6), which \ ing t@ are no major problems and therefore the six
IR

cases we tained (Pall 2

RS
>
N

P .y
lénce value of the identified
Co)

Dlsta{ne shows its maximum value is 0.085 (table

O
S
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Table 4.5: Table of Probabilities for The Chi-Squared Distribution

R —
Alpha Risk
df 0995 | 0.990 [ 0975 | 095 [ 09 | 075 | 05 | 025 [ 01 | 0.05 | 025 [ 0.01 [ 0.005 | 0.001
1 [ 0.000039 |0.0001570.000982 0.00393 | 0.0158 | 0.102 | 0.455 | 1.323 | 2706 | 3.841 | 1.323 | 6.635 | 7.879 | 10.828
2 0.010 0020 | 0051 | 0103 | 0.211 | 0575 | 1.386 | 2.773 | 4.605 | 5.991 | 2.773 | 9.210 | 10.597 | 13.816
3 0.072 0115 | 0216 | 0352 | 0584 | 1.213 | 2.366 | 4.108 | 6251 | 7.815 | 4.108 | 11.345 | 12.838 | 16.266
4 0.207 0297 | 0484 | 0711 | 1064 | 1.923 | 3357 | 5.385 | 7779 | 9488 | 5385 | 13.277 | 14.860 | 18.467
5 0412 0554 | 0831 | 1.145 | 1610 | 2.675 | 4351 | 6.626 | 9.236 | 11.070 | 6.626 | 15.086 | 16.750 | 20.515
6 0.676 0872 | 1237 | 1635 | 2.204 | 3.455 | 5.348 | 7.841 | 10.645 | 12.592 | 7.841 | 16.812 | 18.548 | 22458
7 0.989 1239 | 1690 | 2167 | 2833 | 4255 | 6.346 | 9.037 | 12.017 | 14.067 | 9.037 | 18.475 | 20.278 | 24302
8 1.344 1646 | 2180 | 2733 | 3490 | 5071 | 7.344 | 10.219 | 13.362 | 15507 | 10.219 | 20.000 | 21.955 | 26.124

9 1.735 2088 | 2700 | 3.325 | 4.168 | 5.899 | 8343 | 11.380 | 14.684 | 16.919 | 11.389 | 21.666 | 23.589 | 27.877

10 2.156 2558 | 3247 | 3.940 | 4.865 | 6.737 | 9.342 | 12.549 | 15.987 | 18.307 | 12.549 | 23.209 | 25.188 | 29.588

1 2603 3.053 | 3816 | 4575 | 5578 | 7.584 | 10.341 | 13.701 | 17.275 | 19.675 | 13.701 | 24.725 | 26.757 | 31.264

12 3.074 3071 | 4404 | 5.226 | 6304 | 8438 | 11.340 | 14.84) | 16.049 | 21.026 | 14.845 | 26.217 | 28.300 | 32.909

13 3.565 4107 | 5.009 | 5892 | 7.042 | 9.299 | 12.340 | 15.984 | 19.812 | 22.362 | 15.984 | 27.688 | 29.819 | 34.528

14 4075 | 4660 | 5629 | 6571 | 7.790 | 10165 | 13339 | 17.117 | 21.064 | 23.685 | 17.117 | 29.141 | 31.319 | 36.123

13 4.001 3.229 | 6202 | 7.261 | 8.47 | 10.037 | 14.339 | 18.24) | 22.307 | 24.99 | 18.245 | 30.378 | 32.801 | 37.697

16 5.142 2.812 | 6908 | 7.962 | 9312 | 11.912 | 15.338 | 19.309 | 23.547 | 26.296 | 19.309 | 32.000 | 34.267 | 39.252

17 5.697 6.408 | 7564 | 8.672 | 10.085 | 12.792 | 16.338 | 20.480 | 24.769 | 27.587 | 20480 | 33409 | 35.718 | 40.790

18 6.265 7.015 | 8.231 | 9.390 | 10.865 | 13.675 | 17.338 | 21.60 | 25.989 | 28.860 | 21.605 | 34.805 | 37.136 | 42.312

19 6.844 7633 | 8907 | 10117 | 11.651 | 14.562 | 18.338 | 22.718 | 27.204 | 30.144 | 22.718 | 36.191 | 38.562 | 43.820

20 7434 8260 | 9591 | 10.851 | 12.443 | 15452 | 19.337 | 23.828 | 28.412 | 31.410 | 23.828 | 37.566 | 39.997 | 45.315

yil 8.034 8.897 | 10.283 | 11.591 | 13.240 | 16.344 | 20.337 | 24.935 | 20.615 | 32.671 | 24.935 | 38.932 | 41.401 | 46.797

2] 8.643 9.542 | 10982 | 12.338 | 14.041 | 17.240 | 21.337 | 26.039 | 30.813 | 33.924 | 26.039 | 40.280 | 42.796 | 48.268

3 9200 | 10.196 | 11.689 | 13.001 | 14.848 | 16.137 | 22.337 | 27.141 | 32.007 | 35.172 | 27.141 | 41.638 | 44.181 | 49.728

4 0.886 | 10.856 | 12.401 | 13.848 | 15.650 | 19.037 | 23.337 | 28.241 | 33.196 | 36.415 | 28.241 | 42.980 | 45.559 | 51.179

YA] 10520 | 11.524 | 13.120 | 14.611 | 16.473 | 19.939 | 24.337 | 29.339 | 34.382 | 37.652 | 29.339 | 44.314 | 46.928 | 52.620

26 11160 | 12.198 | 15.844 | 15.379 | 17.292 | 20.843 | 25.330 | 30.43) | 30.063 | 38.885 | 30.435 | 43.642 | 48.290 | 54.052

27 11.808 | 12.879 | 14.573 | 16.151 | 18.114 | 21.749 | 26.336 | 31.528 | 36.741 | 40.113 | 31.528 | 46.963 | 49.645 | 55.476

28 12461 | 13.565 | 15.308 | 16.928 | 18.939 | 22.657 | 27.336 | 32.620 | 37.916 | 41.337 | 32.620 | 48.278 | 50.993 | 56.892

29 13121 | 14256 | 16.047 | 17.708 | 19.768 | 23.567 | 28.336 | 33.711 | 39.087 | 42.557 | 33.711 | 49.388 | 52.336 | 58.301

30 13.787 | 14953 | 16.791 | 18.403 | 20.599 | 24.478 | 29.336 | 34.800 | 40.256 | 43.773 | 34.800 | 50.892 | 53.672 | 59.703

40 20.707 | 22.164 | 24.433 | 26.509 | 29.051 | 33.660 | 39.335 | 45.616 | 51.805 | 55.758 | 45.616 | 63.691 | 66.766 | 73.402

a0 27901 | 29707 | 32.337 | 34764 | 37.680 | 42.047 | 40.335 | 36.334 | 63.167 | 67.503 | 56.334 | 76.154 | 79.490 | 86.661

60 35.334 | 37.48) | 40.482 | 43.188 | 46450 | 52.204 | 30.33 | 66.981 | 74.397 | 79.082 | £6.981 | 88.379 | 01.052 | 99.607

70 43275 | 45.442 | 48.758 | 51.739 | 55.329 | 61.698 | 69.334 | 77.577 | 80.527 | 90.331 | 77.577 | 100.425 | 104.215 | 112.317

80 51172 | 53.540 | 57.153 | 60.391 | 64.276 | 71.145 | 79.334 | 88.130 | 96.576 | 101.879) 88.130 | 112.329 116.321 | 124.839

90 30.106 | 61754 | 00.047 | 69.126 | 73.291 | 80.625 | 89.334 | 98.600 | 107.563 | 113.145 98.630 | 124.116 128.299 | 137.208

100 | 67326 | 70.063 | 74.222 | 77.929 | 82.338 | 90.133 | 99.334 | 100.141 | 118.498 | 124.342 | 109.141 | 135.807 | 140.169 | 149.449

Right Tailed Distritution, df = degrees of freedom = (#Rows - 1) x (£Columns - 1) ©Copyright Lean Sigma Corporation 2013
Chi Square Table of Probabilities:
¢ v =
M IS o e’

Table 4.6: Cook Distance Value.
Minimum Maximum Mean Std. Deviation N

4 Cook's .000 .085 .001 .003 1110

\D istance

4.3 Linearity and Homoscedasticity

The third assumption relates to linearity and homoscedasticity of residuals. The

linearity of the relationship between dependent and independent variables represents the
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degree to which the change in the dependent variable is associated with the independent

variable (Hair et. al, 1998). Homoscedasticity refers to the assumm&Rthat the

dependent variable exhibits equal levels of variance across the rirsq! predictor

variables (Hair et al., 2010). The assumptions of linearity and homoscedasticity were

checked by examining a scatterplot of the standardized resid (Pallant, 2011;
Tabachnick & Fidell, 2007). Figure 4.1 below highlights t erplot, indicating that
the scores are concentrated in the centre (along the nt), “urther indicating no

violation of these assumptions (linearity and homoscedastigity) (Pallant:42011)

Regression Standardized Residual

T T T T
-4 -2 [} 2 4 =]

Regression Standardized Predicted Value

gure /4 1‘%“%?’5& the standardized residuals
mﬂlmearlt \/
A S

he fourth assumptlon is multicollinearity. Multicollinearity is a problem that
WS

the variables tested are too highly correlated (Tabachnick & Fidell 2007). The

stessment of multicollinearity is based on eigenvalues, which are determined from the

AMOS sample moment output, which indicates the smallest eigenvalue is 0.181 and the
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largest eigenvalue is 8.260. According to Gujarati and Porter (2009), the calculation of k
value can determine the possibility of mutlicollinearity, if k is between {%d 1000
there is moderate to strong multicollinearity based on the following pr %

Maximum eigen value

k= — .
Minimum eigen value

The result shows the k value is 101.07(14.15/0.14) sugM this study does not

have a serious collinearity problem (Gujarati & Porter, 9).%urther assessment on the

correlation matrix (Table 4.7) reveals no correlati e 0 QWonﬁrming that
]
there is no violation of this assumption (Tabachnic Fidell, 2007). ' (_}
< Y N
Table 4.7: Correlations, Matrixs \"a
Variable HRm OLcu TrLe S NE JoE/  OcBe
HRm - N \S

OlLcu 671 - \/ 3

TrLe 604 586 (v) &
PeS 563 502 \% - @
ERe 599 575 4 \QS A

43

JOE 362 305 c')194 209 -

OcBe 455 450 ?.39& 641 S a1 -
al e

Note: HRm= Human Resource ment tices,yOLcu= nizational Learning Culture, TrLe=
Transformational Leadership, Pe er Suppo Employee” Retention, JoE= Job Embeddedness

and OcBe= Organizational Citi ip. ‘Behaviour. N
XT3 s
g b o &

45 Exploratory Fj@]alysii
An explorator% and cipal(B%‘ﬁponent analysis) with Varimax rotation was
[

conducted on Eﬁ%ﬁ for t ruets ‘of human resource management practice, peer
nizationa

NN
support, or | lgarni 'gulture%ansformational leadership, employee retention, job

embedd@é and organisation@’nizenship behaviour. Applying principal component
analys Varimax rotation was deemed an appropriate approach for exploring the
integrelationship among a set of items.

As explained previously in Chapter 3, prior to performing principal component analysis,

the suitability of data for factor analysis was assessed based on the Kaiser-Meyer-Olkin
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Measure of Sampling Adequacy (KMO) and Bartlett’s Test of Sphericity value. If the results
meet the requirement of both assessments, the next step is to determine the nu@ctors
that can be used to best represent the interrelationships among the set of ite

Following the determination of the number of factors, these facto% rotated using
Varimax rotation to assess the loading pattern of each item on the factoY.\'/arlmax Rotation
technique was used to obtain simpler and more interpretable utlons (Hair, Black,

Babin, Anderson & Tatham, 2006).

The following sub-sections provide a detailed discussi f the E for the
constructs of human resource management practi e Supp , ar‘za.ﬁ&ﬁ?;tl learning
culture, transformational leadership, employee rete ess aﬂd organizational

citizenship behaviour.

4.5.1 Human Resource Management

\

As mentioned in ' n resource management
practices consist of ments own s“co nsatlon benefits and rewards,
performance apprais |ng nd opn@ and safety and health. Below are

the result of I%r each PQ by the EFA result for variable of
human res Nuanag ctlce,%
% i

45.1.1 r,eﬁts()d Rewards construct

@ oW able 4@,/ the Kaiser-Meyer-Olkin Measure of Sampling
wcy ( WQS,% 726, exceeding the recommended value of 0.6. The

A'lletts Test of Sphec@xty ¥? (6) = 779.283, p<0.001, also reached statistical

N

significance. Both results indicate that the collected data was suitable for factor
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Table 4.8: The KMO and Bartlett's Test for Compensation, Benefits and Rewards

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 726
Approx. Chi-Square 779.283
Bartlett's Test of
- Df 6
Sphericity .
Sig. .000

The result for the principal component analysis (Table 4.9) rZealed the presence

of only one component with an eigenvalue exceeding 1 (2. plaining 52.798% of

the variance respectively. This result was gained after dr one 'out of the five items

(tem HRMP1) due to low factor loading (less than O. nd

igh Joading (more

| &
§ 2 v

Table 4.9: Total Variance Explained for Compensation, Benefits and Rewards

than 0.35).

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative
Variance % Variance %
1 2.112 52.798 52.798 2.112 52.798 52.798
2 .798 19.947 72.745
3 .605 15.135 87.880
4 485 12.120 100.000
Extraction Method: Principal Component Analysis.
i“

Table 4.10 s ;factor

loading above th

loadi gs of@e four items. All items have factor

oadl 40 ranging from 0.576 to 0.805. Each

item has co un Vi exc eﬁ%’ the cut-off point 0.30 (Pallant, 2011).
E: ‘ o

Furthermo e four e W' s{/ ctory consistency with a Cronbach Alpha value

of 0.7 is the ‘,greataéman 0.7 (Hair et. al., 2007) for the items to achieve

they

nal reliability. This @ that the four items are measuring the same underlying

?&ct and therefore, all four items are retained for confirmatory factor analysis.
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Table 4.10 : Factor Loading for Compensation, Benefits and Rewards

Items Loading Communalities Cronbach Alpha
HRMPcomé4 .805 .649
HRMPcom?2 .766 587 750
HRMPcomb5 .738 544 '
HRMPcom3 576 332
45.1.2 Performance Appraisal

Table 4.11, the Kaiser-Meyer-Olkin Measure™ef Sampling Adequacy value

was 0.707, exceeding the recommended value™ef 0.6) TheBartlett's Test of

Sphericity y* (3) =1651.810, p<0.001, also\réached statistical significance. Both

results indicate that the collected data wasssuitable for" fagtorfanalysis,

Table 4.11: The KMO and Bartlett‘s Test for Performance Appraisal

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 707
Approx. Chi-Square 1651.810
Bartlett's Test of Sphericity df 3
Sig. .000

The result for the principal, companent-analysis (Table 4.12) revealed the presence

of only one componént withyan eigenvalug’ exceeding 1 (2.346), explaining 78.190% of

the variance respeatively.

Table 4.12 : Total Variance Explained for Performance Appraisal

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of | Cumulative | Total % of Cumulative %
Variance % Variance
1 2.346 78.190 78.190 2.346 78.190 78.190
2 433 14.423 92.613
3 222 7.387 100.000

Extraction Method: Principal Component Analysis.

Table 4.13 shows the factor loadings of the three items. All items have factor

loading above the minimum significant loading 0.40, ranging from 0.835 to 0.913. Each

item has communality value that exceeds the cut-off point 0.30 (Pallant,
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Furthermore, the three items show high level consistency with a Cronbach Alpha value
of 0.860 which is the value greater than 0.7 (Hair et. al., 2007) for the items %0 achieve
the internal reliability.  This shows that the three items are meaéuring the same

underlying construct, and therefore, all three items are retained for confirmatory factor

analysis.

Table 4.13 : Factor Loading Performance Appraisal
Items Loading Communalities Cronbach Alpha
HRMPapp7 913 834
HRMPapp8 .902 814 .860
HRMPapp6 .835 697

45.1.3 Training and Development

Table 4.14, the Kaiser-Meyer-Oilkin, Measure “ofSampling. Adequacy value
was 0.821, exceeding the recommended” value of“Q.6. The "Bartlett’'s Test of
Sphericity ¥? (10) =2211.407%9<0.001, also réagHed statistical significance. Both
results indicate that the colleCieds,data was suitable for féctor analysis.

Table 4.14: The KMO and Bartlett‘s Test for Training and Development

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 821
Approx. Chi-Square 2211.407
Bartlett's Test of Sphericity df 10
Sig. .000

The result for the principal™eqmponent analysis (Table 4.15) revealed the presence
of only one comperent wijth~an eigenvalug<exceeding 1 (3.077), explaining 61.546% of
the variance “respectively.

Table 4.15 : Total Variance Explained for Training and Development

Component Initial Eigenvalues Extraction Sums of Squared Loadings

Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 3.077 61.546 61.546 3.077 61.546 61.546

2 729 14.574 76.120

3 465 9.302 85.422

4 418 8.361 93.783

5 311 6.217 100.000

Extraction Method: Principal Component Analysis.
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Table 4.16 shows the factor loading of the five items. All items have factor loading

above the minimum significant loading 0.40, ranging from 0.706 to 0.833. igrtem has

communality value that exceeds the cut-off point 0.30 (Pallant, 2011) gvrmore the
five items show high level consistency with a Cronbach Alpha value-}ﬁ.841 which is
greater than 0.7 (Hair et. al., 2007) for the items to achieve theml reliability. This
shows that the five items are measuring the same underlyin uct, and therefore, all
five items are retained for confirmatory factor analysis. '

.\

Table 4.16: Factor Loading for Training and Development

Items Loading Communalities Cronbach Alpha
HRMPtrain10 833 693
HRMPtrain11 823 677
HRMPtrain13 810 656 0.841
HRMPtrain9 744 554 R
HRMPtrain12 706 - 498

4 ;S'—Q

45.1.4  Safety and Heatt >\y 5\
Safety and Heam'ﬁ@ fiv nltems hich @C;?:J the respondents about their
perception regardin \\anjeﬁ racﬂ@at an organization engages in to
protect emploé?bmcl ng Jp{am@‘ safe work environments and taking
corrective OaCtIVF to rectify unsafe conditions. As shown in table

417, t Ka r- M M@?&i‘l{e of Sampling Adequacy value was .892,
lng e reco eG' u of 0.6. The Bartlett‘s Test of Sphericity 3* (15)
@dJZIso ched statistical significance. Both results indicate that

collected data Wass&nﬁ le for factor analysis.

%

\ Table 4.17: The KMO and Bartlett‘s Test for Safety and Health
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 892
Approx. Chi-Square 3930.056
Bartlett's Test of Sphericity df 15
Sig. .000

81



The result for the principal component analysis (Table 4.18) revealed the presence

of only one component with an eigenvalue exceeding 1 (4.066), explaining 674¢{765% of

the variance respectively.

Table 4.18: Total Variance Explained for Safety and Health

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
1 4.066 67.765 67.765 | 4.066 67.765 67.765
2 553 9.223 76.989
3 461 7.676 84.664
4 375 6.250 90.914
5 .297 4.946 95.860
6 .248 4.140 100.000

Extraction Method: Principal Component Analysis.

Table 4.19 shows the factor loadin@sof the sixsitems:~All items: have factor loading

above the minimum significant loading®Q.40,/ranging fromg0.747710,'0.851. Each item has

communality value that exceeds the eut-off point,0:30 (Pallanty 2011). Furthermore, the

six items show high level consisteney with a CronbachQAlpha value of 0.903 which is

greater than 0.7 (Hair et.,al, 2007) fof the litems te._dchieve the internal reliability. This

shows that the six itemssare? measuring the same.underlying construct, and therefore, all

six items are retaip@d, for confirmatory. factor.analysis.

Table 4.19 : Factor Loading for Safety and Health

Items Loading Communalities Cronbach Alpha
HRMPsafe83 .851 725
HRMPsafe82 .846 J17
HRMPsafe81 .833 .694 903
HRMPsafe85 .829 .688 '
HRMPsafe84 .828 .685
HRMPsafe80 47 .558
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45.1.5 Human Resource Management Practice

Table 4.20, the Kaiser-Meyer-Olkin Measure of Sampling Adequigcy value

was 0.754, exceeding the recommended value of 0.6. The B‘artlett‘s Test of

Sphericity y* (6) =1250.716, p<0.001, also reached statistical sighificance. Both

results indicate that the collected data was suitable for factor analysis.

Table 4.20: The KMO and Bartlett‘’s Test for Human Resource Management Practice

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Approx. Chi-Square

Df

Sig.

Bartlett's Test of
Sphericity

154

1250.716
6
.000

The result for the principal component anélysis (Jable.4:21) revealéd the presence

of only one component with an eigenvalue, exCeeding 1 @410), éxplaining 60.259% of

the variance respectively.

Table 4.21: Total Variance Explained for Human Resource Management Practice

.702 17.543 77.802
522 13.054 90.856
.366 9.144 100.00

A OWOWODNPF

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
2.410 60.259 60.259 2.410 60.259 60.259

Extraction‘ Method: Principal Component Analysis.

Tableg4.22 shows ghe “factdr"loading of the four items. All items have factor

loading, ab®ve the minimum sjgnificant loading 0.40, ranging from 0.706 to 0.841. Each

dtemy,_has communality value that exceeds the cut-off point 0.30 (Pallant, 2011).

kurthermore, the four items show high level consistency with a Cronbach Alpha value of

0.777 which is greater than 0.7 (Hair et. al., 2007) for the items to achieve the internal
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reliability. This shows that the four items are measuring the same underlying construct,

and therefore all, four items are retained for confirmatory factor analysis. \?
g

Table 4.22: Factor Loading for Human Resource Management Practice

Items Loading Communalities Cronbach Alpha
Compensation 841 514
Appraisal .831 .691 777
TnD 717 707 '
SafetyHealth .706 498

4.5.2 Peer Support {
Table 4.23, the Kaiser-Meyer-Olkin Meas of Sampling Ade uac Yé'lue was

0.955. KMO is suggested when the cases to Vi le ratls; are le tha '¥5 It ranges

from 0 to 1, while according to (Hair et. aI, 995; Mlck Pipell 2001), 0.50
considered suitable for factor ana @Ba
9184.876, p<0.001, also reache%%al rgn\aT
collected data was suitable for fa >? (_}
’)

Table 4.23: The KMO and Bartlett s Test for Peer Support

st oft Sphericity x> (66) =

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .955
Approx. Chi-Square 9184.876

Bartlett's Test of Sphericity df 66
.000

'\;
The r th princ "cbm cﬁent analysis (Table 4.24) revealed the presence

of only poneJ gwlue exceeding 1 (7.300), explaining 60.830% of
respectlv is regu was gained after dropping two out of the fourteen
m PS25 and PSZQ\%ﬂJe to low factor loading (less than 0.40) and high cross-

§wg (more than 0.35).



Table 4.24 :Total Variance Explained for Peer Support

Initial Eigenvalues

Extraction Sums of Squared Loadings

% of Cumulative % of Cumulative

Component Total | Variance % Total Variance %

1 7.300 60.830 60.830 7.300 60.830 60.830
2 961 8.012 68.842

3 .616 5.136 73.979

4 468 3.896 77.875

5 432 3.602 81.477

6 414 3.447 84.923

7 .395 3.293 88.217

8 .346 2.887 91.104

9 315 2.628 93.732

10 276 2.300 96.032

11 .246 2.050 98.082

12 230 1.918 100.000

Extraction Method: Principal Component Analysis.

Table 4.25 shows the factor loading of,'the twelve~items. .All*items have factor

loading above the minimum significanteloading 0.40, ranging fromy0.733 to 0.828. Each

item has communality value that _sexceeds the, cut-off’ goint 0.30 (Pallant, 2011).

Furthermore, the 12 items shews=high level consistemcy with® a Cronbach Alpha value of

0.941 which is greater than_0.7%(Hair €t. al.},2007)~for the items to achieve the internal

reliability. This shows, that, all items! are /measuring’ the same underlying construct, and

therefore all, items“age retained “for_Cenfirmatary./factor analysis.

Table 4.25: Factor Loading Peer Support

Items Loading Communalities Cronbach Alpha
PS22 .828 .685

PS23 .816 665

PS21 793 629

PS15 790 625

pPS17 .182 .611

PS14 77 .603

PS18 775 601 941
PS19 771 595

PS16 71 594

PS24 .766 586

PS20 754 568

PS27 733 537
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4.5.3 Organizational Citizenship Behavior
Organizational citizenship behavior consists of four elements known@?
helping behavior, civic virtue and sportsmanship. Below are result o each
element, follow by the result of EFA for organizational citizenship beh%b!
4531 Alruism
As shown in table 4.26, the Kaiser-Meyer-Qilki easure of Sampling
Adequacy value was 0.500. KMO is suggested wh caseei to variable ratio are

et. QL 1995;

cI‘JrAQCﬁéIySIs The

less than 1:5. It ranges from 0 to 1, while aceerding to
Tabachnick & Fidell, 2001), 0.50 consi urtable fo

also ?e;‘c;led statistical

Bartlett’s Test of Spherict 1) = 7, 0 0
phericity 7 () P\ NG
significance. Both results indicate h olh:te ata Ws?surtable for factor
&
analysis. O
\\ AL
Table 4.26: The KMO and Bartlett's Test for Altruism
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .500
Approx. Chi-Square 541.087
Bartlett's Test of Sphericity ~ Df 1
‘ S|g .000
T
P NV

The resuw pn@ponerﬁn&lysus (Table 4.27) revealed the presence
of only one po nt ?envaeé(éxceedlng 1 (1.622), explaining 81.084% of
the varianc %@ctwel

Q- ,éJ

Table 4 27: Total Variance Explained for Altruism

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 1.622 81.084 81.084 1.622 81.084 81.084
2 378 18.916 100.000
Extraction Method: Principal Component Analysis.
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Table 4.28 shows the factor loading of the two items. All items have factor
loading above the minimum significant loading 0.40, both 0.900. ath?m has
communality value that exceeds the cut-off point 030 S 2011).
Furthermore, the two items show high level consistency Wlth nbach Alpha
value of 0.767 which is greater than 0.7 (Hair et. al., 2007) M items to achieve
the internal reliability. This shows that the two ite measuring the same
underlying construct, and therefore, all two ite retaivled for confirmatory
factor analysis.

| N I Y. '(‘\Y‘

Table 4.28: Factor Loading for Altruism

Items Loading Communalities Cronbach Alpha
0OCB29 .900 811 767
OCB28 .900 811 '

D
45.3.2  Helping Behavior \ _\O
As shown in tabl% 29 tf}q IS V\Teyqr_:)akln Measure of Sampling

L

Adequacy value wa exceeding, the gwmmended value of 0.6. The

Bartlett‘s Test S r101ty

I
significance. 4 &
A\ ‘\\ \b

Table 4.29: The KMO and Bartlett's Test for Helping Behavior

(6) ‘=128 : p<0.001, also reached statistical

*

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 726
Approx. Chi-Square 1283.611
Bartlett's Test of
. Df 6
Sphericity )
Sig. .000
v ¢ X

N
$ The result for tﬁg? principal component analysis (Table 4.30) revealed the

presence of only one component with an eigenvalue exceeding 1 (2.410),

explaining 60.257% of the variance respectively.
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Table 4.30: Total Variance Explained for Helping Behavior

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
1 2.410 60.257 60.257| 2.410 60.257 60.257
2 749 18.733 78.990
3 474 11.862 90.852
4 .366 9.148 100.000

Extraction Method: Principal Component Analysis.

Table 4.31 shows the factor loading of the Y;': .AII items have factor

loading above the minimum significant loading 0.4Q;, rangi gW?ZS to 0.815.

Each item has communality value that exc

Alpha value of 0.780 which is greater, th

achieve the internal reliability. {?ows that

same underlying construct

confirmatory factor an

\

“@3

the cut-o 0|I1t _@ (Pallant,

ncy%ﬁ; a Cronbach

. al. é;)’for the items to

four@;?hs are measuring the
A

items are retained for

Table 4.31: Factor Loadlng for HeIplng Behavior

Items Loading Communalities Cronbach Alpha
0OCB32 815 .665
OCB31 785 617 780
OCB33 | .777 .604 '
OCB30 525
n 5%
3.3 |rt (J
able 1' 3 ho' Ka Meyer-OIkin Measure of Sampling Adequacy value

\As 0.643, exceedlngj&tﬂe recommended value of 0.6. The Bartlett's Test of

N

Sphericity y* (3) =610.158, p<0.001, also reached statistical significance.
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Table 4.32: The KMO and Bartlett‘s Test for Civic Virtue

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Approx. Chi-Square

Bartlett's Test of Sphericity Df

Sig.

643
610.158

3
.000

The result for the principal component analysis (Tabley¥'4.33) revealed the

presence of only one component with an eigenvalue ‘&xceeding 1 (1.865),

explaining 62.160% of the variance respectively.

Table 4.33: Total Variance Explained for Civic Virtue

Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
1 1.865 62.160 62.160} 1.865 62.160 62.160
2 .682 22.737 84.897
3 453 15.103 100.000

Extraction Method: Principal Component Analysis.

Table 4.34 shows the *factor loading-6f.the three™items. All items have factor

loading above the minimUm, significant_loading 0.40,°ranging from 0.708 to 0.827.

Each item has comiumality value that excegds the cut-off point 0.30 (Pallant,

2011). Furtherm@fe, fthe threes iterns’ show High level consistency with a Cronbach

Alpha valug”of 05710 which™is, greaterethan 0.7 (Hair et. al., 2007) for the items to

achieve, the, internal reliabilityy ThiS_shows that the three items are measuring the

samé™) underlying’ comstruct,

confirmatory “facor analysis:

and therefore,

all three items are retained for

Table 4.34 Factor Loading for Civic Virtue

Items Loading Communalities Cronbach Alpha
0OCB34 827 .684

0OCB35 .825 .680 710
OCB36 .708 501
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45.3.4  Sportsmanship

As shown in table 4.35, the Kaiser-Meyer-Olkin Measur\¥ mpling

Adequacy value was 0.804, exceeding the recommended 0.6. The

VTH
Bartlett's Test of Sphericity x* (6) =2356.787, p<0.001, also redched statistical

Yv

Y,

Table 4.35: The KMO and Bartlett's Test for Sportsmanship

significance.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .804
Approx. Chi-Square 2356.787

Bartlett's Test of Df 5
Sphericity Sig. 000
The result for the principal c an% e 4{3- revealed the
presence of only one compone Wi anoxelge Iue dlng 1 (2.846),

explaining 71.146% of the var ectlvely

Table 4.36: Total Variance Explalnedofor Sportsmanship
Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
1 2.846 71.146 71.146| 2.846 71.146 71.146
2 .626 15.658 86.804
3 318 7.952 94.756
4 210 5.244 100.000

Extraction Method: Pnnmpal Component Analy3|s

37 show

% ove,t
S item has commuaal)ﬂ;»y value that exceeds the cut-off point 0.30 (Pallant,

e"fa t%‘)loadlng of the four items. All items have factor

mégnrﬁcant loading 0.40, ranging from 0. 693 to 0.912.

011). Furthermore, the four items show high level consistency with a Cronbach

0% Alpha value of 0.861 which is greater than 0.7 (Hair et. al.,

achieve the internal reliability. This shows that the four items are measuring the

2007) for the items to
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same underlying construct, and therefore, all four items are retained for
confirmatory factor analysis. ?
AN
Table 4.37: Factor Loading for Sportsmanship
Items Loading Communalities Cronbach Alpha
OCB38 912 753
oCB40 .884 832 861
OCB37 .868 480 '
0OCB39 693 781 ‘
4535 Organizational Citizenship Behavio '\d
“aX:
As shown in table 4.38, the Kaise er-Olkin M as,lre &}Sampling

Adequacy value was 0.557. KMO is sugges

less than 1:5. It ranges from 0

Tabachnick and Fidell, 2001) oge)
The Bartlett‘s Test of Sphe@
A E

significance.

g

when jthe" cases

a\ng to

N

o 1, ir et

3) =106.508,
2
“w FT &y

Table 4.38: The KMO and Bartlett's Test for OCB

to variable ratio are

al., 1995;

snﬁﬂe for factor analysis.

'@01, also reached statistical

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 557
Approx. Chi-Square 766.503
Bartlett's Test of Sphericity Df 3
Sig. .000

@) ult
i% 62{4

\jropping one out of the four items (item Sportsmanship) due to low factor loading

—-'

0

4
o

nent with an eigenvalue exceeding 1 (1.874),

| »hY
N
r th ﬂcipﬂ) omponent analysis (Table 4.39) revealed the
@
e cggbo

% “of .thé  variance respectively. This result was gained after

(less than 0.40) and high cross- loading (more than 0.35).

N
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Table 4.39: Total Variance Explained for OCB

Initial Eigenvalues Extraction Sums of Squared Loadings
Component % of | Cumulative % of .0
Total Variance % Total Variance Cumulative %
1 1.874| 62.458 62.458 |1.874 62.458 62.458
2 787 | 26.227 88.686
3 339 | 11.314 100.00

Extraction Method: Principal Component Analysis.

Table 4.40 shows the factor loading of the three‘items. All items have factor
loading above the minimum significant loading @f+0:40, Tanging fromy .652 to .893.
Each item has communality value that exceeds the cut-off oint 0.30/ (Pallant,
2011). Furthermore, the three items show™high level consistency with*a Cronbach
Alpha value of 0.710 which is greater than 0.7 (Hair~et. al., 2007) for the items to
achieve the internal reliability. This_shows that_the éthree items are measuring the
same underlying construct, and “therefere, @ll*‘four, t€ms are retained for
confirmatory factor analysisy

Table 4.40: Factor Loading for OCB

Items Loading Communalities Cronbach Alpha
Helping .893 .651
Altruism .807 .798 710

Civic .652 425

4.5.4 Job Embeddedness

As gshowndin table 4:41) the Kaiser-Meyer-Olkin Measure of Sampling Adequacy

value, ‘Was 0.785, “exceeding the,.recommended value of 0.6. The Bartlett's Test of

Spherieity > (10) =2181.591p<0.001, also reached statistical significance.

Table 4.41: The KMO and Bartlett's Test for Job Embeddedness

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .785
Approx. Chi-Square 2181.591
Bartlett's Test of 10
Sphericity ;
Sig. .000
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The result for the principal component analysis (Table 4.42) revealed the presence
of only one component with an eigenvalue exceeding 1 (2.917), explaining 58:847% of
the variance respectively. This result was gained after dropping two dut‘ of the seven
items (item JE 41 and JE 46) due to low factor loading (less than 0.40) and high cross-
loading (more than 0.35).

Table 4.42: Total Variance Explained for Job Embeddedness

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of | Cumulative | Total % of Cumulative %
Variance % Variance
1 2.917 58.347 58.347 | 2.917 58.347 58.347
2 .886 17.720 76.067
3 558 11.165 87.231
4 393 7.855 95.086
5 246 4914 100.000

Extraction Method: Principal Component Analysis.

Table 4.43 shows the factor loading of the-five iterss. AII items have factor loading
above the minimum significantedeading 0.40, ranging«from20:605 to 0.863. Each item has
communality value that exceeds the ¢ut®off peint 0,30 (Pallant, 2011). Furthermore, the
five items show highilevel consistency with a' Crorbach Alpha value of 0.821 which is
greater than 0.7 (Mair et al.,; 20Q/7)~for the.jtems to achieve the internal reliability. This
shows that they, five “items ‘are “measuringthe” same underlying construct, and therefore, all
five items _areretained for confirmatopy factor analysis.

Table 4.43: Factor Loading for Job Embeddedness

Items Loading Communalities Cronbach Alpha
JE44 .863 744

JE43 .830 .689

JE45 817 .667 821
JE42 671 451

JEAT .605 366
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4.5.5 Employee Retention

Table 4.44, the Kaiser-Meyer-Olkin Measure of Sampling Adequacy Walue was
0.851, exceeding the recommended value of 0.6. The Bartlett's Test of ‘S‘phericity ¥* (10)
=2534.446, p<0.001, also reached statistical significance.

Table 4.44: The KMO and Bartlett’s Test for Employee Retention

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 851
Approx. Chi-Square 2534.446
Bartlett's Test of Sphericity Df 10
Sig. .000

The result for the principal component analysis (Table 4.45) revea_led theypresence
of only one component with an eigenvalue excéeding 1 (3.248), explaining“64.966% of
the variance respectively. .

Table 4.45: Total Variance Explaihed for Employee Retention

Component Initial Eigenvalues Extraction Sums of Squared Loadings

Total % of Cumulative Total % of Cumulative %
Variance % Variance

1 3.248 64.966 64.966 3.248 64.966 64.966

2 576 11.524 76.489

3 489 9.783 86.272

4 428 8.564 94.836

5 .258 5.164 100.000

Extraction Method: Principal Component Analysis.

Table 4.46 ‘Shows the~factorgoading“af }the five items. All items have factor loading
above the mipimum signifiCantydoading ‘of) 0.40, ranging from 0.724 to 0.866. Each item
has commumality value that” exceeds _thé cut-off point 0.30 (Pallant 2011). Furthermore,
the five items show high level cdnsistency with a Cronbach Alpha value of 0.864 which
4S Oreater than 0.7 (Hair et. al., 2007) for the items to achieve the internal reliability. This
shows that the five items are measuring the same underlying construct, and therefore, all

Tive items are retained for confirmatory factor analysis.
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Table 4.46: Factor Loading for Employee Retention

Items Loading Communalities Cronbach Alpha
ERMJ57 .866 .703

ERMJ58 .839 .750

ERMJ56 .816 .666 0.864

ERMJ55 778 .605

ERMJ54 724 524

4.5.6 Organizational Learning Culture \,
Organizational Learning Culture consists of three ts '<nown as individual

level, team level and organizational level. Below a e n SM‘FA for each
. ] . N
element, follow by the EFA result for variable or nal learni cm‘tulé’)
4561  Individual Level d <

Individual level consists of

Measure of Sampling AdequaCyy,Vvalie was O.
59223414.270, p<0.001, also

value of 0.6. The Bartlett‘s% of Sphe\'ﬂ??Z

o S
reached statistical signif . “« Q-
> NJ W

Table 4.47: The KMO and Bartlett‘s i:est for Individual Level

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .845
Approx. Chi-Square 3414.270
Bartlett's Test of Sphericity =~ Df 15
Sig. .000

NS
[
%e )esult for«th prino@gl component analysis (Table 4.48) revealed the
NN
@ of & o@«)gne ggy'\\ponent with an eigenvalue exceeding 1 (3.757),

A)Iaining 62.620% of\‘ﬂ%(/ariance respectively.

95



Table 4.48: Total Variance Explained for Individual Level

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative Total Cumulative
Variance % %
1 3.757 62.620 62.620| 3.757 62.620 62.620
2 675 11.248 73.868
3 576 9.606 83.473
4 481 8.008 91.482
5 272 4.539 96.020
6 239 3.980 100.000

Extraction Method: Principal Component Analysis.

loading above the minimum significant loading of 0.4Q, ranging from 0.692 to
0.840. Each item has communality valde thatwexteeds the, cut-off point 0.30
(Pallant, 2011). Furthermore, thé_six itéms showéhigh level “consistency with a
Cronbach Alpha value of 0.873 whieh is greatersthan 0.7 (Hair et al., 2007) for the
items to achieve the integnalsreligbility. This shows that the six items are
measuring the same underlying construct, and therefore, all six items are retained

for confirmatory,,factor” analysis.

Table 4.49 shows the factor loading of the six items. All tems haVe factor

Table 4.49: Factor Loading for Individual Level

Items Loading Communalities Cronbach Alpha
OLC60 .840 .706
OLC63 831 .690
OLC62 .820 673
OLC59 785 616 0873
OLC64 770 593
OLC61 692 479
456.2 Team Level

Team level consists of three items. Table 4.50, the Kaiser-Meyer-Olkin

Measure of Sampling Adequacy value was 0.747, exceeding the recommended
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value of 0.6. The Bartlett's Test of Sphericity y*> (3) =2000.818, p<0.001, also
reached statistical significance.

Table 4.50: The KMO and Bartlett‘s Test for Team LeVeI

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 747
Approx. Chi-Square 2000.818
Bartlett's Test of Sphericity Df 3
Sig. .000

The result for the principal component analysis (Tablewd.51) revealed the presence
of only one component with an eigenvalue exceeding 1(2:482), explaining 82.720% of

the variance respectively.

Table 4.51: Total Variance Explained for Team Level
Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative %
Variance % Variance
1 2.482 82.720 82.720| 2.482 82.720 82.720
2 292 9.719 92.439
3 227 7.561 100.000

Extraction Method: Principal Component Analysis.

Table 4.52 shows the factor loading of the=three items. All items have factor
loading above the minimum significant_leading: ,of “0.40, ranging from 0.903 to 0.922.
Each item has gommumality \alue ‘that exeeeds the cut-off point 0.30 (Pallant, 2011).
Furthermore pthesthree pitems showt highvlevel consistency with a Cronbach Alpha value
of 0.8954whichis greater than 0.7 (Hair et. al., 2007) for the items to achieve the internal
reliability S, This shows @hat the three items are measuring the same underlying construct,

and therefore, all three items “are retained for confirmatory factor analysis.

Table 4.52: Factor Loading for Team Level

Items Loading Communalities Cronbach Alpha
OLC66 922 .851
OLC65 903 .816 .895
OoLC67 903 .815
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45.6.3 Organizational Level

Organizational level consists of twelve items. Table 4.53, the Kaiser-Meyer-
Olkin Measure of Sampling Adequacy value was 0.963,“ eXeeeding the
recommended value of 0.6. The Bartlett‘s Test of Sphericity x° (68) =11689.892,
p<0.001, also reached statistical significance.

Table 4.53: The KMO and Bartlett’s Test for Organizational Level

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.963
Approx. Chi-Square 11689.892
Bartlett's Test of Sphericity Df 66
Sig. .000

The result for the principal conigonent analysis (Fable 4:54) revealed the
presence of only one compongntswith an“eigenvalue exceeding 1 (8.260),
explaining 68.836% of the varianeg, respectively.

Table 4.54: Total Variance Explained for Organizational Level

Component Initial Eigenvalues Extraction Sums of Squared Loadings

Total % of Cumulative | Total % of Cumulative %
Variance % Variance

1 8.260 68.836 68.836| 8.260 68.836 68.836

2 .685 5.709 74.544

3 462 3.849 78.393

4 425 3.540 81.933

5 .384 3.203 85.136

6 373 3.110 88.246

7 281 2.340 90.586

8 .263 2.190 92.776

9 248 2.066 94.842

10 229 1.906 96.747

11 .209 1.743 98.490

12 181 1.510 100.000

Extraction Method: Principal Component Analysis.

Table 4.55 shows the factor loading of the 12 items. All items have factor
loading above the minimum significant loading of 0.40, ranging from 0.749 to

0.864. Each item has communality value that exceeds the cut-off point 0.30
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(Pallant, 2011). Furthermore, the 12 items show high level consistency with a
Cronbach Alpha value of 0.958 which is greater than 0.7 (Hair et al. Zmr the
items to achieve the internal reliability. This shows that the 12 i measuring
the same underlying construct, and therefore, all 12 itenA retained for

confirmatory factor analysis. \3

Table 4.55: Factor Loading for Organizational Level

Items Loading Communalities Cronbach Alpha
OLC78 .864 746

OLC77 .858 736

OLC74 .856 733

OLC76 .849 720

OLC71 .840 706

OLC70 839 704 : 058
OLC69 .835 697 '
OLC79 .832 692

OLC72 .820 672

OLC75 809 654 o

OLC73 799 | 639

OLC68 749 | 561

@ sign'iﬁ an "

\ Table 4.56: The KMO and Bartlett's Test for OLC

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .760
\ Approx. Chi-Square 2621.009

\.o)

&

&
45.6.4 Organizatiomrnin &}"%LQX
Organizationa Izning Z %

level, orgaWa I
Samplin Macy
The S st' 0

Bartlett's Test of Sphericity df 3
Sig. .000
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The result for the principal component analysis (Table 4.57) revealed the

presence of only one component with an eigenvalue exceedirg\R(Z.Gl?),

explaining 87.241% of the variance respectively. CO
Table 4.57: Total Variance Explained for OLC
Component Initial Eigenvalues Extraction Sums of Squared Loadings
Total % of Cumulative | Total % of Cumulative
Variance % Variance %

1 2.617 87.241 87.241 2.617 87.241 87.241
2 220 7.331 94.572

3 163 5.428 100.000

Extraction Method: Principal Component Analysis.

v T ®° Y.
| &
Table 4.58 shows the factor loadin the thre}e items. JAll itg?’ have factor

loading above the minimum significant qading ?\&4

0.944. Each item has communalt ue Qt\e eds Qe cut-off point 0.30

 ra ir«g\~"from 0.926 to

(Pallant, 2011). Furthermore hee MQ? hh&h vel consistency with a
Cronbach Alpha value of SEY}hiﬂ]‘%*r
Y
items to achieve the\bK | reliabili
t, a
|

./ This éﬁaws that the three items are
™
measuring the s Wing }onst c
for confirmatory facDr an% $

A\ i \ \&

Table 4.58: Factor Loading for OLC

tha (Hair et al., 2007) for the

refore, all three items are retained

7

Items Loading Communalities Cronbach Alpha
Team 944 .868
Individual 932 .892 927
Organis'ation .92&?K .858
4
NGR;
4.5 nsformational Leadei@up

\f?able 459, the Kaiser-Meyer-Olkin Measure of Sampling Adequacy value was

Qp.

=7169.515, p<0.001, also reached statistical significance.

45, exceeding the recommended value of 0.6. The Bartlett‘s Test of Sphericity y* (21)
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Table 4.59: The KMO and Bartlett‘s Test for Transformational Leadership

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .945
Approx. Chi-Square 7169.515
Bartlett's Test of Sphericity Df 21
Sig. .000

N

The result for the principal component analysis (Table 4.60) revealed the presence

of only one component with an eigenvalue exceeding 1 (5.4 aining 77.572% of
the variance respectively. '
\' 4
Table 4.60: Total Variance Explained for Transformational Leadership
Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative | Total % of Cumulative
Variance % Variance %
1 5.430 77.572 77.572] 5.430 77.572 77.572
2 .338 4.829 82.401
3 325 4.647 87.049
4 .259 3.703 90.752
5 245 3.500 94.252
6 214 3.058 97.310
7 .188 2.690 100.000

Extraction Method: Principal Component Analysis
S

Table 4.61 show: Zfactor !;% bf@ seven items. All items have factor
loadi

loading above the |n mum of 0.40, ranging from 0.855 to 0.887.
Each item has 'communali that eds the cut-off point 0.30 (Pallant, 2011).
Furthermorec@seve rte show hi Eiﬂ)level consistency with a Cronbach Alpha value
of 0.9 |s greater "an 0. QHalr et. al., 2007) for the items to achieve the internal

re@ his shows that the%e'ven items are measuring the same underlying construct,

s refore, all seven items are retained for confirmatory factor analysis.
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Table 4.61: Factor Loading for Transformational Leadership

Items Loading Communalities Cronbach Alpha
TL90 .887 787

TL89 .887 .786

TLI1 .886 784

TL87 .885 783 .952
TL92 .885 783

TL88 .880 774

TL86 .855 732

v

Based on Table 4.62, there are seven variable n rksource management

tran foM, leadership —

. g ) N .
TrLe, peer support — PeS, employee retention —.ERe,organizational’c ze.[ﬁﬁ?p behavior

- OCBe, and job embeddedness —JoE. Awmnin

(EFA) using SPSS, nine items were d@ecaus ctor @E is below 0.50

(Zainudin, 2010). There are severa% bove 0. d tl@esearch proceeded to

% Itenﬁhyaia es<s\uch as HRm deleted one
o )

ifen‘Qflh'id OcBe deleted four items.

practise— HRm, organizational learning culture — OL

g\é nator)uictor analysis

the

al

confirmatory factor analysis proc

item, PeS deleted two ite
Meanwhile, items for ional ~Jeadership, organizational learning
}Ii@ factor loading above 0.50 and have

Test @6.05) and Cronbach alpha (> 0.70).

S,

R Bartletts . Factor
%—aKMO Test of “X} ﬁ; 5 Loading
& 2 Sphericity P Range
19 ¥ ¢ 18‘%2" 0.754 1250.716 0.777 0.706-0.841
% 21 @’ 0.760 2621.009 0.927 0.926-0.944
ﬂs 7 0.945 7169.515 0.952 0.855-0.887
-\\- 14 12 0.955 9184.876 0.941 0.733-0.828
Re 5 5 0.851 2534.446 0.710 0.708-0.827
\ OcBe 13 9 0.557  766.503 0.710 0.652-0.893
& JoE 7 5 0.785 2181.591 0.821 0.605-0.863
Total 86 77

Note: HRm= Human Resource Management Practices, OLcu= Organizational Learning Culture, TrLe=
Transformational Leadership, PeS= Peer Support, ERe= Employee Retention, JoE= Job Embeddedness
and OcBe= Organizational Citizenship Behaviour.
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4.6 Confirmatory Factor Analysis

Following the exploratory factor analysis, all the constructs of this Stlm
resource management practice, peer support, transformational leaders |hgan|zat|onal
learning  culture, employee retention, organizational  citizenship be% and job

embeddedness were further assessed using confirmatory factor analysis (CRA) in AMOS 23.

CFA has the appropriate statistical technique to test the e which the measured

variables (items) load on pre-specified constructs representing ta (lf this study (Byrne,
2010; Hair et al., 2010; Hurley et. al., 1997). In this way, C an provi onﬁn@ory test
on how well the observed variables define the Iat@oles of in '(Sbﬁanacker &

Lomax, 1996). CFA provides the statistical analy3| SS- of‘ﬁt/and allows for

the estimation of standard errors and the cal Wf 5|gn cance’ tests ‘I‘é\ he factor loadings

(Hair et. al., 2010).

Confirmatory Factor Analysis ( S two \ @e to execute CFA namely,
the single construct CFA and Poo A for I co u‘(‘:ts e Pooled-CFA, all constructs
were pooled and being assesse er a onc IS st deC|ded to apply the Pooled-CFA

since it is more efficient, % and ‘; n

if some of the const ssi thal r ing items (Zainudin, 2015; Zainudin et al.,

@odel identification problem especially

e le
2010). Each Iat onsr ct n re urce management practice, peer support,
transformationa I’Shl r nlzaké_al learning  culture,  employee  retention,
organizati sh ,'and embeddedness) included in the model is identified
and th ﬂ&red indicator vanab&@ (tems) are assigned to latent constructs as shown in
Fig By using this method, all constructs are pooled together and linked using the

eaded arrows to assess the correlation among the constructs and the CFA procedure is

execute d at once for all constructs.
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Compensation
Appraisal
1 HRm
TnD
SafetyHealth
Individual
Team OLcu
Organisation
e1d)— C
e13 : TL87
e12 y TL88 Tilies
el1 3 TL89
e10 d
e9 - TLO1
e8 3 TL92
e26 PS14
e2 PS15
e24 PS16
e23 PS17
e22 PS18
e21 PS19 PeS
e20 PS20
e19 PS21
e18 PS22
el PS23
e16 PS24
el PS27
631 1 ERMJ58
e30 3 ERMJ57
e29 ] ERMJ56 ERe
e28 - ERMJ55
e2 ERMJ54
Civic
Helping OcBe
Altruism
JE47
JE45
JE44 JoE
JE43
JE42

Figure 4.2: Full Measurement Model
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4.6.1 Validating the Pooled Measurement Model and Pooled Constructs

According to the results derived from the confirmatory factor aR zTabIe

4.63), the overall model 2 is 3275.420 with 608 degrees of freeskjhe p-value

associated with this result is 0.000. The value for the root mean are error of
approximation (RMSEA) is 0.067, which is not exceed is % owever, the result
concerning the comparative fit index (CFI) is 0.889, belv@ acceptable value of
model fit, which is 0.90. The Tucker—Lewis Index Wasl 0.879, below the
acceptable value of model fit which is 0.90. Therefore,“suggesting e irgal model
N
| S

may need to be modified until reaching the acc e level.

Table 4.63: Full measurement model ac I)%?_w
Goodness-of-Fjt Statistics
Name of Category Name of | ptance
Absolute Fit Chi-
RMSEA
Incremental Fit CFL(>0.90) T A
T 0) \& 879
Parsimonious fit Chisg/#,(<5.00) _ & & 5387

3
&
AN ,Eif K
In examining the sta?l&ed loadin ima Table 4.64, it can be observed

| Q
that the standardizeu%wg estiny es )hrgg/ dicators, the JoE construct, JE47 is

0.465, the Oc&@gis 0.481N:h ar@Q&léw the 0.50 cut-off value of a good item

| &
(Hair et. al., EN Dy i (_,)(-’
Taple 4.64: Standard F\gc.tor Loading Estimates Indicator

7 =Yy - T
%Cons uct /7 < Construct Estimate Loading

m -SafetyHealth 7~ HRm 665

A HRm -ThD 3 HRm 780

\ HRm -Appraisal\ HRm 728

? HRm -Compensation HRm 583

OLcu -Organisation OLcu 901

Q OLcu -Team OLcu 912
OLcu -Individual OLcu .886

TL92 TrLe .862

TLI91 TrLe .866



Table 4.64: Standard Factor Loading Estimates Indicator

Construct Construct Estimate Loading
TL9O TrLe .867 2
TL89 TrLe 867 \
TL88 TrLe .859 (ﬁ
TL87 TrLe .866 A

TL86 TrLe .82
PS23 PeS 797
PS22 PeS w

PS21 PeS

PS20 PeS zso

PS19 PeS 74 '

PS18 PeS é . 45\4
PS17 PeS 58 -

., 4y
PS16 PeS 4 l_\‘—}
PS15 PeS LG e
ERMJ54 ERe N
\
ERMJ55 Re 693 +
ERMJ56 'ﬂ 74@

ERMJ57 6.
ERMJ58 e \

JE42 % JoE \? ,(\.532
JE43 E J 0} 812
JE44 JoE « Q- 871
45 NNy O e & 760
JEAT JoE ! 465
OcBe-Alcism‘ L&@ei 5 733
OcBe-H » B 822
OcBe-Civic OcBe 481
sIN | T P> 710
P (&e 750
\24 ) . | ¢ ipés 746

Note: HuTn Resaur ana‘ﬁement Practices, OLcu= Organizational

ture, TL= (’)ﬁdal Leadership, PS= Peer Support, ERMJ=

i edness and OcBe= Organizational Citizenship

A%ur_Rete on, J ’ Y'

\Those two items (JE47 and OcBe-Civic) have to be dropped and run the new

asurement model to improve the goodness of fit model. Keeping low factor loading in
-

del will affect the fitness index of the model. An item could have low factor loading

due to several reasons (ambiguous statements, double meaning statement, sensitive
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statement, biases statement and etc.). Figure 4.3 shows the new measurement model after

deleting two items (JE47 and OcBe-Civic). ?
P

Compensation
1
Appraisal =
TnD
SafetyHealth
GD—» 1 Individual
Team OLcu
Organisation
14 1 (56
el3 : TL87
el12 ] TL88 TrLe
ell , TL89
e10 ;
e9 . TL91
e8 , TL92
e26 PS14
e2 PS15
e24 PS16
e23 PS17
e22 PS18
e21 PS19 PeS
e20 PS20
el19 PS21
el18 PS22
el PS23
e16 PS24
el 1 PS27
e31 3 ERMJ58
e30, 3 ERMJ57
e29 3 ERMJ56 ERe
e28 ; ERMJ55
e2 ERMJ54
1 -
€33 - OcBe
€37 Altruism
635 1 JE45
e34 ] JE44 JoE
; JE43

4
oy
\ 233
E e32 JE42

igure 4.3: The new measurement Model after deleting the two items (JE47 and OcBe-Civic)
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According to the results (see table 4.65) derived from the confirmatory factor

analysis, the overall model %2 is 2938.3 with 598 degrees of freedom. Kifibute of

x2/df is significantly sensitive to sample size, therefore, the scores ragg%om 4105

are deemed acceptable (Hair et. al., 2010; Zainuddin, 2010; Lei & Wu, 2007; Arbuckle,
2006; Tanaka, 1987; Ullman & Bentler, 2013). The p-value a sociaz with this result is

0.000. The value for the root mean square error of approxi (RMSEA) is 0.063,

which is below 0.08. The result concerning the compa in‘lex (CFI) is 0.911,

above the acceptable value of model fit, which is 0.90."Fhe cMis Index (TLI)

‘_ N
was 0.902, above the acceptable value of hich : hek‘éﬁre, fitness
4

indexes for new measurement model is achiewm WW to obt:r?r: the value of

Y.
Average Variance Extracted (AVE) an WOsite (iﬁ%or every construct
(human resource management prm peer sup tr@ormational leadership,
AN

@9 ional  citizenship  behavior

organizational learning culture, e‘@ee r

y v,
and job embeddedness) of t@ 4 Aé}-

Table 4.65: Full ment mo onfirmatory Factor Analysis
r ing ite1~JE47 and OcBe-Civic)

Goodness-of-
Name of Categ lex, ™ Level of Acceptance
. .000

Absolute Fit
4‘\ 063

Incremental™kit

@ 911
I (>0.9 .902
Parsi XFi;’ '?ué'q/,c(iWS.O) 4.914

% \
wﬂining thwﬁardié\loading estimates in Table 4.66 it can be observed
\)
th;he standardized |0€‘GR]' estimates are above the 0.50 cut-off value of a good

%(Hair et. al. 2010). Therefore, all items as showed are acceptable.

Table 4.66: Standard Factor Loading Estimates Indicator (after deleting
item JE47 and OcBe-Civic)
Indicator Construct Estimate Loading
HRm-SafetyHealth HRm .664

108



Table 4.66: Standard Factor Loading Estimates Indicator (after deleting

item JE47 and OcBe-Civic) Ty
Indicator Construct Estimate Loading

HRm-TnD HRm
HRm-Appraisal HRm
HRm-Compensation HRm
OLcu-Organisation OLcu
OLcu -Team OLcu
OLcu -Individual OLcu
TL92 TrLe
TLI1 TrLe
TL90 TrLe
TL89 TrLe
TL88 TrLe
TL87 TrLe
TL86 TrLe
PS23 PeS
PS22 PeS

pPS21 PeS

PS20 Pe
PS19 Pe&
PS18 s
PS17
PS16
PS15 S
ERMJ54 \Ere
ERMJ55 ? Ere'
ERMJ56 (0 \E{
ERMJ57 e
ERMJ5 \ |
JE4§&
JE43 J4E
Jgﬁ ‘?tﬁo
J
-Attruisnd”

: e .
cBe*Helping \,B.cBe .
PS27 & 'Pes 710

NSO PeS 751
PS24 PeS 745
0 ote: HRm= Human Resource Management Practices, OLcu= Organizational Learning

Culture, TL= Transformational Leadership, PS= Peer Support, ERMJ= Employee Retention,
JE= Job Embeddedness and OcBe= Organizational Citizenship Behaviour.
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4.6.2 Assessing the validity and reliability for a measurement model

The validity of the measurement model was assessed based on Kanergent

validity and discriminant validity as detailed below: !%

4.6.2.1 Convergent Validity

The assessment for Convergent Validity is made basg on the value of

Average Variance Extracted (AVE), and the aSSBSS”YN Composite Reliability
value. The minimum threshold value for AVE is i h‘r for the validity to

achieve and the value of Composite Reliability

table 4.67, this study concludes that onverge amf)Composite
Reliability for all constructs in the ve e‘; eved Y?nudin, 2012,
2015). 3V, 3 é\
S A S
\ ‘&
S
[} e,
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Table 4.67: The Average Variance Extracted (AVE) and Composite Reliability
(CR) for all constructs

Construct Item Factp r . .AVE . CR
Loading (minimum 0.5)  (Minimum Eg f
SafetyHealth .664
TnD 779 (ﬁ
HRm Appraisal 729 .500 . x79
Compensation 583
TL92 .862
TL91 .866
TL90 .867
TL89 .867
rie TLS8 859
TL87 .866
TL86 .828
Organisation 900
Team 912
Ol Individ ual 886
PS23 .796
PS22

PS21
PS20
PS19
PS18
PeS PS17
PS16
PS15
pPS27

ERe
OcBe .766
&Q: 837

' — Human Resource Nﬁﬁbgemnt Practices, OLcu= Organizational Learning Culture,
= Transformational Leadership, PS= Peer Support, ERMJ= Employee Retention, JoE= Job
dedness and OcBe= Organizational Citizenship Behaviour.

3
0 4.6.2.2 Discriminant Validity
The Discriminant Validity for the construct is achieved if the correlation

among the exogenous constructs in the model does not exceed 0.85 (Zainudin,
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4.7 Structural model v idityj \

2015). In addition, the Discriminant Validity of the particular construct is achieved
if the square root of its AVE exceeds its correlation value with oth (w:ts in
the model. In other words, the Discriminant Validity is achieved i%quare root
of the AVE (in bold) are higher than any other values in its rowﬁulumn.

Table 4.68 shows that the correlation value between gconstruct are less

than 0.85. In addttion, the square root AVE for all vari also are higher than
any the correlation values in its row and column. the 'study concludes that
the Discriminant Validity for all constructs is achieved. o

Yv

S
Table 4.68: Discriminant ity Index{Su rJ AN

Variable HRm  OlLcu TrlLe eS pERe/ JoE~ OcBe
HRm 0.707 v N

OLcu 671 0.9 z e X

TrLe 604 586 M é

PeS 563 502 (az &

ERe 599 .575\ 9 0/Z54

JoE .362 ~409 0.756
OcBe 455 AS411 181 0788
Note: HRm= Human Resource menitiPractice OLcuz‘q‘g']anizational Learning Culture,

Following the %@a on ‘ the asur@t model validity, the structural model was

N
specified by assig% ati s%yl or@.gc/onstruct to another based on the conceptual
in' t

framework th eveloped
Sl ol
following es tested:- T

@ous Chapter 2 as shown below in Figure 4.4. The

&

H1 Wn resource managem}ﬁ practices are positively related to employee retention.

rganizational learning culture is positively related to employee retention.

H3 '™ Transformational leadership is positively related to employee retention.

H4  The peer support is positively related to employee retention.
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H6

H7

H8

H9

H10

H11

H12

H13

H14

Employee retention is positively related to job embeddedness.
Employee retention is positively related to organization citizenship beh ior.?

Employee retention will mediate the relationship between :r% resource

management practice and organizational citizenship behavior.
Employee retention will mediate the relationship betwe%;nizational learning
culture and organizational citizenship behavior.
Employee retention will mediate the relationship be ansf(*mational leadership
and organizational citizenship behavior. '\d,
Ag

Employee retention will mediate the relatienship between ee‘ .\‘E;?port and

o . b4 b 4§
organizational citizenship behavior. Yh \ Yy

Employee retention will mediate 4t Iatioﬁ§hip etwe human  resource
gss.

_ _ 3
management practice and job embw O

AN
Employee retention will (&)the @ngx en organization learning

[} ¥,
culture and job embedded . Qe
&
Employee  Retent med’ e re_@nship between transformational

ion i te
|
leadership and job edness, 2 S

Employee ret m\will rhedl he nship between peer support and job

embeddeda)\ / ,\s,:. §
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Table 4.69 shows the?!!l\s tje sig th coefficient. Human resource
|

management  practices s ositive # an sigm'gc/:ant impact on employee retention

(Coefficient = o.eeg&w R@SZ?, %e%). Similarly, the effect of organizational
4

Ny . .
was éjﬁxy positive and significant (Coefficient = 0.214,

learning culture o e’hnpyee refen
Critical Ratio QG_; p<0.05 er ipport has significant effect on employee retention.

£

on emp eedretention was negative (Coefficient = -0.084, Critical Ratio =

However, |
N
-2.389 7). In addition, thé?é?fect of transformational leadership on employee retention

W ignificant (Coefficient = -0.054, Critical Ratio = -1.949, p<0.060). Finally, table 4.74

@ that employee retention was positively and significantly related to organizational
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citizenship behavior (Coefficient = 0.412, Critical Ratio = 10.245, p< 0.05) and job

embeddedness (Coefficient = 0.373, Critical Ratio = 9.447, p<0.05). ?
Table 4.69: The Regression Path Coefficient !
Construct Construct Estimate S.E. sult
ERe  <---  HRm 669 086 7.827 ?"‘Jmf'cam
ERe <--- OLcu 214 .038 5.675 Significant
ERe  <--  Trle -054 028 W Not Significant
ERe  <-—  PeS -084 035 017, | Sigpificant
OcBe <---  ERe 412 040 nificant
JOE <  ERe 373 A7 J S‘QQ@“
Note: HRm= Human Resource Management Practices, OLCu= Orgwlzaﬁlon Learn Culture,
TrLe= Transformational Leadership, PeS= Peer Sup Re= wg tentbn/ JoE= Job
Embeddedness and OcBe= Organizational Citizenship Behaviour.
***p<0 05 V W é
4.8 Analyzing the Mediating Effects \ _\O
4.8.1 Employee retention will diate (,t tSnS a)\ etween human resource
management practice and I ona ftizenship Behavior (OcBe).
Firstly, this study ha d the’ irectreffect Rm and OcBe as shown in Figure
(
4.5. The output in Tz% sho c&w 0.576, and it has a significant effect on

OcBe (critical \@696@ &%Lj

Compensaticr

Appraisal s

T™nD .34
SafetyHealth

58

????

I Helplngﬂ I Altruism |

Figure 4.5: The result of direct effect on HRm (The Beta Coefficient is 0.576)
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Table 4.70: The direct effect of HRm on OcBe is significant

(Beta Coefficient 0.576)
Variable Variable Estimate S.E. C.R. P Re@.
OcBe <--- HRm 576 054 11.696 *** Signific
gm

Second, this study has created a new model by including the c@n Re as a

mediator (see Figure 4.6). Table 4.71 shows that the coefficient irect effect of HRm
on OcBe has reduced to 0.446 but is still significant when then{dij r (ERe) enters the

model. The other direct effect between HRm to ERe COW =0.686, critical ratio

=14.109, p<0.05) and between ERe to OcBe (coe 17 ,'critic ratio =3.527,

1
<0.05) also shows positive and significant effect. g
p<0.05) P g N4
| S
: :

@ €30

37

Ced>—m=Compensaticn
Appraisal &
T™TnD 27
SafetyHealth

I Helping | |Altruisrr| |

Figure ZNA@L}[ sh(%viﬁg' Regression Weights between construct

SN
N0 O
2 9
: ways d éto\s-prove that the construct ERe is mediating the
relati Wetweeﬁ Fistri
N\ ot

—

ct HQm and construct OcBe.
Table 4.71: Tfk&;ath Regression Coefficient and its significance
~%riable Variable  Estimate S.E. CR. P Result

ERe  <---  HRm 686 056 14109 x>  Significant
OcBe <--- ERe 173 044 3527  **x Significant

OcBe <--- HRm 446 062 7372 o+ Significant
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Based on the previous results, the construct ERe does mediate the relationship

between HRm and OcBe. The type of mediation here is a called “partial @%n" since
the direct effect of HRm and OcBe is still significant after the medi ‘jrlable ERe

entered model even through the path coefficient for HRm was reduceéd from 0.576

(Table 4.70) to 0.446 (Table 4.71). In other word, HRm has %foect on OcBe and

also indirect effect on OcBe through ERe. Y
To confirm the test for mediation, the steps outlin aro'1 and Kenny (1986)
using SPSS were followed. First, human resource man n pm\cm:dwer%zp,ositively

N
related to organizational citizenship behavior 446, p i< ).' Ih&lﬁ, the first

4
condition of mediation was met. Second, rwvres% gen%‘rltjz;ractice were

positively related to employee retention V86, r?'\< ), thus;, meeting the second

condition of mediation. Third, e e retenti waO)ositiver related to
o | -~
organizational citizenship behavig 173 .05): @ally, the effect of HRm on
6 ¥,

OcBe is still significant even controlling the &ffect @Re (B = 0.173, p<0.05). This

X

result confirmed that ERY& partflly lated relationship between HRm and
BN
fj

OcBe.

S
/

2 9

izatiofial citizenship behavior (OcBe).

cu!%(' cu) and
% his st{dSDMZesteqﬁ direct effect of OLcu and OcBe as shown in Figure

4.7 output in Table 4.12')shown coefficient is 0.498, and it has a significant effect

N

Be (critical value=10.832)

4.8.2 Emplo Me tion Wgate @ relationship between organizational learning
[
a a
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Figure 4.7: The result of direct effect on OLcu (The Beta Coe t is .498)

Table 4.72: The direct effect of OLcu on OcBe i ican' (Beta Coefficient

498)

Variable Variable Estimate
OcBe <--- OLcu .498

mediator (see Figure 4.8). Table 4.7\5&9t at t
on OcBe has reduced to 0.351 bt is sti s%?we }h&é\mediator (ERe) enters the
model. The other direct effect be Olfcu to e (c@ient = 0.626, critical ratio =
& o
14.109, p<0.05) and betwee e T oefﬁ@t = 0.240, critical ratio = 5.531,
. 3

p<0.05) also shows peitiveznd signi 1;%fﬁect.
\“ "/%
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Figure 4.8: The AMOS output showing Regression Weights between constructs
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This study was interested to prove that the construct ERe is mediating the

relationship between construct OLcu and construct OcBe. \2

Table 4.73: The Path Regression Coefficient and its si 'fciae

Variable Variable  Estimate S.E. C.R. Result
ERe <---  OLcu 626 028 16.636 Significant
OcBe <---  ERe 240 036 55 =% Significant
OcBe <--- OLcu 351 .

028 7%1' %% Significant
1

Based on the previous results, the construgt ERe“does me the r?btionship
e
between OLcu and OcBe. The type of media re is called "partia Ymédiation" since
4
the direct effect of OLcu and OcBe is stiIIWa }ﬁ( e med@fr variable ERe

entered model even through the patheo? nt ?\O wa ﬁuced from 0.498

(Table 4.72) to 0.351 (Table 4.73).Nr \/\% hei@ct effect on OcBe and

also indirect effect on OcBe t% e.ﬂ >’; (..}
To confirm the test fo\ i tionjﬁst;s ouﬁk& by Baron and Kenny (1986)
using SPSS were foll weY'ns i learaing
organizational citizens%avi : ﬁ,% < 0.05). Thus, the first condition of
mediation was &}&cond organizatio alél(é;rning culture was positively related to
employee r }N Bp=, - ,:b ~f')(Ll\!OS), thus, meeting the second condition of
mediatior@ employ eteﬁd was still positively related to organizational
iti whaviorx( = .f40,\’w< 0.05). Finally, the effect of OLcu on OcBe is still
3

C
& - .
even after controling the effect of ERe (B = 0.240, p<0.05). This result

med that ERe has partially mediate the relationship between OLcu and OcBe.
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4.8.3 Employee Retention (ERe) will mediate in relationship between Peer Support

(PeS) and Organizational Citizenship Behaviour (OcBe) \Q

Firstly, this study has tested the direct effect of PeS and OcBe scwn in Figure

4.9. The output in table 4.74 shows that the coefficient is 0.769, and it has a significant

effect on OcBe (critical value = 20.539). \)2

56
@25 __Psid_]
@25 S ] 75
@D
€23 - 3
&P - B3
@D T Pes ) o 9
N
ap ° 4 e o
- 57 68
g P 8 [ Helping | | Altruism |
ab
ab

Variable Variable 'El t SE. CR. P Result

769" | %034 20539 ***  Significant
Tt

created a ne\AQmodel by including the construct ERe as a

mediator (se N{e 4 O}\% {l?ﬁ)@hwws that the coefficient of direct effect of PeS
' 4

on OcB uced to bulgsl still significant when the mediator (ERe) enter the

model. “¥he ther irectefféct bﬁen PeS to ERe (coefficient = 0.395, critical ratio =
<0.05) and betweé&ERe to OcBe (coefficient = 0.189, critical ratio = 6.083,

) also shows positive and significant effect.
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This study was |nter at the-sconstruct ERe is mediating the
PeS al

relationship between% d co trdlc&by%

The Pat ressm&{)efﬁment and its significance
Varlable Var@slp\ stlmée; SE. CR. P Result

ERe légfx; 031 10.791 ***  Significant
(380 02 6083 v Significan

l;<-- é\ .696 035 17.430 *** Significant
\}V‘
O

E ased on the previous results, the construct ERe does mediate the relationship

.
.
w

3e0RROEEE

0 een PeS and OcBe. The type of mediation here is a called "partial mediation” since
the direct effect of PeS and OcBe is still significant after the mediator variable ERe

entered model even through the path coefficient for PeS was reduced from .769 (Table
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4.74) to .696 (Table 4.75). In other word, PeS has direct effect on OcBe and also indirect
effect on OcBe through ERe. Y.

To confirm the test for mediation, the steps outlined by Baron ny (1986)
using SPSS were followed. First, peer support was positively rela@* organizational

citizenship behavior (B = .769, p < 0.05). Thus, the first condition ofymediation was met.

Second, peer support was positively related to employee retenti = .395, p < 0.05),
thus, meeting the second condition of mediation. emp'oyee retention was
positively related to organizational citizenship behavior 5) Qn,ally the
effect of PeS on OcBe is still significant eve ct.b%)ERe B =

0.165 p<0.05). This result confirmed that dlatetNt e relationship

4.8.4 Employee retention  will c!yte &between human  resource
0
a

between PeS and OcBe.

management practice

nd job_emb dedneg&JoE)
Firstly, this stut Wd th dlre? ffe@' HRm and JoE as shown in Figure

4.11. The output in Table 4.76 h th @efﬁment is 0.338, and it has a significant

Iue:7l.760 <$

NS
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*

effect on JoE (citical

'}*

Compensatign
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TnD 3
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S 1101

Figure 4.11: The result of direct effect on HRm (The Beta Coefficient is .338)

P81
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Table 4.76: The direct effect of HRm on JoE is significant (Beta Coefficient .
Variable Variable  Estimate SE CR. P

f =
JoE <--- HRm 338 050  7.760 *** . “Sighificant
"

Second, this study has created a new model by including tR construct ER as a

mediator (see Figure 4.12). Table 4.77 shows that the coem% direct effect of HRm
on JoE has reduced to 0.165 but is still significant wh di'itor (ERe) enter the
model. The other direct effect between HRm to ER effi en"[\a‘mJ critical ratio

4
=13.924, p<0.05) and between ERe to JoE (co =0.263, itidal @0 =4.841,
p<0.05) also show positive and significant e{TY. 4 \,Y-

&u\\$T
T.9.T.9.%

| ERMU54 | ERMUSS | ERMJS6E | ERMUS7 | ERMUSS |

ap
(ed>— =L ompensaticd
Appraisal sd
TnD a4
SafetyHealth

56 78 68 26
[sE45][9EA44] [9E43] [VEAZ]

€35 €39 €39 E32

v L N
Figure 4S<|' Pt s(ilg@ng Regression Weights between construct
cag 4
This st% intergsted=to rov@at the construct ERe is mediating the relationship
belw&c, struc and CQ@‘v\uct JoE.

N
Table 4.77: Tgaath Regression Coefficient and its significance

¢

riable Variable  Estimate S.E. CR. P Result
ERe <--- HRm .690 058 13.924 folakel Significant
JoE <--- HRm 165 .062 3.016 .003 Significant
o JoE <--- ERe 263 052 4841 ookl Significant
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Based on the previous results, the construct ERe does mediate the relationship
between HRm and JoE. The type of mediation here is a called "partial %&n‘l since
the direct effect of HRm and JoE is still significant after the medi (%rlable ERe

entered model even through the path coefficient for HRm reduced from» 0.338 (Table

4.76) to 0.165 (Table 4.77). In other word, HRm has dire@'on JoE and also

indirect effect on JoE through ERe. Y
To confirm the test for mediation, the steps outlin aro'] and Kenny (1986)
using SPSS were followed. First, human resource man nt pmkcﬂcdwer%p,ositively

-
related to job embeddedness (B = .165, p < Q s, the firstgeondition, of mediation
4
was met. Second, human resource manage ractic.{ posﬁti\;YIy related to
X

the%ond condition of
&

d to@ embeddedness (f =
AN

263, p < 0.05). Finally, the %of @ 0 \’fssstill significant even after
?, y ",
controlling the effect of ER = 0.233, p< 5)‘. T@’esult confirmed that ERe has
N X
partially mediated the rela i be’n/ee m a@oE.

S TS

me in relationship between organizational

&
b er@ddedness (JoE).

)

Fir@k stud ha?te ed direct effect of HRm and JoE as shown in Figure
4.13 mput in Table 2{78\§’53wn that the coefficient is 0.394, and it has a significant
C.)
e%o JOE (critical value:T0.0SQ).

employee retention (B = .690, p <pO0. thus,w\me i

mediation. Third, employee retention
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Figure 4.13: The result of direct effect on OLcu (

Table 4.78: The direct effect of OLcu [ si‘nificant

(Beta Coefficient”.

* _Result
| Significant

4 N~
Second, this study has created a new model bysincluding th%ﬁb'hstruct ER as a

mediator (see Figure 4.14). Table 4.79 \,that Wco C|ent0{ Irect effect of OLcu

on JoE has reduced to 0.264 btt #lg nt th&medlator (ERe) enters the
model. The other direct effect ;ﬂ QLcu to JERe (c%bfﬁment =0.625, critical ratio
=16.562, p<0.05) and be Re to oefﬂgéﬁt' =0.211, critical ratio =4.630,

p<0.05) also shows p Ne%nd signi :f? Cb'%

F &,

Tmm?w?m?w

[ERMUB4 | ERMUSS | ERMJ55| ERMJ57 | ERMU5S |

Variable Variable  Estimate S.
JoE <--- OlLcu .394

80
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Q Figure 4.14: The AMOS output showing Regression Weights between construct
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This study was interesting to prove that the construct ERe is mediating the

relationship between construct OLcu and construct JoE. \Q

Table 4.79: The Path Regression Coefficient and its signifiganc D

Variable Variable  Estimate  S.E. Result
ERe <--- OLcu .625 .028 16.562 Significant
JoE <--- ERe 211 044  4.630 Significant
JoE <--- OLcu .264 031 5. 986 * Significant

Based on the previous results, the construct@( late the relationship
between OLcu and JoE. The type of mediation here is a¥calle dla(ien" since

the direct effect of OLcu and JoE is still s% after the dia’on-\ariable ERe
b

entered model even through the path coefﬁC| r uced 0.394 (Table
4.78) to 0.264 in (Table 4.79). In ot ; OLcn h rect (i‘ﬁsx? t on JoE and also
indirect effect on JoE through ERe O

A
To confirm the test for t e LKlne Baron and Kenny (1986)
using SPSS were followed orgﬂrj Iearni@—culture was positively related
to job embeddedness (B ZYV,p < ') 05)Thus

Second, organlzatlona raing Cult related to employee retention (B =

rst condition of mediation was met.

625, p < 00 me‘tlng e seco@ condition of mediation. Third employee
' 4
V] significdnt even after controlling the effect of ERe (B =
0.17 0 5) T{IS suff co d that ERe has partially mediated the relationship
S
t\ Lcu and JOE. ™\,

retention wa, p Vely relatednto job eddedness (B = .211, p < 0.05). Finally, the
eﬁect o u“on JD;



4.8.6 Employee retention (ERe) will mediate the relationship between peer support

(PeS) and job embeddedness (JOE). \Q
Firstly, this study has tested the direct effect of PeS and JoE ﬁ sh&n in Figure

4.15. The output in Table 4.80 shows that the coefficient is 0.147, it has a significant
effect on JoE (critical value=4.298). \,

e

5
PS14 |

=]

PS15 75

PS16 |

3
[57)

PS17

e4?

~
§]

PS18
PS19

49

=~
=~

75/ 89 83
56 79 69 24

|JE45| |JE44| |JE43| |JE42|

PS20

PS21

[2%]

: 40
PS22 1
PS23

=y

€D €39 €39 €32

PS24

HEEEEEORMOEEE
0
0

PS27

v h ~7
- e o Wi et
Figure 4.15: Wes (|) t effect Oéij S (The Beta Coefficient is .147)

ireCt-eff ,of'F@}on JOE is significant (Beta Coefficient .147)

d
. -
Var , d \ind’blef“)Estimate SE. CR. P Result

Qa{ ;] ) JPess’ 147 (027 4298  ***  Significant

& N
\ ond, this study has\(;?eated a new model by including the construct ERe as a
‘étor (see Figure 4.16). Table 4.81 shows that the coefficient of direct effect of PeS

on JoE has reduced to 0.001 and it was insignificant when the mediator (ERe) enters the

model. The other direct effect between PeS to ERe (coefficient =0.395, critical ratio
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=10.776, p<0.05) and between ERe to JoE (coefficient =0.374, critical ratio =8.409,

p<0.05) shows positive and significant effect.
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k=]

ro thg@ construct ERe is mediating the
(
sﬁquoE.

ion Coefficient and its significance

| Estimate SE. CR. P Result

031 10.776  *** Significant
043 8.409  *** Significant
029 .043 966 Not Significant

i\Based on the previous results, the construct ERe does mediate the relationship

een PeS and JoE. The type of mediation here is a called “complete mediation" since

bthe direct effect of PeS and JoE is no longer significant after the mediator variable ERe

entered model even through the path coefficient for PeS reduced from 0.147 (Table 4.80)



to 0.001 (Table 4.81). In other word, PeS has no direct effect on JoE and indirect effect

on JoE through ERe. Q

To confirm the test for mediation, the steps outlined by Baron i ny (1986)
using SPSS were followed. First, peer support was not positively felated to job
embeddedness (B = 0.001, p < 0.966). Thus, the condition % diation was met.

Second, the predictor is related to the mediator, where peerw has positively related

to employee retention (B = 0.395, p<0.05), thus, the ';econd condition of
mediation. Third, employee retention was positively re to fjob ddedness (B =
. O | S
0.374, p<0.05). Finally, the effect of PeS on t3|gn ca en after’ controlling
the effect of ERe (B = 0.173, p<0.05). %RL;L&S complete

mediated the relationship between PeS tw W 44

0.669 (7.827)

Human
Resource
Management
Practice

Organizational
Citizenship
Behaviour

0.412(10.245)

0.214 (5.675)

Employee
Retention

Organizational
Leaming Culture

0.373 (9.447)

Job
Embeddedness

-0.084 (-2.389)

Peer Support

@ures are factor loadings followed by critical ratio value. The critical ratio value indicates the significant
of factor loading. The minimum critical ratio value of 1.960 is required for the factor loading to be

nt (Byrne, 2010).

Figure 4.17: The Final Structural Model
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4.9 Conclusion

This chapter presents the results of the analyses of this study. The m of this
analysis confirm the validity of the constructs used in this study. The%res from the
structural model analysis indicate that the theoretical framework is parti pported by the
data (see Table 4.82). The data strongly support the proposed r% ip between human

resource management practice, organizational learning culture a eer support with the

®

rarKrrr?nal leadership
and employee retention is not supported by the data.gean hile,; emp y'e ?ere\ﬁt‘lbn is a
Ca)

—

employee retention. However, the proposed relationship

arni %ulture, peer

oyee ent|o§ f5~also a mediator
rning ,culture, peer support

mediator between human resource management pra organi}ati nal

support and organizational citizenship behavior. Besig, e

between human resource management prac@miz io

and job embeddedness. A detailed discussion ‘of the ndinY
ion

next Chapter 5. Through the study, uaer 'P!‘%F
- ‘&
made for management and future areh. A
Y LA):%
Ta The S

mary of R&It Hypothesis

\lﬂy otr]es\lksg men@“ Decision
H1  Human resour&n gement pragtices a@posrtlvely related to Supported
N

employee reteption. | (_/
H2 Organizati%rni Cult o positb/ely related to employee Supported
retentio (_J
H3  Trans %al }e ers S @/ely related to employee Not
reterQ’ ) F o Supported
H4 Thﬁee upport is positivel ated to employee retention. Supported
H5 ee retention is posits related to job embeddedness. Supported
H6 oyee retention is positively related to organization citizenship Supported
,%awor.
mployee retention will mediate the relationship between human Supported
resource management practice and organizational citizenship
behavior.
H8 Employee retention will mediate the relationship between Supported
organizational learning culture and organizational citizenship
behavior.



H9  Employee retention will mediate the relationship between Not
transformational leadership and organizational citizenship behavior. rted

H10 Employee retention will mediate the relationship between peer support , Supported
and organizational citizenship behavior. \

H11 Employee retention will mediate the relationship between human pported
resource management practice and job embeddedness. A

H12 Employee retention will mediate the relationship between Su
organization learning culture and job embeddedness.

pported

H13 Employee retention will mediate the relationship between Not
transformational leadership and job embeddedness. Supported
H14 Employee retention will mediate the relationship between port Supported

and job embeddedness.

Table 4.83: The Summary of Hypo Tests' K d
Result .

Hypothesis Statement Analysis In g' _\L}

H1: Human resource  management H agement practices is
practices are positively related to Supported significantly  influence
employee retention.

learning culture is

H2: Organizational learning culture is w i
positively related to employee retention. S% ositt nd Qign’rﬁcantly influence

H3:  Transformational  leadership s
positively related to employee retention.

leadership shows
nd_ insignificant influence on
tion.
H4: The peer support is positively rela support is positively and
to employee retention. nificm influence employee retention.
H5: Employee retention is positi Sugport playee retention is positively and
related to job embeddedness. lsig antly influence job embeddeltil/ness. |
H6: Employee retention is itively Employee retention is  positive an
related to  organization  citizenshi \Sﬁ ecf" (iii?niﬁcantly influence organization

behavior. \ ! % izenship behavior.

H7: Employee retention &E iate._the & Employee retention is significantly
relationship  between WQaO 3u &t}d mediate the relationship between human
management practice { a rg ? pP—-) resource  management  practice  and

d/
=] =]
o)

Q =

me 4o

3 S®3
§ -}

=i

D

citizenship behavior. b organizational citizenship behavior.
H8: Employee rt%-will N Employee retention § significantly
relationship e or nal ‘g mediate the relationship between
. . ¢ upported L .
learning  cult nd  organiza |on% organizational learning culture  and
citizenship bﬁ& ) organizational citizenship behavior.
H9: Emp o?egbgetention will mediate tl Employee retention does not mediate the
relationship tween  transformational Not relationship between transformational
leaders organizational citizenship Supported leadership and organizational citizenship
behavi behavior.
: oyee retention will mediate the Employee retention is significantly

p between peer support and
organizational citizenship behavior.

mediating the relationship between peer
support and  organizational  citizenship
behavior.

Supported
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H11: Employee retention will mediate the
relationship  between human resource
management practice and job
embeddedness.

H12: Employee retention will mediate the
relationship between organization
learning culture and job embeddedness.

H13: Employee Retention will mediate
the relationship between transformational
leadership and job embeddedness.

H14: Employee retention will mediate the
relationship between peer support and job
embeddedness.

Supported

Supported

Not
Supported

Supported

Employee retention is significantly
mediating the relationship be human
resource management practicey and job
embeddedness. a\
Employee retention Q’% significantly
mediating the r ns between
organization learning culture and job
embeddedness.

Employee Retention not mediating the
relationship transformational
leadership andly beddedness.
Employee IS significantly
mediating (*1ship between peer
supp SS.
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