CHAPTER 4

¥
DATA ANALYSES A
N3

4.1 Introduction
This study aims to investigate the effect of le Cbel exchange and
organization learning Culture on Human Resource Managemen arWyees’ job

"X
satisfaction among public sector employees in ultanate dm@\/lore

specifically, the study attempted to investigate ct % zati@l~ learning
X"

culture (OLC) and leader-member exchanw nsru'? (LMX) on@ﬂan resources
management (HRM), which consist o\%wsation, r d ar@"aining, Work-life

balance, career development and j@,jtisfactio.\l‘higc p@*presented a detailed
l 2 N
description of the method use%lyse%e r S 05/{33 tables, procedures and

statistical results. It also preﬁte~ eT sult‘s% e respondents' demographic
data collected. % ' 0’

4 ¢ &
The researc erforn]e \er statistical analyses on the collected data to
answer the rese&h sti i '
a ‘

first step_to is&)v r%a the missing data, extreme and outlier data

study sampIEi
\
using iS(, tistica am. q%reover, The researcher verified the normal

The(r_’s;ééarcher used descriptive analysis of the

dist n of the data. In t@ond step, The researcher conducted confirmatory
f Nalysis (CFA) of the first and second order using AOMS statistical program.

rding to Gopal (2017), Confirmatory factor analysis (CFA) measures whether a
et of constructs are influencing responses predictably. For heterogeneous construct,

(multiple factors), "hidden" factors can be determined and split into four factors using
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Factor Analysis. The concept of reliability assumes unidimensionality, thus, allowing

us to undertake further tests through the use of dimensionality. Unidimensw

(homogeneity) implies items measure a single latent trait or construct. If thi@ption

is violated, it does cause a significant underestimate allowing us to e further
reliability tests. Factor analysis is a commonly used tool to extract'@ smaller set of

underlying factors that summarizes the essential informatioQ of awlarge number of

In the third step, the researcher used Structural Equation M dMM) to test
B

| NV
ariables b e#c@ and

endent varj es). EM enables
N

ith m@;qe dependent
for@‘fve). SEM is often

g\z@'e. It combines factor
N
analysis with linear regressio ing tS‘ allo statisttia:}’ examination of theory-

&
based-latent variables by m u}gdir' 0 rva@icator variables. Also, SEM
evaluates the fit of %ZII ::;ej:ltl m@l as well as the strength and
4
significance of th %@ionshi be@ exogenous/endogenous variables.
Moreover, SEM,ShedSilight eoret@%ausality of relationships between latent
¢
and observe %bles nds:% %eé@archers decide whether to accept or reject
NN
hypothe% a

variables.

the complicated statistical relations between the st

analyzing all variables (independent, mediator,

the researchers to simultaneously analyse

variables and links directly with indica\%@ reflectiv

the term advanced version of genefal linear mo r

tionships ‘opal, ).
N
S
4§. Nographic Background of Respondents
Q Table (4.1) shows that most respondents participated in this study. Males were
1.2%, n = 405), while females were (28.8%, n = 164). Table (4.1) details showed that

males outnumbered their female counterparts. This gender imbalance in the sample
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reflected the real situation of the public sector employees in the Sultanate of Oman in

the different Ministries. T
N

Table (4.1) illustrates the information about respondent"'academic

qualifications, table (4.1) shows the majority of respondents have a bgchvelor order
(42.5%, n = 242), while 29.3 % (n = 167) have a master order and 1Mn:75) have
their diploma. Furthermore, 7.9% (n = 45) have a high secondar} WFnIe 7% (n =40)
completed their PhD.

Table (4.1) shows the participants' experience itwas r that most

ars. Follo py@% (n
S. % the @sm also

pe‘ien betw, 6 to 20 years
1

S, @% (n=19) have
T%l D@nogr iC V. '\e
\ N

(29%, n = 165) have work experience of more than

=137) who have an experience between 11 t
explains that 22% of the participants (n = 12%

while 21.6% (n = 123) have experlenc% fwaan 6 to

experience from 1 to 5 years.

Percentage

Gender
73.4
26.6

3.0

21.7
24.6
21.9
28.8

Experience

Quanfié@': ’ D)
k@? School 62 9.2
ploma 88 13.0

achelor 288 42.6

\ Master 191 28.3
0 PhD 47 7.0
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4.3 Initial Assumptions for Using Structural Equations Model (SEM)

Before starting the main analysis, the process using structural equation T
The researcher should provide an in-depth explanation of the data that T@cher
has collected from the study population. This step is crucial becausef*;rlbes the
data and its suitability for analysis, the diversity of the program usedgand the type of
statistical tests used to analyse the data description and answeﬁé‘% questions.

The data for this research use statistical softw s SPSS. SPSS

program is a software product used for statistical analysis.%ordi ng (2018),

w R &
SPSS can handle large amounts of data and perform all the analyses covered i |n the text.

The program, called Statistical Package for th i Scien&: rel@ in 1968

i \rogra@n the social

rch @%urveying. SPSS

t,\@re packages and user-
S
friendliness used for data analysi (3.
In this chapter, the %er J the dé@and made sure that the data
|tyt t

followed a normal dis% Norm

values and outlier %also

characterized b omesced L|n Below are the steps used in this study

to analyse t 4 (')

D)
431Dac nf
{Y‘

Aia screening is man@ry to avoid encountering problems at a later stage of

a and to improve the model result (Gallagher et al., 2008). Particularly in this

Q , it is purposely to ensure that the data had been transcribed efficiently by looking
t

he inconsistent responses by checking the missing and outliers data to confirm the

and quickly became one of the most Wldw d

sciences, including in healthcare, gowa’ market

was chosen because of its compatl lity, with mo %s

la at the data was without missing

“v

oM oIImeanty and that the data were

"7/

data had normal distribution (Pallant, 2011). Additionally, it is considered a critical first
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step when dealing with multivariate statistical techniques to certify that the data entered
are error-free (Hair et al., 2010). Data screening was utilized by detecting anyw
range values’ using the ‘descriptive’ and frequencies commands throu@tlcal
Package for Social Sciences (SPSS) version 22.0. *

As previously explained in Chapter Three, due to thchcumstances

accompanying the coronavirus pandemic, the questionnairew"was delivered
Khe

electronically and randomly; 593 respondents were obtain 'esearch society.

The final sample size (569) exceeds the minimum sam ize r nalyse the

Cu N

research framework. Since the original dataset contalned the data type strlng depicting

- —

the responses captured based on a Likert scale that_ranged from strongly disagree to
Y~ ON\NY W
strongly agree. It is needed to be converted to a digital data type ranging from 1 for

LY (o D

strongly disagree to 5 for strongly agree to facilitate the SEM usi\g}g AMOS package.

: N i 4
The researcher used five Likert scales to give respondents varied choices from different

NP o RSN

alternatives, consequently increasing the scale’s reliability. According to Gopal, 2017,

AN NJ W

Diversity in response is vital in reliability analysis. When there are many options for

- VT 1 ¥ =

respondents, and they in_swered variably, that would increase the reliability value.
D It

Therefore, the researcher employed this scale (1-5) to give respondents various options

\ ?
and to obtain hlgh rellablllty scores fThe reéééﬁdents demographic profile is explained

in detail in t ecb'Dwm sectl (jj
43, 2 N k Te V) \ﬁ
v

rmallty, the fundan@f assumption in data analysis, refers to the shape of
distribution for an individual metric variable and its correspondence to the
0 al distribution. Hair, Black, Babin, and Andrson (2010) term it the benchmark for
atlstlcal methods. The variation from the normal distribution needs to be small. These

tests resulting from the analysis are invalid for significant deviations. For large
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variations, There are several ways to describe the distribution if it differs from the

normal distribution. T

In other words, normality for each variable may be checked in s@g}vays,

such as using a histogram with a normality plot and the Kolmo —Smirnov,

skewness and kurtosis value. As Kolmogorov-Smirnov normality test is susceptible,

standard skewness and kurtosis are adapted in this study since skewness and kurtosis
Y.

are among the most popular approaches in describing the s rlibution of adata

set. .\d‘ -

Skewness looks at the distribution balance, w it is céntr sjm.r@c) or
it shifted to the left or right. It measures the s of distri n, a@gkewness

values falling outside the range of -2 to +2N® a snkista ially sk@g.distribution

(Hair et al., 2010). Kurtosis, a meaw )awedness Iatrégof a distribution

compared to the normal distributio(% a reco \em?d pg?“from -7.0 to +7.0, as
ﬁ y N

per the recommendation of Co&%Steeﬁ (200%).4 @
RN

4.3.3 Normality Test for (Q;C Lr\/’X %\
Table (4.2) sh all the resuis;‘ 6f~sE§wness and kurtosis tests of the
t utic@

'3

mediator variable arégorma in| use all values are between (-2, +2).

The skewness value Leader-

p |

value is (-0.794); while the sta rtfde@ on did not exceed plus or minus 7. Also, the
%v N
skewne% are ﬂL&CJ}VG, wltﬁw means that the skewness coefficient indicated
thatm&@ta are curved to the | hese results prove that the data of the independent
&

é%are of high quality and valid for the statistical analyses.

ere ge (LMX) is (-0.266), and the kurtosis

On the other hand, the skewness value for Organizational Learning Culture

QLC) is (0.165), and the kurtosis value is (-0.887), while the standard deviation did

not exceed plus or minus 7. Also, the skewness results are all positive, which means
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that the skewness coefficient indicated that the data are curved to the left. These results

prove that the data of the independent variable are of high quality and valid for SITI

analyses. C}

Table 4. 2: Normality test of Skewness and Kurtosis for independﬁ&ables

Variables

Mean
Std. Deviation
es
srﬂ
1ation
Kurtosis
Std
tionError

[
Z
-

qDevia

Leader-member
exchange (LMX)

w
N
..8
s
2
,qh
75

In\?:ﬁ:g?eint organizational
learning culture 2. QQSW TSE\ 97 195
(L) . 3\ {\
The histogram (4.1) for the lndMnt V. r abl Iarge deviation in

s o g anlng the data were

the data. Most scores fall W|th| e orrR
normally distributed and can mcm tat y for scientific research.
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4.3.4 Normality Test for ( and 'Jop sfac@)
Table (4.3) shcwt aIQ e ts‘o{g ewness and kurtosis tests of the
mediator variable @mal @mbutlo&}ecause all values are between (-2, +2).

The skewness ya ort me orﬂlmegsmn of compensation, Rewards and training

is (0. 193) tosis alu7ls -0. 9@)’ while the skewness value for the dimension

.

of car opment I -01545) the kurtosis value is (-0.310), and the skewness
va e he dimension of wb&k’llfe balance is (-0.246), and the kurtosis value is (-
‘@ Additionally, the standard deviations for all dimensions are not (+7) or (— 7).
00 The skewness value for the dependent variable (Job satisfaction) is (-0.293), the

kurtosis value is (-0.901), and the standard deviations for the independent variable are
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not (+7) or (— 7). This implied that the data were normally distributed and no severe

violation of skewness and kurtosis was observed. Therefore, the data m?'me

requirement of further statistical analyses. (;

Table 4. 3: Normality test of Skewness and Kurtosis for me ariable

(HRM) and Job Satisfaction (J Sati) ?

(0p]
% g
N > mo
Variables § o s S 2
> o =.
S O @ i)
w s 5-
A~
(Cop,R&T) 2814 1125 1 :
(HRM-CD) 3.276 906 -3 ) 1 95
Mediator (HRM-WLB) 3.930 .665 .& -.687~.,'.195
. Job %T
Variable
. -9%1 .195

Satisfaction 3.607 \ég?,
(Jop
satisfaction) x

ent (

*Human Resources Manage J an n
AR/S
a ‘-')
As discussed previous \ | st d ed tqﬁ%stlgate the effect of leader
member-exchange reI (LMX) and the pr@ﬂlonal learning culture (OLC)
on human resources ana ent R‘ hfg SIStS of compensation, reward and

op and job satisfaction.

training, work- |If&] e, cateer
o)

I
A hIS tes ??{o %ck the data normality assumption of the
he'no

regreSS| -t }h ity of data distribution. Figure (4.2) indicates
that th S|gn|f|can dewatuiﬁ the data, and the majority of the scores fall within
t mallty threshold, WhICh means the data were normally distributed and can be

0 vmcmgly used statistically for scientific research.
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Figure 4. 2: Normal%tgl tloLj andj% isfaction 4.3.6 Missing Data

Missing d S areh ru ather th@:an exception in quantitative research.

Missing value twh n da qlst 8gyarlous codes to show a lack of response,
resultingl %nfor ation | s(S ﬁaier and Graham, 2002). Dong and Peng (2013)
indica a missin atfof o to 20% was communal in psychological and
ed &&I research. \q,

‘% In this study, the researcher distributed the questionnaire electronically to the
Oearch society due to the circumstances accompanying the Covid-19 pandemic. The

absence of missing data characterizes the electronic questionnaire, and that is because
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the respondent cannot send his response in the event of missing data. Therefore, there

are no missing values in the current data at all. Yv

4.3.7 Outliers (’}
Outliers affect the statistical research treatments, and if the resa;q does not
treat the outliers or delete them will obtain inaccurate results. Ac&ding to Abdul

Salam, 2006 reducing or permanently eliminating outliers astitive effect on
object

getting logical results that contribute to achieving the st i\‘es. Outliers are

""cases in which the values are much greater or less than t st of hekmsgdthe ata."
"X
(Ibrahim, 2018. p. 182). | _S
Some statisticians attribute the reasons xisteric tIieQYTthe data

to a set of reasons, including the errors that cﬁjmﬁnte\' data@%g researcher
and the responses provided by the respohdents while answeging. S@ icians have listed
some ways to deal with outliers, d@ng on \au% @Ue in the study. If the
variable is not essential or not \a%tend&j for astudgﬁtﬂ\en the outliers should be

deleted, but they can be pr %if th Iers are ﬁéf) the intended study sample
and have an effect on té?gize Jﬁ;ﬂcd@atments (Gopal, 2015).

Outliers ar QQ&)rtant| \r‘;e he ﬁgte meaning of the research data.
Treating the is&&utli \y'y si@t‘am in hierarchical regression because
outliers repr sg@ses ho‘se orés e(fsabstantially different from all the others in a
particul% t (Byr }O). T@ssumption is essential to assess because it can
inflwﬁthe parameter est@? (Tabachnick and Fidell, 2007). Its asses the

@ion based on the assessment of multivariate outliers. Univariate outliers within
ontinuous variables are cases with z scores above 3.29 (Tabachnick & Fidell, 2007).

ecause the data were already converted to z scores, numbers above 3.29 were easily

detected simply by looking at the range of the data. Removal of the univariate outliers

116



did not significantly improve skewness and kurtosis values, so they were left in the
dataset. T
Pallant (2013) suggests further investigating the Cook ‘s Distance&@}f the
identified cases before taking any action. Cook ‘s Distance value pro jagnostics
around whether those cases have any undue influence on the results.Y.
The cases with Cook ‘s Distance values larger than 1 constitute a potential
problem (Tabachnick and Fidell, 2007). An inspection of t X:f?ook ‘s Distance

showed its maximum value is 0.3, which is less than 1, esting w no major

L
problems and, therefore, the ten cases were retain@nt, 2013). ' _\C}
After analyzing the data, the results sho the total er of\r/gbondents
who responded to the questionnaire electf@nic Wﬁfhmplgég.(males and
A

females) in the public sector in the Sultanate ofOman.

ed Qnalysis to confirm
O

the outliers, the number of respondewose ans\w% n t@et the required quality
'}' y N

was 24 respondents, and they‘éelete , SO tot(aé@mber of valid data for
canalization was 569. The hthi ifi @he descriptive analysis of the

demographic variables%

’ &

4.3.8 Linearity \ ' \ %(J
Linearitw \u@ S

te@{ed for analysing—Ilinearity assumption
using to ide nlingarit

él?which could result in underestimating the

- - - \ - -
strengtl‘% onships, | im (2-&&) illustrates that the extent to which each or both
variﬁ&jeviate from the as@ion of a linear relationship affects the size of the

c ton coefficient. According to Ibrahim (2018), the extent to which one or both

b )

variables deviate from the assumption of a linear relationship affects the size of the
orrelation coefficient. Gopal (2017) argued that scatterplot diagrams examine the

relationships between variables and detect any nonlinearity that could affect the
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correlation. The researcher conducted a series of multiple regressions using a
studentized (SRED) residual pilot against each of the predicted dependent varialgs*to
examine the linearity. Visual inspection of the residual plots showed that the Scores
were scattered randomly with no distinct pattern, thus, suggesting that thi‘é assumption
was reasonably met. Finally, the lack of evidence of severe viglations of the
assumptions justified for the researcher to continue with his anaiysis ahd then answer

the research questions as mentioned in Chapter One.

Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: Jop.Stis

1.0

0.8

0.6

0.4

Expected Cum Prob

0.0 T T T
0.0 0.2 0.4 06 08 1.0

Observed Cum Prob

Figure4.8: Normal P-P Plot To Linearity Test

Linearity assumption assumes a straight-line association between the predictor
_énd criterion variables, and homoscedasticity assumes that the scores are relatively
equally distributed about the regression line. Homoscedasticity assumption and other
regression assumptions, such as linearity, were thoroughly assessed through the
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examination of scatterplots. It was interpreted through the standardized prediction
versus standardized residual regression scatterplot. The presence of a rect?'ar
distribution, one with no recognizable pattern, indicated no homoscedasti@blem

in the data. This result suggested that the assumption of homoscedasti ds for the

data used for academic research. ?
4.3.9 Homoscedasticity z '

Another significant assumption of multivariate i mosc dchording
X

to Pallant (2011), Homoscedasticity refers to d ence [relati sﬁip.{%mong

variables. The dependent variable's variance | the p'r i va@%s‘ range

should be the same. This test ensures that théxelati sh'ﬁs between de@ggnt variables

(DV) and independent variable (1V) ar\ iiyaptured by using aréﬁal variance value

at each predictor variable value. ‘ _: >\T /{\
Y a N

Homoscedasticity assumptions met; the points plot will appear as a rectangular

ON N

band in a scatterplot. The band will be narrow if the variables have a strong relationship.

a W F ¥ =

Pallant (2011) argued that the band becomes broader if the relationship is weaker. Also,

| D Iml L, S

if the pattern of points is curved instead of rectangular, the assumption of linearity is
AN ' ) <

violated. Moreover, if the band of points is/narrow at one end than at the other, there is

£ e DY
a violation of the assumption ofihomogeneity of variance. Hair et al. (2010) explained

Qe | )) &

that the violations of the assumptions of linearity and homoscedasticity might be

W/ e T

correctable through the transformation of one or both variables, similar to the
"“ 4

o
transformations employed for violations of the normality assumption. Figure (4.5)

—

Giicates that there is no violation of the assumption of homoscedasticity.

119



Scatterplot

Dependent Variable: Jop.Stis Y.
a—

Regression Standardized Residual

Regression Standardized Predicted Value

\J
Figure 4. 4: Normal P@JFO onos astlct est

4.3.10 Conclusion cq ,<\
Through the prelimmaétyses{1 the eaearo(f%? summarized a set of
conclusions about the dat SMS the g valu%and the outliers that would
] and |‘e N@% scientifically and statistically.

positively affect the ac% the dat

4
Descriptive detalls% giver
distribution of le%tha indi

#
measures of s ss and ku

—t

he 4grllt study sample, and the normal
d its(t-'j&#nallty was confirmed through the two
sig. |w"§§ valid for advanced statistical analyses by
statistic p 0 ,the Im%\ity of the data, the graphs indicated the linearity
and etry of the data. For (t?;’research variable stability, the result of the internal
c cy according to the Cronbach Alpha test summarized an excellent result.
Therefore, the researcher can start practical analyses to answer the study questions.

4 Confirmatory Factor Analysis (CFA)
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confirmatory factor analysis is one of the analyses used to verify the construct
validity of various measures built-in light of scientific theories based on p?ﬂus
studies. Therefore, these analyses are based on agreed indicators and s@&s for
explaining and extracting results, judging them and evaluating their ity (Gopal,
2017). There are two types of confirmatory factor analysis. The firstgype is the first
order of the confirmatory factor analysis, also called no -hMical or normal
confirmatory factor analysis. It assumes one, two, or sev rlmlallues and relates
with its own measured indicators. The second type™is, the sec (ir of the
udy, The r art:h&ﬁ%'r%‘not
alysi36 e i%&hced the

confirmatory factor analysis, called hierarchical. In t
limit to the first order of the confirmatory f

second-order confirmatory factor analysiw e hierarchal co atory factor

analysis) to compare it with the exp& ;orDmodel th ear@is studying. The
hierarchical confirmatory factor %sis dis\:rie S }K ariables items into

S
hierarchical ranks and levels comerenc tw{e? the concept's disparate
components (Gopal,2017). (Mr, t] earcher @ on many indicators to prove
ordi

the quality of the pro el. Ac
4 ¢ &
the ﬁdence of the construct validity, which

the indicator's qual'w stanf i

are considered s{&nter \iﬁ'e resﬁﬁnd the researcher's outputs in this type
of analysis. %
4.7.1 T@Irﬂ a ?inc

Aexplained previousl@\é confirmatory factor analysis is one of the analyses

\verify the construct validity of various measures built-in light of scientific

heeries Figured based on previous studies. Therefore, these analyses are based on
greed indicators and standards for explaining and extracting results, judging them and

evaluating their quality (Gopal, 2017).
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Two conformity quality indicators are considered the most widespread rankings.
First: Indicators of absolute conformity fit the model on a general level to p??!ud
model. Second, the Comparative fit indicators estimate the proportional i \ment
in the assumed model proposed by the researcher (lbrahim, 2018). *

The analyses of this study relied on these standards and indicators that the

researcher will extract from the AMOS statistical program to 'Me quality of the
i;ort

confirmatory factor analysis and other structural analyses. ?nt to accurately

e res rdeing the
ay

quality of the models, structural equations and staﬂs@galyses Ta . 16 iﬁavs the
he

most important quality indicators, which depen@ Q ry f%‘gr—analysis
&

Chi-square (CMIN) is one of t ost important indi tor@‘good fit. It is used

clarify these indicators and standards to be a reference

and the structural modelling. or\

to evaluate the hypothetical, theoﬁ'si mode ,\h\sL?ue tg:}he sensitivity of this

N\,
indicator to the sample size, i%able for smal sanzgigs’. This indicator will be

rejected in the cases of large.sam (T ,2047). T “high value of the Chi indicator

indicated that the inter% ix included i :bé a@sis resulting from the sample is
’ &
different from thel%obtair he zg.ysis. And when there is a statistically
significant critiw (P)pthi
¢
sample dat GW the! low
S ) S -
StatIStIC% cancg, indieated tha&ﬁere are no fundamental differences between the

icatﬁ*’misﬁt of the specified model with the

i
ué o{jﬂ-square, accompanied by the absence of

two qmatkices. This leads to a@nent that the model matches the specific data and

t \ and the value of zero indicates an exact fit of the model (Hassan & Abdel

3 h, 2013).
To accept the actual model of the estimated model for the data under test, the

result of the Chi-square must be between zero and five, in which zero indicates a perfect
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fit, and when the result is close to five, it indicates a weak fit. Also, when the result of
the Chi-square is less than two, the quality of the chi-square is high (Ramadas

2018). However, in the case of large samples, the chi-square can be used@h the
Orders of Freedom (DF) by extracting the CMIN / DF square by d|V|d|rr§A@h| -square
on the orders of freedom.

it for the research

The Root Mean Square Error of Approximation (RMSEA)is"one of the most
critical indicators in this type of analysis. It measures the fi
ali

community and indicates the extent of the theoretical m u 017) The

n (RMS |ﬁd®nges

or is clo ero,.l\tjﬁdlcates a
good fit. In contrast, if the (RMSEA) in

N
(‘ >@\e 1), iQfS\;vs errors in

approaching the sample population (Ramadas & Satish, 2018

value of the Root Mean Square Error of Approx

between zero and 0.1. If the higher result of thisgi

According to Gopal (2017), oodness d @FI) is an alternative to

Chi-square. The value of a Go dex (GFI)3 ethu zero and one; whenever

the value of the Good Fit Iqe\s I ualyto on$ﬁ%s indicates an exact fit. The
cen

GFI index is used to eI tag of'va@ce and covariance for the model

assumed by the res her In S, to t extent can the hypothetical model

provide us W|t tion e reI or assume or put the analogous model
o (,)

in the rese C ty’> (J

Iculaﬁ ‘poodn.&\of Fit Index (GFI) and focusing on the number

of f rameters in the m@lt results in a new indicator called the Adjusted

s of Fit Index (AGFI). Adjusted Goodness of Fit Index (AGFI) corrects the
v of GFI by decreasing it when the complexity of the model increases.

There are four types of quality indicators for confirmatory factor analysis. First

is the normed fit index (NFI). This indicator is used to compare the value of the Chi-
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square of the model with the value of the Chi-square for the null model. The NFI value
ranges between zero and one. According to lbrahim (2018), the value of the NFIW
than 0.90 indicates the quality of the model, but some statisticians acce@\/alue
greater or equal to (0.95). A
Tucker-Lewis Index (TLI) is the second quality indicator for confirmatory factor
analysis. Also, it is known as the Non-Normed Fit Index (NNFI). It 1s/used to solve the

problems caused by the Normed Fit Index (NFI) because o e |t|v'ty to the sample

size. This indicator considers the orders of freedom and applies th Wpothetical

"X
and the null models. The sample size, less than 500 dents; we ni tf@med
fit Index (NFI) result. Statisticians recommen e valde nogarmed fit

—t

index ranges between (0 - 1), and the qualitysof the ind

es c@r’nity when it
9
pihdicators invented by

N
vement.n the fitting implemented

exceeds (0.95).

Third: The Incremental Fit% (IFD) \he%

"Pullen™ in 1989. It estimates th%rtio

by the assumed model by t &ﬁchl
the incremental fit ind% between (0 1‘2.'W®1 the quality of the index exceeds
v/

0.90, it indicates the“fit. ' é_}
Finally, Zhe pa nde '(8FI) is a modified form of the Normed Fit
¢

!
Index (NFI) hmsi red ofie of trt(}?st indicators based on the comparison. It is

S velsdide -
based o ing th ‘quareqi%e research model to the value of the Chi-square

i
=

d wi e basic model. The value of

D

of t pendent model. Th«@l’value ranges from zero (which means no fit) to one

Neans there is a perfect fit). When the value of this indicator is more remarkable

G (0.90), it confirms the acceptance of the theoretical model.
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Table 4. 4: The quality indicators of conformity models

Indicator name The indicator code The indicator quali
Chi-Square CMIN CMIN2 >\
Order Of Freedom DF
Chi-Square Standard CMIN/DF CMIN/DFS5 >
Root M_ean $quare Error of RMSEA RMSEA0.07 >
Approximation
Goodness Of Fit Index GFlI G 0.90
Adjusted Goodness of Fit AGEI £10.90
Index
Normed fit index NFI WIOQS <
Tucker —Lewis Index TLI TLI0.95 <
Incremental Fit Index IFI IF10.90
Comparative Fit Index CFI IC
Radwan, (2018) A
D [ Ji1S
s X
4.7.2 Validity i \ V{y

Validity is of great importance w tific

various types of validity, but constrtfmn lsth\ej cr&a for the researcher

. . : A
using the confirmatory factor anag hrw construct \(@dlty, the researcher can
q Q—
assess the extent that the th&{ | mwratebi‘ﬁts the actual data of the
\
phenomenon studied. str% validitl n @

has d into Concurrent Validity and
)% &y

Discriminant Validity (Al-Barek etaf,
The Conq‘{t lidity elaborated e extent of participation and closeness

N
of the studied@e items wi e?Jh cﬁk%‘r’in the same variable. The highest loading
values of Qdicatfor that'm sgééﬂ,e item are evidence for Concurrent validity

(Gopax%f While th discrin@ﬁt validity is to differentiate each variable from the
C.)
o:wrlable, and they are%t related to each other, each variable achieves and

res only the goal for which it was set and does not relate to other variables.
Ocordingly, achieving discriminant validity is through the absence of

@D

e
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multicollinearity, which indicates that the variables are not similar and each variable

represents itself (Al-Barek et al., 2013).
For the researcher to accurately complete the confirmatory factor 6@5 first

and second order), extracting the validity results and highlighting the ity models

removed from the confirmatory factors analysis is important. ?

4.8 Confirmatory Factor Analysis of (LMX) and (OLC z l
The researcher entered the collected data into the 0S OWOWing the

2
factof analysis (&@Eer-

! He star th t@?rst-order
\ X

ed the model

scientific steps in the analysis to obtain the confir

member exchange and organisational learning

<
=R
=)
~—
<
T
S
=
<
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5
@
=
@
w
@
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=
o
>
@
=
o
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4.8.1 First-Order Confirmato%r analysis

The researcher entered “the ja in“\the A%Qk)s program to obtain the

confirmatory factor ar‘% del first or :‘ lTI-»@t)nfirmatory factor analysis first
’ &

order goes through ructurec‘ ps to.extract the results. This type of analysis

is considered a gumulative anal ‘Qdepending on the results extracted from
¢

!
the explorat Sf@or analysis<Qf Igadﬁr(;raember exchange and organization learning
%h NN

culture % oadimsé)f)zﬁir eigs&alues according to explained previous results.

e researcher uses the\n%Ximum probability method in the confirmatory factor
a \ to achieve the maximum possible convergence between the variance and
ovariance of the model matrix and between the variance and covariance matrix of the
easured indicators. Also, this method provides the researcher with accurate estimates

of the model parameters when the normal distribution of the data is available.
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Additionally, it keeps its outputs' accuracy in case the data deviates from the normal

distribution. Also, it provides excellent statistical and conformity indicatorsw

analysis process not offered by other methods (Gopal, 2017). (’}
The researcher examined the quality indicators starting fro hi-square
value of 575.36 (Acceptable quality). The chi-square value indicated a significant

relationship in the proposed model and did not fit the data as required, which is
considered a positive result of the model. Research previo Egest d that the value
of the Chi-square is very sensitive for large samples. rder WValue was
B
Yw
value (P value) v@.OOl,
the @ odgl?? the first

d in J@;se of large
to @ﬁt from the Chi-

T§~by dividing the Chi-

175 (Excellent quality), and the statistical signific

making the researcher decide there was no quali

order. As previously mentioned, Chi-squ

samples as it is in the current study; E) it is possi

square and orders of freedom to e the stan

square on the degree of freed% result of gssta Chl -square was 3.288
t ex

(Excellent quality), and si %esu @lve the result confirms the
acceptance of the actu COI’ the stim d

It is also w; notlng| Root%(d.ean Square Error of Approximation
(RMSEA) resul &058 \t:;qua { This result indicated a fit and quality of
the estimate uct odel r the @carch sample data. All the indicators showed

<?;.—

excellent’q es exgept ‘,CMIN-B/hlch showed acceptable quality. The Adjusted

qggko Fit Index (AGF@IE; is 0.9 (Excellent quality); the Normed fit index
( 0.958 (Excellent quality), and the Comparative Fit Index (CFI) is 0.97
ellent quality). The Goodness of Fit Index (GFI) value is 0.924 (Excellent quality).
e Tucker-Lewis Index (TLI) is 0.964 (Excellent quality). Finally, the Incremental Fit

Index (IFI) value is 0.97 (Excellent quality). Through the previous indicators, the
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researcher can judge that the proposed first-order model is of high quality, as

recommended by the statistical experts. T

Table 4. 5: First Order loading indicators of the Leader-member e@ and

organizational learning culture (Independent variables

Indicator code Quality indicator The result q he quality
CMIN CMIN <2 575.36 cceptable
DF - 175 Y Excellent
CMIN/DF CMIN/DF <5 . .i Excellent
GFI GF1 <0.90 | Excellent
AGFI < AGFI10.90

Exeellent
NFI NFI >0.95 . elle
TLI TLI>0.95 .964 Iciﬁ&
IFI IFI >0.90 97 Excellent
CFI CFI>0.90 0.97 » Exeglent
RMSEA RMSEA < 0.07 Y~ 0.068 llent

575.360 Chi-square
175 df
-.000 P
3.288 cmin/df

970 CFI

-964 TIi
970 1F1 24
-958 NFI
-900 AGFI
-924 GFIl
-058 RMSEA

Leader
Member
Exchange

ODrganizatio
Learning
Culture

Figure 4. 5: First Order of the Leader-member exchange and organizational

learning culture (Independent variables)
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After being satisfied with the model based on goodness of fit indices, the
researcher moved to analysis of the standardized values, the standard er
significance, the T-ratio or the critical value (Critical Ratio), and the Squa@tiple
Correlations (SML). Table 4.6 shows the total number of the indepéﬂkvariables
items was 21 items included in the analysis. Also, the standardized e between the

variables and their items exceeded 0.5, which means that the varmas related to its

,Chile'the value of the
indi t&)&@de standard
Yw

2
error is not small or close to zero, so it is not significant;moreover, it is O'C@rable

items well. The standardized value ranged between 0.642 -

standard error was limited between 0.026 - 0.036. Thisr

to one, which suggests it is inaccurate. & NV

The results shown in Table 4.6 indieated
the critical value, was greater than 1.964at a 19

4.6 shows the entire standard is stati§tically sig

multiple correlation coefficignts b L indi % e percentage of the variance
in the index, which ex%ttwhich eas r:;d in@( the item belongs. The multiple
’ &

correlations factor &Qanges' to g_and when it is close to one, it is more
reliable and ha\hgqual' ccurér’Table 4.6 shows that the correlation
e:

5 ‘ )
coefficients between 18.958 (JB .351, indicating the measured indicators'
stability%

igure 4.5 and Table 4. extracted for the independent variables' first-order
g &3¢

CEXME tory factor analysis model (leader-member exchange and organizational
earnin

g culture). We note that some of the independent variable items entered from the

D

A\
W,

ploratory factor analysis have been deleted from the final first-order confirmatory

factor analysis model because the correlation and loadings of these items with the other
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items didn’t reach 0.5. However, to improve the model, the researcher used the
modification indices and linked the standard errors of the items that belong to tw
item in the variable. Nineteen items from the independent variables W€®d; 8
items of (LMX) are (2, 3, 4,16,17,18,19,20). Additionally, 11 items%C) were
deleted, which are (1,2,3,4,5,6,13,14,15,19,20). Y~

Table 4. 6: First Order Loading indicators of the confirmatory factor analyses

N
Path analysis Standardized Estimate .E.' ék:d; SI%C

Regression

of the independent variables

0.712 0.032 22514 0.527

o

LMX > L6 0.845 0.9 o.ost 68 ‘0714
LMX > L8 0.829 985 ?2 453.-"0.683
LMX > L_14 0.862 0 0.0523'0.744
LMX > L7 0.835 987 = 0035 2 449 0.697
LMX > L.11 0.788 .874‘\ 034 25757 0.621
LMX > L5 0.77 (ﬂ 0.8 035 425216  0.607
oLC > 012 0.853\ 1 02€_)88.351 0727
oLC > 009 0.848 ‘Q{i 033 29.362 0.719
oLC > 018 i—) )Liw 031 29.19 0717
oLC > 038 . a O %4 28.025  0.692
oLC > 07 873 480.034 25951  0.634
OLC > 0.10 8645, 70.027 31.44 0.636
OLC > 016 0.844> 0032 26.115 0.631
LMX > L 64 [ Q 004 18.958 0.413
LMX > |__1") 719 s ,0803 0036 22207 0.517
LMX - 3 9 /862  0.036 23.668 0.561
LMX > L._%Qs < 1 0.743
LMX > N &7 0995 0032 31505 0.778
LMX - \10 (U 1015 0027 3799 0.73
oLC s‘fg_n I e 1 0.774
oLC 17

*20 5 P
N2
Vi \cond-Order confirmatory factor analysis for the Independent Variables
: After the satisfactory result of the first-order measurement model, the researcher
a

mines the second-order to ensure which model best fits the data, as shown in Figure

4.6. Referring to the Model Fit outputs and Figure 4.6, a set of analyses can be
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summarized to ensure the quality of the second-order model. The results showed that
the Chi-square values 575.36 indicate acceptable quality for the proposed mode?'ﬂe
second order because it is susceptible to large samples. Also, the model's e of
freedom (DF) is 175, which is considered excellent. Moreover, tk;ﬂue of the
statistical significance of the (P) ratio was 0.001. The Chi-square standard (CMIN/DF)
result indicated that its value was 3.288, which is an excellent remn was less than
5, and accordingly, we judge the acceptance of the second me..

In addition, the results of the quality indicators Sis S OW\ialue root
%it is high quali ﬁq\@z;tes
) is @. nd Q/X’Adjusted

o

Goodness of Fit Index (AGFI) is 0.90. Th Fh\ln (NFI),i50.958, and the

Goodness of Fit Index (GFI) is 0.924: Ee chker-Le i de@l) is 0.964. The

incremental fit index (IFI) is 0.97 ich fu \lﬁth q;@ﬁty requirements and

S
indicates the excellent quality posc!al model .4 (g
madi i ors c@ependent variables

Table 4. 7: Second i
» AP
Indicator code %4 ity indicator/ ' “_The result The quality

mean square error of Approximation (RMSEA) is 0.0

the model quality. The Comparative Fit In

CMIN CMINK ¢4, 57536 Acceptable
DE \ lMJ'K é./ 175 Excellent
CMIN/DF & <54 3.288 Excellent
GFI 90 (> 0.924 Excellent

9@‘) 0.9 Excellent

¥
1 >0.05 0.958 Excellent
: 0.964 Excellent
! ¥ 5 21F1 3090 0.97 Excellent
C

C 0.90 0.97 Excellent
SEA RM&EA <0.07 0.058 Excellent
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575.360 Chi-square

175 df
.000 P
3.288 cmin/df
970 CFI
.964 Tl
970 IFI 24
.958 NFI

.900 AGFI
.924 GFI
.058 RMSEA

Leader
Member
Exchange

Drganizatio
Learning
Culture

€ %""
ecﬁflcf' O{@g of the Leader-member exchange and

culture (Independent variables)

\r?he results presented in Table 4.8 show that the standardized estimates between
Qe tems and its variable ranged between 0.642 - 0.882, which means that the item
orrelated with its factor very well.
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The results showed that the standard error value ranged between 0.04 - 0.036,
and the critical value exceeded its average of 1.964 at the significance level (a ?ﬂ
According to the results, the researcher concluded that the model is accur@% iving
results related to statistical significance. Moreover, all the standardiz imates are

statistically significant, indicating a relationship between the item andhits variable. The

multiple correlation coefficient values ranged between 0.413 - 0.7%8, leading to the

Table 4. 8: First Order Loading Indicators for in ndeT vw
@

judgment that the second-order model has good stability.

Path analysis Sgndard]zed E@ 5.4. R.
egression > -

HC > oLC 0.691 ¢ ~, 0478
HC > LMX 0.756 21 U 7 0571
LMX > L 6 0.845 \p.97 33 *&63 0.714
LMX > L 8 0.82 % 0.98 .025@4.453 0.688
LMX >  L14 0.86& 0.97 0.092.) 30.052 0.744
LMX > L7 0.835 035 28.449 0.697
LMX > 25757 0.621
LMX > 25216 0.607
oLC > 38.351 0.727
oLC > 20362 0.719
oLC > 2919  0.717
oLC > 28.025 0.692
oLC > 25951 0.634
oLC > 3144 0.636
oLC > 26.115 0.631
LMX > 18.958 0.413
LMX > 22207 0517
LM X Qv 23.668 0.561
L M ><<{, 0.743
L M 31505 0.778
L > 37.99  0.73
> 0.774

> 22514 0.527

* 0.<0.05
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4.8.3 Concurrent Validity

The researcher verified the Concurrent validity, as a step of the confi
factor analysis steps, through the loading ratio and the extracted contrast. @1 the
factors loading ratio of the independent variables with its items (see M%s Figures
(4.6)), it was found that the loading value ranged between 0.642 W and this is
evidence that the estimates were excellent and did not reach fusion level or
separation from each other. &. l

Moreover, the results of the extracted variance indieating the n t‘he S

quare
. . | NS
correlation for each item (AVE) exceeded 0.50; th acted yariance [at‘@r the

LMX variable showed 0.651. On the other ha extracte nce&% for the

N\

OLC variables is 0.673. According to currentresults, the;reséatcher j the strength

of the extracted variance for the vari%taan exce rde@om the previous
results, the researcher concludes th%Concurréﬂ\ra%it ip\ ated the extent of the

N\,
items' convergence to their variz%d that'all thevitems ch independent variable

could represent their variable in t be1

4.8.4 Discriminant validi ' 0’
\;;\1 ’ &
i e disckimi

The researcheg, also exr i inant validity of the tested model.

Considering Fig{ ), whi
@

each other, if %erve that

factors.% oundjthat ,correl&m between LMX and OLC was 0.522. On the

othw, the lowest correlation was between LMX and OLC. Thus, all the
gy

@ized regression was between 0.642 - 0.882, indicating the discriminant validity

G ption was met. Also, each of the independent variable’s items correlated with

self at a higher rate than with other items, which is another evidence that the researcher

ed L relation matrix between the items with

th@it@s ere highly correlated with their respective
N

concluded from the discriminant validity.
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It was also observed that all the independent variable items belong to the same
item, which means they are related to its item only in a greater order than othe .
This indicated the absence of duplication and mixing for loading between 1@5 and
other items. *

It is possible to get a benefit from the extracted variance andW)variance to
judge the criterion, which must be the value of the extracted varianee greater than the
covariance value. The extracted variance (AVE) has been \R-ws he sum average

of the subdivision values of the items with their factor.“lm, contr stwariance is

Ly
defined as the result of the factor’s correlation b@f or others l‘plk‘d\)by its
! 4
&y

value (Hair et al., 2010). \
econ@gr model of

S

The researcher collected the %y and co ?y : q@tors of the two models
S
in Table 4.21 to facilitate the u%on pﬂ)cess er <t</ tisfactory results of the

first and second-order meas Mmo , esear compared them to determine

which of the both appr%&f?t t\h;’glaj :/‘vbs@ld that both the first and second-

order models equallyit the datz] 4 the \@ﬁé’of Chi-square, (GFI) index, (AGFI)

index, NFI Ind@)ln@%@ Inde,if(GFl) Index, (IFI) index and (RMSEA)
¢

4.8.5 Comparison between the first-ord odel a

LMX and OLC (Independent varia >

index. Thus G@ be concl d&h %ane of the models is better than the order

o
accordi%kgoodﬁ s P’tindi&.

135



Table 4. 9: A comparison between the first-order model and the second-order

model of independent variables Yv

Quality

Indicator code S First order model  Second ode
indicator
CMIN CMIN <2 575.36 ‘&6
DF - 175 5
CMIN/DF CMIN/DF <5 3.288 3.288
GFI GFI <0.90 0.924 \, 924
AGFI < AGFI0.90 0.9 0.9
NFI NFI > 0.95 0.958 Y' 0.958
TLI TLI>0.95 0.964 0.964
IFI IFI >0.90 0.97 0.
CFlI CF1>0.90 0.97
RMSEA RMSEA < 0.07 0.0 ' goé 58
Féss
4.9 Confirmatory factor analysis for (HRM) ob Si\éf ion) \,‘T

R\
aIysw@the mediator
(fir@der analysis and

The researcher dealt with the co atory f&sitor
variable, following the same previouw the ana
d&t_} model fit and the

second-order analysis). After tha researc %u

constructive validity represent@ ncurre @ﬂmmam validity. Finally,
ted model

the researcher compared irst-order and second-order

analyses) to decide Wh% etter ' 0’
F &
4.9.1 First- Orde;@matory
The researcher¥anal

(HRM) in co rmatory

1nde@ént variables and included the mediator
a@ys The researcher is starting this analysis to

N
emphasi thedr r r%z‘@\ted from the results of the exploratory factor
anal&d following the scm@fé method in the analysis using the statistical analysis

pr\ (AMOS).

Q The researcher examined the quality indicators starting from the Chi-square
alue of 747.336. The chi-square value indicated a significant relationship in the
proposed model; it did not match the data as required, which is considered a positive
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result of the model. The researcher previously indicated that the value of the Chi-square

is very sensitive for large samples. The degree of freedom value was 193, Tﬁe

statistical significance value (P value) was 0.001, making the researcher d@re is

no quality for the first-order proposed model. As early mentioned, the are is not

considered in the case of large samples as it is in the current field study; however, it is

possible to benefit from the Chi-square and orders of freedom to act the standard
s

Chi-square by dividing the Chi-square on the degree of Tre result of the

standard Chi-square was 3.872, and since the result ot e eWthe result
2
_ 4
confirms the acceptance of the actual model for the e ted model. ' i—)

It is also worth noting that the RMSEA

as 0.065Ihi resu@qdicateda

ctive\mh‘or th@sgrch sample

match and quality of the fit of the estimatedégonst
data. The Adjusted Goodness of Fit In %al) value 78. @‘Normed fit index

(NFI) is 0.915, and the Comparativeﬁ%dex (C \Ng% ,@Goodness of Fit Index

o
(GFI) value is 0.907. The Tuc Ind@x (TLH) as 0.(Q Finally, the Incremental

Fit Index (IFI) value is O.QOQ Mghr revipus in ors, the researcher can judge
d igh

that the proposed first% is i uaiit@ recommended by the statistical
4

F &
experts. Q ' :;\ é_) N
\ w102 dej&dadmg indicators of (HRM)

The result The quality
747.336 Acceptable
193
3.872 Excellent
: 0.907 Excellent
\ AGFI < AGFI0.90 0.878 Acceptable
‘% NFI NFI > 0.95 0.915 Acceptable
TLI TLI>0.95 0.922 Acceptable
0 IFI IF1>0.90 0.906 Excellent
CFI CF1>0.90 0.935 Excellent
RMSEA RMSEA < 0.07 0.065 Excellent
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547.226

107

.000

5.114
93
912
.931
916
877
914
.078

Chi-square

df

E

cmin/df
CFI
Tii
IFI
NFI
AGFI
GFI
RMSEA

=12

Compensation,
eward & training

Work
Life Balance

%ﬁ

@3

Career
Development

@i@

-22

N

Figure 4. 7: First-order Measurement model of Human Resources

Management
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After the satisfactory result of the model, as was ensured by the goodness of fit
indices, the researcher examined the standardized values, the standard erw
significant level, the t-ratio or the critical value (Critical Ratio), and @ared
Multiple Correlations. Table 4.11 shows the total number of the m variables
items (which contain three dimensions) and 22 items for three dimensions included in

the analysis. Also, the standardized value between the variableéSy¥and their items
tz its jtem well. The

exceeded 0.5, which means that the variable was rel
standardized value ranged between 0.461 -0.849, while the value of\h&sddard error
@

was limited to between 0.034 - 0.096. This result indi that the st arﬁ eie}is not
small but close to zero, so the calculation of th?y'g cal fuficti ds )@Fit. Also,

\%\T

g@\(a =0.05). Also, table

not close to one; this indicates its inaccurac\,
The results shown in Table 4.1 alcaed that t

the critical value, was greater than 1%t a 16%3

N
4.11 shows that the entire s ed Is statisticall é@nificant, indicating the
existence of correlational Q!%khipl W the% s and measuring only one
element. Multiple corr% efficients cah alsosinticate the percentage of variance

'3 &

easug_index the item belongs. The multiple

e
g
in the index, which %ins %

correlations facz\v ra een 0 one, and when it is close to one, it is
a

¢ | (,)
more reliabl ality and acc tef Table”4.11 shows that the correlation coefficients
ranged % 0.213-0.7 mdm@‘lg the measured indicators' stability.

& 4.7 and Tabl 4a:;§r: d the first-order confirmatory factor analysi
ure 4./ ana laple owe € Tirst-oraer contirmatory Tactor analysis
N

\or the mediator variable (Human Resource Management); which had three

& nsions; compensation, Rewards and Training dimension, Career development

imension and Work-Life Balance. However, to enhance the quality of the model, the

139



researcher examines the modification index, and some of the errors allow to be
correlated based on the suggestion of the modification index. Yv

Table 4. 11: first-order loading indicators for (HRM) and job s@n

PATH ANALYSIS Standardized Estimate S.E.

regression L SMC
Cop,R&T > H._7 0.846 1 2 0.716
Cop,R&T > H.6 0.807 0.88 O'O%' 45  0.651
Cop,R&T > H.9 0.718 0775 0 286 0515
Cop,R&T > H5 0.844 0.95 0%'26.165 0.712
Cop,R&T > H.3 0.689 0.738 19.863  0.475
Cop,R&T > H. 4 0.745 0.8 039 21.844¢ 0.556
Cop,R&T > H_10 0.461 0.477 "§0.03 w,o 13
Cop,R&T > H.2 0.733 0. 0.037 2f jg sﬁa‘s
Cop,R&T > H.1 0.697 5% 0.0 042 .\0/485
HRMWLB > H_22 0.779 ? 70607
HRMWLB > H._23 0.795 Y!ss % 19.34%/" 0.631
HRMWLB > H.21 0.722 13 066 17096 0.522
HRMWLB > H. 20 0.56 \)1.03%\ 81 é%? 0.32
HRM (CD) > H_15 0 iﬂ 1 & 0.711
HRM (CD) > H_12 o&\ 0.833 o 005815796  0.445
HRM (CD) > H_17 717 \7443 ?é:w 17.111 0515
HRM (CD) > H_16 ;Vx 0,047 18.028 0.538

\-l)

a<0.05 . “ Qe
NI
ol NV

4.9.2 Second-Order c% gjeuysi.{fyr (HRM)

As was done'qt\he rsti 4 sure“ model, the researcher examines the
second-order f '&aris ing"the é@ﬁ program, as shown in Figure 4.8.
Referring to t‘(}el to?uks a'n'd mre 4.8, a set of analyses can be summarized

. N :
to ensurg’th lity of the ,ond-e@kr model. The results showed that the Chi-square
vaIwAS .154, which indic\ me lack of quality for the second-order proposed

Ncause it is very sensitive to large samples. Also, the degree of freedom of the

: | reached 195. Moreover, the value of the statistical significance of the (P) ratio
as

0.001. The result of the Chi-square standard indicated that its value was 3.847,
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which is an excellent result as it was less than 5, and accordingly, we judge the

acceptance of the second-order model. Y~

In addition, the results of the quality indicators analysis showed t@ root

mean square error of Approximation (RMSEA) is 0.065; it is high qual indicates
to the model quality. The Comparative Fit Index (CFI) is 0.935,me Adjusted

Goodness of Fit Index (AGFI) is 0.871. The Normed Fit Inde§ Em 0.914, and the

Goodness of Fit Index (GFI) is 0.900. The Tucker-Lewis LI)'is at 0.923. The

incremental fit index (IFI) is 0.935, which fulfils al quali y\sa&dnents and

o
have fbee inte&@ether
e m{ hom@xcellent

le qu?Iit . g
Table 4. 12: Second order Ioawa}ators of ) a@‘ﬁb satisfaction

indicates the quality of the proposed model. Some
depending on the program recommendations

qualities except the CMIN, which showed aecept

T 4
Indicator code _Qu_ahty (') T@ ’(N The quality
mdlﬁ% Py >
CMIN CMI 750354 -~ Acceptable
DF _\ AQ"
CMIN/DF ' 847 Excellent
GFI p.? Excellent
AGFI J J0.87 Acceptable
NFI .914 Acceptable
TLI ¥923 Acceptable
IFI .935 Excellent
CFI \ C')O 0.935 Excellent
(f) 0.065 Excellent
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469.147 Chi-square
108 df
.000 P
4.344 cmin/df
943 CFl
929 Tii
.943 IFI
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.891 AGFI
923 GFI
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Figure 4. 8;,_S'ecqgu-ordgr Measuremept Model of Human Resources Management

/

g7

s According to the resultscitshowed, The researcher concluded that the model is

accurate in giving results related to statistical significance. The results presented in

féibzle 4.13 showed that the rated estimates between the item and its factor ranged

N
Swsbetween 0.475 - 0.856, which means that the item correlated with its factor very well.

Also, the results showed that the standard error (SE) value is confined to between 0.035
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- 0.107, and the critical value exceeds its average of 1.964 at the significance level (o=
0.05). Moreover, all rated estimates are statistically significant, indicati?'me
relationship between the item and its variable. The multiple correlatio@cient
values ranged from 0.225 to 0.733. This result leads to the judgment e second-

order model has good stability. ?

Table 4. 13: Second Order Loading Indicators for (HRM)_and job satisfaction

PATH ANALYSIS Standardized | . E. ICR* sMC
regression ]
HC > Cop,R&T| 0805 1 \d‘ 0.692
HC > HRM WLB| 0553 813 0.035 .27 5;&'06
HC > HRM(CD 0.832 893 0.068713.119" 0.648
HC >  JoP 0.808 %13 ¢ 13435 0,652
Cop,R&T >  H.7 0.856 1 0.733
Cop.R&T >  H.6 0.7 . .035%”5.476 0.584
Cop,R&T >  H.JO 0. 0.036, 21957 0.543
Cop,R&T >  H5 6 0.8 0.@ 24675 0.633
Cop,R&T >  H.3 0.7 \.;\8; % 7 20287 0.492
Cop,R&T > H 4 (—ylz ___53 5/ 40,039 20.833 0.507
Cop,R&T >  H.10 475, 485 C30039 12.523 0.225
Cop,R&T - | 0.814% 0036 22239 0568
CopR&T > | 0867 0042 20489 0.491
WLB > 668 0.447
WLE > | 258 0071 17.766 0.48
WLB > 1467 0096 15334 0639
WLE > v 1301 0107 12963 0.422
HR['\)") (C e& 1 0.689
HR['\)") C SN\, 0786 0052 14.967 0.383
057

Aurrent validity \c'j

4.\T
he researcher verified the Concurrent validity and clearly explained it; as a step

Qt:e confirmatory factor analysis steps; through the loading ratio and the contrast

extracted. The factor loading ratio of the mediator variable dimensions (between 0.475
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- 0.856) is evidence that the estimates were outstanding and did not reach the level of
fusion or separation from each other. T

The results of the extracted variance indicate the mean of the squar@ktion
for each factor (AVE). The results showed values of 0.520, 0.5 0.52 for
compensation, rewards and training, career development and waork-life balance,
respectively. Hence, based on the result, it can be conclude tm assumption of

concurrent validity is met. Also, all the items of each dimen

n'ediator variable

could represent their factor in the best representation.
of the mediator variable dimensions is evidence 0%

One of the essential results to indicate ur
variance index (AVE), which shows the ex& GT
higher than 0.5. The results of the co@y analysi We(@ft all indicators of

the extracted variance exceeded (0.% \
-

]
RN
4.9.4 Discriminant validit L %\
The researcher %ﬁ{d thed Ma‘nt@dity of the model and found it to
statl

4 $ &

be met. According he resezi \an éﬁcal practitioner, discriminant validity

could be examingd od ed sl@drds and evidence of the goodness of fit
¢ ! (..)

indices. Ta .18 presented orélae'f)}n values of the model’s dimensions, and the

_ )N
results sho a high_c ?auon%nong the factors. However, the value of the

corr did not reach the Ievel;df multicollinearity, which indicates that each factor
N

3

E,
@3”

ed its identity. The results showed a correlation between compensation,

Ny

ewards and training (r = 0.522). Thus, all the variations ranged between 0.461 - 0.849,

(/

hich suggests that discriminant validity was achieved between the dimensions. Also,

the three dimensions of the mediator variable were significantly correlated, which is
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another evidence of the discriminant validity. According to AMOS program results, we
notice that all the dimension items belong to the same dimension, which is t
correlated to their dimensions only in a greater order than other items. T |chated
the absence of duplication and mixing of loading between each dime items and
the different dimension’s items. Y~

The extracted variance (AVE) has been defined as thm average of the
subdivision values of the items with their factor. In contr mar]ce is defined as

the result of the factor’s correlation by himself or o multip its value.
According to Hair et al. (2010), it is possible to get a benefit from the a(ite&@l‘z;nce
and the covariance to judge the criterion, whi be tie of %&Extracted
variance greater than the value of the covar% 0\ \ é\v

Table 4.13 explained the corre '%trix betw e eéfbted variance and
the covariance of the model, and it@ﬁound B;e%tr C

- o S
greater than the covariance val q 48—
Referring to the M eh& ouI a Fig@& a set of analyses can be

summarized to ensure ality of the se ndLOf@' model. The results showed that
4 ¢ &
the Chi-square va:@O.lM' \bl-u dicag.be lack of quality for the second-order
proposed mode% e it 'sens@ﬁ'to large samples. Also, the orders of
¢
freedom oftE odel reached 5.&0@ er, the value of the statistical significance of
i

"
the (P) % 0.001..T }esult&\he Chi-square standard indicated that its value
sl

as , Which is an exce@“result as it was less than 5, and accordingly, the

@\variance values were

a \me of the second-order model.

: In addition, the results of the quality indicators analysis showed the value root
e

an square error of Approximation (RMSEA) is 0.065; it is high quality and indicates

the model quality. The Comparative Fit Index (CFI) is 0.935, and the Adjusted
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Goodness of Fit Index (AGFI) is 0.871. The Normed Fit Index (NFI) is 0.914, and the
Goodness of Fit Index (GFI) is 0.900. The Tucker-Lewis Index (TLI) is at 0.9?&
incremental fit index (IFI) is 0.935, which fulfils all the quality requi@ and
indicates the proposed model's quality. Some items have been covarian nding on
the program recommendations for this. All the indicators showed excellent rates except

the CMIN, which showed acceptable quality. \,

;nd job satisfaction

Table 4. 14: Second order loading indicators of

Indicator code  Quality indicator The result
CMIN CMIN <2 750.15 e\‘z'
DF - 1 “
CMIN/DF CMIN/DF <5 3.84

P 4
GFI GFI <0.90 ‘;;‘ XC t
AGFI < AGFI10.90 0.871 \ Acteptable
NFI NFI > 0.95 \q,él
TLI TLI>0.95 Q)0.92 écceptable
IFI IF1>0.90 \ 0.935 xcellent
CFI CFI >o.9o(r) . ? ,q\ Excellent
RMSEA RMSEA < P Q Excellent
N &
4.9.5 Comparison between?g st-' r delﬁ\lhe second-order model of
HR dimensions ' 0'
9 o

The researc Iso tem ond- measurement model after obtaining
the satisfactoryﬁgt- er. dor imed to compare first and second-order
¢

i
models bas &@ goodne nédqu?to determine the best model.
NN

ccording todT fS, t?@searcher elaborated on the quality of the model

andn%ned the goodness @ﬁe fit indices for both models for the aiming of

c on. The results of the comparison showed that the second-order model is better

@1 the first-order model in all indicators such as the Chi-square, (GFI), (AGFI), NFI,

CFD), (TLD, (IFI) and (RMSEA) index. Thus, it is concluded that the second-order
analysis for the mediator variable fits the data better than the first-order analysis.
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Table 4. 15: A comparison between the first-order model and the second-order

model of mediator variables (HRM)

Indicator code  Quality indicator First order model Second de
CMIN CMIN <2 806.586 7 .79
DF - 213
CMIN/DF CMIN/DF <5 3.787
GFI GFI <0.90 0.903 q
AGFI < AGFI10.90 0.874
NFI NFI > 0.95 0.916 0 917
TLI TLI> 0.95 0.925 Y' 0.927
IFI IF1>0.90 0.937 0.938
CFlI CFI1 >0.90 0.937 0.9
RMSEA RMSEA < 0.07 0.064 | \Qd3
| &
Job Satisfaction Measurement Model Y.

Because the job satisfaction variable (en eno

a factor in human resources management w ant

conducted a separate measuremen %f it

A
involved, but eventually, five fulfi ? meastirement od_é;‘s requirements.
As with previous an Maxim kellr@%}' via AMOS was used to

ent eqﬂty, the researcher

: Tej\l ems were initially

S
estimate the model anExaRne the uniqu eis S&:h item and overall model fit.

According to the analysis chi-sgda |tH‘ egree of freedom and respectful p-

value, showed th }f 61@ resp ely. Figure 4.9 suggests that the model

1 O
2 9

VIOU y hl2h| ht e Maximum Likelihood estimation was used

to esti zt&!ameters the: mea &'ement model. Several indices were evaluated to

a the overall model fit. }he Chi-Square was 44.40, df 5, p=.001. Since it was

d that Chi-square is sensitive to sample size, the researcher assessed other

Oices. Some of the results generated fit indices that exceeded the recommended

critical value of .90. The result showed the GFI (.971), IFI (.976), TLI (.952), CFI

adequately f|t a
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(.976) and RMSEA (.073). The value of CMIN/DF was also 3.90, indicating that the
model was reasonably fit since the number fell well below the maximum recomwmd
value of 5. Thus, considering the number of indices that reached the reCo ded

value, it can be unequivocally claimed that the model reasonably fits t)‘&

A

o

m &
Figure 4. 9: First-order sur, delé{éb Satisfaction
? (

L ) syl 435
Interestingl wonve" \Na dity &s}evaluated through the item loading.
According to the,analysis, all« ite t the requirement of convergent validity
¢
because the aGBDoadi valu vére@Le ter than the cut-off of >.50.
NN
¢ S
5
A\ S
\

d
N



Table 4. 16: job satisfaction Goodness of Fit Indecies

Indicator code ir? duigzlal'gr outcome The qua&?

CMIN CMIN <2 44.40 Acce

DF - 5 35

CMIN/DF CMIN/DF <5 3.90 Excel

GFlI GFI <0.90 0.971 w
AGFI < AGFI0.90 0.919 llent
NFI NFI > 0.95 0.973 eIIent
TLI TLI>0.95 0.952 xcellent
IFI IFI > 0.90 0.976 cellent

CFl CFI1>0.90 0.976 cell
RMSEA RMSEA < 0.07 0.073 Sbe.d]

.
| S
Moreover, the unstandardized and standar d regres |on gh?-s tandard
Y

\bb saté{ lon variable
e alységuggested that all

error, critical ratio and squared multiple ¢ rrela ns fo

were also investigated and presentedn\% 4.17.
hlghe

squared multiple correlations wer t e c table level of .50. This
indicated that the latent facto ana!y is acc unte@ more than half of the
explained variance in each |nd| . Oth tes, h as factor loading, variance
extracted, and composi I| |I|ty, have a rpm@ satisfactory. Regarding factor

o I te structural equation modelling.

loading, the results f r th aly. relat |\@/higher indicator loading for the job
satisfaction V&I’I&N he \® rc

Table \tarbaﬂji a;n'ju ndardlzed regression weight

g O
P k ALY Standardized | oo oie | SE. | CR* | SMC
¢ ression
bk > | Job_Sat ' 0.805 1.00 0.556
3 > | Job_Sat }" 0553 164 | .100 |16.3010.737
4 | > | Job_sat 0.832 140 | .098 |14.279 | 0.601
18 || Job Sat 0.808 179 | .103 |17.323|0.703
19 |>| Job Sat 0.856 147 | 092 |15.853]0.771
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4.10 Results of the First Question

The question states: Does Organizational Learning Culture impact Human

Resource Management among the public sector employees in Sultanate Oman?
The first question in the current study is about the impact o izational

Learning Culture on Human Resource Management among the public %tor employees

in Sultanate Oman; The researcher follows the previous practicals\ys to analyse and

The researcher indicated that it is impossible end eWn the chi-
2 X
. The extr dte@from

ed; the of @j@quare is
(DF)é\;g& Also, the

thes@ ults fulfilled the

extract the results.

square result because of its sensitivity to the sampl

structural modelling, as it showed in Figure

1164.378, which is acceptable quality, and

value of CMIN / DF was 4.114, whiwzaallent quali

statistical experts' requirement. Ir@ﬁmgly @he critical value) is
N

ingly, e (e} 1
statistically significant, anothe e oﬂnod it. It d be concluded that the

organizational learning cult$ iver ec typ@uman resource management

practices. ' Q’
4 $ &
of gndex in structural equation modelling,

RMSEA, as %ading|
was excellent. F@val | ni 1%19% 4.18, is 0.068, indicating the superior
¢

quality of th %ated odel ftKe

re.sjg;rch sample data. The Goodness of fit index
NN
(GFI) v% .878 il adjcé?d Goodness of fit index (AGFI) value is 0.849.

Yw
GFI&GFI were slightly @ the recommended value of .90 but still considered

a Mle. Fortunately, the Normed Fit Index (NFI) value is .911. Tucker-lewis Index
Q ) value is 0.921, above the threshold of .90. Moreover, the Comparative Fit Index
FI) value is 0.931. The Incremental Fit Index (IFI) is 0.931were considered excellent
goodness of fit indices. These findings suggested that the model is acceptable since the
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values of the goodness of fit indices were all approached or above the recommended

value of .90. With these results, it is proved beyond reasonable doubt that the ’TS
acceptable. Moreover, Modification Indices, which aim to improve the m@ality,

illustrate the possibility of covariance between some measurement err he items,

as shown in Figure 4.9 ?

Table 4. 18: loading indicators of OLC and

Indicator code _Qu_ahty The result
indicator

CMIN CMIN <2 1164.378

DF - 283 )
CMIN/DF CMIN/DF <5 3. \je edt%’
GFI GFl1 <0.90 0.87 ¥ cepta‘t{l'e

AGFI < AGFI0.90 T \ cceptable
NFI NFI > 0.95 0.911 Aceeptable

TLI TLI>0.95 \q)m °\ Aééit
IFI IF1 > 0.90 \(f)o.gsl éxce”em
X

CFI CFI>0.90 o.g\ cellent
?' [\ Excellent

RMSEA RMSEA < O.Q :
N
N
&
Furthermore, the results entedei e 4.18‘;;«owed that the factor loading

u t %
values ranged between%&%, anI the anﬂa@rror values ranged between 0.045

'3 s
[
|

1z

- 0.095. The tablesgesults el M hat @actor loading value between the
organization learning*eultur

S , and the standard error value between
#

them is 0.045, the result r{cr{t-i(:éal value (Critical Ratio or P value) is 10.571,

% N
which i% thanﬁ.gdxthe Ie@l’of significance (a = 0.05). This result showed a
sign"@ I

t xrnment sector employees in the Sultanate of Oman.

Q Moreover, table 4.18 suggested a positive and significant relationship between
r

ganisational learning culture and human resources management (r = .70, p = .001)

7,

rect relationship bé@vteen organization learning culture and HRM among
N

among the government sector employees in the Sultanate of Oman. This result indicated
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that when an organisation has a culture of learning and exploration, the level of human
resources management is increased. The analysis also showed that compe :
reward and training, work-life balance and career development were auth% tors
of human resources management. Moreover, the analysis also disco at career
development is the most representative of the human resources managément construct
(r =.90), followed by compensation, rewards and training (r = .73)and then work-life
balance (r =.53). The results of the table 4.15 showed the X\;u between HRM
and its Dimension Work-Life Balance which is 0.57 the twror value

v
between them is 0.048. In contrast, the result of th@ value betwegn H@]d its
t th

Work-Life Balance reached 9.06, greater than e lé significance (o =
0.05). \?ﬁ o\ N é\v

On the other hand, the results“indicated that the ing @ﬁe between HRM
and its Dimension Career Developn‘%O.SQS. \ta‘da p{ value between them

\
riti atio) between HRM and

\. 7 a n§§4 at the significance level (a
= 0.05). (,)z S
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1164.378 Chi-square
283 df
.000 P
4.114 cmin/df

931 CFI
021 Tli (e24)

931 IFI
911 NFI 53
.849 AGFI )
.878 GFI Compensation,
.068 RMSEA reward & training
73 .
49 67 45 @
3 | H 20 |
Organization\ 7o }
Learning 58 /“HRM (Work
Culture Life Balance) m :
90 | H.22 |
81 50
o H_17 62)
HRM (Career .32
pevelopment £ =@
a2 |6

(e20)

iglire 4. 10: The structural model between (OLC) and (HRM) dimensions
)
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Finally, the evidence for the construct validity showed the results of the standard
loading without sign of multicolleanirity (> .90) among the items, while on trw
hand, the values of factor loading are not below .50. This indicated that bot@gent
and discriminant validity met and the finding of this analysis could uivocally

accepted. ?

Table 4. 19: Loading indicators for the structural equgtion ween (OLC on

HRM)

|
Path analysis Standard_lzed Estima S'E \Gd
regression
OLC |- ]|HRM 0.701 0. o.r45 0. Wg{-—s‘om
HRM | 7 | HRMCOP R & g 757 ’ \(- 0.001
HRM | > | HRM WLB 0576 0.431Q~Q 0.001
HRM | > | HRM (C D) 0. 89&\') 1. ong 0.09 329 0.001
* < 0.05 <<
@)

Hypothesis 1: There is a positive relatlonshlp between organization learning
G NI

culture (OLC) and Human Resource Management (HRM) (_}
The results showed th ; was a Stati |caIIy§Fg{n|f|cant relationship at the

significance level o < 005 b%een the vari e,(%@on the variable (HRM) among
emba

the research sample m

z\\@@“

4.11 Results of the Seco d|quest|on C«)('j

P | -\’ ¢,

Does Leader-Member Exchange impact Human Resource Management
rNY IS
among the publlc sector employs/es in Sultanate Oman?
\Structural equation mo&ﬂing was also employed to answer the second research
0‘%” regarding the impact of leader-member exchange on human resources

nagement among Omani’s public sector employees. It is worth mentioning that the

previous practical steps to analyse and extract the results were strictly followed. The
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extracted results from structural modelling, as shown in Figure 4.10, suggested the chi-
square value is 1659.071, and the degree of freedom (DF) is 363 with a p-value YM
This result rhetorically indicated that the model was not fit. However, as W@\Sbusly
mentioned, the chi-square with its respective p-value was very sensmv&the large
sample size; the researcher used other indices to prove the appropriateness of the model.

Among the employed indices is CMIN / DF, which yields a valuM? and indicates

that the model adequately fits the data since the value light y'below the five
suggested by practitioners and statistics experts. Interes , tha (P rle critical
value) is also statistically significant, meaning th a substa I'r@shlp
between leader-member exchange and human es maﬁ t a%&—g Omani

public employees. or\ g
The Root Mean Square Error &praqmatl n, Iarl Wn as RMSEA,

was also satisfactory. RMSEA is ¢ red one %os i ntial goodness of fit
indices and examines the dlscre%Y the%ode vaig‘ﬁnged between .00 to .08
to suggest the model's suita hﬁd that ected d& Is not significantly different

l/Sls helv %of RMSEA is 0.073, below the

from the model. Acco% he ana
g

recommended valu Q@ Thli

the collected appropriately “fi

Tucker-Lew %( (TLE) vaI
the Inc% Fit Jhdex I) IS'®13 which also suggests that the model is an
e fit

The Goodness o@f Index (GFI) value of 0.850 and Adjusted Goodness

£ &y

icatﬁhat the model is adequately fit and that

roptggi’ model. Furthermore, the value of the

is'0. &C?Comparatlve Fit Index (CFI) is 0.913, and

app
OE dex (AGFI) of 0.820 were slightly below the threshold of 0.90. However, the
alues are still acceptable as good enough to prove the appropriateness of structural

Qquation modelling. Moreover, Modification Indices, which aim to improve the model
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quality, illustrate the possibility of linking some standard errors of the items, as shown

in Figure 4.10. T

Table 4. 20: loading indicators of LMX and (HRM) dimen@j

Indicator code _Qu_allty The result The quakty
indicator
CMIN CMIN<?2 1659.071 Aceeptable
DF - 363 \&
CMIN/DF CMIN/DF <5 4.750 cellent
GFlI GF1<0.90 0.850 vcceptable
AGFI < AGFI0.90 0.820 Acteptable
NFI NFI > 0.95 0.891 cceptable
TLI TLI>0.95 0.902 WIe
C Cri-0s0 0o = e\
: : ellen_\‘-‘)
RMSEA RMSEA < 0.07 0. . cellent.
Y- NV
Y.
The results presented in Table 4.1@ th me fagtor Ioagl\ﬁvalues ranged

between 0.416-0.902, and the standard e values r3 b&t\g;)en 0.040 - 0. 045.
nshi

Results explained that there is a significant wr%yi /&etween leader-member
9 Q
exchange among governmenth% mployees,inthe Su te of Oman. After proving
. . N
the appropriateness of he%.o'el fit) it slfo hat leader-member exchange
significantly and positivel!)ffec% regaéf;es management. According to the

analysis, a signifi@pos@ionsh&@ists between leader-member exchange

N
and human re@%&m ageme ~p = .001). This result indicated that when
there is Iea%bmber chahge'be ur in the organization, it would positively and
4
signifigéan

o

%

ffect the mé% res

= |

rces management principle that the organization

4

fo . Also, the result of theh'itical value (Critical Ratio or P value) is 21.44, greater

§964 at the significance level (o = 0.05).

Moreover, table 4.20 depicts the result of the factor loadings of underlying

dimensions of human resources management, such as compensation, rewards and
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training, work-life balance and career development, substantially reflecting human
resources management. According to the analysis, compensation, rewards, and Tlg
is the most significant underlying dimension of human resources manag@ﬂh a
factor loading of .90, followed by career development at .68 and then ife balance
with a factor loading of .42, all at p. value of .001. The structuralWen analysis

showed a direct statistically significant relationship between HRM and'its dimension of
eS

career development among the government sector employeesi L’tanate of Oman
(P ratio: 0.001). \d
o' *.\T

Table 4. 21: Loading indicators for the structural eq between LMX ‘anE\I-[RM
: Standardiz :  § N
Path analysis reg ressiorfvmml‘z\ ; ‘Cél-y* P
QU HRM 0.04<g <144 0001
HRM > FRMCOR.R& O 0.001

HRM - HRM WLB

HRM -  HRM (CD)
* 1< 0.05 \

A0.027  8.847 0.001
.045 13.407 0.001

157



1659.071

363

.000
4.570
913
902
913
.891
820
.850
.073

Leader
=0 £ Member
e4)) L6 Exchange
67 2
642 L_8
71 54
€40) L0 ¢
Y @z I
) L0

Chi-square

df

P

cmin/df
CFlI
Tli
IFI
NFI
AGFI
GFl
RMSEA

.80

.89

.90

68

reward & training

Compensation,

A7

42 HRM (Work
Life Balance)

HRM (Career
Development
46

is

[ H5 (e
(1o ja@ )p
[ H6 =@
| H7 Ja—(eD
37
P2 =@
75 06
[ H_21 |e—E12
78 61 @
[ H22 |19
77 60
: €23
81 66
= H 16 |=—(2)
[ H 2 =D
| H15 |13

23

“Rigtwre 4. 11: The structural model between (LMX) and (HRM) dimensions

& &
) -
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Additionally, to support the goodness of fit indices, the researcher evaluated and
presented the unstandardized and standardized regression weights, standard ;
critical ratios, and squared multiple correlations for the leader-member e@ and
human resources management. Standardized associations indicated thaﬂ&t increase
in the standard deviation of an independent variable (predictor) Id lead to an
improvement or decline by some corresponding amount (a unit of dard deviation).
Nevertheless, raw data or raw units articulate the unstan X.reression weight.
Therefore, unstandardized regression weight means tha e-ra -Mase in the

oy
variable o ec{e@ by a

independent variable would either enhance the depe

number of its raw units equivalent to the correl

Furthermore, except for minor cases, the study found that théwalues @%Ttiple square

correlations were greater than the rec@d value of+
almost two-thirds of the variances %explain\y«%
% fiing o e

N
construct. However, despite th ling achlenz(@ recommended value of

e ite 'é*accounted for by the

&
»&e tT item ignifio@\ly contribute to the factors in
ies. fThé

se@ms were also retained because

deqlgénd appropriate. Additionally, the factor

e relativel igﬂer(ic')? indicators of the partial structural model

loading valaj%
\
compor% analysis i jpatedi&aleader-member exchange statistically predicted

;3 o
hu ources managemen p@vtlples adopted from an organization (p = .89, .001).

Sm be interpreted that when organizations adapt to leader-member exchange, they

& be oriented towards positive and friendly human resources management.
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Finally, the evidence for the constructive validity showed that the factor loading
results did not reach 1 to prove discriminant validity and were also high thar?ﬂo

suggest achieving convergent validity. \
\

Hypothesis 2: There is a positive relationship between leadership member

exchange (LMX) and (HRM)
The results showed that there was a statistically significant re ;ionship at the

significance level a < 0.05 between the variable (LMX) o there (HRM) among
the research sample members. é 'l\d
®
4
S | &
4.12 Results of the Third Question
EE—— - s \Y.

Does Human Resource Management impact job satisfaction amon Qublic sector

employees in the Sultanate of Oman? \,‘ 0\
th@aﬂonship between

The third structural model W&S\UC to investi
;Q\T’rthe public sector in

human resources management and@ﬂoyee jo\ﬁs%
N

Sultanate Oman. As the mea%wt mﬁdel a sls,<Q icates, human resource

, r@rds and training. Nine items

management comprises threg factors: cr %

were used to measure%aCation, ewa f‘ bn@aining, and four items each for
4

work-life balance weer df t, rﬁp}l/ively. On the other hand, six items

were used to exg@e en 'variz-} “employee job satisfaction. The result of

¢

this study pr &3 . S,éft-zjl , p-value =.001, y?/df = 4.09, GFI = 0.890,
N

CFI =0028, Tkl = Oﬁloj- O.Qaéﬁ?MSEA =0.068). Based on the chi-square with

| | X |

itsr ed p-value, it can be c@’réluded that the data poorly fit the model because the

\
pE—}is less than alpha (p < .05). Nevertheless, because SEM chi-square with its

& sponding p-value is sensitive to the sample size, especially when the sample size
larger than 200, other supplement goodness of fit indices were used to determine the

suitability of the model.
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In brief, the different indicators of overall goodness-of-fit for the model
suggested good fit (see Figure 4.11). Interestingly, the values of GFI, AGFI, CVH
NFI and RMSEA indicated that the proposed model adequately fits the mo@ymg
that the obtained covariance matrix is consistent with the estimated c ce matrix
in the empirical data (Hair et al., 1998). Furthermore, the normed chi-¥a~m (x¥/df) was
consistent with the supplement indices values. The value o thed chi-square
(x*/df) is 4.09, which felt below the maximum ratio of 5.0,/ thdicating t‘wat the model is
adequately fit. .\d‘

It is interesting that the (P) ratio (the critical ) is statistic Il)l S@Ent,
weende emt@zgxchange

atisb\ctio mong@mani public

er %cher to continue

which means that the structural modelling mo
and organization learning culture on emplow

employees to have acceptable quallt@

examining the results of other in c rs to

i)

Table 4. 22: Ioad@cattrﬂ' Human Resource Management and job
Y

Indicator code AQuallt I UThe result The quality
CMIN /\ IN < 5 891.998 Acceptable
DF N 218

CMIN/D%\ CMI Fl5c.)(-’ 4.092 Excellent

.90(_} 0.89 Acceptable
A < AGFI0. 0.861 Acceptable
' | > o 0.907 Acceptable

L

I> 005 0.916 Acceptable

&I IF 9})"90 0.928 Excellent
\(A:FI CFI >0.90 0.928 Excellent
‘% SEA RMSEA < 0.07 0.068 Excellent

Results explained that there is a significant direct relationship between Human

Resource Management and job satisfaction among the government sector employees in
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the Sultanate of Oman. Furthermore, the results presented in Table 4.20 showed that the
factor loading values ranged between 0.531-0.853, and the standard error valw
between 0.041 - 0.077. The table results elaborate that the factor Ioadingc@s job
satisfaction is 0.772 and the standard error value is 0.068, while the res e critical

value (Critical Ratio or P value) is 14.987 which is more significant than 1.964 at the

level of significance (a0 = 0.05). \’
Also, the structural equation analysis showed a ztisti':ally significant
relationship between HRM and its Dimension of -Life BWmong the
B

Table 4.20 showed the loading value betwee

Balance, which is 0.853, and the standard er

reached 8.832, which is greater than%l at the \h;%ig ij@ice (o= 0.05). On the
"'I y N

other hand, the results of Tableiéicateﬁ that edoad@alue between HRM and
&
t

its Dimension Career Develqshis (,7 . S and@ error value between them is

0.077. ( -~ l §
4 2 Q(;J
The stru%equati\cf:; S skz} a direct statistically significant

relationship between™HR i dimé{ibn of career development among the

I

@

government %mpl ees ifthe Sl{é%te of Oman (P ratio: 0.001). In contrast, the

result o%k ical value P’tical-@lo) between HRM and its Career Development
X

reac 489, which is grea@én 1.964 at the level of significance (a = 0.05). With

a Xprevious results, it becomes clear to the researcher to decide that there is a direct
F S: :

tically significant relationship between HRM dimensions and job satisfaction (p)

0.001) among government sector employees in the Sultanate of Oman.
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891.998 Chi-square

218 df
.000 P
4.092 cmin/df
.928 CFl
916 Tl
Compensation, 928 IFI
reward & training 907 NFI
.861 AGFI
.890 GFI
.068 RMSEA

Ny

32 56
: |
€12 81 HRM (Work 53 Job
D 65 " H_23 | Life Balance) Satisfaction
78
60
@) H_22 85 B1

@7 J< @ IR T
-33 HRM (Career |
@ Development

.62

(W6
e (e26)

N
%‘%z’jﬁigure 4. 12: The structural model between HRM and job satisfaction

@I 69
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Finally, the evidence for the construct validity of the constructive equation
showed the results of the normal loading that ranged between 0.531 - 0.853?&9
loadings did not reach 1 to judge that it reached the merging point. Also, @: did
not be less than 0.20 to judge that they separate from each other, whi roves the
Concurrent validity between the mediator variable (HRM) and depenWriables (job

satisfaction items). \,
atien

Table 4. 23: Loading indicators for the structura K be]tween (HRM)

and employees’ job satisfaction)~ \d
®
A

Standardized
regression

Path analysis

HRM > Job 0.772 2024 0.001
satisfaction
HRM Cop, NV
HRM > T 0.53{,) 1 0.001
HRM
HRM > 0.853 %Y 0.001
HRM > HRM(C 8, 09 0.001

D) >4

* Standardized Regres& ei hN).O

-3 8 .

Hypothesis 3: There is a positive relationship between (HRM) and job

iy, \ 4
satisfaction &\ Q <$

N
In su@th ar&al? ‘aﬁovfeg')that there was a statistically significant
ok’ '

(el@( 0.05 between the exogenous variable (HRM)

relation% 51¥1i ca
and m us variabl (Jot{S iggction) among the research participants.

& S
Nj

164



4.13 Results of the Fourth Research Question

Does Human Resource Management play a significant role in mediating

AN

between Organizational Learning Culture (OLC) and Leader-Membe[_Exchange

\

(LMX) on Job Satisfaction among Omani public sector employees, on the other

hand? ?
Having been satisfied with the casual structural rqlaMp between the

independent (exogenous) and dependent (endogenous) va sythe rr,searcher tested
the whole model with the mediator variable (Human urce ent) This
hypothesised structural model enables the researcher istically e n’e @Ie of
leader-member exchange, organization learni e, an tlsfa&tgﬁ among
Omani public sector employees, con3|d mam\res ces ement as a
mediator variable. This mediated mod as recommen Ba@‘%nd Kenny (1986)
in an influential article. They prop iti ed thre r%tl £O! itions for mediation
effects: these conditions are; 0 (3‘?

1. The exogenous vari Ies ed tistic and directly influenced the

mediating varl% exam%} def- %ber exchange and organization
learning cul must af" nres s management.

2. The exo no 'statl Iy and directly influence the dependent

thls mode eJdeb mber exchange and organization learning

It resmust influe the uct variable (employees’ job satisfaction).
Qw mediator vanabl@u&t statistically and directly impact the dependent
E ariable. In this case, human resources management must affect employees’ job
satisfaction.

0 Hence, the researcher assessed these conditions recommended by Baron and Kenny

(1986) and found that they were met. Thus, examining the mediation effect of
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human resources management using SEM is justifiable. In addition to that,

substantial relationships among the exogenous, endogenous, and m

variables are warranted for a meaningful mediation model could be use@et al.

1998). Moreover, Baron and Kenny (1986) also proclaimed that th&ations are

required to test the relationship of the mediation model. A medi%l model is a

causal model whereby it is theorized that A "causes" B and that Bfthen "causes" C.
, =

Nevertheless, Holmbeck (1997) and MacKinnon, et "ntroduced four

conditions for using mediated variables in the model: \d
]
The four conditions proposed by Holmbeck (1 nd MacKi nlet;@ZOOZ)
for B to be a mediator are: 4 \3“

1) A (independent variable or predietor) i subﬁntl con& with C
2) A (independent variable or&ct ) is conslt
I)QE’ (once A has been

3) B is statistically and @sderably \keq W,
% % -y

controlled). (:}g)

17}

4) The effect of A %’ubsr ally'decre s{éafterBhaS been controlled.

(A= leader-m%gchang or nilza@ learning culture, B= human
:

resources manage wd C s’ joléﬁsfaction). It is worth mentioning that
Structural equaédelli

' be C%é suitable and appropriate to use when
¢

multiple indis%re used to ea&lritfl;l? construct.
eretore

N
% , the’ biv ?e Cquation was examined to assess the association
amqgg& exogenous, media@d endogenous variables. The result of the Pearson

Mon analysis suggested significant correlations among the concerned variables

& e 4. 24). Despite the fact that the weights and directions of associations among the
i

mensions affected were different, the results of the analysis, as demonstrated in the

%

table indicated that structural equation modelling could be hypothetically, statistically,
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and profoundly used due to the initial magnitudes of the connections among the
variables. It was revealed that leader-member exchange and organization?ﬂ!e
significantly correlated with human resource management (mediator vari y and
consequently mediator variable was statistically correlated with &Mees’ job
satisfaction. Hence, it can be concluded at this point that human resomanagement
is playing a significant role in mediating between leader-mem exchange and
organization learning culture on one hand and employees’ X;CTOH-

Table 4. 24: Correlation Coefficient, Means a anda iations of the

X
summated variables in@&y '_S
FRI 3.

OoLC LMX HRM CRT W C‘D\\’M— . YZ'N_Sat
oLC \/ 0'\ Y
LMX 689%* %
HRM CRT  .660%* .771%* \
HRM CD 623**  698** 726
HRM 535** 580** %** \X /é
WLB ' ' E P S >y
J_Sat .898** 585 579** 86**, " 497**
Mean 3.56 % i 3$ 3.82 3.51
SD A7 . 95 - 81 .94
Sample Size = 569, *% : QL.C =/Organization Learning Culture, LMX =
Leader-Member Exchange; urﬁEg source Management
Compensation Re %Tra ni MC uman Resource Management
Career Develop H \Eésxource Management Work Life
Balance and J = Job Sati 1 (_}

csu\: P? :' 3

Fo%thi:c relatio arlééré, the researcher followed previous procedures

in dea gQ&w semi-st ctuéll %Wtion modelling. Absolute goodness of fit indices

su&x with their degree a‘freedom and p-value were examined. As previously

Q@hted, the y2 test is very sensitive to sample size and normally tends to be

nificant even for slight deviation. Thus, other absolute fit indices such as RMSEA

and incremental fit indices such as CFI, NFI, and GFI were used to determine the
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goodness of the model under investigation. Interestingly, for a full structural model with

a mediator variable, Chi-square revealed the value of ¥ = 3158.905, df = 838, p

while the normed chi-square (y*/df) showed a value of 3.77. This value falls within the

acceptable ratio of less than 5.0 for the y?/df value (Hair et al. 1998). TheNas 0.899,

while the CFI was 0.906. The TLI and CFI are incremental fit indiceWhese values

have exceeded the recommended level of 0.90. For the badn sswindex, the Root
m, was well below

Mean Square Error of Approximation (RMSEA), the val

0.07. However, the goodness-of-fit index (GFI) was 0. nd t goodness-
]

f the model fo @data
good{ -offit f%‘zﬁe model

her a%ﬁge’d the model

el. | '%\/orth mentioning
O

that the chi-square value was expec be mgnl\ﬂt ue q@e large sample size.

Table 4. 25: indicators of %ty Quality e slq(ajral equation model

of-fit index (AGF) was .788, indicating a poor

Notwithstanding, since the various indices of

indicated a good fit except for GFl and AG d|

as a fit model and continued to test th m)thesue

Indicator code Xmaﬂ) Thg{ ult The quality
CMIN Acceptable

DF
CMIN/DF Excellent
GFI Acceptable
AGFI Acceptable
NFI Acceptable
TLI %\ AcceBtabIe
IF Excellent
I% Excellent
&y Excellent
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W‘—j‘ -E.

(e22)

3158.905 Chi-square

838 df

.000 P 79

3.770 cmin/df
906 CFI Compensation,
.899 Ti reward & training
906 IFI
877 NFI
.788 AGFI
813 GFI @

Leader .064 RMSEA
Member
Exchange

HRM (Work
Life Balance)

Organization
.92

'

69 [H_1 |y
1 H 2| (e8)
| H_4 |a—(e5)
— = {H3}l=(
A H 5 e (D02
22 LH_9 | (3
*g ™ H_6 | (e2) 34
T2
.85 D
77 59
=
a1 86 &
B3 40
Te={H_12] - €13
[A_15]=—€1)
61 37 .
[H_20}=—€13

T
R
S

I
T
&

g A2

@

Figure 4. 13: Structural moge

eé‘

Learning Job
Culture Satisfaction
1.0
== N

between the mediating variable and the independent variables
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The result of the analysis indicated substantial direct and indirect relationships
among the components of this study. More precisely, it was found that orgar?m
learning culture directly predicts Omani public sector employees’ job s@n B
=.92, p =.001) and indirectly via human resources management (HR’ =35 p=
.001). The analysis also suggested that leader-member exchange vR;Bsitively and
indirectly correlated with employees’ job satisfaction via hum nMce management
(B=.21, p=.001). However, the impact of leader-member ma’s negatively and
directly correlated with employees’ job satisfaction. Moreeyer, th rewie analysis
also suggested positive relationships between leader ber extha (f 1‘%3:) =

.001), organization learning culture (f =-.3

¥ % um%Wesources

-
S of@ HRM construct

compensation, rewards and tral 8869the faetor Ioadi@; for career development

management (HRM) respectively, among

Moreover, the sub- dmensmn& foDIoading

ranged between .41 to .89. Ac g to t %/si

is .68, and the factor lo WL alan eﬁs 41 with p-value of .001

i
respectively. These va ested t Qt% an m@rces management is empirically
and meaningfully categorized i I“l 4 ub-di
also indicated &oa i
development I 3 T esta rd'er& alue between them is 0.046. In contrast, the
result o %al value tlcal@lo) between HRM and its Career Development
reac@ 166, which is grea@an 1.964 at the level of significance (oo = 0.05). The

S I equation analysis showed a direct statistically significant relationship

& een HRM and its Dimension of Career Development among the government sector

mployees in the Sultanate of Oman (P ratio: 0.001).

sions. On the other hand, the results
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The standard error results ranged between 0.027-0.071, and the multiple

correlation square coefficients ranged between 0.13-0.63. Furthermore, the sw

-

loading value ranged between -0.84 - 0.886. Also, from Table 4.23 below, t)e%&rche
noticed that the critical value ranged between -1.087 -17.404. Some criﬁ&lues were
also below 1.964 at the significance level (a = 0.05). However, moszes showed

the critical value exceeded 1.964 at the significance level (o = OW05), indicating a

It was also found that the result of the loading va etwe nwd HRM is
AR

hile the result gf E@itical

174{ forkjrs greater

the s@ural equation
analysis showed an indirect statlstlcxaaflcant relati shi@iween LMX and

HRM (P ratio: 0.001) among the @o nment o@s in the Sultanate of
# Q
Oman.
\ ‘&
Interestingly, the anilz
between OLC and HR 9 and d .029,
‘&

while the result of h{tlcal r ticalg.uo) between OLC and HRM reached
10.637,; thErefo the level of significance (a = 0.05)

Additionall uctutl :?jum{ analysis showed an indirect statistically significant

substantial correlation among them.

0.708, and the standard error value between them is O.

value (Critical Ratio) between LMX and HR

than 1.964 at the level of significance (o

relatlon (P ratio: 0.001) among the government sector
em in the Sultanate of C@uh
ddltlonally, the loading value between HRM and job satisfaction is 0.209, and
andard error value between them is 0.071, while the result of the critical value
ritical Ratio) between HRM and job satisfaction reached 2.003; therefore, it is greater

than 1.964 at the level of significance (a = 0.05). Additionally, the structural equation
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analysis showed an indirect statistically significant relationship between HRM and job
satisfaction (P ratio: 0.045) among the government sector employees in the Sult?ﬂ
Oman. ('}
Moreover, Table 4.22 indicates the result of the loading vaIu@A«een LMX
and job satisfaction which is -0.084, and the standard error value between them is 0.048,
while the result of the critical value (Critical Ratio) between Mmjob satisfaction
is -1.087; therefore, it is less than 1.964 at the level of si 'lXc: (r = 0.05) which
mean there is no direct relationship between LMX an satis cMitionally,

the structural equation analysis showed a direct statiStically signific t're@ﬁship

between OLC and HRM (P ratio: 0.277) amo vernme tor @I'oyees in

X
the Sultanate of Oman. \, w\ é

Table 4. 26: continued: The Loadiw ors of th ctu@ uation model

) A
%daﬁd_'re)YSt!m N

Tayp
of Path analysis SE. CR* P
path ) .eQQ,*'

Indirec LM N ; 0.03 17.40 0.00
t X ' ' < 8 4 1
Indirec OL i 0.02 10.63 0.00
X c 2 203 :%00.307 o ; .

. b \ O

Indirec HR . E 0.07 0.04

t M Q@Hsﬁm@ 0.22% 0142 70 2003

N

. L \ .J‘?b N ‘0'.(5/ 0.04 0.27

Direct satisfactio J* (_/ 84 -0.053 3 -1.087 .
F Sl $ 0.03 14.62 0.00

Dire > sf{ctio‘z. 0.92 0.536 E 5 1

N AN

HRI 000

\ VAR ¢ COp,TR& 0.886 1 .
QE HR 5 HRM 0.406 0239 002 gg3g 0.00

M WLB 7 1

HR HRM (C 0.04 1416 0.00

M > D) 0.693 0.647 5 6 1
*0<0.05
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Hypotheses 4: Human Resource Management is a mediator between leader-

member exchange (LMX), organization learning culture (OLC) and Job Satisfaction

D

() (,)

The study hypothesis results showed a moderate relationship Aﬁgn each of
the variables (OLC) and job satisfaction in the presence oan resource
management. As previously mentioned, direct and indirect tionships were
statistically significant at (0.05). At the same time, the an Y

sults indicated only

an indirect moderate relationship between leader-me and owtlon with

human resource management, where all the indire

tionships re'siﬁ?lcally
(LM"( job\sjgi—sfaction.

@\ex nge a@satlsfactlon

was statistically significant without th I’I&El (HRM), pla@’prewously in the

-~ ) A
second question ‘%cq . >y ? c;\K
~

significant except for the direct relationship

However, the direct relationship between IW

N

4.14 Results of the Fifth Research Question \A

- VT 1 X

Is there any significant effect of Organlzational Learning Culture (OLC) and

D Il

Leader-Member Exchange LMX) on Job Satisfaction among Omani public

employees wh ent qua{t;&r’as a mediator?

The fi sear que 0|( of t(? current study examined the relationships
betwee% memper_e nge organlzatlon learning culture on the one hand
and ﬂﬁyees job satlsfacu@ﬁ the other hand. The relationship between leader-

% exchange and organization learning culture was also thoroughly evaluated. As

& previous research questions, structural equation modelling was also used to
amine these complex relationships. The researcher follows the previous practical

steps to analyse and extract the results.
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The extracted results from structural modelling, as it showed in Figure 4.13,
showed; the value of chi-square is 1124.274 (acceptable quality), the degree of WM
(DF) is 284, and the p-value =.001. The p-value indicated a discrepancy@}n the
variance-covariance matrix of the proposed model and the matrix exﬂ%@ from the
data. However, since the sample size is greater than 200 participanmas believed
that the p-value would be extremely sensitive. Thus, the rese rch other indices
as complementary to the chi-square and its respective p-va aYal.re ult, the value of

CMIN / DF was 3.959; these results fulfilled the requirement that hé\&a{iﬁal experts

2 X
set. Interestingly, the (p) ratio (the critical value) isst%ally signifi ,Wh@ﬂeans
that the structural modelling model is b eaderdn

e@ﬁge and
organization learning culture on employeedjob satisfa

ong L@S:nani public

employees to have acceptable qualit&ﬁ ais promp er <?ther to continue
examining the results of other in((c%ws to co\lstg t gve ation of the model

N
quality. ‘% ¢ u Q(?
\ &
Additionally, other iqﬁice , uc’ 0 Mean%SBUare Error of Approximation
known as RMSEA, N FI, andilFI re'with_in the stipulated value. According

&
to the analysis, the value of RMSEA = .066, NFI = .935, TLI = .943, CFI = .950 and

AN ) <

IFI = .950, suggesting that the model adequately fits the data and, consequently, the

_ N e DU Y
interpretation of the results is legitimate. However, the value of GFI = .877 and AGFI

Q- | ])) &

= .848 were slightly lower than .90, as statisticians and research practitioners

NV &

recommended. The previous r@#‘ts of the indicators elaborate on the model's high

@As was previously indicated and based on these findings, the model adequately
I

Q e data, and the results are meaningful. Moreover, modification indices, which aim
improve the model quality, illustrate the possibility of linking some standard errors

of the items, as shown in Figure 4.13.
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Table 4. 27: indicators of the Leader-member exchange, organizational learning

culture (Independent variables) and job satisfaction Yv
Indicator code _Qu_allty The result The
indicator

CMIN CMIN<?2 1124.274 Ac e
DF - 284

CMIN/DF CMIN/DF <5 3.959 E%Ilent

GFI GF1<0.90 0.877 Weptable

AGFI < AGFI10.90 0.848 cceptable

NFI NFI > 0.95 0.935 i Acceptable

TLI TLI> 0.95 0.943 Acteptable
IFI IFI >0.90 0.95
CFlI CF1>0.90 0.95
RMSEA RMSEA < 0.07 0.066

As a continuation of the analysis pegcess,the
showed that the factor loading vaIue@aetween . -0.@§and the standard
error values ranged between 0.016 Q%S. Ba@?;hgﬁ 5@, the analysis found a

N
reciprocal and significant relati ip Betwe qleadgg'-ﬁember exchange and
organization learning culture(x 505 pr="001). T@finding indicated that both
l/v ﬁe leader-member exchange is

variables affect each (0t other \wor
g
i ing cul

, W
o
available in an organization, trr g) positively affected. Moreover, the
er e@l\ge (r = .46, p = .001) and organization
i

¢
learning cult\.‘fD = .63, p .06'1) é(')gtively and significantly predicted the job

NS
satisfac@maq’r Mees.@is finding indicated that when the element of

leader-member exchange and t@ming culture are available in an organization, the
N

eg&es’ job satisfaction level would dramatically enhance and improve.

0 The table results also show the value of the variables (exogenous and

endogenous variables) factor loadings. According to the analysis, the values of factor

analysis also found lea
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loading for leader-member exchange, organization learning culture and employees’ job
satisfaction ranged between .62 and .89, with a standard error of .016 and Crltlcw
equal to 3.546 greater than 1.964 at 0.05. This result suggested that the i nd@tems

of each variable were meaningfully targeted to their respective factors‘*

1668.762 Chi-square

261 df
000 P
6.394  cmindf
92 CFl
809 Tli
912 IFl
807 NFI
199 AGFI
Leader 838 GFl
089 RMSEA

Member
Exchange

Job
Satisfaction

Learning
Culture

Q:gure 4. 14: The structural model between both the independent variables and the

dependent variables
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Finally, the evidence for the constructive equation's constructive validity
showed the normal loading results that ranged between 0.067 - 0.986, so the Iw!gs
did not reach 1 to judge that it reached the merging point. Also, loadings we less
than 0.20 to suggest the Concurrent validity between the independent vﬂ%s (leader-

member exchange and organization learning culture) and dependeRvariables (job

satisfaction items). \,

Table 4. 28: Loading indicators for the structural equatio n ('LMX and OLC
on employees’ job satisfaction ~ \'d
| ¥ %
" \\
Path analysis Standardized mate S.f. Fl*.\c?’
regression S

> g

oLc > (oo 0.986 791
satisfaction T

Lwx > Y 0067 4N 0057 DNes oo
satisfaction

.016
e P
)
S
3} 0 3% O
Hypothesis 5: There i ikect relationship tﬁ@een organization learning

culture (OLC) and Ie?er?ﬂyer change (I@(independent variable), and

22.3€\é* 0.001

/A

*a<0.05

—9

(
Job Satisfaction (dependent variabJé '3 40

| =
The results shewed istically sﬁdificant relationship at the significance

€ ! (,E
level o < 0.05"BStween the vafiable (OL ) on Job Satisfaction among the research

sample . Also, th ‘;ults @Ned a statistically significant relationship at the

sign&we evel a < 0.05 betv(%ﬂ the variable (LMX) on Job Satisfaction among the
N

r \& sample members.

S

e
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4.15 Summary

The following Table 4.29 summarises the research hypotheses |nd|cate

literature review and the framework according to the relationship between@arch

variables shown in Figure 4.13.

Table 4. 29: Summary of the finding

No

Findings

Analysis

There is a positive and significant relationshi
1  Organization learning culture and an
Management.

There is a positive and significant relatlo p between

1 Its
ﬂ’NﬁJ orted
Resourc

%fe”dt

2 Leader-Member exchange and Human R e gyitive and
ngflcant
There is a positive relatlonshlp Hl?r'\wa esour upported
3 Positive and
Management and job satisfacti
O\a Q significant
4 There is a positive and significant relati W en _@ er- Positive and
member exchange and job sa% A significant
5 There is a positive and_s ant@relati ip \een the Igup_p_orted q
Organization's learningculture and job sati action(o ositive an
X significant
Human Resource Ma entisam b@ en LMX and Sup_pprted
6 . . Positive and
Job satisfaction. ( 0. e
2 2 significant
Human Reso ce Mana | med tor between OLC and Sup_p_orted
7 Positive and
Job satlsfac o
significant
There i o ignif ec atlonshlp between the Supported
8 Organl t| arning cult rg n satisfaction when Human Positive and
Reso nage ent after diator enters the equation. significant
Th significant’indire atlonshlp between the leader- Supported
xchah jOb sfactlon when Human Resource Positive and
ment implemehted as a mediator significant
4

\C.)

A
N
S
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