CHAPTER 4

DATA ANALYSIS RESULTS
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This chapter explains the results from data lysis. Th c.ha\gﬁgi_)@ﬁ/ith
explanation of response rate and the respondent’s Ograpf‘ly d Ofile‘%‘lowing
this, the chapter describes the analysis results gstatis i

factor analysis, confirmatory factor ana@j dt

chapter explains the final structural momth'stw
testing. N
=

N \\%

N

As mentior@hapte' 3,
study. The fir Non ire w :istrit&)@to the academic staff at Aden University.
The que‘@ contain qlis\ﬁeﬁs about HRM practices, organizational

o

4.1 Introduction

mpti ng¥xploratory

:

comm: wob satisf

N
distrl to selected custon?e‘g of the academic staff, namely, their students. The

§nnaire contained questions related to service quality.

The first set of questionnaires (academic staff questionnaire) was distributed to

andzjob involvement. The second questionnaire was

400 academic staff at Aden University, of which 257 surveys were returned, with a
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response rate of 64.25%, which was deemed to be satisfactory for the current study as
it exceeded the average response rate of 52.7% for management and behaworal

studies (Baruch, & Holtom, 2009; Mostafa, 2013). Meanwhile, for the s@et of
questionnaires, 2000 surveys were distributed to customers of the aca taff (their

students), of which 1285 surveys were returned, with a response rate WZS%

N students were

elet'ng incomplete

saf tMt ert.hod

for handling missing data, and can be used with atistical met be’cadae it will

However, 10 surveys from the academic staff and 50

deleted due to incomplete responses or missing

questionnaires or cases with missing data is the most comm

4‘
not result in any biased estimates (Allison, ?!,'201 ada%bgr 2019).

Therefore, 247 academic staff questlonna 235 st uestlo aires were able
to be used for the analysis. Although th em|c staff: mple@s smaller than the
required sample size, the sample eablwgwa'ré)ﬁvas considered to be a
good and representative sam er a samplinglerror l@[ of + 6% and confidence
interval of 95%. The minim ple ize ras Ilng error level of £ 6% and a
confidence interval o S 239 @ kar & Bo %ﬁ'e 2016). In addition, the sample

size (247) was s&}\f @wg stru@sal equation modelling (Kline, 2011,

2016). : %O
4. 3 ographic and Prof| the Respondents

e respondents of this study are the academic staff at Aden University and their
ents (regarded as the customer for the academic staff). Below are the details of the

espondents.
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4.3.1 Demographic and Profile Details of Academic Staff

Demographic and profile details of academic staff as shown in Table 4.{ otal

sample of the academic staff as sample of this study are 247 staff. 72.5 pezc%lzl?g)

of them are male, while the remaining 27.5 percent (N= 68) are female. In terms of age,

11.3 percent (N= 28) were between 20-29 years old, 35.6 percent%z were between
30-39 years old, 33.6 percent (N= 83) were between 40-49 erbd, and 19.4 percent
i

(N=48) were above 50 years old. Regarding the educ@ cati,)n, 38.9 percent
(N=96) of them hold a bachelor’s degree, 18.2 percent (N=45) th;a I?Ster
N

degree, and 42.9 percent (N=106) of them aréolder. In m'o rking
4

b &
experience, 24.3 percent (N= 60) of them have?ﬁn thewuniversity er‘rlw-s years,

25.9 percent (N= 64) of them have been i Mversit from/6-10 2; s, 16.2 percent

(N= 40) of them have been in the univer m 11-15 rs, 1@)ercent (N=41) of
\i ik
them have been in the university -20 n C‘)Q%(cent (N= 42) of them
@

have been in the university forsmore than 21 ars. nﬁt'erm of the salary of the

AN

respondents, 2 percent (NY-# thi’ﬂ e alar,@elow than 40,000 YR, these
!

respondents are the ne ing assis ho 22/ a bachelor’s degree, 13.4 percent

n
(N=33) of them e M’y beMeh,OOl(—;}é)f)o YR, 29.6 percent (N= 73) of them
N

.YI%‘?}A percent (N= 33) of them earn salary
'

between 807/001-100,000 YR;
100,00 . AAccordin @ntra@mk of Yemen (2018), 500 YR is equal to 1 US

earn salary b 60, 01‘
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Table 4.1: Demographic and Profile Details of Academic Staff

Characteristics Category Frequency Pe nR

Gander Male 179 %;

Female 68 ﬁ.S

20-29 Years old 28 11.3

Age 30-39 Years old 88 L 356

40-49 Years old 8 33.6

> 50 Years old 48 19.4

Bachelor’s Degree ' 38.9

Qualification Master’s Degree 45 ' Ei.Z
T~
PhD or Equivalent 106 , ’42@

\
1-5 Years 69, | @
6-10 Years Q@A\ %7.5.9
N

Experience | 11-15 Years \, °\ 4 < 162

16-20 Years \G) dﬁ 16.6

>21 Years P ¥ A | 17.0

‘ _J N £

Literature o ’J! ' g 8.9

Educati& \(35 304

Medicing,... ' S 25 10.1

[ e&ng , ?] \,\V' 37 15.0

Faculty Comugerce, &'n@/ "C/Q 54 21.9

nagement'&.economics

ila ineals ,@ 11 4.5

\Sha'iea'a Y 18 73

) Citlin u educétion & 5 2.0

% é puter I@Jages
] ¥ o
> 40,000 YR’ 5 2.0
-

40,001-60,000YR 33 13.4

Salary 60,001-80,000YR 73 29.6

80,001-100,000YR 33 13.4

>100,001YR 103 41.7
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4.3.2 Demographic and Profile Details of Students (Customer)

As shown in Table 4.2, the total sample of students (customers) are 123 st¥nts.

67 percent (N=827) of them were male, and 33 percent (N=408) of the \&@emale.
38.2 percent (N=472) of the student study in level one, 25 percent (I% study in
level two, 21.5 percent (N=265) study in level three, 14.5 percent (N5179) study in
level four, and 0.8 percent (N=10) study in level five. Regawg.lo the faculty, 8.5
percent (N=105) study in the Faculty of Literature, 21.1 percent (N= *0) study in the

Faculty of Commerce, Science Management and Economic, 10.1 pe t-(

study in the Faculty of Medicine and Health Scienees;*1 percer;nl\yz )' t&%? in the
Faculty of Engineering, 31.6 percent (N=390) y in @culty of
Education, 7.3 percent (N=90) study in t%ﬂﬁy ofahar' a an<< w, 4.5 percent

(N=55) study in the Faculty of Oil and Is, and 2 percent (@25) of them study
‘ A
in the Center of Continuous Educ; mp c:uges.

Table 4.2: Demog nd PMe S Aﬁfe‘nts (Customers)
T ,e
Characteristics ( ategor, | \\,. Frequency Percent

< &
e, ]
Gander I\ ‘%’ o o
\ le \\j (ﬁo 408 33
eI} ’ l):i,c.)‘-" 472 38.2
evel 2 ) 309 25

e wy L 7 265 215
V‘

Level 4 179 14.5
\W

Level 5 10 0.8

Faculty of Literature 105 8.5

Commerce, Science 260 211
Faculty Management, & Economic '

Medicine & Healthy sciences 125 10.1

Engineering 185 15.0
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Education 390 31.6
Shariea'a & Law 90 7.Y.
Faculty of Oil and Minerals 55
Continuous Education & 25 2
Computer & Languages Centers .%O

Total 1235 0%

4.4 Analysis of the Statistical Assumptions Yv

4.4.1 Outliers i\d
* X
The data were assessed to determine if th% univariate and 'n&ﬁ@ariate
outliers (Hair et al., 2010; Hair, Hult, Ringle ?& dt{ ese\ogfliers can
change the data distribution completely, aw influencesthe res@Ss-ubstantially
(Sarstedt & Mooi, 2019). Each indivi gari,ble was s ed f@ﬂivariate outliers.

The outliers for each variable were %ed by eXanTi % i @ere (Field, 2013). The
N

z-score is positive if the actual %ﬂbov@the , a2Q gative if the actual score

is below the mean (Aron Cm &l ,-2013). <Outliers are significant if the
3.29 (Ta

standardized z-score ceeds b@nik & Fidell, 2012; Fidell &
g b o &

Tabachnik, 2014)'@)re thlal ir et %2014; Pituch & Stevens, 2016). In the
fo

context of the d is st e z-se:o}%ﬂ‘s were between +£3.29, which means that

¢
there were mrs in this sét o da{aj(?(line, 2016). The descriptive statistics with

NN
the standardize® z-scér aah var@e are presented in Appendix L.

>
$multivariate outIierZ&?ere assessed through the Mahalanobis D2 measure,

ichrcontains statistical properties that allow for significance testing for cases that

O/e excessive values for two variables or more (Kline, 2005; Hair, Black, Babin &

Anderson, 2014; Tabachnick & Fidell, 2014; Kline, 2016). The cases that had squared
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Mahalanobis distance values that exceeded the critical chi-square value were considered
as outliers. The critical chi-square value in this case was 112.317, based ona p \Tﬂ
.001, as recommended by Tabachnick and Fidell (2007; 2014). The anal(s%h)wed
that there were no cases where the D2 value exceeded the critical chl-ﬁ& value, as
shown in Appendix M. This observation did not appear in the previ Wyses and in
the multivariate test. This result revealed that there were nQ_uni outliers in any
individual variable, and there did not appear to be any uniq (Y;n he combination
of variables (Hair et al., 2014). Furthermore, Hair and c gue (ZWLeved that

Yw

. Therefor s‘a& can

to %' eir.@ﬁt on the

(Hairé\a ., 2014). In
addition, the results that were obtalnedwa Mahalanohis D2 @sis were verified

outliers should be retained, unless they affect the r

conduct further analyses with and without the

results, so the outliers that affect the res

by means of the Cook’s distance (C 977) ' di a,(&)f more than +1 may
be an indication of a potentla%m C,Q)ok, 7, T@hnlck & Fidell, 2014).
However, in this set of dat he dlst as 0.088 (see Appendix O),

which reaffirmed that no major pr blel outllers.
N3 &
& Q S
4.4.2 Norma@ ? C—)(J
&
N is d’t miped by skewness and kurtosis (Hair, Hult, Ringle &
Qf; ?
ot 2eses

). Skewness is ar*,;'j ssment of the extent to which the distribution of a

Sarste

L%'

v a is symmetrical (Sarstedt & Mooi, 2019). If the distribution of the responses to

ariable stretches towards the left tail (negative) or right tail (positive), the data
I

stribution is characterized as being skewed (Sarstedt & Mooi, 2019). Kurtosis is an

assessment of whether the distribution of the data is too peaked (very narrow, with most
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of the responses being distributed at the centre) (Hair et al., 2016). Skewness tends to

impact tests of means, while kurtosis severely impacts tests of variance and COVTE

(Byrne, 2016). (q\

An analysis of the observed variate (see Appendix P) revealed that there were no
issues in relation to normality because the skewness (minimuw 33, maximum
0.425) and the univariate kurtosis (minimum -1.20, maximu were within their
respective ranges of normality (nearest to zero) (Tabachnic m, 1007, Hair et al.,

2016; Denis, 2019), and did not exceed -2;2 or -7;7, respectively IMJ.; MQ,Lhen
S

& Kaplan, 1985; Curran, West & Finch, 1996; C%entlerjtgsba‘ta, 2013;
4
<

Peredaryenko, 2016). \ v
S 3
NG S

45  Exploratory Factor Analysis( \T I<\

N
0 = 3
A principal component (PCA) w. p'érfo@d during the exploratory
\1 N\ _ . .
structs of practices, service quality,

factor analysis on the iten‘gy e lon
organizational commit%‘; satisia gcjﬁ@volvement. According to Pallent

(2016), there is nw )
because both a ac fe sn@r results. Therefore, a PCA is considered
as an appropeiate appro '@he mutual relationships among a set of items

(Sarste i

Meen A and an exploratory factor analysis

=,

\n is study, an exploratory factor analysis was performed based on the steps

%\ed by Sarstedt and Mooi (2019). The first step was to check the suitability of the

Oa for the PCA by measuring the Kaiser-Meyer-Olkin (KMO) criterion and the value

of the Bartlett’s test of sphericity. The second step was to extract the factors in order to
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reproduce a data structure with only a few factors using the Kaiser criterion. The factors

to be extracted were those with an eigenvalue of more than 1. Moreover, this stu

q

a parallel analysis, as suggested by Ledesma and Valero-Mora (2007) and@?&t and
Mooi (2019), to ensure that the factors obtained from the Kaiser crit ere non-
trivial factors that had been applied by previous studies (e.anrah, 2012;
Paczkowski, 2017). The factors were considered as signifiﬁnt~ their associated

eigenvalue was bigger than the criterion value obtaine he ?arallel analysis

(Ledesma & Valero-Mora, 2007, Pallant, 2016). The thi w. tWhe factors
X
by means of a varimax rotation. A varimax rotation lected for thi sﬁo&b}tause

it maintains orthogonality in the components ( co% St{i&?, 2019),
ors S

and can facilitate the interpretation of the f ar ﬁdt 00i, @. A varimax

rotation was applied previously in%r'laational S (@ Zumrah, 2012;

Paczkowski, 2017).

4.5.1 Human Resourcﬂa&gement
s th

Table 4.3 sh

Adequacy (KM@M
&

the results, t ue the

(KMO) wa: k& Tji \%

MOQJ . The Bartlett '@Ef Sphericity was statistically significance (x?
\

st Sph&:@i&y for variable HRM Practices. Based on
!
iér-&%?ar-Olkin Measure of Sampling Adequacy

xce@\ing the value 0.50 as suggested by Sarstedt and

Y

\M, df= 276, = p< 0.000). The results of KMO and the Bartlett Test of

Qé%ricity indicate that this set of data was adequate to conduct factor analysis.
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Table 4.3: The KMO and Bartlett Test for HRM Practices

Kaiser-Meyer-Olkin Measure of Sampling Adequacy

Approx. Chi-Square

Bartlett's Test of Sphericity df
Sig. 000

-

The results of principal component analysis (PCA e;ed ;]resence of five

factors with an eigenvalue exceeding 1, explaining 15% ,‘94 6%,
7.382%, and 6.987% of the variance respectively (se ed.4) ' _\"}
Y-v
Table 4.4: Total Variance Explal r H P ices
4\“'
(%/ f‘l ?t'
Initial Eigenva 'OT_ r? osf Squared
Component \ 'ng
Total | % of ulative I ’%\ of | Cumulative
Variance Py . ckarlance %
1 6.977 | 29. 29,071 ,fe!g?;‘ "29.071 29.071
2 3219 | 13M3 Y 42483/ 3.219Y 13.413 42.483
3 2270 | 9486, | [51.940) |2:270 | 9.456 51.940
4 1.7724 77382 159322, |N\L¥72 | 7.382 59.322
5 1677W§7 . 66310 , M677 | 6.987 66.310
6 972557 169.565"%
7 @2‘~ 2882 1 72.447>
8 |ab7Av 2807 75254
o (B8 |) 2533 ) 86

10 8 | (80.279
\
(Q% raty
g
S
\ ensure that the five factors are non-trivial factors, the factors have been
: ared with the parallel analysis. The parallel analysis is considered as the best
ailable alternative for solving any problems in the number of factors to retain from
PCA, (Ledesma & Valero-Mora, 2007). This study retains the factors that has

113



eigenvalue bigger than the criterion value obtained from Parallel Analysis (Pallant,

2016). Table 4.5 shows that the five factors have eigenvalues larger than the

CTH
value from parallel analysis. (}
Table 4.5: Comparison of Eigenvalues that Obtained from Princiqaﬁonent

Analysis  and Criterion Values that Obtained from Parallel Ana r HRM

Practices \/

Eigenvalues from Criterion ValuesY.
Component | Principal Component obtained fro | ' Decision

Analysis A \ \ d
6.977 , ?TA&&?'
3.219 . , 'Ackept
2.270 .498\‘ “Abcept

781
692 637 A° Reject

674 I 21080 Reject
L'*i%
The factor Ioadi% items
loadings for all ite fH Ml
0

(0.40), which range m 0O:

1.772 » y
1.677 %V 62  Accept
S X O et

| N of o &~ W N P

. N : o
2011;2% therpiore ,mter@onsmtencyforall|temsofHRM practice is high

Y—v
(the‘&mach Alpha value O\@)’ which exceed the recommended level of 0.70.

:gxe, all items of HRM practices are retained for confirmatory factor analysis.
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Table 4.6: Factor Loading, Communalities and Cronbach Alpha for HRM Practices

T

Items | Loading | Communalities | Items | Loading | Communalitie c@nha

R1 .660 548 P3 793 124
R2 714 565 P4 187 .664
R3 .838 .788 P5 .762

R4 154 612 Al 173
RS 745 652 A2 749
T1 122 .564 A3 .845
T2 744 626 A4 707
T3 185 685 A5 .62

T4 781 653 Cpl ? 0
T5 726 587 Cp 53
P1 771 639 QK 843

P2 798 665 Cp4 ~e§\
S

4
To support in the interMn f@i co,én%ents, the varimax rotation
%@hm @ire five items (R1, R2, R3, R4,

e

&
| <
ks

R

was performed. The rotated solution re

s ¥ 4 N
\na.m (r cr@}ﬁent and selection), five items (T1,

k>

R5) labeled in factoglin th
ainirg>

T2, T3, T4, T5) I@ inf
Nl .
Mtlca?}lve items (A1, A2, A3, A4, A5) labeled in
factor 4 (per anceappr isal) an@§ur items (Cp1l, Cp2, Cp3, Cp4) labeled in factor
4
&4.7.

g

development), five items (P1, P2, P3,

5 (compensation), as shown in

N
N

N

115



Table 4.7: Factors and Item's Loading

R1 660 s Y
R2 714 R
R3 .838 ak @
R4 754 B 4

R5 745 A v o

T1 722 ~ 5N

T2 744 N

T3 785 v . 4

T4 781 . N .

T5 726 A L,

P1 N N\ A

P2 /A B -
P3 5, N I Y B
P4 87 I e,

P5 -_— e/ ¥

Al Yo oWwN\Y773, v

A2 N Y ow ON\N 7adw

A3 (oY | & &

A4 -~ N N

A5 LN N aA (e

Cpl Cemn NN 830
Cp2 N A" Y O 853
Cp3 g = Pe Q& 843
Cp4 NS AV 819

v’ &
45.2 Organizatiwgmm@ <§J
N

Table s Jthe re I}'of iser-Meyer-Olkin Measure of Sampling
Adequac and Bartl of Sphericity for variable organizational
’
%ased on'the ésul\t,RThe value of the Kaiser-Meyer-Olkin Measure of
(..)

Saw Adequacy (KMO)MS 0.844. This value exceeding the value 0.50 as

comm

ted by Sarstedt and Mooi (2019). The Bartlett Test of Sphericity was

étistically significance (x? =1027.034, df= 28, = p< 0.000). The results of KMO and
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The Bartlett Test of Sphericity indicate that this set of data was adequate to conduct

factor analysis. T

Table 4.8: The KMO and Bartlett Test for Organizational Comm ‘@

Kaiser-Meyer-Olkin Measure of Sampling Adequacy
Bartlett's Test of Sphericity Approx. Chi-Square i@v

df
L

Sig. E:\ 0
d i
O
A "}
The results of principal component analysi A reveal d thé'presenee Of tw
Y-v
18

factors with an eigenvalue exceeding 1, expl 53. % @ % of the

00

_.ﬂ

variance respectively (see Table 4.9).

Table 4.9: Total Variance plalne f aniizatipnahCommitment
EAS
6 Ext@"?o

n Sums of Squared

Initial q _
Component \j _f(l Loadings

Total C\,mﬁl T/) l, | % of | Cumulative
I

-
% AN Variance | %
4.254 :!._59’1?1‘@ 254 |  53.181 53.181
5 s
1.4 18. 71634 1.476 | 18.453 71.634

My pef e

| €
s iz || 3o | Lo
YO 4 1',_/@359 ‘§" 93.157

AY @ 4186))  97.303
g " | 216 239f 100.000

Q To ensure that the two factors are non-trivial factors, the factors have been

compared with the parallel analysis. The parallel analysis is considered as the best

\
—5

/’

<
/

A W ON

%
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available alternative for solving any problems in the number of factors to retain from
PCA, (Ledesma & Valero-Mora, 2007). This study retains the factors t?ﬂs
eigenvalue bigger than the criterion value obtained from Parallel Analysi lant,

2016). Table 4.10 shows that the two factors have eigenvalues larger t criterion

value from parallel analysis. Q

Table 4.10: Comparison of Eigenvalues that Obtained from P Criterion Values
that Obtained from Parallel Analysis for Organiz al omrritment
[ Y
Component Eigenvalues from Criterio lues tha ecision

Principal Component obtained fronY Parallel ’ \ &
Analysis ysis O

4.254 1352 | _Accept

1.476 12327 ‘g-/ {_Accept

548 i}a(\ ‘\V," Reject

453 \/ _1j07 {;< Reject

. ; Reject

349 O Reject
' P N . ]

332 > ,By B78.L Reject
.216‘% 6 7 8D Reject
A ol NS
Factor loading o atlon? Co ‘;tme hich contain eight items shown

N &

Il ite ere above the minimum significant

O N OO B WIN| -
w
\I
N

mm@lity value for each item exceeds the cut-off

}6). Furthermore, the internal consistency for all items of

in Table 4.11. Th’eQQIoadrg
loading (0.40), w angebl? 7‘\°@§{.86. None of the items has the issue of

cross-loadi n_additian, t
point 0.@&, 2014;

org ional commitment isb\{g}’(the Cronbach Alpha value is 0.874), which is much

m \ﬁ recommended level (0.70). Therefore, all items of organizational commitment

&Eetained for confirmatory factor analysis.
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Table 4.11: Factor Loading, Communalities and Cronbach Alpha for Commitment

Items Loading Communalities Cronbach AW
C1 810 712 C}
C2 .806 752
C3 824 723
C4 861 .755 z

C5 795 675 N 0874

C6 .826 717 '
C7 .816 .703 !\d
C8 797 .69 g
Q. ,\Y'
W
’ X
Furthermore, to support in the interpretation‘of the 0 ponen@ﬁe varimax

rotation was performed. The rotated solu@s&ale iten&%\l C2,C3,C4)
labelled in factor 1 (in this study refmﬂzctbe\ i nQommitment), and

remaining items (C5, C6, C7, C8)ware I&)ellgd%r 2 (@;&ﬂnuance organizational

_ “ &
commitment (see Table 4.12).\ LA} \A%

Table 4.12 Rotatjon f Ofga@ational Commitment
Items &\~ IB%{Q ent 1%60 Component 2
cL | O 010 &
26N ) oD 0O
G Jd | N7 w
Lo 1 ] s
N R 795
a\CE >4 826
AN © . 816
7 cs 797
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4.5.3 Job Satisfaction

Table 4.13 shows the result of Kaiser-Meyer-Olkin Measure of

R;ing
Adequacy (KMO) and Bartlett Test of Sphericity for variable job satisfac:'on:. ased on
the results, the value of the Kaiser-Meyer-Olkin Measure of Sa%;nd Adequacy

(KMO) was 0.845. This value exceeding the value 0.50 as suggested By Sarstedt and

tatw significant (x2
B Ieté’?phericity
alysis. * X

Mooi (2019). The Bartlett Test of Sphericity was

=1425.139, df=55, = p< 0.000). The results of KMO a

indicate that this set of data was adequate to conduct£actor

! _\"}
Table 4.13: The KMO and Bartle rJo b£a sfagtion \)Y*
Kaiser-Meyer-Olkin Measure of Samplin deq cy % \845 ?“T
Bartlett's Test of Sphericity h|-Sq ' 1 12§q 3'9
"4
\\? )
h ' 000
NS
&
\ A

The results of pri ponent analysis (R revealed the presence of three
RN

factors with an eigenvalue e eed alﬁl ng A4.477

of the variance re&\ly

%, 13.895 %, and 12.130 %

ela Tab

A

4, 14)%%

N
@l 11 Tota a’l!ancé'{plamed for Job satisfaction
- y
, \J .
% ? ‘Elgen Ues Extraction Sums of Squared
ComBene xwr Loadings
Total Cumulative | Total | % of | Cumulative
Variarh % Variance | %
4.892 | 44.477 44.477 4892 | 44.477 44.477
2 1.528 13.895 58.372 1528 | 13.895 58.372
3 1.334 12.130 70.502 1.334 | 12.130 70.502
4 .867 7.879 78.381
5 575 5.224 83.605
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To ensure that the three factors are non-trivial factors, the factors have been
compared with the parallel analysis. The parallel analysis is considered as t?!m
available alternative for solving any problems in the number of factors tc(ry}from
PCA, (Ledesma & Valero-Mora, 2007). This study retains the that has
eigenvalue bigger than the criterion value obtained from Parallel Wsis (Pallant,

2016). Table 4.15 shows that the three factors have eigenvalues IM? an the criterion

l

Table 4.15: Comparison of Eigenvalues that obtained from PCA and Para eI‘A@ysis
for Job satisfaction ' o)

value from parallel analysis.

I 3

Component | Eigenvalues from | Criterio ue Qemsion
b

Principal Component | obt
Analysis Analysis

4.892 \/
1528 @
1334

NN Accept

867 c‘) Qr“!ﬂm?&i\ Rej:ect
57 N i L Reject

D

Accept

Accept

gl Bl W N

“,

Table 4.16 shows thaactol\!'a' for dﬁ@, satisfaction which contain eleven

items. The loadin h ite !ofjo satisf n were above the minimum significant

loading (O.SOmm ra edf? 9!5170%-6.86. None of the items has issue related to

cross-loadl%additi n, t m lity value for each item exceeds the cut-off
4
point wlant, 2018 20f6), T
N
9

\urthermore, Table 4.16 shows the internal consistency for all items of job

G faction is high (the Cronbach Alpha value is 0.87), which exceed the recommended
vel of 0.70. This demonstrates that the three factors which contain eleven items

measure the same underlying construct.
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Table 4.16: Factor Loading, Communalities and Cronbach Alpha for Job satisfaction

Items Loading Communalities Cronbac g
J1 690 564 ( :
J2 831 .703 | s

J3 .823 138

J4 .617 408 i

J5 735 716

J6 .837 .816

J7 .860 . '

J8 194 g ' e

J9 .850 8 N
|5

J10 .837

v
11 802 W ] oY
\/ 19 S

Moreover, the varimax rotatloN n reveale at th@ltems (J1, J2, J3)

labeled in factor 1, four items (J4 L 37) Ia t é)ﬁmd the remaining items
@
(J8, J9, J10, J11) are labelled | or3 (see Tabl 4‘17)&2}'

.

N
Table 4.17: W of\/#a ot for Job satisfaction
’
Items @mpon‘en C onent2 Component3
i1 . : (5"
2 CaY | ssPe S
3) L
J3 : N
14 4 2 $ 617
J5 c_}/ 735
N 837
J6 :
J7 .860
J8 794
J9 .850
J10 .837
J11 .802
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4.5.4 Job involvement

Table 4.18 shows the result of Kaiser-Meyer-Olkin Measure of ing
Adequacy (KMO) and Bartlett Test of Sphericity for variable job invol g@ Based
on the results, the value of the Kaiser-Meyer-Olkin Measure of Sampling Adequacy
(KMO) was 0.904. This value exceeding the value 0.50 as suggested By Sarstedt and
Mooi (2019). The Bartlett Test of Sphericity was s tisw significance (x?

=1214.084, df= 36, = p< 0.000). The results of KMQ a

tt.‘lﬁ?phericity
alysis. X~

indicate that this set of data was adequate to conduct!gctor * N\

?
Vg

D

T
Table 4.18: The KMO and %ﬁest fo“]o oIVETmS\u
uacy .9@

Kaiser-Meyer-Olkin Measure of Samplin

— A
Bartlett's Test of Sphericity i

N
4 2 Q{

Communalitie&ble giV(i i tionélﬂqu how much of the variance in each
item is explaineﬁ@yvalu \(v::}ss t?taﬁfq.B) could indicate that the item does not
!
¢

fit well with t ritems in itd com

p@m (Pallent, 2011: 198, 2016). therefore, items
Jn2,Jn6) s lo u & ) in this case according to Pallent (2011, 2016)
(n2, %k WVEUSA 2 : :

the A)n IS remove items @Vthe scale. Removing items with low communality

esitends to increase the total variance explained (Pallent, 2011: 198, 2016).

Q The results of principal component analysis (PCA) revealed the presence of only

one factor with an eigenvalue exceeding 1, explaining 65.263 % of the variance (see

Table 4.19).
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Table 4.19: Total Variance Explained for Job Involvement

P Extraction Sums of Squar
Initial Eigenvalues :
Loadings
Component Total % of | Cumulativ | Total | % of ive

Varianc | e % Varianc

e e
1 4.568 65.263 65.263 | 4.568 65.263 65.263
2 .655 9.357 74.620 \}
3 476 6.797 81.417
4 437 6.237 87.654
5 371 5.305 92.959 '\._. d

A
£ b

To ensure that the factor are non-trivial , thesfacto e been,compared

o
with the parallel analysis. The parallel ﬁw as best available
e

alternative for solving any problems i

(Ledesma & Valero-Mora, 2007 %studﬁ\%
@

bigger than the criterion vaIU\lned from Parallel A@Sis (Pallant, 2016). Table
%
4.20 shows that only one vas e’;env s largerthan the criterion value from
(
parallel analysis. % ? 0

Table 4.20: Coh@ﬂ of ?es that'ebtained from PCA and Parallel Analysis
% I ’ pJoblinyolvement
£
E (]

Compo igenva es)‘r \ Criterion Values that Decision
Principa mpo&&% obtained from Parallel

nalysis 7~ Analysis
4.5@’ 1.384 Accept
NN\ 655 1.243 Reject
3 476 1.174 Reject
4 437 1.110 Reject
M 5 371 1.030 Reject
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Table 4.21 shows the factor loading of job involvement which contain nine items.
The loadings for all items of job involvement were above the minimum sigwﬂm
loading (0.40), which ranged from 0.54 to 0.91. None of the items has issue dto
cross-loading. In addition, the communality value for each item excé&\e cut-off
point 0.30 (Pallant, 2011; 2016). Furthermore, the internal consistencyfor all items of
job involvement is high (the Cronbach Alpha value is 0.88 N is exceed the

recommended level of 0.70. This demonstrates that the n m'sasure the same

underlying construct. Subsequently, these nine items w sed i cWory factor
@
analysis. é | _\‘-}
Y-—

Items Loading iti Qﬁbach Alpha

Inl1
In3
In4
In5 : 0.908
In7
In8

.808

e t of Kaiser-Meyer-Olkin Measure of Sampling

AI%LLZZ show?é &

Ny (KMO) and Bartlett Test of Sphericity for variable job involvement. Based

omthe results, the value of the Kaiser-Meyer-Olkin Measure of Sampling Adequacy
QM

0O) was 0.879. This value exceeding the value 0.50 as suggested by Sarstedt and

Mooi (2019). The Bartlett Test of Sphericity was statistically significance (x?2
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=6593.943, df= 153, = p< 0.000). The results of KMO and Bartlett Test of Sphericity

indicate that this set of data was adequate to conduct factor analysis. Y*

Table 4.22: The KMO and Bartlett Test for Service Qualit : ,

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .SY
4

Bartlett's Test of Sphericity

Approx. Chi-Square 3

df

Sig.

Y
The results of principal component analysi“ﬁevgale th presence

\22 N
factors with an eigenvalue exceeding 1, explainingy46.2 .665 946;,1:3.320 %, and

8.965 % of the variance respectively (@ 4.23).

E.z&%tion Sums of Squared
‘é\ Loadings

@tﬁl % of | Cumulative
Variance | %

Component

1 )'8.325 | 46.248 46.248
2 4.080 | 22.665 68.913
3 . 2.398 | 13.320 82.233
4 Q' 1.614 8.965 91.198
5 .
7

158 876 95.356
9 137 764 96.120
10 126 702 96.823
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To ensure that the four factors are non-trivial factors, the factors have been
compared with the parallel analysis. The parallel analysis is considered as t?!m
available alternative for solving any problems in the number of factors t@from
PCA, (Ledesma & Valero-Mora, 2007). This study retains the that has
eigenvalue bigger than the criterion value obtained from Parallel Wsis (Pallant,

2016). Table 4.24 shows that the four factors have eigenvalues IN? an the criterion

Table 4.24: Comparison of Eigenvalues that obtained from PCA and Para eI‘AQ Sis
for Service Quality 3 ' i

Component Eigenvalues from Crit 'nVaI 'thaay 'Qecmon
N
r-
b

Principal Component
Analysis

value from parallel analysis.

) <
1 8.325 \‘?]5%) & Accept
=
2 4.080 - % O Accept
\? ~ g
3 2.398 C,-, .38!35 Accept
- 0 g
4 1.61 d 1.} Accept
5 i ) L{S?%Z Reject
6 , } LS 188 Reject
7 5 ¢ '3 1.134 Reject

N
Table 4 st e facto C}ahlr@_gafvariable service quality which contain 18
items. Th s for all items of s e quality were above the minimum significant
A
ged"frorﬂRO'852 to 0.902. None of the items has issue related

loadin , Which r
Aa o
tOJO\ ding. In addition, the.communality value for each item exceeds the cut-off

‘é 30 (Pallant, 2011; 2016). Furthermore, the internal consistency for all items of

Gwce quality is high (the Cronbach Alpha value is 0.93), which is exceed the
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recommended level of 0.70. Therefore, all items of service quality are retained for

confirmatory factor analysis. Y

Table 4.25: Factor Loading, Communalities and Cronbach Alpha for S |:ce auallty

Items | Loading | Communalities | Items | Loading CommunYL ﬁrpt;;ch
s1 928 911 s10 | 933 oL

S2 916 899 s11 | 931

s3 922 911 s12 | .937 ?3‘

s4 909 893 s13 | .91 896 ! ’

S5 890 863 s | 9 %6 o "0
S6 891 908 515 . 45# I _{0

s7 918 950 S16 \.’.uz_y \‘,’C

s | .902 941 s17, | 918 TNw927 %"’

S9 893 917 S 872_\| @/ 865

K O

AN

A

Furthermore, to support the m}M tation of th e fo@mponents the varimax
rotation was performed. The soluti aled Lﬁg%/flve items (S1, S2, S3, S4,

S5) labelled in factor 1c S (86 7,S Sp)@ed in factor 2, four items (S10,

S11, S12, S14) Iabel d in faCtor.3; ve ems (@' S16, S17, S18) labeled in factor 4

(see Table 4. 26)
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Table 4.26: Factors and Item's Loading

Factorl Factor2 Factor3 Factor4

b |

S1 .928

S2 916

S3 922

S4 909

S5 .890

S6 891

S7 918

S8 .902

S9 .893

S10 933

S11 931

S12 937

S13 913

S14 901
S15 919
S16 .895
S17 918
S18 872

4.5.6 Conclusion of Explo factx'r an is(QE@
( : [

'3
é‘ﬁ’utlllzed to verify the dimensional

Exploratoryf tor a yi
structure of the s a or al @(La@w Sahibzada, et al. 2019). A total of

!
70 items wer ed EF he fac&)) loadings obtained from the EFA were meet
the m|n| or }0 D:ycr er@l items succeed for load onto their respective

dlmensﬁn ly two items of j j volvement obtained low values of communalities

( n 0.3) which indicate that the item does not fit well with the other items in its

0 onent (Pallent, 2011: 198, 2016). therefore, items (Jn2, Jn6) shown low value (.

& .28). the solution was to remove items from the scale (Pallent, 2011, 2016).

Removing items with low communality values tends to increase the total variance

129



explained (Pallent, 2011: 198, 2016). therefore, the 7 items remained form the scale of
A confirmatory factors analysis (CFA) was condwgo assess the

measurement model in terms of its goodness-of-fit, reli 'Iithd construct validity

job involvement.

4.6 Confirmatory Factor Analysis

(convergent and discriminant validity). The goodness- f the measurement model
2
was assessed through the normed 2 chi-square value'dlivided by the de eix of a‘;{gaom
x2 (x2/df) < 5.0 (Kline, 2011), based on a compara fit in?x CFEl) of 2@-.90 (Hair
Y

uckerégﬁwis, 1973),

(Kling, 2011), and the

root mean square error of approxima@A) ‘1

standardized root mean square residual (S

Lomax, 2012; Hair et al., 2013; Ke? 14pByrne, 2016). 0}

“« Q-
\ RN
The reliability of eawp; uctjin'the m asur‘e$ent model was measured by the

Hair et al., 2013). onvergfn ty wa asured through the average variance

extracted (AVEW sho ?re tr@;%’s (Fornell & Larcker, 1981; Hair et al.,
¢

2013), whi hcri na i({ty@s measured by comparing the square root of

N
the AV% he rela [ be‘i.tﬁ‘e\en the variables. The relationship between the
variﬁkhould be less tha@ square root of the AVE (Hair, Black, Babin &

A%\E n, 2010; Malhotra & Dash, 2015).

Q The results of the confirmatory factor analysis (CFA) for each variable (Human

Resource Management Practices, Organizational Commitment, Job Satisfaction, Job
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Involvement, Service Quality), and the overall outcome (including all the variables in

NS
0

4.6.1 CFA Results for HRM Practices Y'

this study) are discussed in detail in the following sections.

Figure 4.1 is a measurement model for construct HRMY&:es that consist of

five dimensions known as recruitment and selection (Rec)y trainin ahd development

(Train), participation (Parti), performance appraisal fgpp), d ctrpe n-(CQéa)

e

&
@
® - @ 75 R
ED—»{R4] \ (A1 Ja—€1)
€D @ (A3 €T
D - D
@ )
@ . @ . il
@ - , &)
@ OSE=Hh~
£15 | P1 | 74 Cpl £21
4 > ' MIN: 429.792
L - DF: 242
D :
o P=.000
CMINDF: 1.776
29 RMSEA :.056
CFI: .935
TLI: .926

§ Figure 4.1: The Measurement Model for HRM Practices
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Table 4.27 shows the results of Goodness of Fit of measurement model for
construct HRM practices. The results indicate that, the 2= 429.792, df= 242, tlvaf
(429.792/242) = 1.776, the p-value associated with this result is significan@OOO),

CF1=0.935, TLI =0.926, SRMR = 0.056, and RMSEA = 0.056. Thes s showed

a good model fit (Gaskin & Lim, 2016). Q

Table 4.27: Result of Goodness of fit of Measurement M Practices

Measure

CMIN
DF

CMIN/DF Y.
CFI
TLI C%‘,
SRMR \'
RMSEA i.—) N
)
7]

Table 4.28 shows th e\knpli e

(>0.70), which range f Yto 0.

4 $ &
The Average varia Gﬁtracteci o) v&ﬁ.ab
Hair et al., 201 & confi e cor(vg!jent validity. In addition, the square root

!
¢
AVE (figure \WId) as bi er{habt%e correlation between variables (Hair, Black,

\ - - -
Babin kon, 2010; ?hotra@Dash, 2015), which confirmed the discriminant
validity.
o, S
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Table 4.28: Composite Reliability, Average Variance Extracted, Square Root of
Average Variance Extracted and Correlation for HRM Practices

CR AVE Rec Tra Par App op

Rec |0.841 |0519 |.721 *

Tra 0.844 0.522  |.519*** 122 q

Par 0.871 0.576  |.392*** .360***

App | 0.860 0.554  |.282*%** 390%**

Cop |0.891 0.672 |.149* .164* .820

* Noted: Rec = recruitment and selection; Tra = eﬁt\ﬂ'&r =

Participation; App = Performance Appraisal; Co Q@)osite
Reliability; AVE = Average Variance Extracted; re witg Id Squa‘ée. oot of

Average Variance Extracted Y. N
N A S QT
) &
4.6.2 CFA Results for OrganlzatlonzN itment O
AN
ga

Figure 4.2 is a measuremen dafow struct o r@tional commitment that

q Q—
consist of two dimensions& n as ve Qﬁﬁw’mitment and continuous

N
commitment. , i §
< 2
The results s N%e Tar \29; an ac ble fit. In specific, the ¥2 = 36.091,

df =18, the ¥2/df(36.091/18 : ep-@é associated with this result is significant
¢
(p <0.000), g\?o.gs T
\
approxi% RMSE P.O64A>nd the standardized root mean square residual
" 9
(S 0.036. \(?

N

!
0?57@ e value for the root means square error of
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©
75
@
Rl
(e = CMIN: 36.091
& DF: 18
P=.007
CMINDF: 2.005
% RMSEA :.064
D - CFI: .982
(e3) 73 w TLI: .972
N
2 7
D
Figure 4.2: The MeasuremenOOrg izatignal Commitment
Table 4.29: Result of Goodnes G{’)f M(@g; (@or Organizational
0 ,
mngeny * (&
A
Measure YV ! \é\ Estimate
CM‘f) v S 36001
F ~NV | (Y 18.000
g«r\; A - 2.005
'\iL NS A 0.982
(‘2 1] P2 9 0.972
% rvd ) L 0.036
% RMS <" 0.064
v v
N\ N
\

%ble 4.30 shows the composite reliability (CR) for continuous commitment is
5, while affective commitment is 0.893, which is higher than 0.70 as recommended
y Fornell and Larcker (1981) and Hair and colleagues (2013). The Average variance

extracted (AVE) were 0.597 for continuous commitment and 0.677 for affective
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commitment, which provide a confirmation for convergent validity (Fornell & Larcker,
1981; Hair et al., 2013). In addition, the Average variance extracted (AVE) was
than the relationship between variables, which provide a confirmation for ﬁ%fhinant

validity (Hair, Black, Babin & Anderson, 2010; Malhotra & Dash, 2015):

S ;re Root of

ommitment

Table 4.30: Composite Reliability, Average Variance Extrac

Average Variance Extracted and Correlation for Organizaii

CR

AVE

'Cont'nuous

Continuous

0.855

0.597

0.773

Affective

0.893

0.677

5

NS
sl ’ qng _{'7

F 4 3 J X
Noted: CR = Composite Reliability; AVE = Av%e.ﬂ/a WIGK tracted%fgure with

Bold = Square Root of Average Variance E{Qt; 0\

\(a)

4.6.3 CFA Results for Job Satisfa@' n

Figure 4.3 is a measureK%odel

three dimensions known as ?(Soci,) 3 items, intri (Enter) 4 items, and extrinsic

o
(Exter) 4 items. Howev%item undler di egs'&n} trinsic (item number J4) has been

deleted due to Iov@v (O@ (Chiné'é& Hair et al., 2013).

N\, o)
The resx% ness of fi yjl'atﬁeyl.Bl) show an acceptable fit. In specific, the
O
e p-@e
.9&3& value for RMSEA = 0.063, and the standardized
\

r:wn square residual (SRMR) = 0.050.

\ A
&
6 4 &
con ruct&%atisfaction that consist of

o

associated with this result is significant (p

.

=0.977, TLI=0
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(] (2] [ i)

CMIN: 63.069
DF: 32
P=.001

CMINDF: 1.971

RMSEA :.063

CFlI: .977

TLI: .967

.50

Figure 4.3: Measureme fochmS i
\ &
. S
Table 4.31: Goodness of Fit asure e ob Satisfaction
a £
¢ g
Measure ‘é N 4 UEstimate
\ N
CMIN [T¢) S 63080
DC._)T DA
Sk O’
:Q@F l\ | 1.971
Q b 2
| N 977
RIS A o
")Tul e 0.967
— RPN
\ S?I\{E{_/! $ 0.050
N )
RMSEA \c_) 0.063

rinsi

QE Table 4.32 shows the composite reliability (CR) for dimension social (0.753),
t

¢ (0.897) and extrinsic (0.885) were much higher than 0.70 (Fornell & Larcker,

1981; Hair et al., 2013). The Average variance extracted (AVE) for all dimensions also
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was above 0.50 (Fornell & Larcker, 1981; Hair et al., 2013), which provide a
confirmation of convergent validity. In addition, the relationship between dim?ws
was below than the square root of AVE (figure with bold), which provide a @tion

of discriminant validity (Hair, Black, Babin & Anderson, 2010; Maﬂ&& Dash,

2015). \,Y'

Table 4.32: Composite Reliability, Average Variance trTquare Root of

Average Variance Extracted and Correlation fo tisfa':tion
CR AVE Intrinsic Social @ c E{Qgic

Intrinsic 0.897 0.745 0.863 ’ l —t‘)

Social 0.753 | 0.509 0.500*Y~ Gsé ‘\\,‘

Extrinsic 0.885 0.660 0,564** “1 0.404%** "0.812

X

Noted: CR = Composite Reliability; A verage Variance E@cted; Figure with
Bold = Square Root of Average Vac’ nce Extra \}\ &-\

4.6.4 CFA Resultsfo@/en} t :l 0’
o)

Figure 4.4 i Muren‘ent model fo@wstruct job involvement that consist 9

N
items. Howevgmite s (InZyand Inagbdve been deleted due in the previous step

(EFA) to munalitieshvalue elow 0.3 (Pallant, 2011, 2016). therefore, a
:
n

meas:SWodel for

s&uct involvement that consist of 7 items.

N
\C.)
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CMIN: 29.228
DF: 14
P=.010

CMINDF: 2.088
RMSEA :.066
CFl: .985
TLI: .978

I
d r©
Figure 4.4: The Measurementwa@lf rN vem@'
The analysis result (see Tabl\g)wows that. t go@kss of fit of the
ific, t

measurement model is good. In s e g(%z {8); 2.08, the p-value
associated with this result is signifi <01000), CFI = O@TLI =0.978, RMSEA=

0.066, and SRMR = 0.029. \ S"

- &
- Lo
Table 4.33: The G of Flt‘ﬂ ye&r&/ Model for Job Involvement

™

<

Estimate

29.228
14.000
2.088
0.985
0.978
0.029
0.066
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Table 4.34 shows that the composite reliability (CR) was 0.912, which were much
higher than 0.70 (Fornell & Larcker, 1981; Hair et al., 2013). The Average v?ﬂ!e
extracted (AVE) was .599, which was above 0.50 (Fornell & Larcker, 198(%&t al.,

2013). The result provides confirmation of convergent validity. -\

Table 4.34: Composite Reliability, Average Variance Extractedw Involvement

CR AVE
Job Involvement 0.912 '91599

Noted: CR = Composite Reliability; AVE = Average,Varian€e Extract ® \¢

| &

4
o N3
4.6.5 CFA Results for Service Quality \ ! X~
Figure 4.5 is a measurement mﬂ %o&onstruct ce c@ﬁy that consist of

four dimensions known as rehaM@ﬂ?el) 51 %s r)@eness (Res) 4 items,
N,
assurance (Ass) 4 items and ew%mpt 5 ite Qc_')
N A}g AQ/

a

— i

[s5 ][ =a ][ =3 |[s2|[s1] CMIN:273.319
DF: 129

P=.000

CMINDF: 2.119

@ RMSEA :.067
CFl: .975
TLI: .970

grn 92 Moise Mo,

@SN . [ 59 F=—CD
E1D) s 5 @ Ea (D
@D = @ (57 J=—CD
D = CD

98 G5 PNl

[ s1a][s15][s16]]s17 ][ s18 ]

@D D @O E» @D

Figure 4.5: The Measurement Model for Service Quality
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Table 4.35 shows the result of goodness of fit of measurement model for service

quality. The results show acceptable fir. In specific, the y2/df (273.319/129) = ]

0.970, the value for RMSEA = 0.067, and SRMR = 0.034.

the p-value associated with this result is significant (p <0.000), CFI = (@LI =
Table 4.35: The Goodness of Fit of Measurement Model fo%c Quality

Measure ET
CMIN 319 |

DF

CMIN/DF

CFI

TLI

SRMR .
RMSEA \‘%C,) 0>Y )@67

Table 4.36 shows tha?!omp site ilbg R) for dimensions of service
quality is above 0.70 (Fornell & Largk 81; Hair et al., 2013). In specific, the CR

O

for responsiveney& 9, CF‘ forr iabiIiLQ' 0.962, CR for assurance is 0.932 and

CR for empa NQ? the ?!;e @ce extracted (AVE) for each dimension
also was .50 &n .7§&d 0.885), which provide a confirmation for
conve widity (IJ;O ell & La\t’?rer, 1981; Hair et al., 2013). In addition, the square
roéE (figure with bold) 1sshigher than the correlation between dimensions, which

‘%e a confirmation for discriminant (Hair, Black, Babin & Anderson, 2010;

Olhotra & Dash, 2015).
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Table 4.36: Composite Reliability, Average Variance Extracted, Square Root of

Average Variance Extracted and Correlation for service quality
CR AVE Res Rel Ass ‘%Ept

Res 0.969 0.885 0.941 *
Rel 0.962 0.836 0.266*** 0.915 i

Ass 0.932 0.775 0.193** 0.414*** OM

Empt 0.972 0.875 0.613*** 0.331***

Noted: Res = Responsiveness; Rel = Reliability; Ass ance; Empt = Empathy;

CR = Composite Reliability; AVE = Average Variance E tedj Fig th B\Q_ =

Square Root of Average Variance Extracted ' (,}
=\

<
2 ‘Z’
4.6.6 CFA Results for Overall (HRM P@; OrgS‘uza nal |tment, Job
u ty

Satisfaction, Job Involvement, Servi

},

Figure 4.6 is a measure ‘%@thﬂ nsis d "@)’GIOHS of HRM practices

(recruitment and selection, pmeﬁﬁpartlupatlon performance

appraisal, and compens |onR|menS| s of @r n@wal commitment (affective and
0

continue), dimensions of | satl cfa&jptrlnsm extrinsic), job involvement

and dimensions o@qu lty (re b|||ty4$pon5|veness assurance, and empathy).
N
Flgure46 T O Il ?lNﬁg‘:’f

T shoWs uIt o odness of fit for the overall measurement model
hat an acceptable fit. |®lﬁc the x2/df (2692.795/1974) = 1.364, the p-value

d with this result is significant (p <0.000), CFI =0.942, TLI =0.937, SRMR =

aE
6 7 and RMSEA = 0.038.
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Figure 4.6: The Overall Measurement Model
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Table 4.37 shows the result of goodness of fit for the overall measurement model

that reveal an acceptable fit. In specific, the ¥2/df (2692.795/1974) = 1.364, the

associated with this result is significant (p <0.000), CFI =0.942, TLI =0. QQAR

0.047, and RMSEA = 0.038. A

Table 4.37: Goodness of Fit for the Overall MeasurerJ

Measure e

CMIN 79 5‘

DF

1q74
CMIN/DF 1f6
CFI 2’ ‘,..%
TLI Y' R
SRMR Y % 0474\‘

RMSEA ~J P ooz

b S

Table 4.38 shows that th te R |I| f r at@onstructs were between

0.832 to 0.969, which is muc r than rneA(&'Larcker 1981; Hair et al.,

2013). The Average tha xtract% (A lfo construct also was above 0.50

was (between 0. 573 to 0.873) ( rre Ltfr , 1981; Hair et al., 2013), which

provide a conflr r u@t vaI| In addition, the square root of AVE

(figure with as rea?\in' th ationship between the constructs, which

prOVIde atlon bout'the' dis inant validity (Fornell & Larcker, 1981; Hair
et aI, alhotra& as ,201
\,
S

&
§
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Table 4.38: Composite Reliability, Average Variance Extracted, Square Root of Average

for All Construct C}

%ariance Extracted and Correlation

Noted: Trai = Training and Develop ﬁﬂ?art =
Appraisal; Cop = Compensation; In
Soc = Social; Int = Intrinsic; Ext

CR |AVE| Trai Part Rec App Cop Res Ass Emp Rel oc Intr |Extr | Con | Aff Invo
v
Trai 845 |522 722 \,‘
part 871 |576 [360%**[759 \
i
Rec 841 |520 |520%x* [393+x+ |721 < .\'
1860 |554 392+ |388x++ |285%* |744 e
App ? 4&}
891 [673 [164* [289++ [149%  [476+ |820 é
Cop N T s
1969 885 [241%* [327%** |255%%* 408~ [324%e [941 -
Res \ u% ﬁ
Assu 1932 7751088 082 (089 104  [134f |193** (] U Qf
N
1972|875 |359%%x [376%x* [376%%* |430w [405%w .613*3;75** % \J
Emp P \\\\ é ) <\
Rel 1962 [837 [343%xx [214=+ [302%%* 267+ 1221 |266%% 'ﬁl"t\w 2741915
soc |753 508|015 lo62 134t |123 1123 ofFegr Ha3t) 2 x 3220+ 713
e 1897 745 |23+ [1247  [162*%  [253+ |2 Mz'zég* 1?9} A#i3~ (331|504 [863
h
886 [660 [182% [113  [102%* [265%+ [175%) |2348endD76x, [339% [460~+ 408+ [562+++ [813
Et s
855 [597 [180% [189*  [242%* [169* £ | T rex .29}* | 420+ 148+ [171* |261+~ (096 |773
Cont AAS Q\v gf‘
Affe 1876 1640 [1367 [218+ [243* |1 Nm,s*:* 37{7%**(,_900 483+~ [051  |049  [236+ |018 |571- |800
nvo 1914 639 [192% [oo0  [128% 4%.31 - 83*\{*1 156%  [374+ 053 [047 [236~ |088 [237~ [325.. [799

Participation; Rec = Recruitment and Selection; App = Performance

Job Involveme@;’ Affe = Affective Commitment; Cont = Continuous Commitment;

insic; Res = Responsiveness; Rel = Reliability; Ass = Assurance; Empt = Empathy; CR
= Composite Reliability; A\S age Variance Extracted; Figure with Bold = Square Root of Average Variance Extracted
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4.7 Structure Equation Modeling (SEM)

Figure 4.7 is a structural model that include dimensions of g}practices
(recruitment and selection, training and development, participation, perform?nce appraisal,

and compensation), dimensions of organizational commitment (affective and continue),

dimensions of job satisfaction (social, intrinsic, extrinsic), job wwement, dimensions of

hy@?e direction of
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Table 4.39 shows the result of goodness of fit for the structural model that reveal
an acceptable fit. In specific, the x2/df (2916.705/2058) = 1.417, the p-value ass?d

with this result is significant (p <0.000), CFI = 0.931, TLI =0.928, SRMR e%& and

RMSEA = 0.041. A
Table 4.39: The Goodness of Fit for Structural I%z

Measure

CMIN

DF

CMIN/DF

CFlI

TLI

SRMR

RMSEA

Table 4.40 @e result of direct r nship between HRM practices, service

AN

quality, orgar%\bhl cammit }]ob&éﬁfaction, and job involvement.
&
I cific, the” ‘5 resgg\shows that there is a positive and significant

relati ip between HRM pr\a'%t’es and service quality (p = 0.52, p<0.001 (Critical

@l.l%), which providing support for hypothesis 1.
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The analysis result also shows that there is a positive and significant relationship

between HRM practices and organizational commitment (f = 0.54, p<0.000 (Veul

O

In addition, the analysis result shows that there is a positi nd significant

Ratio = 4.17), which providing support for hypothesis 2.

relationship between HRM practices and job satisfaction (f = 0i44, p<0.000 (Critical

Ratio = 3.77), which providing support for hypothesis 3
a

Furthermore, the analysis result shows that th& itiWignificant

@
relationship between HRM practices and job involve (B=0:32, 0.?00 ‘ﬁcal
Y
es

Ratio = 3.64), which providing support for hypqés 1IS¥4. J \/‘Z'

S
Moreover, the analysis result sho Nther I ositivesand significant
relationship between organizational ccmnt ste quality (p = 0.25, p<0.05
(Critical Ratio = 2.84), which pro '%uppo&y

? @

The analysis result also M th

between job satisfactio%grvice q
ort f

which providing sup\ j
Finally, M] ysis ow(:gﬁat there is a positive and significant
relationshi?'an jo in? ent@d service quality (B = 0.12, p<0.05 (Critical

Ratio :{@) hichfr

°

148



Table 4.40: The Results of Hypotheses Testing

Estimate t-value Deci
UsD sD (CR) P Value T

HRMp —ServQul 0.84 | 0.52 4.186 foleal SupSrted
HRMp— Commitment 055 | 0.54 4.169 il upported
HRMp —Satisfaction 0.36 | 0.44 3.77 Supported
HRMp —Involvement 059 | 0.32 3.64 Supported
Commitment —ServQul 040 | 025 | 284 04 |l supported
Satisfaction —ServQul 055 | 0.27 -'00\;4;).0\

Involvement —ServQul 011 | 0.12 #)3 gu-ép, ‘ted

Note: USD = Unstandardized; SD = Standardi
Human Resource Management Practices; ServQ

4.7.2 Bootstrapping method (Indi hct):\? I<\O

N
The mediating effect of aI commi mez@i:])ob satisfaction, and job

involvement in the relation

using a bootstrappin@)

applied using 2,0 &&M[rap @nd 95%&6nfldence intervals.
Accord@Ne results st

commlthsatlsf tion; a djéé@olvement as mediation on the relationships
’
nd

practice serw&' quality was supported with p value = p<0.000 for

actlgnd service quality were tested

Spe'gllcal Bﬁ&brrected bootstrap method was

ng procedure, the effect of organizational

e

betwej
all d| on relationship, wh\h providing support to Hypothesis 8, hypothesis 9 and

Q‘%esm 10. The result of bootstrapping shown in Table 4.41.
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Table 4.41: Bootstrap Results: Standardized Indirect Effect

95% :
Estimate Confidence Decis

Structural Path SE interval P.Value | based'en test
usbD SD Lower | Upper S nce

HRM—0OC—-SQ .38 .25 .085 | .051 251 .020 ported

HRM—JS—SQ | .18 | .14 | .057 | .057 | .211 mzY‘!upported

HRM—JI—-SQ .084 | .060 | .026 | .018 103 supported

Note: HRMp = HRM practices; OC = Organizational Co 'tm%t, = Service

Quality; JS = job Satisfaction; JI = Job Involvement; USD andardized; SD =
Standardized.

@ \Y-
| S
4.7.2.1 Proportion of Mediation Y. \4' \T
Y.

The mediations' proportion such as ive the inditect size*eompared to the

porta@ of the indirect to
A

direct pathways could be figured out b parlng the d

total (direct plus indirect) path co ts I al g)@a & Deng, 2007), This
could be accomplished by ut| the fo ingyequ atu@’l’hls formula was used in
previous studies by Mostafa ) I

C—) LSy

rop lo 4 edlatl“ ( i;)b+ .

NESE,

47211 P c&@ aﬁortj? Organizational Commitment on the
Relatlo eeP R P ac and Service Quality

Ie 2 shows the coe&f;é)gnt of the indirect path of HRM practice to service

; V|a organizational commltment that equaled to 0.135 (0.54x% 0.25),and
I

cant due to p-value was 0.002 (see Table 4.41). The ratio of indirect effect to total

0 ct was 0.20 as shown in Table 4.42. This indicates that 20 percent of the variance

of service quality explained by both HRM practices and the mediation path of
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organizational commitment. Therefore, there was a partial mediation of organizational

commitment between HRM practices and service quality, which providing su

hypothesis 8. (‘}

4.7.2.1.2 Proportion of Mediation of Job Satisfaction on the Relationship between

HRM Practices and Service Quality \,

RRM'practices to job
signifi%shown in
L ]
Table 4.42, the coefficient of the mediation path Ofsjob satisfaction e’we@_’gﬁ?M
=\
practice and service quality is 0.119 (.44x 0.27) an s significant due to on'aIue was
\ N
0.012 (see Table 4.41). The ratio of indirect effecto totaleffect was B as shown in
ser\S{quality explained
i % f t/i{h“Therefore, there was
eenfHR qctic@ service quality, which
N\%
S

Table 4.40 shows the standardized path coefficient

satisfaction, and from job satisfaction to service qua

providing support to hypothesk

4.7.2.1.3 Proportion ion of Iob I volvﬂ%ht on the Relationship between
HRM Practices and, Servi

(i 4 ) o
Table 4.4&%% the

iy @)
involvement, om jab i‘nv

<

ed pa@coefficients from HRM practices to job

!
emereiﬁ)service quality are significant. As shown in

Table 4.42, %coefﬁci nt :t e @iation path of job involvement between HRM
Y-v

practicin ervice quality is 0&%5 (0.32x 0.12) and was significant due to the p-value
\
1020 (see Table 4.41). The ratio of indirect effect to total effect was .083 as shown
|%b

le 4.42. This indicates that 8.3 percent of the variance of service quality explained

Qboth HRM practices and the mediation path of job involvement. Thus, there was
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partial mediation of job involvement between HRM practices and service quality, which

providing support to hypothesis 10. YV

Table 4.42: Proportion of Mediation Effect of Organizational Commi :'ent:ilob

Satisfaction and Job Involvement Between HRM Practices and Ser uality
1 2 3 4 Ratio of
Indirect Effect | HRM—SQ | HRM—- | Attitudes— a*b Indirect-
Attitudes | SQ to Total

(a) (b) Effects

HRM- 0C - SQ 52 54 25 1 o.?ss 0.20
HRM—JS— SQ 52 44 2 1119 W 0.186
$ O~

7
HRM— JI — SQ 52 32 12 0.0384 (:.38' 3
=\
Note: HRM = Human Resource Management cticesy OC Organizational

Commitment; JS = Job Satisfaction; JI = Job In ent; = ervice@r&lity.
4.8 Final Structural Model A
G NT&
| o SN
Figure 4.8 below is the uctufal m for t@s study. It is based on the

analysis results that have bieh&ussI i vious@{ion 4.7. The analysis result

shows that there is a p

' g
service quality (hypathesis 'i IS regfa?so shows that there is a positive and
significant relab{& be M c%aices and organizational commitment

(hypothesis 2)*1nyaddi on', t aﬁa!l(s-j‘i‘s)result shows that there is a positive and
signific@;nsm'pbg%en H@f\practices and job satisfaction (hypothesis 3).
Furthermore, the analysis r@shows that there is a positive and significant
r Mhip between HRM practices and job involvement (hypothesis 4). Moreover, the
analysis result shows that there is a positive and significant relationship between

rganizational commitment and service quality (hypothesis 5). The analysis result also

shows that there is a positive and significant relationship between job satisfaction and
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service quality (hypothesis 6). Finally, the analysis result shows that there is a positive
and significant relationship between job involvement and service quality (hypwl's
7). In addition to direct relationship, the analysis results also show that the@uship
between HRM practices and service quality were partially mediated izational
commitment (hypothesis 8), job satisfaction (hypothesis 9) andvnvolvement

(hypothesis 10). Table 4.43 provides a summary of the hypot Mng.

|

Figure 4.8: The Final*Stru tn-e.l\ del with*Standardized Paths Estimates

Note: Model G ess of Fit: )!2 =2.834, F@, x2/df = 2.834/2.000 = 1.42. p <0.000),
"

RMSEA =0.042)

ST
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Table 4.43: The Results of Hypotheses Testing

No. Hypothesis Result

1 HRM practices is positively related to service Suppert
quality Ti)

2 HRM practices is positively related to ﬁ%gled
organizational commitment

3 HRM practices is positively related to job prorted
satisfaction V

4 HRM practices is positively related to job Supported

involvement l

5 Organizational commitment is positively rel Suppefted
service quality , ¢ o

6 Job satisfaction is positively related to serv pfor_{d‘,"
quality > o

7 | Job involvement is positively related ice \"0" Supported
quality S

8 Organizational commitment medi e \ pported
relationship between HRM cesiand servi éﬁtial Mediation)
quality

S - \

9 | Job satisfaction mediate atiormxepf AL~ Supported

HRM practices and servi lityn 0} (Partial Mediation)
2 d Q-

10 | Job involvement medi he relatignship bet Supported
HRM practices and servi eq' i (Partial Mediation)

(,)Y' | ‘_i%
4.9 Chapter Sun@ @ &é-}

N LNl (O N
This % as explai e rthﬂts from data analysis including the response
E b) ;
rate, the res ent’s ogra

¥ 4

y and profile, the statistical assumptions, exploratory
factor analysis, confirmatory fai'tgfgnalysis and the structural model. The next Chapter

\
: Il provide a discussion about findings of this study.
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