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Abstract
Training and development is often the organisational response to an individual employee not
performing in their job role. However, many factors can play a significant role in the job
performance of an employee. The work environment in which employees work today greatly
impacts on their ability to perform their job; this can be significantly different from their desired
performance. The impact of external constructs, such as work environment and organisational
change, is of great concern as despite their skills and abilities employees may still be unable to
complete the tasks required in their job role to the level at which they have talent, or desire to
perform. Literature on the in-role job performance, work environment, organisational change
and training narrow the boundaries around these concepts. Despite this, the relationships
between these constructs and how they impact each other is not explicitly discerned, lack
empirical backing or often report conflicting results. The purpose of this research is to examine
variables influencing in-role job performance. Variables included in this research are work
environment, attitude towards organisational change, training effectiveness, organisational
citizenship behaviour, non-mandatory training and intention to quit. These variables are
examined under the framework of five theories; organisational development theory, job
performance, person–environment fit theory, self-efficacy and reasoned action theory.
Data were collected through an online survey for both the pilot study and main data collection,
with 486 participants responding. Factor analysis was performed to examine the factor structure
of each of the constructs; confirmatory factor analysis and hierarchical linear regression
analysis was conducted to further examine the relationships between the constructs and test
hypotheses.
Results revealed several significant relationships between the variables indicating the
importance of a broad lens when managing job performance. First, training effectiveness was
found to have a moderating influence on the relationship between attitude towards
organisational change and in-role job performance. Second, work environment was found to
fully mediate the relationship between training effectiveness and task performance. Third,
accepting and cynical attitudes were found to mediate the relationship between training
effectiveness and organisational citizenship behaviour; however, a fearful attitude was found
not to influence this relationship. Finally, context performance was found to mediate the
relationship between organisational citizenship behaviour and intention to quit. The theoretical
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implications and contributions of these findings are presented, along with recommendations
for practice.
The study has some has some limitations that future research might address. They include
common method variance, generalisation of findings and additional instrumental constructs
should be considered in future research. In conclusion, this study offers a number of
contributions and significant implications for theory and practice in the organisational
behaviour and job performance field.
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Chapter 1 Introduction
1.1

Chapter overview

This chapter introduces the key constructs of this research and provides an overview of the
research presented in this thesis. This chapter is structured in 10 subsequent sections. The
following section introduces the study providing key concepts related to the components of the
study. Section 1.3 provides the theoretical background to the study, outlining the frameworks
for models developed in Chapter 2. The research context is explained in Section 1.4, followed
by the research problem and research objectives. The overall theoretical model for this research
is presented in Section 1.7. Following this, an outline of the methodology, summary of research
outcomes and contributions are given. Finally the organisation of the thesis and conclusion are
presented.

1.2

Introduction

Training and development is often the organisational response to an individual employee not
performing in their job role. However, many factors can play a significant role in the job
performance of an employee. The work environment in which employees work today greatly
impact on their ability to perform their job; this can be significantly different from their desired
performance (Hill, 2015). The impact of external constructs, such as work environment and
organisational change, is of great concern as despite their skills and abilities employees may
still be unable to complete the tasks required in their job role to the level at which they have
talent (Hind, Smit & Page, 2013; Neal, West & Patterson, 2005; Wei Tian, Cordery & Gamble,
2016), or desire to perform. A critical concern is the relationship between the organisational
environment and in-role job performance. Understanding how the work environment impacts
an employee’s ability to perform may help ensure managers and human resource (HR)
practitioners are able to consistently get the most from their employee’s abilities. Also, other
constructs that can improve or hinder in-role job performance, such as training and
organisational change, may be of interest when considering what is needed to help improve the
in-role job performance of an employee (Hill, 2015; Neal et al., 2005; Wallace, Hunt &
Richards 1999).
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Literature on the in-role job performance work environment, organisational change and
training narrows the boundaries around these concepts. Nevertheless, embedded in the research
are a number of frequently mentioned constructs; organisational commitment, organisational
citizenship behaviour (OCB), intention to quit and workload (Chi Chen, Meng Chen & Meng
Shan, 2011; Wei Tian et al., 2016). Despite this, the relationships between these constructs and
how they impact each other is often not explicitly discerned, lacks empirical backing or reports
conflicting results. Interestingly, previous literature generally only looks at either an individual
perspective or organisational perspective with very little combining them. This research aims
to explore possible direct and indirect relationships between the constructs mentioned by
examining previous literature and presenting a conceptual model that will pave avenues for
future research. This research aims to systematically review relevant constructs and establish
the concept of effective in-role job performance by focusing on work environment, training
and organisational change, as well as outcomes of intention to quit and OCB to articulate a
holistic model of improving job performance. This research will consider a multi-level
approach, combining individual and organisational constructs to explore a more complete
approach to looking at job performance.
1.2.1
1.2.1.1

Explanation of key constructs
In-role job performance

The performance of an organisation’s individual employees is vital for continued success in
any industry. In fact job performance is one of the most widely studied topics in organisational
behaviour and human resource management (HRM) (Bommer, Johnson, Rich, Podsakoff &
MacKenzie, 1995). However, measuring, evaluating and improving job performance is still an
area of debate. According to Welbourne, Johnson and Erez (1998, p. 542) “performance
systems that rely on evaluating only those work behaviours defined by an organisation as
related to a job role may exhibit deficiency errors.” Given this, the way organisations measure
and improve job performance may need to be reconsidered. The underlying cause of poor
performance often goes unnoticed, with a great deal of research linking poor performance to
constructs such as intention to quit (Vandenberghe, Panaccio, Bentein, Mignonac & Roussel
2011), burnout (Kwag & Kim 2009) or OCB (Lavelle et al., 2008). Despite this, there is a
paucity of research considering what is behind these drivers of poor in-role job performance
(Welbourne, et al., 1998; Hill, 2015).
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As such, this research focuses on the factors impacting in-role job performance to gain insight
into the impact of external constructs, such as work environment, training and organisational
change on the employees’ ability to complete their day-to-day tasks to the highest standard.
1.2.1.2

Work environment

The environment in which any person works has traditionally been difficult to define, as it
includes many perspectives, such as workforce staffing, workflow design, personal/social
factors, physical environment, and constructs linked to organisational culture and climate
(Gershon et al., 2007). In addition, job climate, working conditions, job characteristics,
organisational climate and work environment are all terms used by researchers (Choi, Bakken,
Larson, Du & Stone, 2004; Gershon et al., 2007; Stone et al., 2006) when referring to the setting
in which someone works. Separately; and in combination, such terms can create confusion in
how work environments are analysed and understood. A behaviourally orientated concept,
work environment, represents a broad description of where things happen to employees in an
organisation, whereas a climate for safety (Neal et al., 2005) is a term representing a particular
perspective of a work environment.
It is evident from previous research work environment can have an effect on both individuals
and teams within an organisation (Choi, et al., 2006; Gershon, et al., 2007). What is now
important to understand is the how this effect impacts different aspects of the organisation.
Research suggests that work environment perceptions are associated with a variety of important
outcomes such as having significant relationships with outcomes including team relationships
(Chen Li, 2008), market orientation (Wei & Morgan, 2004), leadership (Chen Li, 2008),
intention to quit (Stone et al., 2006) and even individual and organisational performance (Neal
et al., 2005). This in turn can impact on the in-role job performance and capabilities of
individuals within the organisation.
1.2.1.3

Attitude towards organisational change

Organisational change can be approached in many ways, from a complete restructure to the
introduction of one simple policy. On the other hand, how change is received by employees
can also occur in many different ways, from being accepted no questions asked, to outcomes
that result in strikes or walking off the job. Such reactions can greatly impact how effective the
change is. Thus varibles that potentially impact the effectiveness of change also need to be
considered.
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In seeking to better understand the potential impact of organisational change initiatives, Judge
and Douglas (2009) developed an organisational change capacity scale, whereby they
established eight factors that can help determine an organisation’s ability to change. These
include environment-related factors, such as accountable culture, trustworthy leadership,
effective communication and innovative culture. This study begins by demonstrating how
climate variables can effect change within an organisation.
Thus change is not always easy; not only does change require great commitment from
organisations and influential groups more generally, it also requires a readiness and the right
attitude from the affected parties (e.g. employees). Neiva, Ros and Paz (2005, p. 81) argue,
“individual attitudes towards changes emerge as one of the most pervasive factors in individual
resistance to change.” This resistance to change appears to account for failure in the change
processes. Along similar lines, Lattuch and Young (2011) found certain perceptions of change
and planning for change may influence individual uncertainty, which in turn influences an
individual’s behavioural stress and job satisfaction. This can in turn have a large impact on the
individual’s in-role job performance. It was attitude towards organisational change rather than
just organisational change, therefore, which was considered most appropriate to consider for
the purpose of this research.
1.2.1.4

Training effectiveness

Appropriately trained employees are vital to any organisation in any industry, as highly capable
staff are often the only resource unable to be reproduced. Training can take place in many
different ways, such as face to face, conferences, online, and in many different areas, such as,
professional development, technical skills, leadership training, or team building. Due to this
broad nature of training establishing effective training within an organisation can be difficult.
Tracey and Tews (2005, p. 369) found training effectiveness is impacted by variables such as
managerial support, job support and organisational commitment, when developing a general
training climate scale. Orpen (1999, p. 41) adds to this:
For training courses to be effective, managers should provide the
necessary time, money, equipment, facilities and opportunities for the
training, and take deliberate steps to ensure that the employees
concerned believe the resources provided are enough for the particular
purpose.
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Further, Pineda-Herrero, Belvis, Moreno, Duran-Bellonch and Ucar (2011) evaluated the
effectiveness of training on 351 workers in Spain. A questionnaire, measuring both general
knowledge and specific knowledge, was given to participants upon completion of the training
and again two months later. While training was effective, with a mean of 3.82 on a 0–5 scale,
(Pineda-Herrero et al., 2011, p. 322) this study also found several factors that impacted on the
effectiveness of training. These factors include, “(i) implementation opportunities, (ii) positive
working support from organisation and colleagues and (iii) motivation” (Pineda-Herrero et al.,
2011, p. 325).
As there are many constructs that can significantly hinder or help the effectiveness of training,
it is important for management to consider these areas prior to implementing any training.
Within this context, it has also been suggested that if an organisation cannot adequately
resource training it is better not to provide the training at all (Knowles, 1994; Orpen, 1999).
In the process of reviewing the literature for training effectiveness, an appropriate scale to
measure this could not be found. As such part of this research is to establish and validate a new
General Training Effectiveness Scale. This research and its contributions to this study are
presented in sections 3.3.1 – 3.3.3.
1.2.1.5

Organisational citizenship behaviour

Another organisational variable that needs to be considered is that of OCB. OCB refers to
organisationally beneficial behaviours and gestures that cannot be enforced on the basis of
formal role obligations (Chang, Tsai & Tsai 2011). In other words, OCB is an informal
psychological contract in which the employee expects that extra effort may be rewarded by the
boss of the organisation (Chang et al., 2011). Research indicates OCB greatly influences
constructs such as commitment, job satisfaction and organisational trust (Altuntas & Baykal,
2010; Chang et al., 2011; Lavell et al., 2008). Being such an instrumental variable, OCB must
be considered; however very little research has been conducted into what might influence an
individual’s OCB. It is of interest to this study to consider how training and organisational
change impact upon OCB.
1.2.1.6

Intention to quit

Intention to quit is a highly developed area in research, with many measures developed and
numerous papers published across all disciplines. Studies have shown strong relationships
between intention to quit and job dissatisfaction, burnout, and organisational commitment. For
5

example, Glissmeyer, Bishop and Fass (2007, p. 460) argue, “with the high cost of turnover,
many organisations are interested in reducing the number of employees that leave the
organisation voluntarily”. Thus information as to what causes an individual to quit an
organisation, and if this is linked to in-role job performance is of interest.

1.3

Theoretical framework

The following sections outline the theory used to form the framework for this research.
1.3.1

Organisational development theory

Organisational change can be defined as “the extent, rate and overall nature of activities led by
a change agent to enhance the overall performance of the organisation” (Wu, 2013, n.p.).
Organisational development theory works on the premise that organisational structure and
processes influence the employee and will alter worker behaviour, motivation and abilities
(Wu, 2013). This idea from organisational development (OD) theory has been studied and
applied for many decades, being established in the 1930s with the Hawthorne experiment
(Schermerhorn et al., 2015). However, research indicates it is not the organisation that had the
greatest lead or influence on change, but rather the individual’s attitude towards change that
drives the achievement or breakdown of organisational change efforts (Neiva et al., 2005).
Similarly Elias (2009, p. 39) states “employee attitudes towards change are the key component
to whether organisational change efforts are either a success or failure”.
With the rate of organisational change failure very high (Hill, 2015) and resistance to change
the most common cause of change failure (Neiva et al., 2005) understanding the impact of
individual attitudes on change efforts has becomes very important. As such OD theory needs
to be expanded to encompass the impact of individual’s attitudes towards change efforts, and
not focus only on the organisations influence. This study intends to expand this theory by
establishing the relationship between individual attitudes towards change and role job
performance, and thus behaviour in the workplace. This will contribute to OD theory by
establishing if there is a significant impact of attitude towards change on-the-job performance.
This will in turn establish if individual attitude towards change is worth considering in OD
theory instead of only looking at organisational change and development as an organisational
lead effort.
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1.3.2

Job performance theory

Job performance theory looks at performance as a behavioural construct that can be evaluated
in a constructive or unconstructive way (Motowidlo, Borman & Schmit, 1997). It is generally
well accepted that Borman and Motowidlo’s (1993) theory of job performance supporting the
notion job performance is a behavioural construct influenced by individual characteristics.
Borman and Motowidlo’s theory of job performance falls into one of two categories, task
performance or context performance. This theory argues that “individual differences are the
antecedents of the task and contextual performance” (Motowidlo et al., 1997, p. 76). This idea
is supported by Alessandri and Vecchione (2012), who looked at the relationship between job
performance and the big five model of personality traits, indicating a significant relation
between the two. However, this study still found variance in job performance not accounted
for by the big five (Alessandri & Vecchione, 2012) thus indicating a gap in job performance
theory.
Given there are contradictory findings in research, from the traditional view of job performance
being shaped by individual characteristics to environmental factors impacting the results and
measured outcomes of job performance, this study aims to looks at the impact of some of these
environmental constructs to clearly establish the relationship they have with job performance.
This in turn will provide clarification of the contradiction currently found in research, and
provide scope for the expansion of job performance theory to incorporate not only behavioural
and individual variables but also environmental factors.
1.3.3

Person–environment fit theory

Research into person–environment (P–E) fit theory has been a topical point in organisational
behaviour literature for decades (Edwards, 2008). Defined repeatedly in previous research as
the convergence, match or similarities between the person and environment (Dawis, 1992;
Edwards, 2008; Edwards, Caplan & Van Harrison, 1998; Muchinsky & Monahan, 1987), P–E
fit research began in the 1970s with empirical studies establishing the foundations of the theory
(Caplan, Cobb, French, Harrison & Pinneau, 1980). This theory has further been used in a great
deal of social science research, particularly when it comes to job satisfaction (Edwards, 2008;
Edwards et al., 1998; Gostautaite & Buciuniene, 2010), and subsequent additions and extension
to the theory have been developed. Cited as the founder of the contemporary ideals of P–E fit
theory in the early 1900s Parsons’ matching model started a string of research into the P–E fit
7

principles (Edwards, 2008). Parsons (1909) is often cited stating, “an occupation out of
harmony with its workers’ aptitudes and capacities means inefficiency, unenthusiastic and
perhaps distasteful labour, and low pay” (p. 3).
P–E fit theory has evolved and expanded to become a pronounced theory in organisational
behaviour literature, (Chen, Sparrow & Cooper, 2016; Duffy, Autin & Bolt, 2015). P–E fit
theory has proven robustness in also being associated with organisational level constructs such
as employee development, recruitment and selection, and organisational climate (Ployhart,
Schnieder & Schmitt, 2006; Verquer, Beehr & Wagner, 2003).
1.3.4

Self-efficacy theory

Self-efficacy refers to an individual’s belief they have the capacity to perform a task (Gist,
1987). Established by Bundura (1977) as part of social learning theory, the ideals of selfefficacy arise from gradual acquisitions of skills and knowledge through experiences (Gist,
1987). Bundura (1982) established cues and inputs that assist in the development of selfefficacy, this data is then vital in determining the self-efficacy of an individual. As such, the
principals of self-efficacy can be linked to training effectiveness, as research indicates the
belief held by the participant can impact the training outcomes more than the training itself (Lu
& Betts, 2011). These beliefs could relate to the training relevance, the resources allocated to
the training or any other number of factors that lead the participant to believe the training is not
worthwhile (Orpen, 1999). Self-efficacy has also been strongly linked to the outcome of OCB.
Research has indicated a strong positive correlation between individual’s level of self-efficacy
and levels of OCB (Kumari & Pradhan, 2014; Royle, Hall, Hochwarter, Perrewe & Ferris,
2005; Yang, Ding & Lo, 2016), this correction has led many researchers to view self-efficacy
as a predictor of OCB. The attitude of an individual has also been tied to the principles of
efficacy in that a fearful attitude will lead to a decrease in self-efficacy and more positive
attitudes will lead to higher levels (Gist, 1987; Pearlmutter, 1998).
1.3.5

Theory of reasoned action

Developed by Fishbein in 1967, the theory of reasoned action is an approach to understand an
individual’s decision-making process. The theory states that decision-making begins with
beliefs, attitudes towards and intentions regarding the behaviour, and ends with behaviour itself
(Ajzen & Fishbein, 1980). The theory is formed on two assumptions; first, that humans use the
information at hand in a rational and systematic way in order to reach a behavioural decision.
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Second, socially relevant action are under the individual’s will and control (Fishbein, 1967;
Liou, 2008). The theory of reasoned action is used as an immediate determinate of an individual
action (Liou, 2008) and was therefore an appropriate framework to apply in this research when
considering outcomes such as intention to quit.

1.4

Research context

The state of the healthcare system in Australia has been the cause of great controversy and
debate for many years. Nurse-patient ratios, organisational culture, resources and funding have
each sparked heated debate as to their adequacy and impact on both community and working
standards. Despite this, there is scant research available to establish the causes and solutions of
many of these issues.
Nevertheless; HRM strategies, staffing practices generally; and established training needs for
nurses more specifically, have been identified as important considerations in the need to
implement organisational change. This is reflected in evidence of high turnover and intention
to quit amongst nurses (Stone et al., 2006), poor OCB amongst nurses (Chang & Chang, 2010),
and poor work environments in hospitals (Gershon et al., 2007). However, to look at these
constructs and how they potentially interact and impact on each other, as well as on the in-role
job performance of nurses, has not been considered in depth.
There are several HRM issues facing nurses worldwide, and Australian nurses are no exception.
The environment in which nurses work today greatly impacts on how they are able to perform
their jobs; this can be very different when compared to how nurses want to perform their jobs.
The hindrance of these external variables is of great concern as despite their skills and ability,
employees may still be unable to complete tasks required in their job role to the level for which
they have talent.
A critical concern is the relationship between organisational environments and in-role job
performance. Understanding how the work environment impacts nurses’ ability to perform may
help resolve some of the issues facing this industry currently. Also considering other constructs
that can improve or hinder in-role job performance such as training and organisational change
may be of interest when considering what is needed to help improve the healthcare system in
Australia.
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Further, to address the possible outcomes of both positive and poor performance, such OCB,
and intention to quit, may help provide an understanding as to the consequences of not
addressing these issues. Staff shortages, work overload, low retention, and working condition
disputes plague the Australian healthcare system as consistent issues faced by nurses working
in hospitals.
This research aims to shed light on possible solutions to these issues by looking at the matter
of organisational environment, training, organisational change, in-role job performance, OCB
and intention to quit to examine if nurses are able to perform their roles to the best of their
ability. This study aims to examine the relationship between these variables and highlight
potential significant impacts in relation to the constructs affecting in-role job performance, and
uses the healthcare setting, in particular the job role of nurses, as the research population.

1.5

The research problem

Gershon et al. (2007, p. 632) found the “more positive organisational climates (as perceived by
employees) had a lower rates of adverse occupational outcomes.” Another US study indicated
over 17% of participants intended to quit their job within one year, over half (52%) stating this
was because of work environment (Stone et al., 2006). These studies indicate there is an issue
about the environments workers are in; however, there has been scant empirical research
conducted to determine the relationship between work environments and in-role job
performance. Several studies (Babakus, Yavas & Ashill; 2009, Michie & West, 2004; PinedaHerrero et al., 2011) have considered the impact of training on in-role job performance;
however, all these studies considered extra factors that may be impacting performance and do
not consider the direct relationship between training and in-role job performance. Further, the
impact on organisational change remains unclear, and research indicates change is often not
sustainable, and is thus unlikely to improve job performance. Not only is there a need to look
at how work environment, and training and attitude towards organisational change impact on
the in-role job performance, there is also a need to consider the outcomes that are a result of
these constructs. OCB and intention to quit are two constructs that require an in depth look as
to the cause.
This research proposes to consider and examine these issues to establish the links between
these constructs. The underlying question the research asks is, what is required to improve the
current level of in-role job performance; is it change to the people (training for employees) or
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change to the organisation (structure, policies and access to resources) or change to the
environment? In seeking to answer this question, this research will consider both individual
and organisational constructs for an unabridged viewpoint not presented in previous research.

1.6

Research objectives

1.6.1

General objectives

The aim of this research is to examine the mediating and moderating relationships between
work environment, training effectiveness, organisational change and in-role job performance,
using participants working as registered nurses in Australian public hospitals as a sample
population. It is hoped this research can call attention to issues relating to the work environment
nurses currently work within, an issue that maybe be prevalent across many industries. This
research aims to assess the variables currently impacting on the overall in-role job performance
and how this impacts employees in terms of organisational citizenship and intention to quit.
Further, this study aims to contribute to theory by extending OD and job performance theory
beyond the current accepted contexts. This research uses theoretical frameworks to provide
insight into organisational ability to influence P–E fit, self-efficacy and intention to quit.
Finally, it is hoped this research can demonstrate areas in which organisational reform may be
beneficial to improve working conditions and the performance of nurses in hospitals.
1.6.2

Specific objectives

The specific objectives of this research are:
1. To understand the relationship between employee attitude towards organisational

change and in-role job performance, and the influence training effectiveness has on this
relationship.
2. To examine the relationship between training effectiveness and job performance and

determine the influence work environment has on this relationship.
3. To determine how different employee attitudes towards change influence the

relationship between training effectiveness and employee OCB.
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4. To consider the influence job performance has on employee outcomes, namely OCB

and intention to quit.
5. To establish a holistic theoretical framework to be applied in both theory and practice,

that demonstrates the relationships between the constructs (see Figure 1.1).

1.7

Theoretical model

Based on the theoretical framework discussed in Section 1.3, and the constructs of interest for
this research, a conceptual model for this research is shown in Figure 1.1. This figure
summarises the relationships between the constructs with the relevant theoretical foundations.
This is explained further in Chapter 2. By testing this theoretical model the current research
will contribute to existing organisational behaviour literature and the five theories discussed in
Section 1.3. The significant contributions include;
1) The expansion of job performance theory beyond the currently accepted teleological
model,
2) Expanding the approach taken in organisational development theory to incorporate the
individual level constructs,
3) Extending the application of P-E fit theory to incorporate the influence of organisational
level variables,
4) Incorporating the influence of organisational variables to extend the scope of selfefficacy theory and,
5) Acknowledging the influence organisational variables can have on the individual’s
decision making process through reasoned action theory.
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Figure 1.1 Theoretical model
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1.8
1.8.1

Methodology
Research paradigm and method

The methodologies of research are the various ways in which data are gathered, organised and
analysed (Blaikie, 2000). This process is usually divided into two categories, quantitative and
qualitative (Walsh, 2001). This research adopted a quantitative research approach, which seeks
to use numerical data to find and explain the various patterns and relationships that exist within
the data set (Burns, 2000; Walsh, 2001). Further, it used a post-positivist research paradigm as
it adopts a single reality and a quantitative research methodology, is unbiased and uses a
distinct form of data collection methods.
1.8.2

Sampling framework and strategy

The data collection was divided into three stages; this was based on location due to the ethics
approval process for each state. As such stage 1 was collection in the Australian Capital
Territory, stage 2 in Victoria and stage 3 in New South Wales. Prior to the main data collection,
a pilot study was conducted with 40 respondents. An introductory letter was included prior to
the online survey commencing, explaining the purpose of the research, that participation was
voluntary and anonymous, and the research had the ethics approval of both Charles Sturt
University and the participant’s hospital. A follow-up email was sent about two weeks after
initial contact and one final reminder was sent after one month.
The questionnaire was divided into different sections based on the constructs measured. All
who were notified about the research were informed participation was voluntary and
anonymous, therefore no direct contact was made with participants. A total of 486 responses
were collected.
1.8.3

Research instruments

This research used a structured survey to collected data. From the review of literature it was
determined the relevant measure would include the perceived nurse work environment scale
(Choi et al., 2004), the attitude towards change scale (Neiva et al., 2005), the Role-Based
Performance scale (Welbourne et al., 1998), OCB scale (Moorman & Blakely, 1995), and the
turnover intentions scale (Roodt, 2004).
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Through the review of literature, no generally accepted, valid and reliable measure was found
for training effectiveness. As such, it was determined for the purpose of this research one
needed to be developed and validated. The reasoning for this and method for development and
validation is outlined in Chapter 3.
1.8.4

Analytical strategies

This study employed the approach recommended by Anderson and Gerbing (1988) to assess
the models. This is a multistep approach that commences with an exploratory factor analysis
(EFA) to test the measurement (outer) model through examining the factor structure of items.
This enables the model to be tested for validity and reliability.
Second, structural equation modelling (SEM) was employed to test the theoretical (inner)
model. This allows for the examination of set relationships between one or more independent
variables, either discrete or continuous (Hair, Black, Babin, Anderson & Tatham 2006).
Third, hierarchical linear regression (HLR) was employed using analysis of a moment
structures (AMOS) to further test the theoretical (inner) model. The results were evaluated in
terms of the following indices suggested by Hair, et al., 2006); chi-square value (x2), the
associated degree of freedom (df), chi-square to degree of freedom ratio (x2/df), comparative
fit index (CFI), goodness of fit index (GFI) adjusted goodness of fit index (AGFI) and root
mean square error of approximation (RMSEA).
1.8.5

Scope and delimitations

A questionnaire-based survey was employed to capture the perceptions of in-role job
performance, training effectiveness, attitude towards organisational change, work
environment, OCB and intention to quit for nurses in Australia. The sampling framework was
limited to those in public hospitals in New South Wales, the Australian Capital Territory and
Victoria, who responded voluntarily. This study is limited to registered nurses in Australian
public hospitals, which limits the applicability of findings to a broader context.

1.9

Research outcomes and contributions

This research aims to contribute to the body of knowledge and extend theories related to the
OD domain. This research aims to contribute to theory with the development and validation of
a new general training effectiveness scale, highlighting and filling, inconsistency and gaps
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within current job performance theory. Further, this research extended the tenets of job
performance and OD literature. This new scale also provides a new lens in which to view P–E
fit theory, self-efficacy theory and reasoned action theory.
The findings from this research call attention to the current state of training effectiveness and
job performance within the healthcare system, establishing the relationship between attitude
towards organisational change, work environment and training effectiveness, and how they
impact in-role job performance, and providing recommendations to industry practitioners, in
particular nurse managers and human resource professionals in the healthcare field, to develop
strategies to ensure the highest level on in-role job performance is obtained in their workplaces.

1.10 Organisation of the thesis
This thesis is presented in five chapters.
1.10.1

Chapter 1 - Introduction

This chapter introduces the research presented in this thesis. It highlights the constructs, theory,
research problem, and methodology and analysis strategy. Finally this chapter provides an
overview of the thesis organisation as it will be presented.
1.10.2

Chapter 2 – Review of literature

This chapter provides an in depth review of previous research relevant to the research
questions. A theoretical framework is developed based on hypotheses built from the research
reviewed. Gaps in previous research are highlighted and where changes to approaches taken
with regard to the four constructs of this study can be taken are discussed.
1.10.3

Chapter 3 – Methodology

This chapter is presented in three parts. The first outlines research designs and methods,
providing justification for the methodology chosen. The second part outlines the case and
justification for the development of a new measure for training effectiveness. The process of
development and validation are then presented with a brief discussion of the contribution this
measure makes. The final part to this chapter outlines the process of the research, including
research methods, sampling design, and research instruments. This part also discuss the
analytical process of data.
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1.10.4

Chapter 4 – Analysis and results

This chapter presents the results of the analysis, based on the data collected through quantitative
questionnaire. Analytical procedure is justified and validity of the data is shown. Interpretation
of the quantitative results and result for each hypothesis developed in Chapter 2 is presented.
1.10.5

Chapter 5 – Discussion, contributions and future research

This chapter presents the findings and conclusions drawn from the research conducted. It
demonstrates the significant contribution to both theory and practice arising from this research.
This chapter also highlights some limitation of the research conducted and the areas in which
future research should be continued.

1.11 Conclusion
This chapter introduced the constructs of in-role job performance, work environment, effective
training, attitude towards organisational change, OCB and intention to quit as the basis for the
research to be presented. Further, this chapter outlined the theoretical framework of this
research leading to the research problem and objectives being defined. A summary of the
methodology and analysis process were also introduced. Finally the organisation of the thesis
was presented to provide clarity as to how the research is presented. The following chapter
provides a review of literature for this research.
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Chapter 2 Review of literature
2.1

Chapter overview

Chapter 2 reviews the literature related to the six main constructs, in-role job performance,
training effectiveness, work environment, attitude towards organisational change, OCB and
intention to quit. The purpose of this chapter is to present the theoretical overview of the
research on constructs influencing job performance, at both an individual and organisational
level. This chapter is therefore presented in two sections, the first offering insight into the
theoretical perspective used in this research. The second focuses on the relationship between
the constructs of interest to this research, inclusive of hypotheses. Hypotheses are developed
based around the respective constructs identified. The hypotheses prepare the landscape for the
theoretical model presented in Chapter 1.

2.2

Theoretical background

This research is based on and contributes to five lines of theory; OD theory (de Van & Poole,
1995), job performance theory (Borman & Motowidlo, 1993), P–E fit theory (Edwards, 2008;
Parsons, 1909), self-efficacy theory (Bundura, 1977) and the theory of reasoned action
(Fishbein, 1969). This section introduces each of the five theories that underpin the current
study.
2.2.1

Organisational development theory

Organisational researchers have largely accepted that OD can be defined as the amount, pace
and overall nature of activities led by a change agent to develop the overall performance of the
organisation and individuals (Caldwell & Liu, 2011; Wu, 2013). Despite this commonly
accepted definition, OD can be approached in many ways, from a complete restructure to the
introduction of one simple policy. Further adding to scholarly debate is the way in which OD
is received by employees, as this can also occur in many different ways, from unquestioning
acceptance, to outcomes that result in employees striking or walking off the job. Such reactions
can greatly impact the effectiveness of the developments (Nieva, Ros & Torres da Paz, 2005)
and is thus the first stream of literature underpinning this research.
Literature related to OD theory considers change under a variety of models. De Van and Poole
(1995) were among the first to offer a comprehensive typology of organisational change
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models, suggesting four categories: life cycle, evolutionary, dialectical and teleological.
Although there have been adaptations to this typology over the years, such as social-cognition
and cultural approaches (Kezar, 2001, p. 25), the work of de Van and Poole still remains
accepted by researchers and is consistently cited in OD research today. The most common of
the approaches to OD, and the most researched in literature, is the teleological model relating
to planned change (Cross, 2016; Kezar, 2001). The teleological model of organisational change
assumes that leaders are change agents and that the change process is a distinct occurrence that
has planned application (Burke, Lake & Paine, 2009; Cross, 2016; Kezar, 2001; Rhydderch et
al., 2004). As this is the most commonly accepted model for change in literature and industry
(Cross, 2016), it will be the model for how organisational change and the attitude towards it, is
considered for the purpose of this study.
OD is episodes of planned change in organisations, and OD theory is regarded as one of the
big four organisational change theories (Rhydderch et al., 2004). OD theory is based on the
premise that organisational structure and processes influence the employee and will alter
worker behaviour, motivation and abilities (Wu, 2013).

2.2.2

Job performance theory

A second stream of underpinning theory is necessary for the purpose of this research,
considering OD and the goal behind it is to increase organisational effectiveness or
performance, as is the case with most change initiatives. Consideration of the job performance
of the worker impacted by the implemented change is important, particularly since there is a
high rate of organisational change failure with the primary causes leading back to the
employees (Neiva et al., 2005). From a traditional perspective, job performance is essentially
the degree to which an individual helps the organisation reach its goals (Campbell, 1983). Even
given this general definition, what constitutes job performance and how to measure it is still
greatly debated by researchers, with predictors and measures of job performance often being
limited to set industries (Alessandri & Vecchione, 2012).
Given these differing approaches it was important to also consider in-role job performance as
a construct in this research, along with job performance theory (Borman & Motowidlo, 1993)
to support this approach. Job performance theory identifies performance as a behavioural
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construct that can be evaluated in a constructive or unconstructive way (Motowidlo et al.,
1997). Generally well accepted is the Borman and Motowidlo (1993) theory of job performance
that supports the notion that job performance is a behavioural construct influenced by
individual characteristics. Borman and Motowidlo (1993) developed the theory that job
performance fell into one of two categories, task performance and context performance.
2.2.3

Person–environment theory

Research into P–E fit theory has been a topical point in organisational behaviour literature for
decades (Edwards, 2008). Defined repeatedly in previous research as the convergence, match
or similarities between the person and environment (Dawis, 1992; Edwards, 2008; Edwards,
Muchinsky & Monahan, 1987), P–E fit research began in the 1970s with empirical studies
establishing the foundations of the theory (Caplan et al., 1980). This theory has further been
used in a great deal of social science research, particularly when it comes to job satisfaction
(Edwards, 2008; Edwards et al., 1998; Gostautaite & Buciuniene, 2010), and subsequent
additions and extension to the theory have been developed. Cited as the founder of the
contemporary ideals of P–E fit theory in the early 1900s Parsons’ matching model started a
string of research into the P–E fit principles (Edwards, 2008). Parsons (1909) is often cited
stating “an occupation out of harmony with its workers’ aptitudes and capacities means
inefficiency, unenthusiastic and perhaps distasteful labour, and low pay” (p. 3).
P–E fit theory has evolved and expanded to become a pronounced theory in organisational
behaviour literature, (Chen et al., 2016; Duffy et al., 2015). P–E fit theory has proven
robustness in also being associated with organisational level constructs such as employee
development, recruitment and selection, and organisational climate (Ployhart, et al., 2006;
Verquer et al., 2003). Notwithstanding its wide use in many areas of organisational behaviour
research, P–E fit theory is still predominantly used in explaining individual work outcomes
such as job satisfaction or intention to quit. More recent studies have seen new P–E fit measures
developed (Chuang, Shen & Judge, 2016; Sen, Cetinkaya & Acar, 2014) and P–E fit used to
test or predict relationships between constructs in mediation and moderation studies (Chu,
2014; Wen, Zhu & Liu, 2016). These studies have again expanded the robustness and use of
P–E fit theory. The vast majority of empirical research around P–E fit theory links back to
individual work outcomes rather than the potential impact or link to organisational level
constructs such as work environment, training effectiveness or task performance. Edwards and
Shipp (2007) state that a shortcoming of P–E fit theory is that is does not specify the form of
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relationships between other constructs, and any prediction regarding these relationships needs
to take into account the person and environment dimensions involved.
2.2.4

Self-efficacy theory

Self-efficacy refers to an individual’s belief they have the capacity to perform a tasks (Gist,
1987). Established by Bundura (1977) as part of social learning theory, the ideals of selfefficacy arise from gradual acquisitions of skills and knowledge through experiences (Gist,
1987). Bundura (1982) established cues and inputs that assist in the development of selfefficacy, this data is then vital in determining the self-efficacy of an individual. This means the
principals of self-efficacy can be linked to training effectiveness, as research indicates the
belief held by the participant can impact the training outcomes more than the training itself (Lu
& Betts, 2011). These beliefs could relate to training relevance, the resources allocated to the
training or any other number of variables that lead the participant to believe the training is not
worthwhile (Orpen, 1999). Self-efficacy has also been strongly linked to the outcome of OCB.
Research has indicated a strong positive correlation between an individual’s level of selfefficacy and levels of OCB (Kumari & Pradhan, 2014; Royle et al., 2005; Yang, Ding & Lo,
2016), this correction has led many researcher to view self-efficacy as a predictor of OCB. The
attitude of an individual has also been tied to the principles of efficacy in that a fearful attitude
will lead to a decrease in self-efficacy and more positive attitudes will lead to higher levels
(Gist, 1987; Pearlmutter, 1998).
2.2.5

The theory of reasoned action

Developed by Fishbein (1967), the theory of reasoned action is an approach to understand an
individual’s decision-making process. The theory states that decision-making begins with
beliefs, attitudes towards and intentions regarding the behaviour, and ends with behaviour itself
(Ajzen & Fishbein, 1980). This theory is formed on two assumptions; first, that humans use
the information at hand in a rational and systematic way in order to reach a behavioural
decision, and second, socially relevant action is under the individual’s will and control
(Fishbein, 1967; Liou, 2008). The theory of reasoned action is used as an immediate
determinate of an individual action (Liou, 2008) and was an appropriate framework to apply in
this research when considering outcomes such as intention to quit. The reasoned action relies
solely on the individual’s attitude and belief to determine their behaviour; however, previous
research has indicated organisations can influence employee behaviours. This research tests
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this theory to extend the tenets of the theory of reasoned action to incorporate an organisational
element.

2.3

Review of literature on the relationships between constructs

This section discusses the relationships between the following constructs: in-role job
performance, training effectiveness, attitude towards organisational change, work
environment, OCB and intention to quit.
2.3.1

Attitude towards organisational change, training effectiveness and in-role job
performance

A great deal of research has debated job performance and how to ensure the most effective
outcome from employees (Breevaart, Bakker, Demerouti & Derks, 2016; Kinley & Ben-Hur,
2017; Motowidlo et al., 1997; Selenko, Makikangas, Mauno & Kinnunen, 2013). While this
has broadened the understanding of improving job performance, the majority of research
previously conducted considers individual elements or perceptions such as job satisfaction
(Alam & Mohammad, 2010; Jalalkamali, Ali, Hyun & Nikbin, 2016), OCB (Chi Chen, Meng
Chen & Meng Shan, 2011) or individual rewards (Babakus et al., 2009), when looking to
improve job performance. However, largely ignored in previous empirical research is the
relationship between attitude towards organisational change and in-role job performance, and
if this relationship is influenced by other variables (Cullen, Edwards, Casper & Gue, 2014;
Hind et al., 2013). Recent literature evidently finds employee attitude towards organisational
change can be one of the most influential aspects towards job performance (Cullen et al., 2014;
Jalalkamali et al., 2016). Exploring how organisational changes and the attitude towards them
impact the employee’s ability to perform may help resolve some of the issues facing industry,
such as high turnover, or low job satisfaction, (Michie & West, 2004). Furthermore,
consideration of other elements that can improve or hinder in-role job performance, such as
training effectiveness, may be beneficial to developing a more comprehensive understanding
of these issues (Babakus et al., 2009). Research has indicated that it is not the organisation that
has the greatest lead or influence on change but rather the individual’s attitude towards change
that drives the achievement or breakdown of organisational change efforts (Neiva et al., 2005).
Similarly, Elias (2009, p. 39) states “employee attitudes towards change are the key component
to whether organisational change efforts are either a success or failure”. With OD theory stating
organisations lead the way in impacting work behaviour and performance, and research
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indicating it is the employee, and their perceptions and attitudes, that has the most significant
influence, further research is required in this area.
The demeanour of individual attitudes becomes highly important in light of very high rates of
failure of organisational change (Hill, 2015) and resistance to change being the most common
cause of change failure (Neiva et al., 2005). “Attitudes help people to understand the new face
of the environment, to assimilate each new item into a set of beliefs that transmit value and
guide behaviour” (Neiva et al., 2005, p. 82). Understanding the impact of individual attitudes
on change efforts has never been more critical to comprehend. The original idea of OD theory,
whereby organisations influence change behaviours, needs to be expanded to encompass the
impact that individual’s attitudes have on change efforts. By examining the impact that attitude
towards change has on employees in-role job performance, this study intends to challenge this
aspect of OD theory. By establishing the relationship between individual attitudes towards
change and in-role job performance, and thus the behaviour in the workplace, this research
contributes to OD theory by establishing the impact the individual attitude in a holistic context.
This will in turn challenge, if researchers and practitioners alike should be less accepting of the
teleological model (Kezar, 2001) to organisational change and consider shifting focus, or
merging this model, to other organisational change models, such as social-cognition, that
consider individual attributes and attitude towards change.
Research indicates there can be many environmental elements that help or hinder an
individual’s job performance, such as family motivation (Menges, Tussing, Wihler & Grant,
2017), workplace situation (Judge & Zapata, 2015), and organisational change (Buchanan et
al., 2005). Despite this, often the focus of research is the suggestion that external constructs
can have a significant impact on job performance. Arnolds and Boshoff (2004) show
organisational change can impact significantly on-the-job performance of employees,
emphasising that attention needs to be given to the change process to maintain or improve job
performance. Additional research (Kai Ming Au, Altman & Roussel, 2008; Michie & West,
2004) concludes human resource development (HRD) activities including training and
development will significantly impact the job performance of the employee.
2.3.1.1

The relationship between attitude towards organisational change and in-role job
performance

Change within organisations can often be a controversial topic, although it is not a recent issue.
Hunter and Berman (1997) argue that industry has changed and has become increasingly
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complex and specialised, thus change is not always easy. Often changes in industry require
policy and systematic change, underpinned by adequate funding and political and
organisational commitment (Australasian Society for HIV Medicine, 2009). Not only does
change require great commitment from organisations and influential groups more generally, it
also requires a readiness and the right attitude from the affected parties, such as employees.
Neiva et al. (2005, p. 81) state, “individual attitudes towards changes emerge as one of the most
pervasive factors in individual resistance to change”. Parallel to this view, Lattuch and Young
(2011) found certain perceptions of change and planning for change may influence individual
uncertainty, which in turn influences individual behavioural stress and job satisfaction, leading
to ineffective change or change that is not sustainable. This resistance to change accounts for
failure in the change processes, leading to the attitude towards change and its consequences as
an area in need of further investigation.
In need of consideration is the relationship between attitude towards organisational change and
in-role job performance. Although previously identified (Lattuch & Young, 2010; Lavelle et
al., 2008), research to date has not sufficiently explored this relationship. Arnolds and Boshoff
(2004) argue there would be reduced levels of performance intent among staff in a restructuring
situation and found the restructuring change had a negative influence on staff, and in-role job
performance was reduced. Arnolds and Boshoff (2004, p. 10) found during change
restructuring, proper attention should be paid to how the process is managed as it will impact
significantly on employee in-role job performance and desire to stay with the organisation.
This study highlights the importance of management of the change process and keeping staff
happier by involving them in the planning (Arnolds & Boshoff, 2004), leading to an accepting
attitude towards said change. This indicates the attitude towards organisational change does
have an impact on job performance and organisational commitment. Their study only
considered the impact of restructuring change, not other less drastic changes which are of
interest to the current study. Hill (2015) demonstrates the importance of managing employee
reaction or attitude towards change, in order for the change effort to positively impact job
performance. Further, Cullen et al. (2014) confirm the impact that change-related uncertainty
has on job performance; findings show that this relationship was actually mediated by
perceived organisational support. Thus, it is apparent from previous research that the attitude
towards change and how the change process is managed could have a greater impact on job
performance than the change itself.
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Buchanan et al. (2005) conclude attitude towards organisational change can provide benefits
to individual performance, highlighting many change aspects that may impact in-role job
performance, such as policies, management structure, procedures, financial and expectations.
Finally, Vakola and Nikolaou (2005) identify a reluctant attitude towards organisational change
as negatively correlated with organisational commitment, meaning there will be a decreased
commitment to the job, and thus in-role job performance if the individual’s attitude towards
change is poor. Previous research tells us that individuals with a positive and accepting attitude
towards organisational change are likely to have a higher level of in-role job performance as a
result of less resistance. Conversely, those with a negative attitude towards change, such as fear
or cynicism, will have lower levels of in-role job performance. Given the measure for attitude
towards organisational change in this research focuses more on the negative attitudes the
following hypothesis is posited:
Hypothesis 1: Attitude towards organisational change has a negative relationship with in-role
job performance.
2.3.1.2

The relationship between training effectiveness and in-role job performance

Of great interest, and keenly discussed in research, is that which highlights the need for training
or training needs analysis (Pineda-Herrero et al., 2011; Wallace, 2009). However, there is very
limited research that considers effectiveness and sustainable impact of training on in-role job
performance. A study conducted by Babakus et al. (2009) demonstrated this relationship with
results, indicating that job resources have significant direct and indirect effects on in-role job
performance of private sector employees in New Zealand. Despite the contributions of Babakus
et al. (2009), the job resources referred to not only training, but rewards, supervisory support
and service technology support. These conclusions make it difficult to determine a direct link
between training and in-role job performance from the findings presented. Michie and West
(2004) conducted a review of literature in relation to in-role job performance in public service
organisations. Findings revealed the effects of training programs on individual responses this
review found overall, training improved employee learning, job behaviours, in-role job
performance and output (Michie & West, 2004, p. 99). Nevertheless, Michie and West
emphasise the link is dependent on several outside influences, such as relevance of training
content, quality of training and opportunity to apply training to on-the-job tasks. Thus it is
evident training must not only take place but must be effective in the way it is carried out.
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In more recent research, a relationship between training effectiveness and in-role job
performance was established by Pineda-Herrero et al. (2011). This Spanish study looked at 53
different training programs and evaluated the transfer of training to the in-role job performance
over a two-month period. Results indicated that while most trainees improved in professional
performance as a result of training, there were several variables, such as implementation
opportunities, colleague support and motivation, that greatly impacted how effective this was.
Thus, a direct relationship is established between training and in-role job performance;
however, further constructs that increase the effectiveness of training, such as implementation
opportunities, support from colleagues and motivation, need to be considered when looking at
this relationship (Pineda-Herrero et al. 2011). Understanding the relationship between training
effectiveness and in-role job performance will provide insight into the level of which
organisational and environmental constructs, such as organisational support or OD, impact inrole job performance and improve the training outcomes. From previous research (PinedaHerrero et al., 2011) it can be anticipated that individuals who perceive training as effective in
their organisations will be more likely to report high levels of in-role job performance. This is
likely due to these people accepting the quality and suitability of training resources and, seeking
implementation opportunities, training outcomes are transferred to in-role tasks. However,
despite significant interest in these constructs, the relationship between training effectiveness
and in-role job performance has not been empirically tested without instrumental variables.
Therefore, the following hypothesis is posited:
Hypothesis 2: Training effectiveness has a positive relationship with in-role job performance.
2.3.1.3

The moderating role of training effectiveness

While the relationship between attitude towards organisational change and in-role job
performance is demonstrated in previous research (Arnolds & Boshoff, 2004; Buchanan et al.
2005), Begley and Czajka (1993) observed the individual effects of organisational change, with
findings that suggest constructs such as, job satisfaction, commitment and intention to quit,
were all significantly impacted by organisational change. Additional previous research also
suggests a direct link between lower job satisfaction and commitment resulting in lower in-role
job performance (Arnolds & Boshoff, 2004; Bentein, Vandenberg, Vandenberghe &
Stinglhamber, 2005). With individual outcomes such as this occurring with organisational
change, the individual’s attitude towards the change becomes even more important to
understand. It is clear the relationship between the three constructs of interest to the current
study are significant; however, previous research (Bentein et al., 2005) fails to clearly identify
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this relationship without additional elements involved, nor does it measure the types of
relationships with clarity. Research is yet to demonstrate the impact of training effectiveness
on the relationship between attitude towards organisational change and in-role job
performance. Despite this, the literature does allude to the fact this impact may exist. Cullen et
al. (2014) found the relationship between change-related uncertainly (attitude towards
organisational change) and performance is mediated by organisational support (an
organisational element). Further, Hill (2015) in a structured review of the literature, found
organisational climate (an organisational element) could provoke a perception of being
prepared and delighted about change efforts (attitude towards change), leaving the individual
ready and committed. Organisational elements similar to training effectiveness have been seen
to impact the relationship between organisational change and job performance through
mediation or moderation. In light of the previous outcomes it was important to establish a more
fine-tuned explanation of the relationships previously discussed.
Further, OD theory indicates change should be planned and led by a change agent, focused on
organisational improvement (Kezar, 2001; Wu, 2013). Contrary to this, previous research
indicates outcomes of organisational change, including job performance, will be more effective
if individual elements such as attitude towards change (Giauque, 2015; Hill, 2015) or
perception or effectiveness of training (Pineda-Herrero et al., 2011) are considered.
Despite some evidence concerning the relationship between attitude towards organisational
change and in-role job performance, very little is known from an interactive perspective as to
the moderating impact of training effectiveness. With these inconsistencies, in tandem with
relationships highlighted in previous literature, it is reasonable to hypothesise training
effectiveness can have a moderating effect on the relationship between organisational change
and in-role job performance. As a result employees who perceive training as effective within
the organisation will likely have an accepting attitude towards organisational change and this
will have a stronger relationship with in-role job performance. Contrary to this, the opposite
will occur when the employee has a negative perception of training effectiveness. These
employees are likely to exhibit a cynical or fearful attitude towards organisational change that
is not as significantly related to in-role job performance. Therefore the following hypothesis is
posited:
Hypothesis 3: Training effectiveness moderates the relationship between attitude towards
organisational change and in-role job performance, such that the higher the perceived
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effectiveness of the training the stronger the relationship between attitude towards
organisational change and in-role job performance, and the lower the perceived training
effectiveness the weaker the relationship between attitude towards organisational change and
in-role job performance.
2.3.2

Training effectiveness, work environment and task performance

Every year business and major industry spend billions on training in the workplace (Carliner
& Bakir, 2010) with the aim to work towards maximum task performance of employees. This
means ensuring effective training and the transfer to the job role is increasingly important for
practitioners and researchers alike (Wei et al., 2016). This is not an undertaking that is made
easy, as research into job and task performance is establishing many elements that can
significantly impact not only the effectiveness of training conducted but the transfer to
improving task performance when conducting daily job tasks (Bhattacharya & Wright, 2005;
Gershon et al., 2007; Leung, Yucel & Duffy, 2010). Often considered in the literature are
elements that may impact the outcome of training or impact the task performance of an
individual. Lu and Betts (2011) highlight management’s attitude to training as a leading reason
for training failure in organisations. Further Neal et al. (2005) demonstrate organisational
climate will impact on employee outcomes including performance. As a result of reviewing
this previous research, it is evident there are elements of one’s work environment that will
impact on the effectiveness and outcomes of training on individual task performance. However,
past empirical research does not provide a clear explanation of the impact of work environment
on training effectiveness and task performance, indicating that further research is warranted.
2.3.2.1

The relationship between training effectiveness and task performance

Borman and Motowidlo (1993) were leaders in developing a theory on job performance,
highlighting that job performance falls into two categories; task and context performance.
Research indicates there can be many environmental elements that assist or impede an
employee’s performance outcomes; such as family motivation (Menges et. al., 2017),
workplace situation (Judge & Zapata, 2015), and mental workload (Leung et al., 2010) making
it difficult to determine the most appropriate way to improve job performance. There has also
been a great deal of research highlighting the need for training or training needs analysis for
employees (Wallace, 2009). However, there is very little research that considers the impact of
training effectiveness on task performance in the day-to-day execution of the job. More often
than not research uses additional constructs to demonstrate this relationship, for example
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rewards and supervisory support, opportunity to apply training and quality, motivation and
organisational support (Michie & West, 2004).
Complementing the findings from previous research highlighting effective training can lead to
improved task performance are the underlying principles of P–E fit theory. A central premise
of P–E fit theory is that stress arises when there is a misfit between the person and environment
(Edwards et al., 1998). As such, it can be inferred that if an employee was given effective
training to complete a required task, this would reduce the misfit between person and
environment, reducing stress and allowing for increased task performance. Given the nature of
the relationship between training effectiveness and task performance has not been directly
tested without additional contributing constructs, it remains unclear. Understanding there is a
clear and strong relationship between the two constructs that is alluded to in previous research
needs to be established. Hence, the following hypothesis is posited:
Hypothesis 5: Training effectiveness is positively related to task performance.
2.3.2.2

The relationship between training effectiveness and work environment

Training has long been considered an essential part of performing any job well. Appropriate
and systematic approaches to training, specifically an investment in human capital more
generally, can raise the productivity of workers as a result of skill improvement (Kai Ming Au
et al., 2008). Thus training can impact directly on the task performance of an individual.
However, research also indicates the effectiveness of training can be impacted considerably by
the climate of an organisation. Lu and Betts (2011) found three key reasons why training fails;
first, an unsound prerequisite knowledge basis, second, too short a time span for feedback
dynamics to take effect, and third weak cultural commitment in the management population.
Further, Lu and Betts (2011, p. 129) go on to argue training programs should not even
commence unless there is “i) clear and unambiguous support from the top management, ii) a
workforce who is knowledgeable and passionate about the purpose behind the training and iii)
sufficient resources being provided to allow the training to be put into action”. Each point
highlights the importance of work environment considerations before training commences.
Along similar lines Orpen (1999) discusses the influence of the training environment on how
employees perceive the quality of training. Orpen’s study considered the perceptions of
participants and established that if participants in the training perceive, be it rightly or wrongly,
there are inadequate environmental factors (e.g. time, support and resources) they will consider
the training a waste of time or ineffective. A further significant finding was, if participants
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believe training will provide a positive change to their environment, they are more likely to be
motivated and feel positive about the training and thus see it as more effective.
Another important consideration is “the success of training is not merely dependent on the
quality of the trainer; rather, it is a result of cumulative sum of the trainer, trainee,
organisational effects and commitment” (Lather & Sharma, 2009, p. 81). Thus previous
research indicates work climate variables within the training environment impact quite
significantly on the overall effectiveness of the training within organisations. Lather and
Sharma (2009) assert the importance of appropriate work environment variables before
implementing any training, highlighting the need for “assessment of training needs, clear
policy, support and cooperation of management, and adequate finance and resources” (p. 73).
The consequence of not ensuring an appropriate environment was also presented, stating,
“unfavourable environments lead to low trust, unhealthy competition and lack of interest on
the part of stakeholders” (p. 75). Thus it is evident that organisational environment influences
the effectiveness of training. Lu and Betts (2011, p. 29) further contribute to this, indicating
that “a culture of engagement and commitment is a particularly important contributing factor
to the effectiveness of training programs”. However, the focus of these studies is on
environmental variables during the time spent in training, such as commitment, resources and
time. Of interest to the current study is establishing if the broader work environment is
impacted by the effectiveness of the training programs. Given previous literature demonstrates
positive training environments are more likely to have positive outcomes from the training (Lu
& Betts, 2011; Orpen, 1999) it can be inferred if training within an organisation is perceived
as effective training it is likely to lead to positive outcomes towards the broader work
environment. In order to empirically test this, the following hypothesis is posited:
Hypothesis 5: Training effectiveness is positively related to work environment.
2.3.2.3

The relationship between work environment and task performance

Previous research has indicated the supportiveness of a firm’s work environment is associated
positively with organisational performance (Wei & Morgan, 2004). Thus a link between
performance and work environment is apparent, and generally speaking this is not surprising.
However, much of the previous research that has shown the influence work environment has
on performance is focused on overall performance of the organisation and its market
orientation, rather than individual performance of employees. This sentiment is mirrored in an
Australian study, looking into the work environment and culture (Wallace et al., 1999). This
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study found a connection between management values and work environment, indicating the
impact of work environment in relation to dimensions of culture. Results demonstrate positive
managerial values and work environment can be connected to higher levels of teamwork and
other benefits (Wallace et al., 1999). Again, this study focused on the overall performance and
managerial impact, rather than the impact of environment on an individual’s abilities and how
they are or might be affected.
Neal et al. (2005) looked into the relationship between HRM strategy, organisational
environment and employee productivity in order to determine how these constructs impacted
upon one another and what that meant for the implementation of HRM activities. Results
showed that “perception of organisational environment moderates the relationship between
productivity and HRM, this relationship being negative” (Neal et al., 2005, p. 505). This
demonstrates a connection between employee productivity and work environment; however,
this connection is linked with HRM strategies, and further insight is still required in order to
determine the full impact of work environment on an employee’s job performance. Several
studies (Cotton & Hart, 2006; Gershon et al., 2007; Stone, Du & Gershon, 2007; Vahey, Aiken,
Sloane, Clarke & Vargas, 2004) investigated the work environment and its impact on
individuals. These studies indicate a direct link between organisational climate and the
individual; however, they focus primarily on health outcomes that may affect performance
ability rather than the individual’s actual task performance.
Literature is limited regarding a direct relationship between work environment and task
performance; however, this relationship is often alluded to and previous literature demonstrates
some form of relationship exists. A significant amount of the research also looks into
organisational performance or market orientation, thus it could be assumed that if the
organisation as a whole is performing better as a result of the work environment, so too are the
individuals in the organisation; however, this needs to be empirically tested. Further in order
to clarify if P–E fit theory can be applied to assist in prediction of relationships, both the
environment and person dimensions need to be considered. As there is only a general link
between work environment and task performance and difficulty in applying the principals of
P–E fit theory to previous research due to the focus only on organisational performance and
not that of a person, clarity in the relationship is lacking. Hence, the following hypothesis is
posited:
Hypothesis 6: Work environment is positively related to task performance.
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2.3.2.4

The moderating and mediating roles of work environment and non-mandatory
training

Previous literature has provided scant evidence in establishing the relationships outlined.
Generally these relationships have been alluded to and have often incorporated additional
variables in the research (Judge & Zapata, 2015; Lu & Betts, 2011; Vahey et al., 2004), as has
already been discussed. Along with providing clarity to these relationships, this research aims
to test the type of relationships that exist and apply the principles of P–E fit theory. However,
as previous literature has not looked into these relationships, it is difficult to establish a
framework to test this based on previous literature. P–E fit theory has been linked to in some
degree to organisation climate (or work environment) and training and development, although
not to the effectiveness of training, which is the focus of this study. Further Edwards (2008)
and Edwards and Shipp (2007) highlight the need for further application to test these
relationships. This research has taken both person and environment dimensions, and training
effectiveness and task performance, and will test the influence of work environment on this
relationship. Previous literature shows work environment can impact many work outcomes,
including employee engagement and accomplishment, and has been identified as a moderator
(Shuck & Reio, 2014). Although the focus is the individual elements, previous research does
establish work environment as a potential mediator and help guide in possible application to
an organisational construct. Given the purpose of this study was to test these relationships with
organisational level constructs under the principles of P–E fit, the following hypothesis is
posited:
Hypothesis 7: Work environment mediates the relationship between training effectiveness and
task performance.
Further, the relationships between training effectiveness, work environment and task
performance are complex and somewhat unclear. Research indicates training is linked to both
higher performance and an improved work environment (Kai Ming Au et al., 2008; Leung et
al., 2010). The model in this current research examines training effectiveness and thus the
influence of training on the relationship between work environment and task performance.
Given the lack of clarity in previous research (Michie & West, 2004) this was considered
important to measure in this study. As such, non-mandatory training was selected to be
included in the model. Since past research indicates that mandatory training is often received
poorly and has less of an impact on environment and performance, looking at the impact of
non-mandatory training, as opposed to mandatory or a combination of both, would give greater
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clarification as to the impact of training on this relationship (work environment and task
performance) (Renaud, Lakhdari & Morin, 2004). For this reason, the following hypothesis is
posited:
Hypothesis 8: Non-mandatory training moderates the relationship between work environment
and task performance at both high and low levels such that the more time spent in nonmandatory training the stronger the relationship between work environment and task
performance and the less time spent in non-mandatory training the weaker the relationship
between work environment and task performance.
2.3.3

Training effectiveness, organisational citizenship behaviour and attitude
towards organisational change

It is not uncommon in academic literature to see the importance of OCB (Kumari & Pradhan,
2014). With benefits such as lower turnover, lower absenteeism and higher productivity, it is
not surprising understanding how to keep OCB as high as possible is important to researchers
and HR practitioners alike (Kumari & Pradhan, 2014; Lavelle et al., 2008; Simons &
Jankowski, 2008). It is of interest, therefore, to consider constructs that can impact OCB so
that researchers and industry can develop, moving forward with new theory and strategies to
keep OCB increasing. However, scholars have failed to establish, with clarity the reality of
how to achieve this.
Training and development in organisations has long been found to help augment OCB (Chang
et al., 2011; Michie & West 2004). Often linked through other constructs, such as
organisational commitment (Altuntas & Baykal, 2010), job satisfaction and career
development, training is said to help improve OCB, and it is often cited as a recommendation
to organisations in order to achieve this. In addition, research indicates that training can only
be effective and result in transfer to the job if the participants perceives it as effective. Orpen
(1999) indicates that if training is perceived to be under resourced, managed poorly or of an
irrelevant content, then it is better not to conduct the training at all. Orpen goes on to add that
this applies regardless of whether this perception is true or false. When trying to establish the
impact training and development has on OCB, it is therefore important to look not just at the
training, but how effective the participant believes the training within the organisation is.
Moreover, when considering training effectiveness and the impact it can have on OCB,
previous research that looked into the attitudes towards organisational change could not be
ignored (Herold, Fedor & Caldwell, 2007; Vakola & Nikolaou, 2005). More and more
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organisations and researchers are acknowledging the significant impact the employee’s attitude
has on the work environment and other organisational outcomes, particularly in a fast-paced
and ever-evolving business environment (Giauque, 2015; Herold et al., 2007). As such, it is
important to look into the impact of these attitudes when considering the overall outcome of
OCB.
With the principles of self-efficacy theory linked in previous research to the constructs of
interest to this research it is an appropriate framework to apply. Previous literature, however,
is significantly lacking the organisational behaviour space, as self-efficacy is often looked at
from a physiological standpoint in motivational literature, and with a focus on the individual
not the organisation (Bumann & Younkin, 2012). While there has been interest in this space
previously, recent literature has not explored this area that could provide great benefit to
organisation. In fact, searches undertaken across four database sites, Primo, EBSCOhost,
ProQuest Business database and Google Scholar, using the keywords highlighted in Table 2.1,
found just two empirical articles in the last 10 years (Herold et al., 2007; Yang et al., 2016). As
such, a significant gap in recent literature is a strategy for increased OCB through the
application of self-efficacy theory to extend knowledge in the application of self-efficacy
principles for organisational benefit.
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Table 2.1: Search terms and criteria

Database

Restrictions

Terms used

Results returned

Primo Search

Date: 2006–2018

0 article

EBSCOhost

Date: 2006–2018

ProQuest
Business
database

Date: 2006–2018

Google Scholar

Date: 2006–2018

Self-efficacy;
Organisational citizenship
behaviour;
Training effectiveness;
Self-efficacy theory;
Attitude towards organisational
change;
Citizenship behaviour;
Effective training.

1 article
1 article

0 article
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2.3.3.1

The relationship between training effectiveness and organisational citizenship
behaviour

Chang et al. (2011) conducted a study looking into the relationship between OCB, commitment
and organisational learning. This research found higher levels of OCB among participants
resulted in increased organisational learning. In this study organisational learning was defined
as “the capacity of one to maintain and promote performance and interests” (Chang et al., 2011,
p. 62). While training could be incorporated into this and be a means by which organisational
learning is accomplished, training was not a sole factor in this study. Further the results of this
study indicated OCB was the variable that impacted on organisational learning establishing the
relationship between the two constructs. However, the study did not consider whether
organisational learning, or training, had a significant impact on individual’s OCB. Michie and
West (2004), in conducting their review of literature, commented on a strong relationship found
between HR practices, such as training, and staff exhibiting OCB. Links were found between
the levels of sophistication in training and the percentage of employees working in teams.
Further, Michie and West (2004, p. 98) highlight that studies have shown progressive HRM
practices can enhance contextual performance in the form of enhanced OCB. This shows the
relationship between appropriate and effective training and OCB. However, findings from this
study include several HRM practices combined, rather than looking at training as an individual
construct in isolation.
In addition, Altuntas and Baykal (2010) considered the relationship between organisational
trust and OCB. Although the focus of this study was not training, Altuntas and Baykal (2010)
cite failure to provide sufficient training and skills to staff as one of the causes of lower
sportsmanship, an OCB subscale. These findings do indicate training can have an influence on
an individual’s OCB and highlight the need for further research in this area. Despite this, these
studies are an indication as to the relationship between training and OCB. Of interest to this
study is the relationship between perceived training effectiveness and OCB, which is yet to be
empirically tested. Given the effectiveness of the training and not just the training itself can
have a great impact on the individual, it can be thought a high perception of effective
organisational training will lead to higher OCB. Consequently, the following hypothesis is
posited:
Hypothesis 9: Training effectiveness has a positive relationship with organisational citizenship
behaviour.
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2.3.3.2

The relationship between training effectiveness and attitude towards organisational
change

Appropriately trained employees are vital to any organisation in any industry, as highly capable
staff are often the only resource unable to be reproduced. Training can take place in many
different ways in many different areas, thus effective training can be difficult. Tracey and Tews
(2005, p. 369) found training effectiveness is impacted by variables such as perceived
managerial support, job support and organisational commitment, developing a general training
climate scale. Orpen (1999, p. 41) adds to this stating:
for training courses to be effective, managers should provide the
necessary time, money, equipment, facilities and opportunities for the
training, and take deliberate steps to ensure that the employees
concerned believe the resources provided are enough for the particular
purpose.

As there are many factors that can significantly hinder or help the effectiveness of training, it
is important for management to consider these areas prior to implementing any training. Within
this context, it has also been suggested that if an organisation cannot adequately resource
training it is better not to provide the training at all (Knowles, 1994; Orpen, 1999; PinedaHerrero et al., 2011).
Given that quite often training is associated with an organisational change of some description,
for example, new aspect to job role or new process to be followed, understanding the
relationship between the two is important. Change can often be a controversial topic, and is not
always easy to accomplish. Not only does change require great commitment from organisations
it also requires a readiness and right attitude from the impacted individuals. Neiva et al. (2005)
found individual attitudes towards changes emerge as one of the most persistent resistors in
individual opposition to change. This resistance to change appears to account for the majority
of failure in the change processes. Along similar lines, Lattuch and Young (2011) found certain
perceptions of change and planning for change may influence individual uncertainty which in
turn influences individual’s behavioural stress and job satisfaction. Research into the impact of
employee attitudes is growing, highlighting the importance of understanding it (Giauque, 2015;
Vakola & Nikalaou, 2005). Given the effectiveness of training and organisational change are
potentially impacted by so many different variables, particularly individual perception, the
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relationship between the two needs to be considered. Research suggests that both the results
and benefits of training and organisational change are considerably impacted by the
individual’s perception (Lattuch & Young, 2011, Lu & Betts, 2011; Neiva, et al., 2005; Orpen,
1999). However, research is unclear as to whether training effectiveness and attitude towards
organisational change is a significant relationship, indicating a gap in current literature and
important to establish for the scope of this research. This research study therefore looked at
three different attitudes towards change commonly referred to in the literature (Demirci, 2016;
Roberts & Zigarmi, 2014; Vakola & Nikolaou, 2005) and the following hypothesis is posited:
Hypothesis 10a: Training effectiveness has a positive relationship with an accepting attitude
towards organisational change.
Hypothesis 10b: Training effectiveness has a negative relationship with a cynical attitude
towards organisational change.
Hypothesis 10c: Training effectiveness has a negative relationship with a fearful attitude
towards organisational change.
2.3.3.3

The relationship between attitude towards organisational change and
organisational citizenship behaviour

There has been little research conducted to establish the link between attitude towards
organisational change and OCB. It appears difficult to establish this link through previous
literature as it mostly looks into organisational commitment rather than OCB. Despite this, the
impact attitude towards organisational change has on OCB is an area to be considered, and
although not clearly defined, research does hint at a relationship being present (Simons &
Jankowski, 2008).
Lavelle et al. (2009) conducted a study on commitment, procedural fairness and OCB.
Although the focus of this study was to determine if the level of organisational commitment
could be used as a predictor of OCB, this study did consider the change to the level of OCB
exhibited by employees after a significant organisational change (downsizing). Results
indicated participants had lower OCB after downsizing; demonstrating organisational change
can have an influence on OCB, although the employee attitude towards said change was not
considered. Another significant finding from this study was the level of organisational
commitment was a strong indicator of individual’s OCB (Lavelle et al., 2009). Given these
findings, it is difficult to determine if the relationship between organisational change and OCB
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is directly established or only established because of the organisational commitment being
introduced.
Given the ability to use organisational commitment as a predictor of OCB (Lavelle et al., 2009)
the vast amount of research looking into organisational commitment can be considered; this is
particularly useful given the scant research relating to organisational change and OCB. Arnolds
and Boshoff (2004) found in an organisation in the early stages of restructuring, that employees
exhibited low levels of organisational commitment and commitment to top-level managers
(p. 10). Thus it can be argued that the organisational change decreased the level of
organisational commitment amongst employees. As organisational commitment is a strong
predictor of OCB (Lavelle et al., 2009) it could be assumed the organisational change reduced
individual OCB. However, this assumption is not conclusively shown. Further, what is seen
through these studies is the organisational changes generally negatively perceived, downsizing
and restructuring, had a negative impact towards both organisational commitment and OCB
(Arnolds & Boshoff, 2004; Lavelle et al., 2009). Simons and Jankowski (2008) conducted a
study into factors influencing nursing home workers intention to quit. Results indicate
organisational changes that are generally perceived positively, such as change to job design,
supervisor encouragement and co-worker support, increase retention, commitment and OCB.
While these studies do not measure employee attitude towards organisational change they can
indicate attitude towards organisational change can potentially impact OCB. As this has not
yet been empirically tested and given the scope of this study, it is necessary to determine if the
relationship between different attitudes towards organisational change and OCB exists, and the
following hypothesis is posited:
Hypothesis 11a: An accepting attitude towards change has a positive relationship with
organisational citizenship behaviour.
Hypothesis 11b: A cynical attitude towards change has a negative relationship with
organisational citizenship behaviour.
Hypothesis 11c: A fearful attitude towards change has a negative relationship with
organisational citizenship behaviour.
2.3.3.4

The mediating role of attitudes towards organisational change on training
effectiveness and organisational citizenship behaviour

Previous research is clear that there are many variables impacting the effectiveness of training
and OCB. The principles of self-efficacy clearly show the belief a person has in their own
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ability has significant impacts on job performance, commitment and other organisational
constructs. It could be therefore be argued along similar lines to self-efficacy; employee
attitude can have a significant impact on organisational variables. Given that this is not
established in previous literature, it is difficult to form a framework for testing this. Previous
research has shown both self-efficacy and attitudes towards organisational change as mediators
(Kumar, 2017; Roberts & Zigarmi, 2014; Royle et al., 2005; Yang et al., 2016). Given this, and
the fact the purpose of this research is to explore new relationship between the variables the
following hypothesis is posited:
Hypothesis 12a: An accepting attitude towards change mediates the relationship between
training effectiveness and organisational citizenship behaviour.
Hypothesis 12b: A cynical attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
Hypothesis 12c: A fearful attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
2.3.4

Context performance, organisational citizenship behaviour and intention to
quit

There is a plethora of research available with regard to employee intention to quit. Studies have
shown strong relationships between intention to quit and job dissatisfaction, burnout, and
organisational commitment. For example; Glissmeyer et al. (2007, p. 460) argue, “with the
high cost of turnover, many organisations are interested in reducing the number of employees
that leave the organisation voluntarily”. Thus information as to what causes an individual to
quit an organisation is of interest. Despite a great deal of research interest in this area, intention
to quit has not been viewed through the lens of being a variable that is organisational controlled,
and thus is an area of interest for further research.
OCB and organisational commitment are frequently cited when discussing intention to quit,
often being seen as predictors. As such, incorporating OCB is necessary to consider in this
research. Of interest is whether organisations can influence an employee’s intention to quit.
Kuenzi and Schminke (2009) indicate an employee’s work environment and turnover
intentions are linked; indicating intention to quit reduces if there is a positive organisational
environment. These relationships are not clearly defined, and samples vary across industries
and cultures. Stone et al. (2006) also considered the relationship between organisational
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environment and intention to quit. Findings from this study indicate “all organisational climate
factors were rated higher by those not intending to leave” (Stone et al., 2006, p. 6). These
studies have indicated a relationships exists between work environment and intention to quit.
“However, literature have been disorganised in establishing what environments are most
closely tied to which outcomes” (Kuenzi & Schminke, 2009, p. 707). As work environment is
quite broad it may be difficult to establish the close ties previous research has been unable to
present. Thus this study looked at context performance to examine the influence it may have
on an employee’s intention to quit.
2.3.4.1

The relationship between organisational citizenship behaviour and intention to quit

The variables that influence in-role job performance is the main focus of this research;
however, other outcomes, such as OCB and intention to quit, that can impact greatly on both
the organisation and the individual also need to be considered. Thus in order to fully understand
a means to decrease employees intention to quit, relationships influencing this need to be
examined.
OCB is frequently linked to intention to quit, with research (Lavelle et al., 2009) demonstrating
a relationship between commitment (including turnover intentions) and OCB. This study
exhibits organisational commitment reducing after downsizing, and thus influencing a
reduction in OCB and increasing turnover intentions. Further, Chang and Chang (2010)
considered the moderating effects of participants perceived OCB and satisfaction, finding OCB
has a positive and significant influence on job satisfaction, thus lowing turnover intention.
Despite often being researched together, the vast majority of studies in this area use additional
constructs such as, organisational commitment and job satisfaction, to provide a bridge
between in-role job performance, OCB and intention to quit, rather than showing a direct link.
According to the theory of reasoned action, an individual behaviour is a direct predictor of the
action they take, thus it stands to reason if an employee has high OCB, they act on this
behaviour and thus turnover intention is reduced. Vice versa, if intention to quit is high
employees act on that behaviour and organisational citizenship is reduced. Given this, the
following hypothesis is posited:
Hypothesis 13: Organisational citizenship behaviour has a negative relationship to intention
to quit.
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2.3.4.2

The relationship between organisational citizenship behaviour, intention to quit and
context performance

High levels of job performance are often indicative of those with a high level of OCB.
However, very little research considers if OCB influences performance. Babakus et al. (2009)
considered in-role job performance, and found a relationship between in-role job performance
and OCB, with variables such as job demands, resources and burnout influenced greatly by
both OCB and intention to quit. They not only found poor performance and high turnover
intentions are related, but also conclude negative feelings from these employees can be
contagious, leading to potentially disastrous implications for organisations. This study did
bring in many other variables, such as burnout, and so no comprehensive explanation of the
relationship between in-role job performance and intention to quit was offered.
Cohen and Keren (2010) ask the question does climate matter, and examined the relationship
between work environment and OCB. They found that the environment in which someone
works and performs (context performance) is a strong predictor of their level of OCB. They
note organisational variables, like supervisors level of OCB and organisational justice, are also
constructs that influence an employee’s OCB; however, organisational environment was the
variable accounting for the most variance in organisational citizenship. The authors note, “this
is one of the first studies to examine this relationship directly; in other samples a stronger
relationship may be evident” (Cohen & Keren, 2010, p. 259).
In their review of literature, Kuenzi and Schminke (2009) also discuss several studies
identifying a link between work environment and organisational citizenship. The general
consensus indicates perceived positive work environment can lead to higher organisational
citizenship; however, this is not conclusively shown, nor is it quite the relationship that is of
interest to the current research. Similarly, Kuenzi and Schminke (2009) show research
indicating work context and turnover intentions are also linked, indicating intention to quit will
be lower if there is a positive context for employees to perform the required tasks. These
relationships are not clearly defined and samples vary across industries and cultures, therefore
results may not be generalisable. Stone et al. (2006) also considered the relationship between
work context and intention to quit. Findings from this study indicate, “all organisational climate
factors were rated higher by those not intending to leave” (Stone et al., 2006, p. 6). Again
however, this is not quite the relationship that is of interest to the current study. Alam and
Mohammad (2010) looked into the intention to quit of Malaysian nurses, and linked job
performance to intention to quit in the findings. Alam and Mohammed (2010) found a
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significant relationship between intention to quit and satisfaction with supervisors, satisfaction
with job variety and satisfaction with co-workers, all variables shown to have an impact on inrole job performance. Thus it is evident previous research demonstrates that relationships exist
between OCB and context performance, and context performance and intention to quit,
respectively. However, these relationships have not been fully empirically tested, thus given
they are of interest to this research the following hypotheses are posited:
Hypothesis 14: Organisational citizenship behaviour has a positive relationship with context
performance.
Hypothesis 15: Context performance has a negative relationship with intention to quit.
2.3.4.3

The mediating role of context performance

The relationships between OCB, context performance and intention to quit are unclear, and
previous literature provides scant empirical evidence to them. Altuntas and Baykal (2010) is
one of the few to show there is a relationship between job performance, OCB and intention to
quit. This is one of the few studies that refer to the three constructs together. This study was
conducted in Europe, so results may not be transferable to an Australian context. Also the
primary focus of this study was assessing the impact of organisational trust on these variables,
so explanation of the relationship between in-role job performance, OCB and intention to quit
is minimal. Under the guise of establishing if organisations can influence reasoned decisionmaking, it is of interest to this study to determine the nature of these relationships and establish
if a construct that can be influenced by the organisation can play a role in influencing employee
turnover intentions. Therefore, the following hypothesis is posited:
Hypothesis 16: Context performance mediates the relationship between organisational
citizenship behaviour and intention to quit.

2.4

Theoretical models

The hypothesised relationships outlined in this chapter are illustrated in Figures 2.1–2.4.
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Training Effectiveness

H2
H3

Attitude towards Organisational Change

In -role Job Performance
H1

Figure 2.1: The theoretical model for the moderating role of training effectiveness on the relationship
between attitude towards organisational change and in-role job performance
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Work Environment

Non-Mandatory Training
H8
H5

H7

P–E Fit
Theory

H6

Task Performance

Training Effectiveness
H4

Figure 2.2: The theoretical model for the mediating moderation of non-mandatory training and work
environment on the relationship between training effectiveness and task performance
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Acceptance

Fear

Cynicism
H11a

H11b

H12a

H12c

H10

H11c

H10b
H12b

H10c

Training Effectiveness

Organisational Citizenship Behaviour
H9

Self-Efficacy Theory
Figure 2.3: The theoretical model for the mediating role of acceptance, cynicism and fear on the
relationship between training effectiveness and organisational citizenship behaviour
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Context Performance

H15

H14
H16

Intention to Quit

Organisational Citizenship Behaviour
H13

Theory of Reasoned Action
Figure 2.4: The theoretical model for the mediating role of context performance on the relationship
between organisational citizenship behaviour and intention to quit
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2.5

Conclusion

This chapter reviewed the relevant literature regarding the relationships between the constructs
of in-role job performance, training effectiveness, work environment, attitude towards
organisational change, OCB, non-mandatory training and intention to quit to examine how
these constructs may influence each other. A number of hypotheses were developed based on
the literature to illustrate direct, mediating and moderating effects between constructs. The
following chapter develops and justifies the methodology to test these hypotheses.
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Chapter 3 Methodology
3.1

Introduction

The previous chapter provided a review of relevant literature and theories related to this
research. From this, hypotheses and a theoretical model were developed. This chapter outlines
the methodology used in this research and is divided into three sections. Section 3.2 outlines
the research design and methods, highlighting the research problem and objectives. This
section considers the research paradigm and outlines the hypotheses. Section 3.3 presents the
validation of a new measure for training effectiveness. The rational for the development of the
measure is presented as well as the process of scale development and validation. Section 3.4
outlines the data collection procedure, and measures and control variables. Section 3.5
introduces the analysis strategy that will form the basis for discussion in the Chapter 4. Finally,
Section 3.6 highlights ethical considerations.

3.2
3.2.1

Research design and methods
Research design

Research design looks at the practical features of the way a research project is conducted, and
acts as the steps set to link the theoretical aspects to the research being carried out (Kalof, Dan
& Dietz, 2008; Wahyuni, 2012). It highlights the reasoning for the way the research is
conducted and outlines all aspects of the research, including sampling strategy, data collection
and cleaning, analysis and ethical considerations (Oliver, 2004). The following sections discuss
the research design of this study.
3.2.2

Statement of the problem

A great deal of research has debated job performance and how to ensure the most effective
outcome from employees (Greenslade & Jimmieson, 2007; Motowidlo et al., 1997; Selenko et
al., 2013). Although recent job performance research has broadened understanding of
improving job performance, most research considers individual elements or perceptions such
as job satisfaction (Alam & Mohammad, 2010) OCB (Chang, et al., 2011) or individual
rewards (Babakus, et al., 2009). This leaves the impact of external aspects as a great concern
when it comes to completing in-role job tasks. Largely ignored in previous empirical research
is the relationship between organisational change and in-role job performance, and how this
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relationship is influenced by environmental constructs (Cullen, et al. 2014; Hind et al., 2013).
Exploring how organisational changes and the attitude towards them impact the employee’s
ability to perform may help resolve some of the issues facing industry, such as high turnover
or low job satisfaction, (Michie & West, 2004).
Gershon et al. (2007, p. 632) found the “more positive organisational climates had a lower rate
of adverse occupational outcomes”. Another US study indicated over 17% of participants
indented to quit their job within one year, over half (52%) stating this was because of the work
environment (Stone et al., 2006). These studies indicate there is an issue related to work
environments; however, there has been no empirical research conducted in Australia to
determine the relationship between work environments and in-role job performance. Several
studies (Babakus et al., 2009; Michie & West, 2004; Pineda-Herrero et al., 2011) have
considered the impact of training and its effectiveness on in-role job performance; however, all
these studies considered extra constructs that may be impacting performance and did not
consider the direct relationship between training effectiveness and in-role job performance.
Further, an increasing number of organisations and researchers are acknowledging the
significant impact employee attitude has on the work environment and other organisational
outcomes, particularly in a fast-paced and ever-evolving business environment. As such, it is
important to look into the impact of said attitudes when considering the overall outcome of
organisational and individual performance.
Not only is there a need to look at the effect work environment, training and attitude has
towards organisational change on the in-role job performance of employees, there is also a need
to consider the outcomes that are a result of these constructs, such as OCB and intention to
quit.
While issues relating to these constructs exist in many industries, the healthcare industry in
Australia currently faces many of them. It has been established that there are set training needs
nurses have, a need to implement organisational change, a high turnover and intention to quit
level within the healthcare industry (Stone et al., 2006; “Nurses and Midwives”, 2011), OCB
amongst nurses is poor (Chang & Chang, 2010), and the work environment in hospitals is poor
(Gershon et al., 2007). Thus this was deemed an appropriate industry to conduct this research
within. Looking at these constructs and how they intertwine and impact on each other, as well
as on the overall in-role job performance of employees, has not been considered in depth. This
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research proposes to use theoretical frameworks to test these issues to establish the links
between these constructs, including mediating and moderating impacts of these constructs.
3.2.3

Research objectives

The aim of this research is to empirically investigate the relationships between work
environment, training effectiveness, attitude towards organisational change and in-role job
performance. It is hoped this research can call attention to the workplace issues relating to these
constructs, and change the focus of performance management from a training only solution to
look more broadly at underlying influences and causes. Further, this research aims to assess
the variables currently impacting on the overall in-role job performance of employees and how
this impacts the employee in terms of OCB and intention to quit.
The specific research objectives of this research are:
1.

To understand the relationship between employee attitude towards organisational change
and in-role job performance, and the influence training effectiveness has on this
relationship.

2.

To examine the relationship between training effectiveness and job performance and
determine the influence work environment has on this relationship.

3.

To determine whether different employee attitudes towards change, influence the
relationship between training effectiveness and employee OCB.

4.

To consider the influence job performance has on employee outcomes, OCB and intention
to quit.

5.

To establish a holistic theoretical framework to be applied in both theory and practice, that
demonstrates the relationships between the constructs.

3.2.4

Hypotheses

Hypotheses developed based on review of literature and theory in Chapter 2 to meet the
research objectives are as follows:
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Hypothesis 1: Attitude towards organisational change has a negative relationship with in-role
job performance.
Hypothesis 2: Training effectiveness has a positive relationship with in-role job performance.
Hypothesis 3: Training effectiveness moderates the relationship between organisational
change and in-role job performance such that the higher the perceived effectiveness of the
training the stronger the relationship between organisational change and in-role job
performance and the lower the perceived training effectiveness the weaker the relationship
between organisational change and in-role job performance.
Hypothesis 4: Training effectiveness is positively related to task performance.
Hypothesis 5: Training effectiveness is positively related to work environment.
Hypothesis 6: Work environment is positively related to task performance.
Hypothesis 7: Work environment mediates the relationship between training effectiveness and
task performance.
Hypothesis 8: Non-mandatory training moderates the relationship between work environment
and task performance at both high and low levels such that the more time spent in nonmandatory training the stronger the relationship between work environment and task
performance and the less time spent in non-mandatory training the weaker the relationship
between work environment and task performance.
Hypothesis 9: Training effectiveness has a positive relationship with organisational citizenship
behaviour.
Hypothesis 10a: Training effectiveness has a positive relationship with an accepting attitude
towards organisational change.
Hypothesis 10b: Training effectiveness has a negative relationship with a cynical attitude
towards organisational change.
Hypothesis 10c: Training effectiveness has a negative relationship with a fearful attitude
towards organisational change.
Hypothesis 11a: An accepting attitude towards change has a positive relationship with
organisational citizenship behaviour.
Hypothesis 11b: A cynical attitude towards change has a negative relationship with
organisational citizenship behaviour.
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Hypothesis 11c: A fearful attitude towards change has a negative relationship with
organisational citizenship behaviour.
Hypothesis 12a: An accepting attitude towards change mediates the relationship between
training effectiveness and organisational citizenship behaviour.
Hypothesis 12b: A cynical attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
Hypothesis 12c: A fearful attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
Hypothesis 13: Organisational citizenship behaviour has a negative relationship to intention
to quit.
Hypothesis 14: Organisational citizenship behaviour has a positive relationship to context
performance.
Hypothesis 15: Context performance has a negative relationship with intention to quit.
Hypothesis 16: Context performance mediates the relationship between organisational
citizenship behaviour and intention to quit.
3.2.5

Research paradigm

A research paradigm is a broad perspective that shows how the research has been directed. It
includes the basic assumptions and questions to be answered in the methodology of research,
thus is of importance to any research (Creswell & Clark, 2007; Taylor, Kermode & Roberts,
2007). The research paradigm adopted in any research project should be discussed prior to any
discussion on the of methodology (Gaba & Dash, 2004).
While there is no single dominant paradigm in social science research (Guba & Lincoln, 1994;
Neuman, 2006) all have common elements, including ontology and epistemology. When
considering epistemology, this study considers how the knowledge is acquired and how the
knowledge is experienced or used (Creswell & Clark, 2007; Wahyuni, 2012). Ontology refers
to the nature of reality and how it is perceived; assumptions are made as to the reality of the
research being in the individual’s consciousness, or internal or external to the individual
participating in the research (Neuman, 2006; Wahyuni, 2012).
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Creswell and Clark (2007) discuss four frameworks for research paradigms; post positivism,
constructivism, pragmatism and advocacy, and participatory. In post positivism, researchers
apply a particular reality through the acceptance or rejection of hypotheses, and seek to be
unbiased and distant in data collection. In contrast, constructivism adopts a manifold of realities
to illustrate multiple perspectives. The constructive approach calls for the researcher to actively
engage with and share biases with participants through interviews and informal languages.
Advocacy and participatory paradigm researchers collaborate and attempt to negotiate with
participants about interpretation, and use language that will cause change and advocate for
participant. This research paradigm adopts apolitical reality. Finally the pragmatist adopts a
mixed methods approach, and can adopt a single or multiple realities. Formal or informal
language is used and the researcher’s stance maybe biased or unbiased (Creswell & Clark,
2007, Wahyuni, 2012).
This research adopts a post-positivist research paradigm as it adopts a single reality, adopts a
quantitative research methodology, is unbiased and uses a distant form of data collection
methods.
3.2.6

Quantitative research method

A quantitative research approach use numerical data to find and explain the various patterns
and relationships that exist within the data set (Burns, 2000; Walsh, 2001). A researcher
adopting a quantitative research approach minimises bias and looks to understand the facts by
remaining detached and objective throughout the research process (Neuman, 2006).
Quantitative research methods allow investigators to collect a large amount of data about
specific information from a wide range of participants, thus allowing findings to be generalised
more widely and acting as a significant strength of the methodology (Neuman, 2006;
Wilkinson, 2000).
3.2.6.1

Quantitative survey

In any research method there are many benefits and potential drawbacks that must be
considered. When hoping to explore a research area by gathering data from a large number of
respondents a survey is the most useful tool (Neuman, 2006). Surveys have the ability to collect
data from a number of participants, maintain a high level of anonymity, be both cost effective
and time efficient, and remover the researchers bias (Bailey, 1987). From the data collected,
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the researcher can then test multiple hypotheses and have a greater ability to generalise results
(Neuman, 2006).
Some of the disadvantages that must be acknowledged with this methodology include the lack
of detail, as follow-up questions and explanations cannot be sought through survey methods.
Low response rates may also be an issue as 20–40% is generally the expected response rate
(Heberlian & Baumgartner, 1978). Wilkinson (2000) expresses an issue with the survey
method in that it does not encourage participants to collaborate and resolve potential
differences in their responses. Finally, common method variance (CMV) refers to the spurious
variance that is attributed to the measurement measure rather than to the constructs the measure
represents (Podsakoff, MacKenzie, Lee & Podsakoff, 2003). This can also be an issue with the
survey method and is difficult to control.
3.2.6.2

Justification for quantitative methodology

The aim of this study is to research the relationship between a variety of organisational
constructs and social theory relating to in-role job performance. Researchers agree the research
aims and objectives should determine the selection of methodology for the study (Creswell &
Clark, 2007; Neuman, 2006). Walsh (2001) argues studies that use a quantitative method aim
to measure “how many … how often … what percentage or proportions … [or] … to what
extent is there a connection between X and Y” (p. 7). Given this matches the aims of this study,
and will allow the research to test the hypotheses and generalise the results, a quantitative
methodology was chosen.

3.3

Validation of a new measure for training effectiveness

This section deals with the general training effectiveness scale development and validation.
The review of previous literature demonstrates that no generally accepted, valid and reliable
measure is established for training effectiveness. This section reviews the literature relating to
training effectiveness and provides justification for, and methodology of, developing and
validating a general training effectiveness scale. A brief discussion on the contributions of this
measure is provided. This section forms the prerequisite before discussing the main research
sampling, data collection and analysis plan (Section 3.4).
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3.3.1

Introduction

The question of how to train employees effectively is still one of great debate among
researchers and practitioners. Finding the balance between ensuring cost effectiveness and
high-quality training that can be transferred into improved job performance in day-to-day tasks
is difficult. While there are many training programs, tools and theories available for
practitioners to use, establishing if the training is effective or not remains problematic. Prior
research (Brinkerhoff, 2006a) indicates that less than 20% of what is taken in during training
sessions is transferred to job tasks, indicating potential for training effectiveness to improve.
It is widely accepted among both HR practitioners and researchers, that training and
development of staff is essential in organisations (Denby, 2010; Kai Ming Au et al., 2008).
Further, staff development is positively linked to in-role job performance (Babakus et al.,
2009). Despite this, debate still exists as to whether training is an effective solution to low or
poor job performance, and how to best measure and be certain training is effective in the
workplace is still a difficult task in many organisations.
Training itself has undergone some dramatic change over the past decade. There are now more
detailed theories on training design and a larger range of training tools and support (Ford &
Meyer, 2013). Further research has provided a more comprehensive understanding of learning
and HRD, building on a theoretical understanding of effective training (Weinberger, 2006).
Understanding of theories such as learning theory organisational learning and theories of
performance improvement. Even with these changes research has found, while over 90% of
training resources are allocated to design, development, and delivery of training, as little as
15% of what is learnt is transferred to the job (Brinkerhoff, 2006b). This highlights the
importance of ensuring time and resources are not wasted and training programs are carried
out in a manner that ensures and effectiveness and provides a strong link to job tasks.
Many variables can impact how beneficial training is to an employee’s performance, such as,
work environment (Gershon et al., 2007; Stone et al., 2007), resources allocated (Orpen, 1999;
Lu & Betts, 2011), managerial support (Wei & Morgan, 2004), and quality of training (Lu &
Betts, 2011; Lather & Sherman, 2009). It has even been suggested that, if an organisation
cannot adequately resource training it is better not to provide the training at all (Orpen, 1999,
Knowles, 1994). As there are many variables that can significantly hinder or help the
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effectiveness of training, it is important for management to consider these areas prior to
implementing any training programs
3.3.2

Importance of effective training

Given the majority of a firm’s capabilities can be directly linked to its employees (Bhattacharya
& Wright, 2005), correctly and effectively training staff is vital to any organisation in any
industry, as highly capable staff are often the only resource unable to be reproduced by
competitors. Organisations must ensure training is carried out in a way that is not only effective
but can also be transferred to day-to-day tasks. Training can take place in many different ways
in many different areas, thus effective training can be difficult. Tracey and Tews (2005, p. 369)
found training effectiveness is impacted by variables such as managerial support, job support,
and organisational commitment, when developing a general training climate scale. Orpen
(1999, p. 41) adds:
for training courses to be effective, managers should provide the
necessary time, money, equipment, facilities and opportunities for the
training, and take deliberate steps to ensure that the employees
concerned believe the resources provided are enough for the particular
purpose.
Further, Pineda-Herrero et al. (2011) evaluated the effectiveness of training on 351 healthcare
workers in Spain. A survey, measuring both general knowledge and specific knowledge, was
given to participants upon completion of the training and again two months later. While training
was effective, with a mean of 3.82 on a 0–5 scale, (Pineda-Herrero et al., 2011, p. 322) this
study also found several aspects that impacted on the effectiveness of training. These included,
“(i) implementation opportunities, (ii) positive working support from organisation and
colleagues and (iii) motivation” (Pineda-Herrero et al., 2011, p. 325).
A study conducted by Babakus et al. (2009) found that job resources have significant direct
and indirect effects on in-role job performance of bank employees in New Zealand. This
highlights the potential impact of under resourcing the training of staff and demonstrates the
importance of allocating training resources in the most productive manner. However, in this
study, job resources referred to not only training, but rewards, supervisory support and service
technology support, making the results difficult to generalise to training alone.
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Michie and West (2004) also conducted a review of literature in relation to in-role job
performance in health service organisations. With regard to evaluating the effects of training
programs on individual responses this review found that overall, training improved employee
learning, job behaviours, in-role job performance and output (Michie and West, 2004, p. 99).
This indicates a direct link between the potential impacts of training on in-role job performance.
However; Michie and West (2004) warn this is dependent on several outside influences, such
as relevance of training content, quality of training and opportunity to apply training to on-thejob tasks.
3.3.3

Training effectiveness in the healthcare industry

The relationship between training effectiveness and in-role job performance in the healthcare
sector was established by Pineda-Herrero et al. (2011). The Spanish study looked at 53 different
training programs and evaluated the transfer of training to in-role job performance over a twomonth period. Results indicated that while most trainees improved in professional performance
as a result of training, there were several elements that greatly impacted this. Thus a clear
relationship is established between training and in-role job performance; however, further
variables such as implementation opportunities, support from organisations and motivation
need to be considered when looking at this relationship (Pineda-Herrero et al., 2011).
The value of training is not unknown. Kai Ming Au et al. (2008) argue by investing in education
and training, an individual will develop skills and knowledge adding to the organisation’s
human capital. The results of this study showed that one of the major causes for human capital
depreciation is a lack of investment in training (Kai Ming Au et al., 2008). Despite the evidence
illustrating the importance of training, Furze and Pearcey (1999) undertook a review of nurses
continuing professional development and concluded that provision was still fragmented,
inequitable, poorly funded and the cyclic process of the training strategy was often incomplete.
Further, “a growing demand for professional updating and training within the health service
has created a proliferation of post-registration courses, many of which fail to reach appropriate
personnel or the real training objectives of the participants or their managers” (Hicks, Hennessy
& Barwell 1996, p. 262).
Research indicates a clear link between training and improved performance (Babakus et al.,
2009; Pineda-Herrero et at. 2011), yet industries such as healthcare are still struggling to
implement effective training programs, leading to large issues for the industry (ANJ, 2011,
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Furze & Pearcey, 1999). This demonstrates the need for a valid and reliable measure to provide
indication as to how effective the training is within an organisation. While there are many
scales in this area, few consider training generally and consider a specific area rather than
considering a broad appropriate training technique, context or changes that may be required to
training practices.
3.3.4

Theoretical support

Not only does research demonstrate many constructs impacting training effectiveness in
practice, there is also theoretical underpinning demonstrating this. Beginning with Gilbert in
1978, theory indicates that performance improvement is linked to variables other than training.
Rosenberg, (1996) modified Gilbert’s work, identifying six performance factors that
organisations can manipulate to enhance performance. These include consequence, incentives
and rewards, data and information, resources, individual capacity, motives and expectation,
and skills and knowledge. This base for performance improvement theory, clearly demonstrates
the need for variables such as resources and organisational environment to be considered when
offering training and development programs to staff.
Social cognitive theory is frequently considered in behavioural change interventions such as
training (Diker et al., 2012). The theory uses cognitive, environmental and behavioural
variables to explain human behaviour and learning (Bandura, 1986). This indicates
effectiveness of training could not only vary from one individual to another, but also vary due
to environmental factors within the organisation and training environment. Diffusion of
Innovations theory states that perceived attributes of an innovation (new practice) strongly
affects its adoption and dissemination (Rogers, 2003). Diker et al. (2012) explain these
attributes include relative advantage, compatibility, complexity, trialability and observability.
Thus how the training is conducted, how it can be implemented and how complex it is
perceived can also influence how it effective training programs are.
A further HRD theory that needs to be considered when looking at the evaluation of training
programs is learning theory. Adult learning theory argues that the learner becomes the focus in
determining what needs to be learned, how to learn it and what specific goals should constitute
success in the learning process (Weinberger, 1998). Adult learning theory highlights the
importance of ensuring the focus is on the participant and gaining insight to the learner’s point
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of view on the effectiveness of the training program. Thus evaluation measures need to be
structured in a way to gain this insight.
3.3.5

Scales currently used in research

Despite being a more traditional model for evaluating training effectiveness Kirkpatrick’s
(2007) four-level model is still widely considered today. Kirkpatrick’s model of evaluation,
introduced in 1976, includes four stages; reaction, learning, transfer and results. However, this
process puts a strong focus on the results of training, and what occurs after the fact, thus does
not allow training to be modified and delivered in the most appropriate means (Otero, 1997).
Further, Kirkpatrick’s evaluation model, while effective, does not consider constructs enabling
or hindering the transfer of knowledge (Otero, 1997). Holten (2006), highlights the potential
flaws of Kirkpatrick’s model, stating, “theories and models should have six components,
element or unit are the subject matter, clear relationships between the constructs, boundaries
or limits of generalisations, systems states changes are described, deductions about the theory
in operation are expressed and prediction are made about units” Holten, (2006, p. 7). Holten
argues Kirkpatrick’s model is lacking these components.
There is a major issue of inadequacy when identifying training needs and selecting the
appropriate intervention mode. Essentially, mode of intervention is under-represented in the
research to date. Despite a significant degree of academic and practitioner interest, the topic of
training effectiveness remains under-developed. Empirical research in this area is scant,
particularly in an Australian context. Gould et al. (2004) conducted a review of literature that
focused on empirical research concerned with the need to consider training effectiveness within
the healthcare profession. This review found, “of 266 articles identified, only 23 (8.6%)
contained empirical findings”. Further, the majority of these studies were conducted in the UK
and thus findings in an Australian context are very much needed. Research (Hennessy, Hicks
& Koesno, 2006; Markaki, Antonakis, Hicks & Lionis, 2007) has also found culture can play
a major role in influencing training requirements and effectiveness; another argument
supporting Australian context-specific research.
Hicks and Hennessy have led the way in research relating to training for nurses, finding over
several studies (Hennessy & Hicks, 1998; Hennessy, et al., 2006; Hicks et al., 1996) that current
training and development processes used in the healthcare profession are not effective in
ensuring nurses acquire the skills they needed to successfully perform their jobs.
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Hicks and Hennessy (1997, p. 391) believe in order for training to meet needs and improve
performance, the data collected must go beyond, “eliciting un-prioritized wish lists from
respondents and instead produce a data set that reflects both the perspectives of the organisation
and potential participants of future courses.” Similarly, Bowman and Wilson (2008, p. 38)
argue that establishing quality training programs may need to vary from a “cheap and cheerful
canvassing of opinions about what is needed”.
Anderson (2004, p. 23) states “much of the organisational training which is carried out today
is based on a traditional mechanistic approach to adult learning brought into practice over two
hundred years ago”. This approach has become rather outdated as it relies heavily on job
behaviour and task analysis, using quantitative data and formal interviews to gather
information. This process is very comprehensive and time consuming, resulting in the data
collected becoming irrelevant by the time an appropriate training strategy is developed.
According to Anderson (1994, p.23) “most organisations follow their own less systematic
procedures based on tradition, office politics and various other internal and external pressures”.
This lack of formal training processes can, however, lead to training being missed or
incomplete due to limited record keeping and follow up. This can be a major issue in an industry
such as healthcare where particular competencies must be checked.
When considering effective training practices Diker et al. (2012) conclude the design and
delivery of training session needs to include three key things, the use of formative assessment
to understand target audience needs and strengths, pilot the new curriculum or program with
small groups prior to the training and interview participants about their experience and use
behavioural change theory as appropriate to guide development, education and training.
While these conclusions offer valuable advice on ensuring training sessions are effective, the
process followed by Diker et al. (2012) is a long and potentially costly one. This process may
not be able to be followed in many industries and workplaces as the changing workplace and
environment means job roles are constantly changing (Anderson, 2004; Ford & Meyer, 2013)
and organisations may not have months to ensure training is effective.
3.3.6

Need for a general training effectiveness scale

Due to the lack of information and flawed training needs instruments being used, Hicks et al.
(1996) developed a psychometrically valid training needs analysis tool for use with primary
healthcare teams. This instrument proved to have validity, significant reliability and is unique
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among its kind. However, Hicks developed a tool to identify training needs of nurses in relation
to five key task areas (administrative tasks, clinical tasks, communication and teamwork,
management and supervisory tasks, and research and audit). While leading the way in
improving nurse training worldwide, this scale does not measure how effective training can be.
The positives of effective training can be extensive; however, with training needs poorly
identified and programs ineffectively carried out, particularly in industries such as nursing, the
maximum benefits of training are rarely realised. Gould et al. (2004, p.485) conducted a review
of literature relating to the training needs of nurses and conclude “smaller scale (micro level)
TNA [training needs analysis] concerned with staff in a single organisation (or similar smaller
organisations) emerged as the most useful in practical terms as well as having the most to
contribute towards theory”. On the other hand, the macro-level training needs analysis
concerned with more than one large organisation did very little to address organisational goals
and training needs. Despite this, of the empirical research reviewed by Gould et al. (n = 23)
only seven fell into the category of micro level. This emphasises the great need for training
needs analysis to be carried out in a way that will provide maximum benefit to the nurses and
the organisations they work for (Carlisle, Bhanugopan & Fish, 2011).
There is still a major gap when it comes to ensuring appropriate and effective training for
Australian nurses. Due to the gap in current research, the study developed in this document
will develop and validate a new scale to measure nurses’ perceptions of how effective training
is on a micro level within their organisations.
As indicated above, several variables have been identified that can influence the effectiveness
of training programs run in organisations. Given issues such as low retention and workload
(Pascoe et al., 2007), problems currently facing the healthcare industry particularly amongst
nurses, it is important to identify how effective the training provided is and which areas can be
modified, be it resources, delivery method or increasing general satisfaction. The importance
of implementing effective training that can be directly related and implemented to job tasks is
clearly outlined in both academic and industry literature. However, no clear general measure
of training effectiveness, that is not time consuming or costly exists to provide a valid statistical
indication of how effective training is. The following method will construct and provide
validation for a general training effectiveness scale.
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3.3.7
3.3.7.1

Methodology of scale development and validation
Item generation

Items were developed largely from theory as well as discussions with industry people. Many
conversations were had informally with industry people, and where these conversations
matched themes in literature, items were developed. A pool of 45 items was established; after
review and considering face validity, 14 were removed due to reasons such as poor wording or
repetition. This left a final pool of 31 items.
3.3.7.2

Subscales

Each of the items was grouped into subscales. These groups were again based on themes and
theories found in the literature, and were titled subject matter, technique and context, general
satisfaction and training changes.
3.3.7.3

Scoring responses

A seven-point Likert scale was chosen for the items. An odd number was chosen to ensure an
odd number of items so a neutral alternative could be included (e.g. sometimes or neutral), this
avoids participants feeling forced to choose one end of the scale or another (Johns, 2010).
Further a seven-point scale was selected to reduce central method tendencies in respondents.
Research indicates the measure becomes significantly less accurate when the number of scale
points drops below five or above seven (Johns, 2010)
3.3.7.4

Expert review/face validity

All items were reviewed by both academic and industry professionals to assess face validity.
Some minor wording changes were made as a result; however, no major content changes were
made.
3.3.7.5

Data collection

The sample selected for this study was registered nurses in Australian public hospitals. Nurses
were chosen due to the nature of the healthcare industry and issues currently faced in Australia
with regard to nurse training, development and retention. Data were collected from hospitals
in Victoria, New South Wales and Australian Capital Territory. Questionnaires were
distributed throughout selected hospitals at nurse’s stations. Nurses were then emailed by
education officers or directors of nursing. The email sent provided an introduction to the
questionnaire and informed potential participants where questionnaires could be found and how
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they could be returned. Participants from this point were self-selected, if they chose to complete
the questionnaire was up to them. One reminder email was sent out approximately three–four
weeks after the initial email to attempt to increase responses. In total 1200 questionnaires were
sent out and 343 (29%) were returned. Of the returned questionnaires, 12 were incomplete and
not included in the analysis.
3.3.7.6

Initial validation

EFA was used to determine the dimensionality of the construct, as EFA is considered to be an
ideal technique for data exploration and to establish factors (Costello & Osborne, 2005). Data
were subjected to principal axis factoring with promax rotation using SPSS 20, in order to
ascertain the underlying dimensions. Factors were determined based on latent root orientation
(Eigenvalue), total variance explained and correlation matrix.
EFA was conducted on all 31 items, and a two, three and four factor solution was run. In order
to decide the number of factors to extract, after rotation the scree plot and proportion of
variance and factor correlations were considered. From this a three-factor solution was derived.
Based on this solution, factors were relabelled as general subject matter (eight items), training
context and technique (14 items) and training changes (nine items), and items were recoded to
fit the factor structure (Table 3.1).
Further output of the analysis showed Kaiser-Meyer-Olkin measure of sampling adequacy at
0.946, well above the recommended value of 0.6 (Pallant, 2007), and the Bartlett test of
sphericity significant at p < 0.000.
Cronbach alpha was considered as a measure of reliability (Cronbach, 1951). According to
Nunnally (1978) a minimum value of 0.7 is recommended. Results were positive with the
overall Cronbach alpha for the scale being α = 0.938 and results for each factor also indicating
strong reliability, general subject matter α = 0.921, training context and technique α = 0.922,
and training changes α = 0.870. These results suggest excellent reliability and good internal
consistency for this measure.
3.3.7.7

Convergent validity

If the subscales calculate one overarching impression of training effectiveness, they can be
expected to converge into one higher order construct (Francis-Smythe, Thomas & Steele,
2013). This was assessed through conducting a second order factor analysis (Briggs & Cheek,
1986).
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Table 3.1: Exploratory factor analysis results

Factor Construct

Factor 1:
General Subject
Matter (GSM)

Factor 2:
Training
Context and
Technique (TCT)

Factor 3
Training Change
(CH)

Scale Items

Factor Loading

Cronbach
Alpha α

GSM 1
GSM 2
GSM 3
GSM 4
GSM 5
GSM 6
GSM 7

0.549
0.614
0.669
0.745
0.503
0.542
0.558

GSM 8

0.512

TCT 1
TCT 2
TCT 3
TCT 4
TCT 5
TCT 6
TCT 7
TCT 8
TCT 9
TCT 10
TCT 11
TCT 12
TCT 13
TCT 14

0.736
0.673
0.787
0.680
0.689
0.774
0.718
0.626
0.750
0.729
0.749
0.720
0.760
0.701

CH 1
CH 2
CH 3
CH 4
CH 5
CH 6
CH 7
CH 8
CH 9

0.716
0.727
0.448
0.667
0.646
0.752
0.678
0.786
0.690

0.870

Overall

0.938

0.921

0.922

Note: Extraction method, principal axis factoring; rotation method, promax rotation; Kaiser-Meyer-Olkin =
0.946 (0.000 significance). Barlett test of sphericity
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Table 3.2: Correlation, means, standard deviation, skewness and kurtosis of the three factors

Factor
1. General Subject Matter
2. Technique and Content
3. Training Changes
Mean
Standard deviation
Skewness
Kurtosis

1
0.841*
0.417*
4.77
0.72
0.32
0.60

2
0.210*
4.61
0.76
0.39
0.72

3

5.20
0.74
0.54
0.84

*p < 0.05
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3.3.7.8

Confirmatory validation

After establishing a valid and reliable factor structure for the general effectiveness scale
through EFA, confirmatory factor analysis (CFA) was used to analysis the relationship between
latent variables. Data were analysed using LISREL 8.7 and CFA was performed to confirm the
factor structure for the data collected. All 31 items were subject to the CFA, and fit indices
determined how well the model fits the sample data (Hooper, Coughlan & Mullen, 2008).
The first model (M1) yielded acceptable results with all 31 items included. Most indices were
recorded at a satisfactory level as indicated in Table 3.2. Not all items were shown to have a
significant t value (Table 3.3). The first model (M1) consisted of the three factors determined
in the EFA. The first subscale consisted of eight items measuring satisfaction with the general
subject matter of training; the second subscale consisted of 14 items measuring the training
context and technique, and the third subscale consisted of nine items measuring potential
changes to training sessions that maybe required. Based on the GFI statistic (0.80), M1 showed
a moderate fit to the data. Other GFI indices also indicated an adequate fit to the data, CFI
(0.97) normed fit index (NFI) (0.95) and the RMSEA (0.078) (Kline, 2005; Marsh, Balla and
Hau, 1996). Based on the results of M1, seven items were excluded from the data set and the
second model (M2) was run, in an attempt to improve the model fit. One item was removed
from the first subscale, general subject matter, leaving seven items remaining. Four items were
removed from the second subscale, training context and technique, leaving 10 remaining.
Finally two items were removed from the third subscale, training changes, leaving seven items
remaining. Results showed minimal differences in fit indices, suggesting the model was again
an adequate fit, CFI (0.97), NFI (0.96) and RMSEA (0.077). All loading in M2 were strong and
positive, ranging from 0.59 to 0.81, falling within acceptable levels (Nunnally, 1978).
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Table 3.3: Goodness of fit indices for general training effectiveness

Model
M1
M2

x2
1257.04,
p < 0.00
715.32,
p < 0.00

df

RMR

SRMR

GFI

CFI

NFI

RMSEA

431

0.057

0.053

0.80

0.97

0.95

0.078

249

0.047

0.050

0.84

0.97

0.96

0.077

Note: x2 = chi-square to degree of freedom ratio; df = degree of freedom; RMR = root mean squared residual;
SRMR = standardised root mean square residual; GFI = goodness of fit; NFI = normed fit index; RMSEA = root
mean square error of approximation
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3.3.7.9

Discussion and contributions

This study established and conducted the initial validation and confirmatory validation of a
general training scale. This initial validation yielded positive results and produced a threefactor scale that can be used to determine general training effectiveness of the training session
and potential changes that can be made to improve training and enhance positive outcomes to
job task performance. This contributes to performance improvement and learning theory as it
provides a general scale that is not specific to a general field or particular type of training
(Hicks et al., 1996; Pineda-Herrero et al., 2011), thus expanding theory, as many established
scales can only be used in specific environment. Further, research has determined training
evaluation is most effective when conducted on a micro level and if it produces empirical
results (Gould et al., 2004). The general training effectiveness scale is a tool that can be
employed on a micro level and provides empirical results, thus being a valuable tool in future
research.
This tool can be employed in organisations to determine attitude towards training, areas in
which training can be improved and areas training can be eliminated, thus potentially cutting
down on unnecessary cost and wasted resources. Given its highlighted potential in a healthcare
setting, the general training effectiveness scale can be used in reference to one specific training
course (i.e. a mandatory training course) that could be questionable in its use of time, resources
and value in terms of outcomes contributing to hospital outcomes.
Unlike some other measures that can take months to determine training effectiveness (Diker,
2012) this scale can be used in a time-efficient manner, providing empirical results, saving
organisations time and money. This time-effective approach also has the potential to identify
changes needed to training as job roles changes occur, saving irrelevant training sessions that
are no longer applicable to a job role.
3.3.7.10

Limitations of the scale

Given research has shown cultural differences can impact how training is perceived and
understood (Hicks et al., 2006) and the intent of this scale is for it to be able to be used across
industries and in different contexts, further validation is required to ensure validity in these
areas.
Another limitation of this study for consideration is CMV bias. One of the primary sources of
CMV is consistency motif, (Johns, 1994; Podsakoff & Organ 1986) which is more likely to be
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problematic in research where respondents are asked to provide a retrospective account of
attitudes, perceptions and/or behaviour (Podsakoff et al., 2003). Given the design of the current
study, a self-reported questionnaire regarding training and development distributed to nurses
at the same time, in common places, such as nurse stations within the hospital, CMV might be
an issue.
Every effort was made to minimise or eliminate CMV from this study. Data were collected
from several locations, being hospitals across New South Wales, Victoria and Australian
Capital Territory, and data were collected over a period of time; this reduced the likelihood of
contextual influences (Podsakoff et al., 2003). Further careful consideration and evaluation
during the item development phase meant items were clear, avoiding ambiguity and vague
concepts, double barrelled questions, and complicated syntax (Podsakoff et al., 2003;
Tourangeau, Rips & Rasinski, 2000;). Further, questions were put in a randomised order and
participants were assured of complete confidentiality and anonymity; methods accepted as
reducing CMV (Chang, Van Witteloostuijn & Eden, 2010; Podsakoff et al., 2003).
The scale developed went through a validation process. According to Doty and Glick (1998)
validated scales are less sensitive to CMV. Despite this, in order to thoroughly address the
CMV issue given the research design, a number of statistical tests were employed following
the recommendation of Chang et al. (2010).
First, using Harman’s one-factor test (Podsakoff & Organ, 1986), all items that were subjected
to an EFA clearly revealed separate factors. This is an indication CMV is not impacting the
results of the study.
Second, the study employed CFA to further test the effect of CMV. The three-factor model
involving general subject matter, training context and technique, and training change
demonstrated good fit to the data.
Finally a correlated uniqueness model was developed as suggested by Marsh and Bailey
(1991), to assess the presence of CMV. The fit of a model was compared with latent factors
and a trait-only model. Thus the comparison of the three-factor model to the correlated
uniqueness model resulted in no significant change in x2.
Overall, the precaution taken during data collection and these results of additional analysis
indicate CMV should not be a major factor that account for the findings.
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Despite these limitations, and given the positive preliminary results of the present study, future
research will focus on a further validation using a larger study, and implement observed
variables to determine convergent and discriminate validity for this scale. Also this
questionnaire will be used as part of a larger study for analysis against other latent variables to
revalidate and reinforce the potential benefits of a general training questionnaire. Following
this, validation of the questionnaire in other industries and potential cross-cultural studies to
determine validity and reliability across other sectors and culture should be carried out.
Despite these limitations, the results of the validation indicate the measure would yield valid
and reliable results for the next stage of this research, particularly since the data will be
collected from the same population and industry. As such, the study moved on to the main data
collection outlined in Section 3.4. The 31-item scale can be seen in Appendix 1. The validated
scale can be seen as part of the final questionnaire in Appendix 2.

3.4
3.4.1

Sampling and data collection
Data collection procedure

Having described the development and validation of the general training effectiveness scale in
the previous section, Section 3.4 describes the methods adapted for the data collection and
analysis plan for this research. Based on the post-positivist research paradigm, quantitative
research using a questionnaire-based survey was determined to be the most appropriate for this
study. This study was conducted in two phases; a pilot study and the main data collection. Data
collection was via an online survey platform.
3.4.1.1

Population of the study

Currently there are only two levels of registration an Australian nurse working in a hospital
can have: registered nurse or enrolled nurse. This study was limited to registered nurses, as
registered nurses are qualified to conduct a broader range of activities, particularly in relation
to clinical tasks. Currently in Australia there are over 230,000 registered nurses and just under
53,000 enrolled nurses (Australian Nurses Federation, 2015). Only registered nurses currently
working in a public hospital in Victoria, New South Wales or Australian Capital Territory were
eligible to be included in this study.

71

3.4.1.2

Unit of analysis

Participants in this study were all registered nurses currently working in public hospitals, in a
position of responsibility for others wellbeing. This made them a reliable source of information
for this research. All participants were informed of the purpose of the study, that participation
was both voluntary and anonymous. No direct contact was made by the researcher with
participants.
3.4.1.3

Sampling strategy

In accordance to the quantitative research method, a broad sample of respondents was sought
from hospitals in Australia. This included participants from New South Wales, Victoria and
Australian Capital Territory.
3.4.1.4

Pilot study

In order to pre-test the questionnaire, a pilot study was conducted. Forty nurses were selected
for the pilot study, using convenient sampling from Wagga and Wodonga hospitals. The pilot
study was used to test the reliability and validity of the questionnaire. On the basis of the
comments and suggestions received the questionnaire was modified as needed.
3.4.1.5

Distribution of the questionnaire

The questionnaire was distributed and collected through a website set up with the questionnaire
on it so willing participants could complete the questionnaire online. Participants were notified
of the online site by an email, with a few details of the study and the link to the website. This
email was sent by a third party contact, such a workplace development manager or director of
nursing. Responses were collected directly from the online site by the researcher, ensuring
participant anonymity.
3.4.1.6

Response rate

Under ethical considerations, and to ensure the anonymity of participants, the researcher did
not know how many emails were sent to potential participants as such an accurate response
rate is not able to be calculated. Despite this, a total 486 responses were received, a sample size
in absolute terms is appropriate to yield reliable statistical results (Iacobucci, 2009; Research
Advisors, 2016).
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3.4.2

Measures

To facilitate the reliable and valid measurement of the various concepts, numerous multi-item
scales were employed. With the exception of the training effectiveness scale, outlined in
Section 3.3, scales were derived from previous studies of related literature, and chosen for their
proven validity and reliability, as well as being appropriate for the sample group. The survey
was divided into seven sections. This first sections elicited responses about demographics and
experience of participants used as control variables, discussed in the next section. The
remaining six sections used the following validated measures for the relevant constructs.
3.4.2.1

Work environment

The 42-item, Perceived Nurse Work Environment scale developed by Choi et al. (2004) was
used. This scale looks at seven work environment variables, including staffing and recourse
adequacy, and nursing management. A four-point Likert scale is used for this scale with options
ranging from 1 – strongly disagree to 4 – strongly agree. The reliability of this scale as indicated
by the coefficient α is 0.95.
3.4.2.2

Training effectiveness

A 24-item scale was developed for this research (as outlined in Section 3.3). This scale was
developed by Carlisle, Bhanugopan, and Lockhart (2013). This scale is divided into two parts
and looks at the general training effectiveness within the organisation, considering elements
such as context, subject matter and changes needed. Responses were measured on a sevenpoint Likert scale, with Part A ranging from 1 – never and 7 – always, and Part B ranging from
1 – strongly disagree to 7 – strongly agree. The reliability for this scale as indicated by the
coefficient α is 0.94.
3.4.2.3

Attitude towards organisational change

For this variable the Attitude Towards Change scale developed by Neiva et al. (2005) was used.
This scale looks at three aspects of organisational change; fear, acceptance and cynicism. Fifty
items are measured on a five-point Likert scale, ranging from 0 – total disagreement to 4 – total
agreement. The reliability of this scale is indicated by the coefficient α of 0.83.
3.4.2.4

In-role job performance

In-role job performance is measured by the Role-Based Performance Scale developed by
Welbourne et al. (1998). This scale has 20 items that consider five aspects with relation to
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performance, including job, career, innovator team and organisation. A five-point Likert scale
is used ranging from, 1 – needs much improvement to 5 – very good. Reliability of this scale
is quite good with coefficient α at 0.90 as well several studies using this questionnaire since its
development proving reliable results.
3.4.2.5

Organisational citizenship behaviour

An OCB scale developed by Moorman and Blakely (1995) is used for the OCB construct. This
measure consists of 19 items rated on a seven-point Likert scale ranging from 1 – strongly
disagree to 7 – strongly agree. Reliability as indicated by the coefficient α is 0.78.
3.4.2.6

Intention to quit

Nurse’s intention to quit was measured by turnover intentions developed by Roodt (2004). This
measure contains 14 items and has a reliability coefficient α of 0.91. Items are rated on a sevenpoint Likert scale ranging from 1 – never to 7 – always. Reliability as indicated by the
coefficient α is 0.89.
3.4.3

Control variables

The study collected data for control variables likely to influence in-role job performance,
training effectiveness, organisational change, work environment, OCB and intention to quit.
3.4.3.1

Demographics

Given the ability of demographic variables to impact theses constructs, this study controlled
for participant gender, age, location, and type of hospital (metropolitan or regional hospital).
In line with standard analytical processes and to test the relationships among the variables
above, a number of control variables were collected. These included gender (1 = female, 2 =
male), age (1 = 20–30 years old, 2 = 31–40 years old, 3 = 41–50 years old , 4 = 51–60 years
old , and 5 = 60+ years old), Location (1 = Victoria, 2 = New South Wales, 3 = Australian
Capital Territory), and type of hospital (1 = Regional, 2 = Metropolitan).
3.4.3.2

Experience factors

This study also controlled for years of experience, experience in current hospital, mandatory
training completion, and professional development. These included, years in nursing (1 = 1–
10 years, 2 = 11–20 years, 3 = 21–30 years, 4 = 31–40 years, 5 = over 40 years), years at current
hospital (1 = 1–10 years, 2 = 11–20 years, 3 = 21–30 years, 4 = 31–40 years, 5 = over 40 years),
length of average shift (1 = four hours, 2 = six hours, 3 = eight hours, 4 = 10 hours, 5 = 12
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hours, 6 = over 12 hours), up to date with hospital’s mandatory training (1 = yes, 2 = no), and
how many hours spent in no mandatory training per year (1 = one–two days, 2 = three–four
days, 3 = five–six days, 4 = one–two weeks, 5 = more than two weeks).
The final questionnaire distributed can be found in Appendix 2

3.5

Data analysis and procedure

The approached recommended by Anderson and Gerbing (1988) was used for this research to
assess the models. This is a multistep approach that commences with an EFA to test the
measurement (outer) model through examining the factor structure of items. This enables the
model to be tested for validity and reliability. Second, SEM was employed to test the theoretical
(inner) model. This allows for the examination of set relationships between one or more
independent variables, either discrete or continuous (Hair et al., 2006).
3.5.1

Data preparation

Prior to data analysis, data were prepared; this involved checking and logging data, ensuring
accuracy and exporting to appropriate software for analysis to begin.
3.5.1.1

Data coding and entry

Data coding is the process of converting individual responses to a numerical format (Hennink
et al., 2010). Data was exported from the online site to Microsoft excel for coding. Variable
descriptions and code names were identified, for example, 1 – Victoria, 2 – New South Wales,
3 – Australian Capital Territory and 1 = Never and 7 = Always. The data in exe format was
then exported to SPSS – 20. No recoding was required.
3.5.1.2

Data cleansing

The quality of data is critical for successful data analysis and processing (Hennink et al., 2010),
thus before analysing data it is essential to screen and clean the data set (Pallant, 2011). This
process involves checking for errors, missing values and outliers, and correcting them. The
online platform used to collect the data was set to automatically remove responses that were
incomplete (with missing values) thus the final data set imported had no missing values. Using
SPSS and LISREL, data were checked for errors and outliers, none of which were found.
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3.5.2

Analysis of data validity and error

Before hypotheses testing a number of statistical tests were undertaken to ensure the validity
and reliability of the data collected.
3.5.2.1

Common method variance

When collecting data from one source and using a survey method, CMV may be seen to be an
issue. Despite disagreement over its prevalence and nature (Simmering, Fuller, Richardson,
Ocal & Atinc, 2015; Spector, 2006), CMV is defined as “systematic variance resulting from
the method used to collect the data” (Simmering, et al. 2015, p. 473). CMV therefore has the
consequence of inflating or deflating the relationships between the constructs (Chang, et al.,
2010). Several recommendations were followed in this study to ensure CMV was not an issue.
First, Podsakoff and Organ (1986) suggest scale re-ordering. This requires that measurement
items related to independent variables precede the measurement items related to dependent
variables. The questionnaire used for this research was structured this way. Second, the
appropriate sample group was selected and appropriate questionnaire design used to reduce
CMV for this study. Recommendations of researchers (Jakobsen & Jensen, 2015; Podsakoff et
al., 2013) were followed, whereby language was carefully chosen, with vague concepts
avoided, and participants with the appropriate expertise (registered nurses) and motivation
(non-compulsory and importance explained) were required to complete the questionnaire.
Third, Konrad and Linnehan (1995) suggest the assurance of anonymity and confidentiality
could help reduce such bias. This strategy is supported by Chang and Chang (2010). As such,
steps were taken to ensure not only anonymity was assured for this study, but that participants
were made aware of this fact.
Finally the Harmen’s one-factor test is a widely accepted test for CMV (Chang et al., 2010;
Podsakoff & Organ, 1986). Despite some recent literature questioning if it is sufficient to
measure the presence of CMV (Jakobsen & Jensen, 2015), in use with multiple other steps to
reduce/eliminate CMV, it can be used as a sound indication.
These steps along with CFA models indicating a good fit of data, means CMV should not be
an issue in this study.
3.5.2.2

Response bias

In addition to CFA, an ANOVA test of non-response bias was conducted by comparing the
responses of early and late responses for each independent variable and dependent variables
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(Oppenheim, 1992; Su & Baird, 2017). No significant differences were detected, indicating
non-response bias was not an issue in this study. An additional ANOVA was conducted
involving comparison of locations, again no significant difference was detected, indicating the
samples from each location are representative of the larger sample (Su & Baird, 2017;
Villanueva-Flores, Valle, Bornay-Barrachina, 2017).
3.5.2.3

Endogeneity

The design of this research was non-experimental, so endogeneity could be an issue. Hence, to
minimise this possibility the three sources of endogeneity were addressed; measurement error,
simultaneity and omitted variables (Antonakis, Bendahhan, Jacquart & Lalive, 2014; Ketokivi
& McIntosh, 2017). First, previous literature and theory were used to determine the
relationships to be tested in the research and to establish the hypothetical models. Thus, the
possibility of endogeneity issues through omitted variables was reduced significantly. As
outlined previously, several measures were taken to ensure CMV was not an issue for the study.
Given CMV is the largest contributor to measurement error (Wang, Li & Chang, 2016), by
taking exceptional steps to reduce CMV, measurement error is unlikely to impact the data set.
Finally, in empirical testing, such as ANOVA, there was no evidence of endogeneity Ketokivi
& McIntosh, 2017). Thus, through these measures it is believed the threat of endogeneity to
the findings of this research have been eliminated.
3.5.3

Statistical analysis

A number of data analysis techniques were employed in this study and are outlined as follows.
3.5.3.1

Descriptive statistics

Descriptive statistics were used to determine a situation analysis including demographic and
organisational characteristics, and to describe the basic features and correlations of the data.
3.5.3.2

Skewness and kurtosis

As a means of testing the normality of the data and establishing the shape and distribution of
the data, skewness and kurtosis are used (Joanes & Gill 1998; Pallant, 2012). Skewness is a
measure to quantify the symmetry of the data, or lack thereof (Salkind, 2011). Skewed
describes something that is distorted on one side or out of line, and skewness is a measure of
asymmetry in the distribution used to describe the shape of probability distributions (Jondeau
& Rockinger, 2003; Joreskog, 1999; Wuensch, 2013). Accepted scores for skewness range
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from –1.0 to +1.0 with values outside –0.2 to +0.2 indicating greatly skewed data, which
indicates a large deviation from normal distribution (Hildebrand, 1986; Wuensch, 2013).
Kurtosis provides information on peakedness of the data (Pallant, 2011) which gives
information on the reasonable distribution of the data compared to distribution of the same
variance. Kurtosis quantifies whether or not the shape of the data matches normal distribution
(Joanes & Gill, 1998; Wuensch, 2013). Kurtosis can be quantified in different ways, some welltested measures include, Prism, Gaussian and Pearson (Joanes & Gill, 1998; Jondeau &
Rockinger, 2003). There may be either positive or negative excess kurtosis in the distribution,
negative excess kurtosis is referred to as a platykurtic distributions, whereas positive excess
kurtosis is referred to as a leptokurtic distribution (Salkind, 2011). This study employed
Pearson’s measure of kurtosis, further it used SPSS 20.0 to assess the skewness and kurtosis,
and review the normality of the data.
3.5.3.3

Exploratory factor analysis

EFA was conducted to establish the scale measurements used to not only establish the factor
structure of the items but to evaluate the model for validity and reliability. In this study,
principle component analysis was employed with promax rotation to extract factors in SPSS
20.0.
Items were kept based on two criteria: factors should have more than 50% of the total variance
accounted for, and items should load on their respective factors with loadings greater than 0.50
(Hair et al., 2006). Three indices, were used to determine the appropriateness of applying EFA;
KMO criterion, Bartlett’s test of sphericity and CSR. Factor analyses were considered to be
appropriate if they met the requirement against the following criteria: KMO is more than 0.60
and chosen as the minimum requirement for the eigenvalue greater than one; Bartlett’s test
should be significant at p < 0.05 level; and CSR is more than 0.70 (Hair et al., 2006). Finally,
the Cronbach alpha was used to assess the overall level of internal reliability of the scales, with
a minimum value of 0.7 accepted (Nunnally, 1978).
3.5.3.4

Structural equation modelling

SEM was employed using LISREL (Shook, Ketchen, Hult & Kacmar, 2004), allowing the
testing of both the measurement model and structure model. SEM is a powerful analytical
technique for organisational behaviour, management information systems and marketing
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research, allowing researchers to test established measurement models and structural models
(Shook et al., 2004).
Hypotheses were tested following the recommended conditions of Baron and Kenny (1986)
and Judd and Kenny (1981); first, the independent variable should be significantly correlated
with the mediator, second, the mediator should be significantly correlated with the dependent
variable, after controlling for the effect of the independent variable on the dependent variable
and third, the indirect effect of the independent variable on dependent variable must be
significant.
Along with testing the model, a series of CFAs were conducted with the results checked to
ensure they met suggested indices (Hair et al., 2006). In this study, all the indices must meet
the requirements against the following criteria: χ2 /df < 3.00; CFI, GFI and AGFI > 0.90; and
RMSEA < 0.08 (Browne & Cudeck, 1993; Hooper, Coughlan & Mullen, 2008).
3.5.3.5

Hierarchical regression analysis

As a means of seeking understanding of individual organisational characteristics, regression
analysis was performed using SPSS.20. In a hierarchical or fixed-order regression analysis, De
Jong (1999) notes the independent variables are entered into the regression equation in a prespecified order. An additional reason for performing a hierarchical regression analysis is that
in these research applications, as well as in many others, the independent variables are often
highly correlated. When correlated independent variables are included simultaneously in the
regression model, multicollinearity arises (Cohen & Cohen, 1983).
3.5.4

Mediation and moderation

Research highlights the importance of considering mediation and moderation effects together
(Fairchild & MacKinnon, 2009), but statistical methods to conduct these analyses are not
commonly carried out and are only recently being refined. Investigations of this kind are
especially valuable for this research, as data may present several mediation and moderation
relations.
3.5.4.1

Review of the mediation model

When considering how, or why, two variables are related, where an intervening variable, M, is
predicted to be impact in the relation between an independent variable, X, and a dependent
variable, Y a mediation model can be used to explain. In such circumstances, steps to test for
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mediation developed by Baron and Kenny (1986) can be used. These steps are reliable and
recent research has supported tests for statistical mediation based on coefficients from two or
more regression equations (MacKinnon & Dwyer, 1993).
3.5.4.2

Review of the moderation model

Moderation effects are typically discussed as an interaction between variables, where the
effects of one variable depends on levels of the other variable in analysis. The moderation
model tests whether the prediction of a dependent variable, Y, from an independent variable,
X, differs across levels of a third variable, Z. Moderator variables affect the strength and/or
direction of the relation between a predictor and an outcome; enhancing, reducing, or changing
the influence of the predictor. Aiken, West and Reno (1991) provide descriptions of moderator
effects and a framework for their estimation and interpretation where moderation effects are
tested with multiple regression analysis.

3.6

Ethical considerations

Ethics approval was obtained from the Ethics in Human Research Committee at Charles Sturt
University. This allowed the questionnaire to be distributed through the Australian Nursing
Federation. Subsequently, ethics approval was sought from hospitals or relevant managing
bodies through Victoria, New South Wales and the Australian Capital Territory, under the
relevant state requirement. As this study was considered to be low risk there were few ethical
issues that arose; however, three ethical considerations were considered when deciding on the
appropriate means of conducting this study; anonymity of participants, consent, and risks to
participants.
3.6.1

Anonymity of participants

It was considered participants would be more likely to be honest when completing the
questionnaire if they were able to maintain their anonymity, and it was decided the
questionnaire would be distributed in a way that hides participant identity.
Potential participants were advised of the study either via direct email or electronic Australian
Nursing Federation newsletter, and the researcher at no time had any access to any personal
information of participants that could lead to their identification. Further, no identifying details
were required from participants with the exception of some demographic information in
relation to their experience and qualifications.
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3.6.2

Consent

Each participant who elected to fill out the questionnaire was given information with regards
to the content and purpose of the research. The information letter explained the aims of the
research, how the data collected would be used and stored, and that they were in no way
obligated to participate and faced no negative consequences should they choose not to take part
in the survey. The completion of the questionnaire was then taken as indication participants
were taking part with the knowledge of the purpose of the research and under their own free
will.
3.6.3

Risks to participants

It was determined the research being conducted was minimum risk, with no physical danger or
negative consequences to participants. The risk of offending participants was also considered
and the research instrument was looked at for wording either directly or implying points of
view on sensitive topics that may offend people with certain religious beliefs, cultural
backgrounds or people with disabilities. No potentially offensive wording or phases were
found.

3.7

Conclusion

This chapter outlined and justified the research methodology used in this research. It discussed
the research design and explained why a quantitative research approach was best for this study.
Potential issues of this methodology such as common method bias, response bias and
endogeneity were addressed. Sampling strategy and data cleaning were addressed along with
the data analysis procedure and interpretation procedure which outlined acceptable values of
indices. Finally ethical considerations of the research were considered.
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Chapter 4 Analysis, results and discussion
4.1

Introduction

Chapter 4 presents the analysis and results from the hypotheses tested for this research. First,
a profile is presented to illustrate respondents’ demographic and experience profile. All
constructs are then examined through an EFA to determine the structure of the constructs and
their reliability using Cronbach’s alpha coefficients. Confirmatory factor analysis and HLR
were carried out to test the hypotheses. A final model is then presented illustrating the
framework developed by this research.

4.2

Demographic and experience profile of respondents

A total of 486 registered nurses completed the full questionnaire for this research. In line with
the population’s demographic, the vast majority were female (n = 456, 94%) with only 6% of
respondents male (n = 30). Age was fairly well dispersed with 116 (24%), aged 20 – 30-years
old, 83 (17%) aged 31 – 40-years old, 170 (35%) aged 41 – 50-years old, 78 (16%) aged 51 –
60-years old and 39 (8%) aged above 60 years. In terms of location, responses were reasonably
even, the least coming from New South Wales (n = 138, 28%) and the most coming from
Victoria (n = 178, 37%), leaving the remaining 170 (35%) from the Australian Capital
Territory. In terms of the type of hospital, returned questionnaires were just about equal, with
49% (n = 237) coming from regional hospitals and 51% (n = 249) from metropolitan hospitals.
With regard to experience, the majority (n = 155, 32%) had between one and 10 years
experience, while 131 (27%) had between 11 and 20 years of experience, 83 (17%) had
between 21 and 30 years, 88 (18%) had between 31 and 40 years, and 29 (6%) had over 40
years of experience. The vast majority (n = 350, 72%) were up to date with the mandatory
training required by their hospital, while 34% (n = 135) were not up to date. Slightly less (n =
321, 66%) were up to date with their required professional development, leaving 165 (34%)
not up to date with professional development. A small number (n = 58, 12%) spent over two
weeks in non-mandatory training, with 45 (9%) spending between one and two weeks. A total
of 165 (34%) spent five or six days, with the same number (n = 165, 34%) spending three or
four days in non-mandatory training. Fifty-three (11%) spent only one or two days in nonmandatory training. Table 4.1 presents the profiles of the respondents.
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Table 4.1 Demographics and experience

Demographics and Experience
Gender
Female
Male
Age
20–30 years
31–40 years
41–50 years
51–60 years
60+ years
Location
Victoria
New South Wales
Australian Capital Territory
Hospital type
Regional/Rural
Metropolitan
Years in nursing
1–10 years
11–20 years
21–30 years
31–40 years
40+ years
Up to date with mandatory training
Yes
No
Up to date with professional development
Yes
No
Time spent in non-mandatory training per
year
1–2 days
3–4 days
5–6 days
1–2 weeks
2 weeks +

Frequency

Percentage (%)

456
30

94
6

116
83
170
78
39

24
17
35
16
8

178
138
170

37
28
35

237
249

49
51

155
131
83
88
29

32
27
17
18
6

350
136

72
28

321
165

66
34

53
165
165
45
58

11
34
34
9
12
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4.3

Exploratory factor analysis

EFA was used to explore all variables as presented in Table 4.2, which illustrates the factor
structure, loadings, and Cronbach’s alpha for all constructs used in the study.
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Table 4.2 Exploratory factor analysis
Variable Factor

Variable Description

Mean

SD

WE1

Career development/clinical ladder opportunity

2.74

0.575 0.892

WE2

Opportunity for staff nurses to participate in policy decisions

2.57

0.579 0.846

WE3

Opportunity for advancement

2.73

0.567 0.852

WE4

Staff nurses involved in internal governance of the hospital

2.71

0.607 0.831

WE5

Support for new and innovative ideas about patient care

2.72

0.614 0.798

WE6

Nursing staff are supported in pursuing degrees in nursing

2.66

0.600 0.786

Staff nurses have the opportunity to serve on hospital and nursing
2.68
committees

0.592 0.876

Administration that listens and responds to employee concerns

2.68

0.619 0.868

WE9

Active continuing education programs for nurses

2.68

0.591 0.785

WE10

Contributions that nurses make to patient care are publicly
2.69
acknowledged

0.605 0.894

WE11

An active quality assurance program

2.69

0.559 0.901

WE12

Clinical nurse specialists who provide patient care consultation

2.75

0.605 0.873

WE13

A chief nurse executive that is equal in authority to other top-level
2.71
executives

0.601 0.819

WE14

Enough staff to get work done

2.51

0.605 0.847

WE15

Enough RNs on staff to provide quality patient care

2.57

0.579 0.782

Adequate support services to allow me to spend time with patients

2.73

0.569 0.885

Enough time and opportunity to discuss patient care issues with other
2.73
nurses

0.577 0.849

WE18

A satisfactory salary

2.58

0.564 0.822

WE19

A nurse manager who is a good manager and leader

2.63

0.607 0.917

A nurse manager who backs up the nursing staff in decision-making

2.66

0.562 0.858

Supervisory staff that are supportive of nurses

2.62

0.589 0.874

WE7
WE8

WE16
WE17

WE20
WE21

Professional
practice

Staffing
adequacy

Management

Loading α
0.92

0.94

0.95
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WE22

Nurse managers who consult with staff on daily programs and
2.66
procedures

0.582 0.892

WE23

Praise and recognition for a job well done from those in management

2.66

0.570 0.823

WE24

Using nursing diagnoses

2.72

0.561 0.904

WE25

Nursing care plans being verbally transmitted from nurse to nurse

2.71

0.579 0.873

Providing up to date written care plans for all patients

2.65

0.589 0.794

Use of problem orientated medical records

2.70

0.572 0.874

WE28

Each nursing unit determining its own policies and procedures

2.70

0.581 0.870

WE29

Team nursing as the nursing delivery system

2.66

0.601 0.807

WE30

A lot of team work between nurses and doctors

2.65

0.586 0.877

Physicians and nurses have good working relationships

2.61

0.585 0.826

Collaboration between nurses and physicians

2.71

0.588 0.871

WE33

Physicians provide high-quality medical care

2.66

0.604 0.821

WE34

A preceptor program for newly hired RNs

2.67

0.594 0.816

WE35

Working with experienced nurses who know the hospital

2.65

0.592 0.755

Working with nurses who are clinically competent

2.70

0.553 0.812

Standardised policies, procedures and ways of doing things

2.67

0.574 0.798

WE38

A good orientation program for newly employed nurses

2.68

0.596 0.921

WE39

Floating, so that staffing is equalised among units

2.65

0.575 0.861

WE40

Nurses actively participate in developing their work schedules

2.66

0.555 0.763

Permanently assigned staff never have to float

2.66

0.573 0.785

WE42

Flexible or modified work schedules are available

2.69

0.553 0.860

OC1

Changes in this hospital tend to stop at the level of discourse, and don’t
4.04
happen

0.882 0.883

People tend to pretend they are doing their work in a different way

3.66

0.569 0.795

OC3

People develop mechanisms for not changing

4.05

0.845 0.790

OC4

Pretending there has been change is a trait of people in this organisation 3.63

0.572 0.851

WE26
WE27

WE31
WE32

WE36
WE37

WE41

OC2

Nursing
process

Nurses and
physicians

Nursing
competence

Scheduling

Cynicism

0.91

0.89

0.88

0.96

0.86
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OC5

People tend to pretend they agree with the changes, but in reality do not
3.97
allow them to be introduced

0.915 0.848

OC6

Not permitting all the objectives of change to be accomplished within
4.07
the envisaged time is common in this organisation

0.889 0.810

OC7

People tend to say change has been made, in practice it has not

4.09

0.823 0.761

OC8

People take on the new discourse to defend themselves against the
3.71
changes

0.534 0.732

OC9

Not being involved with the processes of change is common in this
4.06
organisation

0.851 0.794

OC10

People tend to deny that change will take place

4.06

0.852 0.804

OC11

People are reluctant to understand the fundamental objectives of the
3.65
change

0.531 0.821

OC12

In the process of change, information is restricted so there is no
3.95
opposition

0.876 0.763

OC13

This organisation does not plan processes of change – they just happen

3.98

0.888 0.774

OC14

Letting time look after people’s adaptation to new things is a common
3.94
practice

0.847 0.819

OC15

The different attempts at change in organisation continue to be
3.68
unsatisfactory

0.522 0.766

OC16

People who have been in power for a long time feel threatened by change 4.19

0.804 0.827

OC17

It is common to continually change direction, not continuing to what is
4.04
done

0.853 0.761

OC18

In processes of change, people fear the loss of their job

3.74

0.481 0.743

Pressures for change in this organisation generates lack of satisfaction
4.17
in people

0.805 0.790

OC20

Lack of information about processes of change generates
misunderstandings in the organisation

4.19

0.795 0.842

OC21

Lack of information about processes of change generates fantasies and
3.78
unrealistic expectations in employees

0.437 0.694

OC19

Fear

0.84
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OC22

Employees who lost position because of change generally oppose the
4.05
process

0.867 0.705

OC23

People react negatively to changes that lead to wage cuts

4.05

0.860 0.728

OC24

People are afraid because of the uncertainty generated

3.66

0.546 0.743

OC25

Decentralisation of power generates fear because there is a sensation of
3.99
loss of control and competence

0.886 0.791

OC26

In processes of change, fear of loss generates resistance in people

3.62

0.551 0.685

OC27

Changes in behaviour in this organisation are always very slow

3.92

0.896 0.674

OC28

Those most involved are those with the most favourable attitude to
2.86
change

0.551 0.790

OC29

Changes in this organisation generate opportunities for personal growth 2.86

0.896 0.767

OC30

Change involves the need for more detailed knowledge of the way things
2.88
work

0.676 0.744

OC31

Changes are beneficial because they can “air” this organisation

2.88

0.659 0.758

Change generates opportunities for employees who know how to gain
2.96
from it

0.676 0.795

OC33

People accept change when they realise they can gain from it

2.88

0.697 0.852

OC34

Change in this organisation is important because it brings benefits to
2.95
employees

0.732 0.841

OC35

Employees in this hospital realise that the majority of their colleagues
2.98
support the changes in the organisation

0.734 0.766

OC36

Employees believe they can make changes in the organisational
2.98
environment

0.755 0.772

TC1

Subject matter of training sessions can be applied in day-to-day tasks

5.00

0.901 0.917

TC2

Given any time restraints of training courses, the content is explored to
4.71
the expected and acceptable level

0.977 0.952

TC3

It is possible to achieve the intended outcomes of training with time and
4.74
resources allocated for training

1.042 0.913

TC4

Outcomes of training sessions are regularly achieved

0.981 0.907

OC32

Acceptance

Subject matter

4.95

0.83

0.92
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TC5

Content of training programs related to desired outcomes is adequately
4.71
covered

0.978 0.934

TC6

Subject matter in training sessions is relevant and appropriate for job
4.88
role

0.932 0.891

TC7

Training sessions conducted have a practical approach relevant to my
4.80
job tasks

1.025 0.875

TC8

Team work and collaboration is encouraged by training coordinators

4.81

0.927 0.828

TC9

Participants are able to put forward suggestions and ideas in training
4.87
sessions and have them well received by the training coordinator

0.929 0.913

TC10

Training is conducted in a way that allows participation and interaction
4.77
by participants

0.872 0.942

There is opportunity in training sessions for highly qualified or
4.53
experienced participants to share professional expertise with colleagues

1.094 0.906

Ideas and input from participants are incorporated into training sessions 4.74

1.036 0.900

TC13

Required skills and job roles seem to be considered when planning
4.53
training programs

0.876 0.836

TC14

Training sessions are beneficial for developing career pathways

4.80

0.934 0.921

TC15

Skills learnt in training exercises can be applied to work situations and
4.72
job tasks

0.859 0.846

TC16

Training is generally well managed and runs on time

4.77

0.893 0.853

TC17

Training in daily tasks would be/is of value when it comes to
establishing or improving relationships with patients (clients) and co- 5.27
workers

0.905 0.927

Carrying out team tasks would be easier and more effective if training
5.63
in teamwork is received

0.965 0.917

TC19

Performance in job roles and day-to-day tasks would be improved by
5.33
training

0.955 0.958

TC20

Training on current policies and changes to policies and procedures is
5.13
required to maximise performance

1.071 0.853

TC11
TC12

TC18

Training
context and
technique

Training
changes

0.92

0.87
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TC21

If training was provided on the topic of time management and
5.41
organisation, job tasks would be conducted more effectively

0.979 0.847

TC22

Training would be more beneficial if appropriate resources were used

5.43

0.977 0.852

TC24

Job performance would be improved if a greater amount of training on
5.54
how to use regularly used or vital resources was provided

0.904 0.882

IRJP1

Quantity of work output

3.76

0.765 0.754

IRJP2

Quality of work output

3.83

0.792 0.714

IRJP3

Accuracy of work

3.93

0.848 0.672

Customer service provided

3.98

0.802 0.754

Coming up with new ideas

3.92

0.762 0.681

IRJP6

Working to implement new ideas

3.74

0.777 0.621

IRJP7

Finding improved ways to do things

4.08

0.765 0.660

IRJP8

Creating better processes and routines

3.88

0.757 0.689

IRJP9

Obtaining personal career goals

3.90

0.730 0.755

IRJP10

Developing skills needed for their future career

3.90

0.726 0.707

IRJP11

Making progress in their career

3.92

0.872 0.614

IRJP12

Seeking out career opportunities

3.91

0.732 0.670

IRJP13

Working as part of a team or work group

2.95

0.710 0.632

Seeking information from others in their work group

2.88

0.693 0.736

Making sure his/her work group succeeds

2.89

0.724 0.659

IRJP16

Responding to the needs of others in their work group

2.99

0.724 0.624

IRJP17

Doing things that help others when it’s not part of their job

2.92

0.674 0.672

IRJP18

Working for the overall good of the company

2.93

0.697 0.736

IRJP19

Doing things to promote the company

2.91

0.734 0.614

IRJP20

Helping so that the company is a good place to be

2.90

0.739 0.648

Go out of their way to help co-workers with work-related problems

4.54

1.006 0.736

Voluntarily help new employees settle into the job

4.59

1.053 0.754

IRJP4
IRJP5

IRJP14
IRJP15

OCB1
OCB2

Task
performance

Context
performance

Towards coworkers

0.92

0.85

0.75
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OCB3

Adjust their work schedule to help other employees requesting time off

4.56

1.067 0.665

OCB4

Go out of the way to make newer employees feel welcome in work
groups

4.58

1.069 0.722

OCB5

Show genuine concern and courtesy towards co-workers, even under
the most trying business and personal situations

4.75

1.006 0.764

OCB6

Express opinions honestly, for issues that may have serious
consequences, even when others may disagree

4.74

1.045 0.748

OCB7

Often motivate others to express their ideas and opinions

4.76

1.028 0.650

OCB8

Encourage hesitant or quiet co-workers to voice their opinion

4.59

1.088 0.627

OCB9

Frequently communicate to co-workers how the group can improve

4.63

0.997 0.680

OCB10

Rarely miss work even with legitimate reasons for doing so

4.55

1.005 0.648

OCB11

Perform duties with unusually few errors

4.64

0.973 0.736

OCB12

Perform job duties with extra special care

4.55

1.032 0.752

Always meet or beat deadlines for completing work

4.71

1.008 0.672

Defend the hospital when other employees criticise it

4.57

1.019 0.635

Encourage friends and family to utilise the organisation’s services

4.67

1.032 0.748

OCB16

Defend the hospital when outsiders criticise it

4.70

1.054 0.681

OCB17

Show pride when representing the hospital in public

4.63

0.944 0.771

OCB18

Actively promote the hospital’s services to potential users

4.64

1.011 0.683

IQ1

How often have you considered leaving your current job

4.58

0.903 0.719

IQ2

How frequently do you scan newspapers for job opportunities

4.63

0.938 0.766

IQ3

To what extent is your current job addressing your personal needs

4.54

9.38

How often are opportunities to achieve your goals at work jeopardised

4.57

0.981 0.654

How often are your personal values compromised at work

4.47

0.945 0.721

IQ6

How frequently are you day dreaming about a different job

4.55

0.977 0.726

IQ7

What is the probability you will leave your job for another suitable offer 4.51

0.976 0.652

IQ8

How frequently do you look forward to another day at work

1.023 0.757

OCB13
OCB14
OCB15

IQ4
IQ5

Towards
organisation

Intention to
quit

4.64

0.79

0.89

0.745
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IQ9

How often do family responsibilities prevent you from quitting

4.58

0.915 0.726

IQ10

How often do vested personal interests (pension fund, unemployment)
4.65
trouble you

0.900 0.659

IQ11

How often are you emotionally agitated when you get home from work 4.72

0.870 0.774

IQ12

How frequently is your current job affecting your personal wellbeing

4.69

0.873 0.740

IQ13

How often do troubles linked with relocating prevent you from quitting

4.76

0.878 0.719

Note: SD = standard deviation; WE = work environment; OC= attitude towards organisational change; TC = training effectiveness; IRJP = in-role job performance; OCB =
organisational citizenship behaviour; IQ = intention to quit; RN = registered nurse
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4.4

The mediating effects of training effectiveness on the relationship between
attitude towards organisational change and in-role job performance

In the course of this analysis, the following hypotheses were tested:
Hypothesis 1: Attitude towards organisational change has a negative relationship with in-role
job performance
Hypothesis 2: Training effectiveness has a positive relationship with in-role job performance.
Hypothesis 3: Training effectiveness moderates the relationship between organisational
change and in-role job performance such that the higher the perceived effectiveness of the
training the stronger the relationship between organisational change and in-role job
performance, and the lower the perceived training effectiveness the weaker the relationship
between organisational change and in-role job performance.
Table 4.3 summarises the means, standard deviation and correlation matrices for the variables
related to these hypotheses divided by location. A full measurement model was examined, and
GFIs were used to determine the sustainability of the model and how the model fit the data.
RMSEA values <0.06 indicate good model fit, and values <0.10 an acceptable fit (Arbuckle,
2006).
For the CFI and NFI values close to 0.95 are recommended as an indication of good model fit
(Hair et al., 2009). The measurement model showed good fit (x2 = 5174, df = 1264, CFI = 0.83,
NFI = 0.83 and RMSEA = 0.05). The GFI measures are displayed in Table 4.4.
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Table 4.3: Mean, standard deviations and correlations for Hypotheses 1–3
Variable

Mean

SD

α
0.83

1

1.1

1.2

1.3

1. OC

0.89

0.18

1.00

1.1 OC: Loc. 1

0.86

0.19

1.2 OC: Loc. 2

0.91

0.18

1.3 OC: Loc. 3

0.90

0.19

2. IRJP

0.26

0.06

2.1 IRJP: Loc. 1

0.26

0.05

2.2 IRJP: Loc. 2

0.26

0.06

2.3 IRJP: Loc. 3

0.26

0.06

3. TE

3.06

0.38

3.1 TE: Loc. 1

3.10

0.54

3.2 TE: Loc. 2

3.03

0.27

3.3 TE: Loc. 3

3.03

0.19

4. Gender

0.05

0.21

0.02

–0.01

–0.04

0.09

5. Age

0.68

0.47

–0.01

–0.08

0.07

0.02

6. Location

0.63

0.48

0.12**

7. Regional or
metropolitan

0.51

0.50

0.08

2

2.1

2.2

1.00

3.1

–0. 39*

–0.68*

–0.02

–0.04

0.00
0.56

1.00
0.21*

–0.01
1.00

–0.02

0.66*
1.00

0.56*
0.02

3.3

0.11

1.00

0.22*

3.2

0.02
0.21*

1.00
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3
0.02

1.00
0.90

2.3

–0.68

0.21*
1.00

–0.01
0.11

1.00
0.66*

0.00

1.00
0.21*

4

5

6

7

0.02

–0.01

0.12**

0.08

–0.01

–0.08

NA

–0.04

0.07

NA

0.09

0.02

–0.02

0.03

–0.08

–0.11

–0.03

NA

0.10

0.12

NA

–0.02

0.02

0.01

0.01

0.06

0.02

NA
NA

–0.04

–0.03

–0.01
–0.091*

–0.07

–0.05

–0.00

1.00

–0.04

–0.02
–0.03

0.01

–0.04

0.01

Control variables
–0.02

–0.11

0.10

–0.02

0.03

–0.03

0.12

0.02

–0.04
NA

NA

–0.08

–0.03

0.01

0.06

–0.05

–0.04

1.00

0.01

0.02

–0.00

–0.02

–0.03

1.00

–0.06

–0.03

0.01

–0.06

1.00

0.78**

–0.04

–0.03

0.78**

–.09*
NA

NA

–0.011

–0.07

NA

NA

0.01

Note: Gender is a dummy variable (Female = 0; Male = 1)
Age is a dummy variable (<40 years old = 0; >40 years old = 1)
Regional or metropolitan is a dummy variable (Regional = 0; Metropolitan = 1)
NA - Location 1 (Victoria) is a pure regional area; Location 2 (New South Wales) is a metropolitan area
*p < 0.05, **p < 0.01
OC = organisational change; IRJP = in-role job performance; TE = training effectiveness; Loc. = Location
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1.00

Table 4.4: Comparison of measurement models for Hypotheses 1–3

Model
Full Measurement Model (3-factor)
Model 1 (2-factor, combines OC and TE
into one factor)
Model 2 (2-factor, combines OC and IRJP
into one factor)
Model 3 (2-factor, combines TE and IRJP
into one factor)
Model 4 (Harman’s single factor model)

x2

df

Δx2

Δdf

CFI

NFI

RMSEA

5174

1264

-

-

0.96

0.93

0.05

5135

1260

39**

4

0.94

0.93

0.07

5142

1260

32**

4

0.94

0.95

0.07

5168

1264

6*

0

0.95

0.96

0.06

4475

1250

699**

14

0.90

0.91

0.07

Note: N = 486; *p < 0.005; **p < 0.001; x2 = chi-square discrepancy, df = degree of freedom; CFI = comparative fit index; NFI = normal fit index; RMSEA = root mean
square error of approximation; OC = organisational change; TE = training effectiveness; IJRP = in-role job performance. In all measurement models, error terms were free to
co-vary one pair of items to improve fit and help reduce bias in the estimated parameter values (Reddy, 1992)

95

4.4.1

Hypotheses testing

Several hierarchical multiple regression analyses were conducted to test the main interaction
between the variables. (Li, Wu, Liu, Kwan & Liu, 2014; Kim, Eisenberger & Baik, 2016).
Prior to the analyses of the hypothesised interactions all variables were centred to reduce the
possibility of multicollinearity among main variables and bias in the interaction term (Aiken et
al., 1991; Muldoon, Kisamore, Liguori, Jawahar & Bendickson, 2017). Further, the largest
variance inflation factor (VIF) was 2.132, associated with the interaction between attitude
towards organisational change and training effectiveness. This falls well below what is
regarded as acceptable VIF (Allison, 1999; Kutner, Nachtsheim & Neter, 2004). In addition,
given the study utilises a large sample size, these findings indicate the VIF is not an issue and
the findings of the study are unlikely to be vulnerable to multicollinearity (Wang et al., 2016).
In the hierarchical multiple regression analysis the sequence adopted was first, control variable
entered, second, independent variable entered, third, moderator variable entered and fourth
testing of interactions (Akin & West, 1991; Hayes, 2013; Kim et al., 2016).
In step one, the control variables were entered. Gender, age, location and regional or
metropolitan hospital were entered as the control variables. This is based on previous research
indicating these could be significantly related to the variables, and thus this relation needs to
be controlled for (Baron & Kenny, 1986; Kim et al., 2016; Li et al., 2014). In the second step
the independent variable, attitude towards organisational change, was entered to test
Hypotheses 1 and 2 (Aiken & West, 1991), which predicted a negative relationship between
organisational change and training effectiveness, and a positive relationship between
organisational change and in-role job performance respectively.
Initial analysis of the summary statistics and inter-correlations (as shown in Table 4.3)
demonstrated each variable exhibited acceptable internal consistency. Hypothesis 1 predicted
a negative relationship between attitude towards organisational change and in-role job
performance. The findings were consistent with this hypothesis in that there was a significant
negative relationship (β = –0.89, p < 0.01) between these two variables. These findings support
Hypothesis 1 – attitude towards organisational change has a negative relationship with in-role
job performance.
Hypothesis 2 was tested in the same way as Hypothesis 1. Initial analysis indicated acceptable
reliability. Hypothesis 2 predicted a positive relationship between training effectiveness and
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in-role job performance. The analysis revealed training effectiveness has a positive relationship
(β = 0.31, p < 0.01) with in-role job performance. This finding supports Hypothesis 2 – training
effectiveness has a positive relationship with in-role job performance.
Hypothesis 3 predicted that training effectiveness will act as a moderator for attitude towards
organisational change and in-role job performance (β = 0.88, p < 0.01), such that the higher the
perceived effectiveness of the training the stronger the relationship between attitude towards
organisational change and in-role job performance, and the lower the perceived training
effectiveness the weaker the relationship between attitude towards organisational change and
in-role job performance. The findings demonstrate that training effectiveness moderated the
impact at both high and low levels of training effectiveness (Table 4.5).
The results further revealed the overall model to be significant, with R2 also being significant.
The interactions of these variables were then investigated separately. Following the procedure
suggested by Aiken et al. (1991), unstandardised regression coefficient was used to probe the
relationship between attitude towards organisational change and in-role job performance at
high and low levels of training effectiveness. Following directions of Aiken et al. (1991),
interactions were plotted using simple slopes. Figure 4.1 shows the interaction in graphical
form. Attitude towards organisational change was associated with in-role job performance
when training effectiveness was high (0.263, p < 0.01), which is significantly different from
zero. Similarly, attitude towards organisational change and in-role job performance were
associated when training effectiveness was low (0.259, p < 0.01). The slope test analysis clearly
indicates that attitude towards organisational change was significantly related to in-role job
performance at high and low levels of training effectiveness, thus supporting Hypothesis 3 –
training effectiveness moderates the relationship between attitude towards organisational
change and in-role job performance.
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Table 4.5: Results of hierarchical regression analysis for Hypotheses 1 – 3

Variables
Controls
Gender
Age
Location
Regional and Metropolitan

In-role job performance (IRJP)
Model 1
–0.02
0.03
–0.03
–0.01

Independent variable
Organisational change

Model 2

ΔR2

0.00

Model 4

Model 5

–0.10
–0.04

–0.14*

–0.89*

–0.51*

1.18*

–0.19*

–0.31*

–0.39*

0.60*

–0.30*

0.88*

0.61*

0.28 (485)
0.00
–0.01
0.00

0.22 (485)
0.00
–0.01
0.00

0.10
0.12

Model 6

–0.02
0.03
–0.02
–0.01

Interaction term
Organisational change x
Training effectiveness
0.33 (485)
0.00
–0.01

Model 3

–0.02
0.03
–0.02
–0.01

Moderator variable
Training effectiveness

F(df)
R2
Adjusted R2

IRJP (Location 1) IRJP (Location 2) IRJP (Location 3)

–0.01
0.01
–0.01

0.67 (177)
0.02
–0.01
0.02

–1.34
1.16 (137)
0.04
0.01
0.04

0.18*
0.04 (169)
0.00
–0.04
0.00
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In‐role job performance

Low Training Effectiveness
High Training Effectiveness

Figure 4.1: The interaction of organisational change and in-role job performance
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4.4.2

Un-hypothesised findings

It was of interest to this study to see if any significant differences could be found by location.
No response bias was found between locations, therefore a comparison could be carried out.
Further investigation was undertaken to determine if this moderating effect of training
effectiveness was the same across all locations. The means, standard deviations and
correlations for the un-hypothesised findings are presented in Table 4.3 Following the same
analysis process as for Hypothesis 3, moderation was tested for and the findings plotted (Aiken
et al., 1991). The findings for Location 1 indicate that training effectiveness moderated the
impact at both high (0.262, p < 0.01) and low levels (0.245, p < 0.01). The slope test coefficient
t test indicated that the two slopes were also significantly correlated (0.285, p < 0.01).
The findings for Location 2 demonstrated no significant moderating effects were found.
Location 3 findings show training effectiveness moderated the impact at both high and low
levels of training effectiveness. The slope test coefficient t test indicated that the two slopes
were also significantly correlated (0.262, p < 0.01) (shown in Figure 4.4).
Figures 4.2, 4.3 and 4.5 shows the interaction of the three locations in graphical form.
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In‐role job performance

Low Training Effectiveness
High Training Effectiveness

Figure 4.2: The interaction between organisational change and in-role job performance for Location 1
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In role job performance

In‐role

Low Training Effectiveness
High Training Effectiveness

Figure 4.3: The interaction between organisational change and in-role job performance for Location 2
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In‐role job performance

Location 3

Low Training Effectiveness
High Training Effectiveness

Figure 4.4: The interaction between organisational change and in-role job performance for Location 3
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4.5

The mediated moderating impact of non-mandatory training and work
environment on the relationship between training effectiveness and task
performance.

In the course of the following analysis the following hypotheses were tested.
Hypothesis 4: Training effectiveness is positively related to task performance.
Hypothesis 5: Training effectiveness is positively related to work environment.
Hypothesis 6: Work environment is positively related to task performance.
Hypothesis 7: Work environment mediates the relationship between training effectiveness and
task performance.
Hypothesis 8: Non-mandatory training moderates the relationship between work environment
and task performance at both high and low levels such that the more time spent in nonmandatory training the stronger the relationship between work environment and task
performance, and the less time spent in non-mandatory training the weaker the relationship
between work environment and task performance.
Table 4.6 summarises the means, standard deviations and correlations matrices for the variables
related to these hypotheses. The full measurement model was examined with all indices levels
indicating a good fit (Arbuckle, 2006; Hair et al., 2009). The full measurement model was
examined against subsequent model shown in Table 4.7. This model was used to determine the
sustainability of the model and how the model fit the data. The RMSEA values <0.06 indicated
good model fit, and values <0.10 an acceptable fit (Arbuckle, 2006).

104

Table 4.6: Mean, standard deviation and correlations for hypotheses 4 - 8
Variable
Mean SD
1
2

1: Work Environment
2. Training Effectiveness
3. Task Performance
Control variables
4. Gender
5. Age
6. Location
7. Regional or
Metropolitan
8. Non-mandatory
training

3

4

5

6

7

3.48
4.12
1.74

0.23
0.55
0.21

0.39*
0.40*

0.05
0.67
0.63

0.21
0.47
0.48

–0.08
0.03
0.12**

0.02
0.01
–0.09

–0.04
0.03
–0.10*

–0.03
0.01

–0.06

0.51

0.50

0.13**

–0.06

–0.05

–0.04

–0.03

0.78**

0.22

0.42

–0.10*

–0.03

–0.03

–0.06

0.01

–0.04

8

0.32*

0.01

Note: Location is a dummy variable (Victoria = 0; ACT and New South Wales =1)
Gender is a dummy variable (Female = 0; Male = 1)
Age is a dummy variable (<40 years old = 0; >40 years old = 1)
Regional or Metropolitan is a dummy variable (Regional=0; Metropolitan = 1)
*p < 0.05, **p < 0.01
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Table 4.7: Comparison of measurement models for Hypotheses 4 – 8
x2

df

Δx2

Δdf

CFI

GFI

NFI

RMSEA

SRMR

Full Measurement Model (3-Factor)

4618.73

2277

-

-

0.93

0.86

0.94

0.05

0.06

Model1 (2-factor, combines WE and TE into one factor)

4711.44

2273

–93**

4

0.86

0.81

0.92

0.07

0.08

Model2 (2-factor, combines WE and TP into one factor)

4645.11

2277

–26**

0

0.85

0.87

0.84

0.07

0.08

Model3 (2-factor, combines TE and TP into one factor)
Model4 (Harman’s one-factor model)

4643.73
4267.65

2277
2259

–25**
351**

0
18

0.87
0.82

0.84
0.83

0.88
0.89

0.09
0.09

0.07
0.06

Model

Note: N = 486; *p <.005; **p <0.001; x2 = chi-square discrepancy, df = degree of freedom; CFI = comparative fit index; NFI = normed fit index; RMSEA = root mean
square error of approximation; WE = work environment; TE = training effectiveness; TP = task performance. In all measurement models, error terms were free to co-vary
one pair of items to improve fit and help reduce bias in the estimated parameter values (Reddy, 1992)
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4.5.1

Test of hypotheses

Hierarchical linear modelling with grand mean centring for all predictors was used to test all
hypotheses (Aiken et al., 1991; Kim Eisenberger & Baik, 2016). All the control variables—
gender, age, location and type of hospital (regional or metropolitan)—were considered in the
process of analysis (Hayes, 2013; Kim, et al., 2016).
The mediation analysis was conducted following the steps outlined by Baron and Kenny
(1986). Table 4.8 shows that training effectiveness has a significant positive relationship with
task performance (β = 0.19, p < 0.01) which satisfies the first condition of mediation. These
results offer support for Hypotheses 4 – task performance has a positive relationship with task
performance. Further, the analysis revealed that training effectiveness has a significant positive
relationship with work environment (β = 0.41, p < 0.01). This result not only offers support for
Hypothesis 5 – training effectiveness has a significant positive relationship with work
environment, but demonstrates the second condition of mediation was met. A third significant
positive relationship was found between work environment and task performance (β = 0.23, p
< 0.01), this offers support for Hypothesis 6 – work environment has a positive relationship
with task performance. Finally when training effectiveness and work environment were entered
in regression simultaneously, training effectiveness no longer influenced task performance,
while work environment still demonstrated a significant positive relationship with task
performance (β = 0.17, p < 0.01). This result confirms that work environment is fully mediating
the relationship between training effectiveness and task performance. The mediation effect was
further tested using the Sobel test, the results of which indicated a significant mediation effect
(2.01). This supports Hypothesis 7 – work environment mediates the relationship between
training effectiveness and task performance.
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Table 4.8: Results of hierarchical regression analysis (testing mediation) for Hypotheses 4 - 8

Task Performance (TP) (DV)
Variables
Gender
Age
Location
Regional and Metropolitan
Hours in NMT
Training Effectiveness (IV)
Work Environment (Med)
F statistic
R2 (Adjusted R2)

Work
Environment
0.03
0.01
0.08
-0.05
0.11
0.41**
164.89**
0.28 (0.53)

Step 1
-0.04
0.02
0.16
0.08
0.03
0.19**
16.62**
0.09 (0.8)

Step 2
-0.05
0.02
0.14
0.08
0.04
0.23**
14.80**
0.08 (0.7)

Step 3
-0.08
0.02
0.12
0.07
0.04
0.09
0.17**
18.55**
0.09 (0.8)

*p< .05, **p<.01
DV = Dependent variable
IV = Independent variable
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Following the recommendations of Preacher and Hayes (2008) a bootstrap analysis using
PRODCLIN2 was conducted to examine the indirect effects of training effectiveness and task
performance through work environment with 5000 resamples. HLR with maximum likelihood
estimates and 95% bias-corrected confidence interval (CI) to assess the said indirect
relationship was carried out. Relevant variables such as, gender, age, location, regional or
metropolitan hospital and non-mandatory training were controlled for (Baron & Kenny, 1986;
Kim et al., 2016), and results indicate that (coefficient = 0.52, CI = [–0.01, 0.00]) excluding
zero showed a significant indirect effect of training effectiveness on task performance through
work environment. These results indicate work environment mediates the relationship training
effectiveness and task performance, therefore offering further support for Hypothesis 7. The
results of this analysis are shown in Table 4.9.
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Table 4.9 Bootstrapped mediated results for Hypothesis 7

Bootstrap-based methoda
Mediator: Work
environment

Product of coefficients
Estimate

Total effect
Indirect effect
Direct effect

0.01
–0.00
0.01

Bootstrap standard error
0.02
0.00
0.02

Z Score
0.49
–0.52
0.56

Bias-corrected 95% CI

Percentile 95% CI

MacKinnon’s
PRODCLINb 95% CI

Lower

Lower

Lower

–0.03
–0.01
–0.02

Upper
0.04
0.00
0.04

–0.03
–0.01
–0.02

Upper
0.04
0.00
0.04

–0.01

Upper

0.00

Note: 5000 Bootstrap samples. ͣ Excluding the interval of zero for total and indirect effects indicating significant mediation. b Including (excluding) the interval of zero for
direct effect, indicating full (partial) mediation; CI = confidence interval
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Hypothesis 8 predicted the relationship between work environment and task performance is
moderated by non-mandatory training. Following the steps recommended by Preacher, Rucker
and Hayes (2007) a mediated moderation analysis was conducted. A standardised crossproduct relationship was calculated for work environment and non-mandatory training, and
included the regression analysis. The researcher examined to see if the relationship between
work environment and non-mandatory training was significant in predicting task performance.
According to Preacher et al. to assess the indirect relationship effects, the magnitude of the
conditional indirect relationship of work environment through non-mandatory training needed
to be examined, and to check if this is different at high versus low levels of task performance.
The results, presented in Table 4.10, demonstrate that non-mandatory training moderated the
impact of the relationship between work environment and task performance (β = 0.11, p <
0.001) at both high and low levels, which fulfils the conditions of mediated moderation. The
magnitude of the conditional indirect effect of work environment through task performance is
different at high and low levels of non-mandatory training. Following the procedures suggested
by Aiken et al. (1991) simple slope tests were used to plot the interaction effect as shown in
Figure 4.5. The work environment was associated with task performance when non-mandatory
training was high, the simple slope is 1.75 which is significantly different from zero (p < 0.01).
However, work environment was not related to task performance when non-mandatory training
was at low levels for which the simple slope is 1.7 as shown in Figure 4.5. These results
therefore partially support Hypothesis 8 by explaining work environment significantly impacts
on task performance when non-mandatory training is high.
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Table 4.10: Results of hierarchical regression analysis for Hypothesis 8

Variables
Gender
Age
Location
Regional and metropolitan
WE (IV)
Hours in non-mandatory
training (Mod)
WE x NMT
F Statistic

Step 1
–0.04
0.02
0.10
0.06

12.04**

Step 2

Step 3

–0.01
0.01
0.09
0.04
0.32**

–0.03
0.05
0.07
0.01
0.38**

0.48**

0.51**

161.11**

0.11**
149.04**

R2 (Adjusted R2)

0.9(0.8)

0.59(0.58)

0.56(0.55)

ΔR2

0.8**

0.49**

0.57**

*p < 0.05, **p < 0.01; WE = work environment; TP = task performance; NMT = non-mandatory training
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1.76

Task Performance

1.745
Low Non Mandatory Training
(NMT)
High Non Mandatory Training
(NMT)

1.73

1.715

1.7

Low Work Environment High Work Environmen t

Figure 4.5 The interaction between work environment and task performance
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4.6

The mediating effect of acceptance, cynicism and fear on the relationship
between training effectiveness and organisational citizenship behaviour

In this course of analysis the following hypotheses were tested.
Hypothesis 9: Training effectiveness has a positive relationship with organisational citizenship
behaviour.
Hypothesis 10a: Training effectiveness has a positive relationship with an accepting attitude
towards organisational change.
Hypothesis 10b: Training effectiveness has a negative relationship with a cynical attitude
towards organisational change.
Hypothesis 10c: Training effectiveness has a negative relationship with a fearful attitude
towards organisational change.
Hypothesis 11a: An accepting attitude towards change has a positive relationship with
organisational citizenship behaviour.
Hypothesis 11b: A cynical attitude towards change has a negative relationship with
organisational citizenship behaviour.
Hypothesis 11c: A fearful attitude towards change has a negative relationship with
organisational citizenship behaviour.
Hypothesis 12a: An accepting attitude towards change mediates the relationship between
training effectiveness and organisational citizenship behaviour.
Hypothesis 12b: A cynical attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
Hypothesis 12c: A fearful attitude towards change mediates the relationship between training
effectiveness and organisational citizenship behaviour.
Table 4.11 presents the means, standard deviations and correlations for the variables relevant
to this analysis. The full measurement model was examined with all indices levels indicating
a good fit (Arbuckle, 2006; Hair et al., 2009). The full measurement model was examined
against subsequent models. This model was used to determine the sustainability of the model
and how the model fit the data. The RMSEA values <0.06 indicated good model fit, and
values <0.10 an acceptable fit (Arbuckle, 2006). The GFI measures demonstrated a good
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model fit (x2 = 2729, df = 475, CFI = 0.91, NFI = 0.95 and RMSEA = 0.07) and results of
these models are shown in Table 4.12.
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Table 4.11: Means, standard deviation, Cronbach alpha and correlations for Hypotheses 9–12

Variable
1. Training
effectiveness
2. Organisational
citizenship
behaviour
3. Cynicism
4. Fear
5. Acceptance
Control variables
6. Gender
7. Age
8. Location
9. Regional or
metropolitan

Mean SD

α

1

2

3

4

5

4.88

1.08

0.94

1.00

4.64

1.04

0.90

0.90*

1.00

3.90
3.95
2.91

0.79
0.78
0.71

0.83
0.84
0.81

–0.16*
–0.43
0.44*

1.05
2.99
1.98

0.21
1.13
0.85

1.51

0.50

6

7

8

–0.48
–0.52
0.36*

1.00
0.68**
–0.01

1.00
–0.03

1.00

0.01
0.01
0.091*

0.03
0.00
0.02

0.01
0.01
0.161**

0.01
0.08
0.134**

0.115*
0.00
0.05

1.00
–0.03
0.01

1.00
0.06

1.00

0.07

–0.05

0.06

0.05

0.04

–0.03

0.03

0.779**

9

1.00

Note: SD = standard deviation
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Table 4.12: Comparison of measurement models for Hypotheses 9 – 12

Model

x2

df

Δx2

Δdf

CFI

GFI

NFI

RMSEA SRMR

Full Measurement Model (5-factor)
Model 1 (2-factor, combines TE and OCB into one factor)
Model 2 (2-factor, combines TE and CY into one factor)
Model 3 (2-factor, combines TE and FE into one factor)
Model 4 (2-factor, combines TE and AC into one factor)
Model 5 (2-factor, combines CY and OCB into one factor)
Model 6 (2 -actor, combines FE and OCB into one factor)
Model 7 (2-factor, combines AC and OCB into one factor)
Model 8 (2-factor, combines FE and CY into one factor)
Model 9 (2-factor, combines FE and AC into one factor)
Model 10 (2-factor, combines CY and AC into one factor)
Model 11 (Harmen’s one-factor model)

2729
2995
3000
2861
5507
3020
2876
3021
2875
2940
2776
6173

475
479
479
479
479
479
479
480
479
480
479
485

266**
271**
132**
278**
291**
147**
292**
146**
211**
47**
344**

4
4
4
4
4
4
5
4
5
4
10

0.91
0.84
0.86
0.84
0.77
0.83
0.90
0.78
0.84
0.83
0.74
0.54

0.93
0.95
0.95
0.90
0.87
0.88
0.87
0.84
0.83
0.84
0.85
0.82

0.95
0.96
0.92
0.92
0.89
0.91
0.88
0.86
0.86
0.85
0.87
0.84

0.07
0.07
0.05
0.06
0.05
0.04
0.05
0.06
0.06
0.05
0.07
0.03

0.08
0.07
0.06
0.07
0.07
0.05
0.06
0.07
0.07
0.04
0.07
0.04

Note: N = 486; *p < 0.005; **p < 0.001; x2 = chi-square discrepancy, df = degree of freedom; CFI = comparative fit index; NFI = normed fit index; RMSEA = root
mean square error of approximation; TE = training effectiveness; OCB = organisational citizenship behaviour; CY = cynicism; FE = fear; AC = acceptance. In all
measurement models, error terms were free to co-vary one pair of items to improve fit and help reduce bias in the estimated parameter values (Reddy, 1992)
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4.6.1

Test of hypotheses

In order to test the hypotheses, hierarchical linear modelling was employed, with grand centring
means for all predictors (Aiken et al., 1991; Kim et al., 2016). In the process of analysis all
control variables (gender, age, location, and regional or metropolitan) were considered (Hayes,
2013).
Following the steps outlined by Baron and Kenny (1986) the mediation analysis was
conducted. Hypotheses 9 predicted a significant positive relationship between training
effectiveness and OCB, and the analysis shows this relationship does exist (β = 0.37, p < 0.001).
This result not only offers support for Hypothesis 9, but also fulfils the first condition of
mediation.
Next the relationship between training effectiveness and the different attitudes towards
organisational change was considered. The analysis revealed a significant positive relationship
between training effectiveness and acceptance (β = 0.41, p < 0.01), offering support for
Hypothesis 10a. Further, the results demonstrate a negative relationship between training
effectiveness and cynicism (β = –0.67, p < 0.05) and training effectiveness and fear (β = –0.39,
p < 0.05), offering support for Hypotheses 10b and 10c. Further, these findings fulfils the second
condition of mediation.
Following this, the analysis results for the relationship between the three attitudes towards
organisational change and OCB were checked. The findings indicate a positive relationship
between acceptance and OCB (β = 0.18, p < 0.05), offering support for Hypothesis 11a. Further
negative relationships were found between cynicism and OCB (β = –0.16, p < 0.05) and fear
and OCB (β = –0.48, p < 0.05). These finding support Hypotheses 11b and 11c. These results
were presented in Tables 4.11 and 4.12.
Following the results for Hypotheses 9–11, and with the pre-conditions of mediation met, series
of analyses tested for the mediating effects of acceptance, cynicism and fear. When training
effectiveness and acceptance were entered in regression simultaneously, the relationship
between training effectiveness and OCB was weakened while the relationship between
acceptance and OCB was still significantly positive (0.075). These results indicate acceptance
fully mediates the relationship between training effectiveness and OCB.
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Using the recommendations of Preacher and Hayes (2008) a bootstrap analysis with
PRODCLIN2 was undertaken to determine the indirect effects of training effectiveness and
OCB through acceptance. Following the process outlined by Baron and Kenny (1986) and Kim
et al. (2016), relevant variables such as age, gender, location and regional or metropolitan
hospital were controlled for. Results showed (coefficient = 0.240, CI = [–0.003, 0.004]) that
excluding zero showed an indirect effect of training effectiveness on OCB through acceptance.
When expressed as a proportion, in which indirect effect/total effect*100, these results suggest
that acceptance mediates 74% of the total effect of training effectiveness on OCB. This
indicates that acceptance partially mediates the relationship between training effectiveness and
task performance, therefore offering partial support for Hypothesis 12a.
When training effectiveness and cynicism were entered in regression simultaneously, the
relationship between training effectiveness no longer influenced OCB, while the relationship
between cynicism and OCB was still significant (0.017). These results indicate cynicism
mediates the relationship between training effectiveness and OCB.
Once again using the recommendations of Preacher and Hayes (2008) a bootstrap analysis with
PRODCLIN2 was undertaken to determine the indirect effects of training effectiveness and
OCB through cynicism. Following the process outlined by Baron and Kenny (1986) and Kim
et al. (2016) relevant variables such as age, gender, location and regional or metropolitan
hospital were controlled for. Results showed (coefficient = 0.444, CI = [–0.008, 0.022]) that
excluding zero showed an indirect effect of training effectiveness on OCB through cynicism.
When expressed as a proportion of in which indirect effect/total effect* 100, these results
suggest that cynicism mediates 26.7 % of the total effect of training effectiveness on OCB.
These results indicate that cynicism mediates the relationship between training effectiveness
and task performance, therefore offering support for Hypothesis 12b.
When training effectiveness and fear were entered in regression simultaneously, the
relationship between training effectiveness influenced OCB, while the relationship between
fear and OCB did not influence this. These results indicate fear did not act as a mediator of the
relationship between training effectiveness and OCB. These finding indicate Hypothesis 12c is
not supported.
A further analysis to check this was conducted. Following the recommendations of Preacher
and Hayes (2008), a bootstrap analysis with PRODCLIN2 was undertaken to determine the
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indirect effects of training effectiveness and OCB through fear. Following the process outlined
by Baron and Kenny (1986) and Kim et al. (2016) relevant variables such as age, gender,
location and regional or metropolitan hospital were controlled for. Results showed that
excluding zero showed no indirect effect of training effectiveness on OCB through fear. These
results confirm fear does not mediates the relationship between training effectiveness and task
performance, therefore Hypothesis 12c is not supported.
The results from this analysis are presented in Table 4,13 and 4.14.
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Table 4.13: Results of hierarchical regression analysis (mediated analysis) for Hypotheses 9 - 12

Variables
Controls
Gender
Age
Location
Regional or metropolitan
Independent variable
Training effectiveness
(TE)

CY

FE

AC

Organisational citizenship behaviour
Model 1

–0.004
0.000
0.304
–0.175

0.004
–0.071
0.237
–0.133

–0.67

–0.39

Model 2

Model 3

–0.115
0.002
0.054
–0.004

–0.040
0.002
0.148
–0.176

–0.040
0.006
0.134
–0.168

–0.042
0.006
0.135
–0.168

0.41**

0.37**

–0.075

–0.075

0.16*

0.017

0.017

0.48*

0.49*

Mediating variable 1
Cynicism (CY)
Mediating variable 2
Fear (FE)
Mediating variable 3
Acceptance (AC)
F(df)
R2

4.372 (485)
0.04

3.157 (485)
0.03

Adjusted R2

0.03

0.02

0.01

0.01

0.01

0.01

ΔR2

0.04

0.03

0.02

0.02

0.00

0.00

1.541 (485)
0.02

1.577 (485)
0.02

*

1.585 (485)*
0.02

0.18
1.404 (485)
0.02

**p < 0.01, *p <0.05
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Table 4.14: Bootstrapped mediated results for Hypotheses 12a, 12b and 12c

Bootstrap-based methoda
Mediator 1:

Product of
coefficients

Cynicism
Estimate
Total effect
Indirect effect
Direct effect

–0.176
–0.047
–0.181

Mediator 2:

Estimate
–0.176
–0.054
–0.181

Mediator 3:

–1.853
0.444
–1.885

Bootstrap standard
error
0.095
0.012
0.095

Z score
–1.853
0.323
–1.905

Product of
coefficients

Acceptance
Estimate
Total effect
Indirect effect
Direct effect

0.095
0.009
0.096

Z Score

Product of
coefficients

Fear

Total effect
Indirect effect
Direct effect

Bootstrap standard
error

Bias-corrected
CI

0.176
0.013
0.177

Bootstrap standard
error
0.095
0.005
0.096

Z Score
–1.853
0.240
–1.844

Lower
–0.370
–0.006
–0.375

MacKinnon’s
95% Percentile 95% PRODCLINb 95% CI
CI

Upper
0.006
0.033
0.002

Lower
–0.366
–0.011
–0.371

Upper Lower
0.010
0.025
0.006

Bias-corrected 95%
CI

Percentile 95%
CI

Lower

Lower

–0.370
–0.013
–0.372

Upper
0.006
0.040
0.002

–0.366
–0.018
–0.370

0.010
0.032
0.005

Percentile 95%
CI

Lower

Lower

–0.370
–0.008
–0.370

0.006
0.014
0.006

–0.366
–0.011
–0.367

–0.010

Upper

0.023

MacKinnon’s
PRODCLINb 95% CI

Upper Lower
0.010
0.011
0.010

0.022

MacKinnon’s
PRODCLINb 95% CI

Upper Lower

Bias-corrected 95%
CI
Upper

–0.008

Upper

–0.003

Upper

0.004

Note: 5000 Bootstrap samples. ͣ excluding the interval of zero for total and indirect effects indicating significant mediation. Including (excluding) the
interval of zero for direct effect, indicating full (partial) mediation; CI = confidence interval
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4.7

The mediating role of context performance on the relationship between
organisational citizenship behaviour and intention to quit.

In the course of this analysis the following hypotheses were tested.
Hypothesis 13: Organisational citizenship behaviour has a negative relationship to intention
to quit.
Hypothesis 14: Organisational citizenship behaviour has a positive relationship to context
performance.
Hypothesis 15: Context performance has a negative relationship with intention to quit.
Hypothesis 16: Context performance mediates the relationship between organisational
citizenship behaviour and intention to quit.
Table 4.15 presents the means, standard deviations and correlations between the relevant
variables. The full measurement model was examined with all indices levels indicating a good
fit (Arbuckle, 2006; Hair et al., 2009). The full measurement model was examined against
subsequent model. This model was used to determine the sustainability of the model and how
the model fit the data. The RMSEA values <0.06 indicated good model fit, and values <0.10
an acceptable fit (Arbuckle, 2006). The GFI measures demonstrated a good model fit, and the
results are shown in Table 4.16.
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Table 4.15: Means, standard deviation and correlations for Hypotheses 13–16

Variable

Mean

SD

1

2

3

4

5

6

7

1: Organisational citizenship
Behaviour

3.46

0.590

2. Content performance

1.29

0.141

3. Intention to quit

2.62

0.298

–0.443*

4. Gender

1.05

0.213

0.003

–0.023

–0.017

–0.047

5. Age

2.99

1.126

0.096*

–0.052

0.035

–0.051

–0.023

6. Location

1.98

.847

0.023

–0.124**

0.031

–0.057

0.027

–0.065

7. Regional/metropolitan

1.51

0.500

–0.068

0.012

0.027

0.001

–0.035

–0.027

0.728**
–0.338**

Control variables

0.560**

*Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at the 0.01 level (2-tailed); SD = standard deviation
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Table 4.16: Comparison of measurement models for Hypotheses 13 – 16

Δx2

CFI

GFI

NFI

RMSEA SRMR

0.94

0.88

0.96

0.014

0.04

3

0.82

0.83

0.95

0.014

0.06

–21**

0

0.91

0.85

0.94

0.015

0.08

2425

–38**

1

0.91

0.83

0.95

0.0

0.06

2246

127**

13

0.79

0.81

0.79

0.08

0.09

Model

x2

df

Full Measurement Model (4-factor)
Model1 (2-factor, combines OCB and CP into
one factor)
Model2 (2-factor, combines OCB and IQ into
one factor)
Model3 (2-factor, combines CP and IQ into one
factor)
Model4 (Harmen’s one-factor model)

3767.85

2423

3772.07

2425

82**

3777.67

3437

3776.69
3777.28

Δdf

Note: N = 486; *p < 0.005; **p < 0.001; x2 = chi-square discrepancy, df = degree of freedom; CFI = comparative fit index; NFI = normed fit index; RMSEA = root mean
square error of approximation; OCB = organisational citizenship behaviour; CP = context performance; IQ = intention to quit. In all measurement models, error terms were
free to co-vary one pair of items to improve fit and help reduce bias in the estimated parameter values (Reddy, 1992)
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4.7.1

Test of hypotheses

Hierarchical linear modelling with grand mean centring for all predictors was used to
test all hypotheses (Aiken et al., 1991; Kim et al., 2016). All control variables—
gender, age, location and type of hospital (regional or metropolitan)—were considered
in the process of analysis (Hayes, 2013; Kim et al., 2016).
The mediation analysis was conducted following the steps outlined by Baron and
Kenny (1986). The results indicated OCB has a significant negative relationship
intention to quit (β = –0.443, p < 0.05). This result not only offers support for
Hypothesis 13, but all fulfils the first condition of mediation. Further the analysis
revealed a significant positive relation between OCB and context performance (β =
0.728, p < 0.01). This result demonstrates support for Hypothesis 14 and meets the
second condition for mediation.
Next, the relationship between context performance and intention to quit was tested,
finding another significant negative relationship between the two constructs (β = –
0.338, p < 0.01). This finding demonstrates support for Hypothesis 15.
Finally, when OCB and context performance were entered in the regression
simultaneously, OCB no longer influenced intention to quit, while context
performance still demonstrated a significant negative relationship (β = 0.13, p < 0.01).
These results indicate support for Hypothesis 16, illustrating context performance
mediating the relationship between OCB and intention to quit. Results are presented
in Table 4.17.
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Table 4.17: Results of hierarchical regression analysis (testing mediation) for Hypotheses 13 – 16

Intention to Quit (DV)
Variables
Control variables
Gender
Age
Location
Regional/Metropolitan
Organisational Citizenship
Behaviour (IV)
Content Performance (Med)
F(df)
R2 (Adjusted R2)

Content Performance
–0.01
–0.04
0.06
0.04
0.65*
174.57**
0.21 (0.51)

Step 1

Step 2

–0.17
0.13
0.07
0.03
0.43*
13.31**
0.06 (0.5)

Step 3

–0.06
0.03
0.15
0.03
0.38**
12.19**
0.09 (0.8)

–0.02
0.03
0.06
0.03
0.22**
0.13**
19.65
0.10 (0.09)

Note: *p < 0.05, **p < 0.01
DV = Dependent variable
IV = Independent variable
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Following the recommendations of Preacher and Hayes (2008) a bootstrap analysis using
PRODCLIN2 was conducted to examine the indirect effects of OCB and intention to quit
through context performance with 5000 resamples. HLR with maximum likelihood estimates
and 95% bias corrected CI to assess said indirect relationship was carried out. The relevant
variables—age, gender, location, regional or metropolitan hospital—were controlled for
(Baron & Kenny, 1986; Kim et al., 2016), and results indicate that (coefficient = 0.36, CI = [–
0.02, 0.01]) excluding zero showed a significant indirect effect of OCB on intention to quit
through context performance. These results indicate context performance mediates the
relationship between OCB and intention to quit, therefore supporting Hypothesis 16. The
results of this analysis are shown in Table 4.18.
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Table 4.18: Bootstrapped mediated results for Hypothesis 16

Bootstrap-based methoda
Mediator:
Intention to quit

Product of coefficients
Estimate

Total effect
Indirect effect
Direct effect

0.001
–0.114
0.115

Bootstrap standard
error
0002
0.00
0.02

Z Score
0.52
–0.36
0.05

Bias-corrected 95% CI

Percentile 95% CI

MacKinnon’s
PRODCLINb 95% CI

Lower

Lower

Lower

–0.08
–0.19
0.07

Upper
0.08
0.04
0.05

–0.079
–0.191
0.074

Upper
0.08
0.01
0.05

–0.02

Upper

0.01

Note: 5000 Bootstrap samples. ͣ excluding the interval of zero for total and indirect effects indicating significant mediation. Including (excluding) the interval of zero for
direct effect, indicating full (partial) mediation; CI= confidence interval
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4.8

The final model

A great deal of previous research has highlighted the difficulty of improving job performance
and predicting the influences organisations can have on the individual (Alessandri & Vecchone,
2012; Bhattacharya & Wright, 2005; Borman & Motowidlo, 1993; Cullen et al., 2014).
Scholarly research has established many constructs that interfere with individual job
performance, such as effective training (Diker et al., 2012), work environment (Pineda-Herrero
et al., 2011), or organisational change (Hill, 2015). Despite this, a clear model that highlights
the relationships of between constructs has not been established in OD literature. This research
sought to apply different theoretical lenses to determine which of the matrix of organisational
constructs significantly influences in-role job performance, either alone in combination.
Specifically, the aim of this research was to examine mediating and moderating models to
explain the relationships between the constructs. The constructs in this analysis include work
environment, attitude towards organisational change, training effectiveness, non-mandatory
training, OCB, intention to quit and in-role job performance. Employing HLR, the results of
the structural model are presented in Figure 4.6. This final model shows that HLR analysis
provides support for organisational constructs being considered in managing in-role job
performance. Findings indicate several significant moderation and mediation relationships
between the constructs, impacting in-role job performance.
First, the importance of individual perspectives is highlighted by the moderating influence of
training effectiveness on the relationship between attitude towards organisational change and
in-role job performance. While to the best of the author’s knowledge this has not been tested
before, it supports the call of previous research (Menges et al., 2017) for the management of
job performance to go beyond simply looking at training and development or organisational
changes to improve performance. This study adds to that call by illustrating the need for
managers to consider the individuals behind those programs, and provide an inclusive way to
implement change and training in the organisation.
Further, the mediating role of work environment on the relationship between training
effectiveness and task performance highlights the importance of going beyond training for
improved performance (Carliner & Bakir, 2010). If employees cannot implement the training
they receive from the organisation, it is likely that training will be ineffective and not lead to
an increase in an individual’s ability to perform required job tasks (Wei Tian et al., 2016). This
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research extends the body of knowledge on job performance literature by empirically
demonstrating the full mediating influence of the work environment.
In addition, the significance of considering employee attitude towards change was
demonstrated through the mediating roles of acceptance and cynicism. These attitudes mediate
the relationship between training effectiveness and OCB. The findings support previous
literature indicating effective training can increase the citizenship behaviour of employees
(Altuntas & Baykal, 2010; Kumari & Pradhan, 2014). This research, however, takes this further
to highlight the influence attitude towards changes can have, with the relationship
betweentraining effectiveness and OCB, no longer significant if employees exhibit a cynical
attitude.
Finally this study demonstrates the potential outcomes of job performance if is not managed
properly. The mediating role of context performance on the relationship between OCB and
intention to quit highlights the result of not effectively managing performance properly. This
finding indicates the ability for poor context performance to increase the employee’s intention
to quit regardless of OCB. This is due to the mediating influence of context performance. This
research, and the final model, has refined existing literature and provides useful insights into
new relationships between the variables. These findings demonstrate a broad understanding of
the inter-relationships between the variables important for adaptation at organisational and
individual levels. Figure 4.6 illustrates all significant relationships found in this study and Table
4.18 provides the summary of results of hypotheses tested.
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Figure 4.6: The final model
Training
effectiveness

Work
environment

0.17*

0.37*

0.11*
Nonmandatory
training

0.37*
Acceptance
Attitude
towards
organisational

0.015
Task
performance

0.017
Fear

‐

Cynicism

0.13*

** P < 0.01:* p < 0.05

Organisational
citizenship
behaviour

Context
performance

‐0.44*

In-role job
Performance

Intention to
quit
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Table 4.18: Summary of results of the hypotheses tested
Hypotheses

Results

Hypothesis 1: Attitude towards organisational change has a negative
relationship with in-role job performance.

Supported

Hypothesis 2: Training effectiveness has a positive relationship with in-role
job performance.

Supported

Hypothesis 3: Training effectiveness moderates the relationship between
organisational change and in-role job performance.

Supported

Hypothesis 4: Training effectiveness is positively related to task performance.

Supported

Hypothesis 5: Training effectiveness is positively related to work
environment.

Supported

Hypothesis 6: Work environment is positively related to task performance.

Supported

Hypothesis 7: Work environment mediates the relationship between training
effectiveness and task performance.

Supported

Hypothesis 8: Non-mandatory training moderates the relationship between
work environment and task performance at both high and low levels.

Partially Supported

Hypothesis 9: Training effectiveness has a positive relationship with
organisational citizenship behaviour.

Supported

Hypothesis 10a: Training effectiveness has a positive relationship with an
accepting attitude towards organisational change.

Supported

Hypothesis 10b: Training effectiveness has a negative relationship with a
cynical attitude towards organisational change.

Supported

Hypothesis 10c: Training effectiveness has a negative relationship with a
fearful attitude towards organisational change.

Supported

Hypothesis 11a: An accepting attitude towards change has a positive
relationship with organisational citizenship behaviour.

Supported

Hypothesis 11b: A cynical attitude towards change has a negative relationship
with organisational citizenship behaviour.

Supported

Hypothesis 11c: A fearful attitude towards change has a negative relationship
with organisational citizenship behaviour.

Supported

Hypothesis 12a: An accepting attitude towards change mediates the
relationship between training effectiveness and organisational citizenship
behaviour.

Supported

Hypothesis 12b: A cynical attitude towards change mediates the relationship
between training effectiveness and organisational citizenship behaviour.

Supported

Hypothesis 12c: A fearful attitude towards change mediates the relationship
between training effectiveness and organisational citizenship behaviour.

Rejected

Hypothesis 13: Organisational citizenship behaviour has a negative
relationship to intention to quit.

Supported

Hypothesis 14: Organisational citizenship behaviour has a positive
relationship to context performance.

Supported

Hypothesis 15: Context performance has a negative relationship with
intention to quit.

Supported

Hypothesis 16: Content performance mediates the relationship between
organisational citizenship behaviour and intention to quit.

Supported
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4.9

Conclusion

The chapter examined each of the constructs put forward to determine the factor structure and
the relationship between variables. As has been noted, the reliability based on Cronbach’s alpha
was reviewed and all constructs demonstrated high reliability. The EFA showed all adopted
items had an acceptable factor loading value. HLR was used to test hypotheses with the final
results shown in Figure 4.6 and Table 4.18. The next chapter will discuss these theoretical and
practical implications of this chapter’s findings, as well as highlight the limitations of this study
and outline directions for future research.
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Chapter 5 Contributions to theory and practice, limitations, directions for
future research and conclusions
5.1

Chapter overview

This chapter discusses both the theoretical and practical implications drawn from the findings
of the relationships between in-role job performance, training effectiveness, work environment,
attitude towards organisational change, OCB, non-mandatory training and intention to quit.
Additionally, this chapter identifies the limitations of this research and suggests directions for
future research. Finally this chapter provides a comprehensive conclusion to this research.

5.2

Contribution to theory and literature

The results of the present study provide several theoretical contributions to assist scholars and
practitioners to fully understand the relationships between in-role job performance, training
effectiveness, work environment, attitude towards organisational change, OCB, nonmandatory training and intention to quit. This section discusses the implication to theories
applied in this research.
5.2.1

Contribution to organisational development theory and job performance
theory

The results of the study demonstrate a significant positive relationship between organisational
change and training effectiveness. While alluded to in previous research (Lattuch & Young,
2011, Lu & Betts, 2011) this relationship was not clear, as it was often researched in
conjunction with other constructs. With a clear indication of this positive relationship it can be
determined that those with a positive perception or accepting attitude towards change with be
more likely to view training as effective in their organisation. This is potentially because they
are more open to implementing that training once they return to their job task. Implementation
and repetition of the training will make it more likely to be effective in the long term within
the organisation (Michie & West, 2004, Neiva et al, 2005).
This study examined the extent to which training effectiveness moderates the relationship
between attitude towards change and in-role job performance. In doing so, this research has
contributed to the literature in both job performance and OD, and provided empirical evidence
to support extending the tenets of OD theory. The data support assertions that attitude towards
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organisational change is significantly related to training effectiveness and that training
effectiveness has a positive relationship with in-role job performance. These finding have
important implications for both theory and practice.
The current study offers several important contributions to OD theory and job performance
theory. This study offers two key implications for job performance theory. First, previous
research (Arnolds & Boshoff, 2004; Hill, 2015) indicates a positive relationship between
attitude towards organisational change and in-role job performance. According to the findings
of this study, the relationship between organisational change and in-role job performance is
negatively correlated, indicating contrary findings to previous research. This is an important
finding as it extends recent research (Menges et al., 2017) and highlights the need for theory to
go beyond the relationship between attitude towards change and job performance to consider
other influence on this relationship, as it can be different in different contexts. Job performance
theory needs to be extended to incorporate the relationships established with other instrumental
variables such as training effectiveness. When applied in this way, job performance theory
(Motowidlo et al., 1997) can no longer be looked at simply as individual or organisational
variables affecting performance (Borman & Motowidlo, 1993) as this research extends past
this to determine the need for a multifaceted approach. Future researchers should develop new
job performance models, integrating instrumental variables to take a more complete approach
to training effectiveness and job performance, given there is still uncertainty and conflicting
findings.
Second, this research contributes to the call for changes to the current approach towards job
performance theory as one of the findings in the current study relates to training effectiveness
and in-role job performance (Pineda-Herrero et al., 2011). The findings demonstrate a
significant relationship between these two variables, highlighting that if training is perceived
as effective, then job performance will increase. This is an important findings as it supports the
need for job performance theory to be expanded to incorporate a wider view towards areas that
impact job performance. Previous research demonstrates training will be perceived as effective
(and thus lead to higher job performance) if both individual and organisational constructs
contribute (Pindeda-Herrero et al., 2011, Babakus et al., 2009). Thus constructs such as training
effectiveness need to be merged into new job performance models to ensure there is perceived
effective training to lead to that increased job performance.
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In addition to these contributions to job performance theory, the findings contribute noteworthy
implications for OD theory. The current study offers empirical evidence of the moderating
effect training effectiveness has on the relationship between attitude towards organisational
change and in-role job performance. This finding extends past the currently accepted
teleological model of OD to illustrate the necessity to include the impact individual perception
and organisational influence will have on these processes. The commonly accepted teleological
approach (de Van & Poole, 1995) and planned application of organisational change, with
organisational leaders, may no longer be an appropriate model for organisations. The
teleological approach fails to take into account constructs that are individually controlled. The
current study evidences that individually controlled constructs of training effectiveness impacts
the relationship between attitude towards organisational change and in-role job performance.
Further, the finding that attitude towards organisational change can have a significant impact
on the outcome of in-role job performance leads to questioning the common acceptance of
leaders and managers being the change agents as proposed by the teleological approach (de
Van & Poole, 1995). These findings are imperative as they demonstrate the significant need
for the tenets of OD theory to expand so a more adaptive approach can be taken.
5.2.2

Contributions to person–environment theory

Drawing on previous literature and using the foundation of P–E fit theory, this study
hypothesised and tested the relationships between training effectiveness, task performance and
work environment to provide further clarity and extend the use the theory. The findings support
the work of researchers such as Lu and Betts (2011) and Orpen (1999) with the confirmation
that training effectiveness is positively related to task performance. While this finding was not
overly surprising, it was important in providing clarity to the relationship between training
effectiveness and task performance, and to move the analysis forward. The positive relationship
shown between training effectiveness and work environment, and work environment and task
performance are again not unanticipated; however, given the lack of clarity around these
constructs in previous research (Cotton & Hart, 2003; Lu & Betts, 2011) it was necessary to
establish this to achieve the overall aims of this study. Establishing the mediating impact of
work environment on training effectiveness and task performance is an important finding of
this study. This not only has significant impact on practice but also to P–E fit theory. Further
the finding of non-mandatory training moderating the relationship between work environment
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and task performance demonstrates the impact of training when the amount of non-mandatory
training is at high levels.
Despite substantial research into P–E fit theory, the focus remains on individual outcomes. The
findings of the present study contribute to the tenets of P–E fit theory as they provide avenues
to apply P–E fit theory to organisational level constructs. In response to Edwards’ (2008) call
for untapped and unrealised potential of P–E fit theory, this study proposed an important line
of research on task performance. The mismatch in previous findings has seen many aspects of
P–E fit theory researched with minimal changes despite the development of new measures and
tenets (Arclica et al., 2016; Wen et al., 2016), Edwards (p. 222) argues these “often fall short
of the standards for strong theory”. This study has used the principles of P–E fit theory, in
particular the misfit between organisation and individual, to extend the application of P–E fit
theory to be used to test relationships and impacts of organisational constructs, rather than
focus on individual outcomes. This study makes four significant contributions to P–E fit theory.
First, viewed from the perspective of organisational context this research finds a significant
relationship between training effectiveness, task performance and work environment applies to
organisational level constructs, demonstrating the misfit between the person and environment
can be influenced by constructs controlled by the organisation. In this respect this research
extends this perspective by adding focus on the organisational level.
Second, this research brings interesting insights into the organisational influence on P–E fit.
While P–E fit theory is generally considered as influenced by individual characteristics, these
findings demonstrate some areas the organisation could potentially influence and thus improve
the P–E fit of employees. These findings mean P–E fit theory be extended and applied in a new
organisational level context.
Third, the inquiry into the mediating effects of work environment on this relationship between
training effectiveness and task performance highlights the potential impact of the organisation
on the P–E fit mismatch. This finding demonstrates the significant influence work environment
has not only on the employee, but on their ability to complete job tasks. Thus this mediating
effect can be applied to P–E fit theory in order to not only ensure a higher level of task
performance, but to increase the level of similarities between the person and environment.
Fourth, this study provides empirical evidence of the moderating effect of non-mandatory
training at high levels on the relationship between work environment and task performance.
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With this focus, the study also demonstrates that the moderating effect of non-mandatory
training should be a core in the approach from both individuals and organisations to improve
task performance. This provides an integrated approach to managing task performance upon
which a new trajectory of P–E fit research can take place. This research also contributes to the
theory in terms of how work environment and non-mandatory training can bring a much
broader perspective to task performance and an individual’s P–E fit. This is the first study to
empirically examine these constructs, in relation to P–E fit theory with the intent of establishing
a new framework.
5.2.3

Contributions to self-efficacy theory

By drawing on previous literature and using self-efficacy theory, this study hypothesised and
tested the relationships between training effectiveness, OCB and attitude towards
organisational change. As a result, the analysis considered the aspects of individual’s beliefs
or attitudes and how they impact organisational constructs. The findings of this research have
significant outcomes for academics and practitioners alike, as outlined in subsequent sections.
Previous empirical research has neglected to consider the link self-efficacy theory may have to
organisational constructs. Despite previous calls for future research to determine the extent to
which self-efficacy is relevant to organisations (Gist, 1987), the body of organisational
behaviour research has not considered this. Further, very little previous research considered
this in terms of the organisation’s perspective. As such, this research advances knowledge in
this area in three ways.
First, the present study re-engages with this line of work by applying self-efficacy theory from
an organisational perspective. This study established clear significant relationships between
training effectiveness and OCB, indicating the impact one’s beliefs or perception regarding
training could have on OCB. A unique insight into how different attitudes towards change can
impact OCB has been established, demonstrating the contradicting relationships between
different attitudes towards organisational change with the potential positive and negative
impacts they have on OCB. This supports the work of Orpen (1999), highlighting the need for
theoretical models to not just incorporate actions being taken within an organisation, but also
to consider the attitudes towards it as that can have just as much impact on organisational
outcome.
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Second, with a focus on individual constructs when self-efficacy is considered, researchers
have been left with a very small conceptual lens to consider the organisational perspective. The
current study is an important extension of the organisational perspective of self-efficacy. The
evidence of a fully mediating role of a cynical attitude towards change on the relationship
between training effectiveness and OCB provides further support for the need for organisations
to consider the employee’s perception towards what is happening within the organisation,
especially if it is negative. This highlights the application of self-efficacy principles in
considering that individual thoughts can be beneficial to outcomes that will affect the
organisation. Further, evidence from this research found an accepting attitude towards change
also mediated the relationship between training effectiveness and OCB. This indicates that both
negative and positive attitudes held by individuals can have a great impact on organisational
outcomes.
Finally, this study contributed by expanding the perspective of self-efficacy theory to apply an
organisational view and take into account attitudes of individuals in combination with beliefs.
The tenets of self-efficacy theory could be expended beyond self-belief, and with further
research models can developed to establish an organisational influence on self-efficacy.
Commonly viewed from the individual’s perspective, it would also be fruitful to extend this
research idea to incorporate the organisation’s perspective as well; however, there is limited
recent research using this approach. As such, this study provides a point from which researchers
can continue in these areas, to perhaps establish a new theory relating to employee attitudes
and self-efficacy.
5.2.4

Contributions to the theory of reasoned action

While there has been substantial literature relating to OCB and intention to quit, the influence
an organisation, like context performance, remains under researched. Previous research
provides limited insight as to the organisation’s ability to influence an employee’s intention to
quit. Thus, using the theory of reasoned action as a basis, this study contributes to the body of
knowledge in two key ways. First, it extends the findings of Kuenzi and Schminke (2009), who
highlight the disorganised fashion elements of environment and other individual constructs
when linked to outcomes Kuenzi and Schminke note the difficulty of understanding the
relationships between constructs as there are often too many variables in play. This study
therefore extended the store of knowledge in this area by establishing three direct relationships
in the findings. First, the negative relationship between OCB and intention to quit, has been
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presented in research previously; nevertheless, establishing clarity around this relationship is
important for future research, and for testing the influences of other constructs conclusively.
Second, the relationship between OCB and context performance highlights that it is possible
for the relationship to be a two-way influence. Previous research has shown performance to
influence OCB; however, has not indicated the other way around, as the findings from this
research does. Finally the negative relationship shown between context performance and
intention to quit highlights the influencing nature of context in organisations, and as such is a
relationship researchers should take note of.
The second significant contribution to the theory of reasoned action is that this study finds
empirical evidence for context performance mediating the relationship between OCB and
intention to quit. This finding demonstrates the ability of organisations to influence the rational
decision-making process, previously thought of as an individual process motivated by
behaviour and attitude (Liou, 2010). This provides a broader perspective to the decisionmaking influences; it is not just on the individual. To the best of the author’s knowledge this is
the first study to challenge the principles of the theory of reasoned action, and as a result of
these findings a new framework for incorporating outside influences on rational action should
be investigated.

5.3

Implications for professional practice

The findings from this research have a number of applications to business and industry. With
OD literature focusing on training and development and training needs to improve job
performance, industry seems to regard training and development as the go-to fix-it response.
Bowman and Wilson (2008) suggest current training programs can be a cheap and cheerful
canvassing of opinions about what is needed. In light of the findings of this research, managers
and HR practitioners should start looking at additional constructs that may improve job
performance and OD. Shifting focus to ensure training provided is effective and not just
delivered, means there must be implementation opportunities, managerial support, relevance
and adequate resource allocation (Diker et al., 2012), in the training process. This effective
training can then aid other organisational elements such as attitude towards organisational
change.
This research found that training effectiveness moderates the relationship between attitude
towards organisational change and in-role job performance. With this result, industry
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professionals may also need to re-evaluate organisational change practices and procedures to
ensure effective training takes place in relation to the changes to ensure a positive outcome and
increased in-role job performance as a result of change (Lattuch and Young, 2011). This can
become a significant contribution as organisational change failure is high (Hill, 2015), and
understanding this moderating effect can increase the outcomes related to organisational
change. Therefore, if practitioners can implement the considerations arising from the results of
this research, there is potential for them to ensure increased in-role job performance during
organisational change by ensuring effective training. This has the potential to result in less
resistance to change, a higher rate of positive attitudes towards organisational change, and
increased productivity and higher job performance. This in turn can assist in facilitating the
sustainability of organisational change (Lattuch and Young, 2011).
Managers and HR professionals in the healthcare industry should also note the impact location
had on the results of this study. In Australia, the federal government controls minimum
standards and the national registration body for all healthcare and allied healthcare employees;
as such, the participants were all part of one group and are held to the same standards. However,
state governments have the responsibility for managing healthcare and setting some of the
conditions in hospitals such as nurse/patient ratios. It is possible there are government or policy
influences that vary from state to state that would impact constructs, such as in-role job
performance, that were the focus of this research. These could be variables such as
nurse/patient ratios or maximum shift length that differ slightly between the states. Considering
these variables may help managers and governing bodies update and reassess change practices
and training processes in order to increase in-role job performance. This will require further
research as this was an un-hypothesised finding, and causes of the differences between states
is not determined and is outside the scope of this research.
The results of this study also offer a number of practical implications. The findings reinforce
and draw the attention of managers to the importance of effective training to ensure the highest
possible task performance. Further, the identification of a significant positive relationship
between work environment and task performance should be noted by practitioners, as it needs
to be considered when working on improving task performance. The influence training
effectiveness has on the work environment is also important to consider, as this will translate
through the variables related to work environment and enhance task performance of employees.
Organisations therefore need to ensure that these effective training practices have positive
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outcomes in the work environment, ideally improving the internal environment and culture of
the organisations. In turn, managers may see a more productive organisation and allow
employees to work more efficiently. Thus practitioners need to work towards creating a
positive work environment as means of increasing task performance and productivity.
Further, it is important for practitioners to note the interfering nature of the work environment
when it comes to training effectiveness improving task performance. Practitioners can do this
by incorporating the work environment into their training planning to take a complete approach
to ensuring effective training translates to task performance, helping the organisation reach its
goals. At an organisational level, managers need to advocate and strategically integrate nonmandatory training opportunities for building staff capabilities. If organisations can find ways
to encourage higher levels of non-mandatory training, this will increase the probability of task
performance improving. Organisations can take a more nuanced approach to non-mandatory
training by developing online training modules staff can complete if they want to, allowing
time for professional development by way of study days and time off work for conferences or
other events that would provide additional knowledge.
The current study emphasised the way employee perceptions and beliefs can impact the
organisation and managers need to be aware of the implications this could have on
organisations. Given the significant interfering nature of employee attitudes, the findings
suggest managers need to take into consideration these attitudes and perception before
implementing training and development. This study highlights the significant impact
perception of training effectiveness has on an employee’s OCB, and organisations should
measure training effectiveness in the workplace to ensure it is contributing to increased levels
of OCB. At the same time managers need to recognise the significant impact a negative attitude,
such as cynicism, has on an employee’s OCB. These attitudes not only negatively impact OCB,
but also interfere with the positive impact training and development could have on it. Thus if
training is being employed as a means to increase citizenship behaviour, the attitude towards
this needs to be taken into account during the planning stage of the training. Conversely, the
current study highlights the positive aspect of employees having an accepting attitude towards
organisational changes, and the benefits this could bring to an organisation should be noted.
An accepting attitude towards organisational change can increase the level of OCB and
contribute to effective training increasing citizenship behaviour further. Practitioners,
therefore, need to ensure they work to establish this accepting attitude in their employees. This
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could involve including staff in the decision-making process and communicating
organisational decisions through to the front line so staff member are aware of the reasoning
behind them.
If managers are able to identify that OCB is low in a particular employee, knowing how that is
related to context behaviour and intention to quit will help them identify that employee context
performance is also likely to be low and their turnover intention high. This allows managers to
take a broader approach to issues that may arise with employees. Further establishing the
influence context performance has on the relationship between OCB and intention to quit is
vital for managers to understand, as they can provide significant guidance on improving the
context performance of staff. Establishing processes for cultivating high levels of context
performance can be achieved through increasing the level of teamwork in the organisation,
allowing staff to give input to job roles and task structure, allowing for innovation and
creativity in the workplace and eliciting ideas for ways to improve the job context. These
measure can help practitioners increase the levels of context performance and in doing so
reduce the turnover intention of staff.

5.4

Limitations

This section outlines the limitations of this research.
5.4.1

Generalisability

Previous research indicates cultural and ethnic diversity impact on the potential results when
looking at the training outcomes of nurses (Hennessy & Hicks, 1998; Hennessy et al., 2006;
Markaki et al., 2007). As such, context and background of the participants may well be
important. As this study collected data in Australia only, generalising the results to other
countries would not be reliable. Further, many of the theories applied in this thesis have not
been tested in relation to organisational constructs; the generalisability of the results may
therefore not be reliable.
5.4.2

Population

The second limitation of this research is the population chosen. This study used a sample of
nurses in public hospitals, and the industry and climate may mean it is difficult to generalise
results outside the public sector or the healthcare industry. This was not seen an issue in the
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research as it fulfilled the scope, and the sample size was representative of the population and
large enough to be applicable more broadly within Australia. However, applying the results of
the current research to other industries may be problematic.
5.4.3

Common method variance

The potential for CMV to impact the results of this study is acknowledged, given the data
collection design. As outlined earlier, it is not believed CMV has been an issue in this research,
and every measure was taken to ensure it was eliminated. However, due to the nature of the
study design involving the use of self-reported questionnaires, it still must be taken into
account.
As such, the third limitation for this study relates to CMV bias. Due to the data collection
method being a self-reported questionnaire, CMV bias may be a concern (Podsakoff et al.,
2003). While every measure was taken to reduce or eliminate CMV, and statistical analysis
was run to check for CMV, due to the chosen methodology of this research, CMV is still a
possibility.
5.4.4

Lack of recent literature

A further limitation for some aspects of this research is that the literature base used to establish
the theoretical framework is somewhat dated, as recent empirical research has largely ignored
the organisational perspective; this was particularly true for self-efficacy theory and the theory
of reasoned action. With limited empirical studies to offer comparisons it is difficult to be
certain the principles of these theories can in fact applied in this way. While every effort was
made to be thorough in establishing this framework with replications of this approach, a firm
model for it to be used in this way cannot be established. As a result of limited empirical studies
in this area, the relationships tested in this study are under-represented in academic literature,
and thus other contrasts not tested in this research could be perceived to demonstrate more
significant contributions to the application of some of the theory.
5.4.5

Additional organisational variables

Finally, this study leaves some unanswered questions relevant to the findings. Some of the
relationships established in this research have not been commonly seen in OD literature and
thus it is a new way of looking at OD. However, there may be other intervening instrumental
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variables that provide a greater insight or have a stronger influence on the relationships between
variables presented in this study, and a stronger influence on in-role job performance.

5.5

Directions for future research

This section outlines possible directions for further research.
5.5.1

Generalisability

Given the difficulty of generalising the results of this study due to the context and population
from which data were collected, future research could look at cross-cultural studies and
comparison, or include ethnicity in demographics to increase potential generalisability across
different cultures. Further, future research could consider if any differences exist across
different industries, or see if there are differences between public and private sectors.
5.5.2

Different data collection

Future research should consider multi-source data or wave data to ensure potential issues like
CMV and inability to generalise is not a continuing issue. This could mean collecting data from
several sources, such as upper level management (e.g. director of nursing or operational
managers) in hospitals, other hospital staff (such as surgeons or doctors) or allied healthcare
professionals (such as physiotherapists). This may help provide additional insight into the
perceptions around attitudes towards organisational change, training effectiveness and in-role
job performance.
5.5.3

Additional organisational constructs

Future research needs to consider expansion of organisational constructs and look further into
other organisational constructs that may impact the relationship between variables considered
in this study or that have a greater impact on in-role job performance. This in turn could lead
to more OD initiatives or theoretical models and continue to advance knowledge in this area.
This raises the opportunity for future research to expand on this research and look at additional
organisational elements; for example, organisational change management or OD that could
have similar or stronger influences. Establishing more organisational constructs that influence
in-role job performance could mean the theories considered in this research can be expanded
and new models developed, so organisations can have a more definitive understanding of how
they can improve job performance of employees.
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5.5.4

Mixed methods

Being a quantitative study, the interpretation could be limited in understanding and applying
the findings. Incorporating a mixed method approach could add a qualitative aspect that helps
support or interpret the findings. Additionally, using wave data, time data or exploring dyadic
relationships could help provide some clarity and depth to the results. It would also be
interesting to conduct qualitative research to explore new domains that could be applied to the
theories considered, including cross-cultural settings.
5.5.5

Considerations of governing body influences

Although an un-hypothesised finding, location impacted the moderating impact of training
effectiveness on attitude towards organisational change and in-role job performance. Future
research should examine the differences in state governing bodies and the policy and
procedures they enforce with regard to training, organisational change and job performance
measures. This may provide greater insight as to why location has had such an influence on the
results of this study.

5.6

Conclusion

Establishing the means to improve job performance has long been in the spotlight of
researchers and industry alike. This study advances knowledge by establishing that training
effectiveness moderates the relationship between attitude towards organisational change and
in-role job performance. Given the need to ensure that employees remain productive in the
workplace, this study builds on both OD theory and job performance theory to illustrate how
additional perception variables can influence organisational or individual constructs when it
comes to job performance. This research addressed the call for change to the current approach
to job performance theory and OD theory. As research taking this approach is limited, it is
hoped future research will build on the ideas around training effectiveness and the moderating
impact it has on attitude towards organisational change and in-role job performance presented
in this thesis to increase the conceptualisation of this process to incorporate more constructs.
Research on P–E fit theory is vast and varied, with many aspects included. Such research has
been carried out over decades with little progress and change to the theory itself (Chen et al.,
2016; Edwards et al., 1998; Edwards & Shipp, 2007). The majority of previous research
conducted has focused on applying P–E fit to the individual and the outcomes they face. This
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study looks at how the principles of P–E fit theory apply to organisational constructs, and sets
the platform for P–E fit theory to be developed further to act as a predictor of relationships and
incorporate how these relationships apply. Overall this study has advanced knowledge of P–E
fit theory. While further research is required to fully understand and generalise the results from
this research, it has made a valuable contribution in using P–E fit theory and establishing the
influence organisations may have on employees’ P–E fit. It is hoped future research will
continue to explore this expansion of theory at both an individual outcome and organisational
level so that P–E fit theory can be used in an all-encompassing way, thus reducing the misfit
between organisations and employees.
Research into self-efficacy theory is often linked to disciplines outside of OCB. However, this
research has demonstrated an important link between the principles of self-efficacy and
organisational constructs such as training effectiveness and outcomes such as OCB. The theory
of self-efficacy can be applied as a tool to promote training effectiveness that could lead to an
accepting attitude towards changes. This would then ultimately help organisations increase
OCB. While further research is required to be able to generalise the results of this study, it has
made a valuable contribution to the expansion of knowledge in this area. Future research is
required to continue to empirically test these relationships and to extend these findings, and
ideally establish a clear model for increasing OCB.
Using the theory of reasoned action, this research empirically tested the relationships between
OCB, context performance and intention to quit. Previous research has neglected to test the
possibility of organisational influences on the reasoned action approach; however, by
establishing context performance this may in fact be possible. As this is not a process that has
been carried out previously, it is hoped future research will assist in growing this idea by testing
additional organisational constructs in this way. This has the potential to help research establish
a way practitioners can reduce employee turnover intentions, increasing their retention rates
and improving OCB for employees.
Finally, the application of the final model can help academics and practitioners apply a holistic
approach to managing job performance, allowing the organisational influence found in this
research to extend theory and models and help improve the overall job performance of
employees.
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Appendices
Appendix 1: Questionnaire for validation

INFORMATION LETTER FOR RESEARCH PARTICIPANTS
Dear Sir/Madam
This letter is an invitation to consider participating in a study I am conducting as part
of my PhD research at Charles Sturt University. I would like to provide you with more
information about this project and what your involvement would entail if you decide to take
part. The topic of the research is
‘The impact of work environment, organisational change, and training on in-role job
performance of nurses in Australia’
This project aims to identify relationship between work environment, organisational
change and training of nurses within Australian public hospitals. This study aims to establish
if and how these factors impact (help or hinder) nurses’ in-role job performance. This study
will also consider nurses’ level of organisational citizenship behaviour and intention to quit.
This project will then look at educational and experience factors to evaluate any relationship
between qualification and experience and the above factors. The aim of this study is to
contribute to research in identifying the causes of the many issues currently facing the
healthcare system and factors that may be hindering nurses’ ability to conduct their job role
tasks to the best of their ability.
Therefore, I would like to invite you to participate in this study. Your position as nurse
is of great interest to this research and I believe your experience will be a positive contribution.
Participation in this study is voluntary. It will involve filling out a questionnaire and
would take approximately 20 minutes to complete. You may decline to answer any of the
questions if you so wish. Further, you may decide to withdraw from this study at any time
without any negative consequences. As soon as you complete the questionnaire, it will
automatically be saved for the researcher to access. All information you provide is considered
completely anonymous. No identifying details will appear in any report resulting from this
study. Data collected during this study will be retained for five years in a locked office. Only
researchers associated with this project will have access.
There are no known or anticipated risks to you as a participant in this study.
If you have any questions regarding this study, or would like additional information to
assist you in reaching a decision about participation, please contact me at (02) 6933 2758 or by
email at jcarlisle@csu.edu.au
By completing this questionnaire and submitting your responses it is implied that 1) you
have read the information presented in the information letter about a study being conducted by
the School of Management and Marketing at the Charles Sturt University, Australia, 2) you
understand that you are free to withdraw your participation in the research at any time, and that
if I do I will not be subjected to any penalty or discriminatory treatment and 3) The purpose of
the research has been explained to you and you have read and understood the information sheet
given to you and you have been given the opportunity to ask questions about the research and
received satisfactory answers.
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Charles Sturt University’s SBP Ethics in Human Research Committee has approved this project
(Protocol #) If you have any complaints or reservations about the ethical conduct of this project,
you may contact the Committee through the Executive Officer
Ethics in Human Research Committee
Academic Secretariat
Charles Sturt University
Private Mail Bag 29
Bathurst NSW 2795
Australia
Phone: (02) 6338 4628
Fax: (02) 6338 4194
Email: ethics@csu.edu.au
Any issues you raise will be treated in confidence and investigated fully and you will be
informed of the outcome.
I hope that the results of my study will be of benefit to those organisations directly involved
in the study, as well as to the broader research community.
Thank you in advance for your assistance in this project.
Yours Sincerely
Joanna Carlisle
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The following questions relate to the training effectiveness in your hospital. Please remember
your responses are confidential and only reported in aggregate form so please be completely
honest. Please rate the following statements with regard to how frequently the following
apply to you. Please complete your response by circling the number that is relevant to you
current situation.

Subject matter of training sessions
can be applied in day-to day tasks
Prior to/at the start of training the
content and purpose is represented
in an accurate manner
Given any time restraints of training
courses, the content is explored to
the expected and acceptable level
Subject matter of training sessions
can be applied to day-to-day tasks
It is possible to achieve the intended
outcomes of training with time and
resources allocated for training
Outcomes of training sessions are
regularly achieved
Content of training programs is
related to desired outcomes are
adequately covered
Subject matter in training sessions is
relevant and appropriate for job role
Training sessions conducted have a
practical approach relevant to my
job tasks
Team work and collaboration is
encouraged by training coordinators
Participants are able to put forward
suggestions and ideas in training
sessions and have them well
received by the training coordinator
Training is conducted in a way that
allows participation and interaction
by participants
Training is organised for an
appropriate time to suit the majority
of participants
Paperwork from training is of a high
standard and useful reference
material
There is opportunity in training
sessions for highly qualified or
experienced participants to share
professional expertise with
colleagues
Ideas and input from participants are
incorporated into training sessions
Required skills and job roles seem
to be considered when planning
training programs
Training sessions are beneficial for
developing career pathways
The training received in this
organisation is of value to the
participants of the training

Never

Almost
never

Rarely

Sometimes

Often

Almost
Always

Always

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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Skills learnt in training exercises can
be applied to work situations and
job tasks
Training is generally will managed
and runs on time
Training conducted in this
organisation is generally worthwhile
for you
Training in daily tasks would be/is
of value when it comes to
establishing or improving
relationships with patients (clients)
and co-workers
Training in daily tasks would/does
ensure more effective means of
communication with regards to the
tasks, with patients (clients) or coworkers directly
Carrying out team tasks would be
easier and more effective if training
in teamwork is received
Performance in job roles and day-today tasks would be improved by
training
Training on current and changes to
policies and procedures is required
to maximise performance
If training was provided on the topic
of time management and
organization, job tasks would be
conducted more effectively
Training on how to make do with
limited resources would be more
beneficial than the resources
themselves
Training would be more beneficial if
appropriate resources were used
Job performance would be improved
if a greater amount of training on
how to use regularly used or vital
resources is provided

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

Strongly
Disagree

Disagree

Somewha
t disagree

Neutral

Somewha
t agree

Agree

Strongly
agree

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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Appendix 2: Survey Questionnaire

INFORMATION LETTER FOR RESEARCH PARTICIPANTS
Dear Sir/Madam
This letter is an invitation to consider participating in a study I am conducting as part
of my PhD research at Charles Sturt University. I would like to provide you with more
information about this project and what your involvement would entail if you decide to take
part. The topic of the research is
‘The impact of work environment, organisational change, and training on in-role job
performance of nurses in Australia’
This project aims to identify relationship between work environment, organisational
change and training of nurses within Australian public hospitals. This study aims to establish
if and how these factors impact (help or hinder) nurses’ in-role job performance. This study
will also consider nurses’ level of organisational citizenship behaviour and intention to quit.
This project will then look at educational and experience factors to evaluate any relationship
between qualification and experience and the above factors. The aim of this study is to
contribute to research in identifying the causes of the many issues currently facing the
healthcare system and factors that may be hindering nurses’ ability to conduct their job role
tasks to the best of their ability.
Therefore, I would like to invite you to participate in this study. Your position as a
registered nurse is of great interest to this research and I believe your experience will be a
positive contribution.
Participation in this study is voluntary. It will involve filling out a questionnaire and
would take approximately 40 minutes to complete. You may decline to answer any of the
questions if you so wish. Further, you may decide to withdraw from this study at any time
without any negative consequences. As soon as you complete the questionnaire, it will
automatically be saved for the researcher to access. All information you provide is considered
completely anonymous. No identifying details will appear in any report resulting from this
study. Data collected during this study will be retained for five years in a locked office. Only
researchers associated with this project will have access.
There are no known or anticipated risks to you as a participant in this study.
If you have any questions regarding this study, or would like additional information to
assist you in reaching a decision about participation, please contact me at (02) 6933 2758 or by
email at jcarlisle@csu.edu.au
By completing this questionnaire and submitting your responses it is implied that 1) you
have read the information presented in the information letter about a study being conducted by
the School of Management and Marketing at the Charles Sturt University, Australia, 2) you
understand that you are free to withdraw your participation in the research at any time, and that
if I do I will not be subjected to any penalty or discriminatory treatment and 3) The purpose of
the research has been explained to you and you have read and understood the information sheet
given to you and you have been given the opportunity to ask questions about the research and
received satisfactory answers.
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Charles Sturt University’s SBP Ethics in Human Research Committee has approved this project
(Protocol #) If you have any complaints or reservations about the ethical conduct of this project,
you may contact the Committee through the Executive Officer
Ethics in Human Research Committee
Academic Secretariat
Charles Sturt University
Private Mail Bag 29
Bathurst NSW 2795
Australia
Phone: (02) 6338 4628
Fax: (02) 6338 4194
Email: ethics@csu.edu.au
Any issues you raise will be treated in confidence and investigated fully and you will be
informed of the outcome.
I hope that the results of my study will be of benefit to those organisations directly involved
in the study, as well as to the broader research community.
Thank you in advance for your assistance in this project.
Yours Sincerely
Joanna Carlisle
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Part 1: Demographics and Experience
The following questions relate to your demographics and experience. Please note responses
are completely anonymous and all results are reported in an aggregate manner, thus you will
not be identifiable. Please complete your response by checking in the box that is relevant to
you current situation.
Gender
Female
Male
Age
20-30 years old
31-40 years old
41-50 years old
51-60 years old
60 + years old.
State/Territory
Victoria
New South Wales
ACT
Do you work in a regional or metropolitan hospital?
Regional
Metropolitan
Name of hospital (optional) ________________________________________________
Years in nursing
1-10 years
11-20 years
21-30 years
31-40 years
40 + years
Are you currently up to date with all Mandatory Training your hospital requires you to
do?
Yes
No
Are you currently up to date with your 20 hours professional development required by
the Nursing and Midwifery Registration Board?
Yes
No
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How much time do you spend in non-mandatory training each year?
1-2 days
3-4 days
5-6 days
1-2 weeks
More than 2 weeks

Part 2: Survey Questions

Organisational Environment

The following questions relate the environment in which you currently work. Please indicate
the extent to which you agree or disagree with the following statements.
Please complete your response by selecting the number that is relevant to you current
situation.

Strongly
Disagre
e

Disagre
e

Agree

Strongly
Agree

1) Career development/clinical ladder opportunity

1

2

3

4

2) Opportunity for staff nurses to participate in policy
decisions

1

2

3

4

3) Opportunity for advancement

1

2

3

4

4) Staff nurses that are involved in internal governance
of the hospital

1

2

3

4

5) Support for new and innovative ideas about patient
care

1

2

3

4

6) Nursing staff are supported in pursuing degrees in
nursing

1

2

3

4

7) Staff nurses have the opportunity to serve on
hospital and nursing committees

1

2

3

4

8) Administration that listens and responds to
employee concerns

1

2

3

4

9) Active continuing education programs for nurses

1

2

3

4

10) Contributions that nurses make to patient care are
publically acknowledged

1

2

3

4

11) An active quality assurance program

1

2

3

4

In my Professional Practice I find there is
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12) Clinical nurse specialists who provide patient care
consultation

1

2

3

4

13) A chief nurse executive that is equal in authority to
other top-level executives

1

2

3

4

1) Enough staff to get work done

1

2

3

4

2) Enough RNs on staff to provide quality patient care

1

2

3

4

3) Adequate support services to allow me to spend time
with patients

1

2

3

4

4) Enough time and opportunity to discuss patient care
issues with other nurses

1

2

3

4

5) A satisfactory salary

1

2

3

4

1) A nurse manager who is a good manager and leader

1

2

3

4

2) A nurse manager who backs up the nursing staff in
decision-making

1

2

3

4

3) Supervisory staff that are supportive of nurses’

1

2

3

4

4) Nurse managers who consult with staff on daily
programs and procedures

1

2

3

4

5) Praise and recognition for a job well done from
those in management

1

2

3

4

1) Using nursing diagnoses

1

2

3

4

2) Nursing care plans being verbally transmitted from
nurse to nurse

1

2

3

4

3) Providing up to date written care plans for all
patients

1

2

3

4

4) Use of problem orientated medical records

1

2

3

4

5) Each nursing unit determining its own policies and
procedures

1

2

3

4

6) Team nursing as the nursing delivery system

1

2

3

4

1) A lot of team work between nurses and doctors

1

2

3

4

2) Physicians and nurses who have good working
relationships

1

2

3

4

With regard to staffing adequacy I find there is

In relation to Managers in my hospital there is

In terms of nursing processes my hospital is good at

In my hospital the relationship between nurses and
physicians means there is
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3) Collaboration between nurses and physicians

1

2

3

4

4) Physicians that provide high-quality medical care

1

2

3

4

1) A preceptor program for newly hired RNs

1

2

3

4

2) Working with experienced nurses who know the
hospital

1

2

3

4

3) Working with nurses who are clinically competent

1

2

3

4

4) Standardised policies, procedures and ways of doing
things

1

2

3

4

5) A good orientation program for newly employed
nurses

1

2

3

4

6) Floating, so that staffing is equalised among units

1

2

3

4

1) Nurses actively participate in developing their work
schedules

1

2

3

4

2) Permanently assigned staff never have to float

1

2

3

4

3) Flexible or modified work schedules are available

1

2

3

4

To ensure nursing competence in my hospital all nurses
can participate in

To ensure positive scheduling in my hospital
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Attitude towards organisational change
With regard to changes that occur in your work place to what extent do you agree or disagree with the
following statements? Please complete your response by selecting the number that is relevant to you
current situation.
Totally
Disagre
e

Disagree

Neutra
l

Agre
e

Totally
Agree

1) Changes in this hospital tend to stop at the
level of discourse, and don’t happen

1

2

3

4

5

2) People tend to pretend they are doing their
work in a different way

1

2

3

4

5

3) People develop mechanisms for not
changing

1

2

3

4

5

4) Pretending there has been change is a trait
of people in this organisation

1

2

3

4

5

5) People tend to pretend they agree with the
changes, but in reality do not allow them to be
introduced

1

2

3

4

5

6) Not permitting all the objectives of change
to be accomplished within the envisaged time
is common in this organisation

1

2

3

4

5

7) People tend to say change has been made, in
practice it has not

1

2

3

4

5

8) People take on the new discourse to defend
themselves against the changes

1

2

3

4

5

9) Not being involved with the processes of
change is common in this organisation

1

2

3

4

5

10) People tend to deny that change will take
place

1

2

3

4

5

11) People are reluctant to understand the
fundamental objectives of the change

1

2

3

4

5

12) In the process of change, information is
restricted so there is no opposition

1

2

3

4

5

13) This organization does not plan processes
of change – they just happen

1

2

3

4

5

14) Letting time look after people’s adaptation
to new things is a common practice

1

2

3

4

5

15) Here the different attempts at change
continue to be unsatisfactory

1

2

3

4

5
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16) People who have been in power for a long
time feel threatened by change

1

2

3

4

5

17) It is common to continually change
direction, not continuing to what is done

1

2

3

4

5

18) In processes of change, people fear the loss
of their job

1

2

3

4

5

19) Pressures for change in this organization
generate lack of satisfaction in people

1

2

3

4

5

20) Lack of information about processes of
change generates misunderstandings in the
organization

1

2

3

4

5

21) Lack of information about processes of
change generates fantasies and unrealistic
expectations in employees

1

2

3

4

5

22) Employees who lost position because of
change generally oppose the process

1

2

3

4

5

23) People react negatively to changes that
lead to wage cuts

1

2

3

4

5

24) People are afraid because of the
uncertainty generated

1

2

3

4

5

25) Decentralisation of power generates fear
because there is a sensation of loss of control
and competence

1

2

3

4

5

26) In processes of change, fear of loss
generates resistance in people

1

2

3

4

5

27) Changes in behaviour in this organization
are always very slow

1

2

3

4

5

28) Those most involved are those with the
most favourable attitude to change

1

2

3

4

5

29) Changes in this organization generate
opportunities for personal growth

1

2

3

4

5

30) Change involves the need for more detailed
knowledge of the way things work

1

2

3

4

5

31) Changes are beneficial because they can
“air” this organization

1

2

3

4

5

32) Change generates opportunities for
employees who know how to gain from it

1

2

3

4

5

33) People accept change when they realise
they can gain from it

1

2

3

4

5
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34) Change in this organization is important
because it brings benefits to employees

1

2

3

4

5

35) Employees in this hospital realise that the
majority of their colleagues support the
changes in the organization

1

2

3

4

5

36) Employees believe they can make changes
in the organizational environment

1

2

3

4

5
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Training Effectiveness
The following questions relate to the training effectiveness in your hospital. Please remember
your responses are confidential and only reported in aggregate form so please be completely
honest. Please rate the following statements with regard to how frequently the following
apply to you. Please complete your response by selecting the number that is relevant to you
current situation.
Never

Almost

Rarely

Sometimes

Often

never

Almost

Always

Always

Subject matter of training sessions
can be applied in day-to-day tasks

1

2

3

4

5

6

7

Given any time restraints of
training courses, the content is
explored to the expected and
acceptable level

1

2

3

4

5

6

7

Subject matter of training sessions
can be applied to day-to-day tasks

1

2

3

4

5

6

7

It is possible to achieve the
intended outcomes of training
with time and resources allocated
for training

1

2

3

4

5

6

7

Outcomes of training sessions are
regularly achieved

1

2

3

4

5

6

7

Content of training programs is
related to desired outcomes are
adequately covered

1

2

3

4

5

6

7

Subject matter in training sessions
is relevant and appropriate for
job role

1

2

3

4

5

6

7

Training sessions conducted have
a practical approach relevant to
my job tasks

1

2

3

4

5

6

7

Team work and collaboration is
encouraged by training
coordinators

1

2

3

4

5

6

7

Participants are able to put
forward suggestions and ideas in
training sessions and have them
well received by the training
coordinator

1

2

3

4

5

6

7

Training is conducted in a way
that allows participation and
interaction by participants

1

2

3

4

5

6

7

There is opportunity in training
sessions for highly qualified or
experienced participants to share

1

2

3

4

5

6

7
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professional expertise with
colleagues
Ideas and input from participants
are incorporated into training
sessions

1

2

3

4

5

6

7

Required skills and job roles seem
to be considered when planning
training programs

1

2

3

4

5

6

7

Training sessions are beneficial
for developing career pathways

1

2

3

4

5

6

7

Skills learnt in training exercises
can be applied to work situations
and job tasks

1

2

3

4

5

6

7

Training is generally will
managed and runs on time

1

2

3

4

5

6

7

Strongly
Disagree

Disagree

Somewhat
disagree

Neutral

Somewhat
agree

Agree

Strongly
agree

Training in daily tasks would be/is
of value when it comes to
establishing or improving
relationships with patients
(clients) and co-workers

1

2

3

4

5

6

7

Carrying out team tasks would be
easier and more effective if
training in teamwork is received

1

2

3

4

5

6

7

Performance in job roles and dayto-day tasks would be improved
by training

1

2

3

4

5

6

7

Training on current and changes
to policies and procedures is
required to maximise
performance

1

2

3

4

5

6

7

If training was provided on the
topic of time management and
organization, job tasks would be
conducted more effectively

1

2

3

4

5

6

7

Training would be more beneficial
if appropriate resources were used

1

2

3

4

5

6

7

Job performance would be
improved if a greater amount of
training on how to use regularly
used or vital resources is provided

1

2

3

4

5

6

7
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In-Role Job Performance
The following questions relate to your in-role job performance. Please rate the following
items with regard to how you currently perform in the following areas. Please complete your
response by selecting the number that is relevant to you current situation.
Needs much
improvemen
t

Needs some
improvemen
t

Satisfactor
y

Good

Excelle
nt

1) Quantity of work output

1

2

3

4

5

2) Quality of work output

1

2

3

4

5

3) Accuracy of work

1

2

3

4

5

4)Customer Service provided

1

2

3

4

5

1) Obtaining personal career
goals

1

2

3

4

5

2) Developing skills needed for
his/her future career

1

2

3

4

5

3) Making progress in his/her
career

1

2

3

4

5

4) Seeking out career
opportunities

1

2

3

4

5

1) Coming up with new ideas

1

2

3

4

5

2) Working to implement new
ideas

1

2

3

4

5

3) Finding improved ways to do
things

1

2

3

4

5

4) Creating better processes and
routines

1

2

3

4

5

1

2

3

4

5

Job- (doing things specifically
related to one’s job description)

Career – (obtaining the necessary
skills to progress through one’s
organisation)

Innovator (creativity and
innovation in one’s job and the
organisation as a whole)

Team (working with co-workers
and team members towards success
of the firm
1) Working as part of a team or
work group
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2) Seeking information from
others in his/her work group

1

2

3

4

5

3) Making sure his/her work
group succeeds

1

2

3

4

5

4) Responding to the needs of
others in his/her work group

1

2

3

4

5

1) Doing things that help others
when it’s not part of his/her job

1

2

3

4

5

2) Working for the overall good
of the company

1

2

3

4

5

3) Doing things to promote the
company

1

2

3

4

5

4) Helping so that the company is
a good place to be

1

2

3

4

5

Organisation (going above the call
of duty in concern for ones firm)
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Organisational Citizenship Behaviour
The following questions relate to the level of organisational citizenship behaviour an
individual has. Please the extent to which you agree or disagree to the following statements
with regard to your behaviours. Please complete your response by selecting the number that
is relevant to you current situation.
Strongly
Partially
Partially
Strongly
Disagree
Neutral
Agree
disagree
disagree
agree
agree
1) Go out of their
way to help coworkers with workrelated problems

1

2

3

4

5

6

7

2) Voluntarily help
new employees settle
into the job

1

2

3

4

5

6

7

3) Adjust their work
schedule to help
other employees’
requesting time off

1

2

3

4

5

6

7

4) Go out of the way
to make newer
employees feel
welcome in work
groups

1

2

3

4

5

6

7

5)Show genuine
concern and
courtesy towards coworkers, even under
the most trying
business and
personal situations

1

2

3

4

5

6

7

6) Express opinions
honestly, for issues
that may have
serious
consequences, even
when others may
disagree

1

2

3

4

5

6

7

7) Often motivate
others to express
their ideas and
opinions

1

2

3

4

5

6

7

8) Encourage
hesitant or quiet co-

1

2

3

4

5

6

7
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workers to voice
their opinion
9) Frequently
communicate to coworkers how the
group can improve

1

2

3

4

5

6

7

10) Rarely miss
work even with
legitimate reasons
for doing so

1

2

3

4

5

6

7

11) Perform duties
with unusually few
errors

1

2

3

4

5

6

7

12) Perform job
duties with extra
special care

1

2

3

4

5

6

7

13) Always meet or
beat deadlines for
completing work

1

2

3

4

5

6

7

14) Defend the
hospital when other
employees criticise it

1

2

3

4

5

6

7

15) Encourage
friends and family
to utilise the
organisations
services

1

2

3

4

5

6

7

16) Defend the
hospital when
outsiders criticise it

1

2

3

4

5

6

7

17) Show pride
when representing
the hospital in
public

1

2

3

4

5

6

7

18) Actively
promote the
hospital’s services to
potential users

1

2

3

4

5

6

7
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Intention to Leave or Stay
The following questions relate to your intentions to stay with or leave your current employee.
Again please remember your responses are confidential and only reported in aggregate form
so please be completely honest. Please rate the following statements with regard to how
frequently the following apply to you. Please complete your response by selecting the number
that is relevant to you current situation.

Neve
r/
Low

Rarely

Occasional
ly

Some
times

Frequent
ly

Ofte
n

Ever
y day
/
High

1) How often have you
considered leaving your
current job

1

2

3

4

5

6

7

2) How frequently do you
scan newspapers for job
opportunities

1

2

3

4

5

6

7

3) To what extent is your
current job addressing
your personal needs

1

2

3

4

5

6

7

4) How often are
opportunities to achieve
your goals at work
jeopardised?

1

2

3

4

5

6

7

5) How often are your
personal values
compromised at work

1

2

3

4

5

6

7

6) How frequently are you
day dreaming about a
different job

1

2

3

4

5

6

7

7) What is the probability
you will leave your job for
another suitable offer

1

2

3

4

5

6

7

8) How frequently do you
look forward to another
day at work

1

2

3

4

5

6

7

9) How often do family
responsibilities prevent you
from quitting

1

2

3

4

5

6

7

10) How often do vested
personal interests (pension
fund, unemployment

1

2

3

4

5

6

7
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11) How often are you
emotionally agitated when
you get home from work

1

2

3

4

5

6

7

12) How frequently is your
current job affecting your
personal wellbeing?

1

2

3

4

5

6

7

13) How often do troubles
linked with relocating,
prevent you from quitting

1

2

3

4

5

6

7

Thank for taking the time to complete this questionnaire, your contribution is very much
appreciated
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Glossary
AGFI: adjusted goodness of fit index
AMOS:

analysis of a moment structures

CFI:

comparative fit index

CI:

confidence interval

CMV

common method variance

df:

degree of freedom

EFA:

exploratory factor analysis

GFI:

goodness of fit index

HLR:

hierarchical linear regression

HR:

human resource

HRD:

human resource development

HRM:

human resource management

NFI

normed fit index

OCB:

organisational citizenship behaviour

OCB:

organisational citizenship behaviour

OD:

organisational development

P–E:

person–environment (fit theory)

RMSEA:

root mean square error of approximation

SEM:

structural equation modelling

VIF:

variance inflation factor

x2/df:

chi-square to degree of freedom ratio

x2 :

chi-square value
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