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ABSTRACT

In the light of understanding the strong need for organisations to look beyond the stable individual
dispositions and the focus on the ability to respond quickly to disruptive situations with a positive
mental state comprising hope, optimism, self-efficacy and resilience. The purpose of the present
study was to explore how psychological capital influences organisational citizenship behaviour,

organisational commitment and intention to quit.

A theoretical model was developed to explain the structural relationships between the identified
variables. The research hypotheses were formulated to determine the strength of the propositions
made in the literature review. A convenient sample was used to select employees to participate in
the study. The participants were asked to complete a self-reporting questionnaire comprising a self-
developed biographical questionnaire, the Psychological Capital Questionnaire (PCQ -24), the
Organisational Citizenship Behavior Scale (OCBS), the Organisational Commitment Scale and the
Turnover Intention Questionnaire. A total of 150 (n=150) questionnaires were returned out of a
distributed total of 200 questionnaires. Item and dimensionality analyses were conducted on all of
the dimensions using the Statistical Package for Social Sciences (SPSS). Subsequently,
confirmatory factor analysis (CFA) was conducted on the measurement models of the instruments
used. The proposed conceptual model was evaluated using structural equation modelling (SEM) via
the LISREL version 8.80 software. It was found that both the measurement and structural models

did not show good model fit possibly due to the small sample size.

The findings of the study, however, confirm that psychological capital has a significant positive
relationship with organisational commitment and organisational citizenship behaviour; while
organisational commitment and OCB have a positive relationship. The limitations and suggestions

for future studies were also provided in the thesis.

Key words: Psychological Capital, Organisational Citizenship behaviour, Organisational

Commitment, Intention to Quit, Positive organisational behaviour, Municipality, Local government.
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CHAPTER ONE
INTRODUCTION, RESEARCH INITIATING QUESTION AND RESEARCH OBJECTIVE

1.1 INTRODUCTION

Employees’ intention to quit is a serious concern that most, if not all, organisations seem to face
at one point or another, this poses as a risk factor to the organisation. Abdul, Dawlat and
Mohammad (2021) posits that employees intention to quit is directly related to the performance
or productivity of the organisation, thus when employees are active, happy and have good
interest with their work which includes their work environment; supervisor behaviour; work
appraisal, and job commitment can lead organisation to better results. Intention to quit can be
highlighted as a strength of an individual’s view that they do not want to stay with their current
employer (Abdul et al., 2021; Boshoff, Van Wyk, Hoole & Owen, 2002). Several studies have
attempted to predict respondents’ intention to quit by measuring variables such as job
satisfaction, organisational commitment, job characteristics, stressors, biographical variables
and perceived support (Abdul et al., 2021; Boshoff et al., 2002). Boshoff et al. (2002) elucidated
that the intention to quit or to stay with an employer starts with the individual evaluating their
current situation and then moving through several further stages until a firm intention to quit is
reached; though intentions are an accurate indicator of subsequent behaviour, the determinants
of such intentions are still not known. Thus, Treglown et al. (2018) suggest that understanding
the antecedents of turnover intentions is of clear importance to the organisation because
intention to quit can be influenced by both environmental factors as well as individual
differences. One possible indicator of an employees’ intention to leave is reflected in the extent
to which they engage in organisational citizenship behaviour as various studies have reported

an inverse relationship between the two variables (Buluc, 2015; Podsakoff et al. 1997).

Organisational Citizenship Behaviour (OCB) can be explained as “Individual behaviour that is
flexible, not directly or explicitly recognised by the formal reward system and that in the
increasing promotes the effective | functioning of the organisation. “By flexible, it can mean that
the behaviour is not an enforceable requirement of the role or the job description, that is, the

clearly specifiable terms of the person’s employment contract with the organisation; the
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behaviour is rather a matter of personal choice, such that its omission is not generally
understood as punishable” (Organ, 1988). Citizenship behaviours can be defined as those
flexible extra-role behaviours exhibited by the individual that are over and above the formal
duties of the employee, and that benefits the organisation (Organ, 1988). Organisational

citizenship is usually a function of an employee’s commitment to the organisation (ref).

The notion of employees’ organisational commitment has received substantial amount of
attention in the research literature as both supervisors and organisational experts try to find
ways to increase employee retention and performance within the organisation (Abdul et al.,
2021). Employees’ organisational commitment is important to the organisation because of many
reasons. Field and Buitendach (2011) posits that organisational commitment is the
attentiveness and proactivity of employees to encompass efforts on behalf of their organisation,
in so doing they demonstrate a desire to remain as part of the organisation and embed
themselves along the goals and values of the organisation. For instance, Meyer and Allen
(1991, p.67) describe organisational commitment as based around three kinds of commitment,
namely, affective, continuance and normative commitment. Affective commitment mentions that
the employees’ state of emotions forms the attachment and they identify with and are involved
in the organisation; whereas the continuance commitment is whereby the mindfulness of the
costs associated with leaving the organisation are considered while normative commitment

signifies a perceived obligation to remain within the organisation.

Psychological Capital (PsyCap), a subset of Positive Organisational Behaviour (POB) has
emerged out of the growing importance of human centric approaches in an organisation
(Luthans et al., 2004). PsyCap represents how hopeful, resilient, confident and optimistic an
employee is; appreciating the growing importance of PsyCap in understanding human
behaviour. The four distinct concepts incorporated in the Psycap are: self-efficacy (confidence),
hope, resilience and optimism and it meets the criteria of positive organisational behaviour,
which forms a part of positive psychology (Luthans et al., 2004; Sharma & Sharma, 2015).
Luthans, Avolio, Avey, and Norman (2007, p. 550) suggests that PsyCap’s higher order
structure represents one’s ‘positive appraisal of circumstances and probability for success
based on motivated effort and perseverance’. Recollecting the fact that psychology was once

considered as a field that deals mainly with the treatment of mental iliness, “it is at the beginning
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of the twenty first century that a new approach in psychology was recognised and termed

positive psychology” (Sharma & Sharma, 2015, p. 61).

Consequently, the promotion of positive organisational culture, has been noted as a
complement of positive outcomes within organisations, however, there are many challenges
faced by organisations both in private and public organisations alike. More especially talent
retention is a challenge for most industries, not only in South Africa but worldwide. Positive
psychology is a scientific study of the strengths and virtues that help individuals to realise their
full potential and live a more prolific and meaningful life, rather a positive emphasis than a
dysfunctional notion (Sharma & Sharma, 2015). Additionally, PsyCap as a state-like concept,
means that it is flexible and can be developed within the individual (Luthans et al., 2007). This
flexibility is an important characteristic, because organisations might be able to influence and
develop the PsyCap of their employees. According to Luthans et al. (2007), this interconnection
across PsyCap’s proportions provides motivation, desirable attitudes, task and goal
accomplishment. Thus, Sharma and Sharma (2015) highlight that at first, PsyCap was linked to
productivity but far along its relationship with workplace attitudes and behaviours were
considered and empirically established. Although numerous studies have been conducted on
the role of psychological capital in influencing organisational citizenship (Luthans et al. 2007;
Sharma, & Sharma, 2015), there are no studies of this nature that have been conducted with
municipality employees in KwaZulu Natal. The present study intends to close this gap by
answering the research question: What is the influence of psychological capital on

organisational citizenship behaviour, organisational commitment and intention to quit?

1.2. AIM OF THE STUDY

The aim of this research study is to explore how psychological capital influences organisational

citizenship behaviour, organisational commitment and intention to quit.

1.3. RESEARCH QUESTIONS

After the background to the study has been highlighted, the main research question in the

present study is:

3|Page



v How does psychological capital influence municipality employees’ organisational
citizenship behaviour?

v How does psychological capital influence municipality employees’ organisational
commitment? How does psychological capital influence municipality employees’
intention to quit?

v" How does organisational citizenship behaviour influence intention to quit?

v" How does organisational commitment influence intention to quit?

1.4. OBJECTIVE OF THE STUDY

Although the sub research questions are expected to tally directly with the research objectives;
the research objectives were combined to improve the presentability. The sub research
guestions are collated and indicated in the first objective. Therefore, from the research
guestions the following objectives were formulated to guide this study:
v' To determine the nature of the relationships among the variables identified in the study.
v' To determine the goodness of fit of the hypothesised model depicting the manner in
which the influence of psychological capital on organisational citizenship behaviour,
organisational commitment and intention to quit among the selected local municipality

employees in KwaZulu Natal, South Africa.

1.5. SIGNIFICANCE OF THE STUDY

Luthans et al. (2004) highlight that the value formed when human capital is aligned with
corporate strategy and fully committed in making the enterprise effective has been researched
extensively and have been found to have a significant positive impact on performance outcomes
(Harter, Schmidt & Hayes, 2002). The effect of psychological capital on employees’
organisational commitment and citizen behaviour is an important issue for organisations.
Considering the strong need for organisations to look beyond the stable individual dispositions
and focus on the ability to respond quickly to disruptive situations and with a positive mental
state comprising hope, optimism, self-efficacy and resilience, this study reckons it necessary
to conduct research on Psychological Capital and to explore its relationship with organisational

citizenship behaviours, and to assist in new reflections in understanding the concept of
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psychological capital from various perspectives and how it relates with workplace attitude and
behaviours within a State led workplace. Additionally, an understanding of how psychological
capital impacts the retainment of talented employees might assist organisations in highlighting

new areas of organisational development and training related to these constructs.

1.6. FRAMEWORK OF THIS STUDY

This research investigation consists of five chapters:

Chapter One: introduced Positive organisational behaviour and psychological capital as the
significant expansions and their basis can be outlined to positive psychology movement in
Psychology. Furthermore, a brief overview of the location and basis of the organisation whereby

the study is anticipated.

Chapter Two: provides a comprehensive review of the theoretical framework and models that
will be used as a point of departure of this study, the emphasis is on the challenges faced by
the local government institution at hand. The chapter further discusses the variables’
interrelatedness, and this should culminate the proposal of a theoretical model of psychological
capital for this local municipality.

Chapter Three: provides an overview of research methodology utilised to execute the research.
The research methodology includes the research design, sample population, measurement

instruments, research procedures and statistical data analysis techniques.

Chapter Four: presents the findings of the study based on the empirical analysis of the data

obtained.

Chapter Five: presents the conclusion of the study, discussion of the results as well as the

recommendations and suggestions for future research.
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1.6. SUMMARY OF CHAPTER ONE
This chapter introduced the background to the variables and the definition of the key terms

being investigated. The research motivation, problem statement and research objectives were

also discussed. Furthermore, a chapter summary has also been presented.
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CHAPTER TWO
LITERATURE REVIEW

2. INTRODUCTION

The contemporary work environment requires flexibility, innovation, and speed-to-market,
effectively developing and managing employees’ knowledge, experiences, skills, and expertise
collectively defined as ‘human capital’ has become a key success factor for sustained
organisational performance (Luthans et al., 2004). Furthermore, Luthans et al. (2004)
postulates that the value formed when human capital is aligned with corporate strategy and is
fully involved in making the organisation output efficiency has been studied extensively and has
been found to have a big impact on performance outcomes. The literature review discusses the
definitions and conceptualisation of the constructs, thereafter the relationship between these

variables will be reported on leading to the development of a theoretical model.

2.1. Psychological Capital

Psychological Capital (PsyCap), a branch of Positive Organisational Behaviour (POB) has
emerged out of the growing importance of human centric approaches in an organisation
(Luthans et al., 2004). Furthermore, Luthans et al. (2004) posits that the concept of PsyCap is
one of the vital dimensions of human capital that can solve the human issues within
organisations as it represents how hopeful, resilient, confident and optimistic an employee is,

thus appreciating the growing importance of PsyCap in understanding human behaviour.

Positive psychology is a scientific study of the strengths and virtues that help individuals to
realise their full potential and live a more prolific and meaningful life, a positive emphasis than
a dysfunctional notion (Sharma & Sharma, 2015). Pillay (2012) highlights that even as positive
psychology’s focus is on the positive aspects of human beings, positive psychology does not
disregard the fact that difficulties and conflicting aspects in the world also require attention.
Thus, in positive psychology there is the empathetic discourse that recognises and encourages
the expression of negative emotions as important for self-understanding and personal growth.
Therefore, the emergence of positive psychology in the literature has led to the development of

constructs reflecting subjective experiences such as happiness and subjective well-being,
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positive psychological states in individuals such as psychological capital, and at the group level

organisational citizenship behaviour

Psychological capital (PsyCap) can be described as an individual’s positive psychological state
of development (Lather & Kaur, 2015). PsyCap consist of the four dimensions, self-efficacy,
hope, resilience and optimism. These four distinct dimensions meet the criteria of positive
organisational behaviour, which forms a part of positive psychology (Luthans et al., 2004;
Sharma & Sharma, 2015). PsyCap as a state-like concept, means that it is flexible and can be
developed within the individual (Luthans et al., 2007); this flexibility is an important
characteristic, because organisations might be able to influence and develop the PsyCap of
their employees. Furthermore, according to Luthans et al. (2007), the interconnection across

PsyCap’s proportions provides motivation, desirable attitudes, task and goal accomplishment.

2.1.1. Dimensions of Psychological capital

PSYCHOLOGICAL
CAPITAL

OPTIMISM:
Having the
explanatory style
that attributed
positive events to
internal, permanent
and pervasive causes

HOPE: RESILIENCY:
Having the willpower Having the ability to

EFFICACY/CONFIDENC:
Believing in one

and pathways to bounce back from

attain one's goals adversity, failure or

even overwhelming
positive changes

ability to mobilse
cognitive resources
to obtain specific
outcomes

Figure 2.1. Psychological Capital Construct

2.1.1.1. Hope

Hope can be explained as a multidimensional concept that entails an individual’s ‘willpower’

and ‘waypower’ (Snyder, 2000). Willpower is an individual’s agency or determination to achieve
goals, ‘waypower’ is one’s ability to create alternative pathways, and exigency plans to achieve
a goal in the face of impairments (Snyder, Irving & Anderson, 1991). Furthermore, Snyder

(2000) enlightens that hope is a motivational state that has three elements, namely, goal, action
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and strategies. Hopeful people find it necessary to achieve goals and could develop various
strategies toward goal success.

2.1.1.2. Optimism

According to Sharma and Sharma (2015), optimism was formulated by Seligman through
attribution theory, thus an optimistic person can be defined as one “that makes internal or
dispositional, fixed and global attributions for positive events and external or situational, not
fixed and specific attributions to negative events”. Further, optimism in PsyCap is considered
as a realistic concept that regards what an employee can or cannot do, as such, optimism
underpins self-efficacy and hope. Luthans et al. (2004) additionally, exemplifies optimism is
indeed attributed to two crucial dimensions by one’s explanatory style of good and bad events:
permanence and pervasiveness; specifically, optimists interpret bad events as being only
momentary, while pessimists interpret bad events as being perpetual. Thus, the opposite can
be true for good events, for which the optimist makes a permanent attribution and the pessimist
a temporary attribution. Although permanence has to do with time, pervasiveness has to do with

space.

2.1.1.3. Resilience

Luthans et al. (2004) define resiliency as a positive way of coping with adversity or distress. In
the organisational facet, it is defined as an ability to bounce back from stress, conflict, failure,
change or increase in responsibility relevant in today’s tempestuous business environment
(Luthans, 2002). Even though Luthans et al. (2004) highlights that resilience was initially thought
to be quite intermittent in people, as time progressed, evidence established that it can come
“from the everyday magic of ordinary, normative human resources” and “has profound
implications for promoting competence and human capital in individuals and society.” According
to Coutu (2002), the common side view of resilient people is now recognised to be that of a
steadfast acceptance of reality, a deep belief, often reinforced by strongly held values, that life
is meaningful, and an unassuming ability to improvise and adapt to significant change; apart
from its application to stress resistance, only superficial efforts have been made to use
resilience to support how leaders, associates, and overall organisations can bounce back from

hard times. However, the rich theory and extensive research from clinical and positive
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psychology suggest that it too, like its three counterparts (optimism, self-efficacy and hope), can
contribute to positive psychological capital with a return of desired performance outcomes
(Luthans et al., 2004).

2.1.1.4. Self-efficacy

The widely used definition of self-efficacy emanates from Bandura (as cited in Luthans, 2002)
and concerns an individual's belief about how well they can execute courses of action that are
required to deal with prospective situations. Furthermore, Bandura (1997) posits that self-
efficacy (confidence) as a positive psychological capital capacity has been demonstrated to
have a strong positive relationship to work-related performance. Luthans (2002) proposed a
more applicable definition of self-efficacy as a person’s conviction about their abilities to
mobilise the cognitive resources, motivation and courses of action that are needed to execute
a specific task successfully within a specific context (Luthans & Church, 2002). Self-efficacious
individuals continuously challenge themselves by setting higher goals and generally opt for
difficult tasks in the workplace (Youssef & Luthans, 2007). Moreover, Bandura (1997) and
others have clearly shown through research and subsequent application in the workplace how

confidence can be developed.

2.2. ORGANISATIONAL CITIZENSHIP BEHAVIOUR

Organisational Citizenship Behaviour (OCB) can be defined as “Individual behaviour that is
flexible, not directly or explicitly recognised by the formal reward system and that in the
cumulative encourages the effectual functioning of the organisation. By flexible, it can mean
that the behaviour is not an enforceable requirement of the role or the job description, that is,
the clearly specifiable terms of the person’s employment contract with the organisation; the
behaviour is rather a matter of personal choice, such that its omission is not generally

understood as punishable” (Organ, 1988).

Citizenship behaviours can be well-defined as those flexible behaviours exhibited by the
individual that are ahead of the formal duties of the employee, and that benefits the organisation
(Organ, 1988). For instance, Avey, Wernsing and Luthans (2008) found that PsyCap was
related to attitudes such as engagement and cynicism, and behaviours such as organisational
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citizenship in a study from a broad cross section of organisations. In addition to that, Avey,
Luthans and Youssef (2010) found that PsyCap was negatively related to cynicism, intentions
to quit. According to Boshoff, Van Wyk, Hoole and Owen (2002, p. 14) “intention to quit is the
strength of an individual’s view that they do not want to stay with their current employer”. Several
studies have attempted to predict respondents’ intention to quit by measuring variables such as
job satisfaction, organisational commitment, job characteristics, stressors, biographical

variables and perceived support (Boshoff et al., 2002).

2.2.1. Dimensions of OCB

Figure 2.1.
Dimensions of Organisational Citizenship Behaviour

Organisational Citizenship Behaviour

L
1 1 L 1 1

In his investigation of OCB, Organ (1988) identified five major dimensions of OCB, namely:

altruism, conscientiousness, sportsmanship, courtesy and civic virtue. These five dimensions
are briefly discussed below, though, there is a great deal of conceptual overlap between the

concepts.

2.2.1.1. Altruism

According to Organ (1988) altruism can be explained as portion of voluntary measures that one
takes to help another person with a work problem, for instance, it can involve teaching a new
employee how to use work equipment. Altruism refers to a member helping other members of
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the organisation in their work. Podsakoff et al. (2000) suggested that altruism was significantly

related to performance evaluations and correspondingly, positive affectivity.

2.2.1.2. Conscientiousness

Conscientiousness refers to instances in which employees perform their role behaviours well
beyond the minimum required levels, such as attending required meetings, keeping one’s work
area clean, punctuality, and adherence to other formal and informal rules designed to preserve
order in the work place (Organ, 1988). Moreover, Hemakumara (2019) complements that
conscientiousness is a discretionary behaviour which goes beyond employees’ minimum work
needs of the position and the job, such as working additional hours, keeping to minimum breaks,

conforming organisations rules and regulations.

2.2.1.3. Sportsmanship

Sportsmanship refers to behaviours such as not complaining about trivial matters or making
petty grievances, enduring uncomfortable working conditions without complaining, maintaining
a positive attitude in difficult circumstances, and being willing to sacrifice personal interests for
group interests (Organ,1988; Podsakoff et al., 2000).

2.2.1.4. Courtesy

Courtesy refers to “such actions as “touching base” with fellow employees, whose work could
be affected by one’s decisions or commitments, notice, reminders, passing along information,

consultation, and briefing all suggest the intrinsic quality of courtesy” (Organ, 1988 p.10).

2.2.1.5. Civic virtue

Civic virtue refers to active participation in the political life of an organisation. Examples of this
type of behaviour include attending meetings that are not required but important, reading intra-
office mail, discussing work issues on personal time, voting, and speaking up (Organ, 1988). It
is more about employees’ involvement and concern about the organisational life, monitoring

organisations opportunities and threats, looking for the best interest of the organisation and
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active participation in managerial events. According to Buluc (2015), another advantage of
engagement in OCB is a signal that it gives the organisation on the intentions to quit among its
employees, as OCBs have been conceivable to be negatively associated with intention to quit.
Podsakoff et al. (1997) supported the negative association between OCB and intention to quit
through the argument that engaging in OCB would enable the enrichment of employee morale
in the workplace, consequently reducing employee turnover. Please see Table 2.1 for the

different conceptualisations of OCB.

Table 2.1

The dominant themes of organisational citizenship behaviour

Researcher Themes

Smith, Organ and Near (1983) Altruism and generalised compliance

Organ (1988) Altruism, Conscientiousnes Sportsmanship civic virtue,
courtesy s

Lin (1991) Identification with the organisation, assistance to colleagues,
harmony, righteousness, discipline, self-improvement

Williams and Anderson (1991) Organisational  citizenship  behaviour (OCBI) and

Organisational
Citizenship behaviour organisation (OCBO)
Van Dye, Graham and Dienesch Loyalty, obedience, social participation, functional

(1994) participation

Moorman and Blakely (1995) Interpersonal helping, individual initiative, personal industry,
loyal boosterism

Van Scotter and Motowidlo (1996) Interpersonal facilitation and job dedication

Farh, Early and Lin (1997) Identification with the company, altruism toward colleagues,

conscientiousness, interpersonal harmony, protecting
company resources

Podsakoff, MacKenzie, Paine, and Helping behaviours, sportsmanship and civic virtue,
Bachrach (2000) organisational loyalty, organisational compliance,
individual
initiative, self-development

Source: Extracted from Mahembe, B., Engelbrecht, A. S., Chinyamurindi, W., &
Kandekande, L. R. (2015). A study to confirm the reliability and construct validity of an
organisational citizenship behaviour measure on a South African sample. SA journal of
Industrial Psychology, 41(1), Art.#1289, 8 pages.
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2.3. CONCEPTUALISING ORGANISATIONAL COMMITMENT

Muda and Fook (2020) posits that organisational commitment refers to an individual's
identification with and involvement within an organisation, thus it is more of a psychological
attachment. Meyer and Allen (1997) proposed a three-component model of organisational
commitment: affective, continuance and normative commitment. In this study, organisational
commitment is referred to the ‘Three-Component-Model (TCM)’ of commitment that consists of

affective commitment, continuance commitment and normative commitment (Meyer & Allen,

1991, 1997) which is commonly referred to as Meyer and Allen commitment model.

Based on Meyer and Allen’s commitment model (1997), organisational commitment indicates

the relationship between employee and organisation that stimulates employee’s decision to

continue or discontinue their membership with the organisation.

Figure: 2.3

Organisational Commitment Model (Meyer & Allen, 1997)
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2.3.1. Affective Commitment

Affective commitment refers to employees’ emotional attachment to the organisation, as an
employees’ positive work experiences increase, affective commitment also increases (Robyn,
2012). Furthermore, the study conducted by Boshoff et al. (2002) indicated that if managers
intend to retain their employees, they should focus on increasing affective commitment among
their staff members, thus a management challenge would be to expand the career orientation
of employees and to form a yearning to continue their careers with the current employer. Gota
(2017) is of the view that employees who have similarly high levels of continuance commitment
have an increased level of role conflict and role ambiguity as well as low withdrawal perceptions.
This situation neither benefits the employee nor the organisation as the employee remains in

an uncomfortable situation because of their need or lack of alternatives.

2.3.2. Continuance Commitment

Muda and Fook (2020) argue that continuance commitment is focused on the costs that
employees associate with exiting the organisation. Robyn (2012) had earlier on suggested that
a high level of continuance commitment may preserve an employee tied to an organisation, but
it is unlikely to produce high levels of performance. Substitute employment opportunities might
influence some employees as many are matured thus more willing to move from one

employment to the next, in search for better opportunities.

2.3.3. Normative Commitment

Normative commitment refers to employees’ state of responsibility to remain with the
organisation, which stems from wide-ranging norms before an individual even enters an
organisation (Meyer & Allen, 1997; Robyn, 2012). The development of normative commitment
might also result from organisational socialisation, especially in politically influenced
organisations such as local government municipalities, some appointments are made by the
political principals that value loyalty and that methodically and consistently communicate that
value to employees. The psychological impact of many politically appointed has shifted from a
previous emphasis on job security and loyalty to the current emphasis on employability and
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loyalty to one’s own career and keeping their political principals secured. Therefore, it could be
contended that long-term commitment to a single organisation is not one of the norms of the

state led organisations employees as many are deployed by their political parties.

2.4. CONCEPTUALISING INTENTION TO QUIT

For organisations to strive and to maintain a competitive edge, it is important to have quality
employees as part of their workforce. However, it is not usually the case for some of the public-
sector entities such as local government sector. Mnukwa (2009) posits that municipalities in
South Africa are generally confronted by higher labour demands owing to a greater workload,
given the increased areas of operation for municipalities compared with their previous role, the
high turnover rate and a shortage of skilled personnel; thus, employee retention should be

considered a successful investment within an organisation due to the high cost of recruitment.

Boshoff et al. (2002) and Abdul et al. (2021) posits that the intention to quit or to stay with an
employer starts with the individual evaluating their current situation and then moving through
several stages until a firm intention to quit is reached. Though intentions are an accurate
indicator of subsequent behaviour, the determinants of such intentions are still not known.
Employee turnover is commonly a universal concern particularly in this era of high labour
robustness. A few studies on turnover studies in general have been conducted. Although this
is the case, there has not been much focus explicitly on turnover of employees in the semi-rural
municipalities of South Africa. South Africa is a country which is focusing on infrastructural
provision as its primacy. Hence, it is crucial for municipalities to employ and retain qualified
and experienced personnel. This will warrant appropriate planning, timeous elimination of

service backlogs and provision of services in a more effective and efficient manner.

Carrim, Basson and Coetzee (2006) states that turnover intention is deliberate, and it is a
conscious decision to leave an organisation. This should be separated from the actual turnover
which refers to the actual termination of one’s employment within an organisation. Actual
turnover can be broken down into two types; namely voluntary and involuntary turnover.
Turnover intention is a vital construct and organisations should be mindful of its consequences,

thus make decisions that are likely to guard and enhance the productivity of that organisation.
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As cited on Robyn (2012) theoretical empirical studies done by Jacobs and Roodt (2008) have
revealed that turnover intention, as well as intention to stay, are the strongest determinants or

immediate predecessors of actual turnover.

2.4.1. Mobley’s Model

Turnover intention is the cognitive process of thinking, planning, and desiring to leave a job
(Mobley, Griffeth, Hand, & Meglino, 1979). It is important to fully understand the multi-staged
process of turnover intention. The research study by Mobley et al. (1979) described intention to
quit as the conclusion of a decision process, whereby the employee initiates the process by
evaluating his or her current situation. This is followed by several stages (for example,
evaluating the usefulness of the job search; evaluating the cost of quitting; intending to and
searching for alternatives, and then evaluating alternatives compared to the present job) until a
firm intention to quit decision is reached. Robyn (2012) highlights that many organisations

undervalue the cost of turnover and consequently under invest in reducing it.

Figure: 2.4

Mobley’s decision process model
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2.5. THE RELATIONSHIPS BETWEEN PSYCHOLOGICAL CAPITAL, ORGANISATIONAL
CITIZENSHIP BEHAVIOUR, ORGANISATIONAL COMMITMENT AND INTENTION TO QUIT

Taking in to account the literature based on theoretical and empirical findings into account it is
hypothesised that psychological capital positively affects organisational citizenship behaviour
and organisational commitment, and that intention to quit can negatively affect the organisation.
The following will provide a brief synopsis on the relationship between these variables with a
subsequent hypothesis.

2.5.1. Psychological Capital and Organisational Citizenship Behaviour

Psychological capital is frequently focused on goal accomplishment through an employee’s
ability to identify several paths to achievement, for instance: hope, resilience and optimism
(Chen, Zeng, Chang, & Cheung, 2019). Pouramini and Fayyazi (2015) also highlights in a study
conducted in Iran that PsyCap is significantly positively correlated with OCB. Furthermore, this
is maintained by other studies using South African samples whereby PsyCap was found to be
statistically significantly correlated with OCB (Beal Il et al., 2013; Sepeng, 2016); therefore,
employees with high PsyCap engaged more in OCB than those with low PsyCap. According to
Luthans et al. (2007), the interconnection across PsyCap’s proportions provides to motivation,
desirable attitudes, task and goal accomplishment. Thus, Sharma and Sharma (2015) highlight
that at first, PsyCap was linked to productivity but far along its relationship with workplace
attitudes and behaviours were considered and empirically established. Theoretical and
empirical research has proven that psychological capital as a fundamental factor has a greater

influence on performance than its four individual components (Luthans et al., 2007).

H1: Psychological Capital positively influences Organisational Citizenship Behaviour

2.5.2. Psychological Capital and Organisational Commitment

Gota (2017) highlights a correlated relationship between psychological capital and
organisational commitment; according to a study in the education context by Sharifi and
Shahtalebi (2014), the dimensions of psychological capital were found to have positive
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relationships with organisational commitment. Etebarian, Tavakoli and Abzali (2012) found
a positive correlation between organisational commitment and hope as well as an inverse
correlation between organisational commitment and resilience. The results concluded that
an increase in hope was likely to increase organisational commitment. According to Luthans
(2002), resilience is about bouncing back from setbacks and owning the ability to forsake
harsh defeat, even positive events such as increased responsibility that will result in change.
The inverse relationship noted between organisational commitment and resilience may be
attributed to the assertion that employees who are flexible have less fear for loss of jobs or
change of circumstance. Therefore, they tend to display less commitment to an organisation,
particularly, continuous commitment. Therefore, they tend to display less commitment to an

organisation, particularly, continuous commitment.

H2: Psychological Capital positively influences Organisational Commitment

2.5.3. Psychological Capital and Intention to Quit

According to Boshoff et al. (2002, p. 14) and Treglown et al. (2018) “intention to quit is the
strength of an individual’s view that they do not want to stay with their current employer”.
Several studies have attempted to predict respondents’ intention to quit by measuring
variables such as job satisfaction, organisational commitment, job characteristics, stressors,
biographical variables and perceived support (Boshoff et al., 2002). Avey, Luthans and
Youssef (2010) found PsyCap was negatively related to cynicism, intentions to quit. The
literature so far suggests that psychological capital is negatively related to intention to quit
and positively related to organisational citizenship behaviours and organisational
commitment (Luthans et al, 2004). Organisational commitment has been proven to be
negatively correlated to employee retention; numerous studies have shown the link between

commitment and employees’ intent to quit (Meyer & Allen, 1991).

H3: Psychological capital is negatively related to employees’ intention to quit

2.5.4. Organisational Citizenship Behaviour and Intention to Quit

Recognising the effects of OCBs on organisational effectiveness will allow researchers and
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managers alike to more accurately weigh the potential positive and negative consequences that
may result from inspiring OCBs on the part of employees (Podsakoff, Whiting, Podsakoff &
Blume, 2009). Thus, if OCBs and task performance both contribute to managerial evaluations
and reward allocation decisions, then it is important to determine which of these variables
managers give the greatest weight to in their decision-making processes. Newman, Ucbasaran,
Zhu, and Hirst (2014) reviewed several PsyCap studies for performance, attitudinal,
behavioural, and well-being outcomes at the individual, team, and organisational levels. They
found that PsyCap negatively relates to undesirable attitudes such as cynicism, turnover
intentions and positively with desirable organisational citizenship behaviours; consequently,
Organisational Citizenship Behaviour as a performance indicator and Intention to quit which
potentially impacts on performance and the bottom line are essential outcome measures. More
explicitly, these studies indicate that PsyCap acts as a positive resource to enhance OCB
(Newman, Ucbasaran, Zhu, & Hirst, 2014; Wu & Nguyen, 2019) and intention to stay with the
organisation (Dhiman & Arora, 2018; Maloney, Boxall, Parsons, & Cheung, 2018). As cited in
Podsakoff et al. (2009) Chen et al. (1998) have maintained that OCBs are relatively unrestricted
forms of behaviour and that, as a result, low or decreasing levels of these forms of behaviour
may serve as an indication of an employee’s withdrawal from the organisation. Consistent with
these expectations, a study by Sepeng et al. (2020) have shown that OCBs are negatively
related to both employee turnover intentions and actual turnover. Therefore, the following

hypothesis:

H4: Organisational Citizenship Behaviour is negatively related to intention to quit

2.5.5. Organisational Commitment and Intention to Quit

There are several reasons for an organisation to increase the level of commitment amongst its
employees, for instance, committed employees can result in enhanced job performance, lower
employee turnover, decreased absenteeism and long job tenure among other positive
outcomes (Gota, 2015). Thus, organisational commitment as a variable has been widely
explored as a phenomenon within the organisation and its impact on the workplace on major
organisational outcomes. As cited in Samuel and Engelbrecht (2021), convergence of literature

has decisively recognised negative correlations between organisational commitment and
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intention to quit or actual quitting (Baakile, 2011; Griffeth, Hom, & Gaerner, 2000; Meyer &
Allen, 1997; Meyer, Allen, & Smith, 1993; Perryer et al., 2010). Furthermore, Samuel and
Engelbrecht (2021) highlights that research outcomes are often consequential from the
probability that employees who are emotionally attached to their organisations will exhibit a low

propensity to quit. It is on the strength of this argument that the following hypothesis:

H5: Organisational Commitment is negatively related to intention to quit

Therefore, the theoretical hypotheses formulated through the literature study led to the
development of the theoretical model (figure: 2.5).

Intention to
quit

Psychological
Capital

Organisational
Commitment

Figure 2.5 The Hypothesised Model

2.7. Conclusion

This chapter provided an overview of the research literature on psychological capital,
organisational citizenship behaviour, organisational commitment and intention to quit to answer
the research question. Each construct was defined, conceptualised and discussed. In addition,
a brief review of the relationship between the constructs were provided leading to the postulation
of the hypotheses that will guide the study. Lastly, the chapter concluded with the proposed
conceptual model. The following chapter will look at the research methodology used to test the

model as well as answer the overarching research question.
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CHAPTER THREE

RESEARCH METHODOLOGY
3. INTRODUCTION

From the review of the literature in chapter two, the conceptual definitions of psychological
capital, organisational citizenship behaviour, organisational commitment and intention to quit
were highlighted. The literature review and discussion thereof, led to the understanding of the
relationship among the variables of this research study. In addition, the literature review

assisted in the formulation of research hypotheses for the current study.

In this chapter, the methodology that was used in the investigation of the relationship between
psychological capital, organisational citizenship behaviour, organisational commitment and
intention to quit will be discussed. The chapter will specifically detail the sampling procedure,
measuring instruments, psychometric properties of the measuring instruments, data collection
method, statistical methods that were used to assess the hypotheses proposed for this study

as well as the ethical consideration

3.1 RESEARCH DESIGN

Creswell (2011) define research designs as plans and procedures for research that span the
decisions from broad assumptions to detailed methods of data collection and analysis and this
plan involves more than a few decisions. The complete decision involves which design should
be used to study a topic. Informing this decision should be the worldview assumptions the
researcher brings to the study; procedures of inquiry (called strategies); and specific methods
of data collection, analysis, and interpretation. The selection of a research design is also based
on the nature of the research problem or issue being addressed, the researchers' personal
experiences, and the audiences for the study. Further, Creswell (2009) mentions three different
types of research designs and approaches for accomplishing research investigations namely
guantitative, qualitative and multimethod approaches.

The quantitative research design is centred on generating and examining relationships
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between variables, numerically measured and analysed using a variety of statistical techniques
(Sekaran, 2003). The quantitative research approach is associated with the positivism
metatheory. Additionally, this research design can be associated with a deductive approach
(where the concentration is on utilising empirical data to test theory) or an inductive approach
(where data is used to develop theory) (Sauders et al., 2012). The advantage of utilising this
approach is that it is cost effective and less time consuming than qualitative methods. However,
guantitative research measures do not provide in-depth information. Furthermore, respondents
may give inaccurate information or responses that are biased and socially desirable (Saunders
et al., 2012).

A cross-sectional correlational study design was used. This entails a process whereby one or
more samples of the population is selected, and information are collected at once. According to
Lau (2017), cross-sectional design allows researchers to describe the characteristics of a
population or the differences between two or more populations and researchers can make
predictions based on the correlational survey data. Lau (2017) further explains that correlational
studies are different from comparative studies in that the evaluator does not control the
allocation of subjects into comparison groups or assignment of the intervention to specific
groups. Instead, the evaluator defines a set of variables including an outcome of interest then
tests for hypothesised relations among these variables. The outcome is known as the
dependent variable and the variables being tested for association are the independent

variables.

A quantitative research design was employed in the current study because it is a descriptive
study whereby the subjects are generally measured once; and the intention is to only establish
relations between variables; and, the study may include a sample population of hundreds of
subjects to ensure that a valid estimate of a generalised relationship between variables has
been obtained. Specifically, the theoretical model (see Figure 2.5) was tested using structural

equation modelling (SEM).

3.2 STATISTICAL HYPOTHESES

Subsequently to the detailed literature review, a theoretical model was developed (refer to
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Figure 3.1). This model depicts the hypothesised causal linkages between psychological
capital, organisational citizenship behaviour, organisational commitment and intention to quit.
To successfully test the validity of the postulated relationships in the structural model, the
following specific research hypotheses were tested:

Hypothesis 1: psychological capital positively influences organisational citizenship behaviour
Hypothesis 2: psychological capital positively influences organisational commitment
Hypothesis 3: psychological capital is negatively related to employees’ intention to quit

Hypothesis 4: Organisational Citizenship Behaviour is negatively related to intention to quit

Hypothesis 5: Organisational Commitment is negatively related to intention to quit

Figure 3.1. Conceptual Model
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3.3 SAMPLING AND RESEARCH PARTICIPANTS

3.3.1 Population

A population can be described as the entire group of people, events, or things of interest that a
researcher requests to investigate (Neuman, 2000; Sekaran, 2010). For the present study, the
population comprised of employees from a selected local municipality in Pietermaritzburg,

KwaZulu Natal.

3.3.2 Sample Size

A sample is defined by Huysamen (1998, p. 3) as “a relatively small subgroup of individuals
from the population.” A sample provides an idea or comprehension of what generally happens
in the population (Sekaran, 2010). For conclusive research purposes a sample size of 150
municipal employees was used to conduct the current research study. According to Sekaran
(2010), a sample size between 30-500 subjects is appropriate for most research studies. A total
of 150 municipal employees participated in this study. The sample consisted of 89 females
(59.3%) and 61 males (40.7%) participants. The majority (37.3 %) of participants fell in the age
category of 41-50 years old, with the 31 — 40 years old (31.3 %) accounting for the second most
representative age category. The ethnic distribution in the sample was Black (African) people
(59.3%), Indian people (22%), Coloured people (12.7%) and White people (4%). Most
participants held a post — matric qualification (60.7%) as the highest level of qualification whilst
a matric (30%) and pre — matric (9.3%) accounted for the rest of the participants highest
qualification obtained. The length of service in the organisation distribution in the sample was
most representative of below 5 years (41.3%) with 6 — 10 years (26.7%), 11 — 15 years (14%)
and above 15 years (18%) accounting for the rest of length in service.

3.3.2 Sampling procedure

There are two kinds of sampling methods; namely probability sampling and non-probability
sampling. In probability sampling, the elements in the population have some known chance of
being selected as sample subjects. In non-probability sampling, the elements do not have a
known or predetermined chance of being selected (Sekaran, 2010).

25|Page



For this study a non-probability sampling was used, which may mean that the findings from the
study cannot be confidently generalised to the population. Also, a non-probability convenience
sampling was used due to the practical challenges linked with getting all municipality workers
to complete questionnaires during working hours (Sekaran, 2010). There are several benefits
of selecting this sampling procedure, primarily, the sample was without difficulty obtainable
(accessibility) and furthermore, it was cost effective and less time consuming. The
disadvantages of the chosen sampling procedure include findings cannot be confidently
generalised therefore, it gives a low-quality sample; participants are not randomly selected;
consequently, everyone will not be given a fair opportunity to participate in the study (Sekaran,
2010).

3.4 DATA COLLECTION PROCEDURE

The data collection is essential to the research process. Data is collected for the purpose of
testing postulated hypotheses, analysing the data, and ultimately meeting the research
objectives and answering the research question. The data collection procedure is a crucial part
of the research design, as the manner in which the data is collected could have a major impact
to the precision and effectiveness of the research investigation (Sekaran, 2010). It is important

that with a good theoretical base, a sound methodical design is selected and implemented.

Subsequently to the data collection process and distribution of the questionnaires, permission
was obtained from the University of the Western Cape - Humanities and Social Sciences
Research Ethics Committee as well as the Msunduzi Local Municipality. Once permission was
granted, an introductory email about myself as a researcher for this study was circulated to all
senior managers and managers to endorse the study, drive participation and further establish

a rapport prior to my personal representation within their departments.

The questionnaires were personally delivered to selected sub — departments within the
municipality. Each participant received a questionnaire comprising of an information sheet,
consent form, biographical section and four measuring instruments namely psychological
capital, organisational citizenship behaviour, organisational commitment and intention to quit.
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Information pertaining to the rationale of the study and basic instructions on successfully
completing the questionnaire was provided on the information sheet. Regarding the
guestionnaire administrative procedures, the questionnaires were handed to individual
participants in their offices and dining hall area and were further collected personally from the
participants after a one week. A total of 150 questionnaires were returned out of a distributed
total of 200 questionnaires indicting a 75 percent response rate.

3.5 DATA COLLECTION INSTRUMENTS

For this research study, a questionnaire was considered suitable as a data gathering
instrument. Sekaran (2003) and Saunders et al. (2012) state that questionnaires are valuable
since the cost per questionnaire is relatively low; the method of collection produces quick results

and they are relatively easy to analyse.

Four research instruments were identified through the literature review as being reliable, valid
and applicable when measuring the constructs under investigation. To measure the constructs
under study the following measuring instruments were used: The Psychological Capital
Questionnaire — PCQ- 24, the Organisational Citizenship Behaviour Scale (OCBS), the Allen
and Meyer’s Organisational Commitment scale and the Intention to Quit questionnaire. The first
section (Section A) consisted of the demographic information, while the remaining four sections
(section B to E) comprised the self-reporting measuring instruments abovementioned. These

measuring instruments are discussed below.

3.5.1 Psychological Capital

Psychological capital was measured using the by 24-item PsyCap questionnaire or PCQ- 24
(Luthans, Avolio, et al., 2007; Luthans, Youssef, et al., 2007). According to Avey et al. (2009);
Luthans et al., (2007); Luthans, Avey, Clapp-Smith and Li (2008) the PCQ has established
adequate psychometric properties in several samples. In addition to a merged full-scale
construct, the PCQ measured four subscale constructs: hope (6 items), optimism (6 items),
resiliency (6 items) and self-efficacy (6 items) measured on a 5-point Likert-type scale. Previous

research has further shown strong factor-analytic fit for the PsyCap questionnaire across
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multiple samples (Avey et al.,, 2009; Luthans et al., 2007), for example, each of the four
subscales was drawn from established scales previously published, tested and used in recent
workplace studies, more specifically, the hope items were adapted from Snyder et al.’s (1996)
State Hope Scale, the optimism items from Scheier and Carver’s (1985) Measure of Optimism,
the self-efficacy items from Parker’s (1998) measure of self-efficacy in the workplace and
resilience from Wagnild and Young’s (1993) Resilience Scale. Good internal consistency for the
respective subscales (hope: 0.72, 0.75, 0.80, 0.76; optimism: 0.74, 0.69, 0.76, 0.79; self-
efficacy: 0.75, 0.84, 0.85, 0.75; and resilience: 0.71, 0.71, 0.66, 0.72) on the four samples
utilised in the Luthans, Avolio, Avey, and Norman (2007) study were reported.

3.5.2 Organisational Citizenship Behaviour

The Organisational Citizenship Behaviour Scale (OCBS) was used to measure the strength of
municipal employees’ organisational citizenship behaviours. The OCBS was developed by
Podsakoff et al. (1990) and includes 24 items measuring 5 dimensions: altruism,
conscientiousness, sportsmanship, courtesy and civic virtue (Hazzi, 2012). A five-point Likert
scale, ranging from 1 (strongly disagree) to 5 (strongly agree), was used. A research study
conducted by Mahembe, Engelbrecht, Chinyamurindi and Kandekande (2015) reported
reliabilities ranging from 0.80 to 0.98 on a South African sample.

3.5.3 Organisational Commitment

The Organisational Commitment Questionnaire which was developed by Allen and Meyer
(1990) contains 15 items, divided between three subscales namely, affective, continuance and
normative commitment (5 items each for affective commitment, continuance commitment and
normative commitment was selected), to determine cross cultural validity and reliability of the
scale. All items used five-point Likert scale ranging from strongly disagreed (1) to strongly
agreed (5). Albdour and Altarawneh (2014) research findings on work engagement and
organizational commitment regarding bank employees in Jordan found Cronbach alphas
ranging from .82 to .90, these values are above the minimum acceptable value of .70.
Furthermore, Khwela (2001) findings reported a Cronbach alpha coefficient of .87. Reliability

coefficients of above .80 have also been reported on each one of the three types of
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organizational commitment in a study carried out by Allen and Meyer (1990). The Organisational
Commitment Questionnaire has been acknowledged to be reliable therefore the rationale for

using the above questionnaire was because they have been found to be reliable and valid.

3.5.4 Turnover Intentions

Turnover intentions were measured by a questionnaire developed by Roodt (2004). The
Turnover Intention Questionnaire encompasses 15 items measured on a five-point intensity
response Likert scale anchored at extreme poles (e.g. “never” 1-low intensity, to “always” 5-
high intensity) (Roodt, 2004). Furthermore, Roodt (2004) mentions that most instruments in the
literature measure turnover intentions on a relatively small number of items, resulting in single-
item measures assessing turnover intentions being strongly criticised due to unknown construct
validity. Examples of items included in the questionnaire (Roodt, 2004) were: “How often have
you recently considered leaving your job?” and “How frequently have you been scanning
newspapers for new job opportunities?” A Cronbach Alpha of .913 was obtained in the initial
study using this questionnaire, indicating an acceptable reliability. Prior to the research
conducted by Roodt (2004), most instruments in the literature measure turnover intentions on
a relatively small number of items, resulting in single-item measures assessing turnover
intentions being strongly criticised due to unknown construct validity. This instrument is at
present used in South Africa (Martin & Roodt, 2008).

3.6 STATISTICAL ANALYSIS

To statistically analyse the results of this study, quantitative techniques were used. Missing
values were addressed using the multiple imputation method which replaces the missing values
with the averages for the variable concerned. Item analysis was then conducted to ascertain
and exclude poor items and subsequently improve the internal consistency of the scales
pertaining to the variables being measured in the study. Iltem analysis was achieved using the
SPSS Reliability procedure available in SPSS version 27 while the LISREL version 8.80 was

used to perform confirmatory factor analysis (CFA) and to fit the comprehensive LISREL model.
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3.6.1 Missing Values

Pallant (2016) posits that before data analysis is performed, the problem of missing values
requires attention as it is a communal knowledge that data collection produces incomplete
values. Missing data usually occurs as of respondents failing to respond to certain questions
due to a variety of reasons as well as refusing to respond on the part of the participants
(Williams, 2015). The missing values problem can have a significant effect on the conclusions
drawn from the data. The multiple imputation method is usually the preferred method of
addressing missing values as it does not result in a significant reduction in sample size — it

replaces missing values with averages calculated from complete cases on a variable.

3.6.2 Item Analysis

According to Pallant (2016) the finding and removal of poor items which do not contribute to the
overall reliability of the scale is referred to as item analysis. It is a statistical method used by
researchers to identify the total reliability of their test items (Pallant, 2016). Iltems found to be
unconnected, or with a minimal relationship to the construct, are subsequently eliminated from
the data. Item analysis serves the purpose of identifying and removing those items that do not
contribute to the internal consistency of the variables under measurement by the subscales,
thereby enhancing the overall content validity of the subscale. Internal consistency refers to the
magnitude in which items in a scale or measurement device are consistent and reflective of the

same underlying construct (Cooper & Schindler, 2003).

For this study, the item analysis was executed using the reliability analysis procedure available
in the SPSS version 27 which calculated and generated the Cronbach alpha value, item-total
correlation statistics and inter-item correlation statistics. Nunnally’s (1967) guidelines were used
to determine levels of reliability for the scales as indicated in Table 3.2. An item is excluded
from further analyses if it has an item-total correlation value less than 0.30 and would result in

a considerable increase in the scale internal consistency when removed (Pallant, 2016).
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Table 3.2

General guidelines for interpreting reliability coefficients (Nunnally, 1967, p.206)

Reliability coefficient value Interpretation

0.9 and above excellent

0.80-0.89 good

0.70-0.79 adequate

below 0.70 may have limited applicability

(Nunnally, 1967, p. 206)

3.7 CONSTRUCT ANALYSIS USING EXPLORATORY FACTOR ANALYSIS (EFA)

Costello and Osborne (2005) as cited in van der Hoven (2016) explains the Exploratory Factor
Analysis (EFA) as a statistical technique or approach that is frequently used in social sciences
to explore the interrelationships among a set of variables. EFA is a technique used to reduce a
smaller set of summary variables and to explore the underlining theoretical structure of the
phenomena. Therefore, the researcher only explores the key constructs to produce a theoretical
model or theory from a large set of latent constructs usually characterised as items (Williams,
Brown, & Osman, 2012).

The purpose of EFA is to remove any latent variables that cause manifested variables to differ
in the same period (Costello & Osborne, 2005). The objective of conducting a dimensionality
analysis is to examine if the subscales are unidimensional. Items with an inadequate factor
loading are removed. The following guidelines were followed to determine which items to extract
and which items to include when conducting the EFA:
e factors with an eigenvalue of 1.0 or more are retained for further investigation and will
not be extracted (Tabachnick & Fidell, 2013);
e if an item results in an item-total correlation of less than 0.30 on any factor, it means that
the item is measuring something different from the scale as a whole. Therefore, the item
will be excluded (Fields, 2005);

e an item loading less than 0.30 on more than one factor would be excluded if the
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difference between the higher and the lower loading was 0.25 (Tabachnick & Fidell,
2013); and

e a Kaiser-Meyer-Olkin measure of sampling adequacy (KMO index) cut-off value used in
this research study was 0.70. According to Kaiser (as cited in Fields, 2005), values
greater than 0.50 is acceptable, values between 0.50 and 0.70 as mediocre, and values
between 0.70 and 0.80 as good. Furthermore, values between 0.80 and 0.90 are great

and values above 0.90 are superb (Fields, 2005).

3.8 CONFIRMATORY FACTOR ANALYSIS (CFA)

Confirmatory factor analysis is a sophisticated set of techniques used to assess specific
hypotheses or theories concerning the structure underlying a set of variables (Pallant, 2016).
The research statistically tests the hypotheses by utilising theoretical knowledge, experiential
research or a combination of the two (Suhr, 2006). The aim of CFA is its utilisation to assess
the factor structure of a set of established variables by confirming whether the observed data
correlate with the latent variables according to the form defined in the measurement model.
Mahembe and Engelbrecht (2013) suggest that the CFA produces a sequence of fit indices
which indicate how close the measurement model, with its parameter estimates, fits the data
collected. Furthermore, according to Tabachnick and Fidell (2001), before CFA can be
employed a few activities need to be completed namely, continuous categorical data must be
acknowledged; data must be normalised; the problem of missing data must be solved; the size
of the sample must be adequate; item validation need to be executed; and the theoretical model

must be considered.

3.8.1 Structural Equation Modelling

Structural Equation Modelling (SEM) is used as a prevailing confirmatory technique as it affords
the researcher greater control over the form of limitations placed on items and factors when
analysing the hypothesised model (Kline, 2005). SEM is used in helping to explain the patterns
of covariances found amongst the observed variables in terms of relationships hypothesised by
the measurement and structural models. Diamantopoulos and Siguaw (2000) as cited in

Mahembe and Engelbrecht (2013) that the measurement model serves to describe how each
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latent variable is operationalised by corresponding manifest indicators. The structural model
serves to describe the relationships between the latent variables themselves.

SEM also involves conducting confirmatory factor analysis to assess the measurement
properties of the scales used to operationalise the variables (Kelloway, 1998). Due to the nature
of the study testing a predictive model, SEM permits the specification and testing of complex
“‘path” models. Importantly, SEM also provides both a powerful and flexible means of
simultaneously assessing the quality of measurement and examining predictive relationships

amongst constructs in latent variable models (Kelloway, 1998).

According to Hu and Bentler (1995), the statistical theory underlying SEM is asymptomatic,
which works from the assumption that large sample sizes are necessary to provide stable
parameter estimates. Subsequently, some researchers have proposed that SEM analysis
should not be conducted on sample sizes below 200, while others make recommendations for
minimum sample sizes between 100 — 200 participants (Kline, 2005). The key objective of
examining a model’s overall goodness of fit is to ascertain the degree to which the entire model
is consistent with the empirical data (Diamantopoulos & Siguaw, 2000 as cited in Mahembe,
2013). The measurement model represents the relationship between the latent constructs
(psychological capital, organisational citizenship behaviour, organisational commitment and
intention to quit) and its corresponding manifest indicators while the structural model describes
the relationships between the latent constructs themselves. The statistical programme, LISREL
8.80, was utilised to execute the confirmatory factor analysis on the overall measurement model

to determine the goodness of fit.

3.9 Ethical Considerations

The intended research safeguarded confidentiality to all participants who chose to be involved
in the study. The research participants were informed that they are under no obligation to
participate in the research study. Furthermore, the purpose of the study was clearly explained
to all participants by seeking informed consent before data collection. Anonymity was

guaranteed as participants instead were only asked to reveal specific biographical details about
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themselves for data capturing purposes and no names were required. Research participants
were not exposed to any sort of physical, emotional or psychological harm and the study was
as unobtrusive as possible. Finally, research participants were assured that no individual results
will be disclosed in any form of publications, and instead only aggregated data related to the
total sample being studied will be reported and discussed, which ensures confidentiality. Data
collected was not misrepresented or distorted in any way, shape or form.

The above actions were taken for the benefit of others, so as not to interfere with their emotional,
physical or psychological being. The ethical principle of beneficence was upheld in this research
study to ensure the benefit and minimize the harm. This is to ensure that any potential risks of
harm posed by the research are within reason considering anticipated benefits. The research
followed a sound design and the researcher was competent in executing the research study.
Furthermore, non-maleficence was prioritised in this study with the main objective of the

research seeking to enhance and promote the human condition.

3.10 CONCLUSION

This chapter outlined the research methodology and the design used in the research study. It
further provided a comprehensive description of the particular research process followed in this
study by focusing on the research design, participants, procedures, measuring instruments and
statistical procedures. In addition, the sampling procedure as well as the specific biographical
information obtained from the sample were reported on in this chapter. The psychometric
properties of the measuring instruments were outlined and elaborated on, as well as the specific
data analysis techniques to answer the research question effectively and objectively. The

results are presented in chapter four and will be further discussed in chapter five.

34|Page



CHAPTER FOUR

PRESENTATION OF RESULTS
4. INTRODUCTION

This chapter presents the results of the research study based on the statistical analyses of the
data collected from the research respondents. The statistical programmes used for the analyses
and presentation of the data in this research are (1) the Statistical Package for Social Sciences
(SPSS) version 27 and (2) the LISREL 8.80. Thus, this chapter commences with the discussion
of the treatment of missing values, followed by the discussion of item and dimensional analyses;

and concludes with the evaluation of the overall measurement and structural models.

4.1 MISSING VALUES

Missing data is usually a common manifestation when self-reporting instruments such as
guestionnaires are used. Their occurrence is a result of respondents failing to respond to certain
guestions due to a variety of reasons (Williams, 2015). The missing values problem can have
a significant effect on the conclusions drawn from the data. The multiple imputation procedure

available in LISREL 8.80 was used to address missing values.

4.2 ITEM ANALYSIS

Four gquestionnaires discussed in Chapter three were used to collect data from the research
sample. The SPSS version 27 was used to assess the reliability of the variables. Conducting
item analysis enabled the identification and elimination of items that did not add to the internal
consistency of the variables assessed by the subscales, thereby improving the reliability of the
scales. The four (4) instruments used in the study were subjected to item analyses and the

output in discussion in the section below

4.2.1 Item analysis of the Psychological Capital Questionnaire

The Psychological Capital Questionnaire, which was developed by Luthans, Youssef and Avolio
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(2007) is a self-reporting 24-item questionnaire. It has four subscales, namely, self-efficacy,
hope, resilience and optimism. The items are measured on a 5-point Likert scale. Hence items
analysis was performed on each of the respective subscales of the instruments used in the

study.

4.2.1.1 Item analysis for the Self Efficacy subscale

A Cronbach alpha of a = .87 was obtained for the Self-efficacy subscale. According to Pallant
(2016), acceptable values for the Cronbach’s alpha should be above .70, hence the reliability
coefficient of the Self-efficacy subscale was satisfactory. According to Pallant (2016), values
showing the Corrected Item-Total Correlation should not be below .30 as it indicates that the
item is measuring something different from the scale. As shown in Table 4.1, all the corrected
item-total correlations were larger than .30. The Item-Total Statistics also shows the impact of
deleting an item from a scale on reliability. Deleting a poor item result in an increase in the
Cronbach alpha of a scale, while deleting a good item reduces the reliability (Cronbach alpha)
of a scale. With regards to the Self-efficacy subscale, no item would result in a significant

increase in the Cronbach alpha when deleted; hence, all the items were retained.

Table 4.1
The reliability analysis output for the Self-efficacy subscale

Reliability Statistics

Cronbach's Alpha

Based on
Cronbach's Alpha  Standardized Items N of ltems
872 .875 6
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Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

Item Deleted Item Deleted Correlation Correlation Deleted

bl 20.40 13.315 571 452 .866
b2 20.25 12.580 .656 .543 .853
b3 20.37 12.048 .726 .678 .841
b4 20.19 12.300 (42 .680 .839
b5 20.83 10.990 .695 522 .851
b6 20.33 12.745 .681 .562 .850

4.2.1.2 Item analysis for the Hope subscale

The Hope subscale has an internal consistency coefficient of a = .87 which is greater than the
minimum acceptable level of 0.70 considered adequate (Nunnally & Bernstein, 1994; Pallant,
2016). None of the items were flagged to be problematic. The corrected item-total correlation
indicated that all the items correlated satisfactorily above .30 with the total score which is
acceptable (Pallant, 2016). None of the items would significantly increase the Cronbach alpha

if deleted and all the items were retained as depicted in Table 4.2.

Table 4.2

The reliability analysis output for the Hope subscale

Reliability Statistics

Cronbach's
Alpha Based
on

Cronbach's Standardized
Alpha ltems N of Items
.869 .888 6
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Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

Item Deleted Item Deleted Correlation Correlation Deleted

b7 20.60 9.538 715 712 .843
b8 20.81 8.478 .746 741 .833
b9 20.47 9.791 741 .668 .844
b10 20.81 9.451 .615 .562 .856
bl1 20.71 8.558 .818 .675 .821
b12 21.22 8.268 .549 434 .888

4.2.1.3 Item analysis for the Resiliency subscale

Resilience relates to the ability to spring back from setbacks. A Cronbach alpha of a =
.73 was obtained for the Resiliency subscale. According to Pallant (2016), acceptable
values for the Cronbach’s alpha should be above .70, hence the reliability coefficient of
the Resiliency subscale was satisfactory. The corrected item-total correlation values
shown in the Item-Total Statistics table give an indication of the degree to which each
item correlates with the total scale (Mahembe, 2014). The values range from .262 to .679.
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Table 4.3

The reliability analysis output for the Resiliency subscale

Reliability Statistics

Cronbach's
Alpha Based
on

Cronbach's Standardized
Alpha ltems N of Items
.728 .738 6

Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

Item Deleted Item Deleted Correlation Correlation Deleted

b13 20.74 8.046 455 357 .708
b14 19.83 8.507 .606 .667 .644
b15 19.65 10.485 444 342 .700
b16 19.91 7.817 .679 .693 .614
b17 19.39 10.643 401 .523 .709
b18 19.49 10.882 .262 480 739

4.2.1.4 Item analysis for the Optimism subscale

Optimism relates to the anticipation of good things to ensue. A Cronbach alpha of a = .71 was
obtained for the Optimism subscale. According to Pallant (2016), acceptable values for the
Cronbach’s alpha should be above .70, hence the reliability coefficient of the Optimism subscale
was satisfactory. The corrected item-total correlation values shown in the Item-Total Statistics
table give an indication of the degree to which each item correlates with the total scale
(Mahembe, 2014). Low values of less than .30 indicate that the item is measuring something
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different from the scale as a whole (Pallant, 2016). As indicated in Table 4.4, all the corrected

item-total correlations were larger than .30 except item b18 which correlated below .30.

Table 4.4

The reliability analysis output for the Optimism subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha ltems N of Items
711 737 6

Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

Item Deleted Item Deleted Correlation Correlation Deleted

b19 18.74 11.684 261 281 .718
b20 19.10 8.560 491 321 .661
b21 18.57 10.367 .580 A71 .646
b22 18.93 10.525 .389 432 .688
b23 19.92 8.839 414 .500 .696
b24 18.87 9.762 .673 .647 .617

4.2.2 ITEM ANALYSIS OF THE ORGANISATIONAL CITIZENSHIP BEHAVIOUR SCALE
(OCBS)

Podsakoff’'s et al. (1990) organisational citizenship behaviour scale (OCBS) was used to
measure OCB. This instrument was designed to measure Organ’s (1998) conceptualised 5
dimensions of OCB (sportsmanship, altruism, conscientiousness, courtesy and civic virtue). The
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item analysis was performed for each of the 5 subscales separately.

4.2.2.1 Item analysis for Altruism subscale

The Cronbach Alpha of a = .87 was obtained for the Altruism subscale which is above the
minimum acceptable level of .70 considered adequate (Nunnally, 1967). The corrected item-
total correlation reveals that the items for this dimension correlated above 0.30 with the total

score. None of the items were found to be problematic, thus no items were deleted. This is

presented in Table 4.5.

Table 4.5

The reliability analysis output for the Altruism subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's  Standardized
Alpha Items N of Items
.874 .875 5

ltem-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's
if Item Variance if Item-Total Multiple Alpha if Item
Deleted Item Deleted Correlation Correlation Deleted

cl 16.1733 6.681 .678 572 .856

c2 15.9333 6.908 .786 .650 .827

c3 16.3600 6.192 .813 674 .818

c4 16.0867 7.382 .678 537 .853

c5 15.7933 8.192 .589 .369 873
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Inter-ltem Correlation Matrix

cl c2 c3 c4 c5
cl 1.000 731 .642 451 419
c2 731 1.000 .706 .588 499
c3 .642 .706 1.000 .706 573
c4 451 .588 .706 1.000 525
c5 419 499 573 525 1.000

4.2.2.2 Item analysis for the Sportsmanship subscale

A Cronbach alpha of a = .68 was obtained for the Sportsmanship subscale. It is marginally
below the acceptable level of a = 0.70 considered adequate (Nunnally & Bernstein, 1994). The
corrected item-total correlation shows that item c11 correlated below .30 with the total score
and has a value of .247. The item-total statistics shows that the removal of item c11 would result

in a significant increase in reliability to Cronbach Alpha a =.72. The output is displayed in table

4.6.

Table 4.6

The reliability analysis output for the Sportsmanship subscale
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Reliability Statistics

Cronbach's

Alpha Based

on
Cronbach's  Standardized
Alpha ltems N of Items
.682 .710 5




Item-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's
if Item Variance if Item-Total Multiple Alpha if Item
Deleted Item Deleted Correlation Correlation Deleted

cliR 17.47 5.150 247 .080 715

cl2R 17.47 4.640 .503 404 .605

cl3R 17.27 5.190 .588 432 .608

cl4R 17.65 4.458 438 217 .633

cl5R 17.95 3.897 531 329 587

4.2.2.3 Item analysis for the Civic Virtue subscale

The Cronbach Alpha for the Civic Virtue subscale is .51 which falls below the acceptable level
of .70 considered adequate (Nunnally & Bernstein, 1994). Only one item, c23 of all the corrected
item-total correlations fell above .30. However, no item was deleted as that would not result in

a significant increase in the Cronbach Alpha. The output is presented in table 4.7.

Table 4.7

The reliability analysis output for the Civic Virtue subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's  Standardized
Alpha ltems N of Items
511 525 4
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ltem-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's
if Item Variance if Item-Total Multiple Alpha if Item
Deleted Item Deleted Correlation Correlation Deleted

c21 10.87 3.860 292 .304 451

c22 11.50 3.090 .269 339 488

c23 11.84 3.541 405 379 .362

c24 11.09 3.505 278 351 461

4.2.2.4 Item analysis for the Courtesy subscale

The Cronbach Alpha obtained for the Courtesy subscale is .61 which falls below the

acceptable level of .70 considered adequate (Nunnally & Bernstein, 1994). The corrected

item-total correlation indicated that most of the items correlated satisfactorily above .30

with the total score apart from item c16 (Pallant, 2016). The exclusion of item c¢16 would

result in an increase in the Cronbach alpha to .69. This is depicted in table 4.8.

Table 4.8

The reliability analysis output for the Courtesy subscale
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Reliability Statistics

Cronbach's

Alpha Based

on
Cronbach's  Standardized
Alpha Items N of Items
.605 .684 5




ltem-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's
if Item Variance if Item-Total Multiple Alpha if Item
Deleted Item Deleted Correlation Correlation Deleted

clé6 17.59 4.946 210 242 .692

cl7 17.48 4.562 470 .261 482

cl8 16.87 5.950 473 406 520

cl9 17.05 5.707 514 .675 .498

c20 17.13 6.185 347 .566 .563

4.2.2.5 Iltem analysis for the Conscientiousness subscale

The Cronbach Alpha for the Conscientiousness subscale is .54 which falls below the acceptable
level of .70 considered adequate (Nunnally & Bernstein, 1994). The corrected item-total
correlation shows that items c¢7 and c10 correlated below .30 with the total score. The exclusion
of item ¢10 would result in a significant increase in reliability to Cronbach alpha .77. The output

is displayed in table 4.9

Table 4.9

The reliability analysis output for the Conscientiousness subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's  Standardized
Alpha Items N of Items
537 .648 5
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ltem-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's
if Item Variance if Item-Total Multiple Alpha if Item
Deleted Item Deleted Correlation Correlation Deleted

c6 17.35 4.429 .339 .302 458

c/ 17.12 4.791 279 .189 494

c8 16.79 3.977 .678 .708 .287

c9 16.90 4.131 .621 .680 322

cl0 17.01 5.127 -.046 .079 167

4.2.3 ITEM ANALYSIS OF INTENTION TO QUIT

Turnover intention was measured by a questionnaire developed by Roodt (2004). The Turnover
Intention Questionnaire encompasses 15 items measured on a five-point intensity response
Likert scale. Furthermore, Roodt (2004) mentions that most instruments in the literature
measure turnover intentions on a relatively small number of items, resulting in single-item
measures assessing turnover intentions being strongly criticised due to unknown construct

validity. This scale was tested for reliability as a uni-dimensional scale (Martin & Roodt, 2008).

The Intention to quit scale had an initial internal consistency of a =.82. However, the Corrected-
Item Total Correlation shows that item 8 and 11 correlated below .30 with the total score as
shown by the values of -.198 and .155 respectively. The item-total statistics showed that the
removal of items e8 and ell would result in a significant increase in reliability to a = .862.
Consequently, items 8 and 11 were excluded from the scale. This intention to quit item analysis

results are depicted in Table 4.10.
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Table 4.10

The reliability analysis output for the intention to quit scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha Items N of Items
.822 .817 15

Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

I[tem Deleted Item Deleted Correlation Correlation Deleted

el 48.48 73.969 571 .669 .803
e2 48.62 69.163 .753 .828 .788
e3 48.25 94.660 -.428 .614 .861
ed 48.08 79.309 463 570 .812
e5 48.81 75.459 .554 .613 .805
e6 47.88 72.388 .612 714 799
e’ 47.79 72.554 .639 .599 .798
e8 48.91 89.529 -.198 .559 .848
e9 48.30 70.708 .633 .626 797
el0  47.83 71.925 .682 .817 795
ell 48.41 81.250 155 .720 .833
el2  48.89 76.928 474 .617 .810
el3  48.38 79.566 357 714 .817
eld  47.83 74.198 .693 .658 .798
el5  48.55 65.565 (52 794 785
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4.2.4 ITEM ANALYSIS OF THE ORGANISATIONAL COMMITMENT

Allen and Meyer (1990) developed the Organisational Commitment Questionnaire. It is a self-
report instrument with 15 items on 3 subscales, which are, affective commitment, normative
commitment and continuance commitment. ltem analysis of the 3 subscales is presented in this
section. The Organisational Commitment scale had an initial internal consistency of a = .79.
However, the Corrected-ltem Total Correlation shows that items, d3 d7, d11, d12 and d13
correlated below .30 with the total score with the values between .024 and .181 respectively.
The item-total statistics showed that the removal of these items would result in a significant
increase in the Cronbach Alpha reliability of a = .871. Consequently, items d3 d7, d11, d12 and
d13 were excluded from the scale. This Organisational Commitment item analysis results are
depicted in Table 4.11.

Table 4.11

The reliability analysis output for the Organisational Commitment

Reliability Statistics

Cronbach's
Alpha Based
on

Cronbach's Standardized
Alpha Items N of Items
871 .867 10
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Item-Total Statistics
Scale Corrected Squared Cronbach's
Scale Mean if Variance if Item-Total Multiple Alpha if Item

ltem Deleted Item Deleted Correlation Correlation Deleted

dl 27.03 39.324 447 .380 .868
d2 27.79 37.724 484 459 .866
d4 28.25 37.134 377 .261 877
d5 27.88 35.958 .648 .599 .854
dé 28.30 30.331 .868 197 .831
ds 28.36 32.460 .827 .793 .837
d9R  28.72 37.728 450 .545 .868
d10 28.62 35.832 .640 .652 .855
d14 28.43 32.409 .803 .806 .839
d15R 27.87 38.504 .360 .384 875

4.3 DIMENSIONALITY ANALYSIS

This section reports on the Exploratory Factor Analysis (EFA) of the measurement instruments
used in this research study. The key purpose of this section is to examine if the subscales are
uni-dimensional. The uni-dimensionality assumption is important when creating parcels for the
overall measurement and structural models since there are many items in comparison with the

sample size.

4.3. 1 Dimensional analysis of the Psychological Capital Questionnaire (PCQ)

4.3.1.1 The dimensionality analysis of the Self-efficacy subscale

Exploratory factor analysis shows that the Altruism subscale is factor analysable as indicated
by KMO index and the Bartlett’'s Test of Sphericity values of .793 and 475.855 (df = 15; p =
0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are satisfactory
and indicate the factor analysability of the correlation matrix of the Altruism subscale. The

Altruism subscale was found to be uni-dimensional. Only one factor with an eigenvalue greater
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than 1 was obtained and this factor accounted for 54.3% of the variance. The factor matrix
indicated that all the items loaded on one factor satisfactorily as all factor loadings were larger

than .50 and they ranged between .61 and .82. This is shown in the table 4.12.

Table 4.12

Factor Matrix for the Altruism subscale

Factor Matrix?

Factor
bl .613
b2 .691
b3 .796
b4 .818
b5 745
b6 742

4.3.1.2 The dimensionality analysis of the Hope subscale

Exploratory factor analysis shows that the Hope subscale is factor analysable as indicated by
KMO index and the Bartlett’s Test of Sphericity values of .800 and 569.421 (df = 15; p = 0.000)
respectively. According to Kaiser (as cited in Fields, 2005), these values are satisfactory and
indicate the factor analysability of the correlation matrix of the Hope subscale. The Hope
subscale was found to be uni-dimensional. Only one factor with an eigenvalue greater than 1
was obtained and this factor accounted for 58.4% of the variance. The factor matrix indicated
that all the items loaded on one factor satisfactorily as all factor loadings were larger than .50
and they ranged between .57 and .85. This is shown in the table 4.13.
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Table 4.13

Factor Matrix for the Hope subscale

Factor Matrix?@

Factor

1
b7 .796
b8 .850
b9 .818
bl10  .631
b1l .861
b12 579

4.3.1.3 The dimensionality analysis of the Resiliency subscale

Exploratory factor analysis was performed on the Resilience subscale. The KMO index
and the Bartlett's test of sphericity were computed and yielded values of .641 and
365.785 (df = 15; p=0.000) respectively. The initial round of analysis brought about two
factors that had an eigenvalue of more than one. To obtain one factor from the subscale,
item b13 had to be excluded for the analysis as it proved to be a complex item. After the
exclusion of the complex item, only one factor with an eigenvalue greater than one was
obtained and this factor accounted for 43.9%. All items loaded satisfactorily above .50

apart from item b18 with the value of .39 as shown in table 4.14

Bl|Page



Table 4.14

Factor Matrix for the Resiliency subscale

Factor Matrix?@

Factor

1
b13 537
b14 157
b15 521
bl6  .823
b17 574
b18 .399

4.3.1.4 The dimensionality analysis of the Optimism subscale

The Optimism subscale achieved a KMO index value of .572 and the Bartlett’s Test of Sphericity
value was 279.716 (df = 15, p = 0.000). The initial round of analysis brought about two factors
that had an eigenvalue of more than one. Another round of analysis was conducted with 25
iterations, however, the communality of a variable exceeded 1.0 and extraction was terminated.
Factor analysis if very sensitive to outliers. Initially the factor loadings (except for b19) were all

above 0.30 which indicated that the items were good items (Pallant, 2010).
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Table 4.17

Factor Matrix for the Optimism subscale

Factor Matrix?@

Factor
1
b20 496
b21 591
b22 571
b23 551
b24 .880

4.3.2 Dimensional Analysis of the Organisational Citizenship Behaviour (OCB)

Questionnaire

The OCB questionnaire developed by Organ (1988) includes 24 items measuring 5 dimensions
(altruism, conscientiousness, sportsmanship, courtesy and civic virtue). The item analysis was

performed for each of the 5 subscales separately.

4.3.2.1. The dimensionality analysis output for the Altruism subscale

Exploratory factor analysis shows that the Altruism subscale is factor analysable as indicated
by KMO index and the Bartlett’'s Test of Sphericity values of .825 and 398.497 (df = 10; p =
0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are satisfactory
and indicate the factor analysability of the correlation matrix of the Altruism subscale. The
Altruism subscale was found to be uni-dimensional. Only one factor with an eigenvalue greater
than 1 was obtained and this factor accounted for 67.04% of the variance. The factor matrix
indicated that all the items loaded on one factor satisfactorily as all factor loadings were larger
than .30. The results are depicted in Table 4.15.
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Table 4.15
Factor Matrix for the Altruism subscale

Factor Matrix?

Factor
1
cl 731
c2 .844
c3 .891
c4 733
c5 .629

4.3.2.2 The dimensionality analysis output for the Conscientiousness subscale

Exploratory Factor Analysis shows that the Conscientiousness subscale is factor analysable as
indicated by KMO index and the Bartlett’s Test of Sphericity values of .679 and 234.725 (df =
6; p < 0.000) respectively. According to Kaiser (as cited in Field, 2005), these values are
satisfactory and indicate the factor analysability of the correlation matrix of the
Conscientiousness subscale. The Conscientiousness subscale was found to be uni-
dimensional. Only one factor with an eigenvalue greater than 1 was obtained and this factor
was responsible for 60,93 % of the variance. All the factor loadings were above .50 except for
c7 who was marginally below. C10 was identified as a complex factor and therefore was

consequently removed. This can be seen in Table 4.16.
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Table 4.16

Factor Matrix for the Conscientiousness subscale

Factor Matrix?

Factor
1
c6 .549
c/ 432
c8 926
c9 .853

4.3.2.3 The dimensionality analysis output for the Sportsmanship subscale

Exploratory factor analysis shows that the Sportsmanship subscale is factor analysable as
indicated by KMO index and the Bartlett's Test of Sphericity value of .710 and 142.883 (df = 6;
p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are
satisfactory and indicate the factor analysability of the correlation matrix of the Sportsmanship
subscale. The Sportsmanship subscale was found to be uni-dimensional and the dominant
factor accounts for approximately for 56.8 % of the variance. The factor loadings were all above
0.50 except for c14 which was marginally below. The results are shown in Table 4.17.

Table 4.17

Factor Matrix for the Sportsmanship subscale

Factor Matrix?@

Factor

1
cl2R .718
cl3R .745
cl4R 478
cl5R .660

55|Page



4.3.2.3 The dimensionality analysis output for the Courtesy subscale

Exploratory factor analysis shows that the Courtesy subscale is factor analysable as indicated
by KMO index and the Bartlett’s Test of Sphericity values of .637 and 199.033 (df = 6; p = 0.000)
respectively. According to Kaiser (as cited in Fields, 2005), these values are satisfactory and
indicate the factor analysability of the correlation matrix of the Courtesy subscale. The Courtesy
subscale was found to be uni-dimensional and the dominant factor accounts for approximately

for 58.2 % of the variance. The factor loadings were above 1.0 and extraction was terminated.

4.3.2.4 The dimensionality analysis output for the Civic Virtue subscale

Exploratory factor analysis shows that the Civic Virtue subscale is factor analysable as indicated
by KMO index and the Bartlett's Test of Sphericity value of 0.330 and 107.488 (df = 6; p = 0.000)
respectively. According to Kaiser (as cited in Fields, 2005), these values are indicating that
factor analysis may be conducted. The Civic Virtue subscale was found to be uni-dimensional
and the dominant factor accounts for approximately 41.3% and 32% of the variance. The factor
loadings were all below 0.50 except for C24 which was marginally above .50. The results are
shown in Table 4.18.

Table 4.18

Pattern Matrix for the Civic Virtue subscale

Pattern Matrix®

Factor

1 2

c21 448 -.009
c23 -.054 586
E23 .0aa 826
£ A58 023

Extraction Method: Principal
Axis Factoring.

Rotation Method: Ohlimin
with Kaiser Mormalization.®

a. Rotation converged in
4 fterations.
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4.3.3-DIMENSIONAL  ANALYSIS OF THE ORGANISATIONAL COMMITMENT
QUESTIONNAIRE

4.3.3.1 The Dimensionality Analysis Output of the Organisational Commitment

Exploratory factor analysis shows that the Organisational Commitment questionnaire is factor
analysable as indicated by KMO index and the Bartlett’s test of sphericity values of 0.809 and
642.912 (df = 28; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these
values are satisfactory and indicate the factor analysability of the correlation matrix of the
Organisational Commitment questionnaire. Exploratory factor analysis showed the existence of
two factors and these factors accounted for 50.7 % and 16.5 % of the variance respectively.
The factor loadings were all above 0.50. except for d2, d4 and d15. The organisational

commitment scale failed the uni-dimensional test. The results are depicted in Table 4.19

Table 4.19

Pattern Matrix for the Organisational Commitment scale

Pattern Matrix®

Factor
1 2
o2 132 G004
cl4 &54 173
(s [ G118 16
dE 715 411
ds 842 166
c9R 586 -.063
cll 4 820 a8
d1 &R -.083 i

Extraction Method: Principal
Axis Factaring.

Rotation Method: Oblimin
with Kaiser Mormalization. @

a. Rotation converged in
5 iterations.
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4.3.4 DIMENSIONAL ANALYSIS OF THE INTENTION TO QUIT QUESTIONNAIRE

Exploratory factor analysis shows that the Intention to Quit questionnaire is factor analysable
as indicated by KMO index and the Bartlett’s test of sphericity values of 0.769 and 533.502 (df
= 28; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are
satisfactory and indicate the factor analysability of the correlation matrix of the Intention to Quit
scale. The Intention to Quit scale was not found to be uni-dimensional. Exploratory factor
analysis showed the existence of two factors. The factor matrix depicted in Table 4.20 shows
that the factor loadings were all above 0.50. except for €2, e4 and e15. The results are depicted
in Table 4.20

Table 4.20

Pattern matrix for the Intention to quit scale

Pattern Matrix®

Factor
1 2
21 848 -173
ed ABTT J1og
EE 295 B15
2f BE65 014
a7 i b 054
210 A15 086
212 18 .29
213 -125 817

Extraction Method: Principal
Axis Factaring.

Rotation Method: Gblimin
with Kaiser Mormalization. @

a. Rotation converged in
5 iterations.

4.4. THE OVERALL MEASUREMENT MODEL

The intention of examining a model’s overall goodness of fit is to establish the degree to which
the entire model is consistent with the empirical data (Diamantopoulus & Siguaw, 2000 as cited
in Mahembe, 2014). The measurement model represents the relationship between the latent
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constructs (psychological capital, organisational commitment, intention to quit and
organisational citizenship behaviour) and its corresponding manifest indicators while the
structural model describes the relationships between the latent constructs themselves. The
statistical programme, LISREL 8.80, was utilised to execute the confirmatory factor analysis on
the overall measurement model to determine the goodness of fit. The Robust Maximum
Likelihood estimation method was used to produce the estimates. Item parcels were created
for the overall measurement model in accordance with the manifest variables for each of the
latent variables. Holt (as cited in Mahembe, 2010) stated that item parcelling entails combining
items into small groups of items within scales or subscales. Items were assigned in accordance

with the achievement of uni-dimensionality in each of the scales.

In terms of assessing the goodness of fit for the overall measurement model a variety of
statistical values are utilised. Table 4.22 depicts a summary of the fit indices. The Root Mean
Square Error of Approximation (RMSEA) value is .185 which indicates a poor model fit. RMSEA
values below .05 indicate good model fit; values between .05 and .08 indicate reasonable fit

while those above .08 indicate poor model fit (Diamantopoulos & Siguaw, 2000).

The Root Mean Squared Residual (RMR) and the standardised RMR values are .0778 and .162
respectively. The RMR value shows poor fit. A summary measure of the standardised residuals
is the standard RMR where values below .05 are indicating of acceptable fit (Diamantopoulos
& Siguaw, 2000). The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit
Index (AGFI) should range between 0 and 1 with values greater than .90 usually interpreted as
reflecting acceptable fit. The GFI value of 0.70 and AGFI value of 0.54 can be interpreted as a
poor fit, with the AGFI value falling below the acceptable fit of .90. The statistics of the NFI,
NNFI, CFl, IFl and RFI values are .543; .442; .551; .578 and .396 respectively (see Table 4.21).
These indices generally indicate unreasonable fit over the independent model as acceptable
values are above 0.90. The measurement model path diagram is illustrated in Figure: 4.1.

Table 4.21

Goodness-of-Fit statistics for the overall measurement model
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Fit Index Value

Degrees of Freedom 59

Minimum Fit Function Chi-Square 473.950 (P = 0.0)
Normal Theory Weighted Least Squares Chi-Square 412.699 (P = 0.0)
Satorra-Bentler Scaled Chi-Square 341.370 (P =0.0)
Chi-Square Corrected for Non-Normality 1054.910 (P = 0.0)

Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value

Population Discrepancy Function Value (FO)
90 Percent Confidence Interval for FO

Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)

90 Percent Confidence Interval for ECVI
ECVI for Saturated Model

282.370

(227.983; 344.267)

3.181
1.895
(1.530; 2.311)
0.179
(0.161; 0.198)
0.000
2.721
(2.356; 3.136)
1.221

ECVI for Independence Model 5.187
Chi-Square for Independence Model with 78 Degrees of Freedom 746.916
Independence AIC 772.916
Model AIC 405.370
Saturated AIC 182.000
Independence CAIC 825.054
Model CAIC 533.710
Saturated CAIC 546.968
Normed Fit Index (NFI) 0.543
Non-Normed Fit Index (NNFI) 0.442
Parsimony Normed Fit Index (PNFI) 0.411
Comparative Fit Index (CFI) 0.578
Incremental Fit Index (IFI) 0.590
Relative Fit Index (RFI) 0.396
Critical N (CN) 39.046
Root Mean Square Residual (RMR) 0.0775
Standardized RMR 0.162
Goodness of Fit Index (GFI) 0.704
Adjusted Goodness of Fit Index (AGFI) 0.543
Parsimony Goodness of Fit Index (PGFI) 0.456
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4.4.1 THE COMPLETELY STANDARDISED SOLUTION FACTOR LOADING MATRIX

Table 4.21 illustrates the completely standardised solution factor loading matrix. This is
representative of the regression slopes of the regression of the standardised indicator variables
on the standardised latent variables. The completely standardised factor loadings display the
change expressed in standard deviations in the manifested variable related with one standard

deviation change in the latent variable (Diamantopoulos & Siguaw, 2000).

The results of this study have revealed the standardised factor loadings with some to be above
.50, especially with the psychological capital, organisational commitment and intention to quit
subscales. Factor loadings appearing below.50 apply to the PsyCap - resilience subscale
(.406), organisational commitment — comm 2 (.487) and all OCB subscales: conscientiousness
(.455), sportsmanship (.301) civic virtue (.213) and courtesy (.016). When compared to the other
completely standardised item parcel values these four subscales were found to be low (see
Table 4.23).

Table 4.22
Completely Standardized Solution LAMBDA-X

PSYCAP COMMIT INTENTIO OoCB

SELFEFF 0.825 .- -- --
HOPE  0.708 - - - - - -
RESIL  0.406 .- .- .-
OPTIM  0.614 - - - - - -

COMM1 -- 0.924 - - - -
COMM2 - - 0.487 - - - -
INT1 - - - - 0.793 - -
INT2 - - - - 0.639 - -
ALTRU  -- - - - - 1.072
CONSCIE - - - - - - 0.455
SPORTS -- - - - - 0.301
CIvVIC - - - - - - 0.213
COURT -- - - - - -0.016
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Figure 4.1
The Measurement Model
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4.5 GOODNESS OF FIT FOR THE STRUCTURAL MODEL

The structural model describes the relationships between the latent variables themselves and
represents the amount of unexplained variance. In addition, it is of paramount importance to
focus on the relationships between independent and dependent variables with the objective of
determining the fit between the hypothesised relationships and the existing data. To determine
the fit of the structural model the LISREL programme, version 8.80, was used. The Robust
Maximum Likelihood estimation was used to yield the estimates. A full spectrum of the indices
are presented in Table 4.23 and the path diagram of the fitted measurement model is
represented in Figure 4.2. The RMSEA value is 0.185 which is indicative of poor fit. The Root
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Mean Squared Residual (RMR) and the standardised RMR values are .0778 and .162
respectively. The RMR value shows poor fit. A summary measure of the standardised residuals
is the standard RMR where values below .05 are indicating of acceptable fit (Diamantopoulos
& Siguaw, 2000). The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit
Index (AGFI) should range between 0 and 1 with values greater than .90 usually interpreted as
reflecting acceptable fit. The GFI value of 0.70 and AGFI value of 0.54 can be interpreted as a
poor fit, with the AGFI value falling below the acceptable fit of .90. The statistics of the NFI,
NNFI, CFl, IFI and RFI values are .519; .406; .551; .563 and .364 respectively (see Table 4.24).
These indices generally indicate unreasonable fit over the independent model as acceptable
values are above 0.90. The measurement model path diagram is illustrated in Figure: 4.2.

Figure 4.2
The Structural Model
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Table 4.23

Goodness-of-Fit statistics for the structural measurement model

Fit Index

Value

Degrees of Freedom

Minimum Fit Function Chi-Square

Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
Minimum Fit Function Value

Population Discrepancy Function Value (FO)
90 Percent Confidence Interval for FO

Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)

90 Percent Confidence Interval for ECVI
ECVI for Saturated Model

ECVI for Independence Model

Chi-Square for Independence Model with 78 Degrees of Freedom
Independence AIC

Model AIC

Saturated AIC

Independence CAIC

Model CAIC

Saturated CAIC

Normed Fit Index (NFI)

Non-Normed Fit Index (NNFI)

Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)

Incremental Fit Index (IFI)

Relative Fit Index (RFI)

Critical N (CN)

Root Mean Square Residual (RMR)
Standardized RMR

Goodness of Fit Index (GFI)

Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)

59
470.362 (P = 0.0)
414.544 (P = 0.0)
359.439 (P = 0.0)
1021.416 (P = 0.0)
300.439

3.157

2.016

(1.640; 2.443)
0.185

(0.167; 0.203)
0.000

2.842

(2.466; 3.268)
1.221

5.187

746.916

772.916

423.439

182.000

825.054

551.779

546.968

0.519

0.406

0.392

0.551

0.563

0.364

37.134

0.0778

0.162

0.701

0.538

0.454

4 5.1 Parameter estimates

The purpose of evaluating the structural model is to establish whether the theoretical

relationships stated at the conceptualisation stage are substantiated by the empirical data. At

this stage the focus is on the relationships between the independent and dependent variables.

The process of evaluating the structural model involves an in-depth analysis of the freed
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elements of the gamma (y) and beta (B) matrices. Firstly, it is imperative to evaluate the signs
of the parameters signifying the paths between the latent variables. This is to determine the
degree of consistence with the nature of the causal effect hypothesised to exist between the
latent variables. Secondly, it is vital to ascertain whether the parameter estimates are significant
(p<0.05) as indicated by t-values greater than 1.645 (one-tailed). The hypotheses are one-tailed
as with the current study and the cut-off for the t-values is +/- 1.645. However, the results in this
section should be interpreted with caution because the fit of both the measurement and the

structural model are poor.

Table 4.24
The beta matrix

BETA
COMMIT INTENTIO OCB
COMMIT --
INTENTIO -0.303 -- -0.012
(0.212) (0.091)
-1.426 -0.136
OCB 0.298
(0.102)
2.938
Table 4.26

The gamma matrix

GAMMA

PSYCAP
COMMIT  0.273
(0.125)

2.182
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INTENTIO  -0.002
(0.114)
-0.014
OCB  0.122
(0.061)
2.002

4.6 HYPOTHESES TESTING

Hypothesis 1. Psychological Capital positively influences Organisational Citizenship

Behaviour

A significant positive relationship exists between psychological capital and organisational
citizenship behaviour (t = 2.002, p > 0.05). This finding suggests that the proposed relationship

between these two variables was supported.

Hypothesis 2: psychological capital positively influences organisational commitment

A significant positive relationship exists between psychological capital and organisational
commitment (t = 2.182, p > 0.05). This finding suggests that the proposed relationship between
these two variables was supported.

Hypothesis 3: psychological capital is negatively related to intention to quit

The relationship between psychological capital and intention to quit was not supported as the t-
value is less than 1.645 (t = -0.014, p > 0.05). There is no significant relationship between
psychological capital and intention to quit which suggests that the proposed relationship

between these two variables was not supported.

Hypothesis 4: Organisational Citizenship Behaviour is negatively related to intention to
quit

No statistically significant relationship was found to exist between OCB and intention to quit (t

= -0,012, p < .05) as the t-value is below 1.645. Therefore, the hypothesised relationship
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between the two latent variables is not supported.

Hypothesis 5: Organisational Commitment is negatively related to intention to quit

The t-value of the link between organisational commitment and intention to quit is less than
1.645 (t= - 1. 426 p < .05). A non-significant relationship is therefore evident between these two
constructs, which suggests that the proposed relationship between these two latent variables

was not supported.

4.7 CONCLUSION

This chapter aimed to provide a presentation of the results of the statistical analysis obtained
using SPSS version 27. The multiple imputation technique was used to address the missing
values. Item and dimensional analysis were performed on the data to identify any poor items.
Confirmatory Factor Analysis was performed on the psychological capital questionnaire,
organisational citizenship behaviour questionnaire, organisational commitment questionnaire
and intention to quit questionnaire. Item parcels were created to test the overall model fit. The
fit of both the measurement and the structural models were found to be poor. The results
indicate significant relationships between psychological capital and OCB as well as
psychological capital and organisational commitment. There was, however, no significant
relationship found between psychological capital and intention to quit, OCB and intention to quit,

and organisational commitment and intention to quit.
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CHAPTER FIVE

DISCUSSION OF RESEARCH RESULTS AND RECOMMENDATIONS FOR FUTURE RESEARCH

5.1 INTRODUCTION

In the preceding chapters, the focus was on the introduction of the research problem, the
reviewed literature acknowledging how the latent variables relate to one another, the research
methodology utilised and the results of the study respectively. The objective of the current
chapter is to present a detailed discussion of the findings, limitations, recommendations of the

study, direction for future research as well as the conclusions.

The overarching research question that the present study aimed to address is, what is the
influence of psychological capital on organisational citizenship behaviour, organisational
commitment and intention to quit among local municipality employees in the local government
sector. The specific objectives of the research study were firstly to develop an explanatory
structural model that explains the manner in which psychological capital influences
organisational citizenship behaviour, organisational commitment and intention to quit and
evaluate the significance of the hypothesised paths in the model; secondly, assess the model’s

goodness of fit.

5.2 ASSESSMENT OF MODEL FIT

5.2.1 Measurement model

Diamantopoulus and Siguaw (2000) postulate that the measurement model fit tests the degree
to which a hypothesised model fits the data and provides evidence and information of the
established indicators regarding the degree to which they represent the latent variables under

investigation.

In terms of the measurement model fit, the RMSEA for closeness of fit for the overall
measurement model value of 0.179 which is indicative of poor fit. The P-Value for Test of Close
Fit (RMSEA > .05) is 0.000 which implies that the model cannot be generalised beyond the
current sample. Table 4.22 provides a summary of the fit indices. The RMR and standardised
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RMR values are 0.0778 and 0.162 respectively. These values exceed 0.05 and indicative of
poor model fit.

The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit Index (AGFI)
should range between 0 and 1 with values greater than .90 usually interpreted as reflecting
acceptable fit. The GFI value of 0.70 and AGFI value of 0.54 can be interpreted as reflecting
poor fit, with the AGFI value falling below the acceptable fit of .90. The statistics of the NFI,
NNFI, CFl, IFI and RFI values are .519; .406; .551; .563 and .364 respectively (see Table 4.22).
These indices generally indicate poor fit over the independent model as acceptable values are
above 0.90.

5.2.2 Structural Model

The structural model describes the relations among the latent variables to ascertain whether
the hypothesised relationships defined at the conceptualisation stage are supported by the
empirical data (Diamantopoulos & Siguaw, 2000). The Root Mean Square Error of
Approximation (RMSEA) value for the structural model is .185 which indicates a poor model fit.
RMSEA values below .05 indicate good model fit; values between .05 and .08 indicate
reasonable fit while those above .08 indicate poor model fit (Diamantopoulos & Siguaw, 2000).

The RMR and standardised RMR values are 0.0775 and 0.162 respectively which are above
0.05 which indicate poor model fit. The GFI = 0.704 and AGFI = 0.543, missed the 0.90 level
indicative of good model fit. The values for Normed Fit Index (NFI) = 0.543, Non-Normed Fit
Index (NNFI) = 0.442, Comparative Fit Index (CFI) = 0.578, Incremental Fit Index (IFI) = 0.590
and Relative Fit Index (RFI) = 0.396 indicate poor fit (see Table 4.23), and generally indicate
unacceptable fit over the independent model as acceptable value for these indices are above
0.90.

5.3 ASSESSMENT OF MODEL HYPOTHESES

The results regarding the five hypotheses will now be discussed. However, the results in this
section should be treated with caution because the fit for both the measurement and the
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structural model are poor. This attributed to the small sample size as most structural model
analyses require samples that are more than 200 (Diamantopoulos & Siguaw, 2000).

Hypothesis 1: Psychological capital positively influences organisational citizenship

behaviour

A significant positive relationship exists between psychological capital and organisational
citizenship behaviour (t=2.002, p > 0.05). This finding suggests that the proposed relationship is
supported.

This finding is corroborated by a study conducted in Iran, where PsyCap was found to be
significantly positively correlated with OCB (Pouramini & Fayyazi, 2015). The results are also
supported by other studies (Beal Ill, Stavros, & Cole, 2013; Sepeng, 2016) using South African
samples where the relationship between PsyCap and OCB was found to be statistically
significant. Thus, employees with high PsyCap engaged more in OCB than those with low
PsyCap. Moreover, this result is in accordance with a previous study, which showed that
psychological capital was positively related to extra role organisational citizenship behaviors
(OCBs) and negatively related to organisational cynicism and intentions to quit (Avey, et al.,
2010).

Furthermore, these findings corroborate the reports of Paul, Bamel and Garg (2016), which
found a positive relationship between resilience and OCB, and explains that employees who
have greater levels of resilience exhibit more OCB. Gupta, Shaheen and Reddy (2017) also
revealed in their findings that there is an existing positive relationship between PsyCap and the
two facets of OCB. Jung and Yoon (2017) investigated the impact of employees’ positive
PsyCap and OCBs in some hotel businesses operating in the province of Rize in the Black Sea
Region of Turkey. The conclusions of the investigation showed that PsyCap have a great effect

on OCBs among hotel workers.

Hypothesis 2: Psychological capital positively influences organisational commitment

A significant positive relationship exists between psychological capital and organisational
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commitment (t=2.182, p > 0.05). This finding suggests that the proposed relationship is
supported.

The results are consistent with Nguyen and Ngo’s (2020) findings that showed that
psychological capital has a positive relationship with organisational commitment and that all
relationships between psychological capital, and the organisational commitment of employees
are statistically significant in a study done on Vietnam employees. There have been a few other
studies that have tested the relationship between PsyCap and various employee attitudes (Avey
et al., 2011).

Hypothesis 3: Psychological capital is negatively related to intention to quit

A non-significant inverse relationship exists between psychological capital and intention to quit.
(t = -0.014, p > 0.05). This finding suggests that the proposed relationship between the two
variables was not supported.

These results are not consistent with previous research which shows that people who are
satisfied with their jobs and their workplaces are less likely to quit, which indicates the negative
effect of psychological capital on turnover intentions (Avey et al., 2010). Employees who have
a high level of psychological capital also present a high rate of job satisfaction and a positive
attitude towards the organisation (Luthans et al., 2007). As confirmed by Avey et al. (2009),
psychological capital has a negative effect on employees’ turnover intention and tendency to

look for a new job.

Hypothesis 4: Organisational citizenship behaviour is negatively related to intention to

quit

No statistically significant relationship was found to exist between OCB and intention to quit (t
= -0,012, p < .05) as the t-value is below 1.645. Therefore, the hypothesised relationship
between the two latent variables is not supported.

This finding is corroborated by a meta -analytical examination study conducted by Podsakoff et
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al., (2009) which reported that overall OCB toward the organisation and turnover intentions are
negatively related suggesting that the more employees demonstrate OCB, the less they want
to leave their organisation. Furthermore, Chen, Hui, and Sego (1998) also found evidence of a
negative relationship between the intention to quit and organisational citizenship behaviour.
They conceptualised levels of organisational citizenship behavior (OCB) performance as a
behavioural predictor of employee turnover and empirically examined the strength of this
relationship. Data was collected from 205 participants across 11 companies in the People's
Republic of China. The results provided considerable support for the hypothesis that
subordinates who were rated as exhibiting low levels of OCB were found to be more likely to
leave an organisation than those who were rated as exhibiting high levels of OCB.

Hypothesis 5: Organisational commitment is negatively related to intention to quit

The t-value of the link between organisational commitment and intention to quit is less than
1.645 (t= - 1. 426 p < .05). A non-significant relationship is therefore evident between these two
constructs, which suggests that the proposed relationship between these two latent variables

was not supported.

The current study’s results also corroborate with the results yielded by Tnay, Othman, Siong,
and Lim (2013) who investigated the influence of job satisfaction and organisational
commitment on employee turnover intention in a production industry. The research findings
showed that organisational commitment had no significant relationship towards turnover
intention among the employees within the organisation. Furthermore, as cited in Samuel and
Engelbrecht (2021) convergence of literature has decisively recognised negative correlations
between organisational commitment and intention to quit or actual quitting (Baakile, 2011,
Griffeth, Hom, & Gaerner, 2000; Meyer & Allen, 1997; Meyer, Allen, & Smith, 1993; Perryer et
al., 2010). Furthermore, Samuel and Engelbrecht (2021) highlights that research outcomes are
often consequential from the probability that employees who are emotionally attached to their

organisations will exhibit a low propensity to quit.
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5.4 LIMITATIONS OF THE STUDY

The current study was of a cross-sectional nature and the use of an availability sample merely
provides a representation of municipal employees at a certain point in time. Therefore, casual
factors associated with these subjective experiences cannot be isolated nor can the causality
of the relationships between the variables be determined. The cross-sectional survey method

cannot determine causality amongst variables.

A further limitation of this study is the use of self-reported questionnaires. These are used
frequently as a preferred method of data collection in the social sciences (Babbie & Mouton,
2001). Self-report data can give rise to response biases which could affect the reliability and
validity of the data. Social desirability is one of the response biases that influences the results
of studies that use self-report questionnaires. In addition, the present study solely made use of
guantitative research methodology. Questionnaires were used as the only source of data
gathering. The accuracy and quality of responses may be improved if a mixed-method approach
were to be utilised to supplement the forced ended responses to the questionnaires i.e. using

interviews in conjunction with the questionnaires.

A further limitation of the study could be attributed to the small sample size of 150 which
resultantly affected the overall and structural model fit. A minimum sample size of 200 is
recommended for meaningful structural equation modelling analyses (Diamantopoulos &
Siguaw, 2000). The use of a nonprobability sampling method, and more specifically a
convenience sampling method limit the generalisation of the results to a larger population of

municipality employees.

5.5 SUGGESTIONS FOR FUTURE RESEARCH

There are opportunities that exist for future studies to expand the theoretical model by
incorporating latent variables not included in the current study. An exploration of the constructs
of the present study, in addition to organisational justice, emotional intelligence and leadership
empowering behaviour within the local government sector, can be explored. Future studies

should also consider using larger sample sizes which would be beneficial. The total sample
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after addressing the missing values problem should not be less than the minimum
recommended requirement of 200, to utilise the structural equation modelling technique to test

hypothesised models.

5.6 Practical Implications

The result of the present study revealed that there exists a significant positive relationship
between PsyCap and OCB thereby suggesting that those higher in PsyCap are more likely to
engage in highly desirable extra-role behaviors that are so beneficial to today’s organisations.
Therefore, organisations should invest in and developing and managing the psychological
capital of organisational leaders and human resources which can act as a source of sustainable
competitive advantage for a firm and act as a protective shield in meeting the growing

challenges, adversities for today and certainly in the future.

Consequently, this study will be of value to the human resource function specifically in the
formulation of reliable and valid psychological explanations of the behaviour of
employees(municipality) and the implementation of appropriate interventions to ensure an
effective, efficient and equitability improvement in the performance or behaviour of employees.
In addition, the findings of this research study will add significance to the body of knowledge by
attempting to give insight of the relationship of psychological capital, organisational citizenship
behaviour (OCB), organisational commitment and how they manifest into behaviours plays a

crucial role in overall success.

5.7 Conclusion

In view of PsyCap as a state-like concept, implications are that it is flexible and can be
developed within the individual and this flexibility is an important characteristic, because
organisations might be able to influence and develop the PsyCap of their employees. Therefore,
effective programmes within the workplace are essential to develop conducive working
environments to provide greater opportunities for exhibiting positive behaviors and outcomes

that are likely to promote OCB, organisational commitment and how optimal conditions can be
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achieved to lower intention to quit and prompt extra — role behaviours amongst the municipality
staff.

The hypotheses have been reflected and interpreted. The results indicated a significant and
positive relationship between psychological capital and OCB; and psychological capital and
organisational commitment. However, there is a non-significant relationship between PsyCap

and intention to quit; OCB and intention to quit.

It is important to note that the variables that have been investigated in the current study are
both context dependent and context sensitive. The limitations and suggestions for future
research have been underlined. There is an expectation that the practical implications of the
current study will contribute significantly to the advancement of optimal working conditions for

municipality employees to engage in discretionary effort as well as not exit the organisation.
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