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 In accordance with several scholars in the field of human resource management, 
developing employee commitment towards the employing organization is 
valuable due to the assumption that it increases their satisfaction, productivity 
and adaptability. The aim of present study was to examine the nexuses between 
induction training, organizational culture, workplace motivation and employee 
job satisfaction. For this purpose, managerial level employees of NADRA were 
considered as the population of study. Sample size for study was 270 employees 
according to Morgan formula. The printed version of the questionnaire was 
conducted, and questions asked contained information about the employee job 
satisfaction towards induction training as well as organizational culture and 
work place motivation by following employee intercept technique. The outcomes 
of the research provides support to the hypothesis anticipated, representing that 
there is a significant relationship between induction training, organizational 
culture and employee job satisfaction but organizational impacts was negative in 
this study. Furthermore, high correlations were found between all variables in 
this study. Particularly, in this study work has been done on NADRA. 
Organizational culture has been viewed generally not specifically on any 
dimension, which perhaps is an important part. The suggestions of the findings 
of this study for managers and especially for human resource professionals are 
quite important, properly done induction training program is very important for 
the success of organization as well as for the job satisfaction of employees. 

©2019 BluePen Journals Ltd. All rights reserved 

 
 
INTRODUCTION 
 
As organizationsof different sectors are facing high level 
of challenges in the present era, as different types of 
changing has been occurred day by day, that is, 
technological change, political change (political stability 
and instability), change in economic environments and 
through globalization (Nassazi, 2013; Sherwani and 
Mohammed, 2015). Employees are the backbone of all 
the  organizations  existing  in  this  world.  So  it  is   very  
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important for the organizations to do those things first, 
which helps to retain the employees in the organization. 
One of the most important things is job satisfaction of 
employees. Literature states that to be competitive in this 
present era, organizations must need to know that how 
much employee retention for a longer period of time is 
important; employees are the major role players in the 
success of organization.  

Literature also suggests different ways to retain a 
sustainable and committed employee, and when it came 
toward talent retention then it became the core point of 
an   organization   to    retain    them    for    long    lasting  
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Figure 1. Effect of talent retention. 

 
 
 
relationship. Lyria recently conducted a study in NSE 
Listed Companies and suggested that the organizations 
need to invest specifically in retaining the employees in 
order to get a successful competitive edge (Lyria et al., 
2017). Also suggest that this could also be achieved by 
providing them secure workplace or by providing 
competitive compensation package containing different 
components like; disability insurance and flexible working 
hours or build in life insurance policies. Also recommend 
a conceptual frame work as shown in Figure 1.  

Induction training is very important for all the new 
entrants of the organization, because it not only helps to 
minimize the time but also the budget for the new 
entrants to follow the organization. It also helps to 
increase performance of employees with the greatest 
confidence (Chidambaram et al., 2013). Organizations 
demands good results from employees, then only those 
employees show good results and achieve goals if they 
feel satisfied and happy with their job. So for better 
results, it is the responsibility of the organization to take 
much care about their employee satisfaction level, to be 
successful in the industry. It is significant for human 
resource management department to give importance for 
the job satisfaction of employees for the success of 
organizations (Amjad et al., 2015).  

Literature also describes job satisfaction of an 
employee in different ways, but according to Bloomfield 
(2014) job satisfaction is an behavior of an employees 
about their work and is based on various factors, both 
internal as well as external feelings of an individual. For 
the sake of satisfaction and retention of an employee in 
the organization, employee should first have complete 
knowledge and information regarding their work and 
organization. They can have all this important stuff 
through the process of induction, which is considers as 
first training for new employee. Induction training is one 
of the basic and increases resources of improving 
manpower consumption and thereby possibly increasing 
job satisfaction of an employee (Chang and Busser, 
2017).  

To be job satisfied, it is basic need of an employee as a 
human being to have good relationship with different 
persons in the organization, that is, "group-level" items. 
Group-level items are the workplace relationships with 
colleagues, managers, and workplace friends (Pareekh et 
al., 2017). This thing happens with the  help  of  induction 

training, because in the first training, the organization 
tries to meet the new entrant with all the members of the 
organization. In this way an association between all 
employees creates. 
 
 
Problem statement 
 
As induction training plays a very important role for 
employee’s job satisfaction, but it is very neglected part in 
service industries, which tends to decrease satisfaction 
level of employee in the organization. 
 
 
Delimitations 
 
Particularly, in this study work has been done on only one 
organization’s employees of Government Sector not on 
private industries. As organizational culture has five 
dimensions, for example, stated by Hofstede uncertainty 
avoidance (UAI), individualism (IDV) power distance 
(PDI) and masculinity (MAS), but research is conducting 
generally on all the aspects of it, instead of taking any 
specific dimension of organizational culture (Ferraro and 
Briody, 2017; Hofstede, 2011). 
 
 
Research objectives 
 
Under this research, the objectives of this study are as 
follows: 
 

 To determine the positive effect of induction training 
on employee job satisfaction. 

 To determine that organizational culture moderates 
positively between induction training and employee job 
satisfaction. 

 
 
Significance of study 
 
When organizations will come to know that how much 
induction training and organizational culture will help 
them to increase employee job satisfaction, and then they 
will start focusing on these ignored elements. This will 
help the employee  to  retain,  increases;  quality  of  their  

 

 

 

 

Talent retention 

 Competitive Compensation 

 Performance Management 

Organizational performance 

 Profits 

 Growth 

 



 

 

Zafar and Zafar          13 
 
 
 
work performance, productivity in the organization as well 
as organizations will flourish day by day by considering 
employees as most important assets. Success of 
organizations also depends on the brilliance and 
excellence of culture, so after reviewing this study 
organizations will give much importance on their 
organizational culture factor.  

Induction defines as “the processes and support 
provided by the organization in orzder to help a new 
employee to learn to know the new organization and its 
members as well as the expectations and tasks related to 
the job”. According to Schein (1985) organizational 
culture referred employee’s shared values and beliefs 
and represent organizational traits at all levels. It is 
essential to improve the creativity and knowledge sharing 
for organizational success. Furthermore Wang and 
Ahmed (2004) state that innovative culture is necessary 
for innovation in any organization. Resolutions required to 
surges creativity in organization. Organizational culture is 
directly associated with risky outcomes like financial 
performance, productivity and innovation.  

Essence of organizational culture is that employees 
coordinate with each other and share knowledge for the 
solution of problem (Harris, 2017). Strong organizational 
culture is helpful to develop creative ideas and in this way 
it can enhance organizational worth (Shanker et al., 
2017). Employee motivation is containing factors that 
induce an employee to effectively and efficiently perform 
work-related tasks. Two theories of motivation include 
intrinsic motivation and extrinsic motivation. Employee 
satisfaction is the terminology used to describe the 
employee’s happiness and connectivity to fulfilling their 
desires and needs at work. Many measures purport 
that employee satisfaction is a factor in employee 
motivation, employee goal achievement, and 
positive employee morale in the workplace. 
 
 
LITERATURE REVIEW 
 
Induction training 
 
In the present era, one of the most important 
considerations of organization’s human resource is the 
induction training program. To welcome the new 
employees in the organization, it is just not enough to 
give then induction pack, which will have the rules, 
regulations, policies etc. and some other important 
information regarding their support or to know the 
organization. There must be the thing which will be under 
employee interest too. Thus, induction training is much 
ignored part in the organizations. Induction training is the 
one of the first processes and support by the 
organization, as it is considered very helpful for new 
employee to settle down in the organization.  

For this purpose, organizations  first  must  know  about  

 
 
 
 
what important things this process should have in it. 
Literature states that one of the most important part of 
induction training is to welcome the new employee into 
the organization, meeting with human resource 
department, let them know the most important things 
regarding their organization’s culture, organization’s 
history, benefits, criteria of eligibility, work environment of 
organization, new job responsibilities, organizational 
chart and all the other things that are relevant to working 
in the new company (King et al., 2018).  

Induction training helps to reduce employee turnover, 
induction training process helps in developing realistic job 
expectations, positive, the most important objective of 
induction training is to develop the important talents, 
information and behaviour of employees that their 
organization and their post requires. Induction training 
should be SMART (Specific, Measurable, Action 
orientated, Relevant, Time bound). Well conducted 
induction training helps to communicate to the employee 
that the company values and cares about him or her. 
Proper induction training has lots of benefits such as, if 
proper induction training has been done in the 
organization, and then it will minimize the repetition of 
mistakes, quality of work and satisfaction level of 
customer raises (Viljanen, 2018). 
 
H1: Induction training impacts significantly employee’s job 
satisfaction. 
 
 
Organizational culture  
 
Culture can be defined in a variety of ways. For example, 
164 definitions of culture are being reported by Leidner 
(2006) and Kroeber (1952). According to Hall (1976), it is 
identified by morals, values and beliefs the way that 
people can possibly think, act, solve problems, make 
decisions, design, plan and lay out their homes and 
cities, and also shape their economic, political, and 
transportation systems. Culture was defined by Hofstede 
(1980), as “the combined mental programming that 
differentiates the members of one group or category of 
people from another”. It can also be said that it is a set of 
shared and permanent meanings, values, attitudes, 
views, and beliefs that characterize cultural, national, or 
other groups, and guide their behaviour (Triandis, 1998).  

The five-dimensional measure of Hofstede’s culture 
has been the overpoweringly leading metric of culture. He 
stated that power distance is "the extent to which the 
members of institutions and organizations having a lesser 
amount of powers within a country assume and accept 
that power is not distributed equally." Uncertainty 
avoidance is "the extent to which the culture’s members 
feel endangered because of the uncertain or unknown 
situations." Individualism "relates to those societies in 
which the individuals are loosely bonded, and in  which  it  
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Figure 2. Theoretical framework. 

 
 
 
is expected from everyone that he or she is supposed to 
take care of himself or herself and his or her immediate 
family. Masculinity denotes the dominance of the male 
sex role pattern in the huge majority of both traditional 
and modern societies. Long-term orientation discusses 
the long term versus short-term orientation to the future. 
 
H2: Organizational culture moderates significantly 
between induction training and employee’s job 
satisfaction. 
 
 
Employee job satisfaction 
 
Employees plays very important role in attaining 
competitive advantage, as they are the assets and 
backbone of all organizations. In this competitive 
environment, it is a big challenge for organizations to 
retain them in the organization and to avoid continuous 
turnover. A feeling of satisfaction consider as a job 
satisfaction. As job satisfaction is the combination of both 
internal and external factors. At the workplace if the 
employee is physically happy and relaxed or 
psychologically if his/her job according to them, then they 
will have the feelings of satisfaction. Those feelings will 
be the job satisfaction of an employee (Hoppock, 1935; 
Qureshi and bin Ab Hamid, 2017). Three are also 
different things that causes employee job satisfaction like, 
according to Vroom (1964), it is very important for the 
employee’s job satisfaction that is whether the job duties 
or roles match according to the education and 
expectations of the employee or not.  

If employees get that job which is according to their 
past education or expectation, then they will enjoy that 
job instead of feeling boredom and irritation (Lawler and 
Suttle, 1973; Schaufeli et al., 2017). Feelings regarding 
job of an employee also a source of job satisfaction. 
Armstrong defines that if an employee has a good and 
positive feelings about his/her job, then that employee will 
remain in the organization and will also have positive 
attitude towards that job and organization. At the same 
time, if  employee  is  not  happy  with  the  job  and  have 

negative feelings and attitudes towards job, then that 
employee will consider dissatisfied and unhappy 
(Schaufeli et al., 2017).  

If this happens then employee turnover chances will be 
much more (Armstrong et al., 2007). Motivation plays a 
very important role in the career of employee’s life. 
Kaliski (2007) and Sekhar et al. (2013) posit that 
motivation is considered one of the most important 
aspects of any employee’s career, if an employee gets 
proper guidelines of the work, then he will do things right, 
if through his/her, organization gets success even 1%, 
then he must be rewarded. This will raise his enthusiasm 
and he will be more committed to the organization. 
Organization can increase their motivation level by giving 
those benefits, raise income level, promotion, and a 
separate office instead of cabin etc. Feelings are also 
important aspect of employee job satisfaction. George 
and Jones (2008) states that employees have two 
feelings, that is, satisfaction and dissatisfaction, regarding 
their jobs. Satisfaction feelings will raise organization’s 
success and dissatisfaction feelings will decrease 
organization’s success in many ways. 
 
 
Work place motivation 
 
Studies reveal that motivated employees are more 
dedicated toward to their work and organization. 
According to Meighan (2000), quality induction training 
programs make employee’s committed to the 
organization. 
 
H3: Workplace motivation moderates significantly 
between induction training and employee’s job 
satisfaction (Figure 2). 
 
 
RESEARCH METHODOLOGY 
 
In this research, the study is descriptive as well as 
hypothesis testing. At the same time, type of investigation 
is  both  correlational   and   cause   and   effect/empirical  
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testing. In this study, the aim is try to find out whether 
there is positive association between induction training 
(independent variable), organizational culture and 
workplace motivation (moderating variable) and 
employee job satisfaction (dependent variable) or not, 
and how organizational culture moderates both. Also try 
to find, does induction training causes employee job 
satisfaction in the organization.  

In research, there are two types of study setting that is, 
contrived settings and non-contrived settings. Contrived 
settings conducted in artificial settings and non-contrived 
settings conducted in natural environment. This study has 
been conducting non-contrived settings, as this research 
is conducting in natural environment by collecting data 
from employees of target organizations.  

The study has been conducted in context of Pakistan, 
and target industry was Service Sector by employees of 
NADRA. Pakistan is an emergent economy and amongst 
the prominent countries of Asia. The particular organiza-
tion NADRA is a Service sector.  

According to resources and Official website of NADRA 
total number of employees is 17,000 from which around 
900 are on top managerial level till 2019 still we did not 
have access to whole list of our target population so non-
probability employee intercept convenience sampling 
method has been use here (Zafar and Lodhi, 2018). So 
for this study we consider “Top Level Management” for 
collection of data. Accordingly total population for this 
study is 906, according to Krejcie and Morgan (1970) 
sample size for this population should be at least 270 
respondents on 95% confidence level. As unit of analysis 
for this study was employees so data collection takes 
around a month of February 2019.  

The time horizon is cross sectional or one shot 
because researchers have collected data for this 
research is just once. This study took three months for its 
completion. For analysis and hypothesis testing SPSS 
and Smart PLS was used (Ringle et al., 2015). Smart 
PLS is the most recent version of the Partial Least 
Square Structural Equation Modeling was used to 
examine and access the hypothesis. Partial least square- 
structural equation modeling (PLS-SEM) is a multivariate 
research technique which involves the application of 
statistical methods that simultaneously examine 
numerous variables.  

Composite reliability was used to ensure reliability of 
diverse constructs in the perspective of Pakistan. The 
appropriate factor loading values for valid constructs 
should be greater than 0.7 to verify the instrument used 
in this study consisted of a questionnaire is to gather 
information. In this study, to ensure a standardized 
questionnaire survey, the questionnaire was available to 
number of practitioners and academicians. The face 
validity of the questionnaire was approved with these 
people. After its validation, the questionnaires distributed 
among employees of  NADRA,  and  then  questionnaires  

 
 
 
 
were collected. 

The mode of data collection was printed structured 
questionnaire with five points Likert scale ranging from 
“strongly disagree” to “strongly agree” as the instrument 
of data collection. Questionnaire is very helpful to judge 
and know about the views and ideas of people about 
induction training, organizational culture and employee 
job satisfaction of selected industries. Data has been 
gathered through convenience sampling and self-
administered questionnaires. The questionnaire includes 
10 questions on induction training, 18 questions for work 
place motivation and 14 questions on organizational 
culture which have been adapted from Yang (2003) and 7 
questions on job satisfaction which have been adapted 
from Specter (2005). 
 
 
DATA ANALYSIS 
 
Model assessment checking validity 
 
The threshold value for factor loading should be greater 
than 0.7 of all elements. According to Hair et al. (2010), 
the acceptable value of factor loading should be greater 
than 0.5, but it is good for an indicator when it is above 
0.7. Table 1 shows the factor loading values of each 
variable’s elements. All our values are more than 0.7 
which met the threshold criteria, except some values of 
effort expectancy. Perceived risk and perceived trust so 
for further analysis omit those questions to have more 
valid results. 

Composite reliability and Cronbach alpha values have 
been used to show reliability of constructs. Its value 
should be greater than 0.7 (Hair Jr et al., 2017). Internal 
consistency and reliability of the measures checked with 
Cronbach alpha’s coefficient (Straub et al., 2004) and by 
composite reliability in for each of the construct of the 
model. In this research, values of all variables are 
meeting the threshold value.  

Average variance extracted (AVE) is also a measure to 
support the convergent validity. Basically, AVE is degree 
to which represents the reality of convergent validity. 
According to (Hair Jr et al., 2017) AVE value of each 
construct should be higher than 0.5 which shows the 
goodness of convergent validity. Values are in range of 
(0.591-0.698) which shows all the values are up to mark. 
 
 
Discriminant validity 
 
Discriminant validity assessment use to ensure that a 
reflective construct has the strongest relationships with its 
own indicator or item, that is why here comparison done 
with other constructs (Hair Jr et al., 2017). To measure 
discriminant validity this study use Fornell-Larcker 
criterion and Cross-loadings. 
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Table 1. Convergent validity and reliability. 
 

Constructs Items Outer loading Cronbach’s alpha Composite reliability AVE 

Induction training 

IT1 0.830 

0.901 0.92 0.591 

IT3 0.782 

IT4 0.716 

IT5 0.825 

IT6 0.761 

IT7 0.776 

IT8 0.713 

IT9 0.739 

Job satisfaction 

JS1 0.816 

0.899 0.922 0.665 

JS2 0.832 

JS3 0.865 

JS4 0.789 

JS5 0.724 

JS6 0.858 

Organizational culture 

OC1 0.844 

0.934 0.944 0.654 

OC10 0.852 

OC11 0.741 

OC14 0.839 

OC4 0.729 

OC5 0.877 

OC6 0.814 

OC7 0.815 

OC9 0.755 

Work place motivation 

WM10 0.902 

0.861 0.901 0.698 
WM4 0.692 

WM8 0.919 

WM9 0.809 

 
 
 

Table 2. Fornell-Larcker criterion. 
 

 IT JS OC OC Moderator WM WM Moderator 

IT 0.769      

JS 0.612 0.815     

OC 0.650 0.805 0.809    

OC Moderator -0.577 -0.497 -0.470 1.000   

WM 0.174 0.273 0.210 -0.158 0.835  

WM Moderator -0.231 -0.188 -0.175 0.292 -0.071 1.000 

 
 
 
Fornell-Larcker criterion 
 
The Fornell-Larcker criterion has a requirement that any 
latent variable comprehends considerable variance with 
its own indicators than with any other latent variables. 
This is basically the square root of AVE value of 
respective variable.  

Table 2 shows the Fornell-Larcker value of each 
variable as correlation table. Here we have to consider 
only upper diagonal values and all the values should be 
greater than 0.7 to support discriminant validity. As 
induction training having value of  0.769 which is 
basically the square root of its AVE which was 0.591, so 
all the variables are having good enough values  to  meet  
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Table 3. Cross loading. 
 

 IT JS OC WM 

Induction training enables the new comer to meet colleagues with whom they will be 
working 

0.830 0.773 0.709 0.210 

Induction training helps the post holder to understand their job descriptions and how they 
fit within the framework of the organization 

0.782 0.625 0.619 0.084 

Training helped me to do my job more efficiently 0.716 0.516 0.557 0.151 

Induction training reduces anxiety, which newcomer feels while entering into the new 
place 

0.825 0.647 0.667 0.112 

Induction training process can help the newcomer to get up the speed quickly and it 
reduces employee turnover 

0.761 0.553 0.593 0.133 

Timings of induction training were appropriate 0.776 0.685 0.746 0.211 

Delivery mode of induction training was satisfactory 0.713 0.550 0.619 0.034 

In induction training, the contents (i.e. introduction of company’s work culture, clarity of 
work hours, overtime and leave policies, terms and conditions etc.) were well discussed 

0.739 0.589 0.693 0.105 

I have good relations with other employees of the organization 0.682 0.816 0.691 0.221 

My manager clearly defines goals and expectations 0.735 0.832 0.690 0.218 

I could report unethical activities without fear of reprisal 0.699 0.865 0.817 0.219 

In this organization, information and knowledge are shared openly 0.619 0.789 0.642 0.216 

My salary is competitive with similar jobs I might find elsewhere 0.535 0.724 0.486 0.228 

Employees are encouraged to participate in the decision-making process 0.682 0.858 0.798 0.239 

In my organization, there is an opportunity of career growth at work 0.688 0.726 0.844 0.169 

Here is strong communication with all employees regarding policies and company issues 0.743 0.788 0.852 0.139 

Organization has an investment in learning, training, and employee knowledge 0.632 0.656 0.741 0.174 

Our organization is a fun place to work 0.694 0.800 0.839 0.217 

I can arrange my workplace as per my comfort 0.646 0.628 0.729 0.138 

My organization is people and empowerment focused 0.782 0.764 0.877 0.212 

My organization provides benefits plans: 

(that is retirement plans, life insurance, medical insurance) 
0.670 0.603 0.814 0.139 

In this organization, people trust each other 0.689 0.636 0.815 0.143 

People treat here as more valuable than things 0.628 0.558 0.755 0.193 

Because it is part of the way in which I have chosen to live my life 0.166 0.249 0.222 0.902 

Because I derive much pleasure from learning new things 0.073 0.117 0.048 0.692 

For the satisfaction I experience from taking on interesting challenges 0.192 0.312 0.243 0.919 

Because it allows me to earn money 0.091 0.137 0.081 0.809 

 
 
 

theLarcker criteria. 
 
 

Cross loading 
 

Cross loading is used to measure and represent the 
loading value of each question with its own construct as 
well as with other constructs. Criteria for this is that 
question should have factor loading value greater than 
0.7 with its own construct and have lesser with other 
constructs(Table 3). 
 
 

Measuring model fit 
 

Model fit is measured by standardized root mean square 
residual (SRMR), Chi square and normed fit index (NFI).  

SRMR is defined as the difference amongst the observed 
correlation and predicted correlation of the variables that 
is constructs (Hair Jr et al., 2017). Its value should be 
less than 0.08 which is being considered to be a good fit 
value (Hu et al., 1998). The NFI represents an 
incremental fit measure and also defined as 1 minus the 
Chi square value of the proposed model divided by the 
Chi square values of the null model. Consequently, the 
NFI results in values between 0 and 1. The value of NFI 
closer to 1, the better the fit it is.  

Table 4 shows the values of SRMR, Chi square and 
NFI. Value of NFI fall in criteria and near to 1 this support 
the model fit and value for SRMR is also less than 0.08 
and Chi square is also good enough to support the model 
fit. Values are on both ends good enough, for example, 
structural model as well as estimated model. 



 

 

Int. J. Bus. Financ. Manage. Res.          18 
 
 
 

Table 4. Measuring the model fit. 
 

 Structured model Estimated model 

SRMR 0.072 0.072 

Chi-square 1,735.250 1,732.301 

NFI 0.749 0.749 

 
 
 

Table 5. Variance inflation factor. 
 

Constructs Items Outer VIF Inner VIF Constructs Items Outer VIF Inner VIF 

IT 

IT1 2.376 

4.255 
OC 

OC1 3.322 

3.676 

IT3 2.133 OC10 3.96 

IT4 1.844 OC11 1.927 

IT5 2.493 OC14 3.593 

IT6 2.058 OC4 1.893 

IT7 1.994 OC5 4.662 

IT8 1.854 OC6 4.518 

IT9 1.973 OC7 4.179 

JS 

JS1 2.143 

- 

OC9 2.805 

JS2 2.379 

WM 

WM10 2.689 

1.053 
JS3 3.742 WM4 1.536 

JS4 2.057 WM8 2.464 

JS5 1.901 WM9 2.131 

JS6 3.473  

 
 
 
Variance inflation factor (VIF) 
 
VIF measures the extent to which the variance of the 
estimated regression coefficients is enhanced as 
comparatively to the situation when the predictor 
variables are not being linearly related. This can be 
measure separately for outer model as well as for inner 
model. Outer VIF consist on the variance values of items 
used to measure a construct. While Inner VIF shows the 
variance inflation of variables. This is the true measure to 
check collinearity statistics. It should have a value less 
than 5 (Hair Jr et al., 2017).  

Table 5 shows the VIF values for both inner model as 
well as outer model. For both the values met the criteria 
the value for induction training is 4.255 but it is also less 
than 5 the threshold criteria so we accept that as well. 
Value for JS is not measured the reason behind is that is 
dependent variables and VIF is measured only 
independent variables loaded on dependent variable. 
 
 
PLS-SEM checking structural model 
 
Path coefficient, that is, (β) amongst the latent variables 
is  a  significant  criterion  for   evaluating   the   predictive 

power of the structural model. The magnitude of the path 
coefficient points out the power of the relationship among 
the latent variables and the sign of the path coefficient 
either positive or negative has to be corresponding to the 
pre-proposed hypothesis (Urbach and Ahlemann, 2010). 
Here evaluate the Inner and outer model. As outer model 
explained earlier now time to check coefficient values or 
relationships between exogenous and endogenous 
variables (Henseler et al., 2015).  

Here the outer and inner model was explained but only 
inner model is shown in Figure 3. All the hypothesized 
relationships are shown. Starting from impact of IT on JS 
coefficient value is 0.276 which shows that 27.6% in 
dependent variable is due to independent IT variable. In 
other words, if IT increases by one unit, this will increase 
job satisfaction of employee with 0.276 points. Research 
also supports the literature by showing that if we increase 
IT by 100% this will Increase the employee job 
satisfaction 27.6%.  

Now coming toward the moderating variables on the 
relationship between IT and JS, starting from OC as 
moderator its value is 0.047 which shows that 
organizational culture moderates the relationship of IT 
and JS and has moderating influence of 4.7%. 
Simplifying, OC strengthen the relationship by 4.7%.  
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Figure 3. PLS-SEM algorithm model. 

 
 
 
Table 6. PLS-SEM hypotheses testing. 
 

S/N  Path coefficient Standard deviation T statistics (|O/STDEV|) P-values Results 

H1 IT -> JS 0.276 0.062 4.473 0.000 Supported 

H2 OC Moderator -> JS 0.047 0.027 2.748 0.031 Supported 

H3 WM Moderator -> JS -0.001 0.027 0.038 0.970 Not supported 

 
 
 
Secondly, WM has lesser and insignificant impact on the 
relationship by -0.001 which shows the negative value 
this says that WM did not moderate the relationship 
between IT and JS. 
 
 
PLS-SEM path analysis 
 
Table 6 uses for hypotheses testing; basically this table is 
output of Bootstrapping. Path coefficient shows the beta 
coefficient values, the impact of exogenous variable on 
endogenous variable. Here T statistics value and P value 
are the thresholds for hypotheses acceptance. According 
to Hair et al. (2014) value of T statistics should be greater 
than 1.96 and P values should be lesser than 0.05 for 
hypotheses acceptance. Both of the values should meet 
the criteria, otherwise hypothesis will be rejected.  

Starting from impact of IT on JS, the path coefficient 
show 27.6% impact of IT on JS and its T value is 4.473 
and its P value is 0.000, both of the values met the 
criteria by Hair et al. (2014) so we accept the H1 
hypothesis and reject its alternative hypothesis H0.  

Secondly coming toward moderating impact of OC its 
coefficient value is 0.047 which shows that OC 
strengthen the relationship of IT and JS by 4.7%. Its T 
value is 2.748 and P value is also up to the mark by 
having value of 0.031 which also give support for 
hypothesis acceptance (Hair Jr et al., 2017). So here H2 
is accepted and the alternative hypothesis H0 will be 
rejected.  

Lastly check the moderating influence of WM on the 
relationship of IT and JS. Coefficient value shows the 
negative value by -0.001 which shows the reversal 
impact of the  moderator  on  the  relationship.  But  when  



 

 

Int. J. Bus. Financ. Manage. Res.          20 
 
 
 

 
 

Figure 4: Bootstrapping. 

 
 
 
considering the T and P value, respectively T statistics is 
0.038 and P value is 0.970, both of the values are not 
upto the mark and did not met the criteria. So here H3 is 
rejectd and the alternative hypothesis H0 is accepted.  

Figure 4 shows the T-statistics values of all variables 
existing in the theoratical model. It also shows the direct 
impact of OC and WM. For measuring the moderating 
impact, it is essential to load the moderators on 
endogenous variable as an independent variable. Model 
shows T value for OC is as independent vatiable 9.527 
and as a moderator its value is 2.748 here we can say 
that OC has direct impact on JS as well as it has a 
moderating influence to strengthen the relationship 
between IT and JS.  

Now coming toward the impact of WM its direct impact 
is significant and having good enough T statistics by 
having value of 3.146 but when we come toward 
moderating impact of WM it shows insignificant value 
which did not meet the threshold criteria. Due to this we 
can say that WM has direct influence on JS. 
 
 
SUMMARY OF FINDINGS AND DISCUSSION 
 
In the current study the research model is being 
assessed by using the PLS approach (partial least 
square). In order to evaluate structure equation modelling 
(SEM) the assessment of the measurement model has to 

pass through several steps. The foremost objective of the 
current chapter was to evaluate and assess the research 
model.  

The chapter includes the process for assessment of the 
research model. Several processes and techniques 
under use in the current model are also being discoursed 
and enlightened in detail. Various tests have been used 
to reveal the results on the current model for its 
assessment. Furthermore, the final results have 
confirmed the validity of the new conceptualization of the 
current model. The results have supported the 
hypothesized relationship among the constructs to a 
great extent.  

Table 7 summarizes the whole analysis and results 
parts by showing the hypothesis and their variables 
details, further showing the acceptance or rejection status 
of all the hypothesis and alternative hypothesis. On the 
whole study supports the theory that there is an impact of 
induction training on employee’s job satisfaction, also 
revolve that organizational culture moderated and give 
rise to strengthen the relationship between training and 
job satisfaction of employees. 
 
 
CONCLUSION AND RECOMMENDATIONS  
 
To conclude this study, in all the above literature review it 
shows  that  organizational  culture  impacts  positively  or  
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Table 7. Summary of findings. 
 

S/N Hypothesis 
Independent 

variable 
Dependent 

variable 
Moderator Results 

H1 
Induction training impacts significantly 
employee’s job satisfaction 

Induction training Job satisfaction - Accepted 

H0 
Induction training do not impacts 
significantly on employee’s job 
satisfaction 

Induction training Job satisfaction - Rejected 

H2 
Organizational culture moderates 
significantly between induction training 
and employee’s job satisfaction 

Induction training Job satisfaction 
Organizational 

culture 
Accepted 

H0 

Organizational culture does not 
moderate significantly between 
induction training and employee’s job 
satisfaction 

Induction training Job satisfaction 
Organizational 

culture 
Rejected 

H3 
Workplace Motivation moderates 
significantly between induction training 
and employee’s job satisfaction 

Induction training Job satisfaction 
Workplace 
motivation 

Rejected 

H0 

Workplace Motivation does not 
moderate significantly between 
induction training and employee’s job 
satisfaction 

Induction training Job satisfaction 
Workplace 
motivation 

Accepted 

 
 
 
makes the relation strong between the studied variables 
such as induction training and employees job satisfaction 
(Gelfand, 2007; Kirkman, 2006). This study also 
contributes the findings by showing that Induction training 
has significant and positive impact on employee’s job 
satisfaction, also revolve that organizational culture 
moderated positively and strengthen the relationship 
between IT and JS. This study is very important for those 
organizations that come under developing countries. 
 
 
Academic implication 
 
Generally people or researchers believe that organiza-
tional culture acts as a moderator, which strong the 
relationship between independent and dependent 
variables. In trying to investigate the impact of induction 
training on employees job satisfaction, findings of this, 
according to the findings of this study, organizational 
culture as a moderator have a significant impact on 
independent variable (induction training) and dependent 
variable (employees job satisfaction), but in this it 
weakens the relationship between studies variables. This 
is because this study has been conducted in developing 
country, where supportive organizational culture do not 
implemented properly. So that this study is very much 
important for organizations that wants to succeed in their 
industries or even wants to be global, they must know 
that employees can only retain in the organizations, if 
they feel that the culture is positively supports the 
employees and they can know  this  in  their  first  training  

which is induction training. 

 
 
Managerial implication 

 
This research has been constantly shows that there is a 
relationship between induction training and success 
elements in organizations through employees. Success 
factors for organizations can be: 
 

 Maximum profitability 

 Quality of work upgrades 

 Productivity increases to great extent 

 Employee’s interest in work higher and cause 
decrease in boredom  

 Reduction in time and cost of recruitment 

 Employee’s performance increases 

 Employee retention for a longer period of time 

 Satisfaction level of customers higher 

 Employees and customer faithfulness 

 Creation of organizational goodwill 

 
 
Future recommendations  

 
Particularly, in this study work has been done on only one 
organization’s employees of government. Sector or not 
on private or public industries, and also did not measure 
the difference between these two. So it is recommended 
to work on public and private sectors too regarding  these  



 

 

 
 
 
 
variables. As organizational culture has five dimensions 
such as stated by Hofstede (2010) uncertainty avoidance 
(UAI), individualism (IDV) power distance (PDI) and 
masculinity (MAS), but research is conducting generally 
on all the aspects of it, instead of taking any specific 
dimension of organizational culture. It is recommended to 
work on specific dimensions too on the variables 
conducted in this study. 
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