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Samenvatting 

Deze studie onderzoekt welke factoren van invloed zijn bij het maken van attributies door 

medewerkers ten opzichte van HR praktijken. Dit in combinatie met HR tevredenheid en 

organisatie resultaten. Deze studie maakt inzichtelijk hoe medewerkers HR praktijken 

interpreteren. Daarnaast onderzoekt deze studie welk gedrag medewerkers vertonen als de 

zichtbaarheid van deze HR praktijken hoog is en er een duidelijke situatie gecreëerd wordt. 

De zichtbaarheid van HR praktijken wordt gepresenteerd als een proces variabele. Organisatie 

uitkomsten, zoals affectieve betrokkenheid en innovatief gedrag worden beschouwd als 

content variabelen. Deze content variabelen  worden in één model gecombineerd met de 

proces variabele zichtbaarheid van HR praktijken. De onderzoeksvraag luidt als volgt: 

Kunnen affectieve betrokkenheid en innovatief gedrag verklaard worden door medewerkers 

tevredenheid en de zichtbaarheid van Human Resource Management? Hiernaast speelt 

onzekerheidsvermijding ook nog een rol, omdat er niet alleen attributies op situationele 

factoren gemaakt kunnen worden, maar ook op persoonlijke factoren. 

Onzekerheidsvermijding wordt exploratief onderzocht. De data van 639 medewerkers is 

verzameld middels vragenlijsten bij verschillende organisaties. Het overgrote deel van de 

ondervraagden is van Nederlandse afkomst. Een zeer klein gedeelte van Duitse afkomst. De 

ondervraagden laten zien dat tevredenheid over HR praktijken is gerelateerd aan affectieve 

betrokkenheid en innovatief gedrag. Daarnaast modereert de zichtbaarheid van HR praktijken 

de relatie tussen HR tevredenheid en affectieve betrokkenheid. Ook heeft de zichtbaarheid 

van HR praktijken een modererend effect op de relatie van HR tevredenheid en innovatief 

gedrag. Dit betekent dat medewerkers attributies maken ten opzichte van een zichtbaar HRM 

beleid. Tevens hebben persoonlijke factoren, zoals onzekerheidsvermijding, ook een positieve 

invloed op de relatie tussen HR tevredenheid en innovatief gedrag. Deze studie laat zien de 

sterkte van een situatie, in dit onderzoek de zichtbaarheid van HR praktijken, kan bijdragen 

aan positieve bedrijfsresultaten.   
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Abstract 

This study examines what factors affect employee attributions to HR practices in relationship 

with HR satisfaction and organizational outcomes. As a result this study gives a better insight 

in how employees individually perceive HR practices and what kind of attitude or behaviour 

they will display when these practices are made distinctive. HR distinctiveness is in this study 

important because it reduces the ambiguity of the situation. HR distinctiveness is measured as 

a process variable. Organizational outcomes as affective commitment and innovative 

behaviour are the content variables which are being measured. Refreshing are content 

(affective commitment and innovative behaviour) and process (HR distinctiveness) variables 

combined in one model. The research question is: Can affective commitment and innovative 

behaviour be explained by satisfaction with HR practices and the distinctiveness of human 

resource management? The role of uncertainty avoidance is examined on an explorative base 

because attributions can, next to situational factors, also be made due personal factors. The 

data used in this study is collected through questionnaires. 639 employees from different 

organizations are being questioned. The largest part are employees from the Netherlands. A 

significant small part from Germany. Using this convenient sample the results show that 

satisfaction with HR practices is related to both affective commitment and innovative 

behaviour. Moreover, HR distinctiveness is found to moderate the relationships between HR 

satisfaction with both affective commitment and innovative behaviour. So it is clear that 

employees can attribute to HRM policy if this represents distinctive situation. On the other 

hand can employees also make attributions due to personal factors, such as uncertainty 

avoidance, which can positively influence de relationship between HR satisfaction and 

innovative behaviour.   
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Introduction 

The last decade a lot of research has been conducted to the relation between Human 

Resource Management (HRM) and organizational outcomes (Becker, Huselid, & Ulrich, 

2001; Guest, 1997; Huselid, 1995; Boselie, Paauwe & Jansen, 2001). Those studies concluded 

that HRM does contribute to organizational performance, however the black box in which the 

focus is on the mechanism to explain the relationship between HRM and organizational 

performance is not clear yet. Until now the main focus of HRM research is on the content of 

HRM, namely on the specific set of HRM practices and policies. These sets and policies 

consist for example of development systems, reward systems and selection criteria. There are 

several theories and researches in which is explained why HRM can contribute to the 

organizational outcomes. There are two different views on HR practices, namely the best 

practice and the best fit. The best practice view (Pfeffer, 1994) is a set of HR policies that is 

said to improve performance for all organizations and for all types of employees. The best fit 

approach is that the most performance is generated when the HR policies are consistent with 

the business strategy (Miles & Snow, 1984; Schuler & Jackson, 1987). Later e.g. Wright and 

Boswell (2002) focused more on how employees responded on HRM. Bowen and Ostroff 

(2004) have presented a model in which they try to open this black box, by focusing on the 

process and to employees’ perception of HRM policies. This model is used as basis for this 

study because employee perception of HRM can give insight how HRM can contribute to 

organizational outcomes. Appelbaum, Bailey and Berg (2000), Purcell, Kinnie, Hutchinson,  

Rayton and Swart (2003) and Coyle-Shapiro, Kessler and Purcell (2004) state that attitudes of 

employees towards HR policies are important because they are seen as drivers of 

organizational citizenship behaviour (OCB). OCB is defined as “behaviour that is 

discretionary not directly or explicitly recognized by the formal reward system, and that in 

aggregate the effective functioning of the organization” (Organ, 1988, p.4.). Thus, attitudes of 

employees towards HR policies can contribute to organizational outcomes.  

Kinnie, Hutchinson, Purcell, Rayton and Swart (2005) state that another way in which 

HRM policies can add value to the organization is when employees are satisfied with HR 

practices. Research shows that a particular bundle of HR practices can have value and lead to 

improvement in attitude and behaviour of employees. By investing in HR satisfaction 

organizations attempt to influence attitudes and behaviour of employees in a positive way. 

Crucial is whether and to what extent employees experience HR practices and when they are 
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aware of their existence of HR. This awareness depends on the perception of the practices and 

the way employees interpret the HR practices.   

The formation of desired employee attitudes and behaviour, from a organizational 

perspective, can only be achieved if the HRM policy is clearly perceived and interpreted as 

intended by the organization (Bowen & Ostroff, 2004). The underlying idea of this model is 

Kelley’s (1967) attribution theory. In general the principle of attribution states that people 

attribute behaviour tot the factors that are present when a behaviour occurs and is absent when 

it does not. Kelley states that in addition to internal and external attributions, situational 

factors (entities) are of influence in changing behaviour. Thus, Kelley argues that people can 

make reliable attributions of cause-effect relationships with three aspects, being; 

distinctiveness, consistency and consensus.  

The most important part of the HRM policies according to Bowen and Ostroff (2004) 

is distinctiveness. “When practices are not made salient, visible, and understandable, 

ambiguity is high, and employees are more likely to refer to one another in an attempt to 

define the situation in their own way” (Bowen & Ostroff, 2004, p. 214). Bowen and Ostroff 

(2004) propose that low distinctiveness of the HRM system contributes to a collective sense 

making process that may result in unintended organizational climates. Although 

distinctiveness, consistency and consensus are all important to make attributions about 

phenomena, the literature says that distinctiveness is the most important feature. Hewstone 

and Jaspars (1988) did research and found results in which consensus and consistency 

influenced distinctiveness. Distinctiveness was in this study the most important factor in 

influencing attributions. Furthermore Bowen and Ostroff (2004) state that distinguishing 

characteristics are important because when HRM practices are not obvious, not visible and 

not understandable, the interpretation is ambiguous and employees tend to the needs of their 

individual way of interpreting and attributing. This may have an unintended effect that is not 

in line with the objectives of an organization. Distinctive characteristics are crucial for 

employees’ attributions of the policy (though consensus and consistency play a role). It is 

therefore important that employees are aware of HRM policies (by making them visible and 

salient) and share the same interpretation of the HRM policies and attribute their attitudes or 

behaviour to that situation.  

 An desirable employee outcome for the organization  is affective commitment. 

Affective commitment is an attitude which influences the organizational outcomes in a 

positive way (Arthur, 1994; Somers, 1995; Meyer & Allen, 1997). Employees with high 
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affective commitment focus their attention on activities of which they consider valuable and 

appreciated by the organization. Furthermore, they work harder and perform better than 

employees that are less affective committed (Meyer & Allen, 1997). Affective commitment 

also leads to less turnover (Somers, 1995), and less absence (Arthur, 1994). In addition, an 

employee puts himself entirely at the service of an organization which positively affects 

organizational outcomes. 

Another factor which is a desirable outcome and has a direct link to HRM is 

innovative behaviour. Research of Sanders, Moorkamp, Torka, Groeneveld and Groeneveld 

(2010) found that innovative behaviour is related to employee satisfaction with HR practices. 

Innovation is the development and implementation of new ideas by people in a group or an 

organization to generate positive outcomes (Janssen, 2000). Given that innovative behaviour 

has a positive effect on organizational outcomes, this variable has been included in the 

research model as well.  

In this study the relationship between the distinctiveness of HRM policies, the 

satisfaction with HR practices and employee outcomes affective commitment and innovative 

behaviour will be examined. The attribution of employees is interesting because they can link 

content variables (affective commitment and innovative behaviour) with process variables 

(distinctiveness of HR practices). This leads to the following research question:  

 

Can affective commitment and innovative behaviour be explained by satisfaction with HR 

practices and the distinctiveness of human resource management? 

 

In this research the variable uncertainty avoidance is also assessed. Uncertainty 

avoidance is assessed on an explorative base. Whereas distinctiveness of HR is a situational 

factor, uncertainty avoidance is a personal factor and thus possible to influence the 

dispositional attribution when there’s a lack of situational factors. Schneider, Salvaggio and  

Subirats (2002) stated that situational strength lead employees to display uniform behaviour. 

It is interesting to see if in unambiguous situations uncertainty avoidance (as a personal 

factor) plays a role and thus influences employee attributions. 
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Satisfaction with HR practices 

Satisfaction with HR practices plays a role in influencing employee attitudes and 

behaviours. Kinnie et al.(2005) show that there is a positive relationship between HR 

satisfaction and affective commitment. This research demonstrates how the HR practices are 

perceived by employees. If employees are satisfied they are willing to display behaviour that 

is beyond expectations and is neither described nor rewarded by any formal reward system.  

Affective commitment is reflected in the extent to which the employee can identify 

himself or herself with the company, the degree of emotional attachment and the level of 

participation (Allen & Meyer, 1990). This behaviour has a positive effect on the performance 

of an organization. Also zooms this form of commitment in on the emotional involvement 

with, and attachment to the organization.  

Kinnie et al.(2005) have found a positive relationship between satisfaction of HR 

practices and affective commitment of employees. It is considered that the satisfaction with 

HR practices leads to more affective commitment, more involvement and ultimately better 

business results. This link can be explained by the social exchange theory (Blau, 1965). The 

social exchange theory suggests that social reciprocity is the basis of the exchange. There are 

two distinct types, namely social exchange and economic exchange. Economic exchange 

refers to the employee that displays a ‘one good turn deserves another’- attitude. Social 

exchange refers to a relationship that looks to the future and behaviours that go beyond the 

standard tasks and is not converted into a reward. Satisfaction with HR practices can be 

experienced by employees as commitment towards them and eventually be answered with, for 

example, affective commitment.   

 Another form of desired behaviour which also can be linked to the social exchange 

theory is innovative behaviour. Innovative behaviour by employees can be seen as crucial for 

the survival of organizations (Janssen, 2000) and thus be regarded as desired behaviour. Scott 

and Bruce (1994) say that the basis of all innovation and creative ideas comes from 

employees. These employees are also required to develop ideas, discuss, promote and 

implement the innovative ideas (Van de Ven, 1986). Jiménez, Jiménez and Sanzvalle (2008) 

state that the innovative capacity of an organization hides in the creativity, imagination and 

intelligence of employees. There are many others who have carried out research into the types 

of innovation and at what level innovation takes place (individual, group or organizational 

level). This research, focuses on innovative behaviour at the individual level because this 
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study takes the employee perspective. Shipton, West, Dawson, Birdi and Patterson (2006) 

investigated the influence of satisfaction with HR practices on innovative behaviour of 

employees. They declare that HR practices should be designed so that they can contribute to 

innovative behaviours of employees. One way to gain appraisal from employees is when 

employees are satisfied with HR practices and have a positive attitude regarding the 

organization (Thompson & Heron, 2003). This leads to the following hypotheses:  

 

H1(A/B): Employee satisfaction with HR practices is positively related to affective 

commitment (H1A) and innovative behaviour (H1B).  

 

Distinctive Human Resource Management  

As mentioned before it is obvious that formation of discretional behaviour by 

employees can only be achieved if the HRM policy is clearly perceived and interpreted as 

intended by the organization. According to Kelley’s (1967) covariation model, “an individual 

can make confident attributions about cause effect relationships in situations depending on 

the degree of distinctiveness, consistency, and consensus” (Sanders, Dorenbosch & De 

Reuver, 2008, p. 414). Also according to Kelley (1967) “The effect is attributed tot that 

condition which is present when the effect is present and which is absent when the effect is 

absent” (Kelley, 1967, p. 194). Distinctiveness means that the event effect is highly 

observable (and thus present). Consistency implies that the event effect presents itself the 

same across modalities and time. Consensus means that there is an agreement among 

individuals of the event effect relationship (Kelley, 1967). If these three components are 

present Bowen and Ostroff (2004) speak of a strong situation, “In a strong situation 

employees develop a shared interpretation of the organization’s policies, practices, 

procedures, and goals and develop shared perceptions about what behaviours are expected 

and rewarded in the organization” (Bowen & Ostroff, 2004, p. 207).  

In case of a strong HRM system, according to Bowen and Ostroff (2004), the HR 

practices are unambiguous and should lead to a positive effect on the desired behaviour. The 

strength of HRM plays an important role in Bowen and Ostroff’s (2004) theoretical model. 

The black box can be unravelled if it is known which underlying processes are important for a 

successful HRM system. Kelley (1967) designed the covariance model in which he stated 

how individuals make causal inferences to explain why people behave like they do. Three 
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causes which individuals can attribute to are people, object and context.  Kelley (1967) also 

states that next to making attributions for other people, situational factors for making 

attributions are important as well. Kelley (1967) states that an attribution about  cause-effect 

relationships in situations is based on three components namely distinctiveness, consistency 

and consensus. Bowen and Ostroff (2004) use those three components from Kelley’s theory 

as a basis for their theory. They state that a strong HRM system is distinctive, consistent and 

that there is consensus among the employees about the HRM system. 

The most important component of a strong HRM system is it’s distinctiveness of a 

HRM system. Kelley says about distinctiveness ‘the actor’s response uniquely occurs when 

the thing is present and does not occur in it’s absence’ (1967, p.197). HR distinctiveness 

descrives, according to Bowen and Ostroff (2004) that employees are aware of the HRM 

policies and HR practices. When the policy is absent or employees don’t have a notion about 

it, nor the intention, they will make their own interpretation about it. Research from Gomes, 

Coelho, Correia and Cunha (2010) confirms the important role of distinctiveness in the 

covariation model of Kelly (1967). Hewstone and Jaspar (1988) state that attribution is 

especially affected by the way people understand their environment, as well as how they see it 

as visible and relevant. 

 Bowen and Ostroff (2004) divide distinctiveness into four aspects. Legitmacy, 

relevance, comprehensiveness and visibility. Taking into account these four aspects, 

distinctiveness of the HRM system is present when; the profile of HRM is easily observable, 

HR practices are not ambiguous, employees find the HR situation relevant to their functions 

and personnel sanctions are accepted. If HRM is not distinctive, not visible, not 

understandable and highly ambiguous, each individual employee could define the policy 

differently. This process leads to a variety of different interpretations of the HRM system and 

to an unintended organizational climate.  

If employees are satisfied with HR practices, and employees want to seek to 

reciprocate, they organize their attention on those activities which they think are valuable to 

and appreciated by the organization. This can lead to desired attitudes and behaviour. 

Research from Sanders et al.(2008) found a relationship between distinctiveness and affective 

commitment. If employees are satisfied with HR practices, when HR practices are distinctive, 

it could have an positive effect on employee attitude and behaviour.  

 Since distinctiveness is the most important factor of influencing a situation (Kelley, 

1967; Bowen & Ostroff, 2004; Gomes, Coelho,  Correia & Cunha, 2010), it’s interesting to 
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see  in what way distinctiveness is related to HR satisfaction, affective commitment and 

innovative behaviour. As described above distinctiveness reduces ambiguity. Research from 

González-Romá , Peiró  and Tordera (2002), Ostroff and Bowen (2000) and  Schneider et al. 

(2002), proposed that situational strength is of importance of the ambiguity present in the 

context. The basis fore this assumption is Mischel’s research (1973; 1976). ”In weak 

situations employees experience a high degree of ambiguity regarding what the appropriate 

responses are; thus, variability of respons is large” (González-Romá , Peiró & Tordera, 2002, 

p. 467). In strong situations individuals interpret events in a similar way, and this promotes 

uniform expectations about appropriate responses, so that variability on those responses is 

small (Mischel, 1973; Ostroff & Bowen, 2000). This is supported by the following “Strong 

situations are created when aspects of the situation lead people to perceive events the same 

way, induce uniform expectations about the most appropriate behavior, and instill necessary 

skills to perform that behavior.”(Schneider et al., 2002, p. 467). Schneider et al. (2002) also 

state that employees in weak situations do not perceive events in the same way and that 

therefore expectations about appropriate behaviour are inconsistent or nonexistent. In a strong 

situation, variability among employees’ perceptions of the meaning of the situation will be 

small and will reflect a common desired content (Schneider et al., 2002). Given the fact that 

Bowen and Ostroff (2004) search for features that create a strong HRM system it’s assumable 

that distinctiveness is one of those features of which they state is important and has effect on 

the strength of the situation on which employees attribute their behaviour. Research from 

Sanders et al. (2008) assumes that individuals can make confident attributions about cause 

effect relationships depending on the degree of distinctiveness. Therefore in this research the 

expectation is that HR distinctiveness influences situational factors to which people attribute.  

Second, Li, Frenkel and Sanders (2011) also found out that the distinctiveness of an 

HRM system is related to three employee work attitudes (work satisfaction, vigor and 

intention to quit). Since work satisfaction, vigor and intention to quit and affective 

commitment are all attitudes, it is interesting to have a better look at their similarities. They 

have more in common than only the attitude part. For instance work satisfaction is an 

essential part of being committed to a company. Vigor is described as extra strength and the 

intention to quit is the opposite attitude of someone who is affective committed.  These three 

different work attitudes taken together tend to be the same as affective commitment. These 

variables do work according to the same underlying mechanism (social exchange theory) as 

affective commitment and innovative behaviour (Blau, 1965). Therefore the expectation is 
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that the distinctiveness of HRM also strengthens the relation between HR satisfaction and 

affective commitment. This leads to the following hypothesis: 

 

H2(A/B): Distinctiveness of HRM strengthens the relation between satisfaction with HR 

practices and affective commitment (H2A) and innovative behaviour (H2B).  

 

 

Uncertainty Avoidance  

Perception of a situation is not only influenced by situational factors. Kelley (1967) 

states that next to situational factors, personal factors can influence attribution (dispositional 

attribution). If cultural background is labeled as a factor within the person itself, it is possible 

that uncertainty avoidance has an inhibitory or facilitative effect on attitude and behaviour.  

As mentioned, “uncertainty avoidance is associated with preferences for clear rules and 

guidance” (Hofstede, 1980b, p. 45). Donthu and Yoo (1998) found that it is difficult to 

stereotype a person’s cultural values simply based on his or her nationality and that there 

exist. They found that individual cultural values have the same dimensionality as in 

Hofstede’s (1980) typology of nation-level culture (Yoo & Donthu, 2002). Since this study is 

focusing on an individual level, uncertainty avoidance will be measured as a cultural value of 

the individual as unit of analysis. 

The question remains what role of uncertainty avoidance plays at an individual level 

and how or if it is related to HR distinctiveness and satisfaction or employee outcomes such 

as affective commitment and innovative behaviour. For instance Aumann and Ostroff (2006) 

stated that cultural variables can be responsible for the way employees respond to HRM 

systems or policies. The level of uncertainty avoidance does color one’s perception. As HR 

distinctiveness stands for visibility, relevance and understandability, uncertainty avoidance is 

associated with preferences for clear rules and guidance. These preferences can be of interest 

and maybe somehow related, because a visible, understandable and relevant HR policy can 

give clear rules and guidance if it is perceived as visible and understandable. Certainly if 

attributions can be made out of personal and situational factors, which are respectively are 

uncertainty avoidance and HR distinctiveness. It is assumable that there is a relationship 

between uncertainty avoidance and HR distinctiveness. Employees could attribute differently 

to the same situation, if this is a weak situation. One can imagine that when HRM has clear 
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rules and guidance for stimulating innovative behaviour, employees are eventually influenced 

and possibly will display more innovative behaviour. That can only be if HR practices are 

visible and if employees share the same interpretation. However, employees can make 

different attributions, because they interpret the situation differently. Given the fact that 

uncertainty avoidance can be defined as the way people feel threatened by uncertainty and 

ambiguity and try to avoid these situations, HR distinctiveness can be of importance and try to 

set clear rules and guidance so that people interpret the HRM policy as, for example, an 

innovative one.  

When employees are on low uncertainty avoidance individuals can make their own 

interpretation of the HRM policy (because they don’t need a preference for clear rules and 

guidance), which is not shared by others, because they are not sensitive for group pressure. 

This may lead to a weak climate. Although employees who score low on uncertainty 

avoidance will probably follow the rules and will act like the majority. Employees who score 

low on uncertainty avoidance will be of negative influence on affective commitment. If 

uncertainty avoidance has some kind of interaction with HR distinctiveness (as stated above) 

it is also possible that uncertainty avoidance moderates the relation between HR satisfaction 

and affective commitment and innovative behaviour. Since employees who want to be part of 

a certain group will act conform the norms of the group if they are high on uncertainty 

avoidance. Thus, employees will walk the line and try to avoid situations which are not 

clearly supported by the HRM policy (if they score high on uncertainty avoidance), other 

colleagues or the organization. The uncertainty can be taken away by a distinctive HRM 

policy. In this study the relationship between distinctive HRM and uncertainty avoidance and 

their effect on affective commitment and  innovative behaviour will be examined.   

 

Method  

Sample   

The survey included a total of 639 participants. Totally there are 346 (54,1%) men and 292  

(45,7%) women who participated. The participants are 34 years of average age (SD= 12,35). 

72 (11,3%) employees completed primary school and 230 (36 %) have a bachelor degree. 114 

(17,8 %) employees graduated at a master level, or higher. 398 (62,3%) of the participants 

have a  full time appointment and 240 (37,6%) have a part time appointment. Finally, the 
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participants are from different sectors like agriculture, livestock, hunting, fishing, mining 

(1,3%), industry (13,5%) , commercial services (34%) and non-commercial services (22,7%).  

 

Procedure  

Participation was voluntary for all employees. There were two ways to fill out the 

questionnaire, by paper and pencil or digitally. The digital version was sent to different people 

of different organizations. The hard copy questionnaire (Appendix A) was conducted by 

students of a bachelor class  “Doing Research” and a class of students Organizational 

Psychology (bachelor) from the University Twente for their project assignment. In both cases 

the questionnaire was introduced with a letter which contained information about the research. 

In this information the confidentially of the research was mentioned even as the background 

and the importance of the research investigation. Because the participants were mostly from 

the Netherlands, the scales were translated into Dutch. 

 

Measurements  

For measuring employee satisfaction with HR department two items are included. 

Answers could be given on a scale from 1 to 10  (Delmotte, 2008). These two items are “Can 

you indicate on a scale of 1 to 10 to what extent the operation of the HR department to your 

expectations” and “Can you indicate on a scale of 1 to 10 how satisfied you, generally 

speaking, are with the functioning of the HR department”.  The scale is found reliable 

(Chronbach’s  α = .92).  

HR distinctiveness is measured using  Demotte’s (2008) seven item scale of HR 

distinctiveness. The original scale consisted of visibility, legitimacy, relevance and 

understandability. In this research understandability and relevance are taken together because 

the other two scales are not found reliable. Thus understandability and relevance present HR 

distinctiveness. Following questions were asked: “The procedures and practices that the HR 

department develop, are easy to understand”.  And an example of understandability is: “The 

HR strategy in this organization is understood by the employees”. All items are measured on a 

five-point-scale in which the answers could vary from 1 “totally disagree” till 5 “totally 

agree”. Relevance and understandability items are found reliable and thus represented HR 

distinctiveness (Chronbach’s  α = .80).  
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For measuring affective commitment four items has been used (Allen & Meyer, 1990). 

An item was: “I would be very happy to spend the rest of my career with this organization.” “I 

do feel like part of the family at my organization”. These items are also measured on a five-

point-scale in which the answers could vary from 1 “totally disagree” till 5 “totally agree”. 

This scale is found reliable (Cronbach’s α = .78)  

Innovative behaviour is assessed with nine items (Janssen, 2000). There are three 

different subsets, which are idea generation, idea promotion and idea realization. An example 

of an idea generation question is: “How often do you search new working methods, 

techniques, or instruments”. For idea promotion: “How often are you mobilizing support for 

innovative ideas”. And for idea realization introducing innovative ideas into the work 

environment in a systematic way. These questions are assessed on a five-point-scale in which 

the answers varied from 1 “never” to 5 “always”. Given the high inter correlations between 

the idea generation, idea promotion and idea realization (the scores were all above  r = .82 ), 

the tree scales are combined as a innovative behaviour scale. This scale is found reliable 

(Cronbach’s α = .90). 

Uncertainty avoidance is measured with the four item scale from Ang, Van Dyne and 

Begley (2003). This scale of uncertainty avoidance is based on Hofstede’s (1984) definition 

of uncertainty avoidance. On a five-point-scale in which the answers could vary from 1 

“totally disagree” till 5 “totally agree” questions are asked like: “I prefer specific instructions 

to broad guidelines” and  “I prefer structured work”  The scale turned out to be reliable 

(Cronbach’s  α.= . 76). 

 

Analyses  

As control variables gender, age, level of education and tenure by the organizations 

are being used.  

 The moderator effects for the hypothesis are assessed by using multiple regression. 

The first step for assessing the moderator analyses of hypothesis three is to create a product 

variable between the two independent (standardized) variables (Aiken & West, 1991).  

Gender, age, education, tenure organization and contract are entered into the model first to 

control for the effects of control variables on the dependent variable. The main effects and 

interaction (product variable) are inserted in the regression model. The interaction term is 
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represented by the product of the two main effects. Significant  interactions are interpreted by 

plotting simple regression  lines  for values  of  the moderator variable (Aiken & West, 1991). 

 

 

Results  

Descriptive statics and Correlations  

Table 1 presents correlations, means and standard deviations for the studied variables. 

HR distinctiveness (understandability and relevance taken together) and satisfaction with HR 

practices are related (r = .64  p≤.01). Other significant relationships are between innovative 

behaviour and affective commitment(r= .38, p≤.01), between innovative behaviour and 

satisfaction with HR practices (r= .23, p≤.01) and affective commitment with the 

distinctiveness of HR practices (r= .27, p≤.01).  

Test of Hypothesized Models  

The results of the conducted analysis are presented in Table 2 (affective commitment) 

and 3 (innovative behaviour). Age is positively related to affective commitment (β= .12, 

p≤.01) even as tenure organization (β =.14, p≤.01). The variable contract (β =-.14, p≤.01) is 

negatively related to affective commitment. Opposite to affective commitment, age is 

negatively related to innovative behaviour (β =-.12, p≤.01). And Table 1 shows that education 

is positively related innovative behaviour (β =.11, p≤.01). 

H1 predicted that employee satisfaction with HR practices has a positive effect on 

affective commitment (H1A) and innovative behaviour (H1B). Employee satisfaction with 

HR practices is positively related to affective commitment  (β =.30, p≤.01). Also satisfaction 

with HR practices is positive related to innovative behaviour. (β =.21, p≤.01). This means 

H1A and H1B can be confirmed.  
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Table 1. Means, standard deviations and correlations between variables  

*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 

 

 
 
 

Variables  Mean SD. 1. 2. 3. 4. 5. 6. 7. 8. 9. 

1. Gender 1.46 0.50 
         

2. Age 2.38 1.26  -.05 
        

3. Education 3.60 0.98   .05  -.03 
       

4. Tenure 
organization 1.65 1.00 -.10*   .68**  -.15**  

      

5. Contract 1.37 0.49   .17**  -.26**  -.12**  -.22**  
     

6. HR satisfaction 6.45 1.49   .09* -.18**  .07 -.19**   .02 
    

7. HR 
distinctiveness 3.29 0.59   .12**  -.17**    .10**  -.19**   .05   .64**  

   

8. Affective     
commitment 3.12 0.81  -.04   .20**  .02  .19**  -.20**    .24**    .27**  

  

9. Innovative 
behavior 3.05 0.69  .01 -.09*   .14**  -.06 -.06   .23**    .28**    .38**   

10.Uncertainty 
avoidance 3.32 0.71  .07 -.09* -.13**  -.13**   .07 .06  .09*  .09* .02 
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Table 2. Results regression analyses with dependent variable affective commitment 

**= p≤. 01;*= p≤. 05; 

 

H2A predicted that HR distinctiveness strengthens the relation between satisfaction 

with HR practices and affective commitment. H2A can be confirmed, while there is a positive 

interaction between satisfaction with HR practices and HR distinctiveness on affective 

behaviour (β = .15; p<. 01). Graph 1 in Appendix B shows a significant difference in level of 

affective commitment when HR distinctiveness is high. A perceived high level of HR 

distinctiveness has sorted the most effect when HR satisfaction is also high. 

Hypothesis 2B predicted that HR distinctiveness strengthens the relation between 

satisfaction with HR an innovative behaviour. Hypothesis 2B can also be confirmed. There is 

a positive interaction between satisfaction with HR practices and HR distinctiveness on 

innovative behaviour (β = .13; p<. 01). In Appendix B (Graph 2) this interaction is presented. 

Graph 2 shows that for innovative behaviour there is al most no difference when HR 

distinctiveness and HR satisfaction are low. But when HR distinctiveness  and HR satisfaction 

are both high, it has a significant positive effect on innovative behaviour. As shown in Table 

3, HR satisfaction is not found significant in relation with innovative behaviour.  

 

 Model 1 Model 2 Model 3 Model 4 
Control variables     
Gender         -.03         -.04         -.03         -.04 
Age    .12**     .12**  .12*  .10* 
Education          .01 .00 .03 .02 
Tenure organization    .14**     .13**    .15**    .16** 
Contract  -.14**   -.14**   -.14**   -.14** 
     
Independent Variables     
HR satisfaction    .30**     .20**    .29**    .19** 
HR distinctiveness       .24**     .23** 
Uncertainty avoidance      .12**          .05 
HR satisfaction* HR 
distinctiveness      .15**     .15** 

HR satisfaction* Uncertainty 
avoidance   .04 .05 

HR distinctiveness* Uncertainty 
avoidance    .00 

HR satisfaction* HR  
distinctiveness* Uncertainty 
avoidance 

    .11* 

     
R Square .15 .20 .17 .22 
Adjusted R Square .14 .19 .15 .20 
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Table 3. Results regression analyses with dependent variable innovative behaviour 

**= p≤. 01;*= p≤. 05; 

 

On an explorative basis uncertainty avoidance is added to the model. In the theoretical 

exploration is predicted that uncertainty avoidance strengthens the relation between 

satisfaction with HR practices and affective commitment. The relationship was not 

significant. This means that this can not be confirmed. In line with the schema of the third 

hypotheses (HR distinctiveness as moderator) there is also predicted that uncertainty 

avoidance strengthens the relation between satisfaction with HR practices and innovative 

behaviour. This relationship is significant (β = .11; p<. 01). This can be confirmed. Thus 

uncertainty avoidance strengthens the relation between satisfaction with HR practices and 

innovative behaviour and is presented in Figure 1. Figure 1  shows a clear interaction effect 

between HR satisfaction and uncertainty avoidance on innovative behaviour. When HR 

satisfaction is high and also is the level of uncertainty, employees display more innovative 

behaviour. In the quest that follows about the role of uncertainty avoidance in the model, a 

three way interaction is tested. A third independent variable is added to the model.  

 

 Model 1 Model 2 Model 3 Model 4 
Control variables     
Gender .00         -.02 .01         -.01 
Age   -.12** -.13* -.12*   -.14** 
Education     .11**    .11**    .12**    .12** 
Tenure organization .06 .06 .06 .07 
Contract         -.08         -.09         -.08         -.08 
     
Independent Variables     
HR satisfaction     .21**          .11     .20** .09 
HR distinctiveness      .24**     .24** 
Uncertainty avoidance    .02         -.01 
HR satisfaction* HR 
distinctiveness 

      .13**  .11* 

HR satisfaction* Uncertainty 
avoidance 

      .11**  .15* 

HR distinctiveness* Uncertainty 
avoidance 

           -.05 

HR satisfaction* HR  
distinctiveness* Uncertainty 
avoidance 

   .07 

     
R Square .08 .12 .09 .13 
Adjusted R Square .07 .11 .08 .11 
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Figure 1. Moderating effect uncertainty avoidance on the relationship of HR satisfaction and 

innovative behaviour 
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Figure 2. Three way interaction between HR distinctiveness, uncertainty avoidance, HR 

satisfaction on dependent variable affective commitment 
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The three way interaction between HR satisfaction, HR distinctiveness and uncertainty 

avoidance are added to the model (see Table 3 and Figure 2) and positively related to 

affective commitment (β =. 11; p<. 05). Figure 2 shows that high HR distinctiveness and high 

uncertainty avoidance positively moderates the relation between HR satisfaction and affective 

commitment. In fact, high HR satisfaction leads in al possible situations (in this model) to a 

higher amount of affective commitment. Figure 2 shows that high HR satisfaction has always 

a positive effect on affective commitment despite the inference of other variables. Further the 

interaction of a high level of HR satisfaction, HR distinctiveness and uncertainty avoidance 

will lead to the highest amount of affective commitment. To test whether the same three way 

interaction (HR satisfaction, HR distinctiveness and uncertainty avoidance) has a significant 

influence on the dependent variable innovative behaviour, a regression analyses is conducted. 

This analyses shows that the three way interaction is not significant. This means that this three 

way interaction can not be confirmed.  

 

Conclusions and Discussion  

The aim of this study is to report how employees on an individual level attribute to HR 

practices in terms of HR satisfaction and HR distinctiveness and how this attribution 

contributes to affective commitment and innovative behaviour. This research focuses on 

combining interaction of HRM content and HRM process. By HRM content the variables 

satisfaction with HR practices, affective commitment and innovative behaviour are assessed. 

By HRM process the variable HR distinctiveness is inserted in the model. The interaction 

between these variables is being assessed. The question how uncertainty avoidance is related 

to employee satisfaction of HR practices, HR distinctiveness, affective commitment and 

innovative behaviour is also being answered, because uncertainty avoidance is taken into 

account on an exploratory basis. To clarify these relationships data from employees mainly 

working in the Netherlands and a small sample of employees from Germany is being used.  

The results of this survey lead to the following conclusions. First, in accordance with 

research of Thompson and Heron (2003), Kinnie et al.(2005), Sanders et al. (2010), employee 

satisfaction with HR is positively related with both affective commitment and innovative 

behaviour. Second, HR distinctiveness moderates the relation between HR satisfaction and 

affective commitment positively. Third, uncertainty avoidance moderates the relationship 

between HR satisfaction and innovative behaviour. Furthermore, a three-way interaction 
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relationship is found between HR satisfaction, HR distinctiveness and uncertainty avoidance 

as independent variables and affective commitment as dependent variables. This three-way 

interaction revealed that the highest amount of affective commitment is present when all three 

independent variables (HR satisfaction, HR distinctiveness and uncertainty avoidance) are 

also at a high level.  

Next to the conclusions, the results demand several answers. First, the outcomes of  

H2 are corresponding with the theoretical framework. The distinctiveness of HR moderates on 

one hand the relationship between HR satisfaction and affective commitment and on the other 

hand the relationship between HR satisfaction and innovative behaviour. Interesting is the fact 

that HR satisfaction is not found significant in the two-way interaction with HR 

distinctiveness and HR satisfaction on the dependent variable innovative behaviour (Table 3). 

There is a possibility that HR distinctiveness mediates the relationship between HR 

satisfaction and innovative behaviour.  Another option is that HR distinctiveness is a greater 

predictor for the level of innovative behaviour displayed by employees.  

Second, in contrast to the explorative thoughts there is no significant effect found of 

uncertainty avoidance moderating between HR satisfaction and affective commitment. There 

is no significant difference on the level of uncertainty avoidance between HR satisfaction and 

affective commitment. The reasoning is that there is a correlation between affective 

commitment and uncertainty avoidance. However, the correlation is not very strong. The 

reason why HR satisfaction is related to affective commitment has to be sought in another 

direction and not in the personal preference for clear rules and regulation. The definition used 

in this study was that “uncertainty avoidance is associated with preferences for clear rules 

and guidance” (Hofstede, 1980b, p. 45), it says nothing about affective commitment. 

Theoretically it is logical that innovative behaviour is more related to uncertainty avoidance, 

which is confirmed. Not only a situational factor (process) has an interaction with HR 

satisfaction (content) and effect on innovative behaviour, but also a personal factor (process) 

as personal cultural influence (uncertainty avoidance in this case). Furthermore, employees 

high on uncertainty avoidance tend to display more innovative behaviour. Western employees 

will thus score generally high on uncertainty avoidance. And this study is conducted under 

Dutch and German which considered to be western. Just as employees in western societies 

scores high on uncertainty avoidance, they tend to score also low on affective commitment.  
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Third, the interaction of HR satisfaction and HR distinctiveness on innovative 

behaviour does not vary on the level of uncertainty avoidance, for it is that HR satisfaction 

and HR distinctiveness have a significant effect on innovative behaviour (see hypotheses 3B).  

So a combination of HR satisfaction, HR distinctiveness and uncertainty avoidance do not 

have a significant effect on innovative behaviour. On the other hand, the effect of HR 

satisfaction, HR distinctiveness and uncertainty avoidance do have effect on affective 

commitment. It can be possible that in this model affective commitment mediates (or partial)  

between the three independent variables and the dependent variable, innovative behaviour. 

That should explain the missing relationship of HR satisfaction, HR distinctiveness and 

uncertainty avoidance with innovative behaviour. However, employees high on HR 

satisfaction, HR distinctiveness, but low on uncertainty avoidance are also considered to be 

affective committed to an organization. Thus, the process variable HR distinctiveness is a 

more reliable predictor in the model, than uncertainty avoidance is for affective commitment 

and innovative behaviour.  

Earlier studies collected data mostly from HR mangers or mangers highly in top. 

These individuals are often involved in making HR policy. In this research the individual’s 

perspective is a central starting point. Sanders et al. (2010) criticize that former studies focus 

on intended instead of perceived HR practices. They state that the individual perspective of 

HR practices is an important starting  point for optimal Human Resource Management. This 

research focuses on the perception of individual employees and their attribution towards a 

certain situation in terms of distinctiveness and satisfaction. On the other hand, this study 

combines personal traits like uncertainty avoidance, and therefore takes also personal 

characteristics in to account.   

This study has limitations and strengths. In general, because of the way the data is 

collected, it is not possible to make a distinction between different nationalities or different 

types of organizations. Second there is no in-depth explanation for why people perceive HR 

practices as they do. To really unravel the black box there is more specified research needed 

on specific HR practices and employee attitudes and behaviour. The measurements are in 

general, for example for HR satisfaction. The focus on general HR satisfaction had as 

advantage that their was one opinion about HR practices. Wanous, Reichers and Hudy,  

(1997) measured job satisfaction with a single item measure and stated that’s robust enough 

than scale measures of overall job satisfaction.  In this research there is a two item scale for 

HR employee satisfaction used. This is sufficient to measure the general opinion (satisfaction) 
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about HR practices and the HR department. At the same time this kind of  general 

measurement gives no insight in what practices under what circumstances these attitudes and 

behaviours are displayed. If, for example the HRM policy is not consistent with other 

departments then there can be also a weak situation on an organizational level. In this case HR 

practices are made salient, but could create a unambiguous general policy when other 

departments are not. In this situation it’s possible that employees still dislike the distinctive 

HRM policy, because it is inconsistent with other company policies. 

Strength of this study is the individual perspective which is the basis of how HR 

practices are perceived and what it does with employee attitudes and behaviour. The 

combination of content and process gives insight in how individuals attribute to a certain 

situation. There are significant relationships between satisfaction, distinctiveness of HR 

practices and attitude and behaviour. This research shows that the perception of employees is 

not only influenced by the situation but also by the personality of the employees itself. For 

example, the higher employee scores on uncertainty avoidance and is satisfied with HR 

practices, the more innovative behaviour he or she will display. Second, the participants did 

participate out of their free will and were not asked by their superiors. Third, this research 

shows that interaction of personal and environmental characteristics of HR practices based on 

individuals does have an effect on attitude and behaviour. Furthermore this research gives 

reasons enough to unravel the black box al little bit further by combing HR content and 

process at the same level.  

The practical implication of this study is that attention should be paid to employees 

perspective and the perception of employees about HRM. More deductive research is needed 

to specify these outcomes and explain how HR content is perceived. The results shows that 

HR distinctiveness and uncertainty avoidance moderate the relation between HR satisfaction 

and affective commitment (two-way or three-way) or the relationship between HR satisfaction 

and innovative behaviour (two-way).  Meaning that interaction of personal and environmental 

characteristics with respect to HR do have an impact on affective commitment of employees. 

This means that the sum of individuals break or make the HR policy.  Figural the black box 

consists of all the interaction between employees perceptions and minds and their output. To 

gain insight in all these opinions and displayed behaviour HR managers and policy makers 

should keep in mind that the employees perspective is a key factor for implementing HR 

strategies. Next to the focus on HRM, the general policy of companies should be consistent in 

distinctiveness of other departments to. Otherwise, there will be a ambiguous situation created 
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throughout the whole organization, which lead to a variety different interpretations on 

different company levels.  Therefore more research is needed on an individual level to 

examine the interaction of HRM content and HRM processes and their effect on employee 

behaviour. 
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Geachte heer/mevrouw,  
 

Graag willen wij u vragen om mee te werken aan een onderzoek naar de effectiviteit 
van human resource management binnen uw bedrijf in het algemeen en specifiek 

naar de HR afdeling. In de vragenlijst verwijzen we soms naar deze afdeling met de 
term “HR afdeling” of “HR”, maar daarmee bedoelen we tevens de leidinggevenden 

die verantwoordelijk zijn voor het HR beleid binnen een bedrijf. 
Met “HR praktijken” bedoelen we in deze vragenlijst praktijken zoals opleiding, 

werving en selectie, beoordeling, loopbaanbegeleiding. 
 

Door het beantwoorden van deze vragenlijst werkt u mee aan het verbeteren van het 

personeelsbeleid binnen organisaties. Dit onderzoek wordt uitgevoerd door de 
Universiteit Twente. De vragenlijst bevat meerdere onderdelen over hoe u uw werk 

ervaart en hoe tevreden u bent over het met de HR beleid in uw bedrijf.  
 

• De vragenlijst bestaat grotendeels uit stellingen, waarin u kunt omcirkelen 
welke stelling het beste bij u past. 

• Er zijn geen goede of foute antwoorden, wij zijn geïnteresseerd in uw beleving, 
ervaring en mening.  

• Graag willen wij u vragen de vragenlijst geheel in te vullen en daarbij geen 
vragen over te slaan.  

 
 

Het invullen van de vragenlijst duurt ongeveer 15 minuten. 
 

Verder willen wij benadrukken dat de door u ingevulde gegevens vertrouwelijk 

worden behandeld, de vragenlijsten komen alleen bij de onderzoekers terecht. De 
gegevens worden anoniem verwerkt, dit houdt in dat persoonlijke gegevens niet 

bekend worden gemaakt en de resultaten uitsluitend op algemeen niveau worden 
gerapporteerd. 

 
Bij voorbaat onze hartelijke dank voor uw medewerking aan dit onderzoek! 

 

Prof. dr. Karin Sanders en Simon van ‘t Riet 

 
Faculteit Gedragswetenschappen, Universiteit Twente 
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1. Het HRM beleid 
Hieronder volgen er enkele vragen omtrent het HRM beleid in uw bedrijf. 
 

 

 

 

 

 

A. Hieronder vindt u een aantal uitspraken over de HR afdeling in uw bedrijf. Wij 

vragen u aan te duiden in hoeverre u het eens bent met deze uitspraken. Gelieve per 

uitspraak één antwoord aan te vinken. 

 

 Helemaal 
oneens 

Eerder 
oneens 

Noch 
eens, 
noch 

oneens 

Eerder  

eens 

Helemaal 
eens 

1. Wanneer men hulp vraagt aan de HR afdeling, 
zijn de antwoorden helder. 1 2 3 4 5 

2. HRM staat in deze organisatie voor vakwerk. 1 2 3 4 5 

3. De HR afdeling onderneemt precies die acties 
die aansluiten bij mijn behoeften. 

1 2 3 4 5 

4. De procedures en praktijken die de HR afdeling 
ontwikkelt, zijn gemakkelijk te begrijpen. 

1 2 3 4 5 

5. In deze organisatie is de HR functie geen 
volwaardige management functie. 

1 2 3 4 5 

6. De HR strategie wordt in deze organisatie door 
de werknemers begrepen. 

1 2 3 4 5 

7. De HR medewerkers hebben voldoende gezag 
om hun ideeën ingang te doen vinden. 1 2 3 4 5 

8. De HR afdeling in deze organisatie heeft een 
hoge toegevoegde waarde. 

1 2 3 4 5 

9. De HR afdeling geeft begrijpbare informatie over 
de meeste HR onderwerpen. 

1 2 3 4 5 

10. Over het algemeen genieten de HR 
medewerkers veel waardering in deze 
organisatie. 

1 2 3 4 5 

11. In deze organisatie ervaren de werknemers de 
ingevoerde HR-praktijken als relevant. 

1 2 3 4 5 

12. Er is duidelijk overeenkomst in visie tussen het 
top management en het HR management 

 
1 2 3 4 5 

13. Het personeelsbeleid in deze organisatie komt 
tot stand in overleg tussen HR en 
lijnmanagement 

1 2 3 4 5 

14. HR en lijn management zitten duidelijk op 
dezelfde golflengte 

 
1 2 3 4 5 

15. Het management staat in deze organisatie 
unaniem achter het gevoerde HR-beleid  

 
1 2 3 4 5 
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B. Hieronder vindt u een aantal uitspraken over het HR beleid, management en uw 

motivatie ten opzichte van uw bedrijf. Wij vragen u aan te duiden in hoeverre u het 

eens bent met deze uitspraken. Gelieve per uitspraak één antwoord aan te vinken. 

 

 

Helemaal 
oneens 

Eerder 
oneens 

Noch 
eens, 
noch 

oneens 

Eerder 
eens 

Helemaal 
eens 

1. Ik ben op de hoogte van de doelstellingen van 
onze organisatie 

1 2 3 4 5 

2. Ik lever een actieve bijdrage aan de doelen van 
onze organisatie 1 2 3 4 5 

3. Ik krijg de gelegenheid mijn vaardigheden door 
training te verbeteren. 

1 2 3 4 5 

4. Ik ontvang doorlopend training waardoor ik mijn 
werk beter kan doen.  

1 2 3 4 5 

5. Dit bedrijf geeft de voorkeur voor interne 
bevordering. 

1 2 3 4 5 

6. Dit bedrijf probeert vacatures altijd eerst intern in 
te vullen. 

1 2 3 4 5 

7. Mijn werk stelt me in staat mijn eigen 
beslissingen te nemen. 1 2 3 4 5 

8. Ik krijg de gelegenheid om suggesties te doen 
ter verbetering van de gang van zaken. 

1 2 3 4 5 

9. Ik word vaak gevraagd deel te nemen aan 
besluitvorming. 

1 2 3 4 5 

10. Er is een sterk verband tussen mijn prestaties op 
het werk en de mate van de ontvangen lof en 
erkenning. 

1 2 3 4 5 

11. Er is een sterk verband tussen mijn prestaties op 
het werk en mijn salaris en beloningen. 

1 2 3 4 5 

12. Er is een sterk verband tussen mijn prestaties op 
het werk en mijn beoordeling.  1 2 3 4 5 

13. Ik heb in het afgelopen jaar minimaal één 
functioneringsgesprek gehad. 

1 2 3 4 5 

14. Afspraken die tijdens het functioneringsgesprek 
worden gemaakt, worden nagekomen. 

1 2 3 4 5 

15. Er is regelmatig werkoverleg. 1 2 3 4 5 

16. Mijn leidinggevende ondersteunt mijn 
ontwikkeling. 

1 2 3 4 5 

17. Mijn leidinggevende spreekt waardering uit naar 
mij.   

1 2 3 4 5 

18. Ik ontvang regelmatig feedback van mijn 
leidinggevende op mijn werkzaamheden. 1 2 3 4 5 

19. Mijn leidinggevende motiveert mij waardoor mijn 
prestaties verbeteren. 

1 2 3 4 5 
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3. Houding en Gedrag 
Hieronder volgen er enkele vragen omtrent uw houding en gedrag ten opzichte van uw werk en bedrijf.  
 

2. Tevredenheid met de HR afdeling 
Hieronder volgen er enkele vragen omtrent uw tevredenheid met de HR afdeling in uw bedrijf. 

 
 
 
 
A. Kunt u op een schaal van 1 tot 10 aangeven in welke mate de werking van de HR 
afdeling aan uw verwachtingen voldoet?  

1 staat voor: voldoet helemaal niet aan mijn verwachtingen 
10 staat voor: voldoet volledig aan mijn verwachtingen 

1 2 3 4 5 6 7 8 9 10 

B. Kunt u op een schaal van 1 tot 10 aangeven hoe tevreden u, algemeen genomen, 
bent met het functioneren van de HR afdeling? 

1 staat voor: volstrekt niet tevreden 
10 staat voor: volstrekt tevreden 

1 2 3 4 5 6 7 8 9 10 

 
 
 
 
 
 
A. De volgende vragen hebben betrekking op innovatief gedrag. Kunt u de mate 

aangeven waarin de volgende uitspraken voorkomen? Gelieve per uitspraak één 

antwoord aan te vinken. 

Hoe vaak komt het voor dat u Nooit Zelden Soms Vaak Altijd 

1. nieuwe ideeën verzint voor moeilijke  
vraagstukken? 

1 2 3 4 5 

2. nieuwe werkwijzen, technieken of instrumenten 
bedenkt? 1 2 3 4 5 

3. originele oplossingen bedenkt voor 
werkproblemen? 

1 2 3 4 5 

4. steun mobiliseert voor vernieuwende  
ideeën? 

1 2 3 4 5 

5. u bijval oogst voor vernieuwende  
ideeën? 

1 2 3 4 5 

6. dat u sleutelfiguren enthousiast maakt  voor 
vernieuwende ideeën? 

1 2 3 4 5 

7. vernieuwende problemen uitwerkt tot werkbare 
toepassingen? 1 2 3 4 5 

8. vernieuwende ideeën planmatig 

9. invoert? 
1 2 3 4 5 

10. de invoering van vernieuwende ideeën grondig 
evalueert? 

1 2 3 4 5 
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4. Werkbeleving 
Hieronder volgen er enkele stellingen over uw werkbeleving in uw bedrijf. 

B. In welke mate bent u het eens met de onderstaande uitspraken over uw 

betrokkenheid bij de organisatie? Gelieve per uitspraak slechts één antwoord aan te 

vinken. 

 

 

 

 

 

 

 

A. Wij vragen u aan te duiden in hoeverre u het eens bent met deze uitspraken. 

Gelieve per uitspraak één antwoord aan te vinken. 

 

 
 
 

 

 

Helemaal 
oneens 

Eerder 
oneens 

Noch 
eens, 
noch 

oneens 

Eerder 
eens 

Helemaal 
eens 

1. Ik zou blij zijn mocht ik de rest van mijn loopbaan 
in deze organisatie kunnen blijven.  

1 2 3 4 5 

2. Het voelt aan alsof de problemen van deze 
organisatie ook mijn problemen zijn. 

1 2 3 4 5 

3. Ik voel mij “een deel van de familie” in deze 
organisatie. 1 2 3 4 5 

4. Deze organisatie betekent veel voor mij 
persoonlijk. 

1 2 3 4 5 

 Helemaal 
oneens 

Eerder 
oneens 

Noch 
eens, 
noch 

oneens 

Eerder 
eens 

Helemaal 
eens 

1. Ik geef de voorkeur aan gestructureerd werk. 1 2 3 4 5 

2. Ik vind het fijn wanneer functie eisen en werk 
instructies duidelijk en gedetailleerd uitgelegd 
zijn zodat werknemers altijd precies weten wat 
ze moeten doen. 

1 2 3 4 5 

3. Ik geef de voorkeur aan werk waarbij 
werkinstructies in detail zijn uitgeschreven. 

1 2 3 4 5 

4. Ik vind regels belangrijk omdat zij medewerkers 
vertellen wat er van hen verwacht wordt. 

1 2 3 4 5 

5. Ik plan altijd voor de lange termijn. 1 2 3 4 5 

6. Ik hecht veel waarde aan mijn verleden. 1 2 3 4 5 

7. Ik werk hard voor succes in de toekomst. 1 2 3 4 5 
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Vervolg A. Wij vragen u aan te duiden in hoeverre u het eens bent met deze 

uitspraken. Gelieve per uitspraak één antwoord aan te vinken. 

 

 

B. Hoe vaak zijn volgende uitspraken over de uitvoering van uw werk op u van 

toepassing? Gelieve per uitspraak slechts één antwoord aan te vinken. 

 

 
 
 
 

 

Helemaal 
oneens 

Eerder 
oneens 

Noch 
eens, 
noch 

oneens 

Eerder 
eens 

Helemaal 
eens 

8. Ik vind plezier vandaag belangrijker dan 
toekomstig succes. 

1 2 3 4 5 

9. Ik vind het goed dat mijn leidinggevende 
beslissingen maakt zonder mijn inspraak. 

1 2 3 4 5 

10. Ik schik me altijd naar de wensen van mijn 
leidinggevende. 1 2 3 4 5 

11. Ik vind een leidinggevende die vaak 
medewerkers om hun mening vraagt zwak. 

1 2 3 4 5 

12. Ik vermijd elk potentieel conflict met mijn 
leidinggevende. 

1 2 3 4 5 

13. Ik werk liever samen met anderen in een groep, 
dan alleen. 

1 2 3 4 5 

14. Ik zou liever een baan hebben waarbij ik moet 
samenwerken dan een baan waarbij ik alleen 
moet werken. 

1 2 3 4 5 

15. Ik vind dat werken in een groep beter is dan 
alleen werken. 1 2 3 4 5 

16. Ik vind het belangrijk om uniek te zijn. 1 2 3 4 5 

17. Mijn persoonlijke identiteit is erg belangrijk voor 
mij. 

1 2 3 4 5 

 Nooit Zelden Soms Vaak Altijd 

1. Wanneer er werk gedaan moet worden, wijd ik er 
al mijn energie aan om dit gedaan te krijgen. 

1 2 3 4 5 

2. Wanneer ik werk, doe ik dit met veel inzet. 1 2 3 4 5 

3. Ik werk op volle capaciteit in al mijn opdrachten. 1 2 3 4 5 

4. Ik streef zo hard als ik kan naar succes in mijn 
werk. 

1 2 3 4 5 

5. Wanneer ik werk, span ik me tot het uiterste in. 1 2 3 4 5 
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5. Achtergrondvragen 
In dit laatste deel van de vragenlijst willen wij u vragen enkele persoonlijke gegevens te omcirkelen of in 
te vullen.  

 
 
U bent  
 

1. Man 

2. Vrouw 

 
Uw leeftijd is (in jaren): 

 
……...  

 
Uw hoogste voltooide opleiding is: 
 

1. Basisonderwijs 

2. Vmbo, mavo, mbo niveau 1  

3. Havo, vwo, mbo niveau 2-4 

4. Hbo, wo bachelor (kandidaats) 

5. Wo doctoraal, master 

 
 
Hoe lang werkt u al voor uw huidige organisatie? (in jaren): 
 

….….  
 
Hoe lang bent u werkzaam in uw huidige baan? (in jaren): 

 
…….  
 

 
In welke sector bent u werkzaam? 
 

1. Landbouw, veeteelt, jacht, visserij, delfstofwinning  

2. Industrie 

3. Commerciële dienstverlening 

4. Niet-commerciële dienstverlening 

5. Anders namelijk ……  

 
Werkt u voltijds of deeltijds? 
 

1. Voltijds 
2. Deeltijds. 
 
 

Onze hartelijke dank voor uw deelname aan dit onderzoek! 
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Graph 1. Moderating effect HR distinctiveness on the relationship of HR satisfaction  

and affective commitment 
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Graph 2. Moderating effect HR distinctiveness on the relationship of HR satisfaction and 

innovative behaviour 
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