International Research Journal of Management and Social Sciences, Vol. 1V, Issue 4, October - December 2023
ISSN (ONLINE):2710-0308 www.irjmss.com ISSN (PRINT):2710-0316

Does Feedback Foster or Hinder Innovative Work Behavior of Nurses? The Mediating Role of
Cognitive Appraisal

Does Feedback Foster or Hinder Innovative Work
Behavior of Nurses? The Mediating Role of Cognitive
Appraisal
Lubaina Dawood Baig
Ph.D. Scholar, Department of Management Sciences, COMSATS University,

Islamabad, Pakistan.
Email: lubainabaig02@gmail.com

Dr. Malik Faisal Azeem
Assistant Professor, Department of Management Sciences, UNIVERSITE TELUQ.
Email: faymalik78@gmail.com

Dr. Adil Tahir Paracha
Assistant Professor, Department of Management Sciences, COMSATS University,
Islamabad, Pakistan.
Email: adil paracha@comsats.edu.pk

Received on: 06-10-2023 Accepted on: 08-11-2023

Abstract
This study intends to examine the impact of feedback on innovative work behavior
(IWB) directly and indirectly through cognitive appraisal. The study was based on
quantitative methodology. Data was collected through simple random sampling from
nurses working in tertiary hospitals of twin cities (Rawalpindi and Islamabad) in
Pakistan. Further, quantitative data was analyzed by SPSS and AMOS. The results
imply that feedback can indirectly promote or inhibit innovative work behavior
through cognitive appraisal, depending on whether viewed as a challenge or a threat.
Thereby nursing management should implement training and development
programs so that nurses can view feedback as a challenge that could positively impact
innovative work behavior.

Keywords: Feedback, Cognitive Appraisal, Innovative Work Behavior, Conservation of Resources

Theory, Nurses

1. Introduction

Innovative work behavior (IWB) is critical for organizational growth. Nowadays, innovative
work behavior is being discussed and applied in a variety of sectors including technology,
engineering, management, and even education. Despite the fact that healthcare sectors’
growth is primarily based on their employees' IWB, the same phenomenon has received little
attention in the healthcare industry (Weintraub & McKee, 2019; Yasir & Majid, 2019).
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According to prior studies, doctors demonstrate knowledge-gathering skills, but nurses
demonstrate idea creation skills, which are more significant for innovative behavior
(Asurakkody & Shin, 2018; Heydari et al., 2023). As nurses have to make important decisions
that need innovative behavior (Dy Bunpin et al.,, 2016). Their capacity to think creatively
enables them to come up with new ideas for dealing with newly founded work-related
demands (Yasir & Majid, 2019). Nurses are thus in a better position to contribute to practice
innovation (Ahmed et al, 2019; Shih & Susanto, 2017). It is emphasized that nurses'
innovativeness is crucial given that they are responsible for up to 80% of primary care
(Asurakkody & Shin, 2018) and have a significant role in almost all treatments (Lateef, 2022).
They not only directly affect patients' health (Akhtar et al., 2020) but also actively participate
in developing and supporting unique strategies to promote health, reduce risk factors for
health related issues, limit illnesses, enhance therapeutic policies and procedures (Ahmed et
al, 2019) and play a critical role in developing innovative procedures and tactics for
improving and upgrading healthcare services (Asurakkody & Shin, 2018). Since nurses hold
a unique position in terms of healthcare innovation (Amo, 2006; Asurakkody & Shin, 2018).
Thereby, without nurses, healthcare systems cannot be innovative (Lateef, 2022). Despite the
significance of nurses' innovative work behavior, there is a noticeable absence of it among
nurses (Abdelrazek Abdelhalem Abdelatti et al., 2022; Heydari et al,, 2023; Tung et al., 2014;
Khan et al,, 2016).

Factors that may assist in cultivating IWB are categorized on three levels of analysis;
individual, group, and organization (Afsar, 2016). The majority of studies, particularly in the
healthcare sector, are centered on organizational and group-level determinants, with just
13% of studies considering individual-level antecedents of IWB (Slatten et al., 2020). At the
individual level, job characteristics are the prominent determinant of IWB (Kwon & Kim,
2020). Amongst other feedback is considered one of the critical resources that can influence
IWB (Kwon & Kim, 2020).

Nevertheless, a positive association between feedback and IWB has been confirmed by many
scholars. However, the association between feedback and IWB is inconsistent (Wan et al,,
2018) as feedback is a unique stressor that can be a double-edged sword, encouraging both
positive and negative outcomes. Drawing on the theoretical foundation of Lazarus and
Folkman’s (1984) transactional theory, it is argued that the immediate determinant that
triggers an individual’s reaction is not job characteristics itself, rather it is the individual’s
appraisal of core job characteristic as a challenge or threat depending upon individual
differences. Therefore inconsistent effects of any stressor (i.e., Feedback) may potentially be
subject to an individual’s cognitive appraisal (Lazarus, 1984; Naseer et al, 2019). As
individuals cognitively appraise their job stressors as a challenge stimulates the motivation
necessary for creative thinking (Byron & Nazarian, 2010). While those appraising job
stressors as threat they tend to minimize their effort on discretionary behavior (Gonzalez-
Morales & Neves, 2015).

Based on the above argument, the current study attempts to clarify the perplexing effect of
feedback by incorporating the cognitive appraisal (challenge and threat appraisals) as a
mediator as suggested by Mitchell et al. (2019), Naseer et al. (2019), and Van Veldhoven et al.
(2020). Furthermore, the current study also explained the mechanism through which
feedback influences IWB and thus contributed toward scant literature on IWB in the nursing
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context as suggested by Ahmed etal. (2019), Asurakkody and Shin (2018), and Baker, (2020).

2. Literature Review

2.1 Feedback and Innovative Work Behavior

Feedback is referred to the information that employees receive regarding the effectiveness
of their job performance (Hackman & Oldham, 1974). The last job characteristic, feedback, is
likewise thought to be linked to innovative work behavior (Cangialosi et al., 2021; Yang &
Cho., 2015). Feedback gives information about an employee's performance, which
encourages intrinsic motivation (Deegahawature, 2014), inspires creative thinking (Coelho
& Augusto, 2010), and facilitates innovative work behavior (Cangialosi et al., 2021).
Employees who do not receive performance feedback have no reason for feeling good or bad
about their work, which reduces internal motivation and has a detrimental impact on creative
thinking (Coelho & Augusto, 2010). On the other hand, employees who receive feedback on
their job performance are more inclined to regulate their work behaviors. As receiving
feedback reduces uncertainty and employees take change-oriented actions which enhance
employee innovativeness (Battistelli et al., 2013). Furthermore, feedback not only provides
information for evaluating current efforts but also motivates employees to attempt new
things in the pursuit of a better result. It provides an opportunity to learn more about the
work and gain a better knowledge of it. This encourages employees to use their domain-
specific abilities and improves creative output (Coelho & Augusto, 2010) and innovative work
behavior (Cangialosi et al., 2021).Thereby it is postulated that

H1: There is a significant relationship between Feedback and innovative work behavior.

2.2 Feedback and Cognitive Appraisal

Feedback: It is defined as the information that employees receive regarding the effectiveness
of their job performance (Hackman & Oldham, 1974). By receiving feedback employees afford
an opportunity to improve their performance to achieve 49 expected goals which foster
motivation (Lee et al.,, 2020). Feedback, however, isn't necessarily a motivator (Gnepp et al,,
2020). Employees will be motivated only if they accept feedback or believe that there is room
for improvement (Gnepp et al., 2020) or that the task can be completed with fewer resources
(Kluger & DeNisi, 1996). Employees who believe they are on pace to meet their goals are
more likely to feel valued at work (Humphrey et al., 2007). Such positive feedback results in
emotional comfort and motivation. While an overabundance of positive feedback can lead to
ingratiated feelings among employees (Pee, 2011). On the other hand, employees who believe
they are not on track to achieve their objectives will find different ways to attain their
objectives only if they can change their behavior Humphrey et al. (2007). Otherwise such
negative feedback may create discomfort and threaten one’s confidence and self-
determination (Pee, 2011). Since the findings on the impacts of feedback are inconclusive,
(Fried & Ferris, 1987; Grant & Parker, 2009; Gnepp et al., 2020; Kluger & DeNisi, 1996), it is
found that cognitive appraisal (Kluger & DeNisi, 1996) and individual differences (Gnepp et
al,, 2020) are key contributors to this variation. As when an individual receives feedback,
he/she cognitively evaluate it both for its harm-benefit potential for the self and for the need
to take a new action (Kluger & DeNisi, 1996). For this reason, it is argued that the differential
effects of feedback on particular valence depend on its appraisal by individuals (Brown &
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Creaven, 2017).
HZa: There is a significant relationship between Feedback and challenge appraisal.
HZ2b: There is a significant relationship between Feedback and threat appraisal.

2.3 Cognitive Appraisal and Innovative Work Behavior

Challenge appraisal stimulates cognitive style that promotes positive outcomes like creativity
(Majeed & Naseer, 2019; Ohly & Fritz, 2010). As challenge appraisal induces the feeling of
growth and development that initiates the process of resource mobilization (Gonzalez-
Morales & Neves, 2015) and stimulates the motivation necessary for creative thinking (Byron
& Nazarian, 2010). This accumulation of resources assists in cultivating extra-role behavior
(Gonzalez-Morales & Neves, 2015) that is consistent with COR theory's main tenet (Hobfoll
etal,, 2018).

On the contrary, threat appraisal thwarts one’s ability to execute his/her task as expected
(Gonzalez-Morales & Neves, 2015), as well as they, tend to minimize their effort on
discretionary behavior, when more effort and energy are needed, without any fear of penalty
(Gonzalez-Morales & Neves, 2015). Furthermore, individuals with a limited pool of resources
are usually drained out as they are left with fewer resources for other tasks therefore they
attempt to restore their resources by engaging in avoidance coping strategy (Naseer et al,,
2019). They tend to use simple strategies and focus on common methods which undermine
creative and novel thinking (Byron & Nazarian, 2010). Therefore it can be postulated that
cognitive appraisal either threat or challenge has a considerable effect on individuals'
innovative work behavior.

H3a: There is a significant relationship between challenge appraisal and innovative work
behavior

H3b: There is a significant relationship between threat appraisal and innovative work behavior

2.4 Cognitive Appraisal as a Mediator between the relationship of Feedback and
Innovative Work Behavior

Numerous researchers have shown that the impact of stressors on results connected to the
workplace is mediated by cognitive appraisal (as challenge or threat). According to Ohly &
Fritz (2010), a challenge appraisal has a mediating function in determining the impact of
several job characteristics (time pressure and control over the job) on proactive behavior and
creativity. Job characteristics that have the potential for growth, well-being, development,
success, and personal gain are likely to be viewed as a challenge, whereas ]JC that present
obstacles to or obstruct opportunities for one's career and well-being are likely to be viewed
as a threat (Li et al,, 2020; Naseer et al., 2019). Aforementioned arguments corroborate that
the perplexing outcome of feedback is contingent upon its cognitive appraisal as a challenge
or threat by individuals (Lee et al., 2020; Naseer et al,, 2019)

The stimulation of the cognitive style that supports positive results like creativity is caused
by challenge appraisal (Majeed & Naseer, 2019; Ohly & Fritz, 2010). The challenge appraisal
fosters a sense of progress and development, which starts the process of resource
mobilization Gonzalez-Morales & Neves (2015) and ignites the energy required for creative
thinking (Byron & Nazarian, 2010).

Threat appraisal, on the other hand, makes it difficult for someone to complete a task as
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expected and they also have a tendency to put less effort into discretionary behavior when it
is necessary without worrying about facing consequences (GonzalezMorales & Neves, 2015).
Additionally, people with few resources are frequently exhausted since they have fewer
resources for other jobs, thus they adopt avoidance coping strategies in an effort to restore
their resources (Naseer et al., 2019). They frequently employ straightforward tactics and
emphasize on common methods which undermine creative and novel thinking (Byron &
Nazarian, 2010).

H4a: Challenge appraisal significantly mediates the relationship between Feedback and
innovative work behavior

H4b: Threat appraisal significantly mediates the relationship between Feedback and innovative
work behavior

Following the principle of resource investment of conservation of resource (COR) theory,
people invest resources to protect against resource loss, recoup from resource losses, and
acquire new resources. And according to the principle of desperation of COR theory, people
shift into a defensive mode to defend themselves from additional resource loss, when their
resources are exhausted or stretched which can lead to irrational or aggressive behavior
(Hobfoll, 2018). Therefore, COR theory's resource investment and desperation principle can
both be used to support the aforementioned claim. Appraisal of the challenge elicits favorable
feelings that the time and effort will be well spent and will lead to additional resource
accumulation. This kind of appraisal offers people the drive to identify, use, or create the
resources (Xanthopoulou et al., 2009) they need to demonstrate IWB. Threat appraisal, on
the other hand, arouses unfavorable emotions, such as the worry of further resource
depletion as a result of resource investment. Such an appraisal puts one's resources in
jeopardy, discouraging workers and impeding their IWB. The study's overall objectives are
as follows:

I To ascertain the effect of feedback on innovative work behavior.

I1. To investigate the effect of feedback on (i) challenge appraisal (ii) and threat
appraisal.

I1L. To examine the effect of (i) challenge appraisal (ii) and threat appraisal on
innovative work behavior

IV. To investigate to see if (i) challenge appraisal and (ii) threat appraisal mediate the

relationship between feedback and innovative work behavior.
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Figure 1: Conceptual Framework

3. Methodology

3.1 Design

Based on a theory development approach, the emphasis of this study was theory testing and
verification rather than theory generation or theory modification, thus embracing a
positivism philosophy and consequently based on a deductive research approach. Further, in
current research data was gathered at a particular point in time due to time constraints by
employing quantitative method, thus categorized as a cross-sectional and objective study.

3.2 Sample

The population of this study was nurses of tertiary hospitals in twin cities (Rawalpindi &
Islamabad) of Pakistan. A wide range of departments and high numbers of in-patients beds
(as it serves the basis of the required number of nurses) served as the basis for selecting
tertiary care hospitals (both public and private). Self-administered questionnaires were used
to collect data at a specific time. This survey comprises replies from 427 nurses based on the
simple random sampling technique.

3.3 Statistical Analysis

In this study quantitative data was analyzed using SPSS.25 and AMOS.21. First, the mean,
standard deviation, and demographic information were examined. Next, the measuring
model's applicability was assessed in terms of its validity, reliability, and unidimensionality.
The structural model was used to test the final hypothesis.

3.4 Measures

Feedback: It was assessed through a 3-items scale modified and validated by Morris and
Venkatesh (2010) based on a job diagnostic survey of Hackman and Oldham (1974) (a=.865).
The said measure is used by other scholars like Morris and Venkatesh (2010), Pee and Chua
(2016), Pee and Lee (2015), and Tripp et al. (2016).

Cognitive Appraisal: The cognitive appraisal was measured using a 6-item scale that was
modified from LePine et al. (2016). Three items were used to measure challenge appraisal
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(a=.879), and three items measured threat appraisal (a=.893). This measure is currently used
by Ma et al. (2021).

Innovative Work Behavior: IWB was assessed using a 9-item scale developed by Janssen
(2000). This 9- items scale comprises 3 items for each dimension of IWB; idea generation
(a=.870).,idea promotion (a=.848)., and idea realization(«=.843). This scale is currently used
by Ghazali and Amin (2018), and Jason and Geetha (2021).

3.5 Ethical Consideration

Informed consent was acquired prior to data collection by including a section outlining the
study's objectives in the questionnaire's first part. So before proceeding, respondents read
the informed consent document. The confidentiality issue was also dealt by developing an
anonymous questionnaire survey with solely demographic data

4. Result

4.1 Sample Characteristics

According to the descriptive analysis, 42 (10%) of respondents were male nurses, whereas
385 (90%) were female nurses. According to the analysis, 259 (61%) of the responders are
affiliated with public hospitals, and 168 (39%) are with private hospitals. Following is a
sample distribution broken down by age level: 301 respondents (70%) were between the
ages of 19 and 28; 96 respondents (23%) were between the ages of 29 and 38; and 30
respondents (7%) were between the ages of 39 and 48.

First-order correlation analysis indicates Feedback was found to have a positive moderate
link with innovative work behavior and challenge appraisal (r=0.52, p<.001; r=0.39, p<.001),
respectively, whereas there was a weak positive association with threat appraisal (r= 0.19,
p<.001). Additionally, a first-order correlation revealed a substantial positive association (r
= 0.73, p<.001) between challenge appraisal and inventive work behavior, and a moderately
negative link (r = -0.43, p<.001) between challenge and threat appraisal. Although there is a
moderately negative correlation (r =- 0.31, p<.001) between threat appraisal and innovative
work behavior (Table 1).

Table 1: Reliability, Validity, Mean, STD Deviation, and Inter-Correlations of Study
Variables

8 o
= . = o
< ES xg M~ § ﬂs a _HTMT
.g < § £33 0 = § 7 FB CA TA IWB 1 > 3
=
86 86 .68 48 14
FB 79 5 3 - 9 5 .829
CA .80 87 .88 72 42 14 39¥*F 850 .39
9 6 2 1 2 5
TA 82 89 .89 74 39 18 .19¥* . .862 19 -
3 7 3 3 2 % 3 434
IWB 81 .84 .89 .73 3.8 1.4 .52¥¥x | [73%* . 860 .51 .731 -
6 4 9 5 4 Y 7 310
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(n=427) R="**p<.01, R=***p<.001

Note: IR (a) =Internal Reliability; CR= Composite Reliability; AVE= Average Variance
Extracted; SD= Standard Deviation; FB=Feedback; CA= Challenge Appraisal; TA=Threat
Appraisal; and IWB= Innovative Work Behavior; HTMT= Heterotrait-Monotrait Ratio.
Diagonal Values in bold are square root of the AVEs and off-diagonal values are correlations
between the constructs.

4.2 Measurement Model

SPSS and Amos.21 were utilized to analyze the data. The initial step was evaluating the
measuring model's adequacy for unidimensionality, reliability and validity. So firstly the four
factor model was assessed and validated by allocating factors to the corresponding latent
variables as all items had factor loadings greater than 0.6 (Appendix I-Figure 2).

The measure's inter-item consistency and composite reliability (CR) were evaluated.
According to Awang (2014), reliability can only be determined if the Cronbach alpha () and
CR value are atleast 0.7. The values of a and CR for every variable were more than 0.7 (Table
1). In view of this, every scale and item used in this study measured the components
accurately. Convergence validity was assessed and established by the application of average
variance extraction (AVE). According to Awang's (2014) analysis, all constructs satisfied the
AVE minimum threshold of 0.5, which is necessary for each to have strong convergent validity
(Table 1). Based on the assessment of Heterotrait-Monotrait (HTMT) ratios, which were
found to be less than threshold level 0.85 (Henseler et al.,, 2015) (Table 1). The discriminant
validity was also demonstrated. Additionally, it was also assessed by comparing each
construct's square root of AVE to its corresponding correlation. According to Awang (2014),
the results showed that the constructs are different from one another (Table 1). Lastly, the
fitness indices of the measurement model demonstrated that it had achieved an acceptable
level, in accordance with the recommendation made by Awang (2014), confirming the
construct validity. [x 2 (126) = 312.811, p< 0.000; Root Mean Square Error of Approximation
(RMSEA) =0.059; Standardized Root Mean Square Residual (SRMR) = 0.040; Comparative Fit
Index (CFI) = 0.963; and Tucker-Lewis Index (TLI)= 0.955] (Table 1).

Furthermore, the absence of multicollinearity is empirically supported by the values of the
VIF and Tolerance scores, which range from 1.333 to 1.553 (less than 10) and 0.644 to 0.750
(above 0.2), respectively. This study may have been biased towards common methods
because only one data source was employed. Thus, the common method bias (CMB) intensity
was determined by means of Harman's single factor test (Podsakoff et al., 2003). Since an
unrotated factor analysis explained 41.835% (less than 50%) of the total variation, therefore
CMB was not a threat for analysis.

R? for the whole model is 61% which explains that innovative work behavior captures 61%
of the estimate of feedback through challenge appraisal and threat appraisal, which implied
a satisfactory model (Appendix II- Figure 3).

4.3 Structural Model

Structural equation modeling (SEM), a multivariate methodology that takes measurement
error into account when statistically analyzing the data, was utilized to explore the research
hypothesis. The results of the hypothesis are shown in Table 2. (Appendix II- Figure 3).
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Table 2: Structural Model (n=427)

Bootstrap Bootstrap

Variables b se LLCI ULCI
Direct Effect

H1 FB —p IWB 33 2%** .059

H2a FB — CA .39 5H** .051

H2b FB ——» TA .19 3%** .066

H3a CA —» IWB 538*** .073

H3b TA —» IWB - 1471** .046
Indirect Effect

H4a FB » CA BWB  .226*** .041 .166 .305

H4b FB » TA »[WB -.029** .015 -.063 -.010

(n=427) R=* p<.05, R=**p<.01, R=***p <.001
Note: FB= Feedback CA= Challenge Appraisal, TA= Threat Appraisal, IWB= Innovative Work
Behavior

The first hypothesis states that feedback and innovative work behavior are related. The
findings confirm Hypothesis 1 by demonstrating that feedback has a statistically significant
direct impact on innovative work behavior (y =0.332, p <0.001).

It was hypothesized in Hypotheses 2a and 2b that feedback is related to (a) challenge
appraisal and (b) threat appraisal. The connections between the variables are statistically
significant and confirmed (y = 0.395, p <.001; y = 0.193, p <.001), according to the results.
The third hypothesis postulated that innovative work behavior is positively impacted by both
(a) challenge appraisal and (b) threat appraisal. It can be concluded from the results that
challenge appraisal has a direct positive influence on innovative work behavior and threat
appraisal has a direct negative effect on innovative work behavior (y =0.538, p <.001: y =-
0.141, p <.01) respectively, supporting Hypotheses 3a and 3b.

According to Hypotheses 4a and 4b, there is an indirect relationship between feedback and
innovative work behavior through (i) challenge appraisal and (ii) threat appraisal. The
results are in line with our expectations, demonstrating a statistically significant positive
indirect effect of feedback on innovative work behavior through challenge appraisal and
negative indirect effect of feedback on innovative work behavior through threat appraisal,
respectively (p=.226, 95%; [C1=.166,.305]); (p = -.029, 95%; [CI=-.063, -.010]).

5. Discussion

The results of the study supported the first hypothesis, which stated that there is a
relationship between feedback and innovative work behavior (IWB). The hypothesis was
acknowledged and supported by past research. The current study's findings support those of
Hammond et al. (2011), Nurjaman et al. (2019), and Werleman (2016) and offer empirical
proof of a relationship between feedback and IWB in the nursing context. Individuals can
acquire knowledge about their job by obtaining feedback, which is a crucial antecedent and

[61]


http://www.irjmss.com/

International Research Journal of Management and Social Sciences, Vol. 1V, Issue 4, October - December 2023
ISSN (ONLINE):2710-0308 www.irjmss.com ISSN (PRINT):2710-0316

Does Feedback Foster or Hinder Innovative Work Behavior of Nurses? The Mediating Role of
Cognitive Appraisal

motivating factor for employee innovativeness (Cerne et al., 2017; Werleman, 2016).

The second hypothesis, according to which feedback has an impact on cognitive appraisal of
either a challenge or a threat, is similarly confirmed. The current study supports the claims
made by Naseer et al. (2019) and Noesgaard and Hansen (2017) that job characteristics can
be viewed as both a challenge and a threat at the same time. The current study's findings
provide empirical evidence for the relationships between feedback and challenge appraisal,
as well as between feedback and threat appraisal. According to Ohly and Fritz (2010), people
do not automatically achieve success when they put in a lot of effort. People who think they
can perform the tasks required to obtain their goals are more likely to have a sense of
accomplishment and, thus, find their work to be a challenge. Conversely, when employees are
under more pressure than they can handle, they may perceive that as a threat. It was also
noted by Gonzalez-Morales and Neves (2015) that stressors that present a challenge might
not necessarily be viewed as such. Additional research by Gerich and Weber (2020) and
Webster et al. (2011) offers empirical support for the idea that work stressors, such as
workload, role conflict, and role ambiguity, as well as task complexity, responsibility, time
constraints, and interruptions, can be evaluated as both challenges and threats at the same
time.

The third hypothesis's results are consistent with those of Espedido and Searle (2018),
Espedido et al. (2020b), Gonzalez-Morales and Neves (2015), Ohly and Fritz (2010), and
other studies that have demonstrated the relationship between challenge and threat
appraisal and extra-role performance, creativity, proactive behavior, and creative fluency.
Performance is impacted by an employee's perception of the challenge or threat of their work.
Extra-role behavior, such as innovation, initiative, and creative work practices, requires a
strong justification from the individual because it is outside the purview of a formal job
description. Challenge appraisals operate under the premise that satisfying job criteria will
likely yield desired outcomes, such as elevated feelings of mastery, self-worth, and
recognition from others (Espedido et al, 2020b). Because of this, challenge appraisal
encourages employees to devote their energies to extra-role behavior and supports adaptive
cognitive processes (Espedido & Searle, 2018). Threat assessments, on the other hand, might
not encourage extra-role behavior. Threat assessment is associated with feelings of
exhaustion and depletion, whereas tasks outside the purview of a formal job description
necessitate greater work and energy from the individual (Espedido & Searle, 2018). Threat
assessments thus have a detrimental emotional effect and result in maladaptive coping
strategies (Espedido et al., 2020b), such as withdrawal behavior that prevents the
performance of extra-role activities (Gonzalez-Morales & Neves, 2015).

The final hypothesis is accepted and supports the claims made by Ohly and Fritz (2010) and
Naseer et al. (2019). They asserted that viewing a stressor as a challenge fosters creative
thinking. As a challenge appraisal focuses attention on a certain activity with tenacity and
zeal, which sets off IWB. While viewing a stressor as a threat prevents one from being
creative, viewing a stressor as a threat diverts focus from a particular job and inhibits IWB.
6. Limitations and Future Directions

The present study may have limitations due to the lack of clarity surrounding causal
inferences as mediator cognitive appraisal captured at a single-point of time following cross-
sectional study. Second, because the study primarily included nurses employed at tertiary
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institutions in twin cities, its sample may not be entirely representative of Pakistan's nursing
workforce.

The cognitive appraisal of feedback was examined in the current study which has not been
evaluated before. Further research is required to ensure that the results presented in this
study can be applied to a wider population. Since the perception of feedback may differ
between settings and occupations, such replication should involve a varied workforce from
diverse businesses/organizations in order to ensure generalizability (Noesgaard & Hansen,
2017). Furthermore, even though this study only looked at one job characteristic—
feedback—future research might concentrate on combinations of different job
characteristics. By considering the role of various combinations of job characteristics, one can
obtain insight into how diverse job recipes may lead to varied appraisal. Because results can
still be subpar even at high levels of one characteristic if the other characteristics are below
average (Cangialosi et al., 2021).

7. Conclusion

Based on the study's findings, it appears that feedback and creative work practices are
mediated by cognitive appraisal. Thus, it is plausible to consider feedback as a stressor with
potential for positive as well as negative effects. Innovative work behavior is fostered by
challenge appraisal, but it is impeded by threat appraisal. Nursing management must find a
way to assist nurses in viewing feedback as a challenge rather than a threat in order to
promote innovative work behavior. One such tactic is training to enhance one's capacity to
foster innovative work behavior.
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