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Abstract 
Purpose: The study aims to examine the dual effects of task significance on 
innovative work behavior through cognitive appraisal and work engagement, while 
considering PsyCap's moderating function. 
Design/methodology/approach: Current study is quantitative and for this structured 
questionnaire was used to collect primary data from nurses employed at tertiary 
hospitals of twin cities of Pakistan.  
Findings: The results of the study support the idea that task significance is a special 
kind of stressor that can have both positive and negative effects. Employee 
engagement and innovative work behavior are boosted by challenge appraisal of task 
significance, whereas they are hindered by threat appraisal. Therefore, nursing 
management must create measures (such as training for developing PsyCap) to 
impact nurses' perceptions of task significance as challenges rather than threats to 
promote nurses' innovative work behavior. 
Originality: The current study is original and has not been conducted and submitted 
earlier to any other journal. 

Keywords: Task Significance, Cognitive Appraisal, Work Engagement, Innovative Work Behavior, 
Psychological Capital 

 
Introduction: 
In the 1800s, Florence Nightingale—the pioneer of modern nursing—emphasized that we 
should strive towards creating a more habitable environment rather than accepting life as it 
is and that change is more vital than adjusting to it. Since Florence Nightingale was the first 
to highlight the need for innovation in nursing, her idea is extremely crucial (Kara, 2016; 
Tosun & Tosun, 2020). Likewise, the International Council of Nurses (ICN) emphasizes the 
significance of innovation in the nursing business globally by declaring 2009 as the year of 
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innovation in nursing (Heydari et al., 2023). To innovate and deliver excellent, patient-
centered care, nurses must possess a certain amount of agility. However, because mistakes 
might have grave consequences, the healthcare sector carries a high risk. But if the innovation 
challenges are successfully navigated, the results can be quite beneficial. Nursing innovation 
can take many various forms, from straightforward problem-solving techniques to in-depth 
research and cutting-edge technologies intended to enhance patient care, (Ayvaz et al., 2019). 
In general, it involves introducing innovations that result in both little and major adjustments 
to the way nurses deliver care (Brysiewicz et al., 2015; Thomas et al., 2016). Nursing has 
produced a number of innovative products and methods. These include the Wearable Serum 
Hanger by Yeliz Dogan Merih, the Bedside Handover Method by Dearmon and colleagues 
(Snide & Nailon, 2013), the Kangaroo Care Model by Kambarami, and the STOMAKIT by 
Ozlem Oktay (Kara, 2016; Tosun & Tosun, 2020). 
Even though nurses' innovative work behavior (IWB) is important, there is a noticeable 
deficiency in this domain among nurses. (Abdelrazek Abdelhalem Abdelatti et al., 2022; Tung 
et al., 2014; Zaman et al., 2020; Z. Khan et al., 2016). It can be one of the factors preventing 
most healthcare organizations from offering high-quality healthcare services at a reasonable 
cost (Hasan et al., 2020; Khalid & Abbasi, 2018). Therefore, it is necessary to identify the 
determinant of IWB so that reasonable actions can be taken to the enhancement of nurses’ 
IWB. At the individual level, JCs are regarded as the most critical and dominant determinant 
of innovative work behavior (Kwon & Kim, 2020). 
Work engagement is another important factor (Pennbrant & Dåderman, 2021) that can 
improve the quality of healthcare services (Bayoumy, 2019; Cao et al., 2019; Hara et al., 
2021). Undoubtedly nursing profession is emotionally exhausting and the COVID-19 
outbreak has made their duties more tough and challenging. They have to work in a new 
context which is more stressful due to the fear of becoming infected and infecting others. Such 
a toxic situation may harm their engagement (Zhang et al., 2021; Xu et al., 2021), and a 
shortfall in the nurse's engagement can affect the quality of care adversely (Pennbrant & 
Dåderman, 2021). It is observed that even the best hospitals in the world need to improve 
the WE of their nurses (Ashfaq et al., 2023; Shahid et al., 2023; Wan et al., 2018). Therefore, 
it is necessary to identify the determinant of work engagement so that reasonable actions can 
be taken to the enhancement of nurses’ engagement (Shahid et al., 2023; Wan et al., 2018). It 
is argued that the JC model can be used by management to foster WE, as this model has the 
potential to motivate individuals to engage in wider contacts (Böckerman et al., 2020; 
Hackman & Oldham, 1974; Oldham, 1976). 
Among all of the job characteristics, task significance is one of the most crucial resources that 
is believed to have a substantial effect on innovative work behavior through work 
engagement (Böckerman et al., 2020). 
 
Indeed the relationship between task significance and IWB is well established yet this 
relationship is inconsistent (Coelho & Augusto, 2010; Deegahawature, 2014). Similarly, the 
relationship between task significance and WE are also well established nevertheless in the 
nursing context this relationship is inconsistent (Bayoumy, 2019; Othman & Nasurdin, 2019; 
Wan et al. 2018). In this regard, Mitchell et al. (2019) and Li et al. (2020) proclaimed that such 
inconsistent effects may be possible due to the cognitive appraisal of individuals depending 
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on their differences. Thus, Li et al. (2020) have highlighted the need to carry out further 
studies revealing varying consequences of job characteristic (i.e., task significance) through 
the mediation of cognitive appraisal (CA and TA) in association with JCs (i.e., task 
significance) and their outcomes (e.g., WE and IWB). 
Furthermore, such cognitive appraisal is further contingent upon individual differences that 
can be determined by personal resources such as PsyCap (Chadwick et al., 2013; Zaniboni et 
al., 2013). As individual with high level of PsyCap is more likely to view the situation as a 
challenge rather than a threat (Chadwick et al., 2013; Secosan et al., 2021). An evaluation of 
a situation's challenge has a favorable impact on employee engagement at work (Mitchell et 
al., 2019) that might inevitably culminate IWB (Zappalà et al., 2021). 
In light of this, this study aims to integrate the mediating role of cognitive appraisal in the 
association of task significance and work engagement, as proposed by P. Li et al. (2020), 
which further encourages workers to demonstrate innovative work behavior (Zappalà et al., 
2021). Further, psychological capital is included as a moderator between the association of 
task significance and cognitive appraisal. Current study will assist in determining that 
whether nurses have adequate resources (both job and personal), or whether work redesign 
or training programmes are needed for nurses to perceive their jobs as challenges that will 
boost their engagement and may contribute to innovative work behavior (Zappalà et al., 
2021).  
 
Review of Literature  
2.1 Task Significance and Innovative Work Behavior 
Task significance is the extent to which a specific task has a noticeable and significant 
influence on other people's lives (including internal as well as the external environment) 
(Hackman & Oldham, 1974). In the context of innovation, task significance has garnered some 
attention (Cangialosi et al., 2021). Employees are more concerned about their work and more 
eager to go above and beyond when they know their jobs have a substantial impact on others, 
which improves intrinsic motivation (Deegahawature, 2014; Grant & Parker, 2009) and 
fosters IWB (Cangialosi et al., 2021; Yang & Cho., 2015). Individuals who perceive high task 
significance are more likely to see their work knowledge as a valuable tool for achieving 
significant results for their organizations and they spend more time thinking about and 
improving their work. This implies that employees who believe their job is important to the 
organization invest more time and energy in work processes and experimentation, thus 
enhancing their learning potential and, as a result, improving the possibility of coming up 
with, developing, and putting into practice innovative and useful ideas (Cangialosi et al., 
2020). While others came to the opposite conclusion, suggesting that jobs having a high level 
of significance may hinder individual extra-role behavior (Marić et al., 2019) like 
innovativeness (Coelho & Augusto, 2010; Deegahawature, 2014). 
Hypothesis 1: Task significance and innovative work behavior are significantly associated. 
 
2.2 Task Significance and Work Engagement 
Task significance allows having a greater impact on others within as well as outside the 
organization that influences work engagement. It leads to the perception of the job as useful, 
worthwhile, and valuable which enhances the psychological state, and intrinsically motivates 
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employees (Marić et al., 2019) to demonstrate high levels of work engagement (Wan et al., 
2018). Nurses with a high job significance are more likely to provide adequate and thorough 
guidance to patients and their family members because they recognize that their actions have 
a significant effect on the physical and psychological well-being of patients both during and 
after hospitalization. Such a sense of meaningfulness and responsibility increases nurses' 
engagement (Othman & Nasurdin, 2019). On the other hand, task significance was not found 
to affect the nurse's engagement (Bayoumy, 2019). 
Hypothesis 2: Task significance and work engagement are significantly associated. 
 
2.3 Task Significance and Cognitive Appraisal 
As a component of experiencing meaningfulness, task significance performs a pivotal role in 
motivating employees. However, major meta-analyses of the job design literature reveal 
mixed results when it comes to task significance and work-related outcomes (Fried & Ferris, 
1987). Such differential effects of task significance on work-related outcomes are a function 
of individual differences (Fried & Ferris, 1987) for that reason different people may react 
differently to task significance (Grant, 2008; Grant & Parker, 2009). Specifically, jobs that 
need the protection and promotion of human life have a greater level of task significance such 
as held by healthcare employees. As their actions have a direct impact on the lives of others. 
It is argued that when an employee perceives that he can make a difference in the lives of 
others, his perception (challenge or threat) of the stressor differs (El-Asmar, 2013). Such 
perception of the stressor or the level of stress he would experience depends on how 
important he thinks his job is and its impact on others (El-Asmar, 2013; Morgeson & 
Humphrey, 2006). When he believes that having a higher level of work significance will 
enable him to attain personal and professional goals and that he can easily manage the extra 
responsibility, he will likely appraise it as a challenge (El-Asmar, 2013) On the other hand, 
concentrating on the task's adverse characteristics could make it appraised as a threat. To 
summarize, different people may react differently to task significance solely depending on 
their appraisal of the task.  
Hypothesis 3a: Task significance and challenge appraisal are significantly associated. 
Hypothesis 3b: Task significance and threat appraisal are significantly associated. 
 
2.4 Mediating Role of Cognitive Appraisal between the Relationship of Task 
Significance and Work Engagement 
Job characteristics that are seen as chances for personal development, success, and gain are 
called challenge appraisals, while those that are seen as barriers that could endanger one's 
career and well-being are called threatening appraisals. This is because the outcome of job 
characteristics varies depending on the individual's cognitive appraisal of the job as a 
challenge or threat (P. Li et al., 2020; Naseer et al., 2019). 
According to Webster et al. (2011), challenging assessment produces sensations of 
excitement, pleasure, and enthusiasm, whereas threat appraisal arouses negative emotions 
such as fear and anger. As a result, job characteristics will probably provide favorable results 
when viewed as a challenge and undesirable results when viewed as a threat (Naseer et al., 
2019). On the one hand, people who concentrate on the challenges (challenge appraisal) of 
having high job characteristics (i.e., task significance) will be more engaged in their work (S. 
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H. Lin et al., 2014). On the other hand, people who concentrate on the threat (threat appraisal) 
resulting from high job characteristics (i.e., task significance) will weaken self-regulation, 
which will manifest as low work engagement (Mitchell et al., 2019). Given that it is postulated 
that: 
Hypothesis 4a: Challenge appraisal is a significant moderator between the relationship of task 
significance and work engagement.  
Hypothesis 4b: Threat appraisal is a significant moderator between the relationship of task 
significance and work engagement.  
 
2.5 Cognitive Appraisal and Work Engagement as Mediators between the relationship 
of Task Significance and Innovative Work Behavior. 
Since cognitive appraisal of job characteristics determines its eventual outcome when it is 
cognitively appraised as a challenge will likely result in positive outcomes (Naseer et al., 
2019). when job characteristics are viewed as a challenge, it is likely to elicit positive 
emotions and resultantly individuals will be highly engaged (S. H. Lin et al., 2014). When 
people are engaged at work, they experience positive emotions like pleasure, contentment, 
concentration, and enthusiasm, which may lead to a higher level of employee involvement in 
innovative work behavior (Aktar & Pangil, 2017; Montani et al., 2020; Agarwal, 2014). 
Conversely, negative consequences that could lead to low work engagement are likely to 
occur when job characteristics are cognitively assessed as a threat (Mitchell et al., 2019). 
Because people with low levels of engagement and a small pool of resources are typically 
depleted and have less energy for other activities, they try to replenish their resources by 
using avoidance coping strategies (Naseer et al., 2019). Individuals prefer to apply simple 
tactics and concentrate on conventional wisdom that stifles innovative behavior (Byron & 
Nazarian, 2010). Thus it is proposed that 
Hypothesis 5a: Challenge appraisal and work engagement significantly mediate the association 
of task significance and innovative work behavior.  
Hypothesis 5b: Threat appraisal and work engagement significantly mediate the association of 
task significance and innovative work behavior. 
 
2.6 PsyCap as a moderator between the association of TS and cognitive Appraisal 
PsyCap encapsulates the positive characteristics of optimism, hope, resilience, and efficacy 
that are thought to be essential for cognitive processing that stimulate human motivation and 
affect one's capacity to successfully manage and direct one's job (Duddeck, 2016). People 
with higher PsyCap outperform those with lower PsyCap because they have greater 
resources available to them for goal pursuit (Luthans et al., 2007). Similarly, someone would 
probably regard a job as a threat if they felt their resources were limited or nonexistent 
(Thompson, 2013). Therefore, compared to people with low PsyCap levels, those with high 
PsyCap levels are more likely to see work-related stressors as challenges rather than threats. 
As individuals high in PsyCap have more resources to draw upon (Luthans et al., 2007) and 
likely to appraise the work as challenge (Thompson, 2013) that stimulates positive affective 
reactions such as work engagement (Mitchell., et al. 2019) which in turn stimulates positive 
feelings about work that sparks willingness of employees to try new things and experiment, 
leading to the creative ideas and novel solution, referred to IWB (Agarwal, 2014).  Drawing 
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on the findings of Naseer et al., (2019) that individuals who cognitively appraised core JC as 
threatening have little perceived resources (PsyCap) that further hinders individual’s 
engagement and innovative work behavior. Therefore it is hypothesized that 
Hypothesis 6a: PsyCap moderates the association of task significance and challenge appraisal. 
Hypothesis 6b: PsyCap moderates the association of task significance and threat appraisal. 
Hypothesis 7a: PsyCap moderates the mediated relationship between task significance and 
innovative work behavior through challenge appraisal and work engagement. 
Hypothesis 7b: PsyCap moderates the mediated relationship between task significance and 
innovative work behavior through threat appraisal and work engagement. 
One of the necessary units to understand how people perceive stressors is perception of 
resources. Personal traits, things, circumstances, or energies that people value can all be 
considered resources (Hobfoll, 1989; Hobfoll et al., 2018). Individuals who are believed to 
have more resources are better positioned to gain them and are less likely to lose them. 
Accordingly, those who feel themselves to have fewer resources are more susceptible to 
resource loss because they have fewer resources at their disposal to deal with the stressful 
situation (Thompson, 2013). Consequently, COR theory is used as a foundational theory to 
evaluate the cognitive appraisal of the stressor (task significance) as a challenge or threat, 
and its indirect impact on innovative work behavior. 
 

 
Source(s): Prepared by the authors 

 
Methodology 
Design 
Given that hypotheses are derived from the literature and based on widely accepted theories, 
the current study is objective and perceptual, grounded in the positivist approach (Saunders 
et al., 2007, 2019). 
 
Sample 
Tertiary hospitals in Pakistan's twin cities were selected because they are the primary 
medical facility as they offer highly specialized in-patient services. A self-administered 
questionnaire was used to collect data. Registered nurses participated in the study using a 
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simple random sampling procedure. In this study only registered nurses were sampled as in 
government hospitals only registered nurses are hired. Based on model complexity models 
with five or fewer constructs required a minimum sample of 100 (Hair et al., 2019). This 
survey comprises replies from 361 nurses which are above the minimum required sample 
size. Since the data was collected at a single point of time, thereby it is a cross sectional study. 
 
Statistical Analysis  
AMOS 21 and SPSS were used to analyze quantitative data. In this study, six steps of SEM was 
employed for multivariate data analysis as recommended by Hair et al. (2019). First, the 
data's mean and standard deviation were ascertained. After that demographic details about 
the respondents were explored. Next, the unidimensionality, validity, and reliability of the 
measurement model were investigated to ascertain its appropriateness. Lastly, hypotheses 
were investigated using structural equation modeling (SEM). The study's significance level 
was set at 0.1% (p ≤.001). 
 
Measure 
Responses to the current study were gathered using a continuum, with 1 denoting "strongly 
disagree" and 7 denoting "strongly agree." Additionally, demographic information was 
gathered, such as age and type of organization. The items' average score was used for the 
analysis. Since English is the official language of Pakistan, all of the scales used in this study 
were in English language. 
Three questions make up the task significance scale, which Morris and Venkatesh (2010) 
adapted from Hackman and Oldham's job diagnostic survey (1974). The aforementioned 
measure is used by other scholars such as Pee and Chua (2016) and Morris and Venkatesh 
(2010). Three items for challenge appraisal and three items for threat appraisal made up the 
six-item cognitive appraisal measure, which was adapted from LePine et al. (2016). That 
similar measure is used by other studies, including LePine et al. (2016). CA (α=.914) and TA 
(α=.898). Work engagement was assessed using the UWES-9, a nine-item survey developed 
by Schaufeli et al. (2006). This scale is now being used by Van Zyl et al. (2019) and Jason and 
Geetha (2019). (α=.810). A nine-item scale devised by Janssen (2000) was employed to 
analyze innovative work behavior (α=.852). 
 
Inclusion/Exclusion Criteria 
Given the current state of Pakistan's healthcare system, this study focuses on the nation's 
public and private hospitals located in the twin cities: Rawalpindi and Islamabad. These 
tertiary hospitals were chosen because these are the largest medical facilities providing 
highly specialized services and having most in-patient beds, which suggest that they have 
more nursing staff. 
 
Ethical Consideration 
A brief explanation of the study's purpose was included in the first section of the 
questionnaire to obtain informed consent prior to data collection. Upon reading the informed 
consent, participants continued to express their willingness to willingly participate in the 
study. The confidentiality issue was also resolved by developing an anonymous 
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questionnaire that simply asked for demographic data. 
 
Result 
4.1 Sample Characteristics 
The descriptive analysis revealed that 548 (89%) of the respondents were female nurses, 
whereas 68 (11%) of the respondents were male nurses. The data shows that 179 (29%) of 
the respondents are associated with private hospitals, whereas 437 (71%) are associated 
with public hospitals. An age-level-specific sample distribution is provided below: Three 
quarters of the respondents, or 425 (69%), were in the 19–28 age range, 154 (25%) were in 
the 29–38 age range, and 37 (6%) were in the 39–48 age range. 
A first-order correlation analysis revealed that task significance had a weak positive 
association with threat appraisal (r=0.25, p<.001), but a positive moderate link with 
challenge appraisal, work engagement, and innovative work behavior (r=0.40, p<.001; 
r=0.32, p<.001; r=0.41, p<.001), respectively. Furthermore, a first-order correlation showed 
that challenge appraisal had a moderately negative link with threat appraisal (r = -0.47, 
p<.001) and a high positive association with work engagement and inventive work behavior 
(r = 0.76, p<.001; r = 0.72, p<.001), respectively. Although there is a moderate negative 
correlation of threat appraisal with work engagement and innovative work behavior (r = -
0.48, p<.001; r = -0.46, p<.001) respectively (See Table 1). 
 
 

V
a

r
ia

b
le

s 

M
in

. 

L
o
a

d
in

g
 

IR
 (

α
) 

C
R

 

A
V

E
 

M
e
a

n
 

S
D

 

TS CA TA WE IW

B 
                 HTMT_____ 

1            2          3        4 

TS .86 .9
4 

.94
4 

.84
9 

4.9
8 

1.1
7 

.92
2 

        

CA .79 .8
5 

.86
3 

.67
7 

4.2
6 

1.4
4 

.40*
** 

.823    .4
05 

   

TA .83 .8
9 

.89
7 

.74
4 

3.9
3 

1.8
1 

.25*
** 

-
.47**
* 

.862   .2
53 

-
.47
3 

  

WE .83 .8
2 

.88
2 

.71
4 

4.2
4 

1.3
3 

.32*
** 

.76**
* 

-
.48**
* 

.84
5 

 .3
22 

.76
0 

-
.48
0 

 

IW
B 

.86 .8
7 

.91
9 

.79
2 

3.8
9 

1.5
1 

.41*
** 

.72**
* 

-
.46**
* 

.71*
** 

.89
0 

.4
07 

.71
7 

-
.46
3 

.71
4 

Table 1: Reliability, Validity, Mean, STD Deviation, and Inter-Correlations of Study Variables   
Source(s): Prepared by the authors 
R= **p<.01 , R=***p<.001  
Note: IR (α) =Internal Reliability; CR= Composite Reliability; AVE= Average Variance Extracted; SD= 
Standard Deviation; TS=Task Significance; CA= Challenge Appraisal; TA=Threat Appraisal; WE: Work 
Engagement and IWB= Innovative Work Behavior; HTMT= Heterotrait-Monotrait Ratio. Diagonal 
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Values in bold are square root of the AVEs and off-diagonal values are correlations between the 
constructs 
 
4.2 Measurement Model 
The data analysis was conducted using SPSS and Amos.21. First, the measuring model's 
validity, reliability, and unidimensionality were evaluated. The four-factor model was first 
assessed and verified by allocating factors to the pertinent latent variables because all of the 
items had factor loadings greater than 0.6 (Appendix I-Figure 2). 
 

  
Source(s): Prepared by the authors 

 
The measures' inter-item consistency and composite reliability (CR) were evaluated. Awang 
(2014) states that reliability can only be proven if both the Cronbach alpha (α) and the CR 
value are at least 0.7. α and CR values for every variable were more than 0.7 (Table 1). As a 
result, every scale and tool used in the research accurately evaluated every element. 
The validity of convergence was assessed and established using Average Variance Extraction 
(AVE). Awang (2014) reported that all concepts had strong convergent validity if they could 
meet the AVE minimum threshold of 0.5 (Table 1).  
 
Additionally, the discriminant validity was confirmed. It was assessed through Heterotrait-
Monotrait (HTMT) ratios, that (according to Heseler et al., 2015) found to be below the 
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threshold level of 0.85. It was also evaluated by comparing the square root of AVE for each 
component to the associated association (Table 1).   
Finally, the measurement model's fitness indices proved that it had reached a satisfactory 
level, supporting the construct validity and supporting Awang's (2014) recommendation [χ 
2 (308) = 637.272, p< 0.000; RMSEA = 0.042; SRMR = 0.032; CFI = 0.973; and TLI= 0.969]. 
Additionally, the values of the VIF and tolerance score, which fall between 1.307 to 2.130 (less 
than 10) and 0.469 to 0.765 (above 0.2), respectively, provide empirical evidence for the lack 
of multicollinearity. The fact that this study only used one data source suggests that it may 
have been biased toward the use of standard procedures. Therefore, the common method 
bias (CMB) intensity was ascertained using Harman's single-factor test (Podsakoff et al., 
2003). Since an unrotated factor analysis explained 41.672% (less than 50%) of the total 
variation, CMB posed no threat to the analysis. 
The total model's R2 of 27% suggests an appropriate model, explaining how task significance 
accounts for 27% of the variation in innovative work behavior through cognitive appraisal 
and work engagement (Appendix II- Figure 3). 
 
Structural Model 

 

Source(s): Prepared by the authors 
Note TS=Task Significance; CA= Challenge Appraisal; TA=Threat Appraisal; WE: Work Engagement, 

IWB= Innovative Work Behavior; and PsyCap=Psychological Capital 

 
4.3 Structural Model  
Structural equation modeling (SEM), a multivariate tool that takes measurement error into 
account when statistically analyzing the data, was used to evaluate the research hypotheses.  
Table.2 displays the hypothesis's findings (Appendix II- Figure 3). 
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Table 2: Structural Model 

 
Source(s): Prepared by the authors 

R=***p<.001  
Note TS=Task Significance; CA= Challenge Appraisal; TA=Threat Appraisal; WE: Work Engagement, 

IWB= Innovative Work Behavior; and PsyCap=Psychological Capital 

 
According to the results, H1 and H2 confirmed that TS has a direct, favorable impact on 
innovative work behavior and work engagement ( γ = 0.095) and ( γ = 0.198) respectively. 
Based on the findings, H3a and H3b also confirmed that TS has a statistically significant direct 
influence on CA ( γ = 0.331) and TA ( γ = 0.232) respectively. 
In light of the findings, H4a and H4b also verified that TS is positively associated with WE 
through CA, while TS is negatively associated with WE through TA.  According to the findings 
4a and 4b also confirmed that CA has a significant direct effect on WE (.167, p-value < 0.001, 
95%; [CI= .132, 0.206]), (-0.077, p-value < 0.001, 95%; [CI=-0.107, -0.053]) respectively 
Likewise H5a and H5b has supported the positive indirect effect of TS on innovative work 
behavior through challenge appraisal and work engagement, and     the negative indirect effect 

of TS on innovative work behavior through threat appraisal and work engagement respectively. 

Therefore, H5a and H5b are statistically significant and accepted (.182, p-value < 0.001, 95%; 
[CI= .144, 0.221]), (-0.084, p-value < 0.001, 95%; [CI=-0.116, -0.057]) respectively.  
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Considering the results, H6a and H6b, moderating effect of PsyCap was analyzed between 
the relationship of TS and (a) challenge appraisal and (b) threat appraisal. The results of these 
path coefficients confirm that PsyCap moderates the relationship between TS and (a) 
challenge appraisal and (b) threat appraisal (β = 0.103, p-value < 0.01) (β = -0.205, p-value < 
0.001)   respectively 
Lastly, H7a and H7b, moderated effect of PsyCap was analyzed between the relationship of 
TS and innovative work behavior through (a) challenge appraisal and (b) threat appraisal 
and work engagement. The results confirm that moderation effect of PsyCap between the 
mediated relationship of task significance and innovative work behavior through challenge 
appraisal and work engagement. While the results show the insignificant moderation effect 
of PsyCap between the mediated relationship of TS and innovative work behavior through 
threat appraisal and work engagement (β = 0.018, p-value < 0.001) (β = 0.028, p-value >0.01) 
respectively. 
 
Discussion 
The objective of this research was to use cognitive appraisal and work engagement to 
examine the direct and indirect links between task significance and innovative work 
behavior. It was recognized that task significance has a positive and considerable impact on 
both innovative work behavior and job engagement. In line with the findings of Agarwal & 
Gupta (2018), Bayoumy (2019), Hammond et al. (2011), Kim et al. (2019), Nurjaman et al. 
(2019), and Werleman (2016), the results of this study empirically demonstrate a 
relationship between task significance and innovative work behavior and work engagement 
in the nursing context. 
 
It also turns out that the third assumption—that task significance has a major influence on 
cognitive appraisal—is valid. According to the current study, job features can be viewed as 
both a challenge and a threat at the same time, as stated by Naseer et al. (2019) and 
Noesgaard and Hansen (2017). Overall results supported the assertions of Naseer et al. 
(2019) and Taris and Hu (2020) by indicating that task significance brings both positive and 
negative outcomes through their cognitive appraisal. Individuals who concentrate on the 
positive aspects of task significance, such as resource accumulation, perceive the task as a 
challenge which increases engagement and fosters innovative behavior. In contrast, a 
person's attention to the negative aspects of job significance (such as the depletion of 
resources) encourages the task to be perceived as a threat, which results in a stressful 
experience that lowers employee engagement and forbids employees from devoting their 
energy to innovative work behavior. These results particularly complement the research by 
Ahmed (2020) and Mitchell et al. (2019), which asserted that the way resources are employed 
dictates their ultimate results. When an appraisal is viewed as a challenge, it motivates 
individuals to act beyond their job description (IWB), and when it is viewed as a threat, it 
discourages employees from engaging in extra-role behavior (IWB). Because of this, it is 
implied that task significance is not an effective tool for inspiring all employees; rather, it 
depends on each person's frame of reference and attitudes toward their work, as well as how 
they evaluate and perceive the characteristics of their jobs (Fried & Ferris, 1987). The second 
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last hypothesis of the study, psychological capital moderates the association of  task 
significance and cognitive appraisal, supporting the findings of Chadwick et al. (2013) that 
people who perceive stressors as challenges are more likely to perceive them as challenges, 
while people who perceive stressors as threats are more likely to perceive them as threats. 
The perception of resources is one of the fundamental concepts needed to understand how 
people evaluate the stress they experience at work. 
The COR theory (Hobfoll, 1989) states that those who believe they have more resources have 
a greater likelihood of acquiring them and a lower risk of losing them. Similarly, people who 
regard themselves as having fewer resources are also more likely to lose resources and have 
less to spend in certain circumstance, which raises the possibility of additional loss. Higher 
mastery levels allow people with high PsyCap levels to better use the resources at their 
disposal and handle professional circumstances with greater skill. Because of this, people 
who had highly perceived PsyCap evaluated the task significance as challenging. On the other 
hand, those with low perceived PsyCap viewed the task as a threat. 
 
Theoretical Contribution 
The present study added to the body of knowledge regarding job design, specifically job 
characteristics, by incorporating the cognitive appraisal as a mediator in determining the 
association between task significance and work engagement, as proposed by P. Li et al. 
(2020). This assessment, which establishes the reasons and timing of an individual's 
interpretation of a job as a challenge or a threat, is based on the perception of resources. The 
argument made in the work design literature that job resources can be seen as both 
threatening and challenging, and that they can have both positive and negative consequences, 
is thus supported by this study. As suggested by Mitchell et al. (2019), it also offers a distinct 
explanation for the disparities pertaining to the varying impact of task significance on results. 
Furthermore, while cognitive appraisal of job resources was disregarded, the majority of 
studies concentrated on job demands about cognitive appraisal. In response to calls from 
multiple scholars, the current study examined the appraisal of job characteristics as either a 
challenge or a threat, providing new insight into the field. It also suggests a novel underlying 
mechanism related to job resources (task significance), cognitive appraisal as mediator, 
PsyCap as moderator, and its results. 
Furthermore, aside from its paramount significance within the healthcare sector, the concept 
of innovative work behavior has garnered relatively little scrutiny. Given this, the study has 
advanced our knowledge of innovation in the healthcare industry and brought attention to 
the significance of nurses' innovative work practices. Additionally, the current study makes a 
methodological contribution. A straightforward random sample technique was employed to 
gather the data for the present study. Although it took some time, this strategy was successful 
in broadening the inferences and boosting confidence in the results. 
 
Practical Implications 
Current research has practical implication as investigating how nurses view their task as 
threats or challenges was helpful. According to the findings, nurses perceive their work as 
both a challenge and a threat, depending on their PsyCap. Thereby, it is necessary to change 
the perception of nurses regarding the task significance, where they see it as a threat. It can 

http://www.irjmss.com/


 

 
 
 

International Research Journal of Management and Social Sciences, Vol. V, Issue 3, July – September 2024 

ISSN (ONLINE):2710-0308 www.irjmss.com ISSN (PRINT):2710-0316 

Dual Effect of Task Significance on Innovative Work Behavior through Cognitive Appraisal 
and Work Engagement: Moderating Role of PsyCap 

 

[ 718 ] 

be done either by redesigning their task or by improving their PsyCap. Since redesigning a 
job is challenging and time-consuming, it is easier and less expensive to boost their PsyCap 
so that they see their task significance as a challenge that will increase their engagement and, 
eventually, their innovative work behavior.  
 
Limitations and Future Directions 
The ambiguity around causal inferences as mediators may be a drawback of the current 
investigation. The cross-sectional study design involved the collection of cognitive evaluation 
and work engagement at a specific point in time. Furthermore, the study's sample could not 
be representative of all nurses in Pakistan since it only included nurses working at tertiary 
hospitals in twin cities. 
As innovators, nurses are catalysts for change (Shih & Susanto, 2017). Healthcare 
organizations have to recognize and support the factors that motivate creative thinking 
(Slåtten et al., 2020). Only task significance was examined in this study; to provide a fuller 
knowledge of extra-role behavior at work, the mix of components should be expanded to 
include aspects related to job resources. Additionally, future research might examine the 
unique effects of job characteristics on idea creation, idea promotion, and idea realization as 
JC may have varying impacts on each IWB component (Bos-Nehles et al., 2017). In the current 
study, we did not evaluate the innovativeness of nurses in public and private hospitals 
separately; therefore, a comparative study may be conducted in the future. Furthermore, 
since doctors play an equally important role in fostering innovation in healthcare 
organizations, future research involving both doctors and nurses may also be taken into 
consideration in dyadic studies. 
 
Concluding Remarks 
The study's findings provide credence to the notion that task significance is a unique type of 
stressor that can have both beneficial and detrimental impacts. Challenge appraisal of job 
attributes increases work engagement and innovative work behavior, while threat appraisal 
impedes employee engagement and innovative work behavior. Thus, to increase nurses' 
innovative work behavior nursing management need to develop strategies (such as training 
for cultivating PsyCap) to influence nurses' perception of workplace characteristics as a 
challenge rather than a threat. 
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