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ABSTRACT

With the advent of positive psychology movement in almost every sphere of human life
including organizations advocating for the investment of employees’ focused efforts and
positive energies towards organizational goals. There has been a tremendous
encouragement to human creative capabilities and optimism. Keeping this in view, the
present study reviews the organizational paradigms of high-performance HR practices,
psychological climate, and work engagement and attempts to relate these factors with
organizational citizenship behaviors (OCBs). The present study tests the relationship of
key components of high-performance HR practices (internal career opportunities,
extensive training, employment security, sensitive selection, incentive compensation, and
participation and communication), psychological climate (supportive management, role-
clarity, recognition, job-challenge, meaningfulness, and self-expression), and work
engagement (vigor, dedication, and absorption) with OCBs in an Indian sample of working
population of IT industry. The study was designed to generate and test a hypothesized
model colligating between high-performance HR practices, psychological climate, work
engagement and the organizational citizenship behaviours.The model proposes
psychological climate and work engagement as mediators in the relationship between high-
performance HR practices and OCB.In this endeavor, the mediating effect of
psychological climate on the equation of high-performance HR practices and work
engagement was tested. And, the mediating effect of work engagement was tested on the
equation of high-performance HR practices, psychological climate and OCBs.The study
provides an insight into the underlying process through which high-performance HR

practiceshave impact on OCBs.

For the purpose of the study, primary responses were collected from 357 IT
employees across the national capital region (NCR), India. Due to vast population size,
convenience sampling was preferred for data collection. Data analysis was performed by
using SPSS®17 and AMOS®21.Data was checked for missing values, normality, linearity,
reliability, non-multicollinearity and homoscedasticity. Exploratory factor analysis (EFA)
and confirmatory factor analysis (CFA) were employed respectively to obtain the factor
structure and fitness of the obtained factor pattern on the focused sample. Study
hypotheses were testedusingmultiple hierarchical regressiontechnique andthe structural

equation modeling approach (SEM) was used to examine the research model. Two



alternative structural models were compared to the research model using Chi square

difference test.

Conclusively, research findings suggest that the different constituents of high-
performance HR practices, psychological climate, and work engagement augment OCBs in
IT organizations. Additionally, findings demonstrated the significance of employees’
perceptions of psychological climate through which high-performance HR practices can
boost employees’ work engagement which in turn has come out to be the principal
mechanism through which high-performance HR practices and psychological climate have
impact on OCBs. High-performance HR practices have also been found to influence work

engagement directly which furthers the employees’ tendency to display OCBs.

The result of the study would help the IT organizations to understand the
psychological aspects of the high-performance HR practices and positive work climate
factors which help in building a high-quality employment relationship with employees.
This would facilitate the organizations to align their HR strategy with business strategy
and in eliciting employees’ positive perceptions of their working environments along with
integrated HR practices. It would further help in creating conditions conducive for higher
work engagement of employees and their increased tendency to exhibit OCBs. The results
have established a platform where HR managers can be motivated to open up new avenues
to employees to be psychologically involved in work roles and to feel highly motivated to
bring their good spirits at the workplace in order to benefit the organization at large.

Key words: High-performance HR Practices, Psychological Climate, Work Engagement,
OCBs, SEM, IT Organizations.
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Chapter |

Introduction

“Organizations do not ‘perform’; individuals in organizations perform in ways that allow

the organizations to achieve desirable performance outcomes”.

Kozlowski and Klein, (2000)

The profound influence of human capital on the success and growth of any organization is
momentous and cannot be unheeded in the contemporary business world. The pre-requisite
to increase organizational performance and effectiveness is undoubtedly a talented and
dedicated workforce, and is recognized as vital for the health of an organization. Though
human resources are considered the most important assets of an organization, a growing
area of concern reveals that very few organizations are able to fully harness its potential
(Ahmad & Schroeder, 2003). Additionally, in the light of fierce competition, rapid pace of
technological shifts, and increasing demands of knowledge workers, effective management
of human capital is more challenging than ever before. As knowledge workers have
several job options. Another major difficulty is prodigious expectations of organizations
from their employees, like to be proactive, innovative, and committed towards work and
the organization. These challenges require organizations to build new capabilities and to
create an environment where talent can bloom (Bhal, 2002).

As a matter of fact, organizations are keen to attract and retain extraordinary
employees who are not only capable and willing to perform job tasks efficiently but are
also keen to work in a virtuous manner and shoulder responsibilities over and above their
in-role activities. Organ (1988) referred to these competencies and significant initiatives as
organizational citizenship behavior (OCB). OCB is defined as “individual behavior that is
discretionary, not directly or explicitly recognized by the formal reward system, and in the
aggregate promotes the effectiveness of the organization”. For example, employees’
voluntary acts of helping new colleagues, volunteering for extra duty when needed, acting
in ways that improve morale, keeping other organizational members informed of matters
that might affect them, contributing responsibly to corporate governance by staying
informed of political developments and expressing opinions about them, and not
complaining about minor nuisances at workplace or accepting less than perfect working

conditions etc. Employees who exhibit such behaviors tend to yield significant advantages
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to organizations such as resource utilization, increment in productivity, performance
stability, and increased ability to adapt to environmental changes, profitability, efficiency
and lower turnover (Podsakoff et al. 2000; 2009; Pare & Tremblay, 2007).

Notable in this direction, citizenship behaviors are exercised within the discretion
of individuals; they generally have more control over the amount of citizenship behaviors
they exhibit at workplace (Werner, 2000). It is also not sufficient that employees just show
up; they need to assume the role of good organizational agents.

However, it is a two way process and much effort is needed on the part of
organizations to nurture and leverage employees’ holistic involvement with their work and
the willingness to outperform job duties (Kataria, Garg, & Rastogi, 2013). Tan and Tan,
(2008) also noticed that organizations can affect certain factors to the extent that they have
significant influence on employees’ work behaviors. As citizenship behaviors do not occur
at the ordinary workplace, they are promoted by the organization, particularly through the
implementation of policies and practices during the strategic planning process.
Considering this, organizations are required to embrace a strategic perspective on their
human capital management. Along with these efforts, providing employees a stimulating
workplace is of ominous significance where employees can improvise and consequently

help their organization to flourish in the present scenario.

Keeping the above facts in mind, it becomes important to understand how business
organizations create environments that motivate OCBs. Identifying factors predictive of
employees’ expressions in OCBs would be particularly significant, as organizations would

then be better equipped to facilitate conditions for increased OCB at workplace.

Since the development of the construct, an extensive amount of early research has
underscored the critical importance of positive attitudinal and dispositional factors (such as
organizational commitment, job satisfaction, conscientiousness, agreeableness, and
empathy) which may spur employee manifestations in OCBs. The next stream of literature
has paid attention to the employees’ perceptions of justice and organizational support to
explain their level of involvement in OCBs. Another line of research has revealed that
OCBs flow from employees’ inner drive to invest their personal energies in outperforming
job activities based on motivational factors such as prosocial values, organizational-
concern, and self-concern. Only recently, OCB research has begun to discern that
situational factors may provide opportunities for the display of OCBs such as job

characteristics and social relationships.



Undoubtedly, identification of a diverse range of attitudinal, dispositional,
motivational, and contextual constituents of OCBs has helped build a strong foundation for
this body of literature. Besides, several frameworks have also been developed that focus on
the simultaneous examination of the relative impact of individual and organizational
factors on OCBs. However, strong focus on the employee attitudes (e.g. organizational
commitment) and temporary emotional ranges (e.g. job satisfaction) has left the field with
a limited purview of the citizenship performance, there is still a lack of clarity regarding
how positive workplace behaviors occur and evolve into citizenship (Dierdorff et al., 2012;
Organ et al., 2006; Penner et al., 2009; Somech & Drach-Zahavy, 2012; Wei et al., 2010).
The field lacks a thorough understanding and modeling of processes explaining the
functional perspective of changing organizational contexts and individuals’ psychological
processes on OCBs. Hence, a better understanding of how contextual and psychological
arrays function towards OCBs is needed both from a theoretical and practitioner

viewpoint.

In the light of social-exchange perspective, the present study attempts to model (see
Figure 1.1) antecedents of organizational citizenship behaviors, addressing the role of
high-performance HR practices, psychological climate, and work engagement, with
specific reference to IT organizations in India. In so doing, the study attempts to
differentiate between distal and proximal precursors that direct mediated relationships in
predicting organizational citizenship behaviors.

Human resource management function can play a strategic role in enhancing
employee motivation and commitment to the organizational goals, and that effective
human capital management and development in organizations may also encourage and
sustain OCBs (Frenkel, Restubog & Bednall, 2012; Karatepe, 2013; Sun, Aryee, & Law,
2007; Wei et al., 2010; Yang, 2012; Zhang, Wan, & Jia, 2008). With this recognition, the
concept of high-performance human resource practices have begun to surface lately and
have arguably intensified a dialogue on the behavioral perspective of strategic HR. The
basic assumption behind this research stream is that some HR practices are always better
than other and organizations need to adopt these practices (Delery & Doty, 1996). Since
the focus is on maximizing employee performance at workplace through organizational
efforts towards its human resources, there has been growing interest in the employee

perspective of high-performance HR practices.



High-performance HR practices are coherent practices that focus on employee
development, participation in decision making, and motivation to put forth discretionary or
spontaneous efforts at workplace (Appelbaum, Bailey, Berg, & Kalleberg, 2000, p. 26).
For instance, empowerment enhances employees’ decision-making competencies and
makes them feel worthy, responsible, and free to optimally channel their creativity and
workplace competencies towards organizational goals (Pare & Tremblay, 2007). While
creating feelings of belongingness and infusing a sense of responsibility towards the
organization, empowerment enables employees to perform extra roles, bear additional job

responsibilities, and demonstrate increased autonomy at work (Yang, 2012).

Firms using high-performance HR practices (such as sophisticated recruitment
processes, sensitive selection, extensive training, participation and communication,
performance appraisals, rewards and compensation) can induce greater employee
involvement and work performance by enhancing employee competencies and motivation
to achieve organizational goals. In fact, organizations can develop a high-quality
employment relationship with its employees through a resource-based approach towards
human capital where organizational effectiveness contributions are the outcome of a social
exchange relationship between employees and the organization. Keeping this in mind, the
study highlights the potential of encouraging HR practices organizations need to focus in

order to encourage employees’ citizenship behaviors at work.

Going through the myriad of researches, it has been observed that OCBs can also
be generated within employees through managerial support, trust, autonomy, and feed-
back. In fact, employees’ positive perceptions of their immediate work environment
attributes help them experience organizational commitment towards employee well-being
at work which may further motivate employees to reciprocate in positive ways by
exhibiting OCBs. For instance, beyond simply supervising employees’ job duties and
responsibilities, managers can play an imperative role in making their employees feel
supported and trusted and as a result more productive. Especially in dynamic environments
where business results are directly proportionate to the efficiency of employees, making

employees feel harmony and collaboration at work is essential.



Figure 1.1 The Proposed Conceptual Model Colligating between the Latent
Constructs of OCB
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Further, encouragement to employee participation, motivating job characteristics,

and increased decisional latitudes may influence employees to exhibit citizenship

behaviors. In addition, interpersonal harmony, freedom of emotional expressions and

recognition of employee efforts will spurt exhibition of citizenship behaviors within

organizations. And this platform can be experienced through favorable environmental

conditions, which provide an opportunity for employees to contribute meaningfully to their

organizations, while considering for enhanced performance and heightened productivity.




A lacuna has been observed in the organizational sphere, where fewer initiatives
have been taken up to consider employees’ perceptions of work climate, from the
perspective of their well-being. Employee perceptions of the work context take on personal
meaning and implication through a psychological process in which an emotional
representation of the characteristics of the work context is interpreted in the light of the

psychological needs and in terms of its importance for their own well-being.

The present study has been initiated with the objective to bring the well-being of
employees into limelight. As it is a well-known fact that to compete in the global
marketplace, heightened response to research, innovation, and information systems has
become mandatory, but this could never be ignored that some worldly aspects as:
globalization, fierce competition, and disruptive economic conditions, should not influence
the eudemonic status of work life. That is, our sense of well-being and so efforts must be
directed to achieve a greater level of motivation, while not considering only materialistic
well-being. Hence, it becomes mandatory for every organization to elicit employees’
meaningful representations of the psychological climate. Organizations need to provide
that quality of work life which provides well-being at workplace, while facilitating positive
contextual attributes in terms of supportive management, role-clarity, recognition,

meaningfulness, self-expression, and job challenge (Brown & Leigh, 1996).

Another construct that has been taken up in the study, while considering the well-
being of employees is Work Engagement, which is also an essential nutriment for
delineating the citizenship behaviours. Engagement is not a concept defined by a single
indicator but rather entails different domains of psychological state and areas of expression
which ensure positive attitudinal and behavioral energies at workplace. Therefore,
employees should be highly engaged with their work to demonstrate enhanced

performances in organizations.

In the face of global economic fluctuations and subsequent downturns of the state
economies in present times, it has become very arduous for organizations to boost
employee performance by centering only on the traditional notions of job satisfaction,
involvement and organizational commitment. More importantly, no organization can
achieve its strategic and operational goals without maximizing the employees’ contribution
that takes into account active physical, emotional, and cognitive involvement with their

work.



There has been a shift in emphasis within the organizational research and practice,
away from the temporary generalities of employee sentiments at work (e.g. job
involvement or organizational commitment) that might be responsible for organizational
citizenship behaviors, such as employees’ disposition and capability to commit their
positive energies at work and working in harmony with organizational objectives, such as
work engagement. In fact, the evolution of this recent perspective on employees’ enduring
state of emotional involvement with the work i.e. ‘work engagement’ seems to be a

promising strategy for augmented positive organizational outcomes such as OCB.

However, the degree of work engagement which represents a positive and fulfilling
state of mind is featured by the employee based on their evaluation of the work context
(Shuck & Herd, 2012). This implies contextual attributes in the organization may have
psychological implications for employees. In order to motivate employees to express
themselves physically, psychologically, and cognitively, organizations are required to
provide economic and socioemotional resources to them while employees experiencing
psychological conditions of meaningfulness, safety, and availability at workplace (Saks,
2006). It has also been hypothesized that this critical state of well-being of employees is
affected by the HR system in the organization. And, the kinds of HR practices that are
admired in the organization may shape the psychological context and conditions for
employees. For instance, pay and promotion policy might render positive perceptions of
just and fairness to employees. Similarly, reward for performance may alter employees’

perceptions of recognition and meaningfulness at work.

This way, high-performance HR practices in organizations may be featured as
having the strategic potential to enhance the quality of employees’ workplace experiences.
It appears that when HR practices focus on creating and developing working conditions for
employees to attain a sense of well-being and care while performing the job duties, it is
likely that employees perceive work environment attributes as favourable and friendly
leading to enhanced state of well-being at work. The present study emphasizes the
importance of high-performance HR practices for shaping the quality of work contexts,
while employees demonstrating enduring state of mind at work in terms of work

engagement.

As observed, high-performance HR practices act as an integral force in
organizations, eliciting employee citizenship behaviors at the workplace. But the

relationship between high-performance HR practices and OCBs may not be
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straightforward. Little is known about the mechanisms by which such practices exert their
strategic influence on employees’ increased tendency of exhibiting desirable workplace
behaviors (Tang & Tang, 2012; Tremblay et al., 2010; Zhang & Agarwal, 2009). Most of
the recent theoretical frameworks focus primarily on the indirect effect of HR practices on
OCBs through employee attitudes (such as organizational commitment, justice
perceptions) and temporary generalities of employee sentiments (e.g., job satisfaction), and
OCBs (Alfes et al., 2012). Other individual difference variables that may hold the holistic
view of the functional perspective of HR systems on OCBs require investigation and
elucidation. Moreover, most studies on high-performance HR practices and organizational
citizenship behaviors have been conducted in western countries. The amount of available
evidence regarding the impact of HR practices on OCBs from non-western countries is
limited (Zhang & Agarwal, 2009). In this respect, the model proposed in the present study
suggests that high-performance HR practices will have an impact upon employee
perceptions of their immediate working environments (i.e. psychological climate), well-
being and personal fulfillment (i.e. work engagement) and ultimately on organizationally
desirable behaviors (i.e. OCBs).

Social exchange theory (Blau, 1964) and the norm of reciprocity (Homans, 1961)
provide a solid theoretical background for the conceptual model. The process of social
exchange is initiated by the employers when they show that employees’ contributions are
valued at the workplace and individual interests and psychological needs are taken care to

enhance their personal well-being.

OCBs can be regarded as the results of such positive beneficial actions. If
employees perceive the organization’s care and respect towards them, they are more likely
to display citizenship behaviors. Of particular interest to the current study are the
derivations of social exchange theory termed as high-performance HR practices and
psychological climate. When organizations implement HR practices with a genuine
concern for employees’ well-being, they can reach high performance (Yang, 2012). It is
proposed that high-performance HR practices would send the signal to employees that the
organization values its human capital, facilitates positive working conditions, cares for
employee well-being, and is willing to establish a high-quality exchange relationship with
them. These organizational dynamics may reinforce employees’ positive perceptions of
their work climate. And, employees who perceive stimulating working conditions in the

organization may feel obliged to invest their personal resources for the benefit of the



organization. Likewise, on the basis of the social norms of reciprocity (Homans, 1961),
employees feel compelled to increase their efforts when receiving a favor from the
employer (Clark et al., 2013).

With the dyad and dynamic combination of high-performance HR practices and
psychological climate, it is believed that this combination can definitely contribute to the
formation of social-exchange framework, wrapped up with the sheath of the sense of well-
being, as managers position the needs of the organization and that of employees in such a
way which promote reciprocal interdependencies, positive experiences and psychological

fulfillments leading to high citizenship performance at workplace.
1.1  RESEARCH GAPS

In collectivist societies like India (Hofstede, 2001), interpersonal relationships,
dependency, and social obligations are of particular importance (Aryee, Budhwar, & Chen,
2002). If such behaviors occur within organizations, these are considered to be as
indicators of high employee involvement and commitment. It therefore, seems valuable to
examine the occurrence of OCBs and to look into strategic HR interventions, climate
perceptions and work engagement as potentially important antecedents of OCB in such a

culture.

Being a growing economy, and especially the IT sector, which is characterized by
boundary spanning projects, team-based work, group performances, ongoing coordinations
and collaborations, and interdependences in work groups, citizenship behaviors represent
the appropriate investment of resources and a critical factor for the success of IT units. The
legitimacy and enormous appeal of the concept of OCB in IT organizations can be
attributed to working environments with high ambiguity, high demand for change and
learning, a high level of job stress (Love & Irani, 2007), and frequent alterations in the
business climate in addition to advances in technology (Allen et al., 2008; Chiang et al.,
2013). Therefore, empathizing how to advance IT professionals’ willingness to get
involved into facilitation of citizenship performance at workplace to benefit organizations
is a needed area of study. This evidence calls into consideration the role of high-
performance HR practices, psychological climate, and work engagement as crucial

determinants of OCB in these organizations for six reasons:-



First, despite the increasing significance of OCBs for IT professionals,
identification of factors enhancing employees’ manifestations in OCBs is rare in
the IT literature (Chiang et al., 2013).

Second, the increasing desire to stimulate performance beyond expectations in the
workplace has resulted into organizations operating in India transforming
traditional HR practices into high-performance HR practices at a high pace to
create a congenial working climate where employees feel valued and treated with
respect (Biswas & Verma, 2007). And hence, calling for the investigation of the
impact of high-performance HR practices on employee workplace behaviors such
as OCBs.

Third, despite the considerable progress that has been made in improving the
overall understanding of the mechanism involved in the relationship between high-
performance HR practices and OCBs, there remains considerable room for
development of intermediate psychological processes and underlying mechanisms.

Fourth, the study examines the mediating role of psychological climate in the
relationship between high-performance HR practices and citizenship performance
which has been studied very less in the previous research to explain the constant
evolution of the psychological process of employee involvement in OCBs (Wei et
al., 2010).

Fifth, the psychological mechanism of work engagement in the workplace may
fully explain a holistic review of the relationships between HR practices,
psychological climate and OCBs. Notably, perceptions dispose employees to form
an active physical, cognitive, and psychological state, which in this case is work
engagement. The nascent approach of engagement at work has lately begun to
emerge as an alternative pathway for the evocation of a wide range of positive
attitudes and behaviors directed towards the organization. This furthers the need to
improve our existing understanding of the relationships among the differing
antecedents and OCBs (Podsakoff et al., 2000) with the inclusion of a positive
psychological construct of work engagement.

Last, there are no studies to the knowledge of the researcher which weave the four
constructs of high-performance, psychological climate, work engagement, and

OCBs into a single study.
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By assuming high-performance HR practices as heading source in eliciting
OCBs, the current study not only explores the relational path from high-performance
HR practices to individual level outcome variables as the determinants of
organizational effectiveness but also offers the potential to untangle the black-box
(examining the intermediaries) of the HR practices-organizational effectiveness
relationship. Figure 1.1 shows the proposed conceptual model of the present study that
represents an engagement oriented view of HR practices and psychological climate that
may drift OCBs.

1.2 CONCEPTUAL CONSIDERATIONS
1.2.1 High-Performance HR Practices

“Valuable human capital is like the main artery of technology enterprises, and human
resource practices play a fundamental role in keeping that artery functioning”.

Zhang et al., (2008)

The resource-based perspective on HRM has certainly led to a shift in focus on HR
practices from considering purely administration and documentation function to optimal
resource utilization (Biswas, 2008). And, to bring this perspective into practice, HR
practices must develop employees’ skills, knowledge, and motivation to increase their

productive potential for the organization (Schuler & Jackson, 1995).

Corresponding to this is a body of research marked as strategic human resource
management (SHRM), which aims to understand how human resource management
practices (not independently, but in combination) can affect organization-wide outcomes
with support for a ‘high-performance’ approach to human resource management (Kehoe &
Wright, 2013). Performance-oriented HR systems deal with nothing different but explicate
how diligently an organization execute and implement core HR practices in order to
encourage employees to maximize workplace efficiency. Hence, these practices have

strategic value for the companies applying them.

Building on this rationale, Bamberger and Meshoulam (2000) put forward the
concept of high-performance HR practices while elaborating an integrated framework that
encompasses two significant approaches (resource-based and control-based approach) of
HRM. On the one hand, there are control oriented HR practices (such as performance-
related pay and employee rewards based) that emphasize quantifiable exchanges between

the organization and the employee. On the other hand, there are those practices that aim to
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forge psychological links between organizational and employee goals such as participation
in decision-making (Gooderham et al., 2008). Notably, both the approaches are too narrow
to be considered individually to accommodate the broad realm of human capital
management. An integrated framework accommodating both these approaches allows an
HR system to perform functions that are significant to enhance workforce skills, capacity,
motivation, and opportunity for carrying out the duties in an optimal manner. These
functions cover the broad domain of human resource management and include three main
human resource subsystems: 1) Maintaining people flow (through selective staffing and
extensive training), assuring employee mobility (by defining career paths and development
programs), and guaranteeing employment security. 2) Managing appraisals and rewards
(by facilitating performance based appraisals, designing competitive compensation system,
and granting other benefits such as bonus and extensive rewards). 3) Establishing high-
quality employment relations (by defining broad job descriptions and encouraging

employee participation and effective communication).

According to Bamberger and Meshoulam (2000, p. 67), an integrated measure of
high-performance HR practices should assess sophisticated selection, extensive skills
training, broad career paths, promotion from within, guaranteed job security, results-
oriented appraisal, extensive and open-ended rewards, broad job description, flexible job

assignment, and encouragement of participation.

Figure 1.2 Structure of HPHR System (adapted from Bamberger and Meshoulam,

2000)
Performance Management
People Flow Appraisals Rewards
Employment

. Relations
Staffing h
Training High-Performance HR Job Design

. System
Mobility y

Participation

Job-Security
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Effectiveness of high-performance HR systems flows from HR practices through
people to performance. For example, Guthrie and Olian (1991) observe that selection
practices have an effect on the characteristics of the employees and managers selected for
jobs. Delaney and Huselid (1996) pointed out the significance of enhancing level of skills
and abilities of the current workforce for performance outcomes. Although, a varied set of
specific HR practices has been suggested for the inclusion in high-performance HR
systems across studies (e.g. Lepak & Snell, 2002; Zhang et al., 2008; Wei et al., 2010;
Kohoe & Wright, 2013), but there has been an uncertainty as to which of the many “high
performance” HRM practices (Delany et al., 1989) actually facilitate superior performance
(Ferris et al., 1999; Gooderham et al., 2008).

The basic idea is to design and implement a set of internally consistent HR policies
and practices that lead to effective human capital management in the organization. Based
on Bamberger and Meshoulam’s (2000) recommendations, Sun et al., (2007) have
developed a typology for an integrated set of high-performance HR practices including
eight specific domains of selective staffing, extensive training, internal mobility,
employment security, clear job description, result-oriented appraisal, incentive reward, and
participation. Based on the same premises, Zhang et al., (2008) have also specified eight
high-performance domains of human resource practices including selective staffing,
extensive training, internal mobility, employment security, clear job description, result-
oriented appraisal, incentive reward, and participation. Relatedly, Wei et al., (2010) have
conceptualized a performance-oriented set of six specific domains of HR practices
including internal career opportunities, extensive training, employment security, sensitive

selection, incentive compensation, and participation and communication.

While these HR practices have been chosen and designed to achieve the broad
objective of creating high-performing organizations, Bowen and Ostroff, (2004) suggest
that all the components of the HPHR systems should be so formulated to achieve a specific
organizational objective such as service or innovation. Based on this observation, Liao et
al., (2009) have anchored a set of HR practices which may enhance employees’
competencies, motivation, and performance in providing high-quality service to external
customers of a firm. This HR configuration includes ‘service quality’ based hiring,
training, information-sharing, self-management teams, participation, and compensation,

job design for quality work, performance appraisal, internal service, service discretion,
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performance feedback, and employment security. The underlying goal is to effectively

manage human capital for service delivery, and subsequently service performance.

The above described HR configurations highlights several human capital
development tendencies that together comprises what Kohoe and Wright, (2013) have
constructed under three main dimensions as (a) ‘ability-enhancing practices’ such as
selectivity in staffing procedures, high pay, and training opportunities (b) ‘motivation-
enhancing practices’ for example, performance based rewards, formal performance
evaluation, and merit based promotions and (c) ‘opportunity- enhancing practices’

including participation, autonomy, information-sharing, and regular communication.

In addition to the common thread that ties together different aspects of high-
performance approach, Lepak and Snell (2002) draw our attention towards a value based
classification of HR configurations (related to job design, recruitment and selection,
training and development, performance appraisal and compensation) for the management
of different employee groups (e.g. knowledge workers, job-based employees, contractual
employees, and workers in partnership/alliances). Basic assumption for this classification
is the association between human capital characteristics and their varying degree of
uniqueness and value to the firm. In terms of strategic value of human capital, a firm can
use different sets of HR practices in distinct ways. For instance, commitment-based HR
configuration that conveys higher levels of investment in employees has been suggested
for knowledge workers, productivity-based HR practices for the next significant employee
group i.e. job-based employees who support the core employees, collaborative HR
practices for contractual workers, and compliance-based HR practices for alliances which
require relatively lower levels of investment in employees. Specifically, firms largely vary
in managing their core employees group. In practice, firms choose among commitment-,
productivity-, and collaborative-based HR practices for both knowledge workers and job-
based employees as well. Though the strategic value and uniqueness of human capital
differs across these four employee groups, the basic idea of such an observation is to
enhance our understanding of the use of a particular type of HR configuration for each

employee group.

In sum, there is a commonality across practices in any high-performance approach
that focus on creating, managing, and developing human capital pool for the organization
to sustain competitive advantage. Following this, the study focuses on six domains of high-

performance HR practices including internal career opportunities, extensive training,
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employment security, sensitive selection, incentive compensation, and participation and
communication to tap individual employees’ actual experiences of these practices. These
practices have been originally conceptualized and measured to tap human resource
managers’ perceptions of HPHR practices by Wei et al., (2010).

1.2.2 Psychological Climate

“The reality of the organizational environment is much less important than individual

perceptions of the environment”

James and James, (1989)

Since the 1970s, applied psychologists and management researchers have devoted
considerable attention to studying the meaning of individuals’ work environment
perceptions in a variety of public, private, and military organizations (Burke, et al., 2002,
p. 325). With the classical formulation of behavior as a function of the person and his or
her psychological environment: B =f (P, E) (Lewin, 1951), climate research has been the
subject of thorough analysis of employees’ perceptions of their work environment that

affect individuals’ behavior in organizations (Schneider, 1975a).

James at al., 2008 describes the psychological phenomenon of climate as
“cognitive revolution” whereby human cognition mediates the effects of environmental
stimuli on human responses. In other words, climate is the intermediate linkage between
the individual and the organization that serves an important sense making function (Weick,
1993). In terms of the functional characteristics, climate has been posited as both a
situation attribute (i.e., unit level or organizational climate) and a subjective, individual
attribute (i.e., perceived or psychological climate). Notably, the concepts of organizational
climate and psychological climate are conceptually related to one another (both refer the
same content), but they describe qualitatively different phenomena at the individual and
unit levels of analysis (Schulte et al., 2006). For instance, organizational climate is said to
exist when employees of an organization agree on their perceptions of the work
environment. And, individual perceptions of work environment features are referred to as
psychological climate. In specific, psychological climate refers to the perceptual and
experiential components of a reciprocal interaction between the organizational work
environment and the individual employee (Michela et al., 1995). Such perceptions and
evaluations of virtually all aspects of the work environment can be idiosyncratic that are

cognitively represented in terms of their psychological meaning and significance to the
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individual (James, 1982, p. 219). Hence, organizational climate is a high-level collective
phenomenon (a collective, summary description of the work environment or aggregate
responses) and psychological climate is an individual phenomenon (individual descriptions
of the work environment (Burke et al., 2002; Schulte et al., 2006).

Psychological climate has been defined in a variety of more or less similar ways.
James and Sells, (1981) define it as “individuals’ cognitive representations of relatively
proximal situational events, expressed in terms that reflect the psychological meaning of
the situation to individuals”. In a more similar manner, (Parker et al., 2003) describe
psychological climate as a molar construct comprising an individual’s psychological
meaningful presentations of proximal organizational structures, processes, and events.
These perceptions or cognitive reflections are based upon individuals’ experiences with the
immediate forces in their work settings. As a criterion, psychological climate is shaped by
employees’ perceptual-cognitive processes evaluating the degree to which their
psychological needs are fulfilled in the organizations. For instance, psychological climate
reflects a judgment by the individual about “the degree to which environmental attributes
at workplace are personally beneficial versus detrimental (damaging or painful) to his/her
sense of well-being” (James, James, & Ashe, 1990, p. 53). Taking together, these
conceptualizations  render psychological climate as “an  experiential-based,

multidimensional, and enduring perceptual phenomenon” (Koys & DeCotiis 1991).

In sum, psychological climate signifies employees’ sense making of the work
context based on the cognitive inferences of situations and psychological processing of

perceptions into more meaningful interpretations of organizational realities.

Though a consensus exists upon the conceptualization of psychological climate in
the extant literature, there is still little agreement as to the specific structure or the
dimensionality of the construct. Broadly, employees’ perceptions of almost every aspect of
their immediate environment concerning jobs, physical environment, supervision, top
management, and co-workers, have been included in psychological climate research
(Parker et al., 2003; Martin et al., 2005). Concomitantly, a wide range of climate elements
has been addressed in the psychological climate research leading to the general fuzziness
of the construct. For instance, Koys and DeCotiis (1991) have outlined eight sub
dimensions of psychological climate which they derived from over 80 differently labeled
dimensions of psychological climate reported in the literature. These sub dimensions put

emphasis on the quality of superior-subordinate relationship including factors such as
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support, trust, recognition, and fairness, and measure employees’ perceptions of other focal

workplace attributes such as innovation, cohesiveness, autonomy, and pressure.

One of the prominent composition of psychological climate has been featured in
the literature is the four-dimensional model developed by James and his colleagues (James
& Sells, 1981; Jones & James, 1979; James et al., 1990), which provides a comprehensive
coverage of the various facets of the climate including on job characteristics (such as
autonomy, challenge, feedback, and significance), role characteristics (relating to role
ambiguity, overload, stress, and lack of harmony), work group characteristics (relating to
work group cohesiveness, pride, friendliness, and warmth), leader characteristics (relating
to leadership facilitation, interaction, support, and goal emphasis). These workplace
attributes mutually reinforce each other to create an overall impression of the

organizational environment on employees’ mind.

In addition, some other scholars have also proposed different set of psychological
climate configurations. For example, Kopelman, Brief, and Guzzo (1990) have suggested
an array of five psychological climate dimensions including goal emphasis, means
emphasis, reward orientation, task support, and socio-emotional support. Furthermore,
based on Kahn’s (1990) recommendations, Brown and Leigh (1996) have enumerated
some important facets of the work context (such as supportive management, role clarity,
self-expression, recognition, contribution, and job-challenge) which may have
psychological implications for employees concerning safety and meaningfulness at work
and measured that their perceptions of such work contexts (i.e. psychologically safe and
meaningful) generate a sense of self-worth, value, and responsibility and may even
contribute to organizational success through greater employee involvement, effort, and

performance.

Hart, Wearing, Conn, Carter and Dingle (2000) have more recently identified
another array of seven core psychological climate dimensions from the literature related to
role clarity, supportive leadership, participative decision-making, professional interaction,

appraisal and recognition, professional growth, and goal congruence.

Notably, these scholars have advanced psychological climate as a system,
comprising of a set of coherent climate dimensions (i.e. PCg), following a configural

approach (Schulte et al., 2006). Configural approach assumes that different organizational
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attributes are likely to integrate with each other, making the total effect greater than the

sum of individual dimensions (Bowen & Ostroff, 2004).

Though a large body of literature on “facet-specific climates™ (e.g. a climate for

service or a climate for safety) has been flourishing lately, yet it is observed that

configurations may provide a more integrative view of the overall climate in a particular

unit or organization than focusing on single climates (Schulte et al., 2006). Many

researchers have also advocated the incremental validity of the configural approach over

social constructionist approach. Similarly, the present study considers psychological

climate as being comprised of a universal (generalizable) set of dimensions or factors as
outlined by Brown and Leigh (1996). These include:

Supportive Management- It is comprised of employees’ perceptions of
environments of openness and trust, collaboration and harmony with supervisors,
developmental feed-back from managers, and flexibility with regard to methods of
tasks completion. Supportive management motivates employees to trust their
working environment in ways that allow their authentic selves to emerge in
practices.

Role-Clarity- It is an important facet of employees’ climate perceptions, clarity in
work roles represents an opportunity for employees to perceive well-specified
responsibilities and contribute meaningfully to their organizations.

Recognition- It represents a proximal situational referent which deals with a
significant psychological enquiry, i.e. whether organizations formally acknowledge
employees’ unique performances, extra-efforts and contributions made in favor of
enhanced organizational effectiveness.

Job Challenge- This dimension represents another significant factor which
constitutes employees’ perceptions of experiencing optimal challenges in
performing their work roles and employees’ evaluations of the opportunities of
personal growth, learning and development in such working conditions.
Meaningfulness- Another significant constituent of psychological climate is
employees’ perceptions of the identification with their work roles and perceived
meaningfulness of contribution towards organizational process and outcomes,
which facilitate the conditions of psychological meaningfulness accompanied by a

sense of value in goal accomplishments.
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e Self-Expression- It constitutes working conditions that allow employees to employ
themselves authentically in their work roles and infuse a feeling of psychological
safety in them. It captures employees’ perceptions of work settings that provide
them with a freedom to implement the unique features (skills, talent) of their
individual personalities, and enhance their experience of the freedom of self-

expression in the organization.

The above mentioned aspects with regard to the psychological climate are
investigated in this study because previous research such as Thayer, (2008) has
demonstrated that these are relevant contextual supports for OCBs and voluntary initiatives
at workplace. In a similar vein, it is assumed that organizations active considerations to
recognize employees’ contributions, understanding their intrinsic right to be respected, feel
valued and developed at work, having a room for self-expression etc. may develop a sense
of obligation in them to care about the organization and that in turn, may increase
manifestations in positive workplace behaviors (Eisenberger, Huntington, Hutchinson, &
Sowa, 1986).

1.2.3 Work Engagement

Since the dawn of this century, the positive psychology movement has been conducive to
bring about a positivity-based focus shift in the domain of occupational health psychology
while eradicating the traditional psychopathological view within every aspect of human
life related to deficits and malfunctioning. For instance, instead of focusing on the
conditions that create stress or burnout at workplace, occupational health psychology seeks
to shed a new light on the well-being of employees. In fact, the procreative integration of
positive psychology towards the positive paradigm of organizational settings has led to a
paradigm shift from the traditional notions of job satisfaction, involvement and
organizational commitment to the more comprehensive and dynamic approach of
‘engagement at work’ (Kataria et al., 2013). Noted in this direction, the most illustrious
positive organizational construct originated recently and recognized widely in present
times is work engagement (Bakker & Schaufeli, 2008; Shuck, Reio, & Rocco, 2011).

Engagement is a complex and dynamic process that reflects each individual’s
unique, personal relationship with work (Litten et al., 2011). Touted positive outcomes of
employee engagement in Gallup’s popular release “First, Break All the Rules
(Buckingham & Coffman, 1999) have incorporated subsequent desires in organizations to

maintain a highly engaged workforce.
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Kahn (1990) has pioneered the academic research on engagement using a
framework of ‘personal engagement’ and ‘personal disengagement’. He describes personal
engagement as “a state, in which employees ‘bring in’ their personal selves during work
role performances, investing personal energy and experiencing an emotional connection
with their work™ (p. 694). Additionally, he has identified that employees’ psychological
experiences at workplace are significant and necessary for an employee to invest his/her
personal energies into their work role performance. According to Kahn (1990),
engagement reflects a high level of psychological presence when occupying and

performing an organizational role.

The fulgent beginning of engagement literature with the works of Kahn (1990) has
drifted considerable attention and inclination of researchers in recent times. Numerous
definitions with more or less similar viewpoints on engagement have been well

constructed thereafter:

Kahn (1990, p. 694) defines personal engagement as “the harnessing of organizational
members’ selves to their work roles;, in engagement, people employ and express
themselves physically, cognitively, and emotionally during work role performances”.
Rothbard (2001, p.656) defines engagement in terms of psychological presence, attention,
and absorption. Attention refers to “cognitive availability and the amount of time spends
thinking about a role” while absorption “means being engrossed in a role and refers to
the intensity of one’s focus on a role”.

Masclach et al., (2001) views engagement as the antipode of burnout where engagement is
characterized by energy, involvement, and efficacy, the positive antithesis of the three
burnout dimensions of exhaustion and cynicism.

Harter et al., (2002) view engagement as “the individual’s involvement and satisfaction
with as well as enthusiasm for work”.

Schaufeli et al. (2002, p. 74) define engagement “as a positive, fulfilling, work-related

>

state of mind that is characterized by vigor, dedication, and absorption.’

Robinson et al., (2004) define engagement as “a positive employee attitude towards the
organization and its values, involving awareness of business context, and work to improve

job and organizational effectiveness”.
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Saks, (2006) defines engagement as “a distinct and unique construct that consists of
cognitive, emotional, and behavioral components that are associated with individual role

performance” (p. 602).

Shuck & Wollard, (2010) delineate employee engagement as “an individual employee’s
cognitive, emotional, and behavioral state directed towards desired organizational

outcomes” (p. 15).

Schaufeli et al., (2002) represent an interesting viewpoint on engagement and
termed it as ‘work engagement’, an antipode of burnout and yet a unique construct in
organizational sciences. Work engagement signifies “a positive, fulfilling, affective-
motivational state of work related mind that is characterized by vigor, dedication, and
absorption” (Schaufeli et al., 2002, p.74). Vigor and dedication represent energy and
identification and that have been emerged as direct opposites of two burnout dimensions as
emotional exhaustion and cynicism respectively (Maslach & Leiter, 1997; Schaufeli et al.,
2002), whereas absorption was found to be a relevant and distinct aspect of work
engagement (Schaufeli, et al., 2002). In fact, burnout displays the pathological purview of
psychology that centres its attention on the impairment process of human health whereas
work engagement colligates positive human energies (physical, emotional, and cognitive)
to work and at the same time emphasizing the positive side of psychology. Hence, in a
certain way engagement and burnout have been observed as two extreme opposite

expressions of well-being.

More specifically, work engagement is most favourably and frequently conceived
as a critical psychological state of mind that is characterized by vigor, dedication, and
absorption (Schaufeli et al., 2002). Vigor (positive affect) is characterised by high levels of
positive energy and mental resilience at work. It is the willingness of employees’ to invest
their efforts in work and persistence even in the face of difficulties. Dedication
(motivation aspect) refers to being strongly involved in one’s work and experiencing a
sense of significance, enthusiasm and challenge. It is a state in which employees’ strongly
identify themselves with their work and consider it as a meaningful and significant pursuit.
Further, Absorption (cognitive aspect) is characterised by the full engrossment in one’s

work whereby time passes quickly and one finds it difficult to detach himself from work.

While putting an emphasis on the particular role of an individual in the
organization, Saks (2006) has understood employee engagement as role specific with

21



regard to one’s work role and role as a member of the organization. Following this,
engagement is differentiated in terms of job engagement and organizational engagement.
Likewise, Andrew and Sofian (2012) supported the idea and provided empirical distinction
between job engagement and organization engagement.

The concept of engagement has been widely used and discussed for about 20 years
now, on the other side of the coin, it has been the subject of greatest amount of
misconception concerning its unique existence in organizational sciences (Kataria, Garg,
& Rastogi, 2013). For instance, it is often misconstrued with the already existing
terminologies like job involvement, organizational commitment, and job satisfaction in
ways that view engagement as an overlapping construct or an umbrella term for some
previously established variables like job satisfaction, job involvement, affective
commitment, proactive behavior or OCB’s (Frank et al., 2004; Robinson et al., 2004;
Macey & Schneider, 2008; Scott et al., 2010; Viljevac et al., 2012; Wefald & Downey,
2009; Wefald et al., 2012). Work engagement is defined using definitions such as,
“engagement is the extent to which an employee puts discretionary effort into his work,
beyond the formal requirements of one’s job”. Hallberg and Schaufeli, (2006) stated that
the conceptualization of work engagement involves commitment in terms of being fully
engrossed and attachment to one’s work. Sometimes it is superficially described in terms
of employees’ emotional attachment to their work and organization or as the level of
commitment and involvement employee has towards organization and its values. Recently,
Wefald et al., (2012) have reported the redundancy of Schaufeli’s work engagement
measure with affective organizational commitment in their study. In a more recent study,
UWES failed to demonstrate discriminant validity with regard to job satisfaction, and less
distinctiveness against job involvement and intention to stay (Viljevac et al., 2012). It
seems that the notion of work engagement has been sailing on the troubled waters for its

unique existence in organizational research and practice.

Whereas, Halbesleben and Wheeler (2008) established empirically that work
engagement and job embeddedness are distinct constructs. Similar to this, Alarcon and
Lyons (2011) emphasized the importance of engagement in the literature as a distinct
construct while empirically demonstrating that engagement and job satisfaction are
separate constructs. It has been argued that job satisfaction is more similar to satiation,
whereas engagement connotes activation (Erickson, 2005; Macey & Schneider, 2008;

Christian et al., 2011). Further, Robinson et al. (2004, p.8) stated that engagement contains
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many of the elements of both commitment and OCB, but is by no means a perfect match
either. What is more common in these constructs is their two way nature and the extent to

which engaged employees are expected to have an element of business awareness.

Further looking into the queries, Saks (2006) argued that engagement is
distinguishable from several related constructs, most notably OC, OCB, and job
involvement. For instance, organizational commitment refers to a person’s attitude and
attachment towards their organization. Engagement is not an attitude; it is the degree to
which an individual is attentive and absorbed in the performance of their roles. Supporting
this, Christian et al., (2011) also advocated that engagement is a broader construct in that it
involves holistic investment of the entire self. Job involvement and commitment might be
facets of engagement but not sufficient for engagement (Christian et al., 2011). Job
involvement is the result of one’s cognitive judgments about jobs, whereas engagement is
related to the active use of employees’ physical, emotional, and cognitive energies in the
performance of their jobs (Saks, 2006). It is further added that the focus of engagement is

one’s formal role performance rather than extra-role and voluntary behavior.

In sum, work engagement is essentially a motivational concept that represents the
active psychological positive state of employees’ mind referring to simultaneous
investment of personal energies towards the tasks associated with a work role. Engaged
employees are highly enthusiastic, efficacious and are involved in working hard in order to
attain the desired goals of the organization. This divulges the complex texture through
which well-being is usually considered, a psychologically driven but an ontological state
that includes pleasure and purpose. Engaged employees are happily involved in their work
and they experience their work as engrossing and something to which they can devote their
full concentration (Bakker et al., 2011). Vigor, dedication, and absorption reflect relevant
physical, emotional, and cognitive aspects of well-being which ensure positive attitudinal
and behavioral energies at workplace. These relevant aspects of work engagement are

focused with regard to the specific objectives of the present study.
1.2.4 Organizational Citizenship Behavior (OCB)

Barnard’s (1938) impression of the “willingness to cooperate” has directed considerable
interest from industry and management towards that constituent of job performance other
than formal role requirement or task performance which has substantial impact on the

capability of an organization to achieve its long term goals. While expanding and refining
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his idea, several authors have made significant contributions thereafter to describe
employees’ positive and cooperative gestures as those extra role behaviours that are
instrumental to the organizational effectiveness. A plethora of literature on such kind of
behaviours has also been the outcome of Katz and Kahn’s, (1966, 1978) application of role
theory and classification of employee performance into role behaviour (i.e. behaviour

required by the job) and supra role behaviour (i.e. behaviour not prescribed officially).

Supra role behaviors (termed as ‘citizenship’) have also been emphasized by Organ
(1977) to make an enquiry into the job satisfaction-performance linkage. Since then, while
sharing a common belief, these behaviors have been defined and termed differently in
literature in terms of prosocial behaviors (Brief & Motowidlo, 1986), organizational
citizenship behaviors (Organ, 1988), organizational spontaneity (George & Brief, 1992),
extra-role behaviors (Dyne et al., 1995), and as contextual performance (Motowidlo,
1997). Organizational citizenship behavior (OCB) is an umbrella term which is widely
recognized to incorporate a wide range of cooperative behaviors that are positive,

voluntary, non-obligatory, and goes beyond the prescribed description of a job.

Organ, (1988) conceptualizes organizational citizenship behaviors (OCBs) “as
discretionary, not directly and explicitly recognized by the organizational reward system,
and that in aggregate, promote the effective functioning of the organization”. Borman and
Motowidlo, (1993) conceived the idea as contextual or citizenship performance and
defined this type of performance as behaviors that are not directly related to the main task
activities but are significant because they support the organizational, social, and
psychological context that serves as the critical catalyst for tasks to be accomplished.
Further, OCBs have been recognized as specific types of helping behaviour that can be
defined as “the activities entailing a greater commitment than spontaneous assistance, in
which time is given freely to benefit another person, group, organization, or cause”
(Wilson, 2000). More recently, Organ (1997) reshaped the definition of OCB’s as
behaviors that facilitate “the maintenance and enhancement of social and psychological
context that supports task performance”, explicating similarity to the conceptualization of

contextual performance by Borman and Motowildo (1993).

The logic of the concept of OCB can be better understood from the way it has been
defined and measured (Cohen & Avrahami, 2006). Although most scholars agree on the

multidimensionality of this construct, a review of the literature reveals a lack of consensus
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about its dimensionality. For instance, Podsacoff et al., (2000) have observed almost 30

overlapping or somewhat different forms of OCB’s in the literature.

Smith, Organ, and Near (1983) suggested two sub dimensions of OCBs as altruism

and generalized compliance. Altruism consisted of behavior directly intended to help a

specific coworker. Generalized compliance refers to the behavior that is more impersonal

and representative of compliance with norms. Probably, the most popular measure of OCB

is that of Organ (1988) which included five dimensions as: Altruism, Courtesy,

Conscientiousness, Civic Virtue, and Sportsmanship. According to Organ (1988),

employees display citizenship behavior in the following ways:

Altruism involves voluntary actions that directly aim at helping certain people in
face-to face situations (e.g., helping orienting new employees, instructing a new
employee on how to use equipment, assisting others with difficult tasks or a heavy
workload, helping a co-worker catch up with a backlog of work, fetching materials
that a colleague needs and cannot procure on his own).

Conscientiousness describes a pattern of behaviour that goes well beyond the
minimally required levels of attendance, obeying rules, punctuality, housekeeping,

conserving resources and related matters of internal maintenance.

Sportsmanship refers to a toleration of the inevitable inconveniences and

impositions of work without complaining on fiddling issues and filing grievances.

Civic virtue refers to behaviour that shows employees’ constructive involvement in
the political process of the organisation, including not just expressing opinions, but
reading one’s mail, attending meetings, and keeping abreast of larger issues
involving the organisation. Hence, it includes behaviours that indicate employees’

participation and concern about the life of organization.

Courtesy reflects in positive gestures such as consulting with people before
committing to an action that will affect them and passing along the information,

aimed at preventing work related problem with others (Organ, 1988).

Recently, Gupta and Singh (2012) explored the suitability of 5-factor

conceptualization of OCB developed by Organ (1988) in Indian business context. They

comprehended OCBs in terms of helping a coworker, following the spirit as well as the

literal rules of workplace governance, and accommodating the changes that managers
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make and found that a three factor conceptualization consisting of ‘organization
orientation’, ‘punctuality’, and ‘individual-orientation’ factors emerged as significant

dimensions of OCB.

Taking a different perspective, Williams and Anderson (1991) has advocated
citizenship behaviors as prosocial or helping behaviors and categorized the focal target of
OCBs among the dimensions such as behaviors that immediately benefit specific
individuals (i.e. OCB-I), thus indirectly contributing to the organization such as helping
coworker with heavy workloads, taking personal initiatives to help other employees (e.g.
altruism and courtesy), whereas, OCB-O reflects behaviors that are oriented towards
organization and benefit the organization in general for instance, conservancy of
organizational resources, maintaining attendance above the norm and the like (e.g.

sportsmanship, civic virtue, and conscientiousness).

Podsakoff and MacKenzie (1994), expanded the domain of the construct by
identifying two new forms of OCB, along with Altruism, Courtesy, Civic Virtue and
Sportsmanship, they are: (1) peacekeeping, which consists of actions that help prevent,
resolve, or mitigate unconstructive interpersonal conflicts; and (2) cheerleading, is defined
as encouraging and reinforcing coworkers’ accomplishments and professional
development, which can be viewed as helping behavior when a salesperson encourages a
coworker who is discouraged about his or her accomplishments or professional
development.

Moorman and Blakely (1995) proposed a four-dimension model of OCB and
suggested that there may be different causes for different dimensions. The four dimensions
of OCB are: (1) interpersonal helping, which focuses on helping co-workers; (2) individual
initiative, which describes communications to others in the workplace to improve
efficiency; (3) personal industry, which refers to the performance of tasks over and above
the job specification; (4) loyal boosterism, which is concerned with promoting

organizational image to outsiders.

Scotter and Motowidlo (1996) further refined the contextual performance construct
and used the label interpersonal facilitation. It involves behaviors that contribute to
organizational accomplishment. And, the second label as job dedication, which is

concerned with behaviours that show persistence and efforts.
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Taking a contextual perspective on OCB, Bettencourt and Brown (1997) have
coined the term “service-oriented OCB” to describe “discretionary behaviors of contact
employees in servicing customers that extend beyond formal role requirements”.
Bettencourt, Gwinner, and Meuter (2001) have configured service-oriented OCB with
three dimensions as loyalty (where employees promote organizational image),
participation (refers to employees’ initiatives to enhance service performance), and service
delivery (refers to employees’ conscientious behavior in activities surrounding service

delivery to customers).

LePine and Dyne (1998) developed measures of helping behavior and voice
behavior and differentiated the extra-role behaviors from in-role behaviors in their study.
They defined helping behavior as promotive behavior that emphasizes small acts of
consideration, builds and preserves relationships, and empthasizes. They defined voice as
promotive behavior that emphasizes the expression of constructive challenge intended to

improve rather than merely criticize.

Moideenkutty (2000) developed an OCB measure, which consisted of 12 items and
the three scales as: OCB-Organization (OCB-0), OCB-Supervisor (OCB-S), and OCB-Co-
workers (OCB-C). Chaitanya and Tripathi (2001) added another dimension of OCB along
with the dimension of OCB as stated by Organ. And the item that was added is labeled as
Perception of Organization towards OCB, showing the organization’s views on the
individual’s display of behavior involving Altruism, Voluntary Behavior, Sportsmanship

and Conscientiousness.

A unique and contemporary form of OCB has been identified by Choi, (2007),
which is referred to as ‘change-oriented OCB’. This category of OCB takes into account
employees’ suggestions for constructive changes in work methods, processes, and policies
at workplace. Notably, the set of behaviors which are identified as change-oriented OCBs
such as making and voicing suggestions tend to improve work performance, but are
subject to disrupting social relationships because of the possible implications resulting
from challenging the status quo of the workplace (LePine & Van Dyne, 1998).

In addition, several other taxonomies have been proposed in literature including
similar or varied perspectives on citizenship behaviors such as spreading good will,
making constructive suggestions, and protecting the organization (George & Brief, 1992),
interpersonal facilitation and job dedication (Van Scotter & Motowidlo (1996),

27



organizational obedience and organizational participation (Graham, 1991), endorsing,
supporting, and defending organizational objectives, following organizational rules and
procedures, and persisting with enthusiasm and extra effort (Borman & Motowidlo, 1993).
Interestingly, Organ’s (1988) taxonomy of citizenship behaviors has been widely accepted,
popular and much studied in literature reporting the greatest amount of empirical research
(LePine et al., 2002). Therefore, the present study intends to focus on OCB in terms of

altruism, courtesy, civic virtue, conscientiousness, and sportsmanship.
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Chapter 11

Review of Literature

The present chapter deals with the researches carried out concerning the constructs that have
been taken up in the study. The review of the literature provides a global and wholesome view
of the variables in the study and also presents before the readers the past and present scenario

and future perspectives.
2.1 ORGANIZATIONAL CITIZENSHIP BEHAVIOR (OCB)

OCB has become a widespread component of organizational sciences; most notably, originated
in the positive paradigms of organizational behavior, but is more recently being explored in
almost every facet of management literature. This growth of interest is not surprising given the
argument and emerging evidence that constructive and beneficial extra role gestures may
uniquely contribute to the overall organizational effectiveness. A large body of literature
affirms that OCBs have become progressively significant and even crucial for the survival of an
organization (Mac Kenzie et al., 2011; Podsakoff & MacKenzie, 1997; Somech & Drach-
Zahavy, 2012; Wei et al., 2010; Zhang et al., 2008).

To date, OCB research has witnessed a plethora of studies assessing and evaluating the
antecedents, mediating variables, and outcomes of OCBs. A number of factors including
employees’ workplace attitudes, fairness perceptions, organization supportiveness, person-
organization fit, personal dispositions, social context, task attributes, LMX, and organizational
characteristics have been recognized as influential in the enactment of OCBs that in turn, have
been advocated to exert a positive influence on the individual and organizational productivity.
To organize the explored review findings related to the antecedents and consequences of this
critical component of job performance, preceding variables have been apprehended under four
sections: attitudinal factors, dispositional factors, motivational factors, and contextual factors
and outcomes of OCBs have been understood under two sections: individual and organizational
consequences of OCBs (see Figure 2.1) to emphasize the relevance of studying these behaviors

in IT context in contemporary Indian business scenario.

The extant research on OCB has primarily examined the effects of dispositional factors

on citizenship performance of employees. Most studies in this genre of OCB, using a wide
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variety of samples, have shown that personality characteristics have a positive influence on
OCBs (Kumar, Bakhshi, & Rani, 2009; Li, Liang, & Crant, 2010; Organ, 1994b). Consistent
with this, Tan and Tan, (2008) predicted the influence of personality (Conscientiousness),
motives, and contextual factors (task visibility, task interdependence, group cohesiveness, and

felt responsibility) on OCBs.

llies et al., (2009) evaluated the impact of agreeableness and conscientiousness
dimensions of personality on OCBs (OCB-I and OCB-0). Job satisfaction was examined for its
mediating effect in the relationship between individual personality characteristics and OCB:s.
Both the personality dimensions had direct and indirect effects on over all OCB through job
satisfaction. Agreeableness dimension was found to be more closely related with OCB-I and
had both direct and indirect effects on OCB-I but only indirect effects on OCB-O.
Conscientiousness was found to be more closely related with dimension with OCB-O and
exhibited direct and indirect effects on OCB-O but only indirect effects on OCB-I.

Considering personality and impression management strategies in predicting OCBs,
Chiaburu et al., (2013) emphasized on employees’ impression management motives as a
moderating variable in strengthening the relationship between extraversion and interpersonal
citizenship. It was observed that an individual’s strategy to get along served as an explanatory
mechanism to the interactive effect of extraversion and impression management motives on
interpersonal citizenship behaviour. The study suggested considering the conjoint influence of
employees’ extraversion and impression management motives in improving the citizenship

behaviours.

Putting emphasis on a different personal attribute, Elanain (2010) examined the impact
of personality characteristics (openness to experience) on OCBs, and the mediating impact of
work locus of control (WLOC) and interactional justice on the OCB dimensions of
interpersonal helping, individual initiative, personal industry, and loyal boosterism relationship.
It was apparently suggested that employees who were high in openness to experience were
more likely to be high in internal WLOC, which in turn extended their efforts in performing
higher level of interpersonal helping, individual initiative, personal industry, and loyal
boosterism. The study also revealed that subjects who were high in openness to experience
were more likely to perceive interactional justice positively which in turn had a functional
influence on OCB dimensions. Recently, Rosopa, Schroeder, and Hulett (2012) confirmed in

their study that altruistic employees had more favorable personality characteristics and received
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higher advancement potential ratings and greater reward recommendations than their less

altruistic counterparts.

Beauregard (2012) also predicted the direct effects of adaptive perfectionism, self-
efficacy and gender on OCBs. The existing research further pointed out that in promoting
OCBs at workplace, along with the inherent traits of personality of the employees, work place
attitudes and individual perceptions of the organizational attributes act as an activator. With this
specific focus, Chiu and Tsai, (2006) tested the relationship between burnout and OCBs by
examining the mediating mechanism of job involvement and concluded that subjects’ job
involvement mediated the relationships among emotional exhaustion, diminished personal

accomplishment indicators of burnout and OCB.

Jain and Sinha (2006) found the impact of dimensions of self-management on the
dimensions of in-role behaviors and citizenship behaviors. The study emphasized the
importance of both cognitive as well as affective processes in carrying out the job effectively,
and the possibilities associated with self-management behavior in organizations for cost-

reduction and a substitute for external control mechanism.

In a similar direction, Somech and Ron, (2007) evaluated the influence of individual
characteristics (positive affectivity, negative affectivity, and attitude), perceived organizational
support, and organizational values of individualism versus collectivism on OCBs. Perceived
supervisory support and collectivism were found to be positively related to OCB. Negative
affectivity was found be negatively related with OCB and positive affectivity did not have any

impact upon OCB.

In recognizing the role of individual workplace attitudes on OCBs in a clear manner,
Foote and Tang (2008) proposed to examine the impact of job satisfaction on OCBs while
measuring the moderating role of team commitment. Results of the study suggested that the
relationship between job satisfaction and organizational citizenship behavior was stronger when

commitment was high in members of self-directed work teams.

Putting further an emphasis on the role of organizational characteristics and individual
attitudes in predicting OCBs, Zheng, Zhang, and Li (2011) examined the impact of
performance appraisal process on OCBs while evaluating the mediating role of affective
commitment and moderating role of rating-reward linkage in the proposed relationship. PA
process was found to be related with OCB both directly and indirectly through affective

commitment and that rating-reward linkage strengthens the direct association between
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performance appraisal process and OCB but weakens the relationship between performance
appraisal process and affective commitment.

Allen, Evans and White (2011) revealed the role of individual disposition of equity
sensitivity in explaining the nature of the relationship between affective organizational
commitment and OCBs. The moderating effect of equity sensitivity was highlighted in this
relationship to explain employees’ with a state of inequity exhibit lower levels of OCBs

regardless of whether affective commitment is low or high.

Biswas and Verma (2012) evaluated the influence of organizational commitment and
culture on OCBs to explore its impact on in-role performance and intention to quit. It was
suggested that organizational commitment motivates individuals to evince pro-social
behaviours and with regard to organizational culture it was stated that culture essential
determines individual’s actions and behaviors and that by enforcing organizationally accepted

conventions, culture prompts individuals to behave in a pro-social manner.

Sesen and Basim (2012) evaluated the impact of satisfaction and commitment on
teachers’ organizational citizenship behaviours and the results indicated a positive influence of
job satisfaction and commitment on OCBs of the teachers and organizational commitment was

found as mediating the relationship between job satisfaction and OCB.

Taking a different perspective, de Lara, (2008) proposed to examine the effects of
person-organization fit (POF) on OCBs by exploring the mediating influence of anomic
feelings (pessimistic feelings such as social detachment and little faith in human relations),
which suggested that unfavorable POF will elicit employees’ anomic feelings, which in turn

will prompt them to reciprocate with decreased OCB.

In a similar vein, Moliner et al., (2008) evaluated the influence of organizational justice
(distributive, procedural, interpersonal, and informational) on employees’ extra role customer
service (ERCS) while examining the intermediate role of well-being (low burnout and high
engagement) at work. Interestingly, only procedural justice and interactional justice explained
well-being at work (burnout/engagement) and only indirectly affected the performance of
ERCS. And, work engagement was recognized as a significant mediator. Hemdi and Nasurdin
(2007) found that out of procedural justice and distributive justice, only distributive justice

relates positively to OCBs.

Whereas in a more recent study, Gupta and Singh (2013) found that out of the four

dimensions of organizational justice (procedural, empowerment, interpersonal and
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informational justice), empowerment justice and procedural justice most strongly relates to

employee citizenship behaviours.

Singh and Srivastava (2009) investigated the impact of individual level determinants
(interaction frequency, competence and consistency related to colleagues seniors and juniors)
of interpersonal trust (trust on colleague and trust on supervisor) on the dimensions of OCB and
found that both the dimensions of trust were positively related to altruism, courtesy, and
sportsmanship, whereas conscientiousness and civic-virtue had positive association with trust
on supervisor. Trust was also found to exert partial mediating effect on the relationship

between individual level factors and organizational citizenship behavior.

Erkutlu (2011) revealed the ways to favor OCBs through organizational culture. In
particular, the study examined relationships between organizational citizenship behaviors
(OCBs) and justice perceptions (interactional, distributive, and procedural justice) while
examining the moderating role of organizational culture (respect for people and team
orientation) in this relationship. Team orientation dimension of organizational culture was
found to moderate the positive relationship between all justice dimensions and OCBs whereas
respect for people dimension, moderated only that of interactional justice and OCB

relationship.

Garg, Rastogi, and Kataria (2013) also found a significant and positive relationship
between organizational justice dimensions and OCBs. Exploring the influence of organizational
justice and perceived psychological contract breach on OCBs, Chiang et al., (2013) predicted
the mediating role of trust in explaining the impact of employees’ perceptions of fair treatment

on their voluntary behaviors.

Liang (2011) identified the role of work values (intrinsic work values and extrinsic
work values) and burnout (emotional exhaustion, cynicism, and reduced personal
accomplishment) in promoting OCBs (OCB-1 and OCB-O) and further investigated the
moderating impact of burnout on the relationships between work values and OCBs. Both work
values and burnout were observed as significant factors in predicting OCBs and burnout was
also suggested as a moderator which can decrease the predictions of the relationship between

work values and OCBs.

Scholars have also viewed transformational leadership as a positive workplace practice
which has the potential to affect employees’ citizenship behaviours. Not only this particular
style of leadership, but Muchiri, Cooksey, and Walumbwa (2012) predicted the role of social

processes of leadership in affecting citizenship performance of employees.
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Williams, Parker and Turner (2010) also predicted the effects of higher levels of self-
management, transformational team leaders, and a higher level of proactive personality on team
proactive performance and found that transformational leadership had a positive influence on
team proactive performance and that this relationship is mediated by favourable interpersonal

norms.

Interestingly, Somech and Drach-Zahavy (2012) reported that investing employee effort
in OCBs may be a stressful experience for the employee. But, this effect was observed as
weaker in conditions of higher leader support or participation in decision-making which
represent important job resources to employees. Also, followers’ attitude towards leader power
was observed as positively related with OCB (Yeh & Hsiao, 2007). Salanova & Schaufeli
(2008) found the impact of job resources on employees’ proactive behaviour; also work

engagement was observed as full mediator in this relationship.

Zacher and Jimmieson (2013) suggested OCBs as a behavioral outcome of employee
effort which is related to sales productivity. It was found that transformational leadership
positively enhanced OCBs but it was further observed that employees with a high learning goal
orientation may compensate for low levels of transformational leadership with regard to OCB.
Simply put, learning goal orientation significantly moderated the influence of transformational
leadership on OCBs.

Evaluating the impact of individual dimensions of psychological climate in terms of
feedback environment and role clarity on job performance (task performance and contextual
performance), Whitaker, Dahling, and Levy (2007) predicted the role of supportive feedback
environment, feedback seeking, and role clarity in enhancing contextual performance at

workplace.

Janssen and Huang (2008) investigated the influence of team identification and
individual differentiation on team members’ citizenship behaviours and found that when
individuals identified themselves more strongly with their team, they engaged in more
citizenship behaviors toward other team members. Moreover, citizenship behavior is found to
be a mediator that linked team identification to an individual’s effectiveness as a team member.
However, OCBs were found to be unrelated to the extent to which individuals felt

differentiated and distinct from other team members.

Bogler and Somech (2005) examined the influence of employees’ participation in
decision making on their organizational citizenship behaviours, and the impact of employee

empowerment, as a mediating variable, on this relationship. The results revealed that
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participation in decision making (PDM) had direct effects on OCBs. Also, employee
empowerment played an important role in mediating the relationship between employees” PDM

and OCB.

Chiang and Hsieh (2012) evaluated the impact of indicated perceived organizational
support and psychological empowerment on OCB and the effects of OCB on the job
performance. Both perceived organizational support and psychological empowerment were
found to be positively related with OCB and OCB was found to be significantly related to job
performance. It was further determined that OCB acted as partial as mediator in the relationship

between psychological empowerment and perceived organizational support and OCB.

Shukla and Singh (2013) evaluated the role of psychological capital and job satisfaction
on OCBs and found that job satisfaction fully mediates the impact of psychological capital on
OCBs.

In the field of human resource management, Pare and Tremblay (2007) established
OCBs as an outcome of employees’ perceptions of high-involvement HR practices
(recognition, empowerment, fair rewards, competence development, and information-sharing)
as mediated by affective commitment and procedural fairness. However, the study failed to

establish OCBs as a direct outcome of high-involvement HR practices.

Similarly, Wei et al., (2010) reported in their study that high-performance HR practices
do not influence OCBs. Whereas psychological climate perceptions and individuals’ job
satisfaction was found to have a significant relationship with OCBs in that job satisfaction

mediated this relationship.

On the contrary to these findings, Biswas, Srivastva, and Giri (2007) found a direct
association between HR practices and OCBs which was further established as having positive
impact upon employees’ level of job involvement and satisfaction leading to enhanced
organizational effectiveness. With respect to the availability of job resources at workplace,
employees are expected to and may feel motivated to demonstrate positive workplace

behaviours.

Further addressing the increasing role of human resource managers in promoting OCBs
at work, Ganesh and Gupta (2010) found that task interdependence had a significant influence
on employees’ extra role performance (altruism, courtesy, general compliance, and civic-

virtue) within software development teams. However, irrespective of task interdependence,
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virtualness (physical dispersion and technology mediated communication) was found to have
negative effect on OCB.

Shantz et al., (2013) revealed that employees, who hold jobs that offer high levels of
autonomy, task variety, task significance and feedback are more highly engaged and, in
consequence, receive higher performance ratings from their supervisors, enact more

organizational citizenship behaviours.

More recently, Yeh (2013) evaluated the effects of psychological contract (transactional
and relational) on OCBs as moderated by employees’ perceptions fairness of performance
appraisal. Both psychological contract fulfillment and fairness perceptions were found to yield
significant effect on OCB. But the study failed to find support for the moderating effects of
fairness perception in the relationship between psychological contact and OCBs as fairness
perception was found to have effects on psychological contract and OCB independently, rather

than serving as a moderator.

Based on a collective review of 67 international research studies, Figure 2.1 highlights
the possible direct or indirect antecedents and consequences of OCBs. Although, the studies
undertaken to review are having different locations, samples, times etc., but the theoretical
underpinning and the findings are more or less similar in terms of its antecedents and outcomes.
It can be clearly seen in Figure 2.1 that OCB is influenced by so many factors and also that it

leads to plethora of positive individual and organizational outcomes.
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Figure 2.1 Direct or Indirect Sources and Consequences of OCB
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Though existing OCB research has acknowledged a number of antecedents to employees’
increased contribution at work, yet in the light of varying business conditions, changing
individual life-styles, altering employee perceptions of well-being at work, and transformations
taken place in the adoption of workplace practices, an improved understanding of the
organizational capabilities and individual attributes that can enhance the citizenship
performance of employees becomes necessary for three reasons:

1. With the recognition, role of human resource managers can be extended to enhance
employees’ citizenship performance; recent OCB researches have expanded the scope of
investigation and begun to identify specific HR practices as an important precursor of this
desirable workplace behavior (Tang & Tang, 2012, Yang, 2012; Kohoe & Wright, 2013). Much
of this research has been conducted in western nations. Relatively little is known about the
impact of HRM on employee performance in Asian countries (Wickramasinghe & Gamage,

2011), and this is especially so in relation to India.

2. The role of employees’ perceptions of workplace attributes in terms of just and fairness has
been well understood by researchers, but employees’ perceptions of the other aspects of the
work climate (autonomy, feedback, challenge, support and role clarity etc.) have received very
less attention in previous researches (Wei et al., 2010), which may have psychological
implications for both.

3. Further, given the glaring functions of employee well-being at work, contemporary scholars
have also been putting their efforts to examine work engagement as an important precursor of
OCBs (Runhaar et al., 2013; Shantz et al., 2013). Work engagement has recently been
advocated as a critical psychological state of well-being. The argument behind this stream of
research is that engagement is an enhanced state of thinking and acting in ways that bring both
personal fulfillment and positive contributions to the organization (Catsouphes & Costa, 2008),
in terms of OCBs.

Thus, an improved understanding of this upcoming stream of OCB research in Indian IT
organizations may have both theoretical and practical implications for managers, practitioners,
and human resource professionals. In the light of facts discussed above, the current research
reviews the relevant literature pertaining to the role of high-performance HR practices,

psychological climate, and work engagement in facilitating employees’ citizenship behaviours.
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2.2 HIGH-PERFORMANCE HR PRACTICES

The basic premise behind the concept of high-performance HR practices is that some HR
practices can increase the value of the human capital and that these HR practices can lead to
desirable organizational outcomes by increasing employee competencies. Thus, these practices
are termed as ‘high-performance HR practices (Wei et al., 2010). In specific, high-performance
HR practices have been envisaged as a set of coherent HR practices (for e.g. selective staffing,
extensive training, employee participation in decision making, employment security,
empowerment, career planning and development opportunities, performance based
compensation etc.) that place a greater value to firm’s human capital and focus on the
development of employees’ competence, performance, and motivation to encourage them
execute their duties in ways that benefit the organization. Buller and McEvoy (2012) also
argued that some HRM practices can positively affect firm performance, primarily through
their impacts on human and social capital, both of which are necessary to achieve and sustain
superior performance. Recent research has also shown empirically that HR practices are related
to employee performance through human capital (ability), psychological empowerment
(motivation) and perceived organizational support (opportunity), which in turn influence

performance (Liao, Toya, Lepak & Hong 2009).

Based on the similar notion, a variety of other terms have also been used in the HR
practices literature such as emerging HR practices, high-involvement HR practices, high-
involvement work systems, performance-enhancing/ progressive HRM practices, high-
performance work systems, innovative human resource management (HRM) practices, high
performance management systems (HPMSs) to emphasize employee empowerment and

progressive practices designed to enhance organizational performance.

The past two decades have seen an upsurge in the pace of high-performance HR
practices research, as indicated in the growing number of peer-reviewed publications in the area
(Refer Table 2.1). A robust body of research asserts that strategic human resource management
specifically its implementation through high-performance HR practices has a significant
influence on organizational performance and effectiveness. For instance, Tan and Nasurdin
(2011) suggest that HRM practices may have a positive influence on knowledge management
effectiveness and organizational innovation. Murphy and Murrmann (2009) suggest that when
organizations place a higher value on their employees, through the implementation of high
performance management systems (HPMSs), their business performance improves. For
instance, Wickramasinghe and Gamage, (2011) recently predicted the role of high-involvement
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work practices in quality results. Thus, the consensus in the extant literature is that a firm’s

adoption of high-performance HR practices is related to firm performance (Sun & Pan, 2011).

HR practices research from the strategic perspective has begun to examine the
intermediaries of high-performance HR practices-effectiveness linkage (Alfes et al., 2012).
Focusing on the transition of HRM practices and policies in Indian organizations, Biswas, Giri,
and Srivastava (2006) found that HR practices positively relate to employees’ in-role and extra-

role performance and to organizational effectiveness.

Following this, Sun et al., (2007) examined the impact of high-performance HR
practices on two performance indicators (productivity and turnover) and the mediating role of
service-oriented OCBs in the proposed relationship. High-performance HR practices were
found to be conducive to organizational performance indicators directly and indirectly through
service-oriented OCBs. Zhang et al., (2008) tested the impact of high-performance HR
practices on corporate entrepreneurship (CE) through their influence on OCBs, high-
performance HR practices were found to be positively related to CE and that OCBs were found
to exert a positive influence in establishing the underlying conditions for high-performance HR
practices. Thus, the mediating effect of OCBs was confirmed in the proposed relationship.
Whereas, Sun and Pan (2011) investigated the employee—organization interactive process in
that the role of high-performance HR practices on firm performance was found to be contingent

upon employee commitment.

Messersmith, Patel, and Lepak (2011) also predicted the role of critical black-box
elements (job satisfaction, organizational commitment, and psychological empowerment, OCB)
in the relationship between HPWS and organizational performance outcomes. There is much
evidence in existing literature that HR practices are related to employee attitudes (job
satisfaction and organizational commitment) at workplace (Guest 2002, 2007; Lepak, Wang
and Takeuchi 2007; Macky & Boxall, 2008; Nasurdin, Hemdi, & Guat, 2008). Edralin (2008)
investigated the impact of innovative human resource management (HRM) practices on
employee job involvement and organizational commitment. It was found that innovative HRM
practices related to employee relations, training and development, and recruitment and
selection significantly determined subjects’ job involvement. While examining the effects of
training on employees organizational commitment, Bartlett (2001) found that perceived access
to training, social support for training, motivation to learn, and perceived benefits of training
are positively related to affective form organizational commitment and that this relationship is

moderated by job satisfaction. On the other hand, innovative HRM practices related to
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employee relations, recruitment and selection, performance management, and compensation

significantly influenced employees’ organizational commitment.

Wu and Chaturvedi (2009) tested the impact of HPWS on employee attitudes (affective
commitment and job satisfaction) while examining the mediating role of procedural justice and
the moderating role of power distance in this relationship. Based on the social exchange
phenomenon, the relationship between HPWS, employee attitudes, and perception of fairness
was confirmed. Also, procedural justice was observed as having partially mediating influence
in the relationship between HPWS and employee attitudes. However, the positive relationship
between HPWS and attitudes was not observed as contingent on power distance values

prevalent within the organization.

More recently, an increasing number of scholars in the field of human resource
management have been putting up their efforts to explore comprehensively the role of high-
performance HR practices on employees’ citizenship behaviours. For example, Boselie (2010)
explored the effect of high performance work practices (that enhance abilities, motivation, and
opportunities) on commitment and citizenship behavior. The results of the study suggested that
only ability enhancing high performance work practices (e.g. skills training, general training,
and task enrichment) positively affect affective commitment and high performance work
practices HPWPs that enhance opportunities (e.g. job autonomy, participation in decision

making) positively affect organizational citizenship behavior.

It is apparent from the above review of literature; OCBs have been recognized as
significant mediating variable in the high-performance HR practices-organizational
effectiveness linkage. Only recently, there has been increased emphasis on examining the
possibility of indirect relationship between high-performance HR practices-OCB.
Contemporary scholars in the field of human resource management have been trying their
efforts in investigating the high-performance HR practices and OCBs relationship in an exact
manner by empirically examining the role of employee attitudes, perceptions of justice, and

working climates in this relationship.

Using a collective social exchange approach, Gong, Chang, and Cheung (2010) found
that high performance work system works well through HR practices (selective hiring,
participation in decision making through teams, comparatively high pay contingent on firm
performance, extensive training, career planning, and advancement and regular performance
appraisals) to enhance collective OCB through its influence on collective affective commitment
of employees.
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Frenkel, Restubog, and Bednall (2012) examined the impact of employee perceptions of
HR policies and practices (participation in decision-making, fair rewards and development
opportunities) on procedural and distributive justice, organizational identification, and OCB
(discretionary work effort and co-worker assistance) and found that HR practices are positively
related to procedural and distributive justice and that organizational identification mediates the

relationship between procedural and distributive justice and OCB.

Similarly, Tang and Tang (2012) examines the influence of high-performance human
resource (HR) practices on service-oriented organizational citizenship behavior (OCB) and the
mediating influence of justice and service climate. The study reported a positive relationship
between high-performance HR practices on service-oriented OCB and that social climate of

justice and service mediated this relationship.

Yang (2012) examined how high-involvement HR practices (recognition,
empowerment, competence development, fair rewards, and information sharing) influenced
contact employees’ citizenship behaviors in service settings through their impact on affective
commitment. The relationship between high involvement HR practices and contact employees’
citizenship behaviors was found to be positive. Also, the role of affective commitment was
observed to be an effective linkage between high involvement HR practices and contact

employees’ citizenship behaviors.

Hussain and Mujtaba (2013) viewed human resource as a capital investment and
evaluated the impact of HR practices (job autonomy, leadership behavior, and team building)
on employees’ job satisfaction. HR practices were observed a having a positive influence on
job satisfaction. It was suggested that committed and devoted employees are the key of success
to any organization; these committed employees can remain loyal if they are satisfied with their

jobs.

To conclude, previous high-performance HR practices research has underscored that
organizations may have much difference in terms of HR policy and practices implementation
and that this difference might cause variations in organizational capacity to achieve
organizational goals and to sustain organizational performance depending upon the attitudes
and behaviors of employees, which are also affected by the way an organization manages its
human capital and determines its performance. One important revelation of the literature
review was that the employees’ citizenship behaviors remained at the focal point of most of the
recent high-performance HR practices researches and individual work attitudes (affective
organizational commitment) and justice perceptions were also given due consideration. There is
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recent trend in high-performance HR literature investigating the intermediaries in the
relationship between high-performance HR practices and employee attitudes and behaviours.
The critical review unfolds that much of the work examining the relationship between high-
performance HR practices and OCBs approximately equally relied on employee attitudes, the
impact of other variables pertaining to employees’ perceptions of their work climate, trust,
organizational support, empowerment, LMX, and work engagement require more elucidation.
Considering the objectives of present study, Table 2.1 depicts the summary of previous
research studies with a major focus on the behavioral outcomes of high-performance HR

practices.
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Table 2.1 Summary of Previous Studies on High-Performance HR Practices

Source/Study Sample, setting and Concept attributes Consequences (C) Configuration of HR Findings Explanatory
study type practices framework
1. Empowerment Partial mediation of
Paré and Tremblay (2007) Multdimensional [€] Employee Development Practces | and contindance commitment
Objective-Examining the Representative of [RC?]teSéIIZnBehaviours 3. Information-Sharing and OCBs in the relationship | High-
mediation effects of organizational actions [C] Procedural Practices between high involvement HR | involvement HR
procedural justice, towards employees Justice 4. Rgcognlthn . practlgzes and turnoyer Practices
organizational commitment, | 394 Canadian highly [C] OCBs 5.Fair Organizational intentions was confirmed.
and OCBs in the skilled professionals (IT) | May act as reinforcementto | [c] Affective Rewards
relationship between high- employees employees’ beliefs about the | commitment
involvement HR practices Cross-sectional organization [C] Continuance
and turnover intentions. A set of HR practices that Commitment
enhance employees’ high- [C] Competitive
Methodology- involvement with work and | Advantage
structural equation boost employees’ sense of
modeling self worth
Sun, Aryee, and Law Hotels located in 12
(2007) cities in an eastern Partial mediation of service
coastal province of the [C] Service-oriented 1. Selectiye Staffiqg orieqted ocB in the _
Objective- Mediating People’s Republic of coherent practices that 2. Extensive Trgl_nmg relationship between h_|gh _
influence of service- China. enhance the skills of the OCB 3. Internal Mobility _ performance HR practices and | High-
oriented OCB on the Multiple sources of data workforce, participation in [C] Low Turnover 4. Employment Security turnover and productivity was perfo_rmance HR
relationship between HPHR | collection- decision n;akin and 5. Clear Job Description confirmed. Practices
practices and organizational | 86 human resource o 9. [C] High- 6. Result-Oriented
. motivation to put forth .
performance managers for their discretionary or spontaneous roductivit Appraisal
perceptions of HRM yorsp P y 7. Incentive Reward

Methodology-
Cross-level analysis

practices and perceptions
of 430 supervisors for
their subordinates’ OCB
from 86 hotels in China

efforts

8. Participation
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Zhang, Wan, and Jia

A set of coherent practices
focusing on people flow,

High-performance human
resource practices are

Taiwan

(2008) appraisal and rewards, and 1. Selective Staffing, positively related to OCB and
employment relations [C] oCB 2. Extensive Training, CE.
Objective- Mediating 139 Chinese SMEs o [C] Sustainable 3. Internal Mobility, _
analysis of OCB between biotechnology firms An organizational competitive 4. Employment Security, _ _ High-
High-performance HR _ inducement advantage 5. Clear Job Description, OCB mediates the impact of performance HR
ractices and CE Multiple sources of data [C] Corporate 6. Result-Oriented high-performance human Practices
P : collection- 139 CEOs, Mutual investment approach | entrepreneurship Appraisal, resource practices on CE.
Methodoloay- HR managers, and 695 to the employee-organization | [C] Employee 7. Incentive Reward,
MUl ay- supervisors relationship commitment 8. And Participation
ultiple Regression - .
- Aim at continuous
Analysis .
improvement of the
employees’ performance
Zhang and Agarwal, Employees who perceived
(2009) [C] justi 1. Employee higher levels of organizational | Emerging HR
justice R . ;
empowerment justice tended to feel obligated | practices
Objective- examines the perceptions 2.0rganizational to demonstrate higher levels
mediating effects of 242 supervisor- A set of practices which [C] OCBs communication of OCB, and employees who
organizational justice in subordinate dyads provide organizations with a 3. Psychological contracts perceived higher levels of
predicting OCB and from Chinese source of sustained [C] Lower distributive and interactional
turnover intention from HR | organizations competitive advantage turnover justice reported lower levels
practices. of turnover intention.
Methodology- structural intentions
equation modelling (SEM)
Procedural Justice partially
Wu and Chaturvedi, . . ) 1. Selectivity mediates the relationship
(2009) [C] job satisfaction 2. comprehensive training | between HPWS and job
Objective- Mediating [C] affective 3. internal career satisfaction High-
analysis of procedural 1,383 employees from HPWS in an organization . opportunities performance
justice in the relationship china Singapore, and referred to a set of best commitment 4. formal appraisals Procedural Justice fully work systems
between HPWS and ! ' practices [C] perception of 2 empowerment mediates the relationship (HPWS)

employee attitudes (JS &
AC)
Methodology-Hierarchical
Linear Modeling

fairness procedures

performance-related pay

between HPWS and
affective commitment
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Boselie, (2010)

Objective-Examining the
effect of high performance
work practices on
commitment and citizenship
behaviour in the health care
sector.

Methodology- Regression
Analysis

157 employees from a
large general hospital in
Holland

Practices that enhance
abilities, motivation, and
opportunities to perform.

HPWSs has the effect of
making workers feel highly
committed to their
organization, their
department, their colleagues
and their job, and are willing
to go the extra mile.

[C]Employee
attitudes
[C]Employee
behaviors

[C] Organizational
efficiency, flexibility
and legitimacy

1. Ability Enhancing HR
Practices (skills, training,
job enrichment, and
coaching)

2. Motivation Enhancing
HR Practices (high
wages, fair pay and pay
for performance)

3. Opportunity Enhancing
HR Practices (e.g.
autonomy, employee
involvement in decision
making)

High scores on perceived
HPWPs that enhance abilities
are positively related to high
affective commitment and
high scores on perceived
HPWPs that enhance
opportunities to participate are
positively related to high
OCB.

High
Performance
Work Practices

(HPWPs)

Specific HR
Practices

Snape and Redman,
(2010)

Objective- Mediating
analysis of perceived
organizational support and
perceived job influence in
the relationship between
HRM practices and
compliance, altruism and
In-role behaviour.
Methodology- HLM
analysis

519 employees from
manufacturing, public
and private services, and
small companies.

a formal integrated system of
HR activities

[C] Compliance And
Altruism

[C] Perceived Job
Influence/Discretion

[C]Perceived
Organizational
Support

[C] In- Role
Behaviour

1. Development (employee
training, appraisal,
involvement, and internal
career development.)

2. Selection

3. Rewards

4. Internal Labour Market

The relationship between
HRM and employee
behaviour was not found to be
mediated by perceived
organizational support.

Only perceived job influence
mediated the impact of HRM
practices on compliance and
altruism.

HRM practices

High-
performance
work system
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[C] Perception of
organizational

Tremblay, Cloutier, support (POS) 1. ‘top down’ and ‘bottom | There is no direct links HRM practices
Simard, Chénevert, and HRM practices can be hard [C] Perception of up’ information sharing | Between HRM practices and
Vandenberghe, (2010) or soft procedural 2. skills development in-role and extra-role Soft HR Practices
justice (PJ) 3. feedback on performance
Objective- To test a model 1.219 emplovees from soft HR practices are more [C] Trustin the performance
linking HRM practices to C’anadianphog ital likely to signal to employees | organization 4. non-monetary rewards HRM practices can stimulate
in-role and extra-role P that the organization values [C] Affective greater in-role and extra-role
behaviors, as well as to their recognition, treats them | organizational performance if they are
evaluate the mediating fairly, supports them and commitment (AOC) perceived as signs of support
influence of PJ, POS, trust trusts them. [C] In-role and and procedural justice
and AOC extra-role behaviors
Methodology- SEM
Job satisfaction mediates the
Single-industry approach 1 | relationship between
11 Taiwanese electronic - Internal career psychological climate
Wei, Han, and Hsu, (2010) | appliances Consists of a set of policies opportunities perceptions and OCB at the High-
manufacturing plants and practices including . 2. Extensive training . individual level performance HR
Objective- Effect of HPHR employment securit [C] Psychological 3. Employment security - Practices
JES - - ploy A v climate 4. Participation and .
practices on psychological Multiple sources of data | selective staffing, and communication At the plant level, positive and
climate, job satisfaction, collection-HR managers | employee participation in . . - . significant relationship
. - SO - [C] Job satisfaction 5. Sensitive selection .
and OCBs from each plant for their | decision-making, incentive - - . between High-performance
: : 6. incentive compensation - -
perceptions of HRM compensation systems, [C] OCBs HR practices and only job
Methodology- practices. And, For PC, extensive training, and career satisfaction.
Multi-level approach JS, and OCB-576 development activities.
employees
gﬁgﬂr’]c'}gg%?nd Z:thsg ct):: ?nlk;];;ggtlces 1. Selective hiring Collective AC partially
9 emp?oyees’ skills 2. Extensive training mediates the impact of HPWS | High -
Objective- Examining commitment, and [C] Collective 3 g;\;gﬁrcgrlsg:tmg and on collective OCB. &%{Ersmsag ?ﬁ
collective AC as a mediator | senior managers, HR and | productivity affective 4. Reaular performance (HPW%/)
between HPWS and middle managers from comprising multiple and commitment ) a graisalp
collective OCB. 454 firms in China mutually reinforcing HR ppraisal .
5. Participation in decision

Methodology- structural
equation modelling (SEM)

practices

an organisation’s investment
in, recognition of and
support for middle managers

[C] Collective OCB

making
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Messersmith, Patel, and
Lepak, (2011)

Objective- explores job
satisfaction, organizational
commitment, and employee
empowerment as mediators
between HPWS and OCB.
Also, analyzes the
mediating path of OCB in
the relationship between
HPWS and unit
performance.

Methodology- structural
equation modelling (SEM)

1,372 Welsh public-
sector employees from
119 service departments

a multi-informant and
multi-source study
(employees, managers,
and the Welsh Assembly
Government)

A group of coherent HR
practices designed to
enhance employees’ skills
and effort.

[C] Job Satisfaction
[C] Organizational
Commitment

[C] Employee
Empowerment

[C] OCBs

1. Recruitment and selection
2. Pay for performance

3. Information sharing

4. Rigorous performance
appraisal

5. Training

6. Flexible work
arrangements and family-
friendly policies

Positive relationship was
found among all the study
variables.

OCB partially mediated the
influence of HPWS on
departmental performance.

Employee attitudes may
partially mediate the
relationship of HPWS with
discretionary employee
behaviors.

HPWS

High-
performance
work practices

Alfes, Shantz, Truss, and
Soane (2012)

Objective- Linking
perceived HRM practices to
OCB and turnover
intentions through
employee engagement,
LMX, and POS.

Methodology- Hierarchical
Multiple Regression
Analysis

297 employees from a
service sector
organization in the UK

Create synergistic effects
when considered holistically

Signal long term investment
in employees

Designed to empower
employees in their daily
work

Employees’ perceptions of
HR practices is important- a
growing concern

Impact upon individual
behaviors

Can lead to higher
effectiveness

[C] Employee
Engagement
[c]oCcB

[C] Organizational
commitment

[C] POS

[C] job satisfaction
[C] Lower turnover

intentions

Merely measured the
employees’ perceptions of
HRM practices in the
organization using
(statements relating to the
HR practices).

Employee engagement
mediates the relationship
between perceived HRM
practices and OCB and
turnover intentions.

POS and LMX moderates the
link between engagement and
these outcome variables.

HRM
Interventions

HRM Practices

HRM Bundles
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Frenkel, Restubog, and
Bednall, (2012)

Objective- examines the
relationship between
employees’ perceptions of
HR policy and practices and
two forms of OCB-
discretionary work effort
(DWE) and coworker
assistance (CWA) through
the mechanisms of
organizational justice and
organizational
identification.

Methodology- structural
equation modelling (SEM)

618 full-time employees
in two organizations

(alcoholic beverage firm
and a
telecommunications
company)

HR practices

[C] Justice
perceptions

[C] Organizational
identification

[C] Discretionary
work effort (DWE)

[C] Coworker
assistance (CWA)

Perceived strength of
HR policy
and practice

HR practices are positively
related to procedural and
distributive justice and that
organizational identification
mediates the relationship
between procedural and
distributive justice and DWE
and CWA, respectively.

Distributive justice is also
shown to have direct effects
on DWE and CWA.

HR policy and
practice

HPWS

Karatepe (2013)

Objective- Mediating
analysis of work
engagement in the effects of
HPWPs on job performance
and extra role customer
service.

Methodology- structural
equation
modeling (SEM).

110 employees and
managers in Romania

Multisource method

A set of human resource
practices

Most important indicators of
management commitment

A second-order latent
variable that is manifested by
different HR practices

[C] Work
engagement

[C] Extra-role
performance

[C] Employee
performance

[C] organizational

performance

1. Training
2. Empowerment
3. Rewards

Work engagement acts as a
full mediator of the effects of
HPWPs on job performance
and extra-role customer
service.

High-
Performance
Work Practices
(HPWPs)

Effective human
resource practices
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Tang and Tang, (2012)

1. Selection policy The impact of HPHR on Service-oriented
Objective- Examines the [C] positive 2. Tra]ining ?ervige-olr)iented OCB(\jNaS high-performance
- : : 3. Performance ound to be transmitte HR practices
- o " complement with each other ; S 4. Compensation climate.
oriented organizational managers from different climates- justice P
citizenship behavior hotels in Taiwan, 1133 and enhance employee climate and service 5. Participation
(ocB) thrpough justice customer contac'E performance. climate 6. Empowerment
climate and service climate. | employees [C] service-oriented
OCBs
Methodology- structural
equation modelling (SEM)
Indicates the mediating role of
Yang, (2012) High-involvement practices 1.  Empowerment affective commitment !—hgh-
2. Competence between high-involvement involvement HR
are management approaches - .
o o centered on employee Development HR practices and OCBs. practices
Objective- mediating : . 3. Information
. . . involvement [C] Affective

analysis of AC in the 172 frontline restaurant ' - Sharing
relationship between HIHR | employees in Taiwan’s commitment 4. R :t'

h P . ploy Viewed as the main engine [C] Service-oriented : ecognition
practices and service- restaurants 5. Fair Reward

oriented OCBs

Methodology- structural
equation modelling (SEM)

behind the evolution of
contemporary strategic HR
management.

0OCBs
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Baluch, Salge and
Piening, (2013)

Objective- Mediating
analysis of job efficacy,
intention to leave, and
civility towards patients
through which employees’
perceptions of HR systems
are related to patient
satisfaction (an indicator of
organizational performance)

Methodology- structural
equation modelling (SEM)

a multi-informant and
multi-source study

400 individual staff
responses, 420
patient responses

HR practices such as
training, performance
appraisal and involvement in
decision making, bundled
together into an internally
consistent HR system, can
have a positive impact on
hospital performance.

[C] employees’ job
efficacy
[C] intention to leave

[C] civility towards
patients ( treating
others with courtesy,
dignity

and respect)

1. Involvement

2. Communication

3. Supervisor Support

4. Performance Appraisal
5. Personnel Development

The link between
employees’ HR system
perceptions and civility
towards patients is fully
mediated by employees’
intention to leave, and not
mediated by employees’ job
efficacy.

Employees’ civility towards
patients mediates the
relationship between
employees’ HR system
perceptions and patient
satisfaction.

HR system

Kehoe and Wright, (2013)

Objective- Examining the
mediating effects of
affective commitment on
the role of HPHR practices
on absenteeism, intent to
remain with the
organization, and OCB.

Methodology- multilevel
mediation analysis.

employees at a large
multiunit food service
organization

a mutual investment based
employment relationship

[C] Affective
Commitment

[C] OCBs

[C] Lower turnover
intentions

[C] Lower

absenteeism

1. Ability-enhancing
practices

2. Motivation-enhancing
practices

3. Opportunity-enhancing
practices

AOC was found to influence
the relationship between
employees’ perceptions of HR
practices and OCB in part.
AOC fully mediated the
impact of HR practices and
employees’ intent to remain
with the organization.

Performance- and
commitment-
oriented human
resource (HR)
practices

High-
performance
HR system
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2.2.1 High-Performance HR Practices and OCB

A majority of research has focused upon the role of high-performance HR practices in influencing
employees’ workplace behaviours. Also, it has been previously recognized that organizations can
enhance employees’ increased contributions at workplace through HR initiatives (Chuang & Liao,
2010). While reviewing the existing research studies which aimed at exploring the relationship
between high-performance HR practices and OCBs, it has been observed that strategic
implementation of the employee focused HR practices may serve as a critical constituent of
organizational processes creating value for the organizations in that these practices may act as an
integrative force in organizations, determining its performance, sustainability, and also employees’

citizenship performance.

In fact, large investments in HR practices such as sensitive selection, training and development
signal to employees that they are the competitive strength of the company (Fiorito, Bozeman, &
Young, 1997; Pare & Tremblay, 2007) which may then be reciprocated by them with an enhanced
level of personal contribution and efforts towards organizational goals (Pare & Tremblay, 2007,
Tsui etal., 1997).

Unlike traditional HR practices that focus more on control and monitoring, high-performance HR
practices encourage employees to develop their skills, information, latitude, commitment, and
motivation (Wei et al., 2010) in order to reach high-performance levels. In so doing, high-
performance HR practices facilitate the process of developing a kind of high-quality exchange
relationship between employees and the organizations that is needed for employees to assume the
role of good organizational agents (Leana & van Buren, 1999; Pare & Tremblay, 2007; Zhang et
al., 2008).

Previous studies evaluating the outcomes of HR interventions have largely relied on the strategic-
level intentions (HR practice ratings by managers) rather than accounting for the employees’ actual
experiences with the micro-level HR interventions. But, there may be a disconnection between
what managers and company representatives say they do as formal HR practices and what
individual employees actually experience (Liao et al., 2009). Research needs to focus on the actual
processes experienced by workers in order to understand their significance for organizational

outcomes (Alfes et al., 2012). To address recent calls in the literature for an investigation of this
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nature, this study relies on the employee perceptions of the high-performance HR practices in their
organizations to understand and assess their impact on OCBs.

23 PSYCHOLOGICAL CLIMATE

Barkhi and Kao, (2011) describe psychological climate as, “a set of perceptions that describe how
an individual cognitively appraises the environment, based on personal experience” (p.125). This
implies, psychological climate is one dynamic individual process that signifies the meaning and
significance of work contexts for employees and that positive appraisal by the employees about the
degree to which work environment is beneficial to the sheer sense of psychological well-being may
provide guidance for their work behaviours and consequently, act as a valuable source for

organizational effectiveness.

Of direct relevance to the current study, literature review pertaining to the psychological
climate variable can be imitated with a significant finding in the previous literature which signifies
that a favourable psychological climate nurtures positive attitudes and behaviors at workplace and
thus positively influence employee performance. It has also been recognized that employees’
perceptions of intra-individual conflict (role conflict, goal conflict, and frustration) are largely
determined by the factors of work climate (Suliman & Abdulla, 2005). Organizational work
settings provide employees’ organizational support which has been found to relate with managerial

effectiveness (Srivastava & Sinha, 2009).

Recently, Hassan and Rohrbaugh (2011) examined the influence of proximal work
environment attributes in terms of role stress, lack of harmony, challenge, autonomy, leadership
facilitation, support, and social environment characteristics on employees’ affective commitment

in public sector enterprises and found a positive relationship.

Notably, the meta-analytic study on psychological climate by Parker et al. (2003)
concluded the positive relationships between psychological climate perceptions and employees’
work attitudes, psychological well-being, motivation, and performance. Further, employee’ work
attitudes (job satisfaction, involvement, and commitment) were observed as fully mediating the
relationship between psychological climate perceptions and employee motivation and
performance. While focusing on climate for innovation, Bose and Agarawal (2003) found that

positive work environment fosters psychological contract fulfilment among employees.

53



Schulte, Ostroff, and Kinicki (2006) evaluated the relative importance of organizational
climate and psychological climate on individual satisfaction. Results indicated both the climates
have significant influence on individual satisfaction, but individuals’ perceptions of the climate
resulted in large amount of variance in individuals’ satisfaction suggesting the significance of

psychological climate over unit-level perceptions of overall climate.

Following this, Biswas and Verma, (2007) empirically evaluated the impact of
psychological climate on OCBs and employees’ job satisfaction level, and further examined the
influence of OCBs and job satisfaction on employee performance. Psychological climate was
observed as having positive impact on both employees’ willingness to engage in OCBs, as well as
on their job satisfaction levels, both of them had a significant impact on individuals’ performance.
Related to this, King et al., (2010) also predicted that the perceptions of work environments were

associated with helping behaviors among women employees.

In an effort to further explain the relationship between psychological climate and work
attitudes, O’Neill and Arendt (2008) predicted the positive influence of employee perceptions of
autonomy, pressure, structure, self-expression, and trust aspects of psychological climate on
affective commitment and job satisfaction. Adding to this stream of research, Carless (2004)
predicted the mediating role of psychological empowerment in the relationship between
psychological climate and job satisfaction.

Emphasizing the role of climate strength and climate quality in an organization, Vianen et
al., (2011) measured the impact of individual climate perceptions (reward, innovation, and
cooperation) on employee commitment. Individual climate perceptions were found to be
significantly related to commitment. However, the climate strength moderated the relationship
between innovation and cooperation dimensions and commitment, not for reward and
commitment. With regard to climate quality, it was further observed that individual climate
perceptions were no longer related to commitment in strong climates of high quality. Simply put,
climate quality was found to be related to commitment above and beyond individual climate
perceptions.

Consistent with this, Amenumey and Lockwood (2008) tested and confirmed the
relationship between psychological climate (managerial Support, customer orientation, internal

service, and information/communication) and psychological empowerment and it was apparently

54



suggested that these psychological climate dimensions are significant to creating an environment in
which employees feel that they are psychologically empowered.

In an effort to explain the influence of psychological climate on employees’ workplace
behaviors, Langkamer and Ervin (2008) investigated the impact of work experiences on
employees’ intentions to leave the organization through mediating influence of affective
commitment and morale in this relationship. Results demonstrated the relationship between
psychological climate and intent to leave the organization by influencing employees’ affective

commitment and morale.

Recently, Clarke (2010) conducted one meta-analytic study where psychological climate
(employees’ perceptions of job, role, leader, group, and organization) have been observed as
positively related with employees’ safety behaviours through its impact on employees’ perceptions
of the safety climate where employee work related attitudes and well-being partially mediated the

relationship between safety climate and safety behaviours and occupational accidents.

Dierdorff, Rubin, and Bachrach (2011) evaluated the effects of two facets of work context
namely social and task context on the relationship between employees’ role expectations and
supervisor ratings of their citizenship. While supporting the role theory framework, it was found
that both the social and task context moderated the relationship between employees’ role

expectations for prosocial role requirements and citizenship.

In a similar vein, more recently, Clark, Zickar, and Jex (2013) investigated the moderating
influence of role definitions on the association between psychological safety climate and nurses’
organizational citizenship behavior (OCB) and found that nurses’ perceptions of job requirements
regarding OCB (i.e., OCB-specific role definitions) moderated the relationship between
psychological safety climate and peer-rated OCB. Conforming to this, Lee, Wu, and Hong (2007)
also demonstrated the influence of safety climate on OCBs while observing the mediating
psychological effects of employees’ work attitudes (job satisfaction and organizational

commitment) in this relationship.

In a more recent study, Garner and Hunter (2013) found psychological climate (supervisor
support, coworker support, role over-load, role-clarity, and job challenge and autonomy) as a

predictor of employee work attitude (job satisfaction, pay satisfaction, job involvement, and
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turnover intentions) and actual turnover. Also, work attitude mediated the relationship between
psychological climate and turnover of employees.

Putting further an emphasis on the role of employee behaviours in the relationship between
psychological climate and performance outcomes, D’ Amato and Zijlstra (2008) studied the relative
impact of psychological climate and one personal resource i.e. self-efficacy on quality of
performance and burnout as mediated by employees’ citizenship behaviours. Interestingly,
psychological climate perceptions were found to have stronger positive relationship with OCBs

than self-efficacy and had stronger effects on outcomes of behaviour.

Shuck, Reio, and Rocco (2011) found in their study that employees who reported
experiencing a positive psychological climate were more likely to report higher levels of
discretionary efforts. Another important finding from the contemporary psychological climate
researches states that employee perceptions of their workplace attributes may lead to better
employee decision-making performance (Barkhi & Kao, 2011), and sales performance (Martin &
Bush, 2006).

Interestingly, the extant literature also suggests that climate operates as an interface
between psychologically significant organizational attributes (HR system, practices, policies,
procedures, and processes) and work-related outcomes (such as job attitudes, satisfaction,
empowerment, employee behaviors, task performance, safety, and ethics, which in turn affect the
broader organizational outcomes (Rogg et al., 2001; Bowen & Ostroff, 2004; Mossholder,
Richardson, & Settoon, 2011). For instance, Evans et al., (2007) observed psychological climate as
an explanatory mechanism between organizational subsystem and employee outcomes while
examining sales-related psychological climate perceptions of employees (the organization’s
customer orientation, sales innovativeness, and sales supportiveness) as a mediator between sales
control system (output control, process control, and capability control) and salesperson job

satisfaction and performance.

Similarly, Kaya, Koc and Topcu (2010) found that organizational climate (support for
innovation, managerial competence and consistency, workload pressure, organizational
boundaries, cohesion, organizational ethics) in Turkish banks improved as a result of HRM

practices (behavior and attitudes, team working, extensive training, written policy, training in
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multiple functions, incentives, performance appraisal, feedback on performance) and this resulted

into increased job satisfaction of employees.

The discussion above concludes that of theoretical and practical interest from a
psychological climate perspective are the causal factors and outcomes of employees’ personal
judgment of their work settings. Table 2.2 represents the summary of previous psychological

climate studies with a specific focus on its employee level outcomes.
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Table 2.2 Summary of Previous Studies on Psychological Climate

Source/Study Sample, setting Antecedents Concept attributes | Consequences (C) Moderators/Mediators Climate domain Key climate results
and study type
Experiential-based, Empowerment Relationship between sales | Support Sales manager-Positive climate
106 sales manager | Transformational | multi-dimensional, manager PC, psychological | Recognition perceptions lead to greater
Martin and and 313 sales leadership and enduring Sales performance | empowerment, and Fairness empowerment and
Bush, (2006) representatives perceptual transformational leadership | Innovation transformational leadership.
phenomenon. Customer-oriented | (TL); sales manager TL, Autonomy
It shapes individual selling sales representative PC, Trust Sales representative- sales
behaviour. empowerment, customer- Cohesiveness, and | person’s empowerment
oriented selling, and sales Pressure perceptions, a sales manager’s
performance. use of transformational
leadership, and the sales
person’s psychological climate
perceptions predicted
customer-oriented selling.
Schulte, 1076 employees A property of the Managerial
Ostroff, and from 120 branches individual support
Kinicki, of a US-based Company vision
(2006) bank Individuals’ own Job satisfaction The relative impact of Open and clear Individuals’ idiosyncratic
impression of the psychological climate communication perceptions of the climate
Hierarchical interrelatedness dimensions, climate Training focus affected job satisfaction; unit-
Linear modeling among various systems and unit-level Team focus level climate systems also had
climate dimensions climate on job satisfaction Clarity some influence on individual
Personnel support | satisfaction above and beyond
for service individual perceptions.
Rewards for
service
Amenumey 143 hotel The relationship between Work facilitation Psychological climate had a
and employees psychologically Psychological different aspects of Managerial significant relationship  with
Lockwood, meaningful empowerment employees’ work support psychological empowerment
(2008) description of environments and their Customer
situational referents feelings of empowerment orientation
(meaning, influence, and Feedback

competence)

Role ambiguity
Internal service
Information/comm
unication
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A primary antecedent
Biswas, (2008) to a number of The relationship between Supportive
357 participants individual level Affective psychological climate and management
(180 from outcomes commitment job involvement and OCBs; | Role clarity
manufacturing affective commitment as a Contribution Psychological climate
concerns) and (177 Individuals’ Job involvement mediator of the relationship | Recognition positively influenced job
from service perceptions of their between psychological Self-expression involvement and OCBs, and
organizations). immediate workplace | OCBs climate, job involvement Challenge affective commitment mediated
atmosphere based on and OCBs. this relationship.
their daily
experiences
The relationship between Organizational
D’Amato and Notion of cognitive oCB individual factors policies Climate and individual
Zijlstra, 406 hospital regulation within (psychological climate and | Job procedures difference variable had
(2008) employees situations Performance self-efficacy) and work Managerial significantly predicted OCB
outcomes (quality of practices and performance outcomes.
A molar construct Less burnout performance and emotional
exhaustion); OCB as a OCB mediated the relationship
mediator of this between psychological climate
relationship and self-efficacy and burnout
and performance.
Langkamer, 649 army captains A multidimensional, The relationship between
Ervin, (2008) higher order Employee morale employees’ work
construct experiences and intentions Perceptions of
Regression Affective to leave; affective leader Psychological climate had
analysis Individual’s commitment commitment and morale as | Work group significant influence on
cognitive appraisal a mediator of the Organization subjects’ intentions to leave by
and interpretations Intention to leave relationship between Equal opportunity | affecting their affective
of organizational the organization psychological climate Antagonistic commitment and morale.
events and processes perceptions and intentions behaviour
to leave; continuance
A mediator between commitment as a moderator
actual situational of the relationship between
referents and affective commitment and
employee outcomes. intention to leave
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Larsson, An important The relationship between
Pousette, and 189 blue-collar condition for Safety psychological climate and Job characteristics
Torner, (2008) | construction everyday work that performance work outcomes (safety Role Psychological climate had a
workers allows the individual behaviour); job satisfaction, | characteristics significant influence on safety
to have influence Safety motivation workplace commitment, Leadership behaviour (both directly and
over his or her job. safety motivation, and characteristics indirectly), and safety
Safety knowledge safety knowledge as Workgroup motivation and safety
mediators in the characteristics knowledge mediated the
relationship between relationship between
psychological climate and psychological climate and
safety behaviour (structural, safety behaviours.
interactive, and personal
safety behaviour)
Individual’s Shape safety Relationship between PC Broader PC had a significant effect on
Clarke, (2010) | Meta-analysis perceptions of climate and safety climate; safety organizational safety climate.
various aspects of the climate as a mediator context
broader between PC and safety Organizational Work-related attitudes partially
organizational outcomes; general health as | structure and mediated the relationship
context a mediator between safety processes between safety climate and
climate and occupational Situational occupational accidents.
accident; work attitudes referents related to | Safety behaviour and general
(organizational climate and | job, group, leader, | health partially mediated the
job satisfaction) as and organization relationship between safety
mediators between and subsystem climate and occupational
perceived safety climate accidents.
and safety behaviour. Safety climate partially
mediated the relationship
between PC and safety
behaviour.
Individual
Hassan and 267 employees (in perceptions about the The relationship between Role stress and Various aspects of
Rohrbaugh, three occupational significance of work | Affective perceptions of lack of harmony psychological climate had
(2011) groups: clerical, environment organizational psychological climate and Leadership significant influence on
professional, and commitment affective commitment facilitation and affective organizational
managerial/executi Employees’ support commitment. Social
ves) in 11New valuations of the Challenge and environment characteristics and
York State attributes of work autonomy leadership facilitation and
agencies environment Social support were found to be

Emotionally relevant
cognitions of
relatively proximal
situational conditions

environment
characteristics

particularly important in
predicting affective
commitment.
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represents the

King, Hebl, psychologically meaning and
George, and Survey 1- 155 meaningful significance Job satisfaction The relationship between Psychological Token women perceived their
Matusik, women across characteristics of | of work contexts for token women psychological | climate of climates inequitable for women
(2010) industries and organizations individual employees | Affective climate of gender inequity gender and climate of gender equity
occupations commitment and job attitudes and inequity (the had significant relationship
Survey 2- 196 Token status a descriptive, behaviours. policies, with job attitudes and
female managers multidimensional Job stress procedures, behaviours.
Survey 3- 312 construct that and events in the
women in the involves an Turnover organizations
construction individual’s intentions unfairly favour
industry perception of the men)
work situation he or Helping climate of diversity
she encounters behaviours
single-industry
approach
11 Taiwanese
electronic High-performance HR
appliances practices have impact on Perceptions of Psychological climate
manufacturing High — Employee psychological climate, job organizational perceptions are positively and
Wei, Han, and | plants performance perceptions of Job satisfaction satisfaction, and OCBs. support significantly associated with
Hsu, (2010) Multiple sources of | Practices policies, procedures, Recognition job satisfaction and OCB.
data collection-HR and structure of the OCBs Job satisfaction mediates Innovation
managers from organization. the influence of High performance HR practices
each plant for their psychological climate and are positively related with job
perceptions of OCB. satisfaction.
HRM practices.
And, For PC, JS,
and OCB-576
employees
Barkhi and Individual’s Relationship between PC Psychological Positively associated with
Kao, (2011) 135 group experiential and Better decision- and decision-making safety decision-making performance.
members perceptual attribute making performance of group Psychological A clear understanding of the
that describe performance members using group meaningfulness decision-goal moderated the
Regression cognitive appraisal of decision support systems; relationship between
analysis the work context Goal-clarity as a moderator psychological climate and

of the relationship between
PC and decision-making
performance.

decision-making performance.
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Sahin, (2011)

238 employees

A multidimensional

from private construct that Affective Relationship between
security services captures employees’ commitment psychological climate and Psychological Psychological climate
organizations perceptions of the turnover intentions; safety perceptions were significantly
overall work Lower turnover affective commitment as a Psychological associated with turnover
Hierarchical environment intentions mediator of the relationship | meaningfulness intentions and affective
Regression between psychological commitment only partially
climate and turnover mediated this relationship
intentions
The moderating effects of
Dierdroff, 198 full-time Role expectations | Various aspects of Citizenship work context in the Work context
Rubin, and employees work environment performance relationship between role
Bachrach, expectations and citizenship | -task context Role expectations were
(2012) performance (autonomy and predictive of citizenship
ambiguity) performance, and socially
supportive, autonomous, and
-social context less ambiguity elements of
(interdependence work contexts moderated the
and social support) | relationship between role
expectations and citizenship
performance.
95 SUD treatment The relationship between Supervisor support | Psychological climate had a
Garner and staff clustered Work attitude psychological climate and Co-worker support | significant association with
Hunter, (2013) | within 29 staff turnover’ work Role overload staff turnover.
treatment Employees’ Lower turnover attitude (job satisfaction, Role clarity Work attitude had full
organizations perceptions of their intentions pay satisfaction, benefits Job challenge and mediation effects in the
work environment satisfaction, intensions to autonomy relationship between

multilevel discrete-
time survival
analyses

quit, and job involvement)
as mediator between
psychological climate and
turnover intentions.

psychological climate and
subsequent staff turnover.
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2.3.1 High-Performance HR Practices and OCB- Role of Psychological Climate

Though high-performance HR practices influence on employees’ workplace behaviors, this does
not necessarily imply that employees experiencing high-performance HR practices will uniformly
behave in ways to benefit the organization at large. Instead, high-performance HR practices create
the conditions for employees to perform OCB (Wei et al., 2010). However, strong focus on
attitudinal variables as intermediating factors has left the field with a limited understanding of the

indirect effects of high-performance HR practices on OCBs.

Furthermore, in spite of growing interest towards evaluating the impact of HRM practices
on individual level outcomes in an effort to probe the black-box of HRM-organizational
effectiveness relationship, a very little research attention has been aimed at the understanding of
the boundary conditions or mechanisms through which HR practices affect citizenship behaviors
(Tang & Tang, 2012; Wu & Chaturvedi, 2009; Wei et al., 2010), which can act as key
differentiators in the organizational success. As a matter of fact, when deciding to be good
organizational citizens or not, employees engross in more complex sense making processes, where
high-performance HR practices might be only one of the factors to be considered, the
psychological processes at the individual level are likely to function and influence the extent to

which employees choose to showcase OCBs.

In understanding the impact of high-performance HR practices on individual outcomes,
psychological climate is regarded as a key explanatory variable. Organizations those focus on
satisfying employees’ psychological needs (meaningfulness, recognition, safety, growth, and
development) at work through the effective implementation of HR practices, foster the employee
perceptions of a congenial work context that in turn, shape their workplace behavior. Because
when employees feel that they are treated well by the organization and that the organization values
their thoughts and cares about their well-being, they are more likely to identify their personal goals

with those of the organization and invest greater efforts in pursuing them (Brown & Leigh, 1996).

In other words, they are more likely to be involved in behaviors beneficial for the
organization. Hence, high-performance HR practices may influence OCBs through employees’
positive interpretations of their immediate work environment. However, the psychological climate
variable has been less focused in extant literature to demonstrate the role of psychological process

of employee involvement in OCBs (Wei et al., 2010). The goal of this study is to begin addressing
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this gap in our understanding. It situates employees’ climate perceptions as a key psychological

mechanism through which high-performance HR practices may have positive influence on OCBs.
2.3.1.1 High-performance HR practices and psychological climate

Decisions by employees to act in ways that enhance the organizational vitality are based on how
they make sense of their organizational environments. Ostroff and Bowen (2000) proposed that
psychological climate may serve as a mediating mechanism between the HRM system and
organizational performance. Gelade and Ivery (2003) found that the effects of progressive HR
practices on business performance were partially mediated by employee perceptions of favorable
psychological environments. Foley et al., (2012) also found that collective climate perceptions

partially mediated the influence of high-performance work systems on firm performance.

HR systems influence various aspects of employees’ immediate working environment that
may exert psychological influence on them. For instance, if employees are adequately provided
with psychological safety and recognized for supererogatory efforts and meaningful contributions
at work, then there will be benefits for both the organization and the individual. On the other hand,
if employees are not provided with managerial support, clear and consistent job descriptions, and
workplace motivation to co-create a vision for the organization, then it is unlikely that employees

would be able to give their maximum and exhibit concerted efforts.

Strategic implementation of the HR policies and practices in the organization keeping in
mind employees’ psychological needs at workplace such as meaningful work activities,
supervisory support, clear role responsibilities, recognition, and contribution etc. lead to significant
behavioral responses for organizational sustenance. As a matter of fact, HR practices affect the
situations that employees experience in the workplace and the social context of the organization
(Pereira & Gomes, 2012) by symbolically framing (Rousseau, 1995) and directly communicating
(Bowen & Ostroff, 2004) key organizational values and behaviors (Mossholder, Richardson, &
Settoon 2011). Significant to this study is the observation that HR practices in India are also
increasingly geared towards improving the way individual employees perceive their everyday
environment or the way they perceive the psychological climate in the workplace (Biswas &
Verma, 2007). With this in mind, High-performance HR practices are expected to influence the

employees’ perceptions of psychological climate.
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2.3.1.2 Psychological climate and OCB

Prior body of research supports the conviction that providing a supportive work environment is
directly related to employees’ motivation and performance. In fact, work climates shape the
context in which employees tend to feel positive, motivated, and excited about what they are
doing. For example, managerial support in terms of showing a genuine concern for employees’
requirements and opinions and constructive feedback, encouragement to their sense of freedom at
work help them develop and cultivate new skills to help resolve work related problems while
experiencing an conducive work environment (May et. al., 2004). Such working climates tend to
infuse feelings of psychological safety at workplace, as a result of which employees feel more
inclined to bring their preferred self at work without fearing ‘negative consequences to self-image,
status, or career (Kahn 1990, p. 705).

Consistent with this, Brown and Leigh (1996) enumerated some important facets of work
context (such as supportive management, role clarity, self-expression, recognition, contribution,
and job-challenge) which may have psychological implications for employees concerning safety
and meaningfulness at work and found that their perceptions of such work contexts (i.e. positive
psychological climate) generated a sense of self-worth, value, and responsibility and even
contributed to organizational success through greater employee involvement, effort, and
performance. This is also important when considering employees’ workplace behaviours that are

relevant for organizational goals such as OCBs.

Work climate operates in such a way so as to regulate and shape most employee work
related decisions such as performing, participating and renouncing and hence, functions as an
important determinant of employees’ citizenship behaviours. Given the conditions of
psychological meaningfulness at work, employees tend to identify themselves with their work
roles and feel that their work is worthwhile. This will concurrently motivate employees to direct
their higher levels of energies and enthusiasm towards achieving organizational goals. In this
process, it is more likely that employees will be encouraged to exert extra efforts to recognize

themselves as worthy members of the organization and will behave in citizenship ways.

Following this, it is realistic to assume that an encouraging and productive work
environment can play a dominating role in encouraging employees’ positive workplace behaviours.

It is argued that OCBs may be regarded as a direct expression of employees’ appraisal of the

65



contextual aspects of their working life in organizations. Because climate perceptions tend to
influence employee motivation at the workplace in that these perceptions can work to facilitate or
confine the display of OCBs. For instance, OCBs are predominantly conceived as goal-directed
behaviour that is initiated by internal goals set by an individual. These goals may be the result of
employees’ interpretations and personal redefinitions of the characteristics of their task

environments (D’Amato & Zijlstra, 2008).
24 WORK ENGAGEMENT

The notion of work engagement has led to the genesis of a whole new world of research,
discussions, and logics that not only enhance the well-being of employees at workplace, and but
also tout a great practical utility since its inception in organizational sciences. Engaged employees
put their heart and mind to work, and have consistently been shown to be more productive,
profitable, safer, healthier, and less likely to turnover (Fleming & Asplund, 2007; Wagner &
Harter, 2006; Wollard, 2011).

Given this, work engagement is emerging as an area of increasing interest while a
tremendous amount of research is exploring facilitators and outcomes of this critical psychological
state of employees. Consistent with this, Babcock-Roberson and Strickland (2010) tested the
relationships between charismatic leadership and OCB, via work engagement. Employees’
engagement at work was found to be influenced by their perceptions of leader charisma which

further lead to the involvement in OCBs.

Salanova et al., (2011) reported the direct impact of transformational leadership on work
engagement, and observed that work engagement mediates the influence of transformational
leadership and self-efficacy on extra-role performance of nurses.

Song et al., (2012) assessed the mediating effects of work engagement to explain the
relationship between transformational leadership and organizational knowledge creation practices.
The significant influence of transformational leadership on employees’ work engagement was
confirmed, and work engagement was found to mediate significantly the relationship between
transformational leadership and organizational knowledge creation practices in the Korean

business context.

On the other hand, Li, Sanders, and Frankel (2012) examined the influence of LMX on
work engagement and job performance, and the moderating role of HRM consistency in the
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relationship between LMX and work engagement. It was predicted that LMX had positive
influence on work engagement, which was found to have mediating effects in the relationship
between LMX and job performance. Also, HRM consistency was found to strengthen the

relationship between LMX and work engagement.

Lately, Runhaar et al., (2013) examined the moderating influence of work context, in terms
of autonomy and leader membership exchange (LMX), on the relationship between work
engagement and organizational citizenship behaviours (OCBs). The results confirmed the pertinent
role of work context i.e. in case of high autonomy and LMX, work engagement had no explanatory

value in predicting OCBs.

Putting further an emphasis on the situational factors in augmenting engagement, Mone et
al., (2011) suggested the role of performance management (setting performance and development
goals, providing ongoing feedback and recognition, managing employee development, conducting
appraisals, and building a climate of trust and empowerment) in enhancing conditions for
employee engagement. On the other side, Pitt-Catsouphes and Matz-Costa (2008) revealed
workplace flexibility a powerful positive predictor of employees’ engagement at work. Rurkkhum
and Bartlett (2012) evaluated the impact of employee engagement on OCB while analyzing the
moderating effects of HRD practices in this relationship. A positive relationship was found
between employee engagement and OCB but the study failed to find an evidence of moderating

effects of HRD practices in this relationship.

In a similar vein, Mohapatra and Sharma (2010) predicted the role of situational factors
(organizational climate in terms of benefits, career opportunity, communication, job content,
objectivity, participative management, pay, recognition, training and development, work-life
balance, and work ethic) which are the product of a variety of HR policies and practices that
impinge upon the work experiences of employees and employee engagement among managers of a
public sector undertaking in India. Out of all the situational factors examined, job content was
found to be one of the significant predictors of engagement along with pay and objectivity. The
study concluded on the fact that employee engagement is most certainly influenced by how the

management of an organization manages its human resources.

Similarly, Shuck, Reio, and Rocco (2011) examined the causes and consequences of work

engagement and that job fit, affective commitment, and psychological climate were found to be
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significantly related to engagement, while engagement was observed as significantly related to
discretionary effort and turnover intentions. Also, employee engagement was predictive of lower
turnover intentions. However, the study failed to find support for the predictive value of

engagement for discretionary efforts.

Further, to explore the impact of meaningful work on multiple employee outcomes
including job satisfaction, organizational commitment, and employee engagement, Fairlie (2011)
argued that employees should be more engaged in work that they view as personally meaningful.
The results demonstrated meaningful work characteristics as having the strongest relationships

with engagement.

While exploring several key antecedents and consequences of work engagement, Christian
et al., (2011) used meta-analytic path modeling to explore the relation between individual and
organizational factors (job characteristics, leadership, and dispositional characteristics) and job
performance (task performance and contextual performance), and the mediating effects of
engagement in this relationship. Additionally, work engagement was found to exhibit discriminant

validity over job attitudes (job satisfaction, organizational commitment, and job involvement).

Gupta and Kumar (2013) explore the relationship between perceptions of performance
appraisal justice and engagement in the Indian business context. Distributive justice and

informational justice dimensions were found to have a strong impact on engagement.

Adding further to the field of human resource management, Karatepe (2013) tested the
effects of high-performance work practices (HPWPs) on work engagement and work engagement
was put as a mediating variable in the relationship between HPWPs and job performance and extra
role customer service. HPWPs in terms of employees’ appraisal of training, empowerment, and
rewards were found to enhance work engagement of employees which furthers the tendency of job

performance and extra role customer service.

Similar to this direction, Juhdi, Pa'wan and Hansaram (2013) examined the role of HR
practices (career management, person-job fit, pay satisfaction, performance appraisal, job control)
on employees’ sense of engagement and turnover intentions. Out of theses HR practices, career
management was found to be the strongest predictor of engagement. Further, the study suggested
the pivotal role of effective HR system on engagement which in turn, was found to be predictive of

employees’ organizationally benefit behaviour in terms of lower turnover intentions.
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Shantz, Alfes, Truss, & Soane (2013) tested the role of engagement in the relationship
between job design and task performance, citizenship and deviant behaviours. Employees, who
perceive job attributes in terms of high levels of autonomy, task variety, task significance and
feedback were observed as highly engaged, exhibited more citizenship performance and fewer

deviant behaviors in organizations.

Emphasizing the role of individual characteristics in determining the extent to which
employees may feel engaged in their work, Bakker, Tims, and Derks (2012) examined the role of
proactive personality and job crafting ability on work engagement and in-role job performance and
suggested that employees who possess a proactive personality were more likely to craft their jobs

which in turn predicted work engagement and in-role performance.

In another study Bakker, Demerouti, and Brummelhuis (2012) examining the relationships
between work engagement and performance, Work engagement was found to be positively related
to task performance, contextual performance, and active learning, particularly for employees high

in conscientiousness.

Liao et al., (2013) examined the joint effects of employee personality (i.e., extraversion,
neuroticism, and conscientiousness) and social exchange relationships with peers (i.e., team-
member exchange; TMX) in predicting work engagement. These three focal personality traits were
found to have moderating effects on the relationship between TMX and work engagement.

Wefald et al., (2011) examined the effects of personality characteristics (specifically
extraversion, conscientiousness, and positive affect), transformational leadership, and perceived
organizational support on work engagement. Also, the role of work engagement in influencing
important work outcomes in terms of affective commitment and job satisfaction and intentions to
leave the organization was examined. The study reported strong relationship between personality
and work engagement and weaker relationships between engagement and leadership. Also, work
engagement was observed as having significant relationships with and that engagement mediates

the relationship between personality and organizational outcomes.

Based on the JD-R model, Sulea et al., (2012) posited work engagement as mediator
between job and personal characteristics and positive and negative extra-role behaviors and found

that work engagement explains, in part the influence of job and personal characteristics i.e.
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perceived organizational support and conscientiousness on OCB and the influence of job demands
(interpersonal conflicts at work) on CWB.

Contributing further, Bakker and Xanthopoulou (2013) explored the role of job and
personal resources on work engagement to know its impact on creative task performance and
charismatic leadership behaviour. Work engagement was to have full mediating influence of job
and personal resources on creativity and charismatic leadership.

The influence of employees’ perceptions of justice in organizations, psychological contract
fulfillment, and organizational support on work outcomes has been well-documented in prior
literature. In the view of this fact, putting an emphasis on the social exchange mechanism of
perceived organizational support (POS) and psychological contract, Biswas, Varma, and
Ramaswami (2012) linked procedural and distributive justice to employee engagement. Findings
established the direct influence of POS and psychological contract on work engagement and
distributive justice was found to have indirect effects on work engagement through POS and
procedural justice was found to have indirect on work engagement effects through POS and

psychological contract.

Karatepe (2011b) investigated and confirmed work engagement as a full mediator of the
effects of procedural justice on affective organizational commitment, job performance, and extra-
role customer service of hotel employees.

Chughtai and Buckley (2011) explored the effects of trust in supervisor and trust propensity
on employees’ work engagement and investigated the mediating influence of learning goal
orientation in the relationship between work engagement and in-role job performance and
innovative work behaviour. It was suggested that both trust in supervisor and trust propensity had a
positive influence on work engagement. Additionally, work engagement was found to have direct
and indirect effects on in-role job performance and innovative work behaviour through learning

goal orientation.

Bal, Cooman, and Mol (2013) explored the dynamics of psychological contracts with work
engagement and turnover intention, and the influence of organizational tenure in these
relationships. The relationships between psychological contract fulfilment and work engagement
and turnover intention were only present among employees with low tenure, and were non-

significant for highly tenured employees.
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Bhatnagar (2012) evaluated the mediating effects of work engagement in the relationship
between psychological empowerment and innovation and turnover intentions. Psychological
empowerment was found to be a strong predictor of work engagement. The study also confirms the
mediating mechanism of work engagement through which psychological empowerment affects

innovation and results in employees’ lower turnover intentions.

Yalabik, Popaitoon, Chowne, and Rayton (2013) assessed the role of work engagement in
the relationships between employee attitudes (affective commitment, job satisfaction) and
outcomes (job performance and intention to quit). Work engagement was to play full mediation
role in the relationship between employee attitudes and job performance, and accounted for the

influence of employee attitudes on intentions to quit in part.

To conclude upon the above literature review, it can be seen that contemporary researchers
from every part of the world are increasingly recognizing work engagement as a vital phenomenon
that may affect organizational effectiveness, innovation, and competitiveness (Welch, 2011) and
that is influenced by so many factors at work place including HR orientation, work climate, LMX,
job characteristics, organizational justice, psychological contract, trust, empowerment, and
dispositional attributes of an individual. Table 2.3 represents a more organized view of previous
research studies with a specific focus on employees’ behavioral outcomes of work engagement

keeping in mind objectives of the present study.

2.4.1 High-Performance HR Practices, Psychological Climate, and OCB - Role of Work

Engagement
2.4.1.1 High-performance HR practices and work engagement

Previous researches indicated that high-performance HR practices play a critical role in advancing
employees’ competencies and can also facilitate the employee development of work engagement
(Karatepe, 2013; Alfes et al., 2012). For instance, allocation of job resources to individual
employees that comes under the scope of human resource management policy and practices in the
organization has been advocated as an important determinant of employees’ work engagement
(Shantz et al., 2013). Additionally, HR practices empower employees in their daily work, which

would best be displayed by their higher levels of personal energies in work.
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Table 2.3 Summary of Previous Studies on Work Engagement and Employees’ Behavioral Outcomes

Source/Study Sample, setting and Objective Antecedents Concept attributes Consequences Key findings
study type (©)
Salanova and Multi sample study To investigate the mediating role | Job resources (control, an indicator of intrinsic Work engagement fully
Schaufeli -386 technology of work engagement in the feedback, and variety) motivation at work Proactive mediated the impact of job
(2008) employees from relationship between job behaviour resources and proactive
Spain resources and proactive behaviour ‘Positive, fulfilling, behaviour in both samples.
-338 telecom at work. work-related state of
managers from mind that is characterised
Netherlands by vigor, dedication, and
absorption.
a more persistent
affective-motivational
state that is not focused
on any particular object,
event or behaviour.
Dikkers, 794 Dutch government | To examine the moderating role Job demands
Jansen, de employees of proactive personality in (quantitative demands) a positive work-related Proactive personality was
Lange, relation to job demands, job state of mind that is associated with an increase in
Vinkenburg, resources and engagement. Job resources (influence | characterized by vigor, engagement 18 months later.
and Kooij at work, social support) dedication, and Moreover, proactive
(2009) absorption employees perceiving high
Proactive personality squal support reported the
highest levels of engagement
over time.
Babcock- 102 undergraduate To explore the mediating
Roberson and students at a large influence of work engagement on | Charismatic leadership the amount of energy and | Organizational Results indicated the full
Strickland western university the role of leader charisma to dedication with which citizenship mediating effects of work
(2010) enhance OCB. employees contribute to behaviours engagement in the

their job.

relationship between leader
charisma and OCB.
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Job characteristics

Investment of personal

Christian, Meta-analysis To investigate the distinctiveness | (autonomy, task variety, resources
Garza, and of work engagement and task significance, A motivational variable Job performance | Work engagement was
Slaughter examining the mediating effects problem solving, job related to job performance;
(2011) of work engagement in the complexity, feedback, Self-investment of Task and mediated the
relation between distal social support, physical personal resources in performance relationship between job
antecedents and job performance. | demands, work work characteristics, leadership,
conditions) Contextual and dispositional
A higher order construct | performance characteristics and job
Leadership performance. Also, work
(Transformational, A relatively enduring engagement was identifying
LMX) state of mind as a unique construct.
Dispositional
Characteristics
(Conscientiousness,
Positive affect, Proactive
personality)
A positive and significant
Chughtai and 168 research scientists | Examining the relationship Trust in supervisor Characterized by energy, | In-role job relationship was observed
Buckley (2011) | drawn from 6 Irish between trust and engagement. self-confidence, genuine | performance between trust in supervisor
science research Trust propensity enthusiasm, and passion and trust propensity and
centres To examining learning goal for work. Innovative work | work engagement.
orientation as a mediator of the behaviour Learning goal orientation
influence of work engagement on positive, fulfilling work was partially accounted for
two forms of performance (in-role related state of mind that the relationship between
job performance and innovative is characterised by work engagement and in-role
work behaviour). vigour, dedication and job performance and
absorption. innovative work behaviour.
A motivational and Transformational leadership
Salanova, 280 dyads from To examine the role of self- positive state of mind had a significant impact on
Lorente, a large Portuguese efficacy and work engagement in | Transformational which is characterized by | Extra-role extra-role performance via
Chambel, and hospital the association between leadership vigor, dedication, performance self-efficacy and work
Martinez transformational leadership and absorption. engagement.
(2011) extra-role performance. Self-efficacy intrinsic motivational

process
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Shuck, Reio Jr,

283 workers from

An individual

A significant relationship

Rocco (2011) different To the links between job fit, Job fit employee’s cognitive, Discretionary employee engagement was
organizations affective commitment, emotional, and effort reported with job fit,
psychological climate and Affective commitment behavioural state directed affective commitment, and
employee engagement, and toward desired Lower intention | psychological climate,
discretionary effort, and intention | Psychological climate organizational outcomes. | to turnover discretionary effort, and
to turnover. intention to turnover.
A state of long-term
emotional involvement
To investigate the interact ion
Bakker, 144 employees from between work engagement and An active, positive work | Task and Conscientiousness moderates
Demerouti, and | several occupations personality trait related state of mind contextual the relationship between
Brummelhuis (conscientiousness) when performance engagement and three types
(2012) predicting other ratings of task Beneficial for both the performance.
performance, contextual individual and the
performance, and active learning. organization Employees were most
positively evaluated when
they highly engaged in their
work.
There was a strong empirical
Bhatnagar To examine the relationship Psychological A positive experience Innovation relationship between
(2012) 291 managers from between psychological empowerment psychological empowerment,
Indian industrial empowerment, work engagement, High energy, resilience, a | Low turnover work engagement,
sectors innovation, and turnover willingness to invest intentions innovation, and turnover

intention; the mediating
mechanism of work engagement
in the relationship between
psychological empowerment and
innovation and turnover intention.

effort on the job and
persistence in the face of
difficulties

intention. Work engagement
was a strong mediator
between psychological
empowerment and
innovation.

Biswas, Verma,
and
Ramaswami
(2012)

238 managers and
executives from 12
manufacturing and
service firms in India

To examine the influence of
distributive and procedural justice
on employee engagement and the
mediating mechanism of POS and
psychological contract

Distributive and
procedural justice

Perceived organizational
support and
psychological contract

Employees who are
psychologically and
cognitively occupied
with their work

POS mediated the
relationship between
distributive justice and
employee engagement, and
both POS and psychological
contract mediated the
relationship between
procedural justice and
employee engagement.
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Gupta and Multi sample method | To explore the relationship An important
Kumar (2013) between perceptions of Influence of performance | determinant of employee PA justice (distributive and
Study 1- 203 performance appraisal fairness appraisal justice performance informational) perceptions
professional working | (HRM practices) and employee perceptions on work lead to higher work
in Indian subsidiaries | engagement in the Indian business | engagement engagement and well-being.
of MNCs context
Study 2- 323
professional working
in Indian subsidiaries
of MNCs
Karatepe Full time front-line To examine whether work High-performance work | A motivational construct
(2013) hotel employees and | engagement functions as a practices Job performance
their managers mediator of the effects of high- A positive fulfilling work | and extra-role
performance work practices on related state of mind customer service | Work engagement acts as a
job performance and extra-role full mediator of the effects of
customer service. Characterized by high high-performance work
levels of energy, practices on job performance
dedication, and and extra-role customer
happiness at work. service.
Individual perceptions
Li, Sanders, 298 employees and To examine the relationship about the significance of
and Frenkel 54 supervisors from a | between LMX and employee job LMX work environment Job performance | LMX was positively related
(2012) large luxury hotel in performance; the mediating role to employee job
southern China of work engagement in this Employees’ valuations of performance, work
relationship and the moderation the attributes of work engagement mediated this
effects of HRM consistency in the environment relationship and HRM
relationship between LMX and consistency strengthened the
work engagement. Emotionally relevant influence of LMX on work
cognitions of relatively engagement.
proximal situational
conditions
Liao, Yang, 235 Chinese To examine the joint effects of Team-member exchange | indicates the extent to
Wang, Drown, | employees employee personality which employees’ The three focal personality

and Shi (2013)

(extraversion, neuroticism, and
conscientiousness) and social-
exchange relationships with peers
(TMX) in predicting work
engagement.

Personality traits

psychological
engagement is expressed
in performing specific
work tasks and roles.

a role-based motivational
concept

traits moderated the TMX-
work engagement
relationship simultaneously
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Can make a true Knowledge Transformational leadership
Song, Kolb, 432 cases (low-level To assess the mediations effects Leadership practices difference for employees | creation was found to be a significant
Lee, and Kim employees and of work engagement in the (transformational and may offer predictor of work
(2012) middle-level relationship between leadership) organizations a engagement and
managers) from 6 transformational leadership and competitive edge. organizational knowledge
different types of organizational knowledge A distinct concept creation; work engagement
organizations. creation practices in the Korean differentiated from was found to be a significant
business context related concepts of extra- mediator in the relationship
role behaviour, between transformational
organizational leadership and organizational
commitment, job knowledge creation
satisfaction, and practices.
workaholism.
Sulea, Virga, Job resources (perceived
Maricutoiu, 258 employees from | To examine the influence of job organizational support) Employees’ affective- Positive extra Work engagement explains
Schaufeli, three Romanian resources and personal resources motivational state role behaviors in part the influence of job
Dumitru, and organizations on OCBs via work engagement; Job demands (OCBs) and personal characteristics
Sava (2012) and the effect of job demands on (interpersonal conflicts at on OCBs.
CWB via work engagement. work) Negative extra-
role behaviors The mediating effect was
Personal resource (CWBs) stronger for OCB than for
(conscientiousness) CWB.
Personal resources partially
Bakker and Job resources (autonomy, | a positive, fulfilling, mediated the relationship
Xanthopoulou 84 female school To test the Job Demands- social support, work-related experience Creative between job resources and
(2013) principals and 190 Resources model of work performance feedback, that includes three performance work engagement.
teachers engagement; the influence of job professional complementary and charismatic | Work engagement fully
resources on creativity and development) dimensions: an energetic | leadership mediated the relationship
charismatic leadership behaviour (i.e. vigor), an affective behaviour between job resources and

through personal resources and
work engagement

Personal resources (self-
efficacy, resiliency)

(i.e. dedication) and a
cognitive dimension (i.e.
absorption).

creativity, but not between
job resources and charisma
personal resources had an
indirect effect on creativity
through work engagement.
Work engagement fully
mediated the relationship
between personal resources
and charisma
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To examine the influence of Positive and fulfilling OCBs- OCBI Positive relationship found
211 teachers from 6 teachers’ work context on the work-related state of and OCBO between work engagement
Runhaar, Dutch schools for relationship between their work mind of the individual and OCB bhut the study
Konermann, secondary education engagement and OCBs; work employee demonstrated the important
and Sanders context in terms of autonomy and role of work context in
(2013) LMX moderates the relationship A motivational construct predicting OCBs i.e. the
between work engagement and more engaged employees
OCBs. were, the more they
exhibited OCBs, but only in
conditions of low autonomy
and low LMX
The results reveal that
To examine the mediating Task employees
mechanism of employee A distinct, unique, and performance who hold jobs that offer high

Shantz, Alfes,
Truss, and
Soane (2013)

283 employees from
a consultancy and
construction firm
based in the UK and
from supervisors’
independent
performance
evaluations.

engagement in the job design-
performance relationship

Task variety
Autonomy

Task significance

Task identity

Feedback from job

valid construct

a multidimensional latent
motivational construct
with three

dimensions, namely
vigour, dedication and
absorption.

Organizational
citizenship
behaviour

Deviant
behaviours

levels of autonomy, task
variety, task significance and
feedback are more highly
engaged and, in
consequence, receive higher
performance ratings from
their supervisors, enact more
organizational citizenship
behaviours and engage in
fewer deviant behaviours.

77




Furthermore, HR practices including career management and training and
development activities show organizational commitment and consistent efforts towards its
human capital in enhancing employees’ skills, providing learning opportunities to them,
and facilitating their future growth and development in the organization. Employees’
positive experiences of HR practices such as career management, rewards, pay
satisfaction, empowerment, and performance appraisal have been found to have
implications for work engagement (Juhdi et al., 2013; Karatepe, 2013). Given this
performance-oriented HR focus of the organization, employees tend to feel satisfied and

come to work with an enduring state of mind triggering work engagement in organizations.

Keeping the idea of social exchange theory in mind, it has been argued that when
employees find that their organization is concerned for their needs and concerns at
workplace and really cares for their development, they tend to pay back to the organization
with an activated state of mind at work. Consistent with this, high-performance HR
practices are assumed to have synergistic effects on employees’ work engagement. Earlier
studies have identified the role of individual HR practices on employee attitudes and
behaviours (Boselie et al., 2005). For instance, Costan and Salazar (2011) explored the
impact of training and development on employee job satisfaction, loyalty, and intent to
stay and suggested that when employees perceive the opportunity to develop new skills
they tend to feel more satisfied with their jobs, more loyal, and more likely to stay with the
organization. However, a combination of performance-oriented HR practices needs to be
implemented holistically to avoid conflicting impression on employees’ mind and to

achieve more common organizational objective.
2.4.1.2 Psychological climate and work engagement

Psychological climate signifies employees’ sense making of the work context based on the
cognitive inferences of situations and psychological processing of perceptions into more
meaningful interpretations of organizational realities. D’Amato and Zijlstra, (2008) state
that employees do not respond to the work environment directly, but must first perceive
and interpret their environment (p. 36).

Recent work in the area of positive psychology also postulates the idea of
developing positive contextual and environmental conditions for human excellence at
work that is when an organization is anytime ineffective to accommodate the

psychological needs and concerns of its employees or fails to concern about the socio-
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psychological context of the workplace, they tend to withdraw their positive energies from
work and may feel disengaged at work. This illustrates that the appraisal of psychological
climate has a motivational or emotional implication by nurturing employee well-being and
that apart from the overt behaviors (e.g. OCBs), there are also some overt aspects of
behavior: the cognitive, energetic, and affective processes that accompany and regulate
those behaviors (D’amato & Zijlstra, 2008). The constant evolution of ‘work engagement’
may signify this overt aspect of behavior which signifies a positive and high arousal
affective state of employees’ mind which is characterized by positive energy and

involvement.

Work engagement shares a close connection with climate perceptions in that it can
stimulate employees to employ personal resources in their work roles. Carrying forward
this idea of positive climate for resonance at work, Shuck et al., (2011) suggest that an
employee’s perception of well-being and interpretation of what has the potential to bring
emotional or psychological harm is directly related to engagement. This is further affirmed
as disengagement in work roles is often related to the perception of poor workplace
conditions such as less than meaningful work, feelings of non-support from managers, and
poor co-workers relations (Fairle, 2011; Shuck et al., 2011; Shuck & Herd, 2012). This
implies climate perceptions may serve as a favorable condition to facilitate the
development of employees’ psychological well-being, which in turn spurs motivational
and affective reactions to work (Martin, Jones & Callan, 2005) that in our case is ‘work

engagement’.
2.4.1.3 Work engagement and OCB

Work engagement is a relatively stable state of mind that is more persistent and not
focused on any particular object, event, individual or behavior” (Schaufeli et al., 2002b).
Engaged employees put their heart and mind to work, and have consistently been shown to
be more productive, profitable, safer, healthier, and less likely to turnover (Fleming &
Asplund, 2007; Wagner & Harter, 2006; Wollard, 2011).

13

In organizational context, the term work engagement has been described as “a
desirable condition, has an organizational purpose, and connotes involvement,
commitment, passion, enthusiasm, focused effort, and positive energy”, (Erickson, 2005;
Macey & Schneider, 2008). This posits, engaged employees being enthusiastic, dedicated,

and psychologically involved are more able to invest their active physical strength and
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emotional energy towards the fulfilment of organizational goals. For instance, engaged
employees are observed as optimistic and spontaneous, they also tend to exhibit positive
attitudes and proactive behaviors at work place (Bakker, Demerouti, & Verbeke, 2004;
Christian et al., 2011; Schaufeli, Taris, & Bakker, 2006; Shimazu & Schaufeli, 2009) to

sustain organizational effectiveness (Welch, 2011).

Notable in this direction, work engagement is more than just the investment of a
single aspect of the self; it represents the investment of multiple dimensions (physical,
emotional, and cognitive energies) so that the experience is holistic and simultaneous
(Kahn, 1992; Rich et al., 2010; Christian et al., 2011). Hence, engagement is established as
a broader construct in that it involves holistic investment of the entire self (Saks, 2006),
which may lead to employees’ extraordinary performance at workplace including

organizational citizenship behaviours.

Prior literature suggest that engaged employees are likely to carry a broad
conception of the work role and tend to exhibit extra-role performances that facilitate the
organization at large and the people within (Rich et al., 2010; Christian et al., 2011).
Towers Perrin, (2003) have also reported that engaged employees bring discretionary
efforts to work, in the form of extra time, brain power and energy. Further, it is argued that
engaged employees efficiently accomplish their professional goals or in-role performances
in less time than others and feel capable to invest their extra resources while behaving in
citizenship ways. That is when they have choices; they will act in citizenship ways. Along

these lines, there is a reason to expect work engagement to be related to OCBs.

Engagement is considered as one important aspect of managing discretionary
efforts at workplace in which employees act in a way that furthers their organization’s
interests (Lin, 2010). While the utility of work engagement is widely accepted as a higher-
order psychological construct that is manifested by different psychological states of
fulfillment, and in recent years, empirical evidences in western economies has supported
its positive relationship with organizational resources and impact on organizational
citizenship behaviours (e.g. Alfes et al., 2012; Karatepe, 2013; Rurkkhum and Barlett,
2012; Sulea et al., 2012), yet much remains unknown in the eastern economies,

particularly in the Indian context (Cem Ersoy et al. 2011).

Moreover, investigating the intermediaries in the relationship between high-

performance HR practices and OCBs has been the issue of research since last few years.
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The extant literature on the relationship between high-performance HR practices and
OCBs that count heavily on employee attitudes, employee sentiments (e.g., organizational
commitment, job satisfaction, job involvement, organizational justice, and support) have
failed to depict a perspicuous picture (e.g., Allen et al., 2003; Alfes et al., 2012; Kehoe &
Wright, 2010; Kuvvas, 2008; Snape & Redman, 2010), there exists no consensus as to the
extent of mediation offered by these variables. To add even more, individual attitudes and
other temporary generalities of emotional ranges have recently been criticized for not
providing an inclusive view of an individual’s self which encompasses a simultaneous
activation of personal energies at work (Alfes et al., 2012). Whereas, high-performance
HR practices are implemented with an objective to enhance employees motivation to
perform well, which should really impact their willingness to bring a positively activated
state of mind at work, while demonstrating higher levels of work engagement.
Surprisingly, few attempts have been made to validate these assertions in previous

attempts.

Therefore, for a more encouraging and comprehensive perspective, the present
study highlights an ‘engagement’ oriented view of the relational perspective of high-
performance HR practices and psychological climate towards OCBs. Work engagement is
considered as “one of the most critical psychological state”. The present study instead of
focusing on other indicators of well-being focuses solely on work engagement as it is
grounded in an employee’s unique experiences of work (i.e. positive climate perceptions)
and that it represents the behavioral manifestation of a cognitive and emotional
interpretation of work related environmental inputs and outcomes (Shuck et al., 2011,
Shuck & Herd, 2012).

In this endeavor, the present study attempts to develop a model (See Figure 3.1)
that illuminates the associations between high-performance HR practices, psychological
climate, work engagement, and OCBs, and to empirically examine these associations in the
model using structural equation modeling (SEM) analysis. Following the preceding
discussion, it is likewise argued when an organization makes substantive investments in
strengthening and advancing the human capital (through high-performance HR practices)
while intending on providing meaningful and safe working environments (i.e. positive
psychological climate) in order to develop a high-quality exchange relationship with its
employees, there are higher possibilities that they may choose to reciprocate with an

increased level of engagement with their work and may even assume the role of good
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organizational agents. Thus, it is expected that high-performance HR practices facilitate
the development of positive psychological climate perceptions, and higher work
engagement that encourages citizenship behaviors towards the organization. The present
research study situates psychological climate and work engagement as core underlying
psychological mechanisms in the workplace that explain a holistic view of the

relationships between high-performance HR practices and OCBs.
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Chapter 111

Research Methodology

The previous chapters of this study described the importance of employees’ increased
contributions at workplace in the multi-faceted business environment and the significance
of firms’ high-performance HR practices, psychological climate, and work engagement to
enhance employee manifestations in citizenship behaviors. In specific, chapter Il put
forward the need of an integrated model for organizational citizenship behavior. In order to
identify the variables to be studied, the systematic literature review has greatly supported
the study. This chapter describes the objectives of the study and the method of

accomplishing these objectives.

3.1 RESEARCH OBJECTIVES

The study aimed to explore the factors leading to enhanced citizenship performance at
workplace. Secondly, it aimed to understand the relationship between employees’
perceptions of high-performance HR practices and organizational citizenship behaviors as
fully mediated by psychological climate and work engagement. In order to provide a point
of initial focus for this research, decision had to be made between two choices: whether to
view this problem from an organization’s perspective i.e. what an organization is doing to
enhance employees’ citizenship performance at workplace or to study it from an
individual’s perspective i.e. what motivates an employee to exhibit sustained efforts at
workplace. This research chose the latter, as in order to promote social organization at the
workplace, it is important first to understand the experiences and perceptions of targeted
employees and then build the strategy accordingly, which suggests developing the

employee value proposition.

In particular following are the objectives of the study:

1. To study the function of high-performance HR practices on employees’
citizenship behaviours.

2. To explore the function of employees’ perceptions of the psychological climate
on OCBs.

3. To understand the function of work engagement on OCBs.
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4. To examine the relationship among high-performance HR practices,
psychological climate and work engagement for facilitating OCBs at the
workplace.

4.1 To examine the relationship between high-performance HR practices and
psychological climate.

4.2 To assess the relationship between high-performance HR practices and work
engagement.

4.3 To assess the relationship between psychological climate and work
engagement.

4.4 To examine psychological climate as mediating variable in the relationship
between high-performance HR practices and work engagement.

45 To examine work engagement as mediating variable in the relationship

between high-performance HR practices, psychological climate, and OCBs.

3.2 RESEARCH HYPOTHESES
The research hypotheses proposed for this study are enumerated as follows:

H1. High-performance HR practices (internal career opportunities, extensive training,
employment security, participation and communication, sensitive selection, incentive
compensation) of an organization will significantly predict citizenship behaviors of

employees.

H2. Employees’ perceptions of the psychological climate (supportive management, role-
clarity, self-expression, recognition, contribution, and challenge) will significantly predict

citizenship behaviors of employees.

H3. Employees’ work engagement in terms of vigor, dedication, and absorption will

significantly predict citizenship behaviors of employees.

H4. There is a significant relationship between high-performance HR practices,

psychological climate and work engagement for facilitating OCBs at the workplace.

H4.1 High-performance HR practices of an organization will be significantly related with

employees’ perceptions of the psychological climate.

H4.2. Employees’ perceptions of the psychological climate will be significantly related

with work engagement.
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H4.3. High-performance HR practices of an organization will be significantly related with

work engagement.

H4.4. Employees’ perceptions of the psychological climate will significantly mediate the
relationship between high-performance HR practices and work engagement.

H4.5. Work engagement will significantly mediate the influence of high-performance HR

practices and psychological climate on OCBs.

Figure 3.1 Predictor Variables of Organizational Citizenship Behaviors (OCBs)

High-Performance HR
Practices

(ICO, ET, ES, P&C, SS,
IC)

Organizational
Citizenship
Behaviors (OCBs)

Psychological Climate

(SM, RC, SE, RCG,
CON, CH)

Work Engagement
(VIG, DED, AB)

Legend: ICO- Internal Career Opportunities; ET- Extensive Training; ES- Employemeny Security;
P&C- Participation & Communication; SS- Sentisitive Selection; IC- Incentive Compensation; SM-
Supportive  Management; RC-Role-Clarity; SE-Self-Expression; RCG-Recognition; CON-
Contribution; CH-Challenge; VIG- Vigor; DED- Dedication; AB- Absorption

3.3 SAMPLE

Convenience purposive sampling was used to collect data from employees working as
software developers, programmers, team leaders, project managers, and administrative
personnel in 25 IT organizations across the national capital region (NCR), India. A total of
490 questionnaires were distributed to selected participants. The questionnaires included
instruments related to the selected wvariables: high-performance HR practices,
psychological climate, work engagement, and OCB.
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Figure 3.2: The Research Model (M1)

Sensitive Selection
Supportive Self-
Incentive Management Role-Clarity Expression Contribution Recognition Job Challenge Altruism
Compensation
Courtesy

Extensive Training Organizational /

\ High-Performance _| Psychological | Work o] citizenship Civic Virtue
Employment < HR Practices Climate | Engagement Behavior (OCB) \ —
Security Conscientiousness
Internal Career \ Sportsmanship
Onportunities Vigor Dedication Absorption
Participation and
Communication
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About 397 duly filled questionnaires were returned to the researcher. After preliminary
screening, a sample set of 357 questionnaires was found suitable for the further analysis.

The response rate to the survey was 72.85 %.

The mean age of the respondents was 34 years (SD=4.02) and the average work
experience was 9.42 (SD = 3.72). 58.8 percent of the respondents were male and 41.2%
were female participants. The work experience profile of the sample was: less than five
years (47.33 per cent), between five years and ten years (22.33 per cent), and above ten
years (28.33 per cent). Over 63.0 percent of participants had engineering degree, 30.8
percent of the sample had management degree, and doctorates accounted for 6.2 percent.

Table 3.1 represents the demographic characteristics of the participants.
3.4 PROCEDURE AND DATA COLLECTION

The present study attempts to examine the precursors of OCBs in IT organizations.
Primary data was used for this purpose, and a survey was carried by means of a self-
administered and open ended scale.

Initially, a recommendation letter was drafted and sent to the heads of the
companies and consent was gathered for data collection for the fulfillment of the
requirement of the study. The data was collected personally by the researcher. While
administering the tests, good rapport was established with the subject to get their
maximum cooperation and to have best responses out of them. A cover letter delineating
the research purpose, assurances of confidentiality, an emphasis on the voluntariness and
anonymity of responses, and instructions for survey completion was attached with each

questionnaire.

The questionnaire was made up of 67 survey items under four sections: High-
performance HR Practices, Psychological Climate, Work Engagement, and OCB. The
participants were asked to tick mark their choice. Scoring was done manually after
receiving the responses in accordance with the instructions given in the manuals of the
respective scale (attached with respective scale in Appendix 1). A brief description of the

guestionnaire has been given as under:
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3.4.1 Personal Information Section

Personal information section included gender, age, marital status, educational
qualifications, position in the organization, and job tenure.
Table 3.1 Demographic Characteristics of the Participants
Variables
Years Number (%)
Age
>30 105 29.4 %
30-40 182 51.0%
40< 70 19.6%
Gender
Male 210 58.8%
Female 147 41.2%
Marital Status
Single 98 27.5%
Married 259 72.5%
Education
Engineering 225 63.0%
Graduate
Management 110 30.8%
Graduate
Doctorate 22 6.2%
Work
Experience
<5 169 47.3%
5-10 87 24.3%
10< 101 28.3%
Total N 357 100%

(Note: source primary data)

3.4.2 High-Performance HR Practices

High-performance HR practices of the organization were measured using the 22-items
high-performance HR practices scale developed by Wei, Han, & Hsu (2010). Participants
were asked to assess the extent to which each one of the 22 items applied to his/her

organization with a seven-point Likert Scale, ranging from 7 (strongly agree) to 1(strongly

disagree). This scale measures six different HR practices:
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Q) Internal career opportunities- This measure the extent to which an
organization has an internal ladder of career opportunities (e.g., our
organization has a well-designed development program).

(i) Extensive training - This measures the extensiveness and formalization
of the organization’s training programs (e.g., our organization offers
employees diverse training programs for different training needs).

(iii) Employment security- This measures the degree of employment
security (e.g., expects employees to stay in organization as long as they
wish).

(iv) Participation and communication- This measures the degree to which
the organization values employees’ input into their work (e.g., our
organization keeps open communications with employees in their jobs).

(V) Sensitive selection- This measures the extent and complexity of
selectivity in selection (e.g., our organization uses panel interviews to
select new employees).

(vi)  Incentive compensation- This measures whether employees’ job
performance is a determinant of their compensation (e.g., our

organization has a competency-based pay system).

In the present study, the internal consistency reliability estimates for each of
the sub-scales were observed as follows: internal career opportunities, a = 0.70;
extensive training, o = 0.65; employment security, o = 0.64, participation and
communication, o = 0.82, sensitive selection, a = 0.80; incentive compensation, o =

0.85. Reliability estimates for the combined scale was a. = 0.93.
3.4.3 Psychological Climate

Questions in this section dealt with the general feelings of participants about their work
climate perception i.e. supportive management, role-clarity, self-expression, contribution,
recognition, and challenge. The scale to measure psychological climate perception was
drawn from the work of Brown & Leigh (1996). The scale contains 21 items and

categorized into six dimensions:

I.  Supportive management- measures the respondents’ perceptions of

flexibility and support provided by management with respect to task
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accomplishments (e.g., my boss gives me the authority to do my job as | see

fit).

ii.  Role-clarity- measures the extent to which employees perceive their work
role to be clear and consistent (e.g., the amount of work responsibility and
effort expected in my job is clearly defined).

iii.  Self-expression-measures whether employees feel psychologically safe in
expressing core aspects of their self-concepts, (e.g., | feel free to be
completely myself at work).

iv.  Contribution- measures the respondents’ perceptions if their work
significantly affects organizational processes and outcomes, (e.g., doing my
job well really makes a difference).

V.  Recognition- measures the respondents’ believes of the recognition of their
work in organizations (e.g., | rarely feel my work is taken for granted).

vi.  Challenge- measures the perception of challenge and necessity of creativity
in the work role (e.g., It takes all my resources to achieve my work
objectives).

The respondents were asked to mark their choice that most appropriately describes
their experience in the organizations. The response scale ranged from 1 (‘strongly
disagree’) to 7 (‘strongly agree). In the present study, the internal consistency reliability
estimates for each of the sub-scales were observed as follows: supportive management,
a = 0.73; role-clarity, a = 0.71; contribution, oo = 0.74, recognition, a = (.78, self-
expression, o. = 0.79; challenge, o = 0.68. Reliability estimates for the combined scale was
a=0.85.

3.4.4 Work Engagement

This section contains statements that measure the facets of participants’ work engagement.
An extensively validated 9-item Utrecht Work Engagement Scale (UWES-9) reported by
Schaufeli et al. (2006) was used to measure work engagement. The scale measures three

sub-dimensions (having three items each) of work engagement:

I.  Vigor- measures respondents’ perceptions of positive affect in them in terms of

positive energy and mental resilience (e.g., At my job, | feel strong and vigorous).
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Dedication- measures the emotional framework of engagement, respondents’
perceptions of significance and meaningfulness of work (e.g., I am proud of the
work that | do).

Absorption- measures the extent to which respondents are engrossed in their work

roles (e.g., | feel happy when I am working intensively).

All items relating to these three sub dimensions were measured on a seven-point

Likert scale ranging from 1 = ‘Never’ to 7 = ‘Always’. In the present study, the internal

consistency reliability estimates for each of the sub-scales were observed as follows: vigor,

o = 0.83; dedication, a = 0.81; absorption, a = 0.79. Reliability estimates for the combined

scale was a.=0.91.

3.4.5. Organizational Citizenship Behaviour (OCB)

For measuring OCB, the OCB scale (Podsakoff & MacKenzie, 1989) was administered.
This is a 15-item OCBQ divided into five components (indicating three items each) as
identified by Organ (1988):

Altruism- measures the extent to which respondents provide co-worker assistance

when needed (e.g., | give my time to help others with work problems willingly).

Courtesy- measures the proactive gestures being displayed by the respondents in
the wake of avoiding problems and sharing relevant information with others (e.g. |

am mindful of how my behavior affects other people’s job).

Civic-virtue- measures the extensiveness of involvement that respondents show in
the political life of an organization (e.g., | keep up with developments in the

company).

Conscientiousness- measures whether respondents abide themselves by
behavioural norms at the workplace in terms of obeying rules, following timely
breaks, and demonstrating punctuality etc. (e.g., | do not take unnecessary time off

work).

Sportsmanship- measures the extent to which respondents’ willingly tolerate minor
nuisances at work and do not overreact on petty issues (e.g., | consume a lot of time

complaining about trivial matters (reverse coded).
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Of the 15 items, three items as 13, 14, and 15 are reverse scored. The response
scale ranged from 1 (‘strongly disagree’) to 7 (‘strongly agree). In the present study, the
internal consistency reliability estimates for each of the sub-scales were observed as
follows: altruism, o = 0.79; courtesy, a = 0.81; civic-virtue, a = 0.78, conscientiousness,

o = 87, sportsmanship, a = 0.78. Reliability estimates for the combined scale was a. = 0.92.
3.5 CONTROL VARIABLES

Employee age, gender, education, and work experience were kept as control variables.
Age was measured as a continuous variable. Employee gender was modeled as a
categorical variable (0 — female, 1 — male). Education was modeled as a categorical
variable (0 — graduates, 1 — postgraduates, 2 - others). Employee work experience was

measured as years in service and was modeled as a continuous variable.
3.6 DATA ANALYSIS

Collected responses were analyzed by using SPSS®17 and AMOS®21. Data was checked
for missing values (for each subject in the study, there must be related pairs of scores i.e. if
a subject has a score on variable X, then the same subject must also have a score on
variable Y), normality (the estimator is average neither high nor low), linearity (between
variables the relationship can be most accurately represented by a straight line), reliability,
non-multicollinearity and homoscedasticity (The variability of scores on the Y variable

should remain constant at all values of the X variable).

Skeweness and kurtosis scores were also calculated to measure the normality and
the obtained skeweness and kurtosis coefficient lies within the accepted range of +1
standard deviation. The analysis that study variables are negatively skewed revealed the
existence of outliers but these outliers were within one standard deviation of the mean and
were determined not to be a significant threat to normality. For linearity, scatter plots were
drawn among predictor and criterion variables. The obtained plots ensured the occurrence
of linearity among study variables. Cronbach alpha score was used to measure the
reliability of the study measures. Variance inflation factor (VIF) score was calculated to
determine the non-multicollinearity (the calculated VIF should remain below 10). All the
independent variables had VIFs < 3, which indicated no severe multicollinearity issue

among independent variables.

To see the equality of error variance (homoscedasticity) studentized plot was
graphed and the shape of the plot verified the assumption of homoscedasticity. Next to
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this, exploratory factor analysis (EFA) and confirmatory factor analysis (CFA) were
employed to obtain the factor structure and fitness of the obtained factor pattern on the

focused sample respectively.

In third phase of analysis, study hypotheses were tested. Multiple hierarchical
regression was employed to test the hypothesized relationship between predictor variables
and the criterion variable. Finally, SEM was run to test the research model of the study.

Detailed descriptions of the results are given in chapter 4.
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Chapter 1V

Results & Discussion

The obtained data was subjected to a number of statistical analyses pertinent to research
objectives of the study. The factor structure, reliability and validity of the instruments were
ascertained by using EFA and CFA. Descriptive analysis was done next, and then the

hypotheses’ testing was made.

The verification of hypotheses (1, 2, and 3) was done using multiple hierarchical
regression models.In the first multiple regression analysis for Hypothesis 1, the dependent
variable was organizational citizenship behaviour (OCB) whereas high-performance HR
practicesin terms ofinternal career opportunities, extensive training, employment security,
participation and communication, sensitive selection, and incentive compensation were
considered as criterion variables. In second multiple regression analysis for Hypothesis
2,0CB was again studied as dependent variable and psychological climateconstituents i.e.
supportive management, role-clarity, self-expression, recognition, contribution, and
challenege were treated as predictor variables.In third multiple regression analysis for
Hypothesis 3,0CB was again studied as dependent variable and work engagementfactors

i.e. vigor, dedication, and absorption were treated as predictor variables.

Finally, hypothesis 4 was tested through SEM approach using AMOS 21.0. In
hypothesis 4.1 of the study, the relationship between high-performance HR practices and
psychological climate was tested. Hypothesis 4.2 considered the positive relationship
between psychological climate and work engagement. Hypothesis 4.3 considered the
influence of high-performance HR practices on work engagement. To test the mediating
effect of psychological climate and work enaggement in the relationship between high-
performance HR practices and OCB (Hypothesis 4.4 and 4.5), two alternative structural

models were compared to the research model using Chi square difference test.

4.1 PRELIMINARY SCREENING OF DATA

The Table 4.1 shows the calculated coefficient for normality (i.e. skeweness and kurtosis),
reliability (i.e. Cronbach alpha) and non-multicollinearity (VIF). The results revealed that
one varible high-performance HR practices is negatively skewed and psychological
climate, work engagement, and OCB are positively skewed, but these coefficients were

within one standard deviation of the mean and were determined not to be a significant
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threat to normality. The data were tested for non-multicollinearity assumption. Variance

inflation factors (VIF) was found to be less than 10, indicating non-multicollinearity.

Table 4.1Normality, Reliability and Non-Multicollinearity Coefficients

N 357 Skewness Kurtosis Croanbach VIF
alpha
Scale Statistic SE Statistic SE
HPHRPs -0.222 0.129 0.652 0.257 0.95 1.153
PC 0.192 0.129 0.514 0.257 0.76 1.034
WE 0.180 0.129 0.623 0.257 0.61 1.442
OCB 0.212 0.129 0.564 0.257

(Source: Primary data, N (Number of participants) 357, SE standard error, VIF variance
inflation factor, significance level <0.05)

42 FACTOR STRUCTURE OF THE INSTRUMENTS

Before applying factor analysis, data corresponding to the different constructs was checked
for internal consistency, item-total correlation, variance, item means following De Vellis
(1991) recommendations. The items relating to each particular construct were subjected to
correlation analyses so as to establish internal consistency. High correlation among items
shows that items are all measuring the same construct leading to internal consistency.
Individual item reliabilities were checked and only those items were retained which
correlated at least 0.3 with at least one other item. Next, items with item-total correlation
with a value less than 0.2 were marked for deletion from the set. Further, means of the
items were checked for their proximity to the center of the range of possible scores. In
addition, items were analyzed for their removal from the set if they had the least negative

effect and more positive effect on a of the scale.

The basic assumptions for conducting EFA were met. Based on a strong conceptual
foundation, items all support the assumption that a structure does exists before proceeding
for factor analysis. The Kaiser- Meyer- Olkin measure of sampling adequacy was near to
one which indicated that the pattern of correlations was condensed, and Bartlett’s test of
sphericity was also significant. The factor loadings of 0.40 or less were eliminated (Price
and Mueller (1986). These considerations facilitated appropriate conditions for the

application of EFA and to understand the underlying structure of the variables.

The goal of rotation is to provide a better approximation to a simple structure of

variables. Since the aim of EFA was to clarify and conclude most of the original
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information in a minimum possible number of factors. Principal component analysis using
varimax rotation criterion (depending upon the nature of correlations among the
underlying latent variables of different constructs) was carried out. Items which were
observed as having low single significant loading were further marked for deletion. Items
with cross-loadings of values above 0.40 on two different factors were deleted provided
that the difference between weights for these items was less than .10 across factors.

The next stage involves assessing the generalizability of the scales to the
population under study. The best-fitting models identified from the EFA were
subsequently selected for CFA by using AMOS 21.0. Confirmatory Factor Analysis (CFA)
is a more rigorous procedure which assesses the construct validity and unidimensionality
of construct while specifying the relationship of the observed measures to their underlying
constructs. The following section discusses the results of the factor analysis of each scale
and subscales.

4.2.1 Exploratory Factor Analysis (EFA) of the High-Performance HR Practices
Scale

The items measuring high-performance HR practices in IT organizations were factor
analyzed. The Kaiser- Meyer- Olkin measure of sampling adequacy was 0.958, which is
well above the recommended value of 0.6, and Bartlett’s test of sphericity was significant
(o (171) = 5287, p < 0.001). Additionally, all communality values were well above 0.50,
confirming that each item shared some common variance with other item. Given these
indicators, factor analysis was conducted on the scores obtained from 22 items of the scale.
Principal component analysis using varimax rotation criterion was carried out. Six factors
were extracted with an eigenvalue of greater than 1 together accounting for 56.42 % of the
total variance in the sample. The items of each high-performance HR practices dimension
strongly loaded on a separate factor. However, two items strongly loaded either on several
factors or on factors that they could not be logically attributed to. Hence, they did not
contribute to a simple factor structure. The item, for e.g.: “Our organization involves
employees in calculating their compensation base” had factor loadings between .46 and .50
on both Participation and Communication and Incentive Compensation factors. The
difference between weights for this item was less than .10 across factors. Another item,
“Our organization considers the similarity of candidate’s personality and organizational
culture” did not load in Sensitive Selection factor where it was assumed to belong to and
had a primary factor loading of 0.42 on the Extensive Training factor (which was well

defined by 4 other factors) and a cross loading of 0.46 on Internal Career Opportunities for
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varimax solution. These two items were found to be nuisance items due to cross loadings

and hence were eliminated from the final scale.

Principal component factor analysis of the remaining 20 items, using varimax
rotation was conducted, resulting in a reliability of 0.89 % and the six factors explaining a
total variance of 59.47 %. The factor loadings for this final solution along with eigenvalues
and percentage of variance explained by each factor are shown in Table 4.2. Based on
clustering/grouping of items, factor labels proposed by the authors suited the extracted six
factors and therefore retained.

Table 4.2 Variables Included in Each Factor and Factor Loadings.

Factor/ltems 1 2 3 4 5

Internal Career Opportunities

1. Our organization fills vacancies with people already employed at the 0.48
organization.

2. Our organization has a well-designed development program. 0.76

Extensive Training

3. Our organization offers employees diverse training programs for different 0.71
training needs.

4. Our organization structures training process systematically. 0.67

5. Our organization encourages employees to undertake continuous training. 0.72

6. Our organization provides individuals extensive training programs in order 0.67
to increase general skills.

Employment Security

7. Our organization provides employees with job security. 0.72

8. Our organization expects employees to stay in organization as long as they 0.68
wish.

Participation and Communication

9. Our organization emphasizes employee participation. 0.62

10. Our organization provides employees the opportunity to suggest 0.71
improvements in the way things are done.

11. Our organization keeps open communications with employees in their jobs. 0.68

12. Our organization allows employees to participate in many decisions. 0.67

Sensitive Selection

13. Our organization makes extensive efforts to select the right person. 0.68

14. Our organization uses panel interviews to select new employees. 0.67

15. Our organization adopts fair procedures in selection. 0.59

16. Our organization emphasizes employee prior work experiences. 0.69

Incentive Compensation

17. Our organization has a competency-based pay system.

0.71

18. Our organization offers bonuses based on team performance.

0.67

19. Our organization offers pay levels competitive with those of competitors.

0.67

20. Our organization grants bonuses based on the profit of the organization.

0.69

Eigen values 472 | 417 | 350 | 2.68 | 2.66

2.65

Percentage of Variance Explained 14.82 | 11.67 | 9.04 | 8.34 | 7.49

7.01
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4.2.2 Confirmatory Factor Analysis (CFA) of the High-Performance HR Practices

Scale

The six-factor model derived from the EFA was then evaluated using confirmatory factor
analysis to see the fitness of the High-Performance HR Practices scale on the present
sample. Three different factor structures were tested for the model fit. First, a one factor
model which does not differentiate between the factors and assumes high-performance HR
practices to be a one-dimensional construct was tested. Second, the six factor model which
tested whether the six factors were correlated. Third, a higher order model as shown in
Figure 4.1 tested the notion that the relationship between the six factors was accounted for
by a second order factor. It defined six primary factors and a secondary factor as depicted

in Figure 4.1.

Table 4.3 Confirmatory Factor Analysis of Alternative Models

Model Ve df xvdf p NFI  TLI CFI RMSEA
One-factor 708.92 170 417 .00 .86 .87 .89 .09
Six-factor correlated  396.00 155 2.55 .00 .93 94 .94 .06
Second-order Model  412.07 164 251 .00 91 .95 .96 .05

Note: *p. < 0.001

Table 4.3 shows fit indices for each of the three models. As it is evident from the table,
the higher order model best fit the data. In addition it can also be noticed that correlated
six-factor model also showed acceptable data fit. However, the one-factor model did not
show the acceptable model fit with NFI, TLI, CFI values less than .90 and RMSEA values
greater than .80. On this basis, the higher-order model was retained to measure high-
performance HR practices in further analyses. Figure 4.1 explain the pattern of the high-

performance HR practices scale.
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Figure 4.1 Measurement Model for High-Performance HR Practices.
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4.2.3 Exploratory Factor Analysis (EFA) of the Psychological Climate Scale

Items pertaining to psychological climate construct were subjected to an exploratory factor
analysis yielding six factors. The Kaiser-Meyer-Olkin measure of sampling adequacy was
0.914, and Bartlett’s test of sphericity with approximated chi square value (3> (210) =
2547, p < 0.001) was significant. Principal component analysis using varimax rotation
criterion was carried out. Six factors were extracted with an eigenvalue of greater than 1
together accounting for 58.82 % of the total variance in the sample. All item total
correlations were above 0.30 in all cases. All communality values ranged between .478
and .778 confirming that each item shared some common variance with other item.
Deletion of an item “I rarely feel my work is taken for granted” for low factor loading
resulted in a six-factor solution comprising of 20 items. The item did not meet .40 criterion
as the minimum cut off to make certain that it represented the construct underlying
respective factor. Subsequently, examining this item, its mean was observed as
disturbingly low, indicating sporadic usage, and thereby confining the ranges. The six-
factor solution was retested after removal of this item explaining 60.26 % of the total
variance in the sample. The items loading on the six-factors were essentially the same as
those in the original solution described by the Brown & Leigh (1996). The factor loadings
for this final solution along with eigenvalues and percentage of variance explained by each
factor are shown in Table 4.4. The terms were used from the original scale to define

extracted factors.

4.2.4 Confirmatory Factor Analysis (CFA) of the Psychological Climate Scale

In order to corroborate the factor structure of psychological climate construct obtained as a
result of exploratory factor analysis, scale comprised of its respective items were evaluated
using confirmatory factor analysis. Three different factor structures were tested for the
model fit. First, a one factor model which does not differentiate between the factors and
assumes psychological climate to be a one-dimensional construct was tested. Second, the
six factor model which tested whether the six psychological climate factors were
correlated. Third, psychological climate scale was modelled as a higher order factor model
with its respective items as reflective indicators of latent first order factors (supportive
management, role-clarity, self-expression, recognition, contribution, challenge) as shown

in Figure 4.2. Table 4.5 provides the Results of CFA analysis.
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Table4.4 Variables Included in Each Factor and Factor Loadings

Factor/ltems

Supportive Management

1. My boss is flexible about how | accomplish my job
objectives.

0.51

2. My manager is supportive of my ideas and ways of
getting things done.

0.64

3. My boss gives me the authority to do my job as I see fit.

0.63

4. I'm careful in taking responsibility because my boss is
often critical of new ideas.

0.41

5. I can trust my boss to back me up on decisions | make in
the field.

0.56

Role Clarity

6. Management makes it perfectly clear how my job is to
be done.

0.64

7. The amount of work responsibility and effort expected
in my job is clearly defined.

0.65

8.  The norms of performance in my department are well
understood and communicated.

0.66

Self-Expression

9. The feelings | express at work are my true feelings.

0.46

10. | feel free to be completely myself at work.

0.64

11. There are parts of myself that | am not free to express at
work.

0.41

12. ltis okay to express my true feelings in this job.

0.66

Contribution

13. | feel very useful in my job.

0.60

14. Doing my job well really makes a difference.

0.47

15. | feel like a key member of the organization.

0.68

16. The work | do is very valuable to the organization.

0.54

Recognition

17. My superiors generally appreciate the way | do my job.

0.71

18. The organization recognizes the significance of the
contributions | make.

0.69

Challenge

19. My job is very challenging.

0.58

20. It takes all my resources to achieve my work objectives.

0.67

Eigen values

6.92

1.50

1.44

1.25

1.13

1.05

Percentage of Variance Explained

17.38

12.13

10.04

8.42

6.55

5.72
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Figure 4.2 Measurement Model for Psychological Climate
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Table 4.5 Confirmatory Factor Analysis of Alternative Models

Model Ve df xvdf p NFI TLI CFI RMSEA
One-factor 623.97 170 3.67 .00 751 782 .806 .087
Six-factor correlated  465.42 155 3.00 .00 933 .953 970 .064
Higher-order Model  465.86 164 2.84 .00 918 927 .949 .074

Note: *p. < 0.001

Table 4.5shows fit indices for each of the three models. As it is evident from the
table, the higher-order model of psychological climate best fit the data. In addition it can
also be noticed that the correlated six-factor model also showed acceptable data fit.
However, the one-factor model did not show the acceptable model fit with NFI, TLI, CFI
values less than .90 and RMSEA values greater than .80. On this basis, the higher-order
factorial structure of psychological climate scale was retained in the study for measuring
psychological climate perceptions.

4.2.5 Exploratory Factor Analysis (EFA) of the Work Engagement Scale

The study verifies the factor structure of work engagement. Factor analysis was conducted
on the scores obtained from a total of nine items for work engagement. The Kaiser-
Meyer- Olkin measure of sampling adequacy was 0.927, which is well above the
recommended value of 0.6, and Bartlett’s test of sphericity was also significant (y* (171) =
5287, p < 0.001). In addition, all communality values were well above 0.50, confirming
that each item shared some common variance with other item. Given these considerations,
Principal component analysis with oblique rotation criterion was carried out. Oblique
rotation criterion was used because work engagement variables have been reported to be
highly correlated (Schaufeli et al., 2002, 2006). The factor analysis for work engagement
resulted into a three factorial structure of work engagement organized as vigor, dedication,
and absorption with eigenvalue of greater than 1 together accounting for a cumulative
variance of 61.55 % in the sample. The item analyses of the responses revealed that

removing any of the items did not result in any improvement in Cronbach’s alpha value.
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Table 4.6 Variables Included in Each Factor and Factor Loadings

Factor/Items 1 2 3
Vigor
1. At my work, I feel bursting with energy. 0.67
2. Atmy job, I feel strong and vigorous. 0.84
3. When | get up in the morning, | feel like going to work. 0.46
Dedication
4. | am enthusiastic about my job. 0.57
5. My job inspires me. 0.62
6. | am proud of the work that I do. 0.52
Absorption
7. | feel happy when | am working intensively. .58
8. lamimmersed in my work. .69
9. | get carried away when | am working. 57
Eigen values 3.54 1.57 1.05
Percentage of Variance Explained 39.39 11.53 | 10.63

4.2.6 Confirmatory Factor Analysis (CFA) of the Work Engagement Scale

Table 4.7 summarizes the results of CFA runs for work engagement. Three different factor
structures were tested for the model fit. First, a one-factor model was specified which does
not differentiate between the factors and assumes work engagement to be a one-
dimensional construct was tested. Second, the three factor model which tested whether the
three factors were correlated. Third, a higher order model as shown in Figure 4.3 tested
the notion that the relationship between the three factors was accounted for by a second
order factor was implemented. It defined six primary factors and a secondary factor as can

be seen in Figure 4.3.

Table 4.7 Confirmatory Factor Analysis of Alternative Models

Model e df xvdf p NFI TLI CFlI RMSEA
One-factor 131.72 27 4.86 .00 81 91 .84 A1
Three-factor correlated 61.23 24 2.55 .00 91 .90 .92 .05
Second-order 54.51 24 2.27 .00 .93 .93 .95 .05

Note: *p. <0.001
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Figure 4.3 Measurement Model for Work Engagement
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Table 4.7 shows fit indices for each of the three models. As it is evident from the table,
the higher-order model of work engagement best fit the data. In addition it can also be
noticed that the correlated six-factor model also showed acceptable data fit. However, the
one-factor model did not show the acceptable model fit with NFI, TLI, CFI values less
than .90 and RMSEA values greater than .80. All items loaded significantly on latent
factors of UWES-9 (p < .001) with the magnitude ranging from .43 to .88 and the three
factors were found to be moderately highly correlated (r =.62-.78, p<.01). On this basis,
the higher-order factorial structure of work engagement scale was retained in the study for

measuring employees’ engagement with their work.

4.2.7 Exploratory Factor Analysis (EFA) of the Organizational Citizenship Behaviour
(OCB) Scale

As a validity check on the conceptual nature of the OCB instrument, exploratory factor
analysis (EFA) was performed. The results of both the KMO sampling adequacy test
(.958) and Bartlett’s test of sphericity (}* (105) = 1311, p < 0.001) were acceptable to
proceed with the factor analysis. Principal component analysis with varimax rotation
criterion was conducted. Five factors were extracted with an eigenvalue of greater than 1
together accounting for 66.84 % of the total variance in the sample. The items of each
OCB dimension strongly loaded on a separate factor organized as altruism, courtesy, civic-
virtue, conscientiousness, and sportsmanship resulting into the same composition of the
OCB scale as the original one. The item analyses of the responses revealed that removing
any of the items did not result in any improvement in Cronbach’s alpha value. Scales

comprised of their respective items were evaluated using confirmatory factor analysis.

4.2.8 Confirmatory Factor Analysis (CFA) of Organizational Citizenship Behaviour
(OCB) Scale

Scales comprised of their respective items were evaluated using confirmatory factor
analysis. Four different factor structures were tested for the model fit. First, a one factor
model which does not differentiate between the factors and assumes OCB to be a one-
dimensional construct was tested. Second, the five-factor model tested whether the five
factors were correlated. Third, a higher order model which tested the notion that the
relationship between the five factors was accounted for by a second order factor was
implemented. It defined five primary factors and a secondary factor as can be seen in

Figure 4.4
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Table 4.9 summarizes the results of CFA runs for OCB. As it is evident from the

table, the higher-order model of OCB fit the data. It can be noticed that the correlated six-

factor model and the one-factor model did not show the acceptable model fit with NFI,
TLI, CFI values less than .90 and RMSEA values greater than .80. On this basis, the

higher-order factorial structure of OCB scale was retained in the study for measuring

employees’ citizenship performance at work.

Table 4.8 Variables Included in Each Factor and Factor Loadings

Factor/ltems 1 2 3 4 )
Altruism

1. 1 help others who have heavy workloads. 0.69

2. | give my time to help others with work problems willingly. 0.67

3. | help others who have been absent. 0.76

Courtesy

4. | take steps to prevent problems with other workers. 0.53

5. 1 tryto avoid creating problems for co-workers. 0.71

6. | am mindful of how my behavior affects other people’s job. 0.63

Civic-Virtue

7. | keep up with developments in the company. 0.65

8. | keep abreast of changes in the organization. 0.72

9. I read and keep up with organization memos, announcements, etc. 0.63

Conscientiousness

10. 1 do not take extra breaks. 0.68

11. 1 do not take unnecessary time off work. 0.69

12. My attendance at work is above the norm. 0.47

Sportsmanship

13. I consume a lot of time complaining about trivial matters. 0.73

14. T tend to make “mountains” out of molehills. 0.68

15. I always find fault with what the organization is doing. 0.65

Eigen values 4.03 1.85 155 | 1.32 |1.27
Percentage of Variance Explained 14.36 | 27.99 | 41.38 | 54.19 | 68.85
Table 4.9 Confirmatory Factor Analysis of Alternative Models

Model e df xvdf p NFI TLI CFl RMSEA
One-factor 989.16 90 10.99 .00 329 234 343 182
Five-factor correlated 352.19 80 4.40 .00 878 871 .902 .087
Higher-order Model 260.90 85 3.06 .00 .900 .944 .955 .079

Note: *p. < 0.001
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Figure 4.4 Measurement Model for Organizational Citizenship Behaviour (OCB)
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43  TEST OF SUBSTANTIVE RELATIONSHIP

After establishing the reliability and validity of measurement models, hierarchical
regression analyses (to examine the hypothesized relationships of H1 through H3) were
conducted adopting the stepwise method, which establish the contribution of each
independent variable to the regression models. Next, Structural Equation Modeling (SEM)
approach was adopted to test the hypothesis 4 (4.1, 4.2, 4.3, 4.4, 4.5). The proposed study
is based on a recursive structural model (see Figure 3.2), analyzed using AMOS 20.0. The
Statistical analysis included structural equation modeling approach, a two-stage
methodology: the measurement model and the structure model recommended by Anderson
and Gerbing (1988). Measurement model was tested using confirmatory factor analysis
(CFA) of the relationships between the indicators and their respective latent variables.
Next, three competitive structural models allowed us to test the study hypotheses: a) the
full research mediating model (M1), b) the partial mediating model (M2), c) and an

alternative model (M3).

Maximum likelihood estimation (MLE) algorithm was used to determine the fit
indices. Appropriateness of the models was assessed by applying the absolute and relative
indices. The absolute goodness-of fit indices including 1) the x> goodness-fit statistics; 2)
the Root Mean Square Error of Approximation (RMSEA); 3) the Goodness of fit Index
(GFI); 4) the Adjusted Goodness of Fit Index (AGFI) were calculated. RMSEA values of
up to .08 are judged as having an acceptable fit (Joreskog & Sdrbom, 1996). The
Goodness-of-Fit Index (GFI) and Adjusted Goodness-of-Fit Index (AGFI), in which an
acceptable value is 0.90 and values close to 0.95 indicate good model fit. A non-significant
value of y? indicates the hypothesized model fits the data. However, with regard to large
sample base, y? has its limitations in rejecting the good-fitting models on the basis of poor
evaluation (Giorgi, 2010). To get the better of these fit indices, the computation of relative
goodness-fit- indices 1) Tucker Lewis Index (TLI); 2) Incremental Fit Index (IFI); 3)
Comparative Fit Index (CFI) is strongly recommended (Bentler, 1990). Values close to
0.95 for all the three relative-fit-indices indicate good fit (Hu &Bentler, 1999; Kline, 2005;
Wijhe et al., 2011).

44 COMMON METHOD BIAS

Given that the data collection technique employed in the current study was cross sectional

self-reports, common method bias was a concern. To address the extent of this problem,
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we considered the recommendations of Podsakoff et al., (2003). Consequently, a
confirmatory factor analysis (CFA) was conducted for the study variables to implement the
Harman’s single-factor test. All the items from scales used in this study were loaded on a
single-factor. If the results indicate that the single factor model fits the data well and that
this general model accounts for a disproportionate large variance, then common-method
bias is a serious concern in this study. However, if a single-factor model does not fit the

data, common method variance bias is not a serious deficiency in this study. The output of
CFA produced the following fit statistics: y* =3.57, p <.05; NFI = 0.50; CFI = 0.58; and
RMSEA= 0.11. The fit statistics showed that the 1-factor model did not fit the data. The
results of these analyses suggest that one single factor cannot account for the variance in
the data and so we cannot consider the common method variance to be a serious concern in

this dataset and thus is unlikely to confound the interpretation of results.

Table 4.10 Descriptive statistics of study variables

Variables Mean Standard Deviation
Internal career opportunities 3.16 .815
Extensive training 3.14 961
Employment security 3.23 .945
Participation and communication 3.04 1.023
Sensitive Selection 3.28 1.043
Incentive compensation 3.19 .884
High-performance HR practices 3.17 817
Supportive management 3.55 .674
Role clarity 3.55 725
Self-expression 3.63 .629
Recognition 3.26 731
Contribution 3.93 .664
Challenge 3.78 77
Psychological climate 3.61 .567
Vigor 3.31 750
Dedication 3.58 737
Absorption 3.69 740
Work engagement 3.53 674
Altruism 3.44 .783
Courtesy 3.65 .670
Civic-Virtue 3.68 .648
Conscientiousness 3.45 767
Sportsmanship 2.69 .675
Organizational citizenship behavior (OCB) 3.38 .588
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Table 4.10 presents the results of descriptive statistics (mean and standard
deviation) of high-performance HR practices and its subscales, psychological climate and
its subscales, work engagement and its subscales, and OCB and its subscales. The values
of correlation analysis of scales and subscales with criterion variable are listed in Table
4.11. The results indicated that high-perfoprmance HR practices, pychological climate, and
work engagement were positively and significantly correlated with OCB (high-
performance HR practices and OCB =.42**, psychological climate and OCB = .44**,
work engagement and OCB = . 47; p <.01 two tailed). The association between high-
performance HR practices and psychological climate (r = .55**), high-performance HR
practices and work engagement (r = .70**), and psychological climate and worrk
engagement (r = .63**) was also found positive, p <.01. two tailed. Additional analysis
was conducted to explore the relationships between subscales of high-performance HR
practices, psychological climate, work engagement, and OCB. Positive and significant
correlation was observed between the subscales of high-performance HR practices,
psychological climate, work engagement, and OCB, though the strength of observed

associations was slightly low.

4.5 HIERARCHICAL REGRESSION ANALYSIS
45.1 The Role of High-Performance HR Parctices on OCB

The role of high-performance HR parctices on OCB was examined to test hypothesis 1. To
reveal deep insights of the issue, functions of all six high-performance HR practices
factors on OCB were tested. A hierarchical multiple regression analysed whether different
high-perfromance HR practices i.e. internal career opportunities, extensive training,
employment security, participation and communication, sensitive selection, incentive
compensation made a significant contribution to the variance in the OCB after controlling
for the demographic variables i.e. age, gender, education, and work experience. The
predictor variables were entered as follows: step one control variables (age, gender,
education, and work experience), step two: step one + internal career opportunities, step
three: step two + extensive training, step four: step three+ employment security, step five:
step four + participation and communication, step six: step five + sensitive selection, step
seven: step six + incentive compensation. Table 4.12 presented the results of hierarchical

multiple regression analysis.
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Table 4.11 Intercorrelations among Study Constructs and their Reliability (N=357)

1 2 3 4 5 6 7 8 9 10 11 | 12 | 13 14 15 | 16 | 17 | 18 | 19 20 |21 | 22 | 23 | 24
ICO (0.70)
ET .753™ [(0.65)
ES .788™ |.861™ (0.64)
P&C 745" 1.825™ |.818" [(0.82)
SS 549" 1.663™ |.652" |.654™ |(0.80)
IC 747 [838™ |.816™ [.832™ |.682™ |(0.85)
HPHRPs|.848™ [925™ [.922™ [.915™ [.802™ |.918" |(0.93)
SM 3167 |.294™ [291™ [295™ |.256™ |.367""|.339™ |(0.73)
RC 504 [510™ |.569™ [.479™ |.436™ |.508™ |.562" |.505™" [(0.71)
SE 313" 365" [.386™ [.335™ [.279™|.3797|.385™" | 522 |.473™ |(0.74)
REC 4147|435 |.454™ (4247 |.3857 |.4357 |.4777 |.581™" [589™ |.510™ |(0.78)
CON 298" 303" [.340™ [.250™ [.2717"|.313™[.332™ |.492"™ |.485™ |503" |5517 |(.79)
CH 3507 |.359™ [.368™ [.341™ [.204™ |.373"[.3707" |.378™ |.447™ [.489™ [.392™ [.514™ |(0.68)
PC 486" [501™ |.532™ (4717 |.402™ |.524™ |.5457 |.7557 [.773™ |.757 [.793™ |.7677"|.720™ |(0.85)
VIG 544" 15817 [571™ [566™ |[.4717|.556™ [.616™ |.319™ |.428™ |279™ [.430™ [270™|.225™ |.429™ |(0.83)
DED 498" | 547" |548™ (5117 (4157|5657 5767 |.520™ |.528™ |.468™ |.480™ [.4727|.396™ |.626™ [.610™ |(0.81)
AB 5507 |.624™ (613" [568™ [.458™ |.638"" |.6457" |.489™ |.489™ |.464™ |484™ [4417).435™ |614™ [574™ [.779™|(0.79)
\WE 605 [.667 |.658™ [.626™ |.512"|.669™ |.699" |.503™ (549" |.459™ |[530 |.448™|.400™ [.633™ |.733™ [.705 [.793" [(0.91)
ALT 293" 1380 [.3717 [.368™ [.328™ |.384™ [.400™" |.245™ |.349™ [276™ [.309™ [.2217].208™ |.353" |.349™ |[.358™ |.343™ [.399™((0.79)
cou 370 |.400™ |.405™ |.376™ |.352 |.429™" |.437"" |.368™ |.372" |.344™ |[410™ [.323™|.233" 447" |[.3797 |[.436™ |.454™ |.4827"|.564™" |(0.81)
CcVv 3627 |.429™ [376™ [363™ [.3327"|.427""|.428™ |.337" |.410™ [.300™ |[.3617" [.3357"|.2607 |.439™ |[.344™ |[435™ |.468™ |.4747"|.497" |.560™ [(0.78)
CONS |.246™ |.267™ [218™ |.226™ |[.265™|.312" (288" |.275™ |.360™" |[.256™ [.256™ |.2717"|.294™ |[.377"" |.290™ |.317""|.335™ |.358™"|.489™ [.579™ |.503™|(0.87)
SP 4377 104" [.129" [.099 [.029 |.021 [.096 |.049 |052 [015 |073 [023 |.139" |o081 [.124" |067 |.058 [095 [035 [079 027 |.1397[(0.78)
0oCB 325" 1394 [356™ [355™ [.3617"|.4417" (4197 |.337" |.417™ [3357 |[.362™ [.323™|.250™ |.442™ |.358™ [.425™ |.4417 |.4657|.766™ |[.799™ |.7177"|.8017|.355™|(0.92)

(Note: source primary data, 2 tailed Pearson correlation coefficient, *p<0.05, **p<0.01)
Legend: ICO- Internal Career Opportunities; ET- Extensive Training; ES- Employemeny Security; P&C- Participation & Communication; SS- Sentisitive Selection; IC- Incentive
Compensation; HPHRPs- High-performance HR Practices; SM-Supportive Management; RC-Role-Clarity; RCG-Recognition; CON-Contribution; SE-Self-Expression; CH-
Challenge; VIG- Vigor; DED- Dedication; AB- Absorption; WE- Work Engagement; ALT- Altruism; COU- Courtesy; CV- Civic-Virtue; CONS- Conscientiousness; SP-
Sportsmanship; OCB- Organizational Citizenship Behaviour.
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Table 4.12 Results of Hierarchical Regression Analysis (PV High-Performance HR Practices Factors, DV Organizational Citizenship

Behaviour)
Predictors Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
B b b b b b b
1 | Constants 3.181 2.022 1.801 1.633 1.493 1.372 1.310
Age 011 .009 .008 .009 .009 .009 .008
Gender .000 .035 .053 .052 073 .076 .056
Education -.005 .009 .019 012 .010 .010 .008
Work experience 218 .106 122 118 .010 011 .032
2 | 1+ internal career opportunities A496** .308** .255** .205** .199** .001
3 | 2+ extensive training 254** 213** 135 118 161*
4 | 3+ employment security 132* .106 .091 .081
5 | 4+ participation and communication .208** 167** .160**
6 | 5+ sensitive selection 115%* 123**
7 | 6+ incentive compensation 251**
F change 2.886 22.249 21.345 19.442 19.183 17.872 18.605
Sig. F .013* .000** .000** .000** .000** .000** .000**
R’ .039 276 300 309 332 341 372
Adj.R’ .026 .264 .286 293 315 322 .352
A R? .039 237 024 .009 023 .008 .032

Note: (*p<0.05, **P<0.01, PV Predictor Variable, Dependent Variable: Organizational Citizenship Behaviour, N=357, b Standardized beta
Score)
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The demographic variables such as age, gender, education, and work experience
explainonly 3.9 (R? .039; F (5, 351) 2.886, p >.01) per cent variance in the dependent
variable. In the second model internal career opportunities was added and this increased
the variance significantly by 27.6 (R? .276; F (1, 350) 22.249, p >.001) per cent. The third
model adds extensive training, which also significantly increased the R? by 2.4 per cent
(R? .300; F (1, 349) 21.345, p >.001). The fourth model adds employment security and
significantly improves the R? by 0.9 per cent (R? .309; F (1, 348) 19.442, p>.05).In the
fifth model participation and communication was added and this increased the variance
significantly by 2.3 (R? .332; F (1, 347) 19.183, p >.05) per cent.The sixth model adds
sensitive selection, which also significantly increased the R? by 0.8 per cent (R* .341; F (1,
346) 17.872, p >.01).In the seventh model incentive compensation was added and this
increased the variance significantly by 3.2 (R? .372; F (1, 345) 18.605, p >.01) per cent.

The retained model significantly explained approximately 37 per cent of variance
in OCB (R? 37.2 per cent, adjusted R? 35.2 per cent). The findings exhibit an interesting
pattern that the strength of association of internal career opportunities with dependent
variable decreases (from b value 496** to 199**) in presence of extensive training,
employment security, participation and communication, and sensitive selection but
remains significant. The association turns insignificant in the presence of incentive
compensation. The same results again appeared in fifth model where the relationship of
both factors (extensive training, and employment security) with dependent variable turns
insignificant and only internal career opportunities and participation and
communicationdemonstrate the significant relationship with dependent variable of the
study. Interestingly, in the seventh model the relationship ofinternal career opportunities
and employment securitywith dependent variable turns insignificant and all other factors
(extensive training, participation and communication, sensitive selection, and incentive
compensation demonstrate the significant relationship with dependent variable of the

study.
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The regression results exemplify the fact that IT employees who benefit from high-
performance HR practices are more likely to reciprocate through citizenship behaviours
and vice versa. The findings indicate that employee perceptions of implementation of the
high-performance HR practices in a specific organizational setting may prove to be
instrumental in determining the degree to which an individual employee exhibits
citizenship behaviours at the workplace. This is supported by the work of Zhang et al.,
2008, who found a positive association between high-performance HR practices and OCB
among employees working in the pharmaceutical industry in China.

4.5.2 The Role of Psychological Climate on OCB

To study the function of psychological climate on OCB, the predictor role of psychological
climate factors (supportive management, role-clarity, self-expression, contribution, and
recognition) were examined on OCB. A hierarchical multiple regression analysis was
carried to see weather factors of psychological climate i.e. supportive management, role-
clarity, self-expression, contribution, recognition, and challenge made a significant
contribution to the variance in the OCB. The demographic variables i.e. age, gender,
education, and work experience were treated as control variables. The predictor variables
were entered as follows: step one control variables (age, gender, education, and work
experiance), step two: step one + supportive management, step three: step two + role-
clarity, step four: step three + self-expression, step five: step four + contribution, step six:
step five + recognition, step seven: step six + challenge. Table 4.13 presented the results

of hierarchical multiple regression analysis.

The demographic variables such as age, gender, education, and work experience
explains only 3.7 (R? .037; F (5, 351) 2.333, p >.05) per cent variance in the dependent
variable. In the second model supportive management was added and this increased the
variance significantly by 7.8 per cent (R?.115; F (6, 350) 6. 498, p<.01). The third model
added role-clarity, which is also significant and increased R? by 7.9 per cent (R®.194; F (7,
349) 10.294, p<.01). The fourth model added self-expression which significantly improved
the R? by 1.0 per cent (R?.205; F (8, 348) 9. 584, p<.01). In the fifth model recognition was
added and this increased the variance significantly by 3.3 (R? .238; F (9, 347) 10.308, p
>.01) per cent.The sixth model adds contribution, which also significantly increased the R?
by 2.6 per cent (R? .264; F (10, 346) 10.613, p >.01).In the seventh model challenge was
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added and this increased the variance significantly by 2.3 (R? .287; F (11, 345) 10.786, p
>.01) per cent.

The results explained approximately 28.7 per cent variance in OCB (R~ 28.7 per
cent, adjusted R?26.0 per cent).The findings exhibit an interesting pattern that the strength
of association of supportive management with dependent variable turns insignificant in
presence of role-clarity and self-expression. The same results again appeared in fifth, sixth,
and seventh model where the relationship of both factors (supportive management and
self-expression) with dependent variable turns insignificant and only role-clarity,
recognition, contribution, and challenge demonstrate the significant relationship with

dependent variable of the study.

4.5.3 The Role of Work Engagement on OCB

To study the function of work engagement on OCB, the predictor role of work
engagement factors (vigor, dedication, and absorption) were examined on OCB. A
hierarchical multiple regression analysis was carried to see weather factors of work
engagement i.e. vigor, dedication, and absorption made a significant contribution to the
variance in the OCB. The demographic variables i.e. age, gender, education, and work
experience were treated as control variables. The predictor variables were entered as
follows: step one control variables (age, gender, education, and work experience), step
two: step one + vigor, step three: step two + dedication, step four: step three + absorption.

Table 4.14 presented the results of hierarchical multiple regression analysis.

The demographic variables such as age, gender, education, and work experience
explains only 3.9 (R? .039; F (5, 351) 2.024, p >.05) per cent variance in the dependent
variable. In the second model vigor was added and this increased the variance significantly
by 12.1 per cent (R®.160; F (6, 350) 8.141, p<.01). The third model added dedication,
which is also significant and increased R? by 5.4 per cent (R*.214; F (7, 349) 10.126,
p<.01). The fourth model added absorption which significantly improved the R? by 2.9 per
cent (R%.242; F (8, 348) 10.550, p<.01).
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Table 4.13 Results of Hierarchical Regression Analysis (PV Psychological Climate, DV Organizational Citizenship Behaviour)

Predictors Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
B b b b b b b
1 | Constants 3.322 2.540 2.259 2.076 1.761 1.764 1.685
Age .070 015 .008 .003 012 .025 .023
Gender .013 014 .018 .004 .013 021 021
Education 110 .009 .019 012 .010 .068 077
Work experience -.083 -.034 -.102 -.083 -.090 -.104 -.108
2 | 1+ supportive management 297** 144* 01 110 .079 .091
3 | 2+ role-clarity .326** 287** .288** 187** 146*
4 | 3+ self-expression 125* .036 .047 .030
5 | 4+ recognition 216** 178** 172**
6 | 5+ contribution 202** .007**
7 | 6+ challenge 281**
F change 2.333 26.342 29.380 23.584 13.308 10.613 9.786
Sig. F .010* .000** .000** .000** .000** .000** .000**
R® .037 115 194 .205 238 .264 .287
Adj.R° 021 .097 175 .183 215 239 .260
A R? 037 .078 .079 .010 .033 .026 .023

Note: (*p<0.05, **P<0.01, PV Predictor Variable, Dependent Variable: Organizational Citizenship Behaviour, N=357, b Standardized beta Score)
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The results explained approximately 24.2 per cent variance in OCB (R?~24.2 per cent, adjusted R?
~21.9 per cent).The findings exhibit an interesting pattern that the strength of association of vigor
with dependent variable decreases (from b value 353** to 168**) in presence of dedication but
remains significant. The same results are again appeared in fourth model where the relationship of
both factors (vigor and dedication) with dependent variable turns insignificant and only absorption
demonstrates the significant relationship with dependent variable of the study.

Table 4.14 Results of Hierarchical Regression Analysis (PV work engagement, DV
Organizational Citizenship Behaviour)

Predictors Step 1 Step 2 Step 3 Step 4
b b b b
Constants 3.213 2.645 2.176 1.999
Age 079 .056 .078 .045
Gender 014 .015 .048 .050
Education -113 -.075 -.069 -.054
Work experience -.113 -.122 -.102 -.106
1+ vigor .353** .168* 124
2+ dedication .304** 105
3+ absorption .286**
F change 2.024 43.138 20.336 11.178
Sig. F .012* .000** .000** .000**
R .039 160 214 242
Adj.R’ .020 140 193 219
A R .039 121 .054 .029

Note: (*p<0.05, **P<0.01, PV Predictor Variable, Dependent Variable: Organizational Citizenship
Behaviour, N=357, b Standardized beta Score)
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Figure 4.5 H1, H2, H3 Results: High-Performance HR Practices and OCB, Psychological
Climate and OCB, Work Engagement and OCB ** p < .01 ;== Hypotheses Accepted

High-Performance
HR Practices
(ICO, ET, ES, P&C,
SS, IC)

Organizational
Psychological Climate Citizenship

(SM, RC, SE, RCG, Behaviors
CON, CH) (OCB:s)

Work Engagement
(VIG, DED, AB)

Legend: ICO- Internal Career Opportunities; ET- Extensive Training; ES- Employemeny Security; P&C-
Participation & Communication; SS- Sentisitive Selection; 1C- Incentive Compensation; SM-Supportive
Management; RC-Role-Clarity; SE-Self-Expression; RCG-Recognition; CON-Contribution; CH-Challenge; VIG-
Vigor; DED- Dedication; AB- Absorption

46  TESTING THE STRUCTURAL MODEL

4.6.1 Measurement Models

The study carried out a series of dimension-level confirmatory factor analysis to examine whether the
four study variables capture distinct constructs. The four factor (high-performance HR practices,
psychological climate, work engagement, and organizational citizenship behavior) model fitted the
data well ()2 [df] 157.63[74]; CFI= 0.962; RMSEA= 0.056; SRMR= 0.024; GFI= .941). The study
tested other two models (1) a three-factor model, psychological climate, work engagement and OCB
were merged into a single factor, did not fit the data satisfactorily (y*[df] 392.29[76]; RMSEA=0.11;
(2) another three-factor model where high-performance HR practices, psychological climate and work
engagement were merged into a single factor, also did not fit the data satisfactorily (%*[df] 333.58[76];
RMSEA= 0.09. The findings provided support for the discriminant validity of high-performance HR
practices, psychological climate, work engagement, and organizational citizenship behaviors

constructs.

119



4.6.2 Structural Models

High-performance HR practices, psychological climate, work engagement and OCB are represented as
latent variables in the structural model. Specifically, high-performance HR practices have six
indicators, i.e., internal career opportunities, extensive training, employment security, participation and
communication, sensitive selection, and incentive compensation. Psychological climate has six
indicators corresponding to the items that compose the scale, i.e., supportive management, role-clarity,
self-expression, recognition, contribution, and challenge. Work engagement has three indicators, i.e.,
vigor, dedication, and absorption. Finally, OCB has five indicators, i.e., altruism, courtesy, civic-

virtue, conscientiousness, and sportsmanship.

According to Baron and Kenny (1986) and Judd and Kenny (1981), when a mediating model
involves latent constructs, SEM provides the basic data analysis strategy. In accordance with the four
fundamental steps to establish the mediating effects proposed by the current research and to test the
hypothesized mediating role of psychological climate in the relationship between high-performance
HR practices and work engagement, the research model (M1) was fitted to the data, as depicted in
Figure 4.6 The results presented in Table 4.15 show that the research model fitted the data well and
that all the fit indices met the criteria [}*>=389.81, df= 166; RMSEA= .06; TLI=.95; CFI= .95;
AGFI=.90; IF1=.95].

The path coefficients from high-performance HR practices to psychological climate (b = .67; t
=10.616; p < .01) (Hypothesis 4.1) and from high-performance HR practices to work engagement (b =
.75; t =11.662; p < .01) (Hypothesis 4.3) were statistically significant. Psychological climate is
purported to be conducive to employees’ work engagement. Hypothesis 4.2 states that the employees’
positive work climate perceptions have a positive impact upon their level of work engagement. The
test indicated that the two factors have a positive, statistically significant relationship (b = .80; t
=10.222; p < .01). So we observed fulfilment of the first three steps: (i) Independent variable i.e. high-
performance HR practices must affect the mediator variable i.e. psychological climate (ii) high-
performance HR practices must affect the dependent variable i.e. work engagement (iii) psychological
climate must affect the work engagement as described by Baron and Kenny (1986) and Judd and
Kenny (1981). In the fourth step described by the authors, one or more paths (High-performance HR
practices to work engagement) in the hypothesized model were added to analyze the mediating effects

of psychological climate (Hypothesis 4.4) (see Figure 4.6).

Following this, the direct relationship between high-performance HR practices and work

engagement was also observed as statistically significant (b = .46). These results therefore showed that
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psychological climate partially mediated the relationship between high-performance HR practices and

work engagement.

To test whether work engagement mediates the impact of high-performance HR practices and
psychological climate on OCB (Hypothesis 4.5), additional analysis were carried out. First, the direct
paths from high-performance HR practices and psychological climate to OCB were added to the
research model (M1). This new model (M2) fitted the data [}>=376.64, df= 164; RMSEA= .06;
TLI=.95; CFI=.95; AGFI=.90; IFI=.95] and none of the new parameters were found to be statistically
significant: high-performance HR practices on OCB with b = .14; t = 1.793; p = .424, psychological
climate on OCB with b = .29; t = 1.867; p = .061. That is even though the implementation of high-
performance HR practices had a positive influence on psychological climate; psychological climate
may not have a statically significant direct impact on citizenship performance. Therefore, at least

partial mediation exists.

Finally, the value of the parameters estimating the impact of work engagement on OCB of the
research model (M1) to the value presented by this parameter (unstandardized coefficient) of the M1
was fixed and a new alternative model was fitted to the data (M3). Although the model fits the data
with all the fit indices meeting the criteria [(>=376.64, df= 164; RMSEA= .06; TLI=.95; CFI= .95;
AGFI=.90; IFI1=.95], the difference between the chi-square statistics associated with M3 and M2 was
not statistically significant (see Table 4.15). Thus, the influence of high-performance HR practices and

psychological climate on OCB was fully mediated by work engagement.
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Figure 4.6 TheResearch Model (M1)
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Figure 4.7 The Alternative Model (M2)
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Table 4.15 Model Fit

Model e df RMSEA GFl AGFI IFI CFI Ay? Adf
M1 379.805 166 0.06 0.93 .90 .96 .96 -- --
M2 376.645 164 0.06 0.94 .90 .96 .96 M2-M1 = 2

3.26 n.s.
M3 379.805 166 0.06 0.93 .90 .96 .96 M3-M2 = 2
3.26 n.s.

M1 = research model, M2 direct paths from high-performance HR practices and psychological climate to OCB, and M3 = new alternative

model; the value of the parameter estimating the impact of work engagement on OCB of the research model (M1) (unstandardized coefficient)
was fixed.

d.f., degrees of freedom; RMSEA, Root Mean Square of Approximation; GFI, Goodness-of-Fit Index; AGFI, Adjusted Goodness-of-Fit Index;
IF1, Incremental Fit index; CFIl, Comparative Fit Index.
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4.7 DISCUSSION ON FINDINGS

This section discusses the causes for the relationship found among variables of the study.
Importantly, this research totally represents a theory driven examination of how different
factors of high-performance HR practices, psychological climate, and work engagement
are associated with organizational citizenship behaviours. In addition, it also discusses how
high-performance HR practices combining with employees’ perceptions of psychological
climate and work engagement predict OCBs. Specifically, the following results are found

and described summarily as follows:

e A positive relationship exists between high-performance HR practices and OCBs,
perceived psychological climate and OCBs, and work engagement and OCBs

among IT personnel.

e Psychological climate partially mediates the relationship between high-
performance HR practices and work engagement in organization among IT

personnel.

e High-performance HR practices indirectly influence the OCBs but directly affect

psychological climate and work engagement in organization among IT personnel.

e Psychological climate indirectly influence the OCBs but directly affect work

engagement in organization among IT personnel.

e Work engagement fully mediates the impact of high-performance HR practices and

psychological climate on OCBs among IT personnel.

e Work engagement has a direct impact on IT personnel’s OCBs, whereas high-
performance HR practices and psychological climate has no direct impact on IT

personnel’s OCBs.
48 HIGH-PERFORMANCE HR PRACTICES AND OCBs

The regression results revealed that high performance HR practices will have a significant
positive effect on OCBs. It also exemplifies the fact that IT employees who benefit from
high-performance HR practices are more likely to reciprocate through citizenship
behaviours and vice versa. It has been previously observed that HR practices can
“fostersalient productivity-related behaviors” such as performance, citizenship, and
attachment (Ostroff & Bowen, 2000).A similar result has been found in a study by Zhang
et al.(2008), in which they found that high-performance HR practices positively influenced
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OCB among employees working in the pharmaceutical industry in China. These findings
indicate that employee perceptions of the high-performance HR practices in a specific
organizational setting may prove to be instrumental in determining the degree to which an
individual employee exhibits citizenship behaviours at the workplace.

In the context of present study, analysis of the effect of dimensions of high-
performance HR practices i.e. internal career opportunities, extensive training,
employment security, participation and communication, sensitive selection, and incentive
compensation show a significant positive effect on employees’ willingness to do more than
required, to go the extra mile. The results point to the changing nature of HR practices
particularly in technology organizations in India which focus on employee development of
positive perceptions of the organizational support for their learning, growth, and
development, in order to leverage employees’ increased manifestations in organizational
citizenship behaviours. The findings of the present study suggest that, IT employees who
believe that their organization put employee-focused HR practices in place are more likely
to exhibit organizationally beneficial behaviours. For instance, nature of work in IT
organizations poses high demand for change and learning. Employees are required to
possess diverse skills and knowledge to perform their job duties efficiently. Considering
this, employees may experience a high level of job stress in the absence of adequate and
timely training programs. They may also respond in an unkind way and exhibit counter-
productive work behaviours. On the other hand, when employees perceive that their
organization pays close attention to the individual training needs and design diverse
training programs to enable its employees perform better in current jobs, it is likely that
employees respond not only by performing the in-role behaviours but they may also
reciprocate in kind and pay back while performing extra-role behaviours. This is consistent
with the observations in existing literature i.e. where organizations invest in individual
training and development programs; employees tend to display desirable work-related
behaviours (Gould-Williams, 2007; Wayne et al., 1997).

The available diachronic literature also suggests that when HR systems are
perceived to emphasize training, participation and career development practices, they are
likely to bring about desirable behavioral responses (Baluch et al., 2013; Kuvaas 2008).
Clearly, employees in IT organizations are knowledge workers and hence, they are the
competitive strength of the organization. Organizational focus on HR practices like

substantive participation and bottom-up communication (Kataria, Kataria, & Garg, 2013)
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show that employees are valued and treated with respect at workplace. And, employees
tend to feel associated with the organization and there is high possibility that they will
behave in citizenship ways and prevent the organizational image from being tarnished.
Moreover, knowledge workers seek job opportunities which provide them with a sense of
autonomy, decisional latitude, and achievement of personal goals. By participating in
making decisions on how the work is done (i.e. self-management teams,made up of
empowered individuals), employees obtain a sense of achievement, self-expression, and
satisfaction (Park, 2012). Intrinsic rewards including psychological benefits (e.g. sense of
achievement and satisfaction) represent organizational support and care for employee well-
being at work, which moivates employees to reciprocate the company’s generosity by
exhibiting citizenship behaviours and supporting organizational goals. With a similar view,
Yang, (2012) recognized that empowering employees to participate in day to day decisions
about job-related activities enable them to serve extra roles, bear additional

responsibilities, and exhibit increased autonomy at work.

The discussion above divulges that fact that IT employees consider organization’s
focus on its human capital performance and development while performing beyond
expectations. In a similar vein, Kraimer et al., (2011) reported that employees’ perceptions
of career opportunities within the organization positively relates to their performance at
work. More importantly, current findings indicate that employee’ perceptions of internal
career opportunities may act as positive motivator for them to perform up to high standards
at work. Accordingly, IT professionals tend to interpret organizational actions and
commitment for their future growth as indicative of care towards them and respond
accordingly by putting extra efforts to make a significant contribution to the organizational

SUCCESS.

As a matter of fact, technology organizations are aware of the fact that knowledge
workers have several job options. They need to be managed effectively. By adopting a
promising approach towards employees’ career aspirations, fairness perceptions of
compensation system, and employment security, organizations facilitate an effective-
internal structure that holds some promise of advance to retain or attract top-quality
technical professionals. And, this type of HR system may also prove conducive to the
performance of OCBs. Supporting the view, the results further depict that individual
performance-based compensation system leads to higher employee efforts and better

performance in IT organizations. Likewise, Nasudin et al., (2014) also revealed the direct
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effects of compensation on service-oriented citizenship behaviours among hotel
employees. This suggests that employees are highly motivated to put extra efforts in their
work roles, when they perceive that their organization adequately rewards star performers.
It is not surprising, as it is well established in previous research that rewarding exemplary
individual performance leads to extra efforts since it provides employees an economic
incentive (Stavrou, Brewster, & Charalambous, 2010). It can also be suggested that when
individuals are rewarded for their successful efforts, it fosters self-esteem, autonomy and
recognition at work, which furthers their tendency to extend extra efforts at work.
Considering the findings of previous research, employees’ positive perceptions of
compensation promote satisfaction with pay (Bhal & Gulati, 2007) and reduce turnover
intentions (Luna-Arocas&Camps, 2008). It is resaonable to believe that employees’
perceptions of support from the human resource management system in terms of getting
fair reward and compensations are important (Gulati & Bhal, 2004) to enhance the levels
of organizational justice, that is futher associated with increased employee performance

(Burney, Henley, & Widener, 2009) including extra-role behaviours.

The study in this context further indicates that high-performance HR practices may
enhance the conditions where IT professionals become highly involved in the organization
and work hard to accomplish its goals by assuming more tasks, roles and responsibilities.
When organizations design, develop, and institute sophisticated selection procedures that
pay close attention to the behavioral traits of prospective employees and assess their work
values, knowledge sharing attitudes, and desire to stimulate team performance, there are
increased chances that IT professionals achieve higher quality and greater output while
demonstrating citizenship behaviours. Corroborating findings in previous research
(Baptiste, 2008), the current study findings show that sensitive selection practices helps an

organization to achieve superior performance through its human resources.

In the context of social exchange theory, high-performance HR practices can be
seen as initiating positive social-exchange process with organizational members while
emphasizing their individual needs and well-being at work. The positive influence of
employment security on employees’ OCBs suggest that employment security signals to
employees organization’s attentiveness and care for their psychological needs that in
reciprocation facilitates heightened propensity of employees to exhibit citizenship
behaviors. As observed, though pay and employee benefits are two of the most important

factors in a job, but non-monetary incentives such as employment security may also act as
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a psychological attraction that serve to guide employees’ workplace performances (Hsu et
al., 2003). Corresponding to this discussion, the findings from previous study by Kang et
al. (2012) suggest that cognitive experiences, like job insecurity, reduces the propensity to
exhibit citizenship behaviors. Whereas employment security demonstrate organization’s
loyalty to its employees, and employees experience a sense of financial security and long
term employment relationship, which enhance employees’ willingness to demonstrate
citizenship behaviours. Consistent with the findings of the present study, Feather and
Rauter (2004) reported a positive relationship between job security and OCBs among a
sample of teachers. Similarly, Mahmoud and Reisel (2014) concluded that employees
when perceive job security they tend to be more satisfied and exhibit more involvement in

getting their tasks and duties well-done.

In sum, high-performance HR practices including internal career opportunities,
extensive training, employment security, participation and communication, sensitive
selection, and incentive compensation may act as long-term innovative HR strategy that is
instrumental in encouraging and sustaining employees’ citizenship behaviors at work so as
to increase the potential for organizational effectiveness. Particularly, high-performance
HR practices may satisfy employees’ psychological needs at work and thus foster a high-
quality employment relationship that may in turn encourage employees to assume the role

of good organizational agents.
4.9 PSYCHOLOGICAL CLIMATE AND OCBs

The results also revealed a positive relationship between psychological climate and
organizational citizenship behaviours. Existing body of research (Brown & Leigh, 1996;
Shuck et al., 2011; Wei et al., 2010) has also observed the significance of employees’
perceptions of the working environment in persuading discretionary efforts at workplace.
This study attempts to correlate psychological climate (supportive management, role
clarity, self-expression, recognition, contribution, and job-challenge) with OCBs in IT

industry.

The findings from the present study suggest that contextual attributes are
significant to induce OCBs in organizations among IT professionals. It is also a fact that
advances in technology and frequent alterations in the business climate of IT organizations
makes the working environment highly ambiguous and challenging for employees to

perform up to their full potential (Chiang et al., 2013). Workplace factors such as role-
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clarity, managerial support, recognition, and meaningfulness hold special significance to
such work climates. Employees experiencing favorable working conditions tend to
perceive their work as psychologically fulfilling leading to enhanced personal well-being.
And, they feel enabled to make meaningful contribution for the success of boundary
spanning projects and display OCBs that facilitate team-based work, group performances,
ongoing coordinations and collaborations, and interdependences in work groups. On the
other hand, absence of positive workplace factors and supportive gestures on the part of
management lead to higher job stress, decreased motivation, and work-family conflict
(Karimi & Nouri, 2009; Nasurdin, Ramayah, & Beng, 2009; Yeh & Chao, 2011), which
inhibit employees to display OCBs.

Management concern for employees’ requirements and opinions, developmental
feed-back, autonomy, flexibility, recognition, meaningfulness, and role-clarity may create
a facilitative climate for employees to experience congenial working conditions. As a
consequence to which, employees feel enthusiastic to perform well and display increased
OCBs. Thereby, maintaining a balanced social-exchange with the organization. In fact, in
environment of openness, trust, collaboration, and harmony with supervisors, employees tend
to feel supported at workplace which may create a sense of obligation on the part of the
subordinates to reciprocate in terms of behaviors valued by the supervisor such as
exhibiting desirable coordination in work activities and putting extra efforts in reaching
organizational goals. On the contrary, in the absence of managerial support, employees are
less likely to bring up new ideas, ask questions about their specific job role, experience
role ambiguities, and lack of trust with their manager, which inhibits employees’
manifestations in OCBs. Similarly, Gregory et al., (2013) suggested that employees may
withhold psychological support and comfort to others, along with other citizenship

behaviors, due to unsupportiveness of their managers.

The discussion above suggests that positive psychological conditions at work
motivate IT professionals to trust their working environment in ways that encourage them
to engage in actions that lie outside the primary job responsibilities. For instance, freedom
of self-expression in work roles significantly provides opportunities to employees to voice
their opinions freely rather than functioning in a mute condition at work. Consequently,
they tend to experience emotional safety and positive reinforcement in the organization
and hence, are more likely to provide the expected performance. Implementation of such

practices also release stress of an individual and provide employees with an opportunity to
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express unique features of their personality, also enabling them to exhibit behaviours that
are recognized at workplace such as willingness to cooperate, helping, and giving
suggestions to improve work methods. By establishing the importance of freedom of self-
expressionas a determinant of OCB in IT organizations, the present study suggests that the
more autonomy employees have in their jobs, the more opportunity they have to show

extra-role behaviours (Runhaar et al., 2013).

Situational cues shape the salience and meaning of organizational events and
processes for employees. Such as, the results from the present study suggest that well-
specified job responsibilities represent an opportunity for employees to contribute
meaningfully to their organizations. Whereas, role ambiguity (a reverse construct of role-
clarity) - the degree to which a job lacks well-specified responsibilities-is likely to decrease
work motivation (Hassan & Rohrbaugh, 2011) and inhibit employees to perform OCBs. In
addition, lack of clarification in work roles may induce role stress which has been found to
affect employees’ affective commitment with the organization (Hassan & Rohrbaugh,
2011). Whereas, clear expressions and agreements concerning work norms and role
expectations are expected to increase positive emotions, provide employees with a feeling of
occupational-efficacy and reinforce enthusiasm in employees to perform better in their jobs.
Similar to these observations is the finding in previous literature that nurses’ perceptions of
job requirements positively influenced their peer-rated OCB (Clark et al., 2013). Notably,
high role-clarity could facilitate citizenship performance by clarifying relevant behaviours
that are valued by the organization by developing a realistic sense of when OCBs can be
performed without distracting from in-role duties (Whitaker et al., 2007). Likewise, the
current study findings reflect that clear role definitions are pertinent to induce OCBs
because when employees are unaware of what is expected of them, they may hesitate to
act, show lack of self-determination, and feel unable to make a difference in achieving the

organization’s goals (Spreitzer, 1996).

Furthermore, employee recognition for successful efforts, a sense of meaningful
contribution to organizational goals while perceiving an optimal level of job challenge
leads to extra efforts at workplace. Surprisingly, Dixon et al., (2010) concluded job
challenge as the most important work characteristic related to affective organizational
commitment. It was further suggested that challenging job experiences empower
individuals to reach their personal goals, and employees also perceive that the organization

is committed to helping them meet their individual needs (Arthur, 1994). Consequently,
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they perceive a high-quality exchange relationship with the organization and become more
favorably disposed toward the organization while performing citizenship behaviours that
are associated with organizational effectiveness. Adding further to the existing body of
research, the present study verifies empirically that employee’ perceptions of job challenge
significantly and positively relates to OCB. This reflects that an optimal level of job
challenge is perceived by employees as hon-monetary incentives and rewards in the form
of potential for growth, mastery, or gain at work which may motivate them to show the
expected performance. Further, employees may perceive challenging task assignments as
pivotal for their career advancement and development in the organization which augments
their tendency to display behaviours that are recognized at workplace. On the other hand,
when employees perceive their jobs lack challenge, opportunity for growth, learning, and
support, they fail to develop an attachment to the organization and leave prematurely
(Dixon et al., 2005). Whereas job challenge facilitates goal attainment among employees
leading to enhanced self-efficacy and job satisfaction and further serve to motivate extra-
role behavior (Webster, Beehr, & Christiansen, 2010).

As a matter of fact, simultaneous provision of employee recognition, contribution,
and job challenge represents the allocation of personal non-monetary rewards which has
the potential to reinforce positive behaviors. For instance, recognition for a job well done
provides a clear and visible statement to all employees of the organizational values and the
commitment to employee involvement (London & Higgot, 1997). Perhaps, it is one of the
top motivational strategies which enhance employee performance. Noticeably, formal
organizational recognition for quality work is one way for the organization to send a
message to its employees concerning their perceived value, based upon which employees
formulate positive perceptions about organizational support. Based on social exchange
interpretation, such positive perceptions may act as an intrinsic motivator for IT employees
to strive for the success of the organization and perform citizenship behaviours. Likewise,
employees’ perceptions of meaningful work and outcomes that their work is contributing
to the organizational goals infuse a sense of fulfilment in them. And consequently, they
feel more closely associated with the work roles. It also shapes the quality of their working
life and interpretations of work through a sense-making process while employees
experiencing enhanced motivation and well-being at workplace. In this process,
employees’ sense of self-worth is enhanced and they feel happy, content, and fulfilled to

produce cooperative behaviours at work. Corresponding to this observation, work

132



meaningfulness has been previously shown to have important implications for
organizational consequences including increased citizenship behaviours (Tyler & Blader,
2003).

In sum, it is observed that work context operates in such a way so as to define role-
requirements and responsibilities of employees and to provide opportunities for the display

of human excellence at work (Farh, Zhoing, & Organ, 2004).
410 WORK ENGAGEMENT AND OCBs

Table 4.14 depicts that work engagement is positively related to OCBs. These findings are
the indications of engaged IT employees’ enduring state of fulfillment which they bring at
work while feeling intrinsically motivated to exhibit positive feelings such as sharing,
assisting, cooperating, and supporting. This could be due to the fact that engaged
employees experience more trusting and high-quality relationships with their employer
which motivates them to feel obliged and pay back by exhibiting more positive intentions
toward in forms of OCBs. Similarly, Erickson, (2005) believes that engaged individuals
have high propensity to behave in organizational citizenship ways. As engaged employees
care about the future of company and they are willing to invest the discretionary effort to
see that the organization succeeds (Sundaray, 2011). Another significant reason could be
that engaged employees have a sense of energetic and affective connection with their work
activities, and they see themselves as able to deal well with the demands of their jobs
(Schaufeli et al., 2006), therefore they are in a better position to perform extra-role

behaviours.

More importantly, engaged employees often experience positive emotions (Bakker
et al., 2011; Bindl & Parker, 2010). Positive emotions for instance compassion, joy, and
absence of fear and anger, etc. lead to the positive activities in organizations like helping
behavior and that indeed, create an upward spiral of positive feelings (Cameron et al.,
2003). That is, employees, when engaged, are more likely to create a social context that is
conducive to teamwork in presence of altruism, voice, and courtesy (Christian et al.,
2011). This notion confirms the view of Shantz et al. (2010) that work engagement

benefits the organization by stimulating OCBs.

Work engagement was found in previous studies to be an antecedent for OCBs
(e.g. Rurkkhum & Barlett, 2012; Shantz et al., 2013; Sulea et al., 2012).1t has been

suggested that not only do engaged employees perform better, they also show beneficial
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behaviours towards the organization (Runhaar et al., 2013) such as OCBs. In the context of
present study, it is suggested that engaged IT professionals’ relatively enduring state of
being active reflect interpersonal facilitation. And their constant willingness to find
meaning in work keeps them emotionally engaged (i.e. job dedication). Both of them
(interpersonal facilitation and job dedication) have long been recognized as inherent
concepts of OCB (Van Scotter & Motowidlo, 1996). Furthermore, positive psychological
state of mind at work i.e. engagement has been suggested as conducive to the broadened
employee cognition at work which is associated with higher levels of creativity, broader
scope of attention and openness to information (Fredrickson 2001; Shantz et al., 2013). All
these factors may increase the tendency of taking initiative and exhibiting proactive

behaviours at workplace.

411 HIGH-PERFORMANCE HR PRACTICES, PSYCHOLOGICAL CLIMATE,
WORK ENGAGEMENT, AND OCBs

In an attempt to discover the mechanism underlying the relationship between high-
performance HR practices, psychological climate and work engagement, based on the
appropriate theoretical framework and literature review, psychological climate was tested
for its mediation effects (M1). The study results provided partial support for the hypothesis
where psychological climate was proposed as the mediator of the relationship between
high-performance HR practices and work engagement. In other words, high-performance
HR practices were found to influence employees’ psychological climate perceptions and
employees’ perceptions of psychological climate were found to affect their work
engagement in IT organizations. Further, psychological climate was found to account for
the relationship between high-performance HR practices and work engagement in part.
This indicates the direct as well as indirect influence of high-performance HR practices on

employees’ work engagement.

The results demonstrate the critical role of high-performance HR practices in
generating employees’ favorable perceptions of their work environment attributes.
Corroborating with the fact that HR systems serve as a monitoring system for employees
to make sense of and to define the psychological meaning of their work context (Bowen &
Ostroff, 2004; Ferris et al., 1998; Kopelman et al., 1990; Pereira & Gomes, 2012; Wei et
al., 2010), this study verifies the positive influence of high-performance HR practices on

employees’ perceptions of psychological climate in IT organizations. This reflects that
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high-performance HR practices in IT organizations have the strategic potential to enhance
the quality of IT professionals’ workplace experiences. High-performance HR practices
such as empowerment, effective communication, fair rewards and compensation, and
opportunities for internal growth, learning, and development may facilitate congenial work
environment for employees while developing a sense of enhanced personal well-being at
work. And, this augments employees’ positive perceptions of their immediate working
conditions. The results also indicate that IT organizations place greater importance not
only on developing skills, motivation, and capacity of their human capital to enhance job
performance but they also try to accommodate employees’ psychological needs of
meaningfulness, safety, and availability at the workplace. So that employees’ work
experience is holistic and psychologically fulfilling leading to human flourishment at
work. It might be possible that when IT professionals perceive HR practices in the
organization as supportive and conducive to their own personal well-being, they attain a

sense of being valued and treated fairly at the workplace.

Contrary to the traditional view of human resources in which employees were used
objectively and rationally as any other capital resource, the current study findings indicate
that performance-oriented and employee-focused view of human resources in IT
organizations considers employees’ psychological needs and well-being at work while
linking organizational strategy and employee skills to create high-performing
organizations. Significant to this is the observation in previous literature that modern day
HR practices attempt to provide a congenial and favourable climate where employees can
identify with the organization and feel more satisfied on the job (Biswas & Varma, 2007).
It was further suggested that HR practices in India are also increasingly geared towards
improving the way individual employees perceive their everyday environment. The
premise behind the positive association of employees’ work experiences is that they can be
somewhat controlled by the organization through human resource management practices
that are purported to enhance employees’ workplace performance. Indeed, HRM practices
designed to improve organizational performance influence one or more facets of working
environment (Kopelman et al., 1990). For instance, changes in pay and promotion policies
might be expected to alter employee perceptions of rewards orientation and possibly of just
and fairness at work; similarly, the introduction of training programs to improve employee
performance at work, is likely to have a positive impression on employee perceptions of

task support (Gelade & Ivery, 2003). Furthermore, innovative human resource
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management practices and procedures that facilitate better intra professional relationships
through effective communication and participation have been found to impact upon work
climate in health care organizations (Agarwal & Sharma, 2011).The findings of the current
study suggests that high-performance HR practices relate positively to IT professionals’
perceptions of psychological climate is consistent with the previous research in this area
(e.g., Foley et al., 2012; Rogg et al., 2001) which suggests that an organization’s approach

to its HR management is instrumental in eliciting positive climate perceptions.

Psychological climate perceptions are important because they enable an employee
to interpret events, predict possible outcomes, and gauge the appropriateness of his/her
subsequent actions (Jones & James, 1979). As we predicted in Hypothesis 5, the powerful
motivational influence of positive psychological climate on IT employees’ state of mind at
work was confirmed. The results indicate that employees’ positive perceptions of
psychological climate significantly predict work engagement in IT organizations. This
implies that IT employees who perceive that their organization takes care of well-being
and shows consideration for their rights and requirements are likely to bring a healthy and
positive state of mind at work. In contrast, when IT employees’ psychological needs are
not well understood by the management and they perceive less contextual support and
experience stressful interactions with others, they are likely to negatively reciprocate poor
treatment, and may feel less engaged in their work roles and unfocused about work
activities. This is further affirmed as disengagement in work roles is often related to the
perception of poor workplace conditions such as less than meaningful work, feelings of
non-support from managers, and poor co-workers relations (Fairle, 2011; Shuck et al.,
2011; Shuck & Herd, 2012).

The results from the present study agree with those of Parker et al. (2003) and
Martin et al. (2005), who suggested that climate perceptions have the potential significance
to employees’ motivational and affective reactions at work (in our study, work
engagement). The study clearly demonstrates that psychologically safe and meaningful
working conditions are important source of IT employees’ work engagement. Because,
when employees perceive that their organization acutely provides a supportive, involving,
and stimulating work climate, this may trigger employees to return the favor by investing
time, energy, and by being psychologically involved in the work of their organization i.e.
by being engaged at work. As observed, psychological climate may enhance employee
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engagement through experimentation with and experiences of positive work conditions
(Shuck & Wollard, 2010).

Recently, Dollard and Bakker (2010) have observed the significance of
psychological safety climate in engaging workforce. They argue that a lack of
psychologically safe working climate could lead to poorly designed jobs and chronic job
demands which may hamper employees’ work engagement. For instance, if worker
concerns are not listened to, or if the importance of psychological well-being is not
recognized, the fear of expression may increase along with emotional lags leading to less
engagement in work roles. On the other hand, in work environments where employees
perceive a freedom of self-expression, trusting interpersonal relationships, appropriate
level of demands and challenges in jobs, and management commitment and care towards
employee wellness, it is realistic to assume that employees will display higher levels of

engagement with their work.

Similarly, other facets of working environment that promote the state of
engagement and related employees experiences with their work include managerial
support, autonomy with regard to task completion, recognition for role performances, and
meaningful work. These immediate environmental attributes facilitate encouraging and
supportive work environment that allows employees to feel psychologically empowered.
Such working conditions can play a pivotal role in breeding work engagement and act as a
prominent organizational resource in driving employees’ greater attachment with their
work roles. For instance, May et al., (2004) also suggested that employees are likely to be
more engaged in their work when they feel that their supervisors are supportive and
concerned about their well-being. Notably, supervisory support is recognized as a key
resource that boosts motivation, alleviate stress and strain imposed by high job-demands
(Menguc et al., 2012). It is further observed that lack of supervisory support create
questions of being valued and recognized and results into detachment, frustration, and
helplessness. However, it is interesting to note that employees choose to engage
themselves to varying degrees and in response to the resources they receive from the
organization (Saks, 2006) i.e. psychological climate. It was further recognized when the
organization fails to provide the job resources and does not understand employees’ welfare

and interests; they are more likely to withdraw and disengaged themselves from their roles.

Results of the SEM analysis indicate that high-performance HR practices have

impact on work engagement through employee perceptions and interpretations of the
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working climate. Similarly, Evans et al., (2007) observed psychological climate as a
powerful mechanism between organizational subsystem and employee outcomes. In the
present study, high-performance HR practices are the representation of HR subsystem,
which may enhance the conditions for higher work engagement through employees’
positive perceptions of their work climate. Interestingly, individual climate perceptions
have been previously posited as an interface between HR practices and organizational
performance/effectiveness relationship (Ferris et al., 1999; Gelade & Ivory, 2003). More
importantly, work engagement has recently been recognized as an important determinant
of organizational effectiveness (Kataria, Rastogi, & Garg, 2013; Welch, 2011), which is
based upon the employees’ positive perceptions of their work climate (Shuck et al., 2011;
Shuck & Herd, 2012). Considering these observations, it is logical to suggest that high-
performance HR practices may influence work engagement through employees’ positive

evaluations of their working environments.

Furthermore, previous research (Bowen & Ostroff, 2004; Mossholder, Richardson,
&Settoon, 2011; Rogg et al., 2001) suggests that climate operates as an interface between
organizational attributes such as HR system, policies, and practices and work-related
outcomes (such as job attitudes, satisfaction, empowerment, employee behaviors, task
performance, safety, and ethics, which in turn affect the broader organizational outcomes.
The present research suggests that employee perceptions of congenial working conditions
in terms of psychologically safe and meaningful environment (characterized as contextual
support, recognition and reward for meaningful contributions, and autonomy and feedback
with regard to work etc.) act as an explanatory mechanism between high-performance HR
practices and work engagement. For instance, organizational resources are provided to
employees within the provision of human resource management policies and practices that
create favorable working conditions for employees and provide opportunity to unleash
their creativity. As a consequence, employees feel motivated to make an effort and
contribute their personal resources in the pursuit of organizational effectiveness. That is,
fulfilment of psychological contract, just and fair work procedures, and internal career
growth, performance-based compensation policies, opportunities for learning and
development may enhance the conditions for employees to perceive support, autonomy,
psychological empowerment, and achievement at work. In a resourceful working
environment, employees tend to feel protected and psychologically active that may

automatically drive their willingness to focus upon and get psychologically involved in
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their work activities. On the other hand, work environments where employees experience
stress, burnout, injustice, lack of communication, role ambiguities, psychological
disconnect with their work roles, lack of trust and reduced commitment from management,
there are higher possibilities that they tend to withdraw emotionally, show lack energy for
the work, and become disinterested and unconcerned about the people and tasks they
encounter at work i.e. disengagement (Wollard, 2011). The findings of the current study
can be supported with the findings of Kaya, Koc & Topcu (2010), who found that
organizational climate (support for innovation, managerial competence and consistency,
workload pressure, organizational boundaries, cohesion, organizational ethics) in Turkish
banks improved as a result of HRM practices (behavior and attitudes, team working,
extensive training, written policy, training in multiple functions, incentives, performance
appraisal, feedback on performance) and this resulted into increased job satisfaction of

employees.

Alternatively, the study suggests that high-performance HR practices directly
influence employees’ work engagement. This is not surprising, as high-performance HR
practices are also known to have direct effects on employees’ work engagement as well
(Alfes et al., 2012).

Since, the concept of engagement has spawned a great deal of recent interest and
central focus of contemporary organizations, human resource managers, researchers, and
practitioners have found that the levels of engagement can be enhanced by developing
talent (Fairlie, 2011). High-performance HR practices which focus upon human capital
performance by developing talents, skills, ability, and motivation may promote the
conditions conducive for higher levels of work engagement. Therefore, the provision of
extensive training, opportunities for employee learning, growth, and development,
performance based rewards and compensation are central to the concept of work
engagement as that HR managers could ensure opportunities for increased employee
attachment with their work roles. In addition, HR managers can play a pivotal role in
designing effective recruitment and selection strategies to hire employees predisposed to
high work engagement. Furthermore, when human resource managers assist employees in
determining their training needs, set the stage for open communication, and revise their
career development programs, employees get ensured for the greater achievement of their
long-term goals with the current organization and consequently they may feel
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psychologically satisfied and take effective engagement initiatives by investing greater

positive energies in the workplace activities.

It makes sense that high-performance HR practices may prove conducive to work
engagement as effective engagement initiatives require a certain degree of ‘advocacy’ for
employees, efficacious focus on their well-being, and a strong commitment on the part of
HR. This way, employees’ experience of human resource management practices in an
organization has the potential to influence how they feel about work (Edgar & Geare,
2013) and bring positive state of mind in work-roles. The findings of the present study are
in line with previous research that high levels of engagement are likely to occur when
employees believe that they are valued, treated fairly, and perceive that the organization
shows a willingness to invest in their development (Rurkkhum & Barlett, 2012). The
current study provides some understanding of the manner in which high-performance

human resource practices influence work engagement.

The fact has been well understood by human resource management researchers and
practitioners that in this knowledge intensive business world particularly in IT
organizations, employees have higher expectations about participating in decision making,
pursuing dynamic involvement in organizational activities, and actively seeking work
contexts where they believe they are treating with respect and fairness (Burke & Ng, 2006;
Shuck & Herd, 2012). An organization through effective people management practices
such as participation and communication, incentive compensation, sophisticated training
and development system, provision of employment security, and internal career
opportunities may send powerful signals to its employees that the organization supports

them and has their well-being at heart.

A burgeoning of research suggests that perceived utility of human resource
practices exert a strong influence on employee attitudes (such as job satisfaction and
affective commitment) and workplace behaviours (such as lower turnover and citizenship
behaviours) (Alfes et al., 2012). There is a reason to expect that high-performance HR
practices may also enhance employees’ willingness to bring energetic, fulfilling, and
affective state of mind at work. Because such practices indicate the nature of employment
relationship that the organization wants to develop with its employees and state the
expectations for how work is to be focused upon. When employees sense the quality of
organizational actions (e.g., rewards and compensation, extensive training, empowerment)

directed towards them, it is likely that benefits derived by such actions in terms of
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learning, growth, and development encourage reciprocal interdependencies among parties
in a manner that promote the feeling of obligation in employees to revert back with higher
investment of personal energies in their work roles for such benefits. This viewpoint is in
line with previous research studies that organizational attention and care towards its human
capital for improving employee productivity may lead to employees’ high levels of energy,
dedication, and involvement, i.e. work engagement (Karatepe, 2012). Thus, consistent with
the existing research the study in the context suggests that high-performance HR practices
are significantly and positively associated with effective engagement initiatives by

employees.

The purpose of the present study was to test a model (M2) that includes high-
performance HR practices, psychological climate, and an individual difference factor i.e.
work engagement in order to explain possible antecedents of OCBs, within the framework
of social exchange theory. It was proposed (hypothesis 8) that work engagement would
mediate the influence of high-performance HR practices and psychological climate on
OCBs. The results of the study confirmed full mediation of work engagement on the
impact of high-performance HR practices and psychological climate on OCB:s.
Accordingly, engagement is regarded as a proximal construct that reflects how employees
feel about their work contexts, and that in turn may function as a bridge that connects
organizational resources (high-performance HR practices and positive work environments)
to relevant organizational behaviors, i.e., OCBs. In other words, work engagement shares a
close connection with high-performance HR practices and climate perceptions that in turn,

can stimulate employees to display citizenship behaviours.

The present study focuses on work engagement as it is grounded in an employee’s
unique experiences of work (i.e. positive climate perceptions) and that it represents the
behavioral manifestation of a cognitive and emotional interpretation of work related
environmental inputs and outcomes (Shuck et al., 2011; Shuck & Herd, 2012). The
existing literature also suggests that work engagement mediates the relationship between
job resources such as training opportunities, feedback, and task characteristics and
individual and organizational outcomes (Schaufeli & Bakker 2004). These job resources
are provided to employees within the setup of HR policies, practices, and strategic
interventions to promote organizational performance. The findings suggest that work
engagement is an outcome of high-performance HR practices. Though high-performance

HR practices influence work engagement directly and indirectly as well through
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employees’ experimentation and meaningful representation of the perceptions of their
working conditions, work engagement is also seen as the individual difference variable
which would possibly enhance the citizenship performance at work place by sharing
deeper connections with psychological climate.

The findings indicated high-performance HR practices as a heading source in
promoting citizenship performance at workplace. Psychological climate and work
engagement were observed as key mediating variables in the relationship between high-
performance HR practices and OCBs. No direct relationship was observed between high-
performance HR practices and OCBs, when psychological climate and work engagement
were tested for their mediating effects in the proposed relationship. Instead, psychological
climate was found to mediate the relationship between high-performance HR practices and
work engagement in part, and work engagement in its turn, was ascertained as having full
mediating effects for the influence of high-performance HR practices and psychological
climate on OCBs. However, high-performance HR practices as a whole was also observed
as having direct influence on employees’ work engagement. It appears the principal
mechanism through which high-performance HR practices and psychological climate
affect OCBs is work engagement. These results add to our understanding of the work
engagement of IT employees and also add to the literature focused on work engagement in

IT organizations, thus extending the evidence base in India’s fast developing economy.

The cross-lagged research design helped in assessing the temporal ordering of
high-performance HR practices, psychological climate, and work engagement as
antecedents of OCBs. And, the results provide clear evidence that the above said factors
are the antecedents of OCBs. Importantly, this study demonstrates that IT employees
choose to perform organizational citizenship behaviors depending on the basis of how well
their psychological needs, aspirations, and preferences are met in the organization. The
focus of organizations on HR practices when moves to employee-centered HR practices,
enables the IT workforce to perceive their work environment in a better way based on the
experimentation with and evaluation of the working conditions in relation to their own
well-being. In positive working conditions, they will find means to satisfy their own
preferences and aspirations while feeling themselves meaningfully attached with and
absorbed in their work roles thereby creating the foundation for highly productive
employment relationship. All these conditions set the stage for establishing social

exchange mechanism and creating reciprocal interdependencies among parties involved in
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obligatory relationship which may enhance employee readiness to take the extra efforts

and voluntary initiatives in order to meet organizational objectives.

Hence, the organizational practitioners are suggested to implement high-
performance HR practices that facilitate positive psychological climate and foster work
engagement, and consequently drive employees to exhibit OCBs. Depicted from the
evidences of the present study, HR managers need to be aware about the significance of
psychological aspects of work environment that may intrinsically motivate employees to

invest their inclusive self in performing job duties.
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Chapter V
Conclusion

This chapter begins with the conclusion to provide the highlights of the study. Thereafter,
it lists the contributions made by this research. The chapter then discusses how the
significant results of the hypotheses tests have implications for organizations. This is
followed by limitations of this study. The recommendations for future research are made in

the concluding section.
51 CONCLUSION

Organizations immensely concentrate on attracting and retaining extraordinary employees
who are not only capable and willing to perform job tasks efficiently but also are keen to
voluntarily invest extra efforts in their jobs through which achieving and sustaining
organizational effectiveness is viable. Moreover, effective functioning of an organization
depends on employees’ efforts extending beyond the formal job requirements (Barnard,
1938; Katz & Kahn, 1978; Organ, 1988; Yen & Niehoff, 2004). Following this, the aim of
the present study is to enrich our understanding of OCB in the IT setting by examining the
least explored factors that may enhance these behaviors among IT professionals in India.
Specifically, the study examines the occurrence of OCBs by looking into employees’
perceptions of strategic HR interventions, psychological climate and work engagement as

potentially important antecedents of OCBs.

This study not only contributes towards identifying the antecedents of OCBs in an
Indian sample of working population in IT organizations but also goes a step further in
employing them for testing a proposed conceptual model. The development of conceptual
model in this research was part of a broader aim establishing the framework of OCB for IT
organizations in India, which has been identified a needed area of study (Chiang et al.,
2013). In this endeavor, the present study attempts to develop a model that explains the
mechanism underlying the relationships between high-performance HR practices,
psychological climate, work engagement, and OCBs. The model proposes psychological
climate and work engagement as mediators in the relationship between high-performance
HR practices and OCB.
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The present study among IT professionals in India provides evidence for an overall
model that examines the antecedents of OCBs. Furthermore, this is one of the first studies
that examined the role of high-performance HR practices, psychological climate, and work
engagement for OCBs in Indian context. Psychological climate was found to partially
mediate the relationship between high-performance HR practices and work engagement.
And, work engagement fully mediated the impact of high-performance HR practices and
psychological climate on OCBs. By examining the mediating role of work engagement
with high-performance HR practices, psychological climate and OCBs, this study broadens
previous research by supplying evidence that work engagement fully mediates the
relationship of high-performance HR practices, psychological climate with OCBs for an
Indian sample of working population in IT organizations. These findings thereby extend
research that has so far focused mainly on the job attitudes or employee satiation processes
such as job satisfaction as mediators of the relationship between high-performance HR

practices, psychological climate and OCBs.
5.2 CONTRIBUTIONS OF THE STUDY

The significance of this research lies in the contributions it makes towards theory and for

practicing managers. These contributions are discussed hereafter.
5.2.1 Theoretical Contributions

This study is an important contributor to the field of high-performance HR practices,
psychological climate, work engagement, and OCB. It is one of the few studies where all
the four variables of high-performance HR practices, psychological climate, work

engagement, and OCB are investigated in a single study.

The results provide a greater understanding of the antecedents of OCB in IT
organizations. Because previous studies did not explain how high-performance HR
practices, working climate, and employees’ work engagement directly influence OCBs.
The study explored the associations between high-performance HR practices,
psychological climate, work engagement, and OCB for further developing a mechanism
for OCB with the help of research findings, logics and suppositions in the extant OCB
literature. The study investigated how psychological climate and work engagement
mediates between high-performance HR practices and OCBs. This addition to previous
efforts is important because OCB focuses on employees’ perceptions of high-performance
HR practices. Also, how employees demonstrate their cognitive evaluation and meaningful
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formations of the immediate working environments and sense of personal well-being in
terms of work engagement that ultimately govern employees’ OCBs. Second, only a few
past studies have examined the influence of employees’ perceptions of sets of high-
performance HR practices on their workplace performance. This research attempts to fill
this general absence of empirical research in IT organizations. With the observation,
organizations in India are becoming highly adaptive to the increasing role of human
resource management function and are keen to focus on HR practices that are geared
towards elevated organizational effectiveness, it is important to ascertain employees’
perceptions of transformations in the field of human resource management initiatives and
performance-enhancement exertions with the help of high-performance HR practices
execution in these organizations and to know the effects of employees’ perceptions of such
incentive initiatives on their work engagement and enterprisingness towards organizational
effectiveness in terms of OCBs. This research explores the changing dynamics of Indian
business scenario in context of IT organizations. This is because IT professionals may
perceive and react differently to human resource management system in the organization
and have higher expectations of congenial working conditions that enhance their capability
to employ personal skills and resources in the realization of organizational goals. Thus, the
study tries to tap their experiences and perceptions and map their performances in the

organization.

The significance of the findings was enhanced by qualifying the mediating role of
psychological climate in the relationship between high-performance HR practices and
OCBs, which have been less focused in previous researches explaining the psychological
process of employee involvement in OCBs (Wei et al., 2010). In this research, the
psychological well-being indicator that has been assumed as having a close connection
with psychological climate perceptions of employees i.e. work engagement representing
the active psychological state of employees’ positive mind has also been identified as
important precursor of OCBs and thus explored for its mediating influence on the role of
high-performance HR practices, psychological climate in promoting OCBs at workplace.
To the researcher’s best knowledge, it is one of the first attempts on establishing the
framework for OCB in IT organizations with the inclusion of high-performance HR

practices, psychological climate, and work engagement.
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5.2.2 Practical Contributions

A Dbetter understanding of the outlook and perceptions of employees towards
organizational HR orientation and environmental cues can therefore provide important
information to managers. Particularly, HR managers can be motivated to open up new
avenues to employees to be psychologically involved in work roles and to feel highly
motivated to bring their good spirits at the workplace in order to benefit the organization at
large. Also, IT organizations while preparing managers for delegating roles and
responsibilities to employees need to pay attention towards factors like changing
technologies, exceeding role expectations, and insecurities at workplace. As such
circumstances have created a need for employees to look for socio-emotional support for
optimal functioning such as quality supervision, development feedback, empowerment,
elementary directions as well as non-violation of their right to be respected and treated
with dignity at workplace. Organizational focus on these factors may provide employees
with psychological safety and support at work and consequently they may feel internally
motivated to be highly engaged with work and may even encourage OCBs for
organizational efficiency.

This study provides insights into why the IT employees are willing to exhibit
OCBs. Employees in this study reported that they perceived organizational focus on
developing its human capital which is found be associated with their increased
involvement in OCBs through favorable work climate sensing and experiencing an
enhanced state of well-being at work. This makes taking care of employee psychological
well-being imperative in the war of talent. It is highly recommended that organizations
should adopt a strategic human resource management approach towards their human
capital performance that emphasizes the importance of employees’ positive workplace
experiences and well-being at work in order to advance employees efforts made in favor of
increased organizational effectiveness. It is a recognized fact that an organization cannot
achieve its objectives efficaciously if employees limit their contributions to the
organization to its prescribed job requirements. It is vitally necessary that employees not
just conform to the accepted standards of the job descriptions and work activities, but
surpass the set boundaries of their jobs and transcend their performances up to their full
potential. The findings indicate that employees’ positive evaluations of the work contexts
nurtures the tendency of bringing positive, active psychological state of mind at work that
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can further provide boosterism to their willingness and expressions in organizationally

beneficial behaviours.

From a practical point-of-view, promoting OCBs can be achieved- amongst others-
by designing an HR system that incorporates positive practices at workplace like
advancement of corporate communications to augment employees’ perceptions of
organizational support and justice, designing incentive based compensation system to
reward high-performing employees, considerations to person-role fit, appropriate job
(re)design, and employment security in order to create psychologically safe working
conditions (Kataria, Garg, & Rastogi, 2013). Furthermore, creating psychological
conditions of availability in terms of providing resourceful work environments may also
enhance the display of OCBs. In addition, employees should be psychologically
empowered to perform OCBs that takes in to account organizational efforts to provide
meaning in their work, opportunities to develop, and increased occupational self-efficacy.
Recent studies posit a great incremental value on employees’ work engagement and that
enforce HR managers to design the HR system keeping in mind employees’ psychological
needs and concerns at workplace that may include a greater emphasis on job design,
support from management, development opportunities, fair and equity at workplace, and a
resourceful working environment to motivate employees reciprocate with high engagement
level with their work. Work engagement can also be achieved by focusing on employees’
perceptions of the organizational commitment towards their well-being at work and the
support they receive from the organization. Further, managers must set the stage for
engagement by designing effective jobs that include motivating characteristics with regard
to significance and variety (Christian et al., 2011). They also need to provide employees
resources and benefits that oblige them to reciprocate in kind with higher levels of
engagement (Saks, 2006). The relationship found between work engagement and OCBs is
insightful, because based on that knowledge, attempts should be made through selection to

hire employees predisposed to engagement (Christian et al., 2011).
53 LIMITATIONS AND FUTURE SCOPE OF RESEARCH

Although the findings of this study are in line with the developed theory, the study has
some limitations that can be addressed in future research. The generalizability of the
study’s findings might be limited. The present study was conducted in the specific context
of IT organizations in India. However, the immediate working environment could differ

significantly across industries. Future research could investigate whether results of this

148



study generalize about the other organizational settings. There may also be some concerns
regarding the generalizability of these findings to other cultural contexts.

Further, the self-report nature of the data used for the study, common source error
may exist even if employees are the best choice for answering these questionnaires.
Although common source error was found to be insignificant based on the CFA
assessment in the study, the possibility of this error cannot be all together discounted. It is
still important to avoid any possible common source error and to acquire more reliable
data for testing the study hypotheses. The mediation model tested in the current study need
to be replicated using longitudinal study designs in order to establish more certain

causality of the relationship between the key constructs of particular interest.

Another important area of future research is to further analyze the research model
using peers and superiors’ ratings of employees” OCBs, as the present study only accounts
for employees’ self-ratings of their OCBs. To conduct a more complete evaluation for
reflecting the real situation, future studies need to collect data from multiple sources.
Further, the present study have focused on climate indicators of psychological needs of
meaningfulness and safety, future studies could investigate workplace indicators
concerning employees’ psychological need of availability at work such as job resources in

relation to the hypothesized relationships.

The fact that the study did not find direct influence of high-performance HR
practices and psychological climate on OCBs, suggests that other mediating, moderating
variables may be pertinent such as psychological empowerment, LMX. Researchers should
also be encouraged at the possibility of exploring individual and organizational
peculiarities that are likely to function as regulative aspect of engagement and influence
the extent to which they are motivated to exhibit organizational citizenship behaviors.

149



REFERENCES

10.

11.

12.

Ahmad, S. & Schroeder, R. G. (2003). The impact of human resource management
practices on operational performance: recognizing country and industry differences.
Journal of Operations Management, 21 (1), 19-43.

Agarwal, M. & Sharma, A. (2010). Relationship of Workplace Factors and Job
Involvement of Healthcare Employees with Quality of Patient Care in Teaching
and Non-teaching Hospitals. Psychological Studies, 55(4), 374-385.

Agarwal, M. & Sharma, A. (2011). Effects of hospital workplace factors on the
psychological well-being and job satisfaction of health care employees. Journal of
Health Management, 13(4) 439-461.

Alarcon G. M., & Lyons J. B. The relationship of engagement and job satisfaction in
working samples. The Journal of Psychology, 145(5), 463-80.

Alfes, K., Shantz, A. D., Truss, C., & Soane, E. C. (2012). The link between perceived
human resource management practices, engagement and employee behaviour: A
moderated mediation model. The International Journal of Human Resource
Management, 24(2), 1-22.

Allen, D. G., Shore, L. M., & Griffeth, R. W. (2003). The role of perceived organizational
support and supportive human resource practices in the turnover process. Journal of
Management, 29(1) 99-118.

Allen, M. W., Armstrong, D. J., Reid, M. F., & Riemenschneider, C. K. (2008). Factors
impacting the perceived organizational support of IT employees. Information &
Management, 45 (8), 556-563.

Allen, R. S., Evans, W. R., & White, C. S. (2011). Affective organizational commitment
and organizational citizenship behavior: examining the relationship through the lens
of equity sensitivity. Organization Management Journal, 8(4), 218-228.

Amenumey, E. K., & Lockwood, A. (2008). Psychological climate and psychological
empowerment: an exploration in a luxury UK hotel group. Tourism and Hospitality
Research, 8(4), 265-281.

Anderson, J.C., & Gerbing, D.W. (1988). Structural equation modeling in practice: a
review and recommended two-step approach. Psychological Bulletin, 103, 411-23.

Andrew, O. C., & Sofian, S. (2011). Engaging People who Drive Execution and
Organizational Performance. American Journal of Economics and Business
Administration, 3 (3), 569-575.

Annelies E. M., Vianen, V., De Pater, I. E., Bechtoldt, M. N., & Evers, A. (2011). The

strength and quality of climate perceptions. Journal of Managerial Psychology, 26
(1), 77-92.

150



13.

14.

15.

16.

17.

18.

19.

20.

21.

22,

23.

24,

25.

Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. (2000). Manufacturing advantage:
Why high-performance work systems pay off. Ithaca, NY: Cornell University Press.

Arthur, J. B. (1994). Effects of human resource systems on manufacturing performance and
turnover. Academy of Management journal, 37(3), 670-687.

Aryee, S., Budhwar, P. S., & Chen, Z. X. (2002). Trust as a mediator of the relationship
between organizational justice and work outcomes: Test of a social exchange
model. Journal of Organizational Behaviour, 23(3), 267-285.

Babcock-Roberson, M. E., & Strickland, O. J. (2010). The relationship between
charismatic leadership, work engagement, and organizational citizenship
behaviors. The Journal of Psychology, 144(3), 313-326.

Bae, J., & Lawler, J. J. (2000). Organizational and HRM strategies in Korea: Impact on
firm performance in an emerging economy. Academy of Management
Journal, 43(3), 502-517.

Bakker, A. B., & Xanthopoulou, D. (2013). Creativity and charisma among female leaders:
the role of resources and work engagement. The International Journal of Human
Resource Management, 24, 2760-2779.

Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Key questions regarding work
engagement. European Journal of Work and Organizational Psychology, 20, 4-28.

Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands-resources
model to predict burnout and performance. Human Resource Management, 43(1),
83-104.

Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T.W. (2008). Work engagement:
An emerging concept in occupational health psychology. Work & Stress, 22, 187-
200.

Bakker, A.B., & Bal, P.M. (2010). Weekly work engagement and performance: A study
among starting teachers”, Journal of Occupational and Organizational Psychology,
83, 189-296.

Bakker, A. B., Tims, M., & Derks, D. (2012). Proactive personality and job performance:
The role of job crafting and work engagement. Human Relations, 65(10), 1359-
1378.

Bakker, A. B., & Ten Brummelhuis, L.L. (2012). Work engagement, performance and
active learning: the role of conscientiousness. Journal of Vocational
Behavior, 80(2), 555- 564.

Bal, P. M., De Cooman, R., & Mol, S. T. (2013). Dynamics of psychological contracts with

work engagement and turnover intention: The influence of organizational
tenure. European Journal of Work and Organizational Psychology, 22(1), 107-122.

151


http://www.tue.nl/en/publication/ep/p/d/ep-uid/279133/
http://www.tue.nl/en/publication/ep/p/d/ep-uid/279133/

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

Balducci, C., Fraccaroli, F., & Schaufeli, W.B. (2010). Psychometric Properties of the
Italian Version of the Utrecht Work Engagement Scale (UWES-9): A Cross-
Cultural Analysis. European Journal of Psychological Assessment, 26, 143-149.

Baluch, A. M., Salge, T. O., & Piening, E. P. (2013). Untangling the relationship between
HRM and hospital performance: the mediating role of attitudinal and behavioural
HR outcomes. The International Journal of Human Resource Management, 24 (16),
3038-3061.

Bamberger, P., & Meshoulam, I. (2000). Human Resource Strategy: Formulation,
Implementation, and Impact. Thousand Oaks, CA: Sage.

Baptiste, N. R. (2008). Tightening the link between employee wellbeing at work and
performance: A new dimension for HRM. Management Decisions, 46 (2), 284-3009.

Barkhi, R., & Kao, Y. C. (2011). Psychological climate and decision-making performance
in a GDSS context. Information & Management, 48(4), 125-134.

Barnard, C. I. (1938). The functions of the executive. Cambridge, MA: Harvard University
Press.

Baron R. & Kenny D. (1986).The moderator-mediator variable distinction in social
Psychological research: conceptual, strategic and statistical considerations. Journal
of Personality and Social Psychology, 6, 1173-1182.

Bartlett, K. R. (2001). The relationship between training and organizational commitment: a
study in the health care field. Human Resource Development Quarterly, 12 (4), 335-
352.

Beauregard, T. A. (2012). Perfectionism, self-efficacy and OCB: The moderating role of
gender. Personnel review, 41(5), 590-608.

Becker, B. E., Huselid, M. A. (1998). High performance work systems and firm
performance: A synthesis of research and managerial implications. Research In
Personnel and Human Resource Management, 16, 53-101.

Bentler, P.M. (1990). Comparative Fit Indexes in Structural Models. Psychological
Bulletin, 107 (2), 238-246

Bettencourt, L. A., Gwinner, K. P., & Meuter, M. L. (2001). A comparison of attitude,
personality, and knowledge predictors of service-oriented organizational citizenship
behaviors. Journal of Applied Psychology 86 (1), 29-41.

Bhal, K. (2002). Perceived role of human resource management in Indian organizations:
An empirical study. Global Business Review, 3 (1), 139- 152,

Bhal, K., & Gulati, N. (2007). Pay satisfaction of software professionals in India. Vikalpa,
32 (3), 9-21.

152



40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52,

Bhatnagar, J. (2012). Management of innovation: Role of psychological empowerment,
work engagement and turnover intention in the Indian context. The International
Journal of Human Resource Management, 23 (5), 928-951.

Bindl, U. K., & Parker, S. K. (2011a), Feeling good and performing well? Psychological
engagement and positive behaviors at work. In S. Albert (Ed.), Handbook of
employee engagement: Perspectives, issues, research and practice (pp. 385-398),
Cheltenham: Edward-Elgar Publishing.

Biswas, S. (2008). HR Practices as a Mediator between Organizational Culture and
Transformational ~ Leadership:  Implications for Employee Performance.
Psychological Studies, 54, 114-123.

Biswas, S. (2010). Relationship between psychological climate and turnover intentions and
its impact on organizational effectiveness: A study in Indian organizations. 1IMB
Management Review. 22, 102-110.

Biswas, S., & Varma, A. (2007). Psychological climate and individual performance in
India: Test of a mediated model. Employee Relations, 29 (6), 664 — 676.

Biswas, S., & Varma, A. (2012). Linkages between antecedents of in-role performance and
intentions to quit: an investigation in India. The International Journal of Human
Resource Management, 23(5), 987-1005.

Biswas, S., Giri, V.N., & Srivastava, K. B. (2006). Examining the Role of HR Practices in
Improving Individual Performance and Organizational Effectiveness. Management
& Labour Studies, 31(2), 111-133.

Biswas, S., Srivastava, K. B., & Giri, V. N. (2007). Human Resource Management,
Individual Behaviour and Organisational Effectiveness: A Study in Indian
Organisations. Indian Journal of Industrial Relations, 43 (1), 33-50.

Biswas, S., Varma, A., & Ramaswami, A. (2013). Linking distributive and procedural
justice to employee engagement through social exchange: a field study in India. The
International Journal of Human Resource Management, 24 (8), 1570-1587.

Blasé, J., & Blasé, J. (1996). Facilitative school leadership and teacher empowerment:
Teachers’ perspectives. Social Psychology of Education, 1, 117-145.

Blau, P. M. (1964). Exchange and power in social life. New York: John Wiley.

Bogler, R., & Somech, A. (2005). Organizational citizenship behavior in school: how does
it relate to participation in decision making?.Journal of Educational
Administration, 43(5), 420-438.

Borman,W.C. and Motowidlo, S.J. (1993), Expanding the criterion domain to include

elements of contextual performance, in, N. Schmitt., W. C. Borman., and Associates
(Ed.), Personnel selection in organizations (pp. 71-98), San Francisco: Jossey-Bass.

153



53.

54.

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

Bose, S. and Agarwal, M. (2003). Work environment and fulfilment of psychological
contract: A study of private and public sector organizations. Indian Journal of
Industrial relations, 38 (4), 460-479.

Boselie, P. (2010). High performance work practices in the health care sector: A Dutch
case study. International Journal of Manpower, 31 (1), 42 -58.

Bowen, D. E., & Ostroff, C. (2004). Understanding HRM-firm performance linkages: The
role of “‘Strength’” of the HRM system. Academy of Management Review, 29(2),
203-221.

Brief, A. P. & Motowidlo, S. J. (1986). Prosocial organizational behaviors. Academy of
Management Review, 11 (7), 10-725.

Brown, S. P., & Leigh, T. W. (1996). A new look at psychological climate and its
relationship to job involvement, effort, and performance. Journal of Applied
Psychology, 81(4), 358.

Buckingham, M., & Coffman, C. (1999). First, break all the rules: What the world’s
greatest managers do differently. Simon and Schuster Australia, Sydney.

Buller, P. F., & McEvoy, G. M. (2012). Strategy, human resource management and
performance: Sharpening line of sight. Human Resource Management
Review, 22(1), 43-56.

Burke, M. J., Borucki, C. C., & Kaufman, J. D. (2002). Contemporary perspectives on the
study of psychological climate: A commentary. European Journal of Work and
Organizational Psychology, 11 (3), 325-340.

Burke, R., & Ng, E. (2006). The changing nature of work and organizations: Implications
for human resource management. Human Resource Management Review, 16, 86-94.

Burney, L. L., Henley, C. A., & Widener, S. K. (2009). A path model examining the
relations among strategic performance measurement system characteristics,
organizational justice, and extra- and in-role performance. Accounting,
Organizations and Society, 34 (3/4), 305-321.

Byrne, B.M. (2001). Structural equation modeling with AMOS: Basic concepts,
applications and programming. Mahwah, NJ: Erlbaum.

Cameron, K., Dutton, J.,, & Quinn, R.E. (2003). Positive Organizational scholarship:
Foundations of a New Discipline. Berrett-Koehler Publishers.

Cameron, K., Mora, C., Leutscher, T., & Calarco, M. (2011). Effects of Positive Practices
on Organizational Effectiveness. The Journal of Applied Behavioral Science, 47 (3),
266-308.

Cameron, K.S. (1986). A study of organizational effectiveness and its predictors.
Management Science, 32, 87-112.

154



67.

68.

69.

70.

71.

72.

73.

74,

75.

76.

77,

78.

79.

Cameron, K.S. (1986). Effectiveness as Paradox: Consensus and conflict in conceptions of
organizational effectiveness. Management Science, 32 (5), 539-553.

Cameron, K.S., & Whetton, D.A. (1981). Perceptions of organizational effectiveness over
organizational life cycles. Administrative Science Quarterly, 26 (4), 525-544.

Carless, S. A. (2004). Does psychological empowerment mediate the relationship between
psychological climate and job satisfaction?. Journal of Business and
Psychology, 18(4), 405-425.

Cem Ersoy, N., Born, M. P., Derous, E., & Molen, H. T. van der. (2011). Antecedents of
organizational citizenship behavior among blue- and white-collar workers in
Turkey. International Journal of Intercultural Relations, 35(3), 356-367.

Chiaburu, D. S., Stoverink, A. C., Li, N., & Zhang, X. A. (2013). Extraverts engage in
more interpersonal citizenship when motivated to impression manage: Getting
along to get ahead?”, Journal of Management, doi: 10.1177/0149206312471396.

Chiang, C. F., & Hsieh, T. S. (2012). The impacts of perceived organizational support and
psychological empowerment on job performance: The mediating effects of
organizational citizenship  behavior. International Journal of Hospitality
Management, 31(1), 180-190.

Chiang, J. C-C., Yang, M-H., Klein, G., & lJiang, J. J-Y. (2013). Antecedents of
organizational citizenship for information technology personnel, Industrial
Management & Data Systems, 113 (4), 589-604.

Chin, W.W. (1998). Issues and opinion on structural equation modelling. MIS Quarterly,
22, 7-16.

Chiu, S. F., & Tsai, M. C. (2006). Relationships among burnout, job involvement, and
organizational citizenship behavior. The Journal of Psychology, 140(6), 517-530.

Choi, J. N. (2006). Multilevel and Cross-Level Effects of Workplace Attitudes and Group
Member Relations on Interpersonal Helping Behavior. Human Performance, 19 (4),
383-402.

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative
review and test of its relations with task and contextual performance. Personnel
Psychology, 64(1), 89-136.

Chuang, C. H., & Liao, H. U. I. (2010). Strategic human resource management in service
context: Taking care of business by taking care of employees and
customers. Personnel Psychology, 63(1), 153-196.

Chughtai, A. A., & Buckley, F. (2011). Work engagement: antecedents, the mediating role

of learning goal orientation and job performance. Career Development
International, 16 (7), 684 - 705.

155



80.

81.

82.

83.

84.

85.

86.

87.

88.

89.

90.

91.

Clark, O. L., Zickar, M. J., & Jex, S. M. (2013). Role definition as a moderator of the
relationship between safety climate and organizational citizenship behavior among
hospital nurses. Journal of Business and Psychology, doi 10.1007/s10869-013-
9302-0.

Clarke, S. (2010). An integrative model of safety climate: Linking psychological climate
and work attitudes to individual safety outcomes using meta-analysis. Journal of
Occupational and Organizational Psychology, 83(3), 553-578.

Clement, M., & Vandenberghe, R. (2000). Teachers’ professional development: A solitary
or collegial (ad) venture?. Teacher and Teaching Education, 16, 81-101.

Cohen, A., & Avrahami, A. (2006). The Relationship between Individualism, Collectivism,
the Perception of Justice, Demographic Characteristics and Organisational
Citizenship Behaviour. The Service Industries Journal, 26 (8), 889-901.

Costen, W. M., & Salazar, J. (2011). The impact of training and development on employee
job satisfaction, loyalty, and intent to stay in the lodging industry. Journal of
Human Resources in Hospitality & Tourism, 10 (3), 273-284.

D'Amato, A., & Zijlstra, F. R. (2008). Psychological climate and individual factors as
antecedents of work outcomes. European Journal of Work and Organizational
Psychology, 17(1), 33-54.

de Lara, P. Z. M. (2008). Should faith and hope be included in the employees' agenda?:
Linking PO fit and citizenship behavior. Journal of Managerial Psychology, 23
73-88.

Delaney, J. T., & Huselid, M. A. (1996). The impact of human resource management
practices on perceptions of organizational performance. Academy of Management
Journal, 39(4), 949-969.

Dierdorff, E. C., Rubin, R. S., & Bachrach , D. G. (2012). Role expectations as antecedents
of citizenship and the moderating effects of work context. Journal of Management,
38 (2), 573-598.

Dikkers, J. S. E., Jansen, P. G. W., de Lange, A. H., Vinkenburg, C. J., & Kooij, D. (2010).
Proactivity, job characteristics, and engagement. A longitudinal study. Career
Development International, 15(1), 59-77.

Dixon, M. A., Cunningham, G. B., Sagas, M., Turner, B. A., & Kent, A. (2005).
Challenge is key: An investigation of affective organizational commitment in
undergraduate interns. Journal of Education for Business, 80 (3), 172-180.

Dollard, M. F., & Bakker, A. B. (2010). Psychosocial safety climate as a precursor to
conducive work environments, psychological health problems, and employee
engagement. Journal of Occupational and Organizational Psychology,
83, 579-599.

156



92.

93.

94.

95.

96.

97.

98.

99.

100.

101.

102.

103.

104.

Edgar, F., & Geare, A. J. (2013). Employee voice on human resource management. Asia
Pacific Journal of Human Resources. 43 (3), 361-380.

Edralin, D. M. (2008). Innovative human resource management (HRM) practices as
predictors of employee job involvement and organizational commitment. Asian
Journal of Technology Innovation, 16(2), 67-81.

Egan, T. M., Yang, B. and Bartlett, K. R. (2004). The effects of organizational learning
culture and job satisfaction on motivation to transfer learning and turnover
intention. Human Resource Development Quarterly, 15 (3), 279-301.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived
organizational support. Journal of Applied Psychology, 71, 500-507.

Elanain, H. M. A. (2010). Work locus of control and interactional justice as mediators of
the relationship between openness to experience and organizational citizenship
behavior. Cross Cultural Management: An International Journal, 17(2), 170-192.

Endres, G.M., & Mancheno-Smoak, L. (2008). The human resource craze: Human
performance improvement and employee engagement. Organizational Development
Journal, 26 (1), 69-78.

Erickson, T. J. (2005). Testimony submitted before the U.S. senate committee on health,
education, labor and pensions. May, 26.

Erkutlu, H. (2011). The moderating role of organizational culture in the relationship
between organizational justice and organizational citizenship behaviors. Leadership
& Organization Development Journal, 32(6), 532-554.

Evans, K. R., Landry, T. D., Li, P-C., & Zou, S. (2007). How sales controls affect job-
related outcomes: the role of organizational sales-related psychological climate
perceptions. Journal of the Academy of Marketing Science, 35, 445-4509.

Fairlie, P. (2011). Meaningful work, employee engagement, and other key employee
outcomes implications for human resource development, Advances in Developing
Human Resources, 13 (4), 508-525.

Farh, J. L., Zhong, C. B., & Organ, D. W. (2004). Organizational citizenship behavior in
the People's Republic of China. Organization Science, 15, 241-253.

Feather, N. T., & Rauter, K. A. (2004). Organizational citizenship behaviours in relation to
job status, job insecurity, organizational commitment and identification, job
satisfaction and work values. Journal of Occupational and Organizational
Psychology, 77 (1), 81-94.

Ferris, G. R., Hochwarter, W. A., Buckley, M. R., Harrell-Cook, G. & Frink, D. D. (1999).

Human resources management: Some new directions. Journal of Management,
25(3), 385-415.

157



105.

106.

107.

108.

109.

110.

111.

112.

113.

114.

115.

116.

117.

Fine, S., Horowitz, 1., Weigler, H., & Basis, L. (2010). Is good character good enough? The
effects of situational variables on the relationship between integrity and
counterproductive work behaviors. Human Resources Management Review, 20,
73—84.

Fiorito, J., Bozeman, D., & Young, A. (1997). Organizational commitment: Human
resource policies and organizational characteristics. Florida: College of Business.

Fleming, J. H., & Asplund, J. (2007). Where employee engagement happens. The Gallup
Management Journal, 3(1).

Foley, S., Ngo, H. Y., & Loi, R. (2012). The adoption of high performance work systems
in foreign subsidiaries. Journal of World Business, 47(1), 106-113.

Foote, D. A, & Tang, T. L. P. (2008). Job satisfaction and organizational citizenship
behaviour (OCB): Does team commitment make a difference in self-directed
teams?. Management Decision, 46(6), 933-947.

Frank, F. D., Finnegan, R. P. & Taylor, C. R. (2004). The race for talent: retaining and
engaging workers in the 21st century. Human Resource Planning, 27 (3), 12-25.

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The
broaden-and-build theory of positive emotion. American Psychologist, 56, 218-226.

Frenkel, S. J., Restubog, S., & Bednall, T., (2012). How employee perceptions of HR
policy and practice influence discretionary work effort and co-worker assistance:
Evidence from two organizations. International Journal of Human Resource
Management, 23 (20), 4193-4210.

Ganesh, M. P., & Gupta, M. (2008). Nurturing team performance by managing virtualness.
Journal of Psychosocial Research, 3(2), 251-264.

Ganesh, M. P., & Gupta, M. (2010). Impact of virtualness and task interdependence on
extra- role performance in software development teams. Team Performance
Management, 16 (3/4), 169-186.

Garner, B. R., & Hunter, B. D. (2013). Examining the temporal relationship between
psychological climate, work attitude, and staff turnover. Journal of substance abuse
treatment, 44(2), 193-200.

Garner, B.R., & Hunter, B.D. (2013). Examining the temporal relationship between
psychological climate, work attitude, and staff turnover. Journal of Substance
Abuse Treatment, 44 (2), 193-200.

Gelade, G. A., & lvery, M. (2003). The impact of human resource management and

work climate on organizational performance. Personnel Psychology, 56(2),
383-404.

158



118.

119.

120.

121.

122.

123.

124.

125.

126.

127.

128.

129.

130.

George, J. M. & Brief, A. P. (1992). Feeling good-doing good: A conceptual analysis of the
mood at work-organizational spontaneity relationship. Psychological Bulletin, 112,
(2), 310-329.

George, J. M., & Bettenhausen, K. (1990). Understanding prosocial behavior, sales
performance, and turnover: A group-level analysis in a service context. Journal of
Applied Psychology, 75, 698-7009.

Gould-Williams, J. (2007). HR practices, organizational climate and employee outcomes:
Evaluating social exchange relationships in local government. International
Journal of Human Resource Management, 18, 1627-1647.

Gong, Y., Chang, S., & Cheung, S. Y. (2010). High performance work system and
collective OCB: a collective social exchange perspective. Human Resource
Management Journal, 20(2), 119-137.

Gooderham, P., Parry, E., & Ringdal, K. (2008). The impact of bundles of strategic human
resource management practices on the performance of European firms. The
International Journal of Human Resource Management, 19(11), 2041-2056.

Graham, J. W. (1991). An essay on organizational citizenship behavior. Employee
Responsibilities and Rights Journal, 4, 249-270.

Gregory, B. T., Osmonbekov, T., Gregory, S. T., Albritton, M. D., & Carr, J. C. (2013).
Abusive supervision and citizenship behaviors: Exploring boundary conditions.
Journal of Managerial Psychology, 28 (6), 628-644.

Gruman, A.J., & Saks, A.M. (2011). Performance management and employee engagement.
Human Resource Management Review, 21, 123-136.

Guest, D. (2002). Human resource management, corporate performance and employee
wellbeing: building the worker into HRM. Journal of Industrial Relations, 44(3),
335-358.

Guest, D. E. (2007). HRM and Performance: Can Partnership Address the Ethical
Dilemmas?. In A. Pinnington, R. Macklin & T. Campbell (Eds.), Human Resource
Management: Ethics and Employment (pp. 52-65). Oxford: Oxford University
Press.

Gulati, N., & Bhal, K. (2004). Personality and justice perceptions of the software
professionals of India. Global Business Review, 5(2), 207-215.

Gupta, V., & Singh, S. (2012). Empirical evaluation of dimensionality of organizational
citizenship behavior for Indian business context. Psychological Studies, 57(4), 392—
403.

Gupta, V., & Kumar, S. (2013). Impact of performance appraisal justice on employee
engagement: a study of Indian professionals. Employee Relations, 35 (1), 61 — 78.

159



131.

132.

133.

134.

135.

136.

137.

138.

139.

140.

141.

142.

143.

Gupta, V., & Singh, S. (2013). An empirical study of the dimensionality of organizational
justice and its relationship with organizational citizenship behaviour in the Indian
context. The International Journal of Human Resource Management, 24(6), 1277-
1299.

Guthrie, J. (2001). The management, measurement and the reporting of intellectual
capital. Journal of Intellectual capital, 2(1), 27-41.

Guthrie, J. P., & Olian, J. D. (1991). Does Context Affect Staffing? The Case of General
Managers. Personnel Psychology, 44, 263-292.

Halbesleben, J.R.B., & Wheeler, A.R. (2008). The relative roles of engagement and
embeddedness in predicting job performance and intention to leave. Work and
Stress, 22, 242-256.

Hallberg, U. E, & Schaufeli, W. B. (2006). “Same same” but different? Can work
engagement be discriminated from job involvement and organizational
commitment?”. European Psychologist, 11(2), 119-127.

Hart, P. M., Wearing, A. J., Conn, M., Carter, N. L., & Dingle, R. K. (2000). Development
of the School organizational Health Questionnaire: A measure for assessing teacher
morale and school organizational climate. British Journal of Educational
Psychology, 70, 211-228.

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit level relationship
between employee satisfaction, employee engagement, and business outcomes: a
meta- analysis. Journal of Applied Psychology, 87, 268-79.

Hassan, S., & Rohrbaugh, J. (2011). The role of psychological climate on public sector
employees' organizational commitment: An empirical assessment for three
occupational groups. International Public Management Journal, 14(1), 27-62.

Hemdi, M. A. and Nasurdin, A. M. (2007). Investigating the influence of organizational
justice on hotel employees' organizational citizenship behavior intentions and
turnover intentions. Journal of Human Resources in Hospitality & Tourism, 7 (1),
1-23.

Hofstede, G. (2001). Culture’s consequences: Comparing values, behaviors, institutions,
and organizations across nations (2nd ed.). Thousand Oaks, California: Sage
Publications, Inc.

Homans, G. C. (1961). Social behavior: Its elementary forms. New York: Harcourt Brace.

Hsu, M. K., Jiang, J. J., Klein, G., &, Tang, Z. (2003). Perceived career incentives and
intent to leave. Information & Management Journal, 40, 361-369.

Hsu, S-Y. “C”., & Mujtaba, G. B. (2007). Team transformational leadership, trust,

satisfaction, and commitment: The testing of a structural equation model in software
development teams. Review of Business Information Systems. 11 (3), 17-28.

160



144,

145.

146.

147.

148.

149.

150.

151.

152.

153.

154.

155.

156.

Hu, L.T., & Bentler, P.M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural equation
modeling: A Multidisciplinary Journal, 6, 1-55.

Huselid, M. A. (1995). The impact of human resource management practices on turnover,
productivity, and corporate financial performance. Academy of management
Journal, 38(3), 635-672.

Huselid, M. A., & Becker, B. E. (1996). Methodological issues in cross-sectional and panel
estimates of the human resource-firm performance link. Industrial Relations: A
Journal of Economy and Society, 35(3), 400-422.

Hussain, R. I., & Mujtaba, B. G. (2013). Impact of human resource practices on job
satisfaction in the microfinance industry. European Journal of Business and
Management, 5 (5), 128-138.

Ichniowski, C., Shaw, K., & Prennushi, G. (1997). The effects of human resource practices
on manufacturing performance: A study of steel finishing lines. American Economic
Review, 87(3), 291-313.

llies, R., Fulmer, 1. S., Spitzmuller, M., & Johnson, M. D. (2009). Personality and
citizenship behavior: the mediating role of job satisfaction. Journal of Applied
Psychology, 94(4), 945-959.

Jackson, S.E., & Schuler, R. S. (1995). Understanding human resource management in the
context of organizations and their environments. Annual Review of Psychology, 46,
237-264.

Jain, A. K., & Sinha, A. K. (2006). Self- management and job performance: In-role
behaviour and organizational citizenship behaviour. Psychological studies, 51, 19-
29.

James, L. A., & James, L. R. (1989). Integrating work environment perceptions:
explorations into the measurement of meaning. Journal of Applied Psychology,
74, 739-751.

James, L. R. (1982). Aggregation bias in estimates of perceptual agreement. Journal of
Applied Psychology, 67, 219-229.

James, L. R., & Jones, A. P. (1974). Organizational climate: a review of theory and
research. Psychological Bulletin, 81 (12), 1096-1112.

James, L. R., Choi, C. C., Ko, C. E., McNeil, P. K., Minton, M. K., Wright, M. A., & Kim,
K. (2008). Organizational and psychological climate. A review of theory and
research. European Journal of Work and Organizational Psychology, 17, 5-32.

James, L. R., Hartman, A., Stebbins, M. W., & Jones, A. P. (1977). Relationships between

psychological climate and VIE model for work motivation. Personnel Psychology,
30, 229-368.

161



157.

158.

159.

160.

161.

162.

163.

164.

165.

166.

167.

168.

169.

James, L. R., Hater, J. J., Gent, M. J., & Bruni, J. R. (1978). Psychological climate:
Implications from cognitive social learning theory and interactional
psychology. Personnel Psychology, 31(4), 783-813.

James, L. R., James, L. A., & Ashe, D. K. (1990). The meaning of organizations: The role
of cognition and values. In B. Schneider (Ed.), Organizational climate and culture
(pp. 40-84). San Francisco: Jossey-Bass.

James, L.R., & Sells, S.B. (1981). Psychological climate: Theoretical perspectives and
empirical research. In D. Magnusson (Ed.). Toward a psychology of situations: An
interactional perspective (pp. 275-295). Hillsdale, NJ: Erlbaum.

Janssen, O., & Huang, X. (2008). Us and me: Team identification and individual
differentiation as complementary drivers of team members' citizenship and creative
behaviors. Journal of Management, 34(1), 69-88.

Jones, A. P., & James, L. R. (1979). Psychological climate: dimensions and relationships of
individual and aggregated work environment perceptions. Organizational Behavior
and Human Performance, 23, 201-250.

Joreskog, K.G., & Sorbom (1996). LISREL 8: Users Reference Guide. Scientific Software
International, Chicago.

Joyce, W. F., & Slocum, J. W. Jr. (1984). Collective climate: Agreement as a basis for
defining aggregate climates in organizations. Academy Management Journal, 27,
721-741.

Juhdi, N., Pa'wan, F., & Hansaram, R. M. K. (2013). HR practices and turnover intention:
the mediating roles of organizational commitment and organizational engagement
in a selected region in Malaysia. The International Journal of Human Resource
Management, 24(15), 3002-3019.

Judd C.M. & Kenny D.A. (1981). Process analysis: estimating mediation in treatment
evaluations. Evaluation Review, 5, 602-619.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement
at work. Academy of management journal, 33(4), 692-724.

Kang, D-S., Gold, J.,, & Kim, D. (2012). “Responses to Job Insecurity”. Career
Development International, 17(4), 314-332.

Karadjova-Stoev, G., & Mujtaba, B. G. (2009). Strategic Human resource management and
global expansion lessons from the Euro Disney challenges in France. International
Business & Economics Research Journal, 8 (1), 69-78.

Karatepe, O. M. (2011b). Procedural justice, work engagement, and job outcomes:

Evidence from Nigeria. Journal of Hospitality Marketing and Management, 20 (8),
855-878.

162



170.

171.

172.

173.

174.

175.

176.

177.

178.

179.

180.

181.

182.

183.

Karatepe, O. M. (2012). Perceived organizational support, career satisfaction, and
performance outcomes: A study of hotel employees in Cameroon. International
Journal of Contemporary Hospitality Management, 24 (5), 735 -752.

Karatepe, O. M. (2013). High-performance work practices and hotel employee
performance: The mediation of work engagement. International Journal of
Hospitality Management, 32 (1), 132-140.

Karimi, L., & Nouri, A. (2009). Do Work Demands and Resources Predict Work-to-Family
Conflict and Facilitation? A Study of Iranian Male Employees. Journal of Family
and Economic Issues, 30, 193-202

Kataria, A., Garg, P., & Rastogi, R. (2012). Employee Engagement and Organizational
Effectiveness: The Role of Organizational Citizenship Behavior. International
Journal of Business Insights & Transformation, 6(1), 102-113.

Kataria, A., Garg, P., & Rastogi, R. (2013). Work engagement in India: Validation of the
Utrecht work engagement. Asia-Pacific Journal of Management Innovation and
Research, 9(3), 249-260.

Kataria, A., Garg, P., & Rastogi, R. (2013). Does psychological climate augment OCBs?
The mediating role of work engagement. The psychologist-Manager, 16 (4), 217-
242.

Kataria, A., Garg, P., & Rastogi, R (2013). Psychological climate and organizational
effectiveness: Role of work engagement. The IUP Journal of Organizational
Behaviour, 13 (2).

Kataria, A., Kataria, A., & Garg, R. (2013). Effective internal communication: A way
towards sustainability. International Journal of Business Insights &
Transformation, 6(2), 46-52.

Kataria, A. Rastogi, R., & Garg, P. (2013). Organizational effectiveness as a function of
employee engagement. South Asian journal of management. 20 (4), 56-73.

Kataria, A. Rastogi, R., & Garg, P. (2013). Positive psychology and organizational
effectiveness. Indian Journal of Psychological science, 3 (2).

Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science, 9,
131-133.

Katz, D., & Kahn, R. L. (1966). The social psychology of organizations, New York: Wiley.

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations (2nd ed.). New
York: Wiley.

Kaya, N., Koc, E., & Topcu, D. (2010). An exploratory analysis of the influence of human
resource management activities and organizational climate on job satisfaction in
Turkish banks. The International Journal of Human Resource Management, 21(11),
2031-2051.

163



184.

185.

186.

187.

188.

189.

190.

191.

192.

193.

194.

195.

Kehoe, R. R., & Wright, P. M. (2010). The impact of high-performance human resource

practices on employees’ attitudes and behaviors. Journal of Management, 39, (2),
366-391.

Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance human resource
practices on employees’ attitudes and behaviors. Journal of Management, 39(2),
366-391.

King, E. B., Hebl, M. R., George, J. M., & Matusik, S. F. (2010). Understanding tokenism:
antecedents and consequences of a psychological climate of gender inequity.
Journal of Management, 36 (2), 482-510.

Kline, R.B. (2005). Principles and Practice of Structural Equation Modelling. 2nd ed.,
Guilford Press, New York, NY.

Kopelman, R. E., Brief, A. P., & Guzzo, R. A. (1990). The role of climate and culture in
productivity. In B. Schneider (Ed.), Organizational climate and culture (pp. 282-
318). San Francisco: Jossey-Bass.

Koys, D. J., & DeCotiis, T. A. (1991). Inductive Measures of Psychological Climate.
Human Relations, 44 (3), 265-285.

Kozlowski, S. W. J., & Klein, K. J. (2000). A multilevel approach to theory and research in
organizations: Contextual, temporal, and emergent processes. In K. J. Klein & S.
W. J. Kozlowski (Ed.), Multilevel theory, research and methods in organizations:
Foundations, extensions, and new directions (pp. 3-90). San Francisco, CA: Jossey-
Bass.

Kraimer, M. L., Seibert, S. E., Wayne, S. J,, Liden, R. C., & Bravo, J. (2011). Antecedents
and outcomes of organizational support for development: The critical role of career
opportunities. Journal of Applied Psychology, 96(3), 485-500.

Kumar, K., Bakhshi, A., & Rani, E. (2009). Linking the Big Five personality domains to
Organizational citizenship behavior. International journal of Psychological
studies, 1(2), 73-81.

Kuvaas, B. (2008). An exploration of how the employee—organization relationship affects
the linkage between perception of developmental human resource practices and
employee outcomes. Journal of Management Studies, 45(1), 1-25.

Langkamer, K. L., & Ervin, K. S. (2008). Psychological climate, organizational
commitment and morale: Implications for Army captains' career intent. Military
psychology, 20(4), 219.

Larsson, S., Pousette, A., & Torner, M. (2008). Psychological climate and safety in the
construction industry-mediated influence on safety behaviour. Safety Science, 46,
405-412.

164


http://hum.sagepub.com/search?author1=Daniel+J.+Koys&sortspec=date&submit=Submit
http://hum.sagepub.com/search?author1=Thomas+A.+DeCotiis&sortspec=date&submit=Submit

196.

197.

198.

199.

200.

201.

202.

203.

204.

205.

206.

207.

208.

Leana, C. R., & Van Buren, H. J. (1999). Organizational social capital and employment
practices. Academy of management review, 24(3), 538-555.

Leigh, J. H., Lucas, G. H., & Woodman, R. W. (1988). Effects of perceived organizational
factors on role stress-job attitude relationships. Journal of Management, 14(1), 41-
58.

Lepak, D.P., & Snell, S.A. (2002). Examining the human resource architecture: The
relationship among human capital, employment, and human resource
configurations. Journal of Management, 28, 517-543.

LePine, J. A., & Van Dyne, L. (1998). Predicting voice behavior in work groups. Journal
of Applied Psychology, 83, 853-868.

LePine, J. A., Erez, A., & Johnson, D. E. (2002). The nature and dimensionality of
organizational citizenship behaviour: A critical review and meta-analysis. Journal
of Applied Psychology, 87(1), 52-65.

Li, N., Liang, J., & Crant, J. M. (2010). The role of proactive personality in job satisfaction
and organizational citizenship behavior: A relational perspective. Journal of
Applied Psychology, 95(2), 395.

Li, T-Z., Wu, C-H., & Hong, C-W. (2007). An empirical investigation of the influence of
safety climate on organizational citizenship behavior in Taiwan’s facilities.
International Journal of Occupational Safety and Ergonomics, 13 (3), 255-
269.

Li, X., Sanders, K., & Frenkel, S. (2012). How leader-member exchange, work
engagement and HRM consistency explain Chinese luxury hotel employees’ job
performance. International Journal of Hospitality Management, 31(4), 1059-1066.

Liang, Y-W. (2012). The relationships among work values, burnout, and organizational
citizenship behaviors-A study from hotel front-line service employees in Taiwan.
International Journal of Contemporary Hospitality Management, 24 (2), 251-268.

Liao, F-Y., Yang, L-Q., Wang, M., Drown, D., & Shi, J. (2013). Team—-member exchange
and work engagement: does personality make a difference?. Journal of Business
and Psychology, 28 (1), 63-77.

Liao, H., Toya, K., Lepak, D. P., & Hong, Y. (2009). Do they see eye to eye? Management
and employee perspectives of high-performance work systems and influence
processes on service quality. Journal of Applied Psychology, 94(2), 371.

Liao, H., Toya, K., Lepak, D., & Hong, Y. (2009). Do they see eye to eye? Management
and employee perspectives of high performance work systems and influence
processes on service quality. Journal of Applied Psychology, 94, 371-391.

Lin, C. P. (2010). Modeling corporate citizenship, organizational trust, and work

engagement based on attachment theory. Journal of Business Ethics, 94(4), 517-
531.

165


http://www.sciencedirect.com/science/article/pii/S0278431912000060
http://www.sciencedirect.com/science/article/pii/S0278431912000060
http://www.sciencedirect.com/science/article/pii/S0278431912000060
http://www.sciencedirect.com/science/journal/02784319
http://link.springer.com/journal/10869
http://link.springer.com/journal/10869

209.

210.

211.

212.

213.

214.

215.

216.

217.

218.

219.

220.

221.

Litten, J. P., Vaughan, A. G., & Wildermuth, C. D. (2011). The Fabric of Engagement:
The Engagement and Personality of Managers and Professionals in Human and
Developmental Disability Services. Journal of Social Work in Disability &
Rehabilitation, 10 (3), 189-210.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),
Handbook of industrial and organizational psychology (pp. 1297-1347). Chicago:
Rand McNally College Publishing Company.

London, C., & Higgot, K. (1997). An employee reward and recognition process, The TQM
Magazine, 9 (5), 328-335.

Love, P. E. D.,, & Irani, Z. (2007). Coping and psychological adjustment among
information technology personnel. Industrial Management & Data Systems, 107
(6), 824-844.

Luna-Arocas, R. & Camps, J. (2008). A model of high performance work practices and
turnover intentions. Personnel Review, 37 (1), 26-46.

MacDuffie, J. P. (1995). Human resource bundles and manufacturing performance:
Organizational logic and flexible production systems in the world auto
industry. Industrial and Labor Relations Review, 48 (2), 197-221.

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial
and Organizational Psychology, 1(1), 3-30.

Mackenzie, S. B., Podsakoff, P. M., & Podsakoff, N. P. (2011). Challenge-oriented
organizational citizenship behaviors and organizational effectiveness: Do challenge-
oriented behaviors really have an impact on the organization's bottom line?.
Personnel Psychology, 64 (3), 559-592.

Macky, K., & Boxall, P. (2008). High-involvement work processes, work intensification
and employee well-being: A study of New Zealand worker experiences. Asia
Pacific Journal of Human Resources, 46(1), 38-55.

Mahmoud, A. B., & Reisel, W. D. (2014). Relating patient satisfaction to nurses’ job
satisfaction, job security, and obedience OCBs, International Journal of
Pharmaceutical and Healthcare Marketing, 8 (1), 47-61.

Martin, A. J., Jones, E. S., & Callan, V. J. (2005). The role of psychological climate in
facilitating employee adjustment during organizational change.European Journal of
Work and Organizational Psychology, 14(3), 263-289.

Martin, C. A., & Bush, A. J. (2003). Psychological climate, empowerment, leadership style,
and customer- oriented selling: An analysis of the sales manager-salesperson dyad.
Journal of the Academy of Marketing Science, 34 (3), 419-438.

Maslach, C. & Leiter, M.P. (1997). The truth about burnout. San Francisco: Jossey Bass.

166


http://www.tandfonline.com/action/doSearch?action=runSearch&type=advanced&searchType=journal&result=true&prevSearch=%2Bauthorsfield%3A(Litten%2C+J+P)
http://www.tandfonline.com/action/doSearch?action=runSearch&type=advanced&searchType=journal&result=true&prevSearch=%2Bauthorsfield%3A(Vaughan%2C+A+G)
http://www.tandfonline.com/action/doSearch?action=runSearch&type=advanced&searchType=journal&result=true&prevSearch=%2Bauthorsfield%3A(Wildermuth%2C+C+D)
http://www.tandfonline.com/loi/wswd20?open=10#vol_10
http://www.tandfonline.com/toc/wswd20/10/3
http://onlinelibrary.wiley.com/doi/10.1111/peps.2011.64.issue-3/issuetoc

222.

223.

224,

225.

226.

227.

228.

229.

230.

231.

232.

233.

234.

Maslach, C., Schaufelli, W. B., & Leiter, M. P. (2001). Job burnout. Annual Review of
Psychology, 52, 397-422.

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of
meaningfulness, safety and availability and the engagement of the human spirit at
work. Journal of Occupational and Organizational Psychology, 77(1), 11-37.

Menguc, B., Auh, S., Fisher, M., & Haddad, A. (2012). To be engaged or not to be
engaged: The antecedents and consequences of service employee engagement.
Journal of Business Research.

Messersmith, J. G., Patel, P. C., & Lepak, D. P. (2011). Unlocking the Black Box:
Exploring the Link between High-Performance Work Systems and Performance.
Journal of Applied Psychology, 96 (6), 1105-1118.

Michela, J. L., Lukaszewski, M. P., & Allegrante, J. P., (1995). Organizational climate and
work stress: a general framework applied to inner-city schoolteachers. In S.L.,
Sauter & S.L.R. Murphy (Ed.), Organizational Risk Factors for Job Stress (pp.
61-80). Washington DC: American Psychological Association.

Mohapatra, M., & Sharma, B. R. (2010). Study of employee engagement and its predictors
in an indian public sector undertaking. Global Business Review, 11(2), 281-301.

Moideenkutty, U. (2000). Equity sensitivity, organizational justice, and organizational
citizenship behavior: A relational study. Management and Change, 6(2), 279-294.

Moliner, C., Martinez-Tur, V., Ramos, J., Peir6, J. M., & Cropanzano, R. (2008).
Organizational justice and extrarole customer service: The mediating role of well-
being at work. European Journal of Work and Organizational Psychology, 17(3),
327-348.

Mone, E., Eisinger, C., Guggenheim, K., Price, B., & Stine, C. (2011). Performance
management at the wheel: Driving employee engagement in organizations. Journal
of Business and Psychology, 26, 205-212.

Moorman, R. H., & Blakely, G. L. (1995).Individualism-collectivism as an individual
difference predictor of organizational citizenship behavior. Journal of
Organizational Behavior, 16(2), 127-142.

Mossholder, K. W., Richardson, H. A., & Settoon, R. P. (2011). Human resource systems
and helping in organizations: A relational perspective. Academy of Management
Review, 36(1), 33-52.

Motowidlo, S. J., Borman, W. C., & Schmit, M. J. (1997). A theory of individual
differences in task and contextual performance. Human Performance, 10, 71-83.

Muchiri, M. K., Ayoko, O. B. (2012). Linking demographic diversity to organisational

outcomes-The moderating role of transformational leadership. Leadership &
Organization Development Journal, 34 (5), 384-406.

167



235.

236.

237.

238.

239.

240.

241.

242.

243.

244,

245.

246.

247.

Muchiri, M. K., Cooksey, R. W., & Walumbwa, F. O. (2012). Transformational and social
processes of leadership as predictors of organisational outcomes. Leadership &
Organization Development Journal, 33(7), 662-683.

Murphy, K. S., & Murrmann, S. (2009). The research design used to develop a high
performance management system construct for US restaurant managers.
International Journal of Hospitality Management, 28(4), 547-555.

Nasurdin, A. M., Ahmad, N. H., & Tan, C. L. (2014). Cultivating service-oriented
citizenship behavior among hotel employees: The instrumental roles of training and
compensation. Service Business Journal, DOI 10.1007/s11628-014-0230-5.

Nasurdin, A. M., Hemdi, M. A., & Guat, L. P. (2008). Does perceived organizational
support mediate the relationship between human resource management practices
and organizational commitment?. Asian Academy of Management Journal, 13 (1),
15-36.

Nasurdin, A. M., Ramayah, T., & Beng, Y. C. (2009). The impacts of structure, climate
and self-efficacy on stress: a Malaysian survey. Asian Academy of Management
Journal, 14 (1), 59-79.

Ng, E. S. W., & Burke, R. J. (2006). The next generation at work - business students’
views, values and job search strategy: Implications for universities and employers.
Education + Training Journal, 48 (7), 478-492.

Tan, C. L. & Nasurdin, A. M. (2011). Human resource management practices and
organizational innovation: assessing the mediating role of knowledge management
effectiveness. The Electronic Journal of Knowledge Management, 9 (2), 155-167.

Odden, C. M., & Sias, P. M. (1997). Peer communication relationships, psychological
climate, and gender. Communication Quarterly, 45, 153-166.

O'Neill, B. S. & Arendt, L. A. (2008). Psychological climate and work attitudes: The
importance of telling the right story. Journal of Leadership & Organizational
Studies, 14(4), 353-370.

Organ, D. W. (1977). A reappraisal and reinterpretation of the satisfaction-causes-
performance hypothesis, Academy of Management Review, 2(1), 46-53.

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome.
Lexington, MA: Lexington Books.

Organ, D. W. (1990a). The motivational basis of organizational citizenship behavior. In B.
M. Staw & L. L. Cummings (Eds.), Research in organizational behaviour (pp.
43-72). Greenwich, CT: JAI Press.

Organ, D. W. (1994b). Personality and organizational citizenship behavior. Journal of
Management, 20, 465-478.

168



248.

249.

250.

251.

252.

253.

254,

255.

256.

257.

258.

259.

260.

Organ, D. W. (1997). Organizational citizenship behavior: It's construct clean-up
time. Human performance, 10(2), 85-97.

Organ, D. W., & Konovsky, M. (1989). Cognitive versus affective determinants of
organizational citizenship behavior. Journal of Applied Psychology, 74, 157-164.

Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational Citizenship
Behavior: Its Nature, Antecedents, and Consequences. Sage, Beverly Hills, CA.

Orlitzky, M., & Frenkel, S. J. (2005). Alternative pathways to high-performance
workplaces. The International Journal of Human Resource Management, 16(8),
1325-1348.

Ostroff, C., & Bowen, D. E. (2000). Moving HR to a higher level: HR practices and
organizational effectiveness.

Paré, G., & Tremblay, M. (2007). The influence of high-involvement human resources
practices, procedural justice, organizational commitment, and citizenship behaviors
on information technology professionals’ turnover intentions. Group &
Organization Management, 32 (3), 326-357.

Park, R. (2012). Cognitive and affective approaches to employee participation: Integration
of the two approaches. Journal of World Business, 47, 450-458.

Parker, C. P., Baltes, B. B., Young, S. A., Huff, J. W., Altmann, R. A,, Lacost, H. A., &
Roberts, J. E. (2003). Relationships between psychological climate perceptions and
work outcomes: a meta-analytic review. Journal of Organizational Behavior, 24(4),
389-416.

Pathak, R. D., Husain, Z., Sushil., & Samson, D. (2007). Learning and technology
management in an international partnership: Honda of Japan and Hero of India.
International Journal of Manufacturing Technology and Management, 11 (1), 53-
76.

Penner, L. A., Dovidio, J. F., Piliavin, J. A., & Schroeder, D. A. (2005). Prosocial
behaviour: Multilevel perspectives. Annual Review of psychology, 56, 365, 392.

Pereira, C. M., & Gomes, J. F. (2012). The strength of human resource practices and
transformational  leadership: impact on organisational performance. The
International Journal of Human Resource Management, 23(20), 4301-4318.

Perrin, T. (2003). Working today: Understanding what drives employee engagement. The
2003 Towers Perrin Talent Report, 2.

Pitt-Catsouphes, M., & Matz-Costa, C. (2008). The multi-generational workforce:

Workplace flexibility and engagement. Community, Work & Family, 11(2), 215-
229.

169



261.

262.

263.

264.

265.

266.

267.

268.

269.

270.

271.

272.

273.

274.

Podsakoff, P. M., & MacKenzie, S. B. (1997). Impact of organizational citizenship
behavior on organizational performance: A review and suggestion for future
research. Human performance, 10(2), 133-151.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational
citizenship behaviors: A critical review of the theoretical and empirical literature
and suggestions for future research. Journal of Management, 26, 513-563.

Podsakoff, P.M., MacKenzie, S. (1989). A Second generation measure of organizational
citizenship behavior (Working Paper).Indiana University Bloomington.

Podskoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational
leader behaviors and their effects on followers’ trust in leader, satisfaction and
organizational citizenship behaviors. Leadership Quarterly, 1(2) 107-142.

Posdakoff, P. M., & Mackenzie, S. B. (1994). Organizational citizenship behaviors and
sales unit effectiveness. Journal of Marketing Research, 31, 351-363.

Posdakoff, P.M., & Mackenzie, S.B. (2009). Impact of organizational citizenship behavior
on organizational performance: A review and suggestion for future research.
Human Performance, 10 (2), 133-151.

Rai, S., & Sinha, A. K. (2002). Job delight: Beyond job satisfaction. Indian Journal of
Industrial Relations, 37(4), 554-571.

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and
effects on job performance. Academy of Management Journal, 53(3), 617-635.

Robinson, D., Perryman, S. & Hayday, S. (2004). The Drivers of Employee Engagement,
Institute for Employment Studies, Brighton.

Rogg, K. L., Schmidt, D. B., Shull, C., & Schmitt, N. (2001). Human resource practices,
organizational climate, and customer satisfaction. Journal of Management, 27(4),
431-449.

Rosopa, P. J., Schroeder, A., & Hulett, A. (2012). Helping yourself by helping others:
examining personality perceptions. Journal of Managerial Psychology, 28(2), 147-
163.

Rothbard, N. P. (2001). Enriching or depleting? The dynamics of engagement in work and
family roles. Administrative Science Quarterly, 46, 655-84.

Rousseau, D. (1995). Psychological contracts in organizations: Understanding written and
unwritten agreements. Sage.

Runhaar, P., Konermann, J., & Sanders, K. (2013). Teachers’ organizational citizenship

behaviour: Considering the roles of their work engagement, autonomy and leader—
member exchange. Teaching and Teacher Education, 30, 99-108.

170



275.

276.

277.

278.

279.

280.

281.

282.

283.

284.

285.

286.

287.

Rurkkhum, S., & Bartlett, K. R. (2012). The relationship between employee engagement
and organizational citizenship behaviour in  Thailand. Human Resource
Development International, 15(2), 157-174.

Sahay, Y.P., & Gupta, M. (2011). Role of Organization Structure in Innovation in the Bulk-
Drug Industry. The Indian Journal of Industrial Relations, 46 (3), 450-464.

Sahin, F. (2011), “Affective Commitment as a mediator of the relationship between
psychological climate and turnover intention”, World Applied Sciences Journal, 14
(4), 523-530.

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21 (7), 600-619.

Salanova, M., & Schaufeli, W. B. (2008). A cross-national study of work engagement as a
mediator between job resources and proactive behaviour. The International Journal
of Human Resource Management, 19(1), 116-131.

Salanova, M., Lorente, M. L., Chambel M. J., & Marti'Nez, I. M. (2011). Linking
transformational leadership to nurses’ extra-role performance: the mediating role of
self-efficacy and work engagement. Journal of Advanced Nursing, 67(10), 2256—
2266.

Schaufeli, W. B., & Bakker, A.B. (2004). Job demands, job resources, and their
relationship with burnout and engagement: A multi-sample study. Journal of
Organizational Behavior, 25 (3), 293-315.

Schaufeli, W. B., Salanova, M., Gonzélez-Roma, V., & Bakker, A. B. (2002). The
measurement of engagement and burnout: A two sample confirmatory factor
analytic approach. Journal of Happiness studies, 3(1), 71-92.

Schaufeli, W. B., Taris, T. W., & Bakker, A. B. (2006). Doctor Jekyll or Mr. Hyde? On the
differences between work engagement and workaholism. In R.J. Burke (Ed.),
Research companion to working time and work addiction (pp. 193-217). RJ Burke:
Edward Elgar Publishing, Inc.

Schneider, B. J. (1975). Organizational climate: individual preferences and organizational
realities revisited. Journal of Applied Psychology, 60, 459-465.

Schneider, B. J., & Bartlett, C. J. (1970). Individual differences and organizational climate
Il: measurement of organizational climate by the multi-trait, multi-rater matrix.
Personnel Psychology, 23, 493-512.

Schneider, B., Salvaggio, A. N., & Subirats, M. (2002). Climate strength: A new direction
for climate research. Journal of Applied Psychology, 87, 220-229.

Scott, D., Mcmullen, T., & Royal, M. (2010). The role of rewards in building employee

engagement: a survey of rewards professionals. WorldatWork Journal, 19(4), 29-
40.

171



288.

289.

290.

291.

292.

293.

294.

295.

296.

297.

298.

299.

300.

Scott, D., Mcmullen, T., & Royal, M. (2012). Retention of Key Talent and the Role of
Rewards. The role of rewards in building employee engagement: a survey of
rewards professionals. WorldatWork Journal, 58-70.

Schulte, M., Ostroff C., & Kinicki, A. J. (2006). Organizational climate systems and
psychological climate perceptions: A cross-level study of climate-satisfaction
relationships. Journal of Occupational and Organizational Psychology 79(4), 645—
671.

Sesen, H., & Basim, N. H. (2012). Impact of satisfaction and commitment on teachers’
organizational citizenship, Educational Psychology. An International Journal of
Experimental Educational Psychology, 32 (4), 475-491.

Shantz, A., Alfes, K., Truss, C., & Soane, E. (2013). The role of employee engagement in
the relationship between job design and task performance, citizenship and deviance
behaviours. International Journal of Human Resource Management, 24 (13), 2608-
2627.

Shimazu, A., & Schaufeli, W.B. (2009). Towards a positive occupational health
psychology: The case of work engagement. Japanese Journal of Stress Science, 24
(3), 181-187.

Shimazu, A., & Schaufeli, W. B. (2009). Is workaholism good or bad for employee well-
being? The distinctiveness of workaholism and work engagement among Japanese
employees. Industrial Health, 47(5), 495-502.

Shields, J., Scott, D., Bishop, J. B., & Goelzer, P. (2012). Pay perceptions and their
relationships with cooperation, commitment and intent to quit: A field study.
International Studies of Management and Organization 42 (1).

Shuck, B., & Herd, A. M. (2012). Employee engagement and leadership: Exploring the
convergence of two frameworks and implications for leadership development in
HRD, Human Resource Development Review, 11(2), 156-181.

Shuck, B., & Wollard, K. (2010). Employee engagement and HRD: A seminal review of
the foundations. Human Resource development Review, 9 (1), 89-110.

Shuck, B., Reio, T. G., & Rocco, T. S. (2011). Employee engagement: an examination of
antecedents and outcome variables. Human Resource Development International,
13 (4), 419-428.

Shukla, A., & Singh, S. (2013). Psychological capital and citizenship behavior: Evidence
from telecom sector in India. The Indian Journal of Industrial Relations, 49 (1), 97-
110.

Singh, U., & Srivastava, K. B. (2009). Interpersonal trust and organizational citizenship
behavior. Psychological Studies, 54(1), 65-76.

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its
nature and antecedents. Journal of Applied Psychology, 68, 655-663.

172



301.

302.

308.

304.

305.

306.

307.

308.

309.

310.

311.

312.

Snape, E. & Redman, T. (2010). HRM Practices, Organizational Citizenship Behaviour,
and  Performance: A Multi-Level Analysis. Journal of Management Studies, 47
(7), 1219-1246.

Somech, A., & Drach-Zahavy, A. (2012). Organizational citizenship behaviour and
employee’'s strain: Examining the buffering effects of leader support and
participation in decision making. European Journal of Work and Organizational
Psychology, 1, 138-149.

Somech, A., & Ron, I. (2007). Promoting organizational citizenship behavior in schools:
The impact of individual and organizational characteristics. Educational
Administration Quarterly, 43(1), 38-66.

Song, J. H., Kolb,J. A., Lee,U. H., & Kim, H. K. (2012). Role of transformational
leadership in effective organizational knowledge creation practices: Mediating
effects of employees’ work engagement. Human Resource Development
Quarterly, 23(1) 65-101.

Spreitzer, G. M. (1996). Social structure characteristics of psychological empowerment.
Academy of Management Journal, 39(2), 483-504.

Srivastava, M., & Sinha, A. K. (2009). Relationship between organizational support and
managerial effectiveness: an exploration. Management and Labour Studies, 34(4),
537-555.

Stavrou, E., Brewster, C., & Charalambous, C. (2010). Human resource management and
firm performance in Europe through the lens of business systems: Best fit, best
practice or both?. The International Human Resource Management, 21 (7), 933-62.

Sulea, C., Virga, D., Maricutoiu, L.P., Schaufeli, W., Dumitru, C. Z. & Sava, F. A. (2012).
Work engagement as mediator between job characteristics and positive and negative
extra-role behaviors. The Career Development International, 17 (3), 188-207.

Suliman, A. M., & Abdulla, M. H. (2005). Towards a high-performance workplace:
managing corporate climate and conflict. Management decision, 43(5), 720-733.

Sun, L. Y., & Pan, W. (2011). Differentiation strategy, high-performance human resource
practices, and firm performance: moderation by employee commitment. The
International Journal of Human Resource Management, 22(15), 3068-3079.

Sun, L. Y., Aryee, S., & Law, K. S. (2007). High-performance human resource practices,
citizenship  behavior, and organizational performance: A  relational
perspective. Academy of Management Journal, 50(3), 558-577.

Sundaray, B. K. (2011). Employee engagement. A driver of organizational
effectiveness. European Journal of Business and Management, 3(8).

173


http://onlinelibrary.wiley.com/doi/10.1002/hrdq.v23.1/issuetoc

313.

314.

315.

316.

317.

318.

319.

320.

321.

322.

323.

Takeuchi, R., Lepak, D. P., Wang, H., & Takeuchi, K. (2007). An empirical examination of
the mechanisms mediating between high-performance work systems and the
performance of Japanese organizations. Journal of Applied Psychology, 92(4),

1069.

Tan, H. H., & Tan, M. L. (2008). Organizational citizenship behavior and social loafing:
the role of personality, motives, and contextual factors. The Journal of Psychology,
142(1), 89-108.

Tang, T. W., & Tang, Y. Y. (2012). Promoting service-oriented organizational citizenship
behaviors in hotels: The role of high-performance human resource practices and
organizational  social  climates. International ~ Journal  of  Hospitality
Management, 31(3), 885-895.

Tanlamai, U., (2006). Convergent business strategies and information system alignments:
lessons from Thai hospitals and hotels. International Journal of Business and
Information, 1(2), 209-238.

Thatchenkery, T., Stough, R. R., Balatchandirane, G., & Ranganathan, R. (2005).
Information Communication Technology and economic development: The Indian
context. In T. Thatchenkery & R. R. Stough Eds., Information Communication
Technology and Economic Develeopment (pp.29-46). Massachusetts, USA.

Thayer, S.E. (2008). Psychological Climate and its Relationship to Employee Engagement
and Organizational Citizenship Behaviors. Dissertation submitted to Capella
University.

Tremblay, M., Cloutier, J., Simard, G., Chnevert, D., & Vandenberghe, C. (2010). The role
of HRM practices, procedural justice, organizational support and trust in
organizational commitment and in-role and extra-role performance. The
International Journal of Human Resource Management, 21 (3), 405-433.

Tsui, A. S., Pearce, J. L., Porter, L. W., & Tripoli, A. M. (1997). Alternative approaches to
the employee- organization relationship: Does investment in employees pay off?.
The Academy of Management Journal, 40 (5), 1089-1121.

Tyler, T. R., & Blader, S. L. (2003). The group engagement model: Procedural justice,
social identity, and cooperative behavior. Personality and Social Psychology
Review, 7, 349 —-361.

Tzafrir, S. (2005). The relationship between trust, HRM practices and firm performance.
International Journal of Human Resource Management, 16(9), 1600-1622.

Van Dyne, L., Graham, J. G., & Dienesch, R. M. (1994). Organizational citizenship

behavior: Construct redefinition, operationalization, and validation. Academy of
Management Journal, 37, 765-802.

174



324.

325.

326.

327.

328.

329.

330.

331.

332.

333.

334.

335.

336.

337.

Van Scotter, J. R., & Motowidlo, S. J. (1996). Interpersonal facilitation and job dedication
as separate facets of contextual performance. Journal of Applied Psychology,
81,525-531.

Viljevac, A., Cooper-Thomas, H-D. , & Saks, A. (2012). An investigation into the validity
of two measured of work engagement. The International Journal of Human
Resources Management, 23, 3692-3709.

Wagner, R., & Harter, J. K. (2006). 12: The elements of great managing (p. 185). New
York, NY, USA: Gallup Press.

Wat, D., & Shaffer, M. A. (2005). Equity and relationship quality influences on
organizational citizenship behavior. Personnel Review. 34(4), 406-422.

Wayne, S., Shore, L., & Linden, R (1997). Perceived organisational support and leader
exchange: A social exchange perspective. Academy of Management, 40(1), 82-111.

Webster, J. R., Beehr, T. A., & Christiansen, N. D. (2008). Expanding the Challenge-
Hindrance Stressor Framework: Examining Turnover and OCBs. Paper presented at
the annual meeting of the Society for Industrial and Organizational Psychology, San
Francisco, CA.

Wefald, A. J. & Downey, R.G. (2009). Job engagement in organizations: fad, fashion, or
folderol?. Journal of Organizational Behavior, 30, 141-145.

Wefald, A. J., Mills, M. J., Smith, M. R., & Downey, R. G. (2012). A comparison of three
job engagement measures: Examining their factorial and criterion-related validity.
Applied Psychology: Health and Well-Being, 4 (1), 67-90.

Wefald, A. J., Reichard, R. J. and Serrano, S. A. (2011). Fitting engagement into a
nomological network: the relationship of engagement to leadership and personality.
Journal of Leadership and Organizational Studies, 18, 522-537.

Wei, Y. C., Han, T. S., & Hsu, I. C. (2010). High-performance HR practices and OCB: a
cross-level investigation of a causal path. The International Journal of Human
Resource Management, 21(10), 1631-1648.

Weick, K. E. (1993). The collapse of sense making in organizations: The Mann Gulch
disaster Administrative Science Quarterly, 38, 628-652.

Welch, M. (2011). The evolution of the employee engagement concept: communication
implications. Corporate Communications: An International Journal, 16(4), 328-
346.

Werner, (2000). Implications of OCB and contextual performance for human resource
management. Human Resource Management Review, 10 (1), 3-24.

Whitaker, B. G., Dahling, J. J., & Levy, P. (2007). The development of a feedback

environment and role clarity model of job performance. Journal of
Management, 33(4), 570-591.

175


http://onlinelibrary.wiley.com/doi/10.1111/aphw.2012.4.issue-1/issuetoc

338.

339.

340.

341.

342.

343.

344,

345.

346.

347.

348.

349.

350.

Wickramasinghe, V., & Gamage, A. (2011). High-involvement work practices, quality
results, and the role of HR function: An exploratory study of manufacturing firms in
Sri Lanka. The TQM Journal, 23(5), 516-530.

Wijhe, C., Peeters, M., Schaufeli, W., & Hout, M. (2011). Understanding workaholism and
work engagement: the role of mood and stop rules. Career Development
International, 16 (3), 254-170.

Williams, H. M., Parker, S. K., & Turner, N. (2010). Proactively performing teams: The
role of work design, transformational leadership, and team composition. Journal of
Occupational and Organizational Psychology, 83(2), 301-324.

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment
as predictors of organizational citizenship and in-role behaviors. Journal of
Management, 17,601-617.

Wilson J. (2000). Volunteering. Annual Review of Sociology, 26, 215-40.

Wollard, K. K. (2011). Quiet Desperation another Perspective on Employee
Engagement. Advances in Developing Human Resources, 13(4), 526-537.

Wood, S., & De Menezes, L. (1998). High commitment management in the UK: Evidence
from the workplace industrial relations survey, and employers' manpower and skills
practices survey. Human Relations, 51(4), 485-515.

Wright, P. M., McMahan, G. C., & McWilliams, A. (1994). Human resources and
sustained competitive advantage: A resource-based perspective. International
Journal of Human Resource Management, 5(2), 301-326.

Wu, P. C., & Chaturvedi, S. (2009). The role of procedural justice and power distance in
the relationship between high performance work systems and employee attitudes: a
multilevel perspective. Journal of Management, 35(5), 1228-1247.

Yalabik, Z. Y., Popaitoon, P., Chowne, J. A., & Rayton, B. A. (2013). Work engagement as
a mediator between employee attitudes and outcomes. The International Journal of
Human Resource Management, 24 (14), 2799-2823.

Yang, Y. C. (2012). High-involvement human resource practices, affective commitment,
and organizational citizenship behaviors. The Service Industries Journal, 32(8),
1209-1227.

Yeh, S-P. (2011). The effects of fairness perception of performance appraisal on
psychological contract and organizational citizenship behavior. Journal of
Information and Optimization Sciences, 32 (3), 685-696.

Yeh, S-P., & Chao, P-F. (2011). The moderating effects of job stress on leisure

participation and job performance among journalists. Pakistan Journal of
Statistics, 27(5), 721- 731.

176



351.

352.

353.

354.

355.

356.

357.

Yeh, S-P., & Hsiao, Y.C.L. (2007). A study of the relationships between leader power and
follower's attidude toward power, and OCB- a case of navy. Review of Business
Research, 7 (2), 95-103.

Yen, H. R., & Niehoff, B. P. (2004). Organizational Citizenship Behaviors and
Organizational Effectiveness: Examining Relationships in Taiwanese Banks.
Journal of Applied Social Psychology, 34 (8), 1617-1637.

Youndt, M. S., Dean, S., & Lepak, J. D. (1996). Human Resource Management,
Manufacturing Strategy and Firm Performance. Academy of Management
Journal, 39(4), 836-866.

Zacher, H., & Jimmieson, N. L. (2013). Leader-follower interactions: relations with OCB
and sales productivity. Journal of Managerial Psychology, 28(1), 92-106.

Zhang, H., & Agarwal, N. C. (2009). The mediating roles of organizational justice on the
relationships between HR practices and workplace outcomes: an investigation in
China. The International Journal of Human Resource Management, 20 (3), 676
693.

Zhang, Z., Wan, D. & Jia, M. (2008). Do high-performance human resource practices help
corporate enterpreneurship? The mediating role of organizational citizenship
behavior. Journal of High Technology Management Research, 19, 128-138.

Zheng, W., Zhang, M., & Li, H. (2011). Performance appraisal process and organizational
citizenship behavior. Journal of Managerial Psychology, 27 (7), 732-752.

177



Annexure 1

INDIAN INSTITUTE OF TECHNOLOGY ROORKEE
DEPARTMENT OF HUMANITIES & SOCIAL STUDIES

Dear Participants

In order to achieve and sustain organizational effectiveness, through employees’ increased
contributions, organizations, apart from task proficiency, becoming increasingly reliant on
employees’ discretionary efforts at workplace. To take part in their potent inclination, this
study intends to explore the role of high-performance HR practices, psychological climate,

and work engagement on organizational citizenship behaviours.

In this direction the attached questionnaire is a tool to help us understand your perceptions
about the above said factors as you have work experience in the organization. Your
responses will add value to our research as well as to the existing literature. No individual

data will be released to anyone and aggregate responses shall only be used for academic

purposes.

Thank you in anticipation, for your helpful response.

Aakanksha Kataria
(Research Scholar)
Department of Humanities
& Social Sciences

Indian Institute of
Technology Roorkee
Roorkee-247667
Uttarakhand, India
aks2530@gmail.com

Prof. Renu Rastogi
(Research Supervisor)
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Indian Institute of
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renuiitr@gmail.com
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Instrument for data collection

Thanks for being willing to take time to fill this questionnaire. The information provided
here will be kept confidential and will only be used for academic purposes. Please be open
and honest in your responses.

Personal Information

NaAME: .ottt Present Organization: ..........cccceevvecveveeveseeseesnenens
A e Designation: ........ccooviiiiiiiii

GENUBL: .ot Tenure With Organization: ...........................
Marital Status: ..........ocooiiiiii Total Work EXperience: ...........ccooeveviiiinnnnn.

Educational Qualification. ............................

Below are the statements that you may agree or disagree with.. To the right of each you
will find seven numbers, ranging from "1" (Never) on the left to "7" (Always) on the right.
Circle the number which best indicates your feelings about that statement.

High-performance HR practices

Circle the number in the appropriate column Never Always

Our organization fills vacancies with people already

o 1 2 4 7
employed at the organization. 3 > 6

Our organization has a well-designed development
program.

Our organization offers employees diverse training
programs for different training needs.

Our organization structures training process
systematically.

Our organization encourages employees to
undertake continuous training.

Our organization provides individuals extensive
training programs in order to increase general skills.

Our organization provides employees with job
security.

Our organization expects employees to stay in
organization as long as they wish.

Our organization emphasizes employee
participation.

Our organization provides employees the 1 2 3 4| 5 6 7
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Circle the number in the appropriate column Never Always
opportunity to suggest improvements in the way
things are done.
Our organization keeps open communications
: . > 1 ]2 4|5 |6 |7
with employees in their jobs.
_Our organization allows employees to participate 1|9 415 |6 -
in many decisions.
Our organization makes extensive efforts to select 1|9 415 |6 -
the right person.
Our organization uses panel interviews to select 1|2 als |6 | 7
new employees.
Our organization adopts fair procedures in 1|2 415 |6 7
selection.
Our organization considers the similarity of
candidate’s personality and organizational 1 2 4 | 5 6 7
culture.
Our qrganlzatlon emphasizes employee prior work 1|2 4l s |6 7
experiences.
Our organization has a competency-based pay 1|2 4ls |6 | 7
system.
Our organization offers bonuses based on team 1|9 als |6 | 7
performance.
Our organization offers pay levels competitive with | 1 | 2 4 | 5 6 7
those of competitors.
Our organization grants bonuses based on the profit | 1 | 2 415 6 7
of the organization.
Our organization involves employees in calculating | 1 | 2 4 | 5 6 7
their compensation base.
Psychological Climate
Circle the number in the appropriate column Strongly Strongly Agree
Disagree
My bo_ss |§ flexible about how I accomplish my 1 ) 4 15 |6 7
job objectives.
My ma_mager_ is supportive of my ideas and ways 1|2 4 15 |6 |7
of getting things done.
My poss gives me the authority to do my job as | 1 ) 4 5 5 5
see fit.
I'm careful in taking responsibility because my
X i . 1 |2 4 |5 |6 |7
boss is often critical of new ideas.
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Circle the number in the appropriate column

Strongly

Strongly Agree

Disagree
I can t_rust m)( boss to back me up on decisions | 1 ) 4 |5 6 7
make in the field.
Management makes it perfectly clear how my job 1 ) 4 |5 6 7
is to be done.
The amount of work responsibility and effort
. . . 1 |2 4 |5 |6 |7
expected in my job is clearly defined.
The norms of performance in my department are
. 1 ]2 4 |5 |6 |7
well understood and communicated.
| feel very useful in my job. 1 4
Doing my job well really makes a difference. 1
| feel like a key member of the organization. 1 4
The vyorK I do is very valuable to the 1 9 4 |5 5 ,
organization.
| rarely feel my work is taken for granted. 1|2 4 |5 6 7
My superiors generally appreciate the way | do 1 5 4 |5 5 7
my job.
The organization recognizes the significance of
o 1 |2 4 |5 |6 |7
the contributions | make.
The_feellngs | express at work are my true 1 9 4 |5 5 .
feelings.
| feel free to be completely myself at work. 1 | 2 4 |5 6 7
There are parts of myself that | am not free to 1 5 4 |5 5 7
express at work.
It is okay to express my true feelings in this job. 1 | 2 4 |5 6 7
My job is very challenging 1] 2 4 |5 6 7
It takes all my resources to achieve my work 1| 2 4 |5 |6 |7
objectives
Employee Engagement
Circle the number in never almost rarely sometime | often very alway
the appropriate never s often | °
column
1. At my wo_rk, | feel 1 5 3 4 5 5 -
bursting with energy.
2. At m)_/job, | feel strong 1 5 3 4 5 6 7
and vigorous.
3. When | get up in the
morning, | feel like 1 2 3 4 5 6 7
going to work.
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Circle the number in never almost rarely sometime often very alway
the appropriate never ¥ often |3
column
4, :nz;n} ;g]thusiastic about 1 5 3 4 5 6 7
5. My job inspires me. 1 2 3 4 5 6 7
6. lam proud of the work
that | do. 1 Z £ 4 2 | e Y
7.1 feel_hap_py when I am 1 2 3 4 5 6 7
working intensively.
8. \IN%rPklmmersed in my 1 9 3 4 5 5 7
9. I getcarried away 1 9 3 4 5 6 7
when | am working.

Organizational Citizenship Behaviour

Circle the number which best indicates your feelings about the statements given below. To
the right of each you will find seven numbers, ranging from "1" (strongly disagree) on the
left to "7" (strongly agree) on the right.

Circle the number in
the appropriate

strongly
disagree

disagree

slightly
disagree

neither
agree nor
disagree

slightly
agree

agree

strongly
agree

column

1. I help others
who have heavy 1 2 3 4 5 6 7
workloads.

2. | give mytime
to help others
with work 1 2 3 4 5 6 7
problems
willingly.

3. I help others who 1 2 3 4 5 6 7
have been absent.

4. | take steps to
prevent problems 1 2 3 4 5 6 7
with other
workers.

5. ltryto avoid
creating problems 1 2 3 4 5 6 7
for co-workers.

6. | am mindful of
how my behavior
affects other 1 2 ¢ £ 2 e v
people’s job.
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Circle the number in
the appropriate
column

strongly
disagree

disagree

slightly
disagree

neither
agree nor
disagree

slightly
agree

agree

strongly
agree

7.

I keep up with
developments in
the company.

| keep abreast of
changes in the
organization.

| read and keep
up with
organization
memos,
announcements,
etc.

10.

| do not take
extra breaks.

11.

| do not take
unnecessary
time off work.

12.

My attendance
at work is above
the norm.

13.

| consume a lot
of time
complaining
about trivial
matters.

14.

| tend to make
“mountains” out
of molehills.

15.

| always find
fault with what
the organization
is doing.
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