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Abstract 

In the past few decades, a growing body of literature has proved that employing a mix of human resource practices can 

lead to superior organizational performance. These practices such as selective recruitment, performance based 

compensation systems and employee participation have been referred to as high performance work systems (HPWS) and 

evolved from the study of strategic human resource management, where experts have investigated the impact of these 

systems on organizational performance outcomes.  Researchers strive to identify the impact of high performance work 

systems on organizational performance based on the assumption that these practices will lead to better attitudinal 

outcomes such as organizational commitment, organizational citizenship behaviour and motivation, which will have 

desirable effects on organizational performance. The current study examines the relationship between high performance 

work systems and organizational citizenship behaviours. 300 software engineers working in large IT firms with more 

than a year's experience participated in the study. Data collection was done using structured online questionnaires and 

data analysis was carried out with the help of multiple regression analysis using SPSS software. Results indicated a 

significant positive relationship between high performance work systems and organizational citizenship behaviour. In 

depth analysis has shown that high performance work systems have a great impact on the altruism, courtesy and civic 

virtue dimensions of organizational citizenship behaviors. It was also found that high performance work systems have no 

strong relationship with conscientiousness and sportsmanship dimensions of organizational citizenship behaviors 

compared to other dimensions of the construct.   
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Introduction 

Indian IT industry has been remarkable in the financial year 2012 since it achieved aggregate revenue of 

US$101 billion (NASSCOM, 2013). The industry has elevated its stature in the world sourcing industry by 

improving its market share from 53 % in 2009 to 59 % in 2011. On the flip side, firms are facing high 

employee turnover rates with the figures reaching an alarming 56% in the year 2011, which is a 16% leap 

from the last year. According to the figures shared by government of India, services offered by software 

industry in the areas of pharmaceutical sector recorded a attrition rate of 56%; in retail and IT industry, 47%; 

and in automobiles, FMCG and infrastructure sectors 51% during 2011. Also, individuals operating in the 

sector have recorded high levels of stress and work dissatisfaction (Walletwatch, 2003; Cacanas, 2004). 

Therefore, despite the phenomenal success enjoyed by the industry, industrial experts and academicians have 

started focusing on retaining key employees, which is one of the most crucial problems faced by the sector. 

There is enough literature support proving the fact that employees involved in desirable behaviours like 

organizational citizenship behaviours leads to employees staying with the organization and having higher 

levels of loyalty.  

In the past few decades, a growing body of literature has proved that employing a mix of human resource 

practices can lead to superior organizational performance (Datta, Guthrie, & Wright, 2005). These practices 

such as selective recruitment, performance based compensation systems and employee participation have been 

referred to as high performance work systems (HPWS) and evolved from the study of strategic human 

resource management, where researchers have examined the effects of adopting HPWS on organizational 

performance (Appelbaum, Bailey, Berg, & Kalleberg, 2000; Boxall, Ang, & Timothy, 2011). Much of this 
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research has shown a desirable association between implementing HPWS practices and organizational 

performance (Macky & Boxall, 2007; Guest, 2002). This association has its roots in organizational 

psychology literature and is based on the assumption that high performance work systems strengthens 

employee attitudes measures such as organizational commitment, job satisfaction, organizational citizenship 

behaviour and motivation, at the individual level, which finally leads to improved individual and 

organizational performance (Katou & Budhwar, 2010; Harley, 2002). 

 

Literature Review 

High Performance Work Systems (HPWS) 

In the past few decades, experts have been increasingly recognizing the use of a group of HR practices that 

consists of careful recruitment, all inclusive performance management systems, wide spread information 

sharing and uninterrupted training programs for the acquisition, development and retention of employees with 

the right kind of talent(Becker & Huselid, 2006). Researchers have referred to these practices as flexible, high 

commitment, high involvement, high performance or innovative HR work system (Appelbaum et al., 2000). 

The inception of HPWS can be seen in research done on strategic human resource management (SHRM) 

where researchers have examined the impact of the set of HR practices on company level outcomes. All these 

researches proved the fact that a set of HR practices will be more than the sum of the parts. Some experts 

stated that these set of HR practices are universal in nature and can be applied in any company. The critics of 

this viewpoint claimed that the usefulness of these set of HR practices depends upon the situation in which it 

is applied. There is a common agreement among the academicians and practitioners on the fact that a system 

of management practices will give the company a cutting edge over the competitor since they are unique in 

nature. 

Organizational Citizenship Behaviours (OCB) 

Organ (1988) has defined organizational citizenship behaviors (OCB) as the behaviours exhibited by a person 

that is voluntary in nature, not acknowledged by the formal reward system, and that in the end is desirable for 

the effective functioning of the firm. The important feature of these kinds of behaviours is that it is not 

mentioned in the job description of the employee. In role behaviors form a part of the worker’s formal job 

requirement and extra role behaviors go beyond the normal job behaviors. Organizational citizenship 

behaviors comes under the umbrella term extra role behavior which consists of pro social actions such as 

assisting new comers, helping out coworkers, avoiding unnecessary breaks and show willingness to do things 

not required by a job description. Organ (1988) stated that when an individual displays organizational 

citizenship behaviors, the company experience higher levels of efficiency, effectiveness, innovation and 

adaptability. According to Organ (1988), the five different dimensions of OCB are Altruism, 

Conscientiousness, Sportsmanship, Courtesy and Civic virtue. 

Research Methodology 

Researcher has adopted an exploratory framework for carrying out the study. The current research tries to 

investigate the relationship between high performance work system and organizational citizenship behaviors 

exhibited by employees. A structured questionnaire designed by Boselie and associates (2005) was employed 

for measuring high performance work systems. Similarly, a tool developed by Podsakoff et al, (1993) was 

used to capture data related to organizational citizenship behaviors. 300 software engineers working in large 

IT firms with more than a year's experience participated in the study. Data collection was done using 

structured online questionnaires and data analysis was carried out with the help of multiple regression analysis 

using SPSS software. 

Data Analysis 

Impact of high performance work system on altruism dimension of organizational citizenship behaviors 

Multiple regression analysis was used to find out the positive impact that high performance work system has 

on altruism dimension of organizational citizenship behaviors.  
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 H1 – High performance work system has a positive impact on altruism dimension of organizational 

citizenship behaviors. 

The null hypothesis that High performance work system has no positive impact on altruism dimension of 

organizational citizenship behaviors was statistically tested.  

Table 1 Multiple regression analysis results for relationship between High performance work system with 

altruism dimension of organizational citizenship behaviors 

Variable Beta value Std Error P value 
Average Full 

Collinearity VIF 
R

2
 

High performance 

work system 
0.387 0.045 0.001* 1.129 0.421 

(* indicates items significant at 5% significance level) 

It is evident from the analysis that High performance work system has a positive impact on altruism 

dimension of organizational citizenship behaviors of the employee working in software industry with a beta 

value of 0.387 and R
2 

value of 0.421. Therefore, all the values obtained from the analysis support the 

hypothesis that high performance work system has a positive impact on altruism dimension of organizational 

citizenship behaviors of employees working in software industry. Hence H 1 is accepted.  

Impact of high performance work system on conscientiousness dimension of organizational citizenship 

behaviors 

Multiple regression analysis was used to find out the positive impact of high performance work system on 

conscientiousness dimension of organizational citizenship behaviors.  

 H2 – High performance work system has a positive impact on conscientiousness dimension of 

organizational citizenship behaviors. 

The null hypothesis that high performance work system has no positive impact on conscientiousness 

dimension of organizational citizenship behaviors was statistically tested.  

Table 2 Multiple regression analysis results for relationship between high performance work system with 

conscientiousness dimension of organizational citizenship behaviors 

Variable Beta value Std Error P value 
Average Full 

Collinearity VIF 
R

2
 

High performance 

work system 
0.229 0.047 0.067 1.192 0.234 

(* indicates items significant at 5% significance level) 

It is evident from the analysis that high performance work system has no impact on conscientiousness 

dimension of organizational citizenship behaviors of the employee working in software industry with a beta 

value of 0.229 and R
2 
value of 0.234. Hence H 2 is rejected.  

Impact of high performance work system on sportsmanship dimension of organizational citizenship 

behaviors 

Multiple regression analysis was used to find out the positive impact of high performance work system on 

sportsmanship dimension of organizational citizenship behaviors.  

 H3 – High performance work system has a positive impact on sportsmanship dimension of 

organizational citizenship behaviors. 
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The null hypothesis that high performance work system has no positive impact on sportsmanship dimension of 

organizational citizenship behaviors was statistically tested.  

Table 3 Multiple regression analysis results for relationship between high performance work system with 

sportsmanship dimension of organizational citizenship behaviors 

Variable Beta value Std Error P value 
Average Full 

Collinearity VIF 
R

2
 

High performance 

work system 
0.213 0.055 0.069 1.154 0.189 

(* indicates items significant at 5% significance level) 

It is evident from the analysis that high performance work system has no impact on sportsmanship dimension 

of organizational citizenship behaviors of the employee working in software industry with a beta value of 

0.213 and R
2 
value of 0.189. Hence H 3 is rejected.  

Impact of high performance work system on courtesy dimension of organizational citizenship behaviors 

Multiple regression analysis was used to find out the positive impact that high performance work system has 

on courtesy dimension of organizational citizenship behaviors.  

 H4 – High performance work system has a positive impact on courtesy dimension of organizational 

citizenship behaviors. 

The null hypothesis that high performance work system has no positive impact on courtesy dimension of 

organizational citizenship behaviors was statistically tested.  

Table 4 Multiple regression analysis results for relationship between high performance work system with 

Courtesy dimension of organizational citizenship behaviors 

Variable Beta value Std Error P value 
Average Full 

Collinearity VIF 
R

2
 

High performance 

work system 
0.427 0.058 0.001* 1.266 0.453 

(* indicates items significant at 5% significance level) 

It is evident from the analysis that high performance work system has a positive impact on courtesy dimension 

of organizational citizenship behaviors of the employee working in software industry with a beta value of 

0.427 and R
2 
value of 0.453. Therefore, all the values obtained from the analysis support the hypothesis that 

high performance work system has a positive impact on courtesy dimension of organizational citizenship 

behaviors of employees working in software industry. Hence H 4 is accepted.  

Impact of high performance work system on civic virtue dimension of organizational citizenship 

behaviors 

Multiple regression analysis was used to find out the positive impact that high performance work system has 

on civic virtue dimension of organizational citizenship behaviors.  

 H5 – High performance work system has a positive impact on civic virtue dimension of organizational 

citizenship behaviors. 
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The null hypothesis that high performance work system has no positive impact on civic virtue dimension of 

organizational citizenship behaviors was statistically tested.  

Table 5 Multiple regression analysis results for relationship between high performance work system with 

civic virtue dimension of organizational citizenship behaviors 

Variable Beta value Std Error P value 
Average Full 

Collinearity VIF 
R

2
 

Perceived 

Organizational 

Support 

0.376 0.041 0.001* 1.534 0.429 

(* indicates items significant at 5% significance level) 

It is evident from the analysis that high performance work system has a positive impact on civic virtue 

dimension of organizational citizenship behaviors of the employee working in software industry with a beta 

value of 0.376 and R
2 

value of 0.429. Therefore, all the values obtained from the analysis support the 

hypothesis that high performance work system has a positive impact on civic virtue dimension of 

organizational citizenship behaviors of employees working in software industry. Hence H 5 is accepted. 

 

Findings and Discussion 

From the results, it is clear that high performance work system is having a positive impact on organizational 

citizenship behavior displayed by employees working in software industry. Separate in-depth analyses have 

shown that high performance work system has a positive impact on the altruism, courtesy and civic virtue 

dimensions of organizational citizenship behavior. It was also found that high performance work system has 

no positive impact on the sportsmanship and conscientiousness dimension of organizational citizenship 

behavior. The data analysis has confirmed the hypothesized relationship between dependant and independent 

variables. Therefore, the main hypothesis of the study claiming the strong impact that high performance work 

system has on organizational citizenship behavior as a whole was proved statistically.  

There are enough research studies confirming the positive impact that high performance work system has on 

dimensions of organizational citizenship behaviors. Social exchange theory (Blau, 1964) has provided ample 

support for explain the assumed relationship between high performance work system and organizational 

citizenship behaviors. Literature shows that employee-employer exchange tends to improve behaviors of 

employees toward the company (Aryee et al., 2002). Researchers have shown that social support in the firm 

can lead to individuals performing organizational citizenship behaviors (Moorman et al, 1998). Further studies 

have proved that supportive supervisors have an added impact on organizational citizenship behaviour 

displayed by employees (Masterson et al., 2000). This line of research has offered more intricate 

understanding of organizational citizenship through analyzing various partners interacting with employees. 

 

Conclusion 

Using the concept of high performance work system, components contributing to the core competency of the 

organization can be found out and shares a wonderful framework of revaluation the quality of employee – 

company relationships. The present research provided a review and reexamination of the relationship between 

high performance work system and organizational citizenship behaviors. By linking the two constructs, the 

research tries to bridge the gap between human resource management and organizational behavior literature 

and provides guidance on how companies can promote higher levels of organizational citizenship behaviours 

through implementation of appropriate HR practices. 
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