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ABSTRACT
This current study investigates the impact of Human Resource Management practices
encompasses construct like Retention-oriented compensation and formalized training on
organizational citizenship behavior among the employees. The framework which is accepted
globally was taken into consideration for this study and a sample of 143 respondents who are
the employees of Ave Maria spinning mill, Sathiyamangalam in Erode District were selected
through convenient sampling method. Tools like Inter-correlation, Regression and One way
ANOVA was applied and the result exposed that the factors Retention-oriented compensation
and Formalized training are having a significant positive relationship with Organizational
Citizenship Behavior.
Keywords: Formalized training, Human Resource Management practices, Organizational
Citizenship Behavior, Retention Oriented Compensation.
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1. INTRODUCTION
In the present scenario, every organization are anticipating workers who are prepared
to get ready themselves for modify control and self participation in perspective of protracting
and improving efficiency of the business. (Organ,Podsakoff & MacKenzie, 2006). Many
researchers have been studying that organizational citizenship behaviors’ plays an eminent
role in developing such extra efforts in a prominent way. This kind of behaviors which are
preferred by a company from a worker cannot be limited for the certain kinds of behaviors
but these kinds of behaviors help in boosting business performance (Turnipsee & murkisan,
1996). Blau (1964) in social exchange theory outlined that if workers appreciate advantages
reinforced by their organization, they may create a feeling of responsibility to the
organization, which in turn would cause to reciprocation through extra-role behaviors that
would advantage the organization. Therefore we argue that Human resource management
constructs like retention-oriented compensation and formalized training may enhance
employee’s engagement in organizational citizenship behaviors.
2. NEED FOR THE STUDY
The purpose of the study is to examine the relationship of human resource practices
(retention oriented compensation, formalized training) on organizational citizenship behavior.
This study will show why Retention oriented compensation and formalized training is
important to improve organizational citizenship behavior. This study will highlight the factors
which have greater influence on organizational citizenship behavior and will helpful for
organizations to establish how to develop these types of employee behaviors.
3. STATEMENT OF THE PROBLEM
Many researchers have found that human resource management methods take part a
significant contribution in planning workers to perform multiple process and different tasks in
their profession. But it is observed that many of the literary works did not describe how
workers think about the execution and their respond to such human resource management
methods, which may lead to a problem in describing the suitable results due to the execution
of the process. By accounting this factor, this paper evaluates the participation of human
resource management practices in enhancing organizational citizenship behavior.
4. REVIEW OF LITERATURE
Various systems of human resource management method literary works existing
universalistic viewpoints on human resource management concepts as the primary reasoning
behind the connection between human resource management methods and organization
citizenship behavior.
Guest et al. (2003) suggested that human resources management undoubtedly has its
origins in business mindset and it is built on behavior concepts such as the concepts of
dedication and inspiration.
Accordingly, researchers have recommended that research should analyze the level of
the consequences of employees’ behavior and actions on human resources management
(Morrison, 1996; Boselie & Wiele van der, 2002; Guest et al., 2003). Nevertheless, little
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perform has been done to discover information of the behavior mediating results involved in
this connection. The study of Fey, Bjorkman & Pavlovskaya (2000) outlined how human
resources management intervening variables like motivation, retention, capability, and
development, affect individual outcomes such as work performance. However, the attitudinal
and behavior results were resolved not by the workers however by human resource
management supervisors and mature executives. Thus, it is doubtful whether or not these
factors can perfectly catch employees’ attitudes and behaviors. Cully, Woodland, O’Reilly &
Dix, (1999) attempt to gather attitudinal data such as worker fulfillment and dedication from
workers as the mediating factors between human resource management methods and
individual performance. This research found to be an important leap ahead because it
attempts to test the mediating results of employees’ self-assessed actions in analyzing the
consequences of human resource control exercise on individual outcomes. Acknowledging
the call for such research, this study investigates the effect of human resource control
methods on organizational citizenship behavior.
4.1. The effects of HRM on OCB
Many researchers have examined the effects of human resource management methods
on organizational citizenship actions (Guest et al., 2004; Zhang et al., 2008). The value of
organizational citizenship behaviors have been highlighted by among others, (Asgari et al.,
2008a ; 2008b) and other researchers have shown the good effect of organizational
citizenship behaviors on organization performance (Koys 2001; Podsakoff et al., 2009;
Podskoff et al., 2000; Yoon, 2009).
Social identity theory (Tajfel & Turner, 1986) stated that employees strive for a sense
of self and social identity. Compensation and training can provide such feelings by
demonstrating that invaluable employees are fairly rewarded and are well invested in for
career development. The potential importance of these two HRM practices lies in the fact that
they enhance an individual’s self concept and social identity.
Owing to above reasons, it is argued that the constructs like retention-oriented
compensation and formalized training may enhance employees’ engagement in OCB.
Benefits have been found to be highly important in exciting the informal sequence from
worker behaviors to overall performance (Elmadag & Franke, 2008). Although Williams,
Pitre & Zainuba, (2002) have established that improved insight of justice are positively
related to organizational citizenship behavior, there is also some factors like pay-forperformance which is negatively related to organizational citizenship behavior (Podsakoff &
MacKenzie, 1994; Deckop, Mangel & Cirka, 1999). These results exposed and recommended
that equity-based settlement techniques prevent the involvement in organizational citizenship
behavior. This paradox shows the need for further analysis on the connections among
settlement and organizational citizenship behavior. We claim that retention-oriented
settlement is likely to improve the involvement of organizational citizenship behavior. The
research also shown that while applying the compensate system, workers may assert their self
idea and identification and also very well limited with the idea of the person-position fit. This
implies that employees’ settlement is identified by place position within the organization.
These employees are more likely to engage in discretionary behavior (behavior that is not an
enforceable requirement of the role or the job description) to reciprocate the organization
(Organ et al., 2006). This indicates that the organizations human resource viewpoint will have
a important effect on the level of organizational citizenship behavior that its employees
display.
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Therefore we hypothesize the following:
Hypothesis 1:
The use of retention-oriented compensation is positively related to the engagement of
Organizational citizenship behaviors’.
Employee training is an structured way of learning to improve people, groups and
organization performance (Kraiger & Ford 2007) where as development is a continuous
procedure of improving the capacity of people, groups and organization performance
(Garavan 1997) and considered to be the most significant among Human resource
practices(Boselie et al., 2005). Specially, Ahmad (2011) has proven that assistance for
training and inspiration for studying are all significantly associated with all elements of
organization citizenship behaviours. Aizzat et al., (2012) revealed that Human resource
management practices such as training and orientation are good predictors of organizational
citizenship behaviors. Among these practices training influenced much in building
organizational citizenship behavior to a greater extent. To enhance success and efficiency,
business citizenship behaviors play an important part, which is enhanced in an advanced level
by human resource methods such as training and development (Asim muktar et al., 2012).
Numerous studies have also shown that effective training encourages an advanced level of
organizational performance (Koch &McGrath, 1996; Ferratt et al., 2005). We propose that
formalized training may be instructed at motivating organizational citizenship behaviors via
two mechanisms. First, organizations may provide official training for workers to execute
organizational citizenship behaviors, just as they can be qualified in any other way of work
behavior (Organ et al., 2006). For example, (Kelly & Caplan, 1993) revealed proof that
regular performers can be qualified to become celebrity performers if they are qualified to go
beyond the precise specifications of their present tasks and to show signs of higher initiative.
They suggested that employees can be similarly trained to perform organizational citizenship
behaviours. Second, training can help workers to get ready for other roles in the organization
and increase their capabilities to move forward (Noe, Wilk, Mullen & Wanek, 1997). Thus,
we recommend that workers should happily practice optional behavior for enhancing their
information, abilities, and capabilities in order to get ready for upcoming promotion.
Therefore we hypothesize the following:
Hypothesis 2:
An emphasis on providing formalized training is positively related to the engagement of
organizational citizenship behaviors.
5. RESEARCH METHODLOGY
5.1. Procedures and sample of data collection
Prior to empirical survey, in view of understanding the situation of the organization
and the nature of the business, organization visit and interviews with the top level people and
employees concerned were carried out. The researcher used both primary and secondary data
for analysis, in which primary data was collected from the employees of Ave Maria Spinning
Mill private limited, Sathiyamangalam of Erode District and the secondary data was collected
from various libraries, journals and magazines. Based on convenient sampling, the
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questionnaires were personally administered with 170 employees of the selected organization
and a total of 143 respondents (the response rate was 84%) returned questionnaires. In order
to understand better, the questionnaire was framed in English and in the respective local
language so that respondents can get relevant information about its content.
5.2. Measures
Perceived HRM Practices – two underlying HRM dimensions were tested in this
research, namely employees’ perception of retention-oriented compensation and employees’
perception of formalized training. These two HRM practices measurements is measured using
questionnaire developed by Wing Lam et al (2009). He developed based on previous studies
(Delaney & Huselid, 1996; Delery & Doty, 1996; Khatri 2000; Takeuchi et al 2003).
Figure 1. Conceptual Framework of Retention oriented compensation and
Formalized training on Organizational citizenship behaviors
Retention oriented compensation

H1
H2

Organizational citizenship
behavior

Formalized training
The first part of the questionnaire contains demographic variables like Age, Gender,
Marital Status, Experience and Educational Qualification. The second part contains,
(1) Employees’ perception of retention – oriented compensation was assessed by a five
item Likert scale (1= strongly disagree; 5= strongly agree). A sample item is
‘Individual performance in the job is important in determining the wages of
employees in our company’. The cronbach’s alpha coefficient of this measure was .93
(2) Employees’ perception of formalized training was measured by another five item
likert scale (1= strongly disagree; 5= strongly agree). A sample item is ‘In our
company, many technical training programs have already been systematized’. The
cronbach’s alpha coefficient of this measure was .93
Organizational citizenship behavior was measured using the short version of the
Chinese OCB measures (15 items) which was constructed by Farh, Earley and Lin
(1997) and validated by Hui, Law and Chen (1999). The response format for this scale
ranged from 1= strongly disagree to 5= strongly agree. A sample item is ‘willing to
help collegues solve work related problems’. The cronbach’s alpha coefficient of this
measure was .98
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6. RESULTS
6.1. Preliminary analyses
Table 1. Demographic Profile of the sample respondents: (N = 143)
S. No.

Demographic Variables

01.

Gender
1. Male
2. Female
Age
1. 20-30 years
2. 31-40 years
3. Above 40 years
Experience
1. 1- 5 years
2. 6-10 years
3. Above 10 years
Marital Status
1. Married
2. Unmarried
Educational Qualification
1. Below 10th standard
2. 12th Standard
3. Any Degree

02.

03

04.

05.

Number of
respondents
(N=143)

Percentage

76
67

53.1%
46.9%

37
63
43

25.9%
44.1%
30.1%

51
55
37

35.7%
38.5%
25.9%

67
76

46.9%
53.1%

50
50
43

35%
35%
30%

Table 1 shows that majority of the respondents identified were under Male category
with 53.1% and female respondents with 46.9%. Regarding age criteria, it is found that
maximum respondents were found between the age limit of 31-40 years with 44.1%. While
considering the experience, it is seen that 38.5% of employees are having experience between
6-10 years. Out of 143 respondents, 53.1% of them are unmarried and in view of educational
qualification, it is seen that most of them are having education level with 10th and 12th
standards (35%).
Table 2. Anova test of Demographic variables of Employees, Human resource
Management factors, organizational citizenship behavior and its outcome: (N = 143)
F-value (one way Anova)
Organizational
citizenship behavior
Retention-oriented
compensation
Formalized training

Age
2.099

Experience
0.287

Educational Qualification
0.040

1.179

0.564

0.537

2.378

0.720

0.086

Table 2 interprets that there is no significant association found between the
demographic variables and the human resource management factors since the F- value is not
significant at 5% level of significance except organizational citizenship behavior and
educational qualification which is significant at 5% level of significance.
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Table 3. Mann Whitney test of Demographic variables of Employees, Human resource
management factors, organizational citizenship behavior and its outcome: (N = 143)
Mann Whitney U (Z – Test)

Sl. No.

Demographic
variables

01.
02.

Gender
Marital Status

Organizational citizenship
behavior
Z-Value
Asym Sig.
-1.127
-0.663

Retention-oriented
compensation
Z-Value
Asym Sig.

0.260
0.507

0.456
0.703

-0.746
-0.381

FT
Z-Value

Asym Sig.

-0.900
-0.033

0.368
0.974

Table 3 shows that there is no significant association found between the demographic
variables like Gender and Marital status since the Z- value is not significant at 5% level of
significance.
Table 4. Means, Standard deviations and Inter-Correlation Analysis of studied variables:
In order to examine whether the factors are having significant positive association,
bivariate correlation analysis were carried out and the results are presented in Table produced
below:
Variables

Mean
1.47
2.04

SD
0.501
0.749

1
0.116

2

3.Experience
4.Marital status

1.90
1.53

0.781
0.501

-0.026
-0.101

5.Educational level
6.Organizational
citizenship behavior

1.95

0.808

50.65

7.Retention-oriented
compensation
8.Formalized training

1.Gender
2.Age

3

4

5

6

7

0.007
0.034

0.134

-

0.075

0.003

0.171

0.117

-

4.546

-0.088

0.062

-0.055

0.67

0.018

-

25.08

2.750

-0.057

0.094

0.066

0.026

-0.08

0.282**

26.39

2.804

0.054

0.136

0.043

0.011

0.027

0.204* 0.142

8

-

-

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
Table 4 shows the means, standard deviations, correlations of all variables used in this
study. The results shows that retention – oriented compensation (r = 0.282, p < 0.01) and
formalized training (r = 0.204, p < 0.05) was positively related to organizational citizenship
behavior. The above correlations preliminarily supported the proposed relationship between
variables shown in Figure 1.
6.2. Hypotheses testing
To evaluate the impact of human resource management practices on Organizational
citizenship behaviors’, regression analysis were conducted and the findings are tabulated
below:
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Table 5. Regression analysis on HRM practices (Retention oriented compensation and
formalized training) and organizational citizenship behavior (N = 143)
Model
Constant
Retention oriented compensation
Formalized training

B
32.81
.42
.27

Std. Error
4.46
.13
.13

Beta
.25
.16

T
7.34
3.19*
2.06*

R2= .10, Adjusted R2= .09
F= 8.352, df= 2,140, P= .000
*P<0.05
Note: B= Un-standardized beta; SE= Standard error
In table 5, it is observed that 10% of the variation in organizational citizenship behavior is
accounted by HRM practices (i.e. Retention oriented compensation and formalized training)
with F (2,140) = 8.352 and P < 0.001. Beta values of retention oriented compensation = 3.19
at P < 0.05 and formalized training = 2.06 at P < 0.05 shows that these practices are having
significant relationship with organizational citizenship behavior.
7. DISCUSSION
The analysis of hypothesis has shown that there is a significant relationship of
retention – oriented compensation and formalized training on organizational citizenship
behavior. It means that if employees receive fair compensation for their efforts they will
show more organizational citizenship behavior towards their organization. The result
underlines the previous studies that emphasized the predominant role of retention oriented
compensation practices on organizational citizenship behavior (Wing Lam et al, 2009 and
organ, 2006). There is a significant relationship in formalized training with organizational
citizenship behavior which is in line with the results of Asim Mukhtar et al, 2012 and Dockel
et al, 2006. Formalized training has an important role in enhancing the skills and capabilities
of the employees to achieve the organization desired goals. This study has shown that the
employee’s organizational citizenship behavior is endured when there is a high role of HRM
practices (retention – oriented compensation and formalized training) in the organization.
8. LIMITATIONS AND FUTURE RESEARCH DIRECTIONS
As this study is conducted with small size of sample and in small geographic area, the
result obtained may not be suited for all the areas as the employees’ mindset is different in
different areas. So in future, further research may be conducted with large number of
samples and in larger geographic areas so that deep reflection in connection with the impact
of human resource management practices on organizational citizenship behavior can be
judged through the cross study.
9. CONCLUSION
Based on the several research concepts, this study tries to explicit the impact of high
performance HRM practices on individual consequences. In particular the researchers found
that (i) Retention oriented compensation and formulized training were positively related to
organizational citizenship behavior; (ii) out of which retention oriented compensation plays
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an eminent role in enhancement of organizational citizenship behave or. This study helps us
to understand that improving retention – oriented compensation and formalized training
practices this organization can improve organizational citizenship behavior of employee’s
which ultimately results in uplifting the profit of this organization.
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