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Abstract

The current trends in technology and globalization have encouraged Human Re-
source Management Practices (HRMP) to adopt optimized strategies in dealing with chal-
lenges faced by educational institutions. To achieve the desired results and outcomes in edu-
cational institutions in a definite time frame, valuable policies, capabilities and values need
to be implemented. For creating a sustainable organizational environment, Organizational
Citizenship Behavior (OCB) has been developed for supportive and cooperative interactions
and improving the relationship between the employer and employee, by cooperating for the
effective running of the school organization. The current study is aimed to investigate the
relationship between HRMP and OCB in higher secondary schools in Dir Lower and Upper.
This study is quantitative and data was collected through a closed-ended questionnaire. The
collected data was analyzed with Pearson correlation techniques. It was found that HRMP
had a notable relationship with OCB in higher secondary schools in Pakistan. Results further
suggested that the factor Performance Appraisal (PA) had a high relationship with OCB,
while the rest of the practices had a low relationship with OCB. After discussion, in light
of the available literature, recommendations have been framed for educational institutions
and policy makers. Another research study is recommended for other components of HRMP
with school culture, principal leadership style, etc. This study was conducted in public sector
schools and a similar study is to be conducted in private sector schools. The proposed study
will make a comparison between public and private sector schools to check which schools
have adopted the HRMP.
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1. Introduction

Organizational citizenship behavior (OCB) means voluntary actions that go beyond
the agreed responsibilities and hence, encourage the professionals for the effective opera-
tions of the organizations (Jain & Rizvi, 2020). OCB is an important factor that improves the
performance of employees (Rahman & Chowdhuri, 2018). OCB influences policy-making,
decision-making, teamwork, duty and accountability (Polat, 2009). Whenever a high level of
OCB practices exists in an organization, then the best performance and delivery of services
can be observed, and less absenteeism of the employees in the organization occurs. The
results of the study conducted by Nataraajan and Gong (2011) concluded that OCB and an
employee’s working performance have close links with each other. An institution’s ability to
develop and manage OCB among its staff can be a key advantage for the organization (Bolino
& Turnely, 2003). These key advantages can efficiently and effectively become the source of
the institution’s competitive advantage.

Ahmad (2016) stated that creating motivations for volunteer behavior through the
implementation of effective HRMP in organizations encourages the employees to go beyond
the agreed responsibilities, called OCB. HRMP in the schools has been shown to empower
teachers, which improves OCB and the result is teachers perform their responsibilities for
the school’s performance and effectiveness with zeal and fervor (Runhaar et al., 2013). In-
stitutions need to execute a scope of HRMP to induce OCB among their workforce (Bolino
& Turnley, 2003). HRMP builds up a domain, which advances OCB culture. Understanding
OCB is thus advantageous for the intellectual capital development of schools and in this way
teachers and administrators cooperate to make schools favorable for learning (DiPaola et
al., 2004). Effective HRMP brings high engagement of employees through OCB activities
outside a formal job description and this behavior may result in increased performance of the
organization (Podsakoff et al., 2000).

This study focuses on the relationship of HRMP including Recruitment & Selection
(RS), Training & Development (TD), Performance Appraisal (PA), and Compensation & Re-
wards (CR) system with OCB in the educational setting (in higher secondary schools of Dir
Lower and Upper) in Pakistan.

1.1  Statement of the problem

The role of OCB is an emerging dimension for organizations, but it is highly effective
for organizational success and promotes positive attitude and behavior in an organization’s
environment. This results in effective operation and performance of the organization. In the
context of Pakistan, very little research has been done on the relationship between HRMP
and OCB. A large number of educational institutions are yet to work with HRMP in Pakistan.
A very low portion of the Pakistan overall budget is allocated to the education sector (2% in
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FY 2021-2022). Under these circumstances, a recommendation for educational institutions
in Pakistan would be to participate in activities leading to self-development within the range
of their available resources.

The main purpose of this study is to investigate the relationship between HRMP and
OCB in higher secondary schools of Dir Lower & Upper Khyber Pakhtunkhwa, Pakistan.

1.2 Objective

*  To analyze the relationship between HRMP and OCB.
* To analyze which HRMP dimension has a statistically significant relationship with
OCB.

1.3 Research Questions

» Is there any remarkable relationship between HRMP and OCB?
*  Which HRMP dimension has a remarkable relationship with OCB?

2. Literature review

In the business world, every organization wants to achieve specific, measurable,
time-based and targeted objectives using their resources productively. In order to accomplish
this objective in an organization, the establishment of OCB has been shown to be an import-
ant component. The term OCB was introduced by Organ and Bateman (1983). At that time,
most managers and leaders did not anticipate that research studies on OCB would find such
statistical significance for OCB in the private and public sector institutions studied. In his
research reporting, Organ (1988) established the theory of OCB in which he expressed that
the freewill behavior of the individuals in the organization, though not directly rewarded or
explicitly stated in the job description, are what overall and collectively enable the organiza-
tion to function effectively.

2.1 Organizational Citizenship Behavior (OCB)

OCB is the behavior of a person, which is flexible and not directly identified and
recognized by a formal system of rewards that collectively encourages the operation of the
organization. OCB reflects voluntary actions that go beyond the agreed responsibilities (Jain
& Rizvi, 2020; Mallick, et al., 2014). The behavior of OCB encourages the professional as
well as effective operations of the organization and its employees (Gripe & Vantilborgh,
2018; Jain & Rizvi, 2020). An organization’s effective performance greatly depends upon
the working environment which includes the volunteer behavior of its employees (Birzri,
2018). The researcher further shared that companies and institutions are eagerly searching for
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methods for improving performance and regularly consider OCB to be an important means
of increasing efficiency in an organization’s productivity.

OCB is an essential factor that improves the performance of employees (Rahman
& Chowdhuri, 2018). OCB has been studied to discover the behavioral reason for the per-
formance of an individual in his work environment. The relevance of OCB stems from the
fact that success and survival of an institution greatly depends upon the positive action from
the worker that eventually has an impact on the organization and their working environment
(Ong et al., 2018).

A greater level of OCB in an organization yields improved organizational perfor-
mance, efficiency, worker satisfaction, and increases in the productivity of the organization
(Miao et al., 2018; Ong et al., 2018). As OCB increases the performance of the employees,
the organization then more easily achieves its desired goals (Chattopadhyay, 2017).

2.2 Human Resource Management (HRM)

Managing institutional employees through proper supervision of strategic resources,
gaining competitive benefits, and creating more value than other organizations is termed
HRM (Ahmadpour Dariani, 2017). HRM includes rules and regulations, procedures, pro-
cesses and practices that have an effect and impact on workers’ behavior, attitude, skills and
work performance (Madanat & Khasawneh, 2018). Furthermore, Cesario and Magalhaes
(2017) and Snell and Bohlander (2013) define HRM as a practice of managing human ap-
titudes to accomplish an organization’s objectives, which allocate the greatest utilization of
employees in an institution to achieve the goals of the institution (Fong et al., 2011; Gope et
al., 2018).

2.3 Human Resource Management Practices (HRMP)

HRMP is for managing human resources in an organization, which is commonly
practiced by human resource professionals (Ulrich, 1997). Another research study, conduct-
ed by Quresh et al. (2010), concluded that HRMP is the course of action, procedures, and
practices that need to be transmitted to the employee. These HRMP consist of the following
dimensions; Selection, Recruitment, Training & Development, Performance Appraisal, Re-
imbursement, Motivating Workers, and Involvement of Employees in Decision Making (p.
1282). HRMP seeks to improve employees’ performance and competitiveness for the im-
proved progress of the organization (Aryanto et al., 2015; Noe et al., 2017).

Shahnawaz and Juyal (2006) highlighted that HRMP are those practices that are uti-
lized for general management in an organization which includes decision-making and other

practices that openly influence the employees, who work diligently for an organization (p.
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171). Donate et al. (2016) expressed that HRMP consists of the following dimensions; Care-
ful Recruitment, Selection, Training & Development, Performance Appraisal, and Rewards
& Recompense. Teclemichael et al. (2006) described eight HRMP and their associations with
worker performance including; Recruitment & Selection, Performance Appraisal, Training
& Development, Compensations & Rewards, Promotions, Placement, Grievance Procedure,
and lastly, the Retirement Fund & Social Security.

A variety of HRMP are discussed in the reviewed literature, but this current study
is limited to four HRMP including Recruitment & Selection (RS), Training & Development
(TD), Performance Appraisal (PA), and Compensation & Rewards (CR). Pakistan is consid-
ered as a developing country with a very low budget i.e. 2.4% spent annually on education
(Report, 2019). Therefore, this research focuses on these HRMP that have an impact on OCB,
which may increase the interest of employees in the education sector and improve and help in
the quality of education in higher secondary schools. The following section discusses these
four practices.

2.4 Recruitment & Selection (RS)

RS includes two connected forms; “recruitment” is the way toward making a collec-
tion of capable individuals apply for work to an organization, while “selection” is the method
by which particular procedures are utilized to choose the most reasonable applicant for the
job (Bratton & Gold, 2017). RS is the process of scanning potential employees and pushing
and motivating them to apply for occupations in an organization (Eusebio et al., 2017). RS
are categorized into three steps including defining requirements, attracting candidates, and
selecting candidates (Armstrong & Baron, 2002). A more impartial RS policy in the organi-
zation results in a healthier outcome in the form of satisfied and dedicated employees (Rioux
& Bernthal, 1999).

2.5 Training & Development (TD)

TD is mainly concerned with the achievement of understanding how strategies, tech-
niques and practice are observed in the organization. TD is the main practice of HRM, as it
improves the working environment more effectively and increases the performance of the
individuals, resulting in mutual respect and improvements in the organization’s outcomes
(Ahmad & Asghar, 2014). TD not only increases and enhances the knowledge of employees,
but also offers the additional benefits of networking and learning from different experiences
(Choo & Bowley, 2007; Imran & Tanveer, 2015). Khan et al. (2016) highlighted that “train-
ing” is specific in scope and mostly arranged for the current job. “Development” is wider in
scope and prepares the employee for future jobs in the organization. He further added that
TD aims to improve employees’ professional skills and their ability to achieve extraordinary
outcomes that effectively gain the goal of the organization.
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Similarly, Rowden (2005) pointed out that training not only improves the capabilities
of employees, but also developed the potential of employees to be able to meet the organiza-
tion’s goals and objectives, to gain new skills, experience, and knowledge that enabled them
to perform their jobs at higher levels. They further explained that employees who received
training through HRMP were found to have improved job performance, were more satisfied
performing the same duties, were willing to work in the same organization, and performed
better than those employees who received no training.

2.6 Performance Appraisal (PA)

PA is a formal procedure through which employees are evaluated by organizations
and supervisors. The evaluation process uses a predetermined set of objectives and goals to
score the performance (DeNisi & Murphy, 2017). PA measures how well and how much em-
ployees achieve job-relevant activities and tasks and helps in identifying the more competent
employees (Ishizaka & Pereira, 2016). Researchers and employers are gradually considering
the PA process as a valuable tool to manage and improve employees’ performance (Buchner,
2007; Selvarajan et al., 2018).

The most important aim of PA is to encourage human resources, ultimately improving
and developing their performance in the workplace (DeNisi & Pritchard, 2006; Selvarajan et
al., 2018). The PA system is a key device for measuring and ensuring individual employee
responsibilities at any public and private sector institution and non-profit organization (Rubin
& Edwards, 2020).

PA is particularly significant for the motivation, encouragement, and development of
highly-skilled and knowledgeable employees, who are required for operating effective and
competitive educational sector institutions (Gu & Nolan, 2017). PA encourages employees to
develop and improve their skills as well as to achieve their target goals and objectives when
CR are conditionally based upon performance (Memon et al., 2019).

2.7 Compensation and Rewards (CR)

CR is one of the components of HRMP. The organization provides incentives to
the employee for their extraordinary work, timely completion of activities, long-term per-
formance, and for achieving the desired objective in due course of time (Jimenez-Jimenez
& Sanz-Valle, 2013). Drucker and White (2000) defined the system of remuneration man-
agement as the process of applying a strategic plan and advancing the system to achieve
the organization’s goals. Furthermore, it is the process of attracting, coordinating, inspiring
and acknowledging employees in terms of their performance (DeGieter et al., 2011). CR
benefits consist of all types of additional payments, appreciation programs, flexible employ-
ment hours, and health care protection (Sherman & Snell, 1998). Examples of extrinsic and
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intrinsic rewards provided by the organization include the view of one’s occupation as val-
ued, the level of worker commitments, devotions, endeavors, and performance (Holston &
Kleiner, 2017).

Tahir (2019) investigated the intrinsic and extrinsic payment instrument in the edu-
cation sector of Pakistan and characterized that Compensation had a positive connection with
motivation, enhanced worker spirit and persistence, and was representative of commitment
and profitability.

2.8 Relationship between HRMP and OCB

Ahmad (2016) investigated the collective effect of HRMP on OCB among employ-
ees. Results of the study highlighted that the HRMP dimension, RS, held momentous con-
nections with OCB. Similarly, TD showed a moderate association with OCB, CR had a low
but positive association with OCB, and PA showed a low statistically significant association
with OCB. Another study conducted by Khan (2018) concluded that HRMP dimension, PA
systems in the organization, had a significant association with OCB, followed by RS prac-
tices. While TD and CR systems had a low effect and association with OCB. Another study,
by Harsasi and Muzamil (2017), explored the effect of HRMP on OCB with the arbitrating
role of Organizational Commitment. It was found that HRMP in the school has an affirmative
connection with OCB, with the mediating role of Organizational Commitment.

Jain and Jain (2014) investigated HRMP and OCB and their subdimensions. The re-
sults of the study confirmed that all HRMP have a positive relationship with OCB. They also
concluded that the HRMP dimension, PA, had a high and statistically significant correlation
with OCB, as compared to the other practices.

A research study conducted by Begum et al. (2014) explained that the HRMP di-
mension, RS, had a close relationship with OCB. RS was shown to affect OCB and its sub-
dimensions. During the RS process of employees, organizations should not support negative
factors such as discrimination. Such negative behaviors may cause a reduction in employee
motivation and increase in disheartenment, resulting in lower OCB. Khan, Safwan and Ah-
mad (2011) expressed that through the HRMP dimension, TD, organizations encouraged and
motivated employees to bring more OCB to the workplace. Furthermore, they highlighted
that TD was the main practice to motivate employees for OCB. Using the five OCB measur-
ing tools is the key strategy to identify areas for improvement that will produce high-level
returns to human resources and organizations.

According to Werner et al. (1994), the challenging task for an organization is to
hire a staff that naturally possesses OCB. Importantly and similarly, Cloninger et al. (2011)

stated that TD improved employees’ self-ownership, commitment, encouragement and
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motivation. Furthermore, an impartial system of rewards encouraged cooperation among
employees instead of competition, which increased OCB among employees. Further, Organ
(1990) expressed that PA plays a central contribution in enlightening OCB. The benchmarks
for PA improved staff behavior, the organization’s value, and directly influenced employees’
attitudes and manners.

Podsakoff et al. (2009) expressed that an organization has the option to decide to
incorporate OCB and improve organizational effectiveness by setting clear PA mechanisms
for the evaluation of employees in the organization. Tufail et al. (2017) highlighted that
employees, who are satisfied with CR, work with passion, cooperate with co-workers, and
are more committed to the organization. Similarly, Shaw and Gupta (2015) and Sung et al.
(2017) expressed that CR produced a high drive and positive attitude and behaviors in a
working environment, which increased organizational effectiveness. They further shared that
CR increases employee competence and commitment resulting in the effective operational
function of the organization.

Additionally, Nguyen (2016) scrutinized the correlation between HRMP and OCB at
primary schools in Taiwan. The results of the study concluded that not all HRMP contributed
to developing OCB among school teachers. However, the positive perception of teachers,
proper placement and educational career contributed more to establishing OCB among teach-
ers as compared to Communication, Retention, and PA.

2.9 Conceptual framework of the study

In light of the aforementioned literature review, the researchers of this current study
developed a conceptual model to conduct a study on HRMP and the potential relationship
with OCB in the Pakistani educational context. This study chose four HRMP dimensions
including RS, TD, PA, and CR. The other variable, OCB, is composed of five dimensions:
Altruism, Civic Virtue, Consciousness, Courtesy, and Sportsmanship.

Relationship between HRM Practices and OCB

Recruitment &
Selection

Training &

Development =A%

r=.383

Performance
Appraisal

r=.261

Compensation &
Rewards

Figure 1: Conceptual framework of the study
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3. Methodology
3.1 Research design of the study

Research design is a specific sketch of procedures which are carried out for data col-
lection, data analysis and reporting Creswell (2017). The current study is quantitative. The
design of this study is correlational in which two variables namely HRMP and OCB are used.
The reason for choosing a quantitative approach for this research was to generalize findings
of the study for the whole population. Furthermore, Creswell and Creswel (2017) expressed
that quantitative research is reasonably appropriate and fitting for the recognizable proof of
elements that influence an outcome.

3.2 Population and sample of the study

The targeted respondents of the current study were school principals and subject
specialists of higher secondary school Dir Lower and Upper. The total population for this
research study was 410 where 334 were subject specialists and 76 were school principals.
Furthermore, the sample size was taken from the total population to ensure the timely com-
pletion of this research study. Since the 1960s, Dir has been affiliated with Pakistan. How-
ever, for the sake of managerial ease, Dir was divided into two districts called Dir Upper
and Dir Lower. Therefore, the stratified sampling procedure (Dir state divided into Districts
Upper and Lower Dir) was used, followed by random sampling techniques (Random number
function (RAND) in Microsoft Excel to generate random numbers) for this study, and be-
cause variation existed in the numbers of respondents. i.e., principals and subject specialists
in male and female schools. To select an equal number of respondents from each stratum in
the population, stratified random sampling is considered the best procedure (Chua, 2011). A
total of 214 Subject Specialists and 69 school principals were approached for data collection
but only 205 male and 43 female respondents participated in the survey and submitted a filled
questionnaire. Data was collected in the month of March, 2021.

3.3 Instrumentation

A closed-ended questionnaire was used for data collection. The instrument consisted
of two portions. The initial portion consisted of basic demographic information about the par-
ticipants, while the second portion comprised HRMP and OCB. The HRMP was operation-
alized through 19 items. Five Likert-style scale measures were used: Strongly Disagree, Dis-
agree, Neutral, Agree and Strongly Agree. Similarly, OCB consisted of 20 items, measured
on a Likert-style scale, Not True, Somewhat True, Quite True, True and Very True. Items of
the questionnaire related to OCB were adopted from Nigab (2015) with permission, while the
part related to HRMP was self-developed in light of available literature and validated through
face validity. Scale reliability was checked through the test-retest procedure.
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4. Data analysis

Data was analyzed using SPSS V-25 software. The relationship between HRMP and
OCB was analyzed by using Pearson correlation techniques, while the effect of HRMP was
checked through linear regression.

4.1 Demography

A total of 248 participants took part in this study. Among these respondents, 205
were male (82.7%) and 43 were female (17.3%). Regarding the age of the participants, 1.2 %
of the sample were 25-30 years old, 6.5 % were 31-35 years old, 38.7% were 36 to 40 years
old and 53.6% were more than 40 years old. Furthermore, in terms of professional qualifica-
tion 9.3% of the respondents held bachelor of education degrees, 83.9% possessed a master
of education degree, and 6.9% held other professional qualifications such as a diploma in ed-
ucation etc. Similarly, with regards to experience, 3.2% of the respondents had 1-5 years’ ex-
perience, while 35.1% had teaching experience of 6-10 years. Most of the respondents (35.5
%) possessed teaching experience of 11-15 years; while 18.5% of the respondents possessed
16-20 years of teaching experience. The remaining 7.7% of the respondents possessed more
than 20 years teaching experience. Furthermore, in terms of academic qualification it was
noted that 92.3% respondents had a Master (MA) qualification, while 7.7 % had an advanced
degree in Master of Philosophy (M.Phil.).

4.2 Reliability and validity of instruments

Table 4.2 indicates internal reliability of the variables, HRMP and OCB. The value
of items in the above validity and reliability index are within the limit of threshold values.
Therefore, a data collection tool was appropriate for collecting information from the targeted
respondents.
4.3 Normality of data

Table 4.3 highlights that OCB has a high mean value of (3.99) followed by HRMP
having a mean of 3.28. This table further shows that the data is normal on the basis of skew-
ness and kurtosis values for the two variables HRMP and OCB. These values are within the
threshold values of skewness and kurtosis (£ 1.36).

4.4 Correlations

The results in Table 4.4 show a statistically significant and low correlation relationship be-
tween HRMP and OCB (+=.279, p=.000).
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Table 4.5 indicates that RS has a low and insignificant correlation with OCB (r=.109, p=.086).

The analysis in Table 4.6 reflects that TD has a negative and low correlation with OCB (7=
-228, p=.000).

Results in the Table 4.7 display that PA has a moderate and statistically significant correlation
with OCB (=.383, p=.000).

Table 4.8 highlights that CR has a low correlation with OCB (=.261, p=.000).

Table 4.9 highlights that RS has a statistically significant correlation with TD and a
negative correlation with PA and CR. Similarly, TD has a statistically significant correlation
with PA and a negative correlation with PA and CR. In addition, PA has a high statistically
significant correlation with CR and a negative correlation with RS and TD. In contrast, CR
and PA have a high and statistically significant correlation with each other and a negative
correlation with RS and TD.

5. Discussion and conclusion

The above analysis concluded that HRMP has an affirmative and noteworthy associ-
ation with OCB (7=.279, p=.000). The findings of the present study compare favorably with
the study of Ahmed (2016), which found a joint effect of HRMP on OCB among Sudanese
banking employees. The relationship between HRMP and OCB was investigated using Pear-
son correlation analysis and the results showed a positive statistically significant correlation.
Another study of Harsasi and Muzammil (2017) has a similar finding. They reported that
HRMP has a positive correlation with OCB. In another research study, conducted by Subedi
and Sthapit (2020) to find the connection among HRMP and OCB in Nepalese institutions,
they concluded that not all HRMP had a significant relationship with OCB. However, some
practices have a positive correlation, while some have a negative and low correlation with
OCB. The results of this contemporary study also reflect the same pattern.

5.1 Relationship among RS with OCB

Results highlighted that RS has a low and statistically significant correlation with
OCB (r=.109, p=.000). The study of Begum et al. (2014) is comparable to the current study
findings. They concluded that during the RS process of employees, the organization should
not include negative factors like discrimination. These types of practices discourage the pro-
motion of OCB in organizations. In a different study, a fair and positive attitude during the
RS processes was shown to facilitate hiring competent well-experienced employees. These
types of behaviors promote the culture of OCB, which helps in the achievements of the
organization. The more impartial the RS policy in an organization, the healthier will be the
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outcome, and increase the level of satisfied and dedicated employees (Rioux & Bernthal,
1999). Hence, for effective functioning of an organization, fair and clear staffing and selec-
tion is mandatory.

52 Relationship among TD with OCB

The aforementioned results disclosed that TD has a significant and negative correla-
tion with OCB (7= -.228, p=.000). In contrast to the current study, Ahmad (2016) highlighted
that TD had a positive and statistically significant correlation with OCB. Studies like Bolina
et al. (2003) and Ahmad (2011), conducted on the relationship of HRMP and OCB, found
that TD had a statistically significant correlation with each other. They further added that TD
is an important practice to produce many advantages for employees and institutions, which
increases and develops OCB among the employees. Another study of Subedi and Sthapit
(2020) found an association among HRMP and OCB and concluded that there was a positive
and statistically significant correlation with OCB. Jain and Jain (2017) measured OCB and
HRMP and highlighted that TD had a positive correlation with OCB. Another study of Sub-
edi and Sthapit (2020) found an association between HRMP and OCB in Nepalese institutes.
They concluded that TD had a statistically significant positive correlation with OCB, while
the other studies showed a low correlation.

53 Relationship among PA and OCB

Analysis of the current study data findings reveal that PA has a high and statistically
significant relationship with OCB (7=.383, p= .000), which is supported by the findings of
Fologer (1989), Organ (1990), Ahmad et al., (2001), Poursafar et al., (2014), and Ahmad
(2016). These studies concluded that, through PA, workers of the organization will under-
stand which values are considered high for the organization and thus positively influence the
workers’ behaviors. PA encourages employees to develop and improve their skills as well
as to achieve their targeted goals and objectives when CR are conditional on performance
(Memon et al., 2019). Similarly, Organ (1990) expressed that PA played a central contribu-
tion in enlightening OCB. The benchmarks for PA improve staff behavior and an organiza-
tion’s value and PA directly influences employees’ attitudes and manners.

In contrast to the current study, Ahmad and Shahzad’s (2011) research study showed
that there was little proof found between the HRMP of PA and OCB. Before finalizing any
performance policy, organization’s need to first understand the purpose of the PA system,
and then develop an effective PA system, because the relationship between PA and OCB is
difficult to conceptualize and complicated.
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54 Relationship among CR with OCB

CR has a positive correlation with OCB (7=.261, p=.000). The current study findings
are aligned with the study of Ahmad (2016), who conducted a study to investigate the effect
of HRMP on OCB. Findings concluded that CR had a low but statistically significant associ-
ation with OCB. That study concluded that high CR contributed to high OCB in the organi-
zation. CR creates a sense that employees are important to an organization and this practice
motivates staff to make extra effort for the development and achievement of organizational
goals. The study of Subedi and Sthapit (2020) also found a connection between HRMP and
OCB and concluded that the HRMP dimension TD had a significant correlation with OCB,
while the CR system had a low correlation with OCB. Furthermore, Rehman and Chowdhuri
(2018) conducted a study to investigate the effect of employee Compensation on OCB and
concluded that Compensation had a high significant association with OCB, which is compa-
rable to the current study findings.

5.5 Correlation among HRM practices

The correlation among the sub—practices of HRM is different. Some have positive
correlation with each other while some have a low and negative correlation. For example, RS
has a significant correlation with TD and a negative correlation with PA and CR. Similarly,
TD has a significant correlation with PA and a negative correlation with PA and CR. In ad-
dition, PA has a high significant correlation with CR and a negative correlation with RS and
TD. Finally, CR and PA have a highly significant correlation with each other and a negative
correlation with RS and TD.

6. Implications

This study has two types of implications: one is theoretical and the other is practical.
In theoretical implication, this study verifies the relationship of HRMP and OCB. As per the
practical implication, it is known that previously many studies were carried out on the asso-
ciation of HRMP and OCB in banking and industrial sectors, but little research, on the topic,
was found in the education sector of Pakistan. As Schuler and Jackson (2005) expressed, a
large portion of the educational institutions in Pakistan are still working without HRMP. In
this way, HRM approaches are not completely well-designed and outfitted in the public sec-
tor organizations, education department offices, nor higher secondary schools (Jamil et al.,
2007). Therefore, this research study has filled the breach in the literature.

In practical implication, this current study has highlighted some interesting find-
ings and added new knowledge to the body of information and literature. This study has
provided a road map for the policymakers, and principals of schools to practice HRM to
advance the education system and ensure quality schooling in Pakistan. As Rahman (2014)
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recommended, the Pakistani education system has to develop itself through its own available
resources for which policymakers can introduce a new model. In this regard, a PA system and
CR system should be encouraged in the education sector of Pakistan, which will develop the
culture of OCB. OCB are those voluntary actions that go beyond the agreed responsibilities
and are demonstrated by employees doing extra for objective achievements (Jain & Rizvi,
2020).

6.1 Delimitation of this study

This current study has a delimitation in that it focuses on only four of the many pos-
sible HRMP found in the review of relevant literature. The targeted population for this study
included school principals and subject specialists (male & female) in the District Dir Upper
and Lower Khyber Pakhtunkhwa, Pakistan.

6.2 Limitations

Due to a shortage of time and the Covid-19 Pandemic, the researchers were unable
to probe the qualitative aspect of this study.

7. Recommendation for future research

This study has added some important findings to existing literature. However, this
study only examined the relationship of four HRMP with OCB. Another research study is
recommended for other components of HRMP with school culture, principal leadership style
etc. This study was conducted in public sector schools. A similar study is to be conducted in
private sector schools, the results of which will then be used to make a comparison between
public and private sector schools to check which schools have adopted the HRMP.
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Appendix
Table 4.1
Demographic Profile of Sample respondents (N=248)
Demographic Characteristics Frequency Percentage%
Gender Male 205 82.7
Female 43 17.3
Age 20-30 year 3 1.2
31-35 years 16 6.5
36-40 years 96 38.7
More than 40 years 133 53.6
Professional Qualification B.ED 23 9.3
M.ED 208 83.9
Other 17 6.9
Experience 1-5 years 8 3.2
6-10 years 87 35.1
11-15 years 88 35.5
16-20 years 46 18.5
More than 20 years 19 7.7
Academic Qualification Master 229 92.3
M.Phil. 19 7.7
Table 4.2
Reliability and validity measurement index (N=248)
Variables Cronbach alpha
Recruitment & selection(R&S) 0.72
HRM Construct Training and 0.73
development(T&D)
Performance Appraisal (P&A) 0.87
Compensation and 0.90
Rewards(C&R)
Altruism (ALT) 0.76
Civic virtue (CV) 0.73
Sub Dimension of OCB Consciousness (CON) 0.74
Curiosity (CSY) 0.76
Sportsmanship (SMS) 0.76
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Table 4.3
Descriptive statistics (N=248)
Variable Minimum Maximum Means Standard Skewness Kurtosis
Deviation
Human
Resource 2.21 478 3.2897 49797 151 -.069
managemen
t Practice
(HRMP)
Organizatio 1.80 5.00 3.9921 50015 -.088 1.32
nal
Citizenship
Behavior
(OCB)
Correlations
Table 4.4
Correlation among HRM practices and OCB
HRM OCB
HRM Pearson Correlation 1 279
Sig. (2-tailed) .000
OCB Pearson Correlation 279 1
Sig. (2-tailed) .000
Table 4.5
Correlation among R&S practice and OCB
RS OCB
RS Pearson Correlation 1 .109
Sig. (2-tailed) .086
OCB Pearson Correlation .109 1
Sig. (2-tailed) .086
Table 4.6
Correlation among T&D practice and OCB
TD OCB
TD Pearson Correlation 1 -228
Sig. (2-tailed) .000
OCB Pearson Correlation =228 1
Sig. (2-tailed) .000
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Table 4.7
Correlation among PA practice and OCB
PA OCB
PA Pearson Correlation 1 383
Sig. (2 tailed)
OCB Pearson Correlation 383 1
Sig. (2 tailed)
Table 4.8
Correlations among CR Practice and OCB
CR OCB
CR Pearson Correlation 1 261
Sig. (2-tailed) .000
OCB Pearson Correlation 261 1
Sig. (2-tailed) .000
Table 4.9
Correlations among CR Practice and OCB
RS TD PA CR
RS Pearson Correlation 1 379 171 .156
Sig. (2-tailed) .000 .007 .014
TD Pearson Correlation .379 1 -.150 -.159
Sig. (2-tailed) .000 .018 .012
PA Pearson Correlation 171 -.150 1 .826
Sig. (2-tailed) .007 .018 .000
CR Pearson Correlation .156 -.159 .826 1
Sig. (2-tailed) .014 012 .000

274

PAKISTAN BUSINESS REVIEW



