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A Study on relationship between High Performance Work
Practices(HPWP), Organizational Citizenship Behaviour
(OCB) and Turnover Intention(TI): An empirical view of
manufacturing unit
Dr. Kerav Pandya & Dr. Stuti Trivedi
Abstract
High performance work practices are human resource management practices are designed at inspiring employee and
organisational performance. Empirical evidences demonstrate that organizations practice High performance work practices
individually or in groups, known as 'bundles' of practices, for improved individual as well as organizational performance. Present
study adopts ability, motivation and opportunity model of High performance work practices. The model covered in present study
tries to explain that through High performance work practices employees enhance the ability and skills to do their job, motivates
them to excel and perform and provide opportunity to participate which further could lead to positive outcomes for the
organisation. Thus, three elements namely ability, motivation and opportunity can build a sustainable organization and hence can
these elements for better organization productivity. Organizational Citizenship Behaviour includes individual behaviours which
are above and beyond the call of duty and is, therefore, discretionary and may or may not directly included in the formal reward
system but are benecial to the organisation as they contribute to performance and competitive advantage. The present research
work studies High performance work practices, organizational citizenship behaviour as well as turnover intentions prevailing in
manufacturing companies of Vadodara city. The present study seeks to examine the impact of high performance work practices
and on organisational citizenship behaviour of the employees and consequently its impact on turnover intentions among the
employees of selected manufacturing rms from in and around Vadodara city of Central Gujarat through descriptive research
design of non-probability convenient sampling technique.
Keywords: High Performance Work Practice(HPWP), Organizational Citizenship Behaviour (OCB), Turnover Intentions (TI)

INTRODUCTION
High performance work practices (HPWP) is a set
of management practices especially HR practices
that tries to create a setting within an organization
where the employee has greater involvement and
responsibility which also ensures high
engagement of employees. In short, adopting a
High-performance work practices involves
putting all the HR pieces together to form a pie.
Some of the High performance work practices can
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be exemplied as Realistic Job Previews (RJPs),
Using psychometric and validated employee
selection tools, An employee on-boarding
strategy, A continuous mentoring and leadership
development strategy, Regular performance
appraisals (with SMART goals co-designed by
employees), Current and exible job descriptions
and job specications, Calibrated job classication
and compensation systems, In-house problemsolving and work-improvement groups/ teams,
Employee Suggestion or Innovation Programs,
Employee Reward and Award Programs,
Structured team briengs and debriengs at every
level within the organization, Competence or
performance-based pay, In-house Knowledge
Management Systems etc. organizations may
adopt High performance work practices
individually or in groups, called 'bundles' of
practices, to ensure improved performance of
individual employees and of the organisations

employing them. The collaboration associated
with the bundles of practices provides additional
positive outcome as compared to the individual
practices implemented. While some of these
High-performance work practices will help you
maximize your potential and prot more quickly
depending on your operating context, they are all
High-Performance Work Practices and many of
them can be effectively designed and
implemented within your business' budget.
Organizations adopts Abilities, Motivation and
Opportunity (AMO) theory for a better
understanding of high performance work systems
for human resources as indicated by (Bailey 1993,
Appelbaum 2000). For the present study, model
used to elaborate HPWPs is Ability, Motivation
and Opportunity (AMO) an acronym derived
from:
A - Abilities (individual skills necessary to
perform for e.g. advanced human resource
selection, opportunities for skill
development in the workplace, training
etc)
Ÿ M - Motivation (the desire of the employee
to perform for e.g. opportunities pay,
benets and incentives, the opportunity to
promote etc)
Ÿ O- Opportunity to Participate
(opportunity to perform for e.g. work
autonomy, decentralization of decisionmaking, employee involvement in policy
development workshops, teamwork etc)
Ÿ

Organizational Citizenship Behaviour (OCB) as
dened by (Smith, Organ, and Near 1983) is
“individual behaviour that is open, not directly or
indirectly documented by the formal reward
system, and that in the total promotes the actual
functioning of the organization". These
behaviours can both be directed within or outside
of the organization. There is no evidence, or oneto-one relationship, between every occurrence of
serving behaviour and a specic advantage for the
organization. The idea is that gradually, the
gathering of employees helping behaviour will
sooner or later be advantageous for the
organization (Organ et al., 2006) . Later, Organ
(1988) analysed the measurement of general
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compliance and added further parameters of
OCB. The result of his work was a ve-factor
model consisting of altruism, courtesy,
conscientiousness, civic virtue, and
sportsmanship. Altruism can be interpreted as the
self-less concern for the good of others, which
comprises of displaying voluntary actions to help
another person with work related problems. For
example, educating a new joined on how to use
apparatus or helping a co-worker completing his
pending tasks. Courtesy can be understood as
avoiding activities that make colleagues' work
difcult or complicated and preventing workrelated problems with other co-workers which
comprises of the signs to prevent interpersonal
problems to occur. For example, referring with
other individuals' before taking steps that might
disturb them. Civic Virtue may be interpreted as
the behaviour which guarantees an accountable
involvement in and contribution with life of the
paying organisation. Conscientiousness refers to
displaying behaviour that goes beyond the
minimum prerequisite of the job role.
Sportsmanship refers to as inclination to bear
more than ideal conditions without complaining
for the same.
Turnover is termed as the cumulative of worker
substitutions for a given period of time and can be
explained in two ways as; as an organizational or
individual phenomenon (Hinshaw & Atwood,
1984). Turnover can be of two variety ie either
voluntary which is when an individual initiate to
quit their job or it can be involuntary which is
when organization initiates to terminate the
employees jobs (Collini, Guidroz, & Perez, 2015);
(Hayes et al., 2006); (Hinshaw & Atwood, 1984).
Internal turnover within the organization arises
when an employee is promoted or transferred to
another position within the company. An external
turnover arises when employee exits the company
absolutely (Collini et al., 2015); (Hayes et al., 2006).
Turnover intention can be referred as purposes or
thoughts about parting a job or organization
(Simon, Müller, & Hasselhorn, 2010).
High turnover is in most of the cases a costly affair
for the organizations. Opposite situation is when
there is no turnover at all or very low turnover
rates makes an organization unable to hire new
Oakbrook Business Review

Organizational Citizenship Behaviour, to know
the relationship between High Performance Work
Practices and Turnover intentions, also the study
tries to explore the mediation effect of
Organizational Citizenship Behaviour between
High Performance Work Practices and Turnover
Intentions. Below is the hypothesized model for
the present study.

talented or highly qualied and experienced
employees. Therefore, appropriate turnover is
demarcated as good but it is signicant to take into
account that normal turnover in one sector can be
abnormal in another sector (Collini et al., 2015;
Simon et al., 2010).
The present study tries to explore the relationship
between High Performance Work Practices and

HPWP
Ÿ
Ÿ
Ÿ

OCB
Ÿ

Ability
Motivation
Opportunity to
Perform

Ÿ
Ÿ
Ÿ
Ÿ

Altruism
Courtesy
Civic Virtue
Conscientiousness
Sportsmanship

Turnover
Intention

Figure 1: Proposed Model of HPWP, OCB and Turnover Intention

OBJECTIVE OF THE STUDY
The objectives of present study are:
To study the impact of high performance
work practices on organizational
citizenship behaviour
Ÿ To study the impact of high performance
work practices on turnover intention
Ÿ To Study the mediating effect of
organizational citizenship behaviour on
high performance work practices and
turnover intention
Ÿ

LITERATURE REVIEW
According to James Comes, et al. (2006) although
there is growing evidence that high performance
work practices (HPWPs) affect organizational
performance, varying sample characteristics,
research designs, practices examined, and
organizational performance measures used has
led extant ndings to vary dramatically, making
the size of the overall effect difcult to estimate.
The researchers used meta‐analysis in their study
to estimate the effect size and test effects are larger
for HPWP systems versus individual practices,
Oakbrook Business Review

operational versus nancial performance
measures, and manufacturing versus service
organizations. The researchers studied sample of
92 and revealed the relationship is stronger when
researchers examine systems of HPWPs and
among manufacturers, but it appears invariant
across performance measures. Panagiotis, et al.
(2016) in their study of research has examined
high-performance work practices in the health
care context. In this vein, high-performance work
practices have been shown to be related to various
employees' attitudes and behaviours including
intention to leave. This study attempted to
improve our understanding of the relationship
between high-performance work practices and
intention to leave by jointly examining mediating
and moderating mechanisms. Results from a
sample of 299 private nurses supported our
moderated mediation model thus demonstrating
that organizational cynicism mediated the
relationship between high-performance work
practices and intention to leave and further that
this indirect effect is dependent on nurses' human
resource management-related educational
background.
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Despite an increasing number of studies showing
a positive relationship between collective
organisational citizenship behaviour (OCB) and
unit or organisational performance, relatively
little is known about the antecedents of collective
OCB. In this study, we developed a collective
social exchange approach to collective OCB. We
hypothesised that a high-performance work
system (HPWS) is positively related to collective
OCB through collective affective commitment
(AC). We obtained data on HPWS, collective AC
and collective OCB, all at the middle management
group level, from 454 rms in China. Empirical
results support the hypotheses. Ed Snape (2009)
examine the relationship between HRM practices,
conceptualized at the workplace level, and
individual employee attitudes and behaviour.
Focusing on two major possible explanations for
the relationship: social exchange and job
inuence/employee discretion. Findings from a
study of employees in North‐East England
suggest that there is a positive impact of HRM
practices on organizational citizenship behaviour,
through an effect on perceived job inuence /
discretion. There was no such effect for perceived
organizational support. These ndings provide
support for a job inuence and opportunity
explanation of HRM effects on employee attitudes
and behaviour.
Bruno Fabi, Richard Lacoursière, Louis Raymond,
(2015) in their study on Impact of highperformance work systems on job satisfaction,
organizational commitment, and intention to quit
in Canadian organizations, aimed at increasing
the understanding of the inuence of highperformance work systems (HPWS) upon job
satisfaction (JS), organizational commitment (OC)
and intention to quit (QI). The researcher had
administered 730 employees in different
organizations. All questionnaires were
administered “live,” in the presence of one or
more members of the research team, with the
ability to answer any of the respondents'
clarication questions. The results of this study
allow the authors to better understand how the
effects of HPWS are exerted on the intention to
quit by highlighting the mediating role played by
JS and OC. In addition, the results demonstrate a
synergistic effect of HPWS, meaning that the
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combined effects of three sets of HR practices
(skill-enhancing, motivation-enhancing and
opportunity-enhancing practices) is greater than
the sum of each set taken individually. Taking a
relational perspective on the employment
relationship, we examined processes (mediation
and moderation) linking high-performance
human resource practices and productivity and
turnover, two indicators of organizational
performance. Multilevel analysis of data from
hotels in the People's Republic of China revealed
that service-oriented organizational citizenship
behaviour (OCB) partially mediated the
relationships between high-performance human
resource practices and both performance
indicators. Unemployment rate moderated the
service-oriented OCB – turnover relationship, and
business strategy (service quality) moderated the
service-oriented OCB – productivity relationship.

HYPOTHESIS DEFINED FOR SEM
Following hypotheses were tested using
Hypothesized Technology Acceptance Model
using Structural Equation Modelling.
Relation 1:
H1: There is a positive and direct impact of High
Performance Work Practices (HPWP) on
Organizational Citizenship Behavior (OCB)
Relation 2:
H2: There is a positive and direct impact of High
Performance Work Practices (HPWP) on
Turnover Intention.
Relation 3:
H3: Organizational Citizenship Behavior (OCB)
mediates the relationship between High
Performance Work Practices (HPWP) and
Turnover Intention.

RESEARCH METHODOLOGY
The present study tries to Study the relationship
between High Performance Work Practices
(HPWP), Organizational Citizenship Behaviour
(OCB) and Turnover Intention for manufacturing
units in and around Vadodara city of Central
Gujarat region. Descriptive Research Design was
used wherein the sources of data was both
Oakbrook Business Review

primary and secondary. For Primary data
collection, Non-Probability type of Convenient
Sampling was used. The structured questionnaire
was mailed to about 80 employees of
manufacturing units out of which 50 employees
responded to the questionnaire. Secondary data
consists of available books, business journals,
magazines, newspapers, annual reports and
newsletters of various companies, websites,
internet etc. Present study includes testing of
hypotheses by Structural Equation Modelling
Path Analysis of Latent Variables through AMOS
18 of SPSS.

MEASURES
Ÿ

Dependent Variables
Turnover Intentions (TI): Turnover intention
was measured using three items.” As soon as I
can nd a better job, I will leave the
organization”, “I am actively looking for a job
outside the organization “and “I am seriously
thinking of quitting my job “. Responses were
obtained on a ve-point Likert scale from
strongly disagree to strongly agree.
Organisational Citizenship Behaviour
(OCB): In the present study the organisational
citizenship behaviour of employees was
determined since it is a measure of such
individual behaviours that are above and
beyond the call of duty and is, therefore,
discretionary and not directly recognized by
the formal reward system but are benecial to
the organisation and can contribute to
performance and competitive advantage. The
organisational citizenship behaviour was
measured using OCBs were measured with
scale adopted from Podsakoff et al.'s (1990)
Organisational Citizenship Behaviour
Questionnaire (OCBQ) consisting of the ve
factors identify ed by Organ (1988b): altruism
(5 items), courtesy (5 items), civic virtue (4
items), sportsmanship (5 items) and
conscientiousness (5 items). Responses were
obtained on a ve-point Likert scale from
strongly disagree to strongly agree and the
Cronbach alpha in the present case was 0.829
which suggests that the internal consistency
amongst the scale items is good.

Oakbrook Business Review

Ÿ

Independent Variables
High Performance Work Practices (HPWP):
The independent variables in the present study
were based on AMO (abilities, motivation and
opportunity to participate) model. After
extensive review of literature and discussions
with HR experts and employees of IT
companies, the high-performance work
practices that inuence employee abilities,
motivation and opportunity to participate were
selected. Practices pertaining to selection,
training, performance appraisal and career
planning relate to the ability and skill
development of employees. Practices of
organisations on pay for performance, job
security, work-life balance, and information
sharing were considered to be part of
motivation. Opportunity to participate was
emphasized by the HR practices on
Participation in decision making, teamwork
and autonomy. The reliability co-efcient
measures for the questions related to the AMO
model of HPWP were determined by Cronbach
Alpha. The Cronbach alpha in case of the scale
was 0.867 which suggests that the internal
consistency amongst the scale questions is very
high. The Cronbach alpha in case of the ability
component of the scale was 0.716. There were
twenty items on this measure which were
adopted and designed on the basis of literature
review. Responses were obtained on a vepoint Likert scale (from strongly disagree to
strongly agree). Responses which were in a
higher score reected greater emphasis on
ability component. The items included
questions pertaining to high performance
practices of the organisation with regards to
selection of employees, training, performance
appraisal and career planning of the employees
in the organisation. The Cronbach alpha in case
of the motivation measure of the scale was 0.749
which suggests that the internal consistency is
good. There were eighteen items on this
measure which were adopted and designed on
the basis of literature review. The items
included questions pertaining to high
performance practices of the organisation with
regards to pay for performance, job security,
work-life balance and information sharing with
the employees in the organisation. The
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between the variables or constructs were studied.
The relation between independent variable
HPWP and dependent variables OCB as well as TI
have been studied with the help of latent variable
path analysis as mentioned in gure 2.

Cronbach alpha in case of the opportunity to
participate measure of the scale was 0.709 which
suggests that the internal consistency amongst the
scale items is good. On the basis of literature
review, there were twelve items on this measure
which were adopted and designed. The items
included questions pertaining to high
performance practices of the organisation with
regards to participation in decision making,
teamwork and autonomy within the organisation
were included.

RESULTS
The end result demonstrates that High
Performance Work Practices (HPWP) have an
impact on Organizational Citizenship Behaviour
(OCB), High Performance Work Practices
(HPWP) also have an impact on Turnover
Intention (TI) and Organizational Citizenship
Behaviour (OCB) mediates the impact between
High Performance Work Practices (HPWP) and
Turnover Intention (TI). Entire Structural
Equation Modelling is presented in Table 1. Based
on the summary result included in Table 1
hypotheses were tested as per hypothesized
Technology Acceptance Model using Structural
Equation Modelling.

ANALYSIS
Structural Equation Modelling (SEM) is a
combination of Multiple Regression Analysis and
Factor Analysis which more targets towards
studying the relationships between multiple
variables at a time. For researcher's language, SEM
is popularly known as “causal modelling” or
“analysis of co0variance structures”. It is used in
both ways like “conrmatory” ie testing a model
or “exploratory” ie building a model. For the
present study, Latent Variable Path analysis of
SEM has been conducted for building a model,
and to tes the hypothesis, signicance level

Table 1 Variable Counts (Group Number 1)
Number of Variables in your model

29

Number of Observed Variables

12

Number of Unobserved Variables

17

Number of Exogenous Variables

15

Number of Endogenous Variables

14

As seen in Table 1 there are 29 total variables used
in the current study, out of which 12 are observed
variables, 17 unobserved variables, 15 exogenous
variables and 14 as endogenous variables.

Figure 2 Latent Variable Path Analysis
Table 2 Parameter Summary (Group Number)
Weights

Covariances

Variances

Means

Intercepts

Total

17

0

0

0

0

17

Labeled

0

0

0

0

0

0

Unlabeled

12

0

15

0

0

27

Total

29

0

15

0

0

44

Fixed

Table 2 gives us the details about all the parameters
covered in the current study as weights, co
variances, variances, means, and intercepts about
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various xed, labeled, unlabelled variables. There
are 17 xed variables, 27 unlabelled variables out of
total of 44 variables.
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variable) from each variable to each other variable.
In such a model the Chi-square will always have a
value of zero since the t will always be perfect.
When you delete one or more of the paths you
obtain an over identied model and the value of
the Chi-square will rise (unless the path(s) deleted
have coefcients of exactly zero). For any model,
elimination of any (nonzero) path will reduce the
t of model to data, increasing the value of this
Chi-square, but if the t is reduced by only a small
amount, you will have a better model in the sense
of it being less complex and explaining the
covariance's almost as well as the more complex
model. The non-signicant Chi-square here
indicates that the t between our over identied
model and the data is not signicantly worse than
the t between the just-identied model and the
data.
While one might argue that non-signicance of
this Chi-square indicates that the reduced model
ts the data well, even a well-tting reduced
model will be signicantly different from the full
model if sample size is sufciently large. A good
tting model is one that can reproduce the original
variance-covariance matrix (or correlation matrix)
from the path coefcients, in much the same way
that a good factor analytic solution can reproduce
the original correlation matrix with little error.

Table 3 Result (Default Model)
Chi-square

67.852

Degrees of Freedom

51

Probability Level (p)

0.047

Table 3 shows a chi-square value of 67.852 with 51
degrees of freedom. This test statistic tests the
overall t of the model to the data. The null
hypothesis under test is that the model ts the
data, so you hope to nd a small, non-signicant
chi-square value for this test. Table 3 reports that
the minimum was achieved with no errors or
warnings. The chi-square test of absolute model t
is reported, along with its degrees of freedom and
probability value.
Table 4 Computation of Degrees of Freedom (Default Model)

Number of distinct sample moments

78

Number of distinct parameters to be estimated

27

Degrees of Freedom (78-27)

51

As you can see in Table 4 computations of degrees
of freedom, these Chi-square tests the null
hypothesis that the over identied (reduced)
model ts the data as well as does a just-identied
(full, saturated) model. In a just-identied model
there is a direct path (not through an intervening
Ÿ

Model Fit Summary
Table 5 Model Fit Summary
CMIN
Model

NPAR

CMIN

DF

P

CMIN / DF

Default Model

27

67.852

51

0.047

2.33

Saturated Model

78

0

0

Independence Model

12

1315.69

66

0

19.93

NPAR in Table 5 is the number of parameters in the
model. In the saturated (just-identied) model there
are 78 parameters – 24 variances (one for each
variable) and 127 path coefcients. For our tested
(default) model there are 27 parameters. For the
independence model (one where all of the paths
have been deleted) there are 12 parameters. CMIN
from Table 5 is 2.33 which is a Chi-square statistic
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comparing the tested model and the independence
model to the saturated model. We saw the former a
bit earlier. CMIN/DF, the relative chi-square, is an
index of how much the t of data to the model has
been reduced by dropping one or more paths. One
rule of thumb is to decide you have dropped too
many paths if this index exceeds 3 or 4. The current
study shows the CMIN/DF within the range.
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Table 6 RMR, GFI
Model
Default Model
Saturated Model
Independence Model

RMR

GFI

AGFI

PGFI

0.042

0.847

0.867

0.454

0-

1

0.223

0.679

0.621

0.575

RMR, in Table 6 is the root mean square residual, is
an index of the amount by which the estimated (by
your model) variances and co variances differ from
the observed variances and co variances. Smaller is
better, of course. GFI, the goodness of t index, tells
you what proportion of the variance in the sample
variance-covariance matrix is accounted for by the
model. This should exceed 0.9 for a good model. For
the saturated model, it will be a perfect 1. AGFI
(adjusted GFI) is an alternate GFI index in which the
value of the index is adjusted for the number of
parameters in the model. The fewer the number of

parameters in the model relative to the number of
data points (variances and co variances in the
sample variance-covariance matrix), the closer the
AGFI will be to the GFI. The PGFI (P is for
parsimony), the index is adjusted to reward simple
models and penalize models in which few paths
have been deleted. Note that for our data the PGFI is
larger for the independence model than for our
tested model. From Table 6 the values of RMR and
GFI are 0.042 and 0.847 respectively, which meets
the above-mentioned criteria.

Table 7 Baseline Comparisons
Model

Default Model

NFI

RFI

IFI

TLI

Delta1

rho1

Delta2

rho2

0.949

0.833

0.891

0.867

Saturated Model

1

Independence Model

0

CFI

0.843

1
0

Table 7 displays the goodness of t indices
compared with your model to the independence
model rather than to the saturated model. The
Normed Fit Index (NFI) is simply the difference
between the two models' chi-squares divided by the
chi-square for the independence model. From the
data available in Table 7 value of NFI which is
derived is 0.949 that is (1315.69)- 67.852)/ 1315.69.

0

1
0

0

Values of 0.9 or higher (some say .95 or higher)
indicate good t. The Comparative Fit Index (CFI) is
0.843 from Table 7 also uses a similar approach (with
a no central chi-square) and is said to be a good index
for use even with small samples. It ranges from 0 to
1, like the NFI, and 0.84 (or 0.8 or higher) indicates
good t.

Table 8 Parsimony - Adjusted Measures
Model

PRATIO

PNFI

PCFI

0.873

0.874

0.774

Saturated Model

0

0

0

Independence Model

1

0

0

Default Model

In Table 8 you can nd PRATIO which is the ratio of
how many paths you dropped to how many you
could have dropped (all of them). The Parsimony
Normed Fit Index (PNFI), is the product of NFI and
PRATIO, and PCFI is the product of the CFI and
PRATIO. The PNFI and PCFI are intended to reward
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those whose models are parsimonious (contain few
paths). From the Table 8, the values of PNFI and
PCFI are 0.874 and 0.774 respectively which is
approaching to 1 and more than 0.8 indicating a
good t.

Oakbrook Business Review

Table 9 RMSEA
Model

HI 90

PCLOSE

0.049

0.067

0.066

0.219

0.231

0

RMSEA

LO 90

Default Model

0.42

Independence Model

0.225

Table 9 describes the Root Mean Square Error of
Approximation (RMSEA) which estimates lack of t
compared to the saturated model. RMSEA of 0.05 or
less indicates good t and 0.08 or less adequate t.
LO 90 and HI 90 are the lower and upper ends of a

90% condence interval on this estimate. PCLOSE is
the p-value testing the null that RMSEA is no greater
than .05. The values of RMSEA and PCLOSE from
Table 9 are 0.042 and 0.066 respectively which
indicates the data are within the range.

Table 10 Relation between Constructs
P Value

Null Hypothesis

HPWP -> OCB

0.047 (Less than 0.05)

Rejected

HPWP -> TI

0.047 (Less than 0.05)

Rejected

HPWP <-> OCB <-> TI

0.047 (Less than 0.05)

Rejected

Relation between Constructs

Table 10 shows the nal result of the SEM
demonstrates that null hypothesis gets rejected as
value for p is less than 0.05, and hence abovementioned hypothesis proves thatH1: There is a positive and direct impact of high
performance work practices on organizational
citizenship behaviour
Ÿ H2: There is a positive and direct impact of high
performance work practices on turnover
intention
Ÿ H3: organizational citizenship behaviour
mediates the relationship between high
performance work practices and turnover
intention
Ÿ

RESEARCH METHODOLOGY
The present study may be useful to Managing Heads
or HR managers of Manufacturing sector and can
get an insight into the importance of high
performance work practices linked with
organizational citizenship behaviour as well as
turnover intention.
Present study may be benecial to HR managers and
Managing heads of Manufacturing sector to
thoroughly identies only selected or important
HPWP like Ability, Motivation and Opportunity to
perform the task. The present study covers
outcomes like OCB which helps managers to study
Oakbrook Business Review

Hence, the researchers through SEM demonstrated
that null hypothesis gets rejected as value for p
which derived was less than 0.05, and hence
concluded that there is a positive and direct impact
of High Performance Work Practices (HPWP) have
an impact on Organizational Citizenship Behaviour
(OCB), High Performance Work Practices (HPWP)
also have an impact on Turnover Intention (TI) and
Organizational Citizenship Behaviour (OCB)
mediates the impact between High Performance
Work Practices (HPWP) and Turnover Intention
(TI).

behaviours like Altruism, Courtesy, Civic Virtue,
Conscientiousness and Sportsmanship. Also,
important outcome derived which is extremely
useful to managers is to know the turnover intention
of their workforce.
Present study gives an exploration and tries to
through light on the linkages between HPWP, OCB
and Turnover Intention through latent variable path
analysis which helps them to know that there is a
signicant relation between high performance work
practices and organizational citizenship behavior
and turnover intention.
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Major take away for managers from the present
study is that there exists linkage of various HPWP
practices with OCB as well as TI, the tool used by
researcher was structural equation Modelling to test
a set of regression analysis which usually is being
done simultaneously also to study the mediating
effect of variables as well as Multicollinearity or
interdependency within predictor variables and
concluded that there exists the relation between
various high performance work practices and
organizational citizenship behavior as well as
turnover intention.

CONCLUSIONS /
CONTRIBUTION OF THE STUDY
From the present, researchers have concluded that
organizations by adopting AMO theory for better
understanding of High Performance Work Practices
(HPWP) like Ability in terms of advanced human
resource selection, opportunities for skill
development in the workplace, training etc,
Motivation in terms of desire of the employee to
perform for e.g. opportunities pay, benets and
incentives, the opportunity to promote etc and
Opportunity in terms of work autonomy,
decentralization of decision-making, employee
involvement in policy development workshops,
teamwork etc can get an advantage of
Organizational Citizenship Behaviour (OCB)
workforce which comprises of Altruism in terms of
self-less concern for the good of others, Courtesy in
terms of avoiding activities that make colleagues'
work difcult or complicated, Civic Virtue in terms
of behaviour which guarantees an accountable
involvement in and contribution with life of the
paying organisation, Conscientiousness in terms of
behaviour that goes beyond the minimum
prerequisite of the job role and Sportsmanship refers
to as inclination to bear more than ideal conditions
without complaining for the same which gives the
ultimate benet of knowing the purposes or
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thoughts about parting a job or organization
referred to as Turnover Intention (TI). Through
present study, researchers tried to explore or study
the impact of HPWP on OCB, to study the impact of
HPWP on TI as well as to study the mediating effect
of OCB on HPWP as well as TI.

LIMITATIONS
For the present study, researchers have included
both primary and secondary sources of the
information and efforts are made to come up with
perfect result. Still, 100% perfection can't be claimed.
As the study is all about HPWP, OCB and TI, the
responses were taken from employees of
manufacturing rms, so there are very many
chances to have their own perception. The biasing in
respondent's views cannot be ignored. The survey
was conducted in Vadodara city situated in Central
Region of Gujarat State and other cities of the same
region were not covered. As the questionnaire was
sent through Google form via e-mail to the
respondents and data collection method included
was email only, the Human touch and
personalization was absent for electronic collection
of data.

FUTURE RESEARCH POSSIBILITIES
No research on any subject can be complete in itself.
In this study, only HPWP provided by the
organizations are discussed. The study is limited to
only manufacturing rms. But by keeping this as a
base, some more research can be performed. As
already mentioned in the limitations, the
respondents were only employees of manufacturing
rms, employees, from other various sectors can be
studied. The study was undertaken only at
Vadodara city situated in Central Region of Gujarat
State; it can be expanded to the whole of Gujarat
State as well as Whole of India. The present study is
conducted only for manufacturing industry, many
other service sectors can be including, comparison of
two sectors can also be conducted.
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